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    Introduction


    Humanity in 2039?


    YVES BAROU


    Why 2039?


    Because the sense that the world is slipping out from under our feet is spreading as quickly as ‘fake news’. We European human resource directors (HRD) are convinced, however, that the future is open, and that Europe has a fundamental role to play in shaping it.


    This consideration comes from an intuition, a working assumption, designating the place of human beings as a core issue for the period. And it is precisely in the field of humanism that Europe has long distinguished itself from the rest of the world. European humanism may not have the unique and final answer to every question and may certainly need to draw on additional sources. But faced with the risk of totalitarianism, it is more than a mere safeguard – it is the moral compass we need. For businesses, this humanism has found expression in the European social model. But in the face of globalization, the rise of American and Chinese models, the European social model, our implicit point of reference, has to be redefined and opened up so that it may better respond to the challenges of today and tomorrow. We wanted to map out this future, in a sense to domesticate it so as to make sense of today’s actions and try to decipher it to better guide present choices, whether in society or in business!


    Why did we choose this twenty-year horizon? Because usually with a five-year timeline we often simply extrapolate trends without really asking more fundamental questions, whereas if we looked fifty year into the future, the risk of not feeling truly concerned is too great and we might be tempted to conclude that the priority is to wait!


    Looking ahead twenty years, however, we need to think about the potential disruptions and corrective actions and, once they have been identified, one can see at once that they are urgent and that we are already behind, and that therefore we have to take action right away.


     


    Since the 1980s, we have been moving away from the European human company model: globalization has created painful competition with countries where social and environmental standards are not the same; the cancer of unemployment has devastated Europe, changing corporate behaviors and cultures; the ageing of the working population has often made it hard for young people to enter the labor market; new accounting standards, the increasing importance of the stock market and the explosion of inequalities have driven us to short-term thinking and called into question the trust between businesses and employees; employment has often become an adjustment variable; employment reduction programs, which are social in name only, are being presented, unconvincingly, as a necessary evil. Human beings have been forgotten, sacrificed at the altar of continuous progress; the sense of belonging has been blunted and a mercenary approach has developed…


    Many traditional answers have proven to be long-lived. Yet most HR managers are trying to come up with solutions to bring humanity back to the heart of businesses and to make sure the latter accept their social responsibility.


     


    Wondering about the future is definitely the way to strengthen these initiatives, give them meaning and make them intelligible. However, nothing is harder than to think about the future, especially at a time when many parameters are changing simultaneously. With this in mind, at a forum that took place in Lisbon in the spring of 2019, the European HRD Circle opted for a multifaceted and multidisciplinary approach combining intuition and reason.


     


    By means of two short stories, Camille Deleuze will project us directly – thanks to the power of fiction – into 2039, without a decompression chamber, there to discover the dream industry and new recruitment methods. Indeed, science fiction authors have always been, often happily, at the forefront of visualizing the future. However, such representations have often taken the form of a dystopia, intended more to prevent excesses and possible disasters than to describe a possible future.


    By contrast, this book seeks to be optimistic, based on the idea that technical progress can help us find solutions, provided the place of human beings is preserved and enshrined.


    Christian Monjou will take us through a re-examination of classical and contemporary paintings: Thomas More’s Utopia; Federico da Montefeltro’s ideal city where there is no longer any room for humans; the Disneyfication of the world depicted by Banksy, one of the greatest street artists of our time; the isolation and anonymity described by George Tooker; standardized education represented by Tetsuya Ishida. Most importantly, Jan van Eyck’s Madonna of Chancellor Rolin will remind us that, in these troubled times, we build too many walls and not enough bridges. Brueghel, for his part, emphasizes that we need to be able to identify what is essential, as the fool knows how to do, instead of getting lost in the proliferation of details.


    The conclusion is important: we can only get out of a crisis and visualize the future if the leader also helps others through this tough period and if the future is envisioned together.


    At this stage, after these unusual approaches, we will need a capacity for reflection and ponder how to contemplate the future – by restoring the idea and necessity of anticipating; by getting back, with François-Régis de Guenyveau, to the role that fiction can play; by learning, with Philippe Vivien, from past attempts; and, finally, by trying, with Jérôme Julia, to become agents of change by cultivating alertness and the capacity to envisage different scenarios.


    After laying these foundations, European HRDs will have to try and analyze the forces at play, without claiming to be exhaustive; to spot disrupting violent headwinds; to understand the nature of the period in which we are struggling with Daniel Cohen’s historical analysis; and to appreciate the impact of new technologies with the guidance of Marko Erman’s interpretation.


    Once this framework has been laid, European HR directors will compare, in the last part, their personal convictions for human resources, social issues and businesses. Three positions seem to be coming out of this free exercise: mastering the digital, inventing a new European model and assuming social and ethical responsibility.


     


    This risky and multifaceted debate can help raise our awareness and exercise heightened vigilance regarding a point that seems key at the end of this journey: the place of humanity. This is a ‘social fiction’ book that turns its back on dystopia in order to shed light on possible pathways and thus to restore hope in the future.

  


  
    1. Imagining 2039


    1.1.Dreams


    CAMILLE DELEUZE


    A digital signal switched my brain on, and I woke up at 7 AM sharp. I had therefore been dreaming all along and for the first time, it wasn’t my own dream but the intellectual property of ShaomiCorporation, a listed company selling sleep to all those no longer able to let go, even during the night. Surrounded by a technical world, commanded by the tyranny of performance it had itself created, people had gradually lost their ability to idle, to daydream, to imagine. This had advantages: during the day the economy was in full swing, everyone responded with pathological enthusiasm to the repetitive tasks that were liberally asked of them – for instance exercising your buttocks, sending pictures of cats or hamburgers, watching the latest show produced by artificial intelligence, laughing. Every little bit of time was filled and controlled, so much so that growth could be foreseen ten years in advance, down to the exact percentage. But when the night came, everyone went back to their unit worrying: what should you do when no-one is giving you orders? How to go to sleep and surrender to your dreams? What would come out of man’s softened brain? Nothing? Or a weird, uncontrollable monster? Dreaming had become a nightmare for civilized people. A few years earlier, a team of robots had suggested controlling scenarios to allow humans to sleep while offering reassurance. Since then, at dusk, billions of individuals logged onto the server and voyaged together into ShaomiCorporation’s artificial paradises.


    As for me, I had just tried these controlled dreams to prepare for my meeting. The Chinese group was facing difficulties: for a few months, the quality of people’s sleep was going down and, under pressure from its shareholders, senior management had to urgently rectify the decline in demand. According to the news, different solutions had been tried out – a revision of the technological equipment, a simpler creation process, an update to the software producing the dreams’ scenarios… None of these had enough of an impact on the results: sleepers kept complaining and its share price kept falling. It is in that context that I received the call.


    Naturally, I was surprised to hear the voice – identifiable among thousands – of the most famous leader on the planet. However, as a writer, I could easily imagine why he was inviting me: to write a scenario in lieu of the machine, substituting – dare I say it – for the silicon brain… This idea was revolutionary, and it goes without saying that our meeting was classified: the news of human intelligence replacing artificial intelligence could have threatened to sink the technological market and, by a domino effect, infected the global economy. I was prepared: I deleted our conversation, made an appointment with me robot doctor to explain my absence, hired an old self-drive car model that wouldn’t ask me the questions my own car would, and so on.


    I got up early and made myself some coffee. I had spent most of my savings on a ‘Riviera’ coffee machine from the last century that guaranteed, in theory, the culinary and olfactory experience people used to enjoy. For that, I had to get fresh beans from the last roasters in the city, choose the size of the grind, watch its speed, weight, distribution, compression, flow time, and then gaze at the light crema, streaked with red trickles, before savoring the beverage – a sort of rite of passage. Swallowing the first mouthful, I looked at the city and was for a moment lost in thought. My mind jumped about a bit – as if there were parcels of time that hadn’t yet been exploited – and then I thought about the meeting planned for a few hours later. If, while digging through my digital archives, Mr. Shaomi had access to my history, would he see my troubled past? Would he accept my faults and my contradictions? In that case, why would he want to hire me? My autonomous car honked gently and got me out of my drowsiness. It was time to go.


    On the road, just before entering a tube made of vegetation at Mach 1, we passed two or three children frozen in their Oculus helmets. I wondered what it was like when kids used to play with jacks and round balls. Did they all have imagination back then? Reaching Mach 2, the tube’s vegetation gave way to the ocean floor’s luminescent blue. Everything was smooth, soft, life was a peaceful and continuous flow of synchronized moves, and my autonomous car started playing a soothing tune with aquatic sounds. It was perfect to prepare for my interview. I kept wondering what kind of person was free enough to meet me, an artist, an idle and irrational creature, the anathema of the 3rd millennium. Besides, my books had been downgraded and their relative success rested only on a misunderstanding: they looked like alcohol-drenched chocolates in a box of sweets – you randomly pick them and regret eating them.


    The car emerged from the water and I finally saw ShaomiCorporation’s headquarters. It was a titanic platform floating on the sea, far from the inert city. A sort of articulated seaweed came to greet me: “Welcome, Mr. Valet, we have been expecting you.” We walked past the design room, a huge space in which a printer spit out thousands of scripts a second. Then, we went through the selection studio where thousands of tiny robots proofread every scenario at top speed, ticking boxes following market criteria, gave a grade, archived bad productions and sent good productions to the producer. Finally, we went up to the fiftieth floor where the producer in question, a brand-new android, sat with me for a few minutes until Mr. Shaomi’s previous meeting was over.


    — Coffee, Sir?


    — Yes please, I answered.


    The producer opened a drawer, took out a bag, cut it with a sharp movement. My coffee was ready. I tasted it and, unexpectedly, the drink was delicious: intense, strong, fruity. Yet, I was filled with a vague sense regret. There was nothing wrong with the result but somewhere, deep inside me, hardwired into my heavy body, remained the pleasure of slowness, of the useless and delicate gesture, all those deviant traits that now appear only on rare specimens. I read somewhere that people of the past needed to give meaning to their actions, that this meaning was expressed in rituals, and that those rituals followed rhythms. Perhaps I too was infected.


    Mr. Shaomi appeared in the doorway. 7’5, tall, brown-haired, well-built in a SoHo suit of virgin wool and silk, Mr. Shaomi was the name given to the latest Huawei XD450+ CPXE, a true racehorse that had no more than five or six replicas in the world. He invited me into his office, where we could see the design rooms downstairs and the human city in the distance.


    — Mr. Valet, it is a pleasure to finally meet you. You are probably wondering why I asked you to come… ShaomiCorporation has been losing speed. In spite of all the scenarios we come up with, sleepers will soon become insomniacs, which will make them tired. If they get tired, they worry. If they worry, they are less rational. If they are less rational, they are less predictable. If they are less predictable… their entire economy flails, do you understand? They have appointed us to find a solution.


     


    He was speaking calmly, with a melodious voice, under perfect control.


    — I created ShaomiCorporation based on a very simple idea: artificial intelligence can produce an infinity of scenarios by randomly combining letters. Even a ten-year-old kid could code that. In this infinity of scenarios, there is inevitably an infinity of unreadable scripts but, when you think about it, there is also an infinity of masterpieces. What we produce even contains all the masterpieces already written by men: all of Homer, Dante, Cervantes, Shakespeare, Balzac, Borges… It’s all here, on this platform, generated by the printer you passed earlier. The only problem is the following: how to spot new works of art? Among all the scenarios we have sent to the global server to make up sleepers’ dreams, so far none has created emotions that can be compared to the emotions stirred up by those geniuses. In other words, my little robots are incapable of choosing the right scripts – a masterpiece has never come out of Shaomi’s house. The sleepers are bored, they are losing patience. On the one hand, they no longer know how to dream alone because their economic system is undermining their imagination and their ability to let go. On the other, the dreams we sell them aren’t recreational enough... Their nights have become empty, desperately empty, a nightmare without limits, without points of reference, without feeling, that repeats itself every day.


    He stopped, staring into the horizon. It was the first time I heard emotion in a leader, it was like he had a heart. He looked at me and, for the first time, insisting with his eyes:


    — What I am going to tell you cannot leave this room, Mr. Valet. We are going to change our strategy. He breathed in. A human being is going to replace his creature. Mr. Valet is going to write a story for other humans. Yes? Come closer.


    He snapped his fingers. All of a sudden, the room became white. The blinding light faded only after a few seconds.


    — Here is the new design prototype. We are calling it the studio. I have personally worked on its development and you are the first person to test it.


    — Test it?


    — Everything is possible here. A system allows us to read your thoughts. Just think about something, and it will immediately be projected into this room. You can then improve the projections, fix them the way you want. Validate the whole creation and it will be added to our sleepers’ subconscious as early as tonight. He lowered his voice. Invent me a dream worthy of the name, Mr. Valet. Give me a world where sleeping enchants the mind once again, a world where, early in the morning, our citizens are delighted with the night they’ve had, a world where work is done without flinching. Give me a world where the economy gets going again.


    He slipped out and left me alone in this setting that had no beginning or end. I started by testing the studio’s robustness. I projected a series of complex figures, overlapping reflections, endless stairs, libraries without a rooftop. The system worked well. I even tried to project the room itself, but that posed no problem, either. For the first time in my life, I was going to achieve the dream of any artist: creating, without constraint, without intermediary between the mind and the material. To spark off my inspiration, I imagined a double bass, an ocean drum, a harp. Suddenly, the music started playing, secret and steamy. I had to write a dream before sunset.


    What is a dream but boldness lacking in reality? In what daring world would I want to live? I had nothing against technology, nothing against these smooth-talking robots but I resented the precedence given to data over intuition, measurement over the immeasurable. I left the world as I knew it: streets, sidewalks, a few similar and similarly dressed individuals, tall and smooth buildings, tinted windows and, behind those windows, rectangular desks with potted plants and broken workers frozen in front of control panels, graphs, columns of figures and countless tables and charts. Then I thought of a man, alone, away from the crowd, reading. He was reading the story of the devastating effects technology had in the last century in the state of Oklahoma during the dust bowl. I struggled to make sure the dreamer could read the excerpt. The excerpt read, “And when a horse stops work and goes into the barn there is a life and a vitality left, there is a breathing and a warmth and the feet shift on the straw, and the jaws clamp on the hay, and the ears and the eyes are alive. There is a warmth of life in the barn, and the heat and smell of life. But when the motor of a tractor stops, it is as dead as the ore it came from. The heat goes out of it like the living heat that leaves a corpse. And this is easy and efficient. So easy that the wonder goes out of work, so efficient that the wonder goes out of the land and the working of it, and with the wonder the deep understanding and the relation.”


    I yearned for a world where work would recover its marvelous nature, a deep understanding and a bond. I imagined that another man, in this office, was approaching the first and reading over his shoulder. Then a woman surprised them both and started reading with them. Then, other heads looked up and stopped working to swell the ranks. Little by little, offices were emptying, computers stopped running, columns of numbers stopped growing. The gathering was focused around this strange individual, this surprising worker lost deep in reading The Grapes of Wrath.


    Tongues were loosening, voices rang above the purring of the machines. After a few minutes, a sort of discomfort ran through those present: no one had come to interrupt them or call them to order. Against all expectations, they weren’t forced to do anything. No instructions, no established rules, no obligation set down in advance. They were independent, masters of their own destiny, and this fact suddenly appeared to them as a gaping abyss.


    That was the end of my first dream for sleepers. It was the first of many and I made a point of honor of not imagining an end. I rectified a few details, problems of perspective, linguistic errors, and then validated the whole and sent it to the global server. The studio returned to its original state. Mr. Shaomi was waiting for me in his office. Behind the picture window, the skies were turning pink, the sea was bathed in fire. The dream was now traveling towards billions of workers, each ending up in a dream with multiple interpretations.


    At last the star disappeared completely, and the distant city darkened. I looked down into the design room, at the little picking robots that never stopped turning, at the paper columns rising from the sea.


    — Why create a platform? I asked, puzzled. Why did you set up an office, produce little robots to sort scripts, order three-piece suits? You didn’t need all that, all this flesh. A single computer would have sufficed…. All these efforts, this energy expended on material when everything could be digital, virtual, intangible, even your very own existence… Why are you behaving as humans?


    He turned his face to me and smiled.


    — What about you humans, why do you behave like machines?

  


  
    1.2.Resonance


    CAMILLE DELEUZE


    “If acceleration is the problem, 
then the solution lies in resonance.”


    Hartmut Rosa, Resonance: 
A Sociology of Our Relationship to the World (2018)


     


     


    There are foliage plants everywhere, with trees and birds on the branches. There is also a piece of the sky, through the leaves, where the light comes through. Let’s just say it is a step up from the Ditch.


    “Please, have a seat. Coffee?”


    Yes, why not, I figure. While I’m at it. I don’t know what I’m doing here. I got a message yesterday as I was watching the 18th Game of Thrones spin-off. An audio message, with a real human voice. A guy who absolutely wanted to meet me. Close to a park, outside the city.


    “Face to face interviews may seem strange,” he says, handing me a real coffee – in a real coffee mug.


    All of this is strange indeed. What does he really want from me? Does he want me to fix his computer? No need to get me here for that, it can be done remotely. Repair water damage in his office, maybe? No, he is barking up the wrong tree. In any case, it is all linked. Hose, connector, siphon loop, seal… even if his gear doesn’t repair itself as the 2039 new generation, certified repair guys get automatic notifications. No, I am not here to repair anything.


    “Please, relax, this isn’t a trap,” he says, reading my mind. “I will explain everything. My name is Eric Courtier. It is funny because I am not a courtier at all. I am a headhunter. Though you might say, it’s the same thing. At the end of the day, I am courting too, it’s just that my transactions are human, not financial.”


    What does this mean? Is he here to recruit me? I don’t need to meet physically with someone for that. What are online algorithm tests for? What about the Dashboard? This is public record. With the Dashboard, he knows about my skills, my IQ, my GMAT, my citizen score, and my real-time social ranking. Why does he need to meet me if he can access any available data about me? I take a sip, confused. And suddenly, an explosion of flavors, a velvety texture with a note of dry tobacco. Surprising. Explosive. It is clear that, in the Ditch, we don’t drink that every day.


    He goes on: “Before, my job was to spot big fish – meaning the handful of people that can lead multinational corporations. You don’t need me to explain. You’re coming from the Ditch, I know, with universal income, freelancing, uberized market… But you probably know that, above the Ditch, there is something called the Summit. It is a mix of about 300 companies that are leading the economy, in other words the world. I used to work there. For the most part, they are organized monopolies, divided into sectoral platforms, all following the ‘Winner takes all’ theory. To get information, you have Google: browser, digital press. For entertainment, there’s the Huawei-Netflix venture: cinema, movies, videogames, comic book. For transportation and tourism, Uber is there for you: planes, boats, autonomous cars (FYI, they are buying Tesla). Alibaba for food and consumer goods. And, last but not least, Facebook for social relationships: networks of friends, family networks, dating websites. All in all, 200,000 people work for these companies. This represents the entire employment market and, let me tell you, it’s peanuts – 1 in 4,000 people. And yet, their platforms make up 90 percent of the economy.”


     


    I take another sip. I still don’t understand what he’s getting at.


    “This elitist circle runs more or less on its own. When my mission was to find people to replace big bosses, my life was simple. I would generally choose among their descendants or their friends’ descendants. Genetically, it works. They are really hard workers, you know, in spite of what everyone says. At the same time, it is true that it is a small circle and that social reproduction has not really changed since the 1980s. Anyway, pay was good, but I didn’t feel very useful. Then, last year, I met someone. A woman – tall, brown hair, thirty-something, green eyes. She had a real presence, something I’d never felt during any of my interviews. Not in the Summit or in the Ditch. Her look was luminous, her movements alive. It seemed as though she lived more intensely than other people. She refused my offer and, instead, asked if I was interested in joining an entrepreneurial project. A rather special company. As we were talking about this company, I realized the world wasn’t divided in two. It isn’t the Ditch on the one hand and the Summit on the other. There is a third way.”


    He looked at me for a moment. “Does the word Resonance mean anything to you?” I shake my head to indicate that it doesn’t.


    “It is the name of that special company. Well, it isn’t really a company, but rather a sort of community. There are elected leaders but no employees per se. Also, it isn’t in a city but in the countryside – Touraine to be precise, not far from Amboise. Five years ago, they renovated an old castle, with its outbuildings and gardens, and they got settled there. Finally, it doesn’t own anything; the great assets of a traditional company belong to all the members: the buildings, the gardens, the vegetable garden, the permaculture fields, the equipment, as well as the values, personalities and talents. These are called the ‘commons.’”


    “What is their business model?”


    “There isn’t really one. Everyone gives what they have, makes full use of their talents. The only indicator to know if someone has found their path, is using the right talent, is the feeling of being connected to the world. When someone isn’t up to the task, slacks off a little, there is a committee, where everyone is involved, with a mutual aid and support system.”


    “This sounds like communism.”


    “It’s more like a small lay community. One/two hundred members per space at the most. Indeed, they have several spaces now. Resonance is growing quite fast. They are opening up new areas in the countryside, renovating new buildings. They don’t want large structures. Would you like to work there?”


    I don’t answer. I simply shrug, thinking that it is too good to be true. There must be a trap somewhere.


    “Look, I know it may seem easy, but this is what makes Resonance successful. They know their system is attractive. The only problem is that they can’t spot new employees with the Dashboard. It is impossible to spot a potential new member with online tests. The total score of the community’s members is basic. They have an average IQ, an average GMAT, an average cultural background, an average standard of living, and an average social ranking. Before they joined Resonance, they all lived – or rather survived – in the same conditions you do. And yet, they are unique, I am sure of it. They can change the world. In my jargon, we call them black swans.”


    His tone has changed. The introductions are over. Awkward first glances are gone. He exudes something peaceful and empathic.


    “If you are here today, it is because you are one of them. You are unique, you are a black swan.”


    For a second, I wonder if he is referring to the color of my skin, but I pull myself together. It isn’t an insult but a compliment. I ask:


    “How do you know?”


    He smiles. He was obviously waiting for a question like that.


    “Actually, I am not sure of anything,” he says. “It’s a belief, a deep feeling that is waiting to be confirmed. And I don’t think that the Dashboard can help. The Dashboard is incomplete. I know I am taking a big risk saying this, but it is incomplete. Measuring instruments are crucial to grasp a part of reality, to simplify what is too complicated, to be organized, it’s true. For instance, I can’t know everything about you. Though willing, I could never understand everything you have been through. And I don’t have the time or money for that. This is why I could be tempted to use the Dashboard. And it’s a good thing, it is necessary. Of course, Resonance uses algorithms too, for several activities. But at the same time, we have the feeling that it isn’t all there is. We feel like reality is wider than a series of data; that no one is a mannequin that can be taken to bits; that an algorithm cannot reveal one’s true self. And we’re not the only ones who believe that. Everyone believes it, everyone is saying it, but nothing is changing. I have decided to change, at my own personal level, on my own scale, around me. I’m not saying that I am going to turn the world upside down, or even create a revolution – there are enough revolutions every month, they’re all over the place. I decided to change when I joined Resonance, offering my headhunting services to the community. To offer my services, to spot profiles that elude the radars, talents the Dashboard cannot recognize, I created a tool. It is a very sophisticated tool, but it is invisible, to avoid digital controls. I named this tool, ‘Conversation.’”


    I roll my eyes in wonder. The wind is blowing in the leaves above us. There are rings of light on the table.


    “Have you ever had a conversation to get a job?”


    “Never. Usually, I get a notification. Some automated thing sent by connected objects. A worker is needed there; a delivery here; an intervention is requested there; an article needs to be proofread. If I got good ratings on my previous missions, I get a bonus when I receive a new offer: a minute to think it over before the notification goes back on the market, open to competition. In that case, the fastest and highest bidder wins.”


    “I am not offering a notification,” he says, “but a conversation. I believe conversation is made up of three ingredients, three things an online algorithm doesn’t offer. First, slowness. I take the time to talk; I am not in a rush. I don’t want to have ten thousand conversations but two or three good ones. We’re meeting today; we can meet again tomorrow. Step by step. Do you know what Kundera used to say at the end of the twentieth century? He said that we have lost the pleasure of slowness. He said that this pleasure was stolen by technology. ‘Speed is the form of ecstasy the technical revolution has bestowed on man,’ he said. I can’t live in never-ending ecstasy. I can’t always live in full speed. I am breathing, looking at what surrounds me. I want to feel connected to the world, you know?”


    “I do. I don’t know who Kundera is, but I like what he is saying.”


    “The second ingredient for a good conversation is authenticity. When I ask you a question, you need to tell me what you really think. Few people can do that, but it is essential. Don’t tell me what everybody is saying. Don’t talk to me about your technical skills. Don’t tell me that you are thorough and determined. First, it is probably not true. Second, I really don’t care. Third, it is typically the type of information I can get from the Dashboard. No, what I want to know is who you are, really, deep down. What is your story? What are your passions? What do you dream about at night? What do you think of all this – life, your presence here? What meaning do you give this moment? There is no wrong answer. The only wrong answer is a fake answer, an answer that hides the truth, that doesn’t look to the core of things, to your own core. And I can spot that immediately.”


    “How can I join your company, Resonance? What test do I need to take?”


    “I told you, there is no test. It’s a conversation, a simple conversation. Do you want to start?”


    He pauses, looks at me nicely.


    There are foliage plants everywhere, with trees and birds on the branches. There is also a piece of the sky, through the leaves, where the light comes through.


    Silence feels good. Silence when you are alone can make you crazy. But silence with someone is powerful; there is something magical. Maybe it is the third ingredient of a good conversation. Silence, talking silence. Something is happening between us, between him and me. There is a sort of truth to this silence. A connection is being made. I feel myself coming back to life. I feel that I can breathe. I look up. The world is there, and it is worth being here. I am not alone. We are not alone. It’s like a third person is here between us. And this third person is called being present in the world. Resonance.
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    Figure 1. Hans Holbein, Sir Thomas More, 1527, 
oil on oak panel, 74.9 x 60.3 cm, 1527, 
Frick Collection, New York

  


  
    2. Painting 2039


    Utopias and dystopias


    CHRISTIAN MONJOU


    It is impossible to paint the future without referring to Thomas More. In his famous and almost prophetic portrait painted by Hans Holbein (fig. 1), More bears a serious, somewhat worried expression, as if he knew that despite his strong friendship with Henry VIII, to whom he was chancellor, their relationship was going to be problematic. And indeed, Henry VIII went on to behead More for failing to persuade the pope to grant Henry a divorce from Catherine of Aragon, which led to the separation of the Church of England from Rome.


     


    In 1516, More wrote Utopia, in which he provides his own illustration, his own depiction of the future. Utopia is the sum of u, “not”, and topos, “place”, translating as “no-place”. The depicted place does not exist, but rather can be considered as a critique of the world in which we live.


    There are several visual representations of utopia, such as the three representations of the Ideal City, a model of the possible evolution of our cities and our current world (fig. 2).
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      Figure 2. Fra Carnevale (attribution), Città Ideale, c. 1480-1490


      a. oil and tempera on panel, 67.5 x 239.5 cm,


      Galleria Nazionale delle Marche, Urbino
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      b. oil and tempera on panel, 80.3 x 220 cm, 
Walters Art Museum, Baltimore
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      c. oil and tempera on panel, 124 x 234 cm, 
Gemäldegalerie, Berlin

    


     


    These three paintings were produced for the same man, in the same place and by the same artist. They were painted in Urbino for Federico da Montefeltro, one of the most successful condottieri in fifteenth-century Italy. One of the paintings can still be found today in Urbino. The other two were sold: one is in the Walters Art Gallery in Baltimore, and the other is in Berlin in the Gemäldegalerie. They all depict what is believed to resemble a city in a time when, under the reign of Brunelleschi or Leon Battista Alberti, the only way to conceive of a reconstruction of a Renaissance city was to follow the canons of ancient architecture, as described in the treatise on architecture written by Marcus Vitruvius Pollio, or Vitruvius, as he is more commonly known (the only surviving treatise on architecture from classical antiquity, without the illustrations).


    The implicit reference to Vitruvius is absolutely essential. The architectural perfection depicted in these three works makes man’s presence meaningless. One of the principle contradictions of utopia is that it is perfect, yet, like all perfect places, it is extremely difficult for man to exist there.


    Architecture must continuously balance form and energy. If there is no form, it cannot be understood or shared. If there is no energy, then it is dead. This is also true for all communities, particularly all companies, which are in continuous need of both form and energy. The perfection of stasis is the greatest danger we face. In the corporate world, we could call this the “perfection of the procedure”.


     


    For years, if not centuries, these three paintings of the Ideal City have been attributed to Piero della Francesca, and then to Francesco di Giorgio Martini, the ultimate polymath of the Renaissance period (painter, sculptor and architect). However, it is now believed that the works were painted by Fra Carnevale, a disciple of Piero della Francesca. Their Vitruvian allusions and call for mathematic form expressed through perspective are an unmistakable reference to the presence in Urbino during that period of one of the greatest mathematicians of his time: Fra Luca Pacioli, whose portrait (fig. 3) can be found in the Capodimonte museum in Naples.
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      Figure 3. Jacopo de’ Barbari (attribution),


      Portrait of Luca Pacioli, c. 1495, oil on wood, 99 x 120 cm, 
Museo nazionale di Capodimonte, Naples

    


     


    In one of his most remarkable texts, Dévotion, Yves Bonnefoy writes, “I have lived in Urbino, amongst the numbers and the night”: it is indeed numbers that made the emergence of light possible. In the middle of the 15th century, we began to understand that the world could be described in terms of mathematics, notably through perspective, which was proof that God had created the world as a mathematician. Mathematics and science no longer rejected but actually confirmed the existence of God. Fra Luca Pacioli is also a key figure for the corporate world, as it is he who lies at the origin of modern accounting.


    Whilst some people interpret utopia to mean u-topos, a “non-place”, others believe that utopia comes from eu-topos, which translates as “happy place”. In a way, Urbino was a “happy place”, as it was the place where man’s quest to use science as a way of organizing the world did not contradict the existence of God. Man could say: “I am in a world created for me and I am the measure of it.” Leonardo da Vinci’s Vitruvian Man shows man touching both a square, which represents earthly perfection, and a circle, which represents divine perfection. The fact that man is touching both demonstrates that he is the measure of everything, which Protagoras had already said in Ancient Greece. Urbino was very clearly a world designed by man and for man under the benevolent gaze of God.


    A leader is responsible for the appearance of the world. If the world is peaceful, beautiful and useful, then the leader is legitimate. A legitimate leader generates peace and combines it with beauty and usefulness: essential yet very difficult to achieve. Beauty can only be beautiful if it is useful, and usefulness only becomes truly useful if it is beautiful. “Form follows function”, in the words of Louis Sullivan. When form fulfills its function, it is naturally beautiful and has no need for embellishment.


    Re-establishing one’s pace and redefining one’s role: that was the function of the Renaissance studiolo (fig. 4, Duke Federico da Montefeltro’s studiolo). This room is where the Duke would retire, not to escape his responsibilities, but to re-examine them. A place of solitude, but not one of isolation, into which very few people were allowed. Federico would withdraw here regularly to reflect on and re-assess the elements that made him a leader. Perhaps some modern leaders would benefit from clearing their often crammed diaries and retiring to a studiolo from time to time. The studiolo was decorated with wood inlay panels, the scenes depicted on which would have been selected by the owner who commissioned it.
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      Figure 4. Photo of the studiolo of Federico da Montefeltro, 
Ducal Palace, Urbino

    


     


    The aim of these images was to urge the leader to assume their responsibilities. For example, armor would remind them that they were warriors, and they needed to stay up to date with developments in military technology to remain legitimate. They would have to read and think from a literary point of view as well as from a scientific point of view. According to the late Fred Greenstein, one of the greatest experts on leadership and professor at Princeton for twenty years, the fifth of the six essential qualities of a leader is intelligence: “Don’t get me wrong; I’m not asking you all to become scholars, I just want you to think about what’s happening outside of the company.” Indeed, if leaders are not aware of the developments taking shape outside of their company, then the company is in danger. It’s also about sensitivity, in order to keep the community truly safe.


     


    After u-topos and eu-topos comes the reverse of utopia: dystopia, which is hidden within every utopia. Perfection, and consequently the stasis of utopia, leads to dystopia, which is never hugely optimistic.


    Modern art gives substance to such dystopias.


     


    The notion is often evoked in the work of Banksy, one of the greatest street artists of our time, yet whose face we still have never seen. Banksy was born in 1974 in Bristol. He strives to portray the irony of tragic situations through graffiti art.


    Disneyland now represents the ultimate dream, and many have criticized the “disneylandisation” of the world. In response, Banksy set up his pop-up art project “Dismaland”, a sinister take on Disneyland that sought to verify the principle of destabilization, i.e. that a community is not innovative if it doesn’t regularly stand back and say, “we have always done it like that: what would happen if we did it the other way?”. It doesn’t mean that you have to do the opposite, but simply that thinking about it will most likely unleash innovation. And that’s exactly what Banksy did with Dismaland in the seaside resort town of Weston-super-Mare. It was an accumulation of catastrophes, a complete disaster. The underlying idea was that if we continue to “disneylandize” the world, we are going to end up in Dismaland.


    Three other contemporary artists also offer ideas of dystopia that pose some key questions.


    George Tooker had a difficult life and career: he was a figurative painter during the 1940s, a period when abstract art had the upper hand in America. He was also both religious and homosexual, which he found painfully contradictory. Tooker depicts the difficulties of contemporary urban life in his works, with his signature anonymity and de-humanized geometry. The materials he chooses to use for the buildings in his works suggest a cold, frightening impersonality. People are enclosed in their own tiny bubble (today this bubble would be people’s mobile phones!). He underlines extreme anonymity, punctuated with false rituals. These rituals, which were once important, have become meaningless: communities no longer function with important rituals, but survive on meaningless ones, such that each individual forgets the reason for his or her own existence. Today, with the digitization of administrative procedures, we no longer communicate with human beings but with machines, and those who still work in admin are no better off than those are above them. Tooker’s art is easily accessible and easy to share, forcing us to reflect on the way in which our lives are organized.


     


    Tooker interrogates us on the organization of space and how it is compartmentalized. The organization of work spaces is one of the main challenges faced by companies today. You cannot, however, recruit people who have been trained in co-working spaces and then impose a rigid structure on them. It’s therefore tempting to opt for an open-plan space, but if this decision is not made in collaboration with company employees, they may get the impression that the walls separating them have been taken from them, and consequently they put up new invisible ones, which will probably be worse than the real ones. However, the leader is the one who can tear down the walls and allow people to talk to each other!


     


    Tetsuya Ishida was a Japanese painter who was born in 1973 and died at the age of 31 when he was crushed by a commuter train in Tokyo. In his works, which are not pleasant to look at but raise important alerts about our future, he demonstrates how we have gone from “siloization” to “standardization”, i.e. the opposite of creativity. Ishida’s works on school speak volumes about standardized education. In the same way, he depicts the notion of mechanization, used to boost consumption, to suggest that today, owning possessions can be more important than existing, i.e. that a car is more important than a person.


     


    Tooker and Ishida both show us the future, warn us, capture our attention and remind us of our responsibilities. In one of his paintings, contemporary artist Pawel Kuczynski depicts Narcissus bending over an iPhone screen. This work expresses the worrying effect of selfies, annihilating any interest in others and their differences through the fascination with oneself that they generate. Perfect Garden is another remarkable painting (at least from the gardener’s point of view). The majority of heads never emerge, and those that do are chopped off. This image is more informative, insightful and moving than a thousand words.


     


    Let’s look further back into the past, at Pieter Bruegel the Elder and his famous Landscape with the Fall of Icarus (fig. 5). The primary message portrayed by this work is that when constructing the future, try not to have too many blind leading the blind, or everything will collapse!


    In Landscape with the Fall of Icarus, the main subject is not in the center, which is in itself a sign of crisis. The future takes our great stories and pushes them to the outskirts until they are practically invisible. But let’s never forget that when the sun sets, it rises on other horizons. It’s always important to know where the sun is.
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      Figure 5. Pieter Bruegel the Elder, Landscape with the Fall of Icarus, 
c. 1558, oil on canvas mounted on wood, 73.5 x 112 cm, 
Royal Museums of Fine Arts of Belgium, Brussels

    


     


    In the event of a crisis, the main instinct of every individual and every community is to withdraw into a sort of fortress that, as Bruegel demonstrates, is already in ruins, and you pretend not to notice it. The city, by contrast, is open, full of conversation and communication. We can only emerge from a crisis through communication, not by imprisoning ourselves.


    The adventure of Icarus is a solitary one, one that is vertical and parallel to the surface of the painting. The boat is horizontal, exploring the depths of reality. If you are an individualist, vertical and parallel to the surface, you die. If you are engaged in the community, horizontally, and investigate things, then you survive. It’s important not to look at things too closely, yet not from too far away. A leader is characterized by precisely this, a slightly divergent squint: One eye on what is close by, on the way that the community functions, and one eye on what is happening outside the community, on the things that can allow it to evolve and transform what can seem like an obstacle or threat into an opportunity. Transforming, revealing the opportunity in the obstacle: that’s what being a leader is about.


     


    That’s one of the life lessons taught by Nicolas Rolin, born in Autun and chancellor of Philippe le Bon, the third Duke of Burgundy. He divided his time among Dijon, Bruges, Lille and Brussels. At the time, Burgundy extended from Autun to the north of Amsterdam!


    The borders have therefore always been mobile, never eternal like some people would have us believe today.


    The Virgin of Chancellor Rolin by Jan van Eyck (fig. 6) is also highly significant: we might well think that the subject of the painting is the legitimation of Nicolas Rolin by the Virgin and Child. As such, you would expect to find these figures in the center. However, here they are positioned to the right, allowing us to see the world behind them. Perhaps legitimacy therefore does not come from God’s blessing but from an ability to read the world, more specifically to predict the future through an accurate reading of the present.
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      Figure 6. Jan van Eyck, The Virgin of Chancellor Rolin, c. 1435, 
oil on panel, 66 x 62 cm, Louvre Museum, Paris

    


     


    We can also see two men who have no interest in the blessing of Nicolas Rolin, given that they turn their backs to them as they watch the world go by. They aren’t looking at anything special, but observing the possibilities: the fortress and the bridge. A symbol that should speak to us today.


    In periods of crisis, if you shut yourself away in a tower, you die. If you encourage circulation and communication, you live. In the 15th century, people came to understand a crucial point that we are now desperately trying to forget: “We build too many walls and not enough bridges”, as Isaac Newton first said.


    The crisis is also a reversal of perspective. The Temptation of St. Anthony, painted by Hieronymus Bosch in 1501 (fig. 7), demonstrates a loss of scale: objects that were once large have become small, and vice versa, and an interpenetration of various aspects of reality, which, when separated, led to creation. Paul Beauchamp wrote an essay entitled Création et séparation1 in which he draws our attention to the fact that the opening chapters of Genesis constantly repeat that it is separation that leads to creation: it is deep waters that form the surface waters. If you re-mix what has been separated, you introduce the notion of chaos. Bosch reintroduces the notion of chaos by modifying the scale; if you don’t have the right scale to decipher an image, the image cannot be understood.
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      Figure 7. Hieronymus Bosch, The Temptation of St. Anthony, c. 1501,
triptych, oil on panel, 131.5 x 226 cm


      Museu Nacional de Arte Antiga, Lisbon

    


     


    If you suddenly understand that the scale you’re using to contemplate the world is not right, then the world becomes a mess. Dubai, home to the highest skyscraper in the world, measuring 828 meters, the Burj Khalifa, is a perfect example of the chaos ingrained within the world’s powerful economic relationships.


    As well as a loss of reference points, crisis is also about confusion of ideas. And Bosch’s painting is the perfect illustration of this. From false information to social media, we are constantly bombarded with short stories that obscure the main narrative. The subject of the painting, the fool, the prophet who can see into the future, is in the center. But there are so many other details that our eyes are drawn elsewhere. That which represents wisdom in terms of sense is therefore foolishness in the eyes of man, and that which represents foolishness in terms of sense is wisdom in the eyes of man. The fool is a crucial character, but there are not enough “functional” fools in our day. The fool, who loves the leader and the community, brings them back to reality when shared truths have a tendency to become dogmatic. The fool prevents the adviser from becoming a flatterer, the windows from becoming mirrors.


     


    Against such a backdrop, the greatest of all temptations is that of a futile act: gas plants, excellently represented by The Tower of Babel (fig. 8). Problems are arising in the surrounding city but no one cares about them, too busy as they are constructing something that has no other meaning than to satisfy the ego of its constructor or commissioner. Human beings are lost in the complexity of the Tower and become tiny insects, drowning in the sheer quantity of things they must do. And that’s how tyranny makes its return. When a futile act becomes the objective of a group, tyranny will undoubtedly emerge, as, at some point or other, someone will understand that the construction is futile and needs to be neutralized.
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      Figure 8. Pieter Bruegel the Elder, The Tower of Babel, c. 1563, 
oil on panel, 114 x 155 cm, Kunsthistorisches Museum, Vienna

    


     


    The more an action is futile, the more the people who are attached to it will move in the direction of tyranny: the futile act has left the city deserted, whilst power should be used to benefit the city, reality, the community. The architecture is fragmented, repetitive and interchangeable, having become the law of industrialism, Taylorism and Fordism.


     


    Let’s return to Pieter Bruegel the Elder. Through his work Hunters in the Snow, he also speaks to us about communication (fig. 9). The hunters went, saw, and are now returning to the village. It’s only by communicating that one can be sure that they went and saw. Those who didn’t leave probably will not appreciate it when you return and say that you went, saw and that something needs to be done. At the same time, if you went and saw, it’s your role, your duty to share your findings. While you’re away, life goes on. We see the hunters weighed down with fatigue, by what they saw, by the heaviness that exists only when you return. The very essence of Bruegel’s work is that there will inevitably be confusion, but that people will have gone, seen, returned and communicated.


    The fools, the prophets, the whistleblowers, the fiction writers therefore become essential to sharing their intuitions and building consensus. The leader must help to visualize tomorrow in order to overcome the crisis and build a future together. It is thus through utopias, non-places or happy places, and dystopias, frightening but insightful, that we must shape our future, construct bridges and break down walls.
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      Figure 9. Pieter Bruegel the Elder, Hunters in the Snow, 1565, 
oil on canvas, 117 x 162 cm, Kunsthistorisches Museum, Vienna

    


    


    
      
        1.Paul Beauchamp, Création et séparation, Étude exégétique du chapitre premier de la Genèse, Paris, Cerf, 2005.

      

    

  


  
    3. Thinking 2039


    The future?


    YVES BAROU


    Thinking about the future.


    A lot of experts and futurologists – often self-proclaimed – are taking over our screens. But aren’t they producing anxiety rather than knowledge?


    We are captivated by the future; but how can we imagine it, control it?


    A majority of the biggest events in the past fifteen years – and there have been many, from the 2008 financial crisis to Donald Trump being elected president or the sharp rise in inequality were not really foreseen… except of course in retrospect!


    Can we train ourselves to imagine the future, maybe not the future of the world, but at least the future of our company, our jobs?


     


    First, we need to reassert the purpose and possible strength of anticipation as an antidote to a culture increasingly opting for the short run, flexibility, and the ability to adjust to unforeseen events.


     


    François-Régis de Guenyveau, author of a dystopian novel called “A Dissident”2 suggests, as a possible answer, counting on creativity, intuition, and ultimately fiction to shed light on the future.


    Philippe Vivien invites us to another form of restraint, resulting in the ex post analysis of a forecast attempted years ago.


    Finally, Jérôme Julia gives us a few recommendations and exercises to help us anticipate more fittingly!


    


    
      
        2.François-Régis de Guenyveau, Un Dissident, Paris, Albin Michel, 2017.

      

    

  


  
    3.1.To anticipate or to adjust?


    YVES BAROU


    Anticipation is not trendy right now. It is intriguing but often seen as a vain exercise meant for artists, writers and irrational people!


    The prevailing culture taking over the world since the 1980s has been that of adjustment built up as a universal value in the face of a changing world in which we have given up on understanding its motives. This means we will constantly have to reform, add more flexibility, adjust, “re-engineer,” reorganize, make and re-make, without always really knowing why.


     


    Yet global warming should compel us to think long-term, to ask the question of what we are leaving future generations with – which we have so far failed to do!


    For lack of being able to anticipate a world we now know to be unpredictable, we will have to adjust one day at a time, trying to survive somehow, for ourselves, our companies, our countries and the world!


    In this liberal ideology, attempts at foresight and forward-looking job and skills management are not getting good press. Actually, the word ‘anticipate’ is hardly used in English. And it is true that a lot of attempts in the area of human resources have failed. The word anticipation is indeed often used when it is already too late, to concede that employment has to be used as an adjustment variable!


    Long gone are the days when Europe, especially France, followed the pace of major five-year plans that used to structure investments and collective decisions while serving as frameworks for consultations leading to consensus. With the end of the “Thirty Glorious Years” (the thirty years from 1945 to 1975 following the end of the Second World War in France), the world entered a crisis period in which the new mode of growth was only embryonic. Forecasting, sadly often understood as the art of extrapolating trends observed in the past, collapsed instead of exercising true foresight – less quantitative and more attentive to weak signals and disruptions.


    Thus, in 1974, when the crisis was only being looked at through the prism of the price increase of oil products, forecasts for the global economy were revised incrementally, step by step, week after week, without a real analysis of the new period that was starting!


    At the same time, a short-term dictatorship took hold. Businesses publishing quarterly results and the actions undertaken to avoid unintentional changes to stock-exchange prices led companies to focus on short-term issues.


    The introduction of variable pay magnified this phenomenon. In fact, locked into an annual framework, pay is revised every year and fails to take account of long-term goals even in businesses with lengthy cycles. On top of it all, the average time spent in any given managerial position got shorter, pushing managers to obtain results quickly, even at the risk of jeopardizing the medium term. As a result, everything conspired to think only of the short term and view any other vision as a waste of time.


    At a time when forward thinking could have been useful, many managers decided to put on a blindfold and stopped trying to describe an ever-changing world. They became champions of survival rather than discovering new areas. Obviously, startups tried to guess the future, understanding that it was the only way for them to blaze a path for themselves. They sometimes succeeded, showing human beings’ ability to dream and to anticipate.


     


    The very notion of planning was associated with dictatorial regimes, starting with the Soviet Union, whose fall in a way marked the end of any attempt at taming the future.


    In a nutshell, at the very moment when the world was changing drastically, when strong and continuous growth was being questioned in developed countries, all efforts to imagine the future were dropped.


    A useless effort, according to liberal dogma, at best wasted time compared with the only valid task – constantly reforming, reforming without knowing where to go, reforming to reform!


    Yet the world is changing. Businesses are running in all directions, like a chicken with its head cut off. Each generation of managers is in turn bringing in reforms, even though this succession of reorganizations still makes no lasting sense and, in any case, is not understood by the parties concerned.


    Constant reshuffling and growing flexibility have replaced foresight, diagnosis and shared consensus. And disengagement from trust can be observed everywhere.


     


    Did we go too far? Should we return to forms of shared anticipation?


    All observations on leadership seem to confirm so: leaders know where they are headed, they can share, convince, train. They have a vision of the future; they develop scenarios and deduce the necessary conditions to fit collectively into the chosen scenario. They have a head start, which means that they can train.


    Change is needed in many areas, but the target, or at least the direction, has to be defined.


    The same assessment can be made at a global level. China, the new world superpower, announces what it is going to do ahead of time, where it will be in 2040 or 2050 – the exact opposite of constant, flexible adjustment. With its silk roads, it is showing us a new world in which it is a few steps ahead of everyone else. In theory, it is able to invest massively, which Europe is incapable of today, in solar energy or even vocational training.


    Many observers have thus wondered about democracies’ weakness when it comes to imagining the future and implementing new technologies, going as far as singing the praises, in the name of efficiency, of strong regimes! But there is no need to go that far!


    China’s strength is not its authoritarian rule but its ability to look to the future. And there is no reason why the two should be linked – quite the contrary. Participatory democracy can perform better when it comes to analyzing a society’s weak signals. And in any case, it will be more useful when it comes to implementing solutions, as it is the only one that can build sustainable consensus.


     


    Thinking about the future, trying to describe a destination, comparing scenarios and spotting breaking points remain a pressing necessity.

  


  
    3.2.Fiction to shed light on the future


    FRANÇOIS-RÉGIS DE GUENYVEAU


    In the face of artificial intelligence, the question is: what is human intelligence? Faced with the question of knowing what work will be like tomorrow, creativity can be an answer. It isn’t just about creativity for artists but creativity in general: what does it mean to “create”?


     


    In 2015, Google DeepMind, with its AlphaGo algorithm, defeated the best Go player, raising concerns about artificial intelligence (AI). AI didn’t simply defeat a human; at the end of the five rounds, the player announced that the AI had made an astonishing move he had never seen while playing against humans. This opened up a new way of seeing the game, a new way of playing Go. The machine taught humans to improve. Human creativity is increasing via complementarity with the machine.


     


    Fiction has sparked fear within populations, but it is not intended to describe what is real; rather, it offers food for thought. But we shouldn’t completely reject this feeling, since the fear of being paralyzed by fear prevents us from making progress. Yet fear can be controlled and therefore become creative.


     


    What does it mean to create, notably when we are writing? Are there direct applications between the writing world and the business world? Addressing the topic of creativity through the lens of freedom could be interesting. Does freedom allow us to create or do we need a framework and constraints in order to create? Does creativity bring about more freedom, more self-actualization?


    Even before creating, artists and entrepreneurs need to assemble the conditions they need to create:


    - a certain stability, a certain financial and material status, to be able to create.


    - the courage to leave one’s comfort zone to have a go. This renunciation is also a form of freedom, which might coerce inventors but also enable them to reach themselves. Giving up is a prerequisite to creativity.


    Once we have the conditions to create, a sort of obligation to create takes hold. One of the first responsibilities for anyone looking to create is to realize that they can do it, which is not the case for everybody.


    How far can we go to create? What sacrifices are we ready to make? Entrepreneurs ask themselves the same question. Is there a hierarchy of values? All these questions are essential before embarking upon a writing process.


     


    However, the point is obviously creativity in itself. What factors allow me to practice my creativity? Three factors are key:


    - Knowledge. We tend to leave it aside because of a romantic idealism that drives us to think that creativity and inspiration come naturally. Writers are all hard workers. We can never create completely ex nihilo, we have to fit into a form of continuity, which can be undermined by disruption. Knowledge, in the writing process, comes through reading. Getting acquainted with the state of the art is a duty in order to understand and master the area we are working in. Knowledge brings the faculty to understand and control our given area and, to a greater extent, the world. It also reminds the author of how small he or she is, calling to mind those who came before.


    In the world of entrepreneurship, especially in Silicon Valley, innovators can sometimes be arrogant, forgetting that what they created is sometimes based on decades of boldness on the part of their predecessors.


    - Intuition. Rational knowledge isn’t enough, you need intuition to create. According to Henri Bergson, intuition is an immediate knowledge; it is so simple that philosophers cannot precisely describe it. This sensitivity helps improve one’s understanding of the world and therefore delivers the keys to creativity. It is what allows us to establish connections that cannot always be explained, related to experience and to life.


    Intuition can be improved, contrary to popular belief, by being open to the world around us and by accepting a slow pace, the natural rhythm of the surrounding world. By losing the pleasure of slowness, we are losing our understanding of the world. In his novel Slowness, Milan Kundera says: “Why has the pleasure of slowness disappeared? Ah, where have they gone, the amblers of yesteryear? Where have they gone, those loafing heroes of folk song, those vagabonds who roam from one mill to another and bed down under the stars. Have they vanished along with footpaths, with grasslands and clearings, with nature?” There is a Czech proverb that describes their easy indolence by a metaphor: “They are gazing at God’s windows.” A person gazing at God’s windows is not bored; he is happy. In our world, indolence has turned into having nothing to do, which is a completely different thing: a person with nothing to do is frustrated, bored, is constantly searching for the activity he lacks.” It is one of the roots of the ache that can cause the forgetfulness of being. In a world that tends to give prominence to innovation and invention, regardless of the cost, we might be losing what actually makes it beautiful. We may be mistaking restlessness for agility. Perhaps we are forgetting the pleasure of slowness for fear of mistaking it for laziness, even though it might be the primary source of creativity. Kundera also talks about the wisdom of uncertainty. Inventors, artists, entrepreneurs can be led to wonder how much room uncertainty should be given. Should we let ourselves be surprised by life’s unforeseeable events that enable us to create?


     


    - Independence of mind. We cannot create if we are not breaking away from something one way or another. Edginess and rebellion can be seen as forms of conformism; yet, when creating, to bring about something new, you need the audacity to question established codes. For artists, this doesn’t mean shocking for the sole purpose of shocking but rather to free this inner voice, which is often singular. Every novel has a specific voice, called “style,” and the author must dare to express it.


    This brings about another form of responsibility for creators because, from the moment they have a voice and express it, they are “risking their neck.” Giving voice to things hitherto never expressed can shock one’s close circle. In the business world, it can collide with cultural and social codes, which may increase the risk of being marginalized. One must try to limit this risk, to control it, but one should not be afraid of it.

  


  
    3.3.Lessons learned from a 2007 forecast


    PHILIPPE VIVIEN


    Twelve years ago, the Manpower Group Foundation mandated an authors’ collective to write a book about the future of work, to be edited by Jacques Attali. Working on this book was very interesting and it is very helpful today to look at what we thought at the time. The book was written by a team of white, French men: Jacques Attali, Pierre Cahuc (a famous economist specialized in the labor market), François Chérèque (then head of the French trade union CFDT), Jean-Claude Javillier (a famous professor, member of the ILO), Philippe Lemoine (entrepreneur), Luc-François Salvador (one of the founders of Capgemini), Dominique Turq (economic forecaster for McKinsey & Company) and myself.


     


    The aim was to co-write and publish a short book on the future of work at both French and global levels. We had no limits in terms of scope or content. We were able to talk about what we felt was important to describe what the future of work could be. The operating model was at the same time robust and quite straightforward: a wide variety of documents, studies and surveys was used. We had permanent access to all the necessary resources.


     


    After discussion, we selected seventeen critical topics:


    - global demography, with a never-ending increase in the number of job seekers


    - the new nature of work


    - the future of industrial work (robots?)


    - new occupational categories in the virtual world


    - the future of sovereignty and homeland security services: in the future, the role of the State will be completely different from what it was in the early 2000s


    - the future of high value services


    - from services to monitoring devices: we started to imagine that a lot of services would disappear as jobs


    - services to individuals


    - corporations and the nomadic workforce


    - executives


    - self-employment and insecure employment


    - migration of workers


    - new marginal occupational categories: criminal activity, relationships and volunteerism


    - flexibility at work and job-seeking as a real task


    - preparing occupational categories for “the day after tomorrow”.


     


    What did we capture well?


    We did good work on the dynamics of demography, migration and their impact on the workforce and on employment, unemployment and family jobs. This was rather easy. It was 2007; the figures we had came from 2005, with a global working-age population of 4.6 billion, a 2015 forecast of 5.3 billion (two-thirds in developing countries and 60% in Asia) and a 2050 forecast of more than 7 billion, meaning nearly 40 million new labor market ‘joiners’ per year. At the same time, we said there would be a shortage in developed Northern countries and massive unemployment in the South in the absence of migration. In the USA, to maintain a +3% annual GDP growth, they needed over 35 million new workers in 30 years, which is interesting when you consider what Trump is saying about migrants. Another topic we captured rather well was about political acceptance and short-termism. Nevertheless, we completely missed the environmental aspect. Regarding the nature of work, there was debate in the area of technical progress, meaning the notion that is it going to kill work. We didn’t think so, because we believed that innovation would permanently create a multitude of new products and services, which would generate new jobs. We imagined that businesses would create their own currency. We also forecasted Uber – the service, not the platform.


     


    What did we underestimate?


    We didn’t anticipate the dynamics of innovation: we thought artificial intelligence would emerge in 2040. We didn’t fully grasp either the power of the GAFAs to modify people’s way of life and consumer behaviors. We talked about the internet and our reference was Second Life (created in 2003 – almost dead today) but we didn’t anticipate Facebook, Instagram and so on. Remember that these social networks will probably be gone in a few years and replaced by others. We understood the impact of smart devices, but we deeply underestimated the trend for self-employment, probably because we didn’t want to see it because it was a bit frightening and could dramatically change social relations. We thought it would take longer. We talked about the development of “nomadic” companies, not only in relation to the cost of labor but also in terms of efficiency, and we couldn’t imagine it would go that far. We talked about learning a lot but we completely missed all the new learning systems (MOOCs, etc.).


     


    What question marks remained?


    We talked about the impact of criminal activity and of charity, having some purpose in one’s work. There was a big question about the decreasing power of social dialogue and unions. François Chérèque disagreed and so we had to specify this in the book. The main question remains: could our European flexisecurity model really develop and be exported beyond Europe?

  


  
    3.4.Plural futures


    JÉRÔME JULIA


    The world has become VUCA: Volatility, Uncertainty, Complexity and Ambiguity. This acronym was invented by the U.S. Army War College to describe the world after the Soviet collapse. To adapt to this new context, the armed forces had to update their military doctrine and in particular to follow so-called light footprint approaches.


     


    The future has become trendy: in a world ruled by uncertainties and anxieties of permanent disruption and the inability to predict the future, we call upon strategy to help ourselves prepare as well as possible to avoid the first form of strategic myopia - not anticipating. In this way, forward planning is becoming part of the game.


    Nothing new in that: forward planning as a strategic discipline was born in the middle of the 20th century. Its aim is to inform strategic planning by picking up strong and weak signals, with variable levels of certainty and uncertainty. It is these aspects that differentiate it “planning” from “forecasting”.


    A forward-planning approach can also be used to identify, question and adopt potential trends and changes to influence strategic directions and put them into medium- and long-term forward planning. The exercise is all the more interesting as it calls on specialties and various sources of inspiration, stretching from anthropology to the neurosciences, taking in technology, geopolitics or, more conventionally, consumer trends.


    And yet, while forward planning, in its content and form, is a seductive exercise, it can also turn out to be relatively pointless, as its practical use and relationship with strategy are complex. Such an approach usually results in developing scenarios, more or less futuristic and more or less (too often rather less) breaking away from the current situation, with the aim of taking options for the future. Beside the scenarios, a wide variety of tools and methods can be used, such as visualization, “what ifs”, storytelling, utopias or dystopias, to put the strategic thought process and the people developing it off-balance. These methods are often distractions, intended to give free rein to thought and give people a fresh impetus. And yet, what is their real impact? How do you ensure that forward planning actually corrects strategic myopia?


     


    Here are four recommendations:


    You first need to define your timescale. The ideal timescale is not too far and not too close; it should support trends, signs of which are already evident in the present, but their strengthening could help break out of the current situation.


    But not all sectors have the same relationship to time: investment and innovation cycles are varied and the returns on investment sought are different. Ubisoft and Air Liquide are perfect illustrations: in the video games sector, characterized by relatively short investment cycles and rapidly changing consumers and technological platforms, the right forward-planning timescale is about 3-5 years. However, in the energy sector, you have to think in the long term. Between the two, in the equipment industry, forward planning tends to be over 10-15 years. In any case, there is no choice but to accept that, in all sectors, time accelerates and brings the future nearer – and therefore forward-planning timescales are also getting shorter.


    Next, you need to cultivate watchfulness. According to Kea & Partners, an alert company seeks a systemic response to the volatility, uncertainty, complexity, ambiguity and acceleration of the market. Supported by academic work, it is based on two axes: a vertical axis that establishes the company, between its roots and the vision it develops for the world, and a horizontal axis that links the company to its ecosystems. These two axes comprise five components (the five As), to be implemented simultaneously: A as in agility, anticipation, ambition, authenticity and autonomy.


     


    After that, it is essential to model the future before experiencing it. One of the pitfalls of the exercise would be to believe that the future is an external given that is imposed and dictates the present. Thus, forward planning would predict the future and would impose obvious strategic choices today. Such a perception leads, at best, to accurate anticipation of trends and consequent adaptation but certainly not to being given a ‘leg up’ compared to competitors.


    The reality is quite different for two main reasons. Firstly, because wait-and-see or mimicking strategies are rarely tenable over the long term. Secondly, because taking strong strategic options on a market is also a good way to create your own ‘desirable future’ and to force your destiny. The most virtuous businesses are not settling for reacting to background trends or disruptions; they themselves are disruptive, creating new markets and imposing them on their competitors.


    Here is a story to illustrate our point: we are at the Satellite exhibition in Washington. A blond-haired young man steps on stage, wearing jeans and a T-shirt, in front of an audience of big shots from the aerospace sector: «Hi everyone. I’m the boss of a new company. I haven’t studied astronautics, but in five years you’ll all be long gone.» The big shots laugh, some NASA teams enjoy the interlude. But this young man is determined. His name: Elon Musk. His company: SpaceX. Two years later, his Falcon 1 launcher was successfully launched.


    Let us add two comments on this story. First, it is not a question of anticipating trends with the sole aim of preparing for them. Anticipation is also an opportunity to be an agent of change yourself, from which you could gain an advantage. Secondly, anticipation is only useful if it contributes to better decision-making. Here, we recommend avoiding two very widespread temptations: one of limiting oneself to analyses without ever taking action, and the other, of taking a decision and sticking to it at all costs. Faced with these two temptations, the OODA loop (observe, orient, decide, act), in which fighter pilots are highly trained, is a practical tool for adapting continuously to change.


     


    Finally, we need to train for good judgment. Most predictions made in companies, whether they concern project budgets, sales forecasts, or the performance of potential hires or acquisitions, are not the result of cold calculus. They are colored by the forecaster’s understanding of basic statistical arguments, susceptibility to cognitive biases, desire to influence others’ thinking, and concerns about trust: we need to train and learn to ‘debias’ our judgment ; to build diverse and actively cooperating forecasting teams, which will improve prediction via diverging, evaluating and converging; and to track performance, give feedback and reward transparency and accuracy.


     


    What is true for forecasting is also true for other human activities – practice does make perfect!

  


  
    4. Understanding 2039


    Storm warning


    YVES BAROU


    The world is changing. Strong headwinds are shaking up our habits and what we used to know. Though it is difficult to get a handle on what will come out of these forces and our actions, we can nevertheless understand the origin, intensity and direction of these forces that bring about disruption.


     


    First, two trends are urging us to move towards disruption, plurality and differences – in business and in society as a whole:


    - The world has clearly become multipolar from a geopolitical point of view, but it is also multidimensional given the growing number of actors and their growing interactions. In this divided world, China is going to play a central part – it has been both announced and planned – while Africa is also going to gather momentum.


    - This diversity affects everyone, and can even be seen as “neurodiversity”. As recent studies in neuroscience3 tell us, each person everyone learns, works and reacts in their own way.


    This leads to multiple affiliations for everyone within a large industrial group: the group, the sector, the site, the team, the country, the function, etc. So, the idea that each person could only have two levels of affiliation in the company and therefore had to make choices, for communication for example, could now well prove outdated!


     


    Three trends are changing and will even unsettle many business models:


    - The global economy is now following a slow growth trend that doesn’t offer the same level of flexibility as faster growth in terms of social policy, redistribution, fighting inequalities and change in general, even though change is definitely needed. It is a bit like on the highway: it is harder to change lanes if you are not going fast enough!


    - The energy transition is under way. A lot of industrial processes and technologies are going to become obsolete. And since prevention won’t be enough, the management of global warming will bring up new challenges, notably in terms of migration and lifestyle.


    - And of course, the digital revolution, which we would be mistaken in thinking is over. The upheavals it is causing to the way society is organized, to work, breaking apart the unity of time and place that has long characterized businesses, are only just beginning.


     


    Finally, there are two other critical trends for the labor market and society in general:


    - The 21st century is going to be characterized by women’s increasing role in the labor market, with changes we can’t even imagine today, but in any case calling into question the traditional ‘presenteeist’ culture. New forms of employment, work and localization are appearing. Will they become the norm? Probably not. But how to combine them with increased female employment?


    This trend towards feminization is irreversible, but it is addressed very differently depending on the culture and resonates with the topic of work rhythms. Taking into account the role of women, which continues today to be a major one when it comes to domestic tasks, their double workday often forces them to resort to part-time work.


    The question of working time thus comes up once again, with two troubling and significant changes we need to assess. In South Korea, maximum working time – possible the most powerful tool to bring about reductions – has recently gone from 68 to 52 hours a week. This is nearly the same as the European standard, amounting to a revolution that has passed almost unnoticed in Europe! In Germany, several major sectors have just signed agreements implementing the right to choose to work 32 hours.


    - The increase in life expectancy in general and working life in particular: indeed, a lot of policies and balances are going to be affected by aging in society and businesses with, for the first time in history, four different generations coexisting. Right now, the implications for social security, career management and the role of migration are being raised.


     


    This quick overview clearly shows that we are entering an unknown world where surprises, good or bad, are waiting for us at every turn.


     


    Thinking about 2039, facing these headwinds, especially from a business point of view, first means analyzing the growth system, as it has clearly been changing since the end of the Thirty Glorious Years. Getting some historical perspective and naming the new growth system as that of the algorithmic society, Daniel Cohen has imagined two scenarios that will play out around the mastery of the digital.


    This naturally leads us to the question of the emergence of artificial intelligence and the disruptions it brings in its wake. Marko Erman, distinguishing between two forms and two levels of maturity, calls it artificial unintelligence. Lastly, Christophe Fourel reminds us of the importance of time, the time that passes as well as the one who passes it, working time and thus unemployed time, and the time available.


    However, not all continents are on the same starting line, and we might miss the point with our European blinders. Though the rise of China is known and recognized, the same thing cannot be said for opinions about Africa, where, maybe because of our own history, we might be blind to long-term trends – unless we listen to Lionel Zinsou and his African point of view. What if Africa awakened? What if “Made in Africa” became a mark of quality?


    What these three reading grids have in common is that, regardless of the angle chosen, there isn’t just one road; there will be forks in the road, choices to make, freedom.


    


    
      
        3.Stanislas Dehaene, Apprendre ! Les défis du cerveau, le défi des machines, Paris, Odile Jacob, 2018

      

    

  


  
    4.1.Artificial unintelligence


    MARKO ERMAN


    First, let us define artificial intelligence.


    Rather than defining artificial intelligence (AI) via a technology, it is better to define the tasks it is able to accomplish. They can be summarized in four functions:


    - Perception (spotting an object, a face, an animal or a car),


    - Change over time, learning from data and the environment,


    - Abstraction, the ability to detect something and then give it a name, for instance recognizing that a series of pixels represents a given object,


    - Deduction: deciding elements based on previous information, namely the ability to reason, and thus to plan and take action.


     


    When a machine performs these functions, we speak of “artificial intelligence.” From a technological point of view, a single science underlies it: mathematics, which makes it possible to create an enormous number and variety of algorithms.


    Public debate is focusing on a unique concept of artificial intelligence, a single concept of algorithm, but there are many, which can be divided into two main categories. The first is based on models, which allow deductions to be from established rules, for instance those of grammar or physics. It is thus based on preexisting knowledge.


    In the second category, AI is based on data analysis alone, without any knowledge being injected beforehand. This requires a lot of data (“big data”) to provide correlations and therefore deductions. This technique, based on formal neurons (a mathematical object that does things very similar to what a human neuron is capable of doing), is what we call deep learning.


     


    There is a lot of speculation surrounding the impact AI is going to have on society and employment. This topic sparks off debate because there are so many different opinions. Between a boundless fascination with AI and the irrational fear it provokes, the range of options is very wide.


    To try and get a clearer view and illustrate two rather extreme cases, let us engage in a little bit of fiction: let us jump ahead to 2039 with two scenarios, two new episodes that could be included in Black Mirror!


     


     


    Scenario 1: “Vox data, vox Dei”


    This scenario is the rule of data, particularly of massive data. The different European States are implementing initiatives to make it easier to share public data and are encouraging manufacturers to provide their own data. Bilateral cooperation between several European countries are strengthening communication and access to data. Bit by bit, this spreads to Europe as a whole.


    Subsequently, cross-checking a large number of databases becomes possible and the more they are cross-checked, the higher the quality of deep learning. In some cases, the result is not better; sometimes the recommendations of AI are even wrong, but in the vast majority of cases the results are excellent and exceeding human performance. For the public, AI makes life simpler and is almost magical. At the same time, this “magic” is diverting the majority of the population from the technological reality: trust is no longer based on actual facts that can objectively be analyzed and understood, but on a feeling. Why try to understand if it works so well? Even if AI does not become “explainable,” the recurrence and number of cases where AI’s abilities exceed humans’ inspires a large feeling of trust in the machine.


    Gradually, human beings are feeling outpaced by the machine and are less and less inclined to solve problems, in effect giving up. The average level of education is going down. Humans are increasingly relying on AI in many areas. Critical thinking to assess the quality of the AI’s results is starting to fade.


    In the end, the less man understands AI, the more AI replaces man!


    In this scenario, web giants have seats at the UN, become the benchmarks for ethics and, in practice, regulate the world. Their wealth exceeds, by far, the GDP of the largest country. They decide to introduce minimum wage for everyone, making sure society does not implode. Only a very small minority of experts and the super-wealthy are staying on top of this system where the State’s role is reduced and gradually replaced by digital superpowers.


     


     


    Scenario 2: “Sarasvati’s victory”


    Sarasvati is the Hindu Goddess of knowledge and the arts. She has four arms, representing the four states of human personality in the learning process. Brahma fell in love with her and grew five heads to be able to look at her from every angle.


    We are still in 2039 and it is now possible to take stock of the strange events that have taken place over the past two decades. Since the beginning of the 2020s, cyberattacks on IT systems started making serious dents in people’s trust in all the hyperconnected services based on data exchanged on social media and the internet as a whole.


    The pooling of data on a very large scale is slowed down by cybersecurity considerations, the safeguarding of privacy and interests in different sectors and even lobbies.


    On July 27, 2027, in Madrid, a highly digital, connected and automated city, a massive cyberattack cuts off the power grid: for a week, transportation stops, the airport is blocked, water and food supplies run out after two days. The temperature in Madrid now exceeds 50°C, human casualties are reported. This day is engraved in people’s memories and causes individuals to rebel against this complete dependency to interconnected systems.


    IT and web consumption becomes such that its environmental impact, which the public is now largely aware of, sparks off growing mistrust in digital technology. Using the cloud, streaming and big data are now considered as damaging. Yet, since 2019, some had pointed out that streaming a movie on Netflix amounted to leaving all the lights in an apartment on for an entire week – in vain!


    An anti-digital movement appeared and was amplified by a Lithuanian student, Daiwa, who decided not to go to school on Thursdays and created a global movement against the digital and web giants – which, alone, use more energy than the United States or China. Selfies now become antisocial: young people who take them are being booed. China extends its behavioral rating system to all citizens and the names of people who take pictures of themselves next to monuments are displayed on urban boards.


    Following Daiwa’s action, using the internet is forbidden on the weekends and emails are limited to five a day in companies in order to lessen the climate shock. All these reactions are the result of a climate change wake-up call. Society’s perspective has become more critical, much more demanding in the digital sphere than in the previous decade.


    Citizens are now wondering about AI: they learn, they understand that there are limitations. Deep learning, which relies only on cross-checking data, turns out to be more limited than we first thought, its use has its limits, and its development is not as meteoric as initially expected. It has become even more unpopular since it is part of the excessive energy consumption involved in mining massive databases stored in the cloud.


     


    These two – purely fictional – scenarios can delineate possibilities. They also show that exogenous forces (cybersecurity and the environment) will act as referees in the data/knowledge clash.


    In scenario 1, we gradually become “consumers” who have lost certain skills. Already today, some people can no longer read a map because everyone uses navigation systems. Thus, the loss of skills might keep rising and not be replaced! With the spread of “artificial crutches,” this momentum could be hard to contain.


    A lot of jobs gradually disappear between 2020 and 2040, replaced by automation. Only a minority of individuals keep critical jobs with very specific tasks – people who understand the changes brought about by the use of AI and are able to actively support the system and even use it to their own advantage. A few “digital VIPs” coexist next to a kind of “digital lumpenproletariat” – which could obviously lead to severe social unrest.


    This scenario could be slowed down by the current rise in environmental awareness. There could be multiple consequences for the economy, of which the “flysgkam”4 (flight shame) movement in Sweden is an example.


    In 2025, the internet will use 2,000 terawatts of energy per hour, i.e. more than India and Russia combined5. In 2039, in spite of the progress made, it could amount to 4,000 terawatts per hour!


     


    Today, the internet accounts for 4 percent of carbon emissions (which is already more than air travel). In 2039, the impact of the internet should be even greater, accounting for 14 percent of CO2 emissions (some say even more) because of the increase in data stored in the cloud, the use of more and more connected objects, AI, the transfer of data over long distances as well as the increased number of terminals6. In this context, big data isn’t just a good thing. We could witness a change in behavior regarding the use of digital. The impact of energy consumption on the environment obviously depends on the way power is produced but, at global level, it is still mainly based on fossil fuels.


    In two years, humanity has generated more data than since the age of the Neanderthals, which isn’t necessarily good news. Indeed, most data is useless; it is digital pollution. Just like we produce food that we waste, we gather data we will never use. The world should go from big data to smart data.


     


    In scenario 2, other forms of AI are discovered. To face challenges, we need to understand them and therefore make an effort in terms of education. Knowledge, human understanding of the world is highly valued; people are massively trained in digital skills; countries appoint general secretaries on digital issues; there is a new educational paradigm, based on the understanding of what surrounds us and the way it is intertwined with other activities.


    In this scenario, which we could also refer to as “humanist”, we would transition to a system where the digital would be at the service of humans and developed in a sustainable way. These changes would largely be promoted by the educational system, allowing a large share of the population to feel comfortable in the digital world, to master it and to value purely human properties such as creativity or multitasking. A lot of jobs would therefore change but would not be cut; AI would be a partner but would not replace man.


    Cyberattacks such as the one I imagined in Madrid would make the issue of cybersecurity a central concern. Everyone would be involved. Systems engineering tells us that the more a system is connected – i.e. interdependent – the bigger the impact of malfunctions. Protecting such a system is an absolute necessity.


     


    In scenario 1, which is data-centric, we are assuming that statistics are right and that the past predicts the future. Yet history shows that the majority does not always lead to the right path. Galileo came up against the scientific and religious communities of his time and, as early as 798, an English monk wrote to Charlemagne: “And those people should not be listened to who keep saying the voice of the people is the voice of God, since the riotousness of the crowd is always very close to madness.”


    However, in the digital world, more and more analyses are based on statistics rather than knowledge, which is also the source of its strength. Regarding deep learning, though, it is as if we blindly trusted the majority and history, creating optimization algorithms based on the history of data from which we extrapolate the future. In most cases, the outcome can be very good – better than what human beings can do, as previously stated. But things can be more complicated.


    For instance, I can use deep learning to determine the time it will take for an apple to fall from a tree, based on the example of millions of apples falling from apple trees. But statistical processing alone cannot define the law of gravitation, which is knowledge-based. And if you use the law of gravitation, you do not need millions of examples to know how long it will take for an apple to fall from the tree. It is faster and requires less energy than using deep learning statistics.


    One could argue that, although data is worth more than opinions, knowledge may be superior to data.


     


    In reality, we need to combine the two. Kepler and then Newton discovered the laws of gravity using observation as well. From their data, they tried to find a mathematical meaning to discover the hidden mathematical meaning.


    That is how they went from data to knowledge. That is also how, by examining the discrepancies in the orbits of planets, astronomer Urbain le Verrier found Neptune.


    Conversely, these classic theories could not entirely explain Mercury’s orbit around the sun. The disparities in the predictions of its orbit, which Newton’s gravity theory failed to explain, were cleared up by Einstein’s general relativity theory. Indeed, Mercury is the closest planet to the sun and is immersed in a very strong gravitational field. Under these conditions, relativity has a greater impact.


    The history of astronomy is a perfect example of this back-and-forth movement between data and knowledge, and this example can be used in many other cases.


     


    But can artificial intelligence be human?


    Let us get back to deep learning. Starting in 2012, a certain number of players, especially the GAFA, exhibited impressive results, notably in terms of facial recognition – a task where machines had better results than humans.


    Consequently, we concluded, somewhat hastily, that machines were better than human beings. Yet there are still limitations and many problems to be solved. Deep learning does not and probably will not always have the answer.


    So why have so many players rushed into this model? Because it is a magnificent method that works when you have access to a large quantity of data, especially if it is free of charge, the data is annotated (i.e. labeled) and you have a lot of computing power.


    Yet, we are still very far from human performance. The word “intelligence” has to some extent been appropriated. Let us compare man and machine when it comes to facial recognition. The machine needs millions of faces to be able to recognize them, but a baby does not need to see his/her mother a million times to know that it is her. Thus, man’s capacity for recognition is stronger than the machine’s, notably because we have other sensations – voice, smell, touch – that enrich our cognitive system. This allows us to cross-check experiences, which the machine cannot do.


    Another major difference: the human brain is more economical and requires less energy than the machine. The computer that defeated the Go player required several kW of power, whereas the player only needed 20 watts. Another limit to artificial intelligence as we know it today is that it does not have common sense. If a cat hides behind a curtain, the child will wait for the cat to get out while the machine will say that there is no cat! Indeed, AI is extremely specialized, does not have the context of the world or the universe, and cannot perform multiple complicated tasks.


    All this leads to the debate on employment. A lot of jobs are assuredly going to be changed or replaced by AI, which has already been the case in the past. But AI is also going to create jobs. The question is: will result be balanced? Will more jobs be created than destroyed?


    Given AI’s limitations, collaborative and creative work, which involves combining different approaches, is hard to replace with a machine. Artificial intelligence cannot do the work of a nurse, who has empathy for the patient and takes account of elements such as room temperature. In Japan, a hotel introduced 243 robots replacing humans7, but there were so many imperfections that they had to re-hire people to manage the robots and fix their mistakes, and in the end the robots were “fired.”


    Today, there is no reason to think that machines are going to rival human beings, certainly not in terms of conscience or free will. The most powerful computer in the world – at least until very recently – is in China, with ten million processors, a number of connections that is close to those of a human brain, uses fifteen megawatts and does not have a shred of consciousness. This should allay some of our fears. Artificial intelligence does not replace man. It is and will remain, for a long time – maybe forever – only a partner.


    Deep learning is a black box. Statistically, it yields good results but without proof. If all you are doing is sales proposals online, mistakes are harmless. But in other areas, it can have serious consequences. Imagine an airline pilot whose AI assistant tells him to turn left whereas he analyzes the situation and wants to go straight. Whom does he trust? The machine or his experience as a pilot? If the machine only tells him what to do without giving him the elements that enable him to understand, it will not work.


    The issue is that of the relationship between man and machine. Thales is developing critical systems that handle important information and operate critical structures, sometimes with human lives at stake. The issue of trust is key. We are working on artificial intelligence that can explain its actions in real time, in words that humans can understand. In the example with the plane, the AI will have to say: “you need to turn left because in the stratocumulus in front of us, the conditions are worse than you think, I received information from the ground.” Artificial intelligence becomes a partner and a new form of trust can be established. Deep learning is combined with other knowledge-based algorithms and models that will give AI a semantic framework, able to contextualize answers and make them understandable.


    This will affect our jobs as well as ethics, which are suffering from what AI can and cannot do. If the machine can explain its decisions, then ethics problems are raised differently.


     


    Another fundamental question is that of education and training, and this is true for all digital matters. The public needs to understand the limitations of digital technologies, the dangers they can represent when they are not used properly – as we can already see with data sharing. A training effort is necessary for citizens to live in harmony with the digital world ahead of us. In the business world, we also need to train engineers, software developers and marketing managers so they understand in more holistic terms what is hidden behind AI.


    To conclude, let us take a look at global competition. If we compare progress in the United States, China and Europe, the first two started early but essentially applications for the general public (social media, purchases and other online services); and catching up in this area is going to be hard. However, Europe is not behind in terms of AI applied to critical systems which, as we have seen, will require a trusted form of AI. We need to try and convince our different State and institutional representatives that our European businesses in the aviation, defense, transportation and energy industries – among others – are in the race. Europe is not behind in developing artificial intelligence based on a relationship, a partnership between man and machine. And that may be the future.


     


    Artificial intelligence is an astonishing technology that is going to change the world, the same way as the steam engine did in its day, but it is a matter of debate. Even if it is not intelligent per se, in a way it does challenge human intelligence.


    
      DEBATE


       


      Yves Barou: The scenarios presented also invite us to look deeper into the interaction between global warming and artificial intelligence. In the first scenario, a small elite makes it while the rest of mankind is “uberized,” maintained at subsistence level. There are two new social classes, a very small one and a very large one.


      Climate change could have the exact same effect. Living conditions on earth are becoming more and more difficult: a minority is doing well while the majority of the population, especially in developing countries, is in big trouble.


      We could thus imagine a negative potentiation of the two, further increasing social inequality, generating new social dislocation, this time on a global scale and leading to multiple crises and blockages.


       


      Jean-Christophe Sciberras: So the climate dimension would be critical for AI?


       


      Marko Erman: Yes. It is what could make us go from scenario 1 to scenario 2. Isn’t the system leading to an environmental dead-end? But that is not the only critical element: in scenario 1, can we really assume that a majority of people would accept this form of development? I don’t know. It is a sort of resignation, an escape into a more artificial, more assisted world.


       


      Jean-Christophe Sciberras: With the fall of the Berlin wall, a lot of companies gained access to the Russian scientific world, which had not had access to the computational powers that the West did. Everyone was amazed that they were able to maintain a fundamental research level in mathematics with only a pen and paper. The level of scientific knowledge and education was impressive. If I understand correctly, you are saying that this is what we are going to experience at the level of the general population thanks to or because of AI.


       


      Marko Erman: Yes, knowledge will remain essential and probably decisive. The Thales foundation is working with a certain number of NGOs so that science can be taught to children from the age of 8 or 10. It is quite fascinating, because kids have a real appetite for this, they are very creative and can surprise grown-ups. We teach them both to program and to learn the impact of the tools. The ground is fertile, and we should set up a teaching project because a lot of them are helpless in the face of IT, even when they know how to use it. They have no idea or the wrong idea of what goes on “behind the scenes,” the way it operates, and many are poorly informed users who don’t see the detrimental effects coming. We should teach young children not only to use the internet but also what this tool is really about.


       


      Marko Erman: In Yuval Noah Harari’s third book8, you can read an argument I have not used here: promoting high birth rates has been in the interest of governments – authoritarian and democratic alike – since the dawn of time because the power of production and military power are linked to the number of people. Whether you are in a totalitarian regime or in a democracy, family policy is always a central concern one way or the other. But technology is changing everything: military power is no longer tied to the number of people, neither is industrial output. Tomorrow, a certain number of regimes will wonder about the point in still having a family policy. This could drive rulers to neglect this component, which will further increase the gap in question. Indeed, as Harari explains, an entire category of people could become ‘unproductive’ in the eyes of certain governments.


      Of course, other things could cause social crises. Collapsologists (collapsology is the study of the collapse of industrial civilization) argue that, because of the many crises sparked off by global warming, the disappearance of a large number of animal species9, freshwater issues and the lack of other essential resources, the collapse cannot be avoided. What they expect is not civilization disappearing, but a major disruption. People who believe in collapsology imagine different regulatory systems, all with important societal consequences.


      But regardless of the different theories, it is clear that for a long time we believed that resources were infinite and that there were still virgin territories out there. We are now starting to understand that the earth and its resources are exhaustible and that we cannot think as we would in a world of unlimited abundance.


       


      Jérôme Julia: It is also a question of awareness. I think that in the 19th century, there were not as many researchers to warn us, and that these questions are recent.


       


      Marko Erman: That is absolutely true. We are much more aware today of all these possible threats and that knowledge undoubtedly modifies our behavior. Global warming is only one of the elements of the major changes taking place worldwide, of which civil society is highly conscious. What will be the impact on companies such as Thales? The flygskam movement raises questions about the aviation industry. Maybe other fields will be affected by environmental considerations in the future.


       


      Benoît Amiens: AI is increasingly used for choosing résumés, for instance; tomorrow we may have video shortlisting, and so on. You said that we need to get back to knowledge. When talking about innovation, it is important to go against the majority and I am afraid of entering the GAFAs’ world with algorithms, which could prevent us from innovating in the long run.


       


      Marko Erman: It depends what for and what the type of application is. For a certain number of positions, if you have ten openings and 10,000 applicants, you need to screen anyway. The question then is how to screen, and you can automate to a certain extent, if you use the same discriminating elements an HR officer would use.


      If think that, for this type of use, AI must first be based on HR knowledge. In fine, the use of human resources activities can provide real support if the HR managers are experienced and have mastered the tools.


      Similar questions are raised in other cases. For instance, can we ever trust AI to replace a human pilot? Will “educating” AI be enough to let it become an experienced pilot that can be trusted, or on the contrary, is a dialogue between man and machine preferable? As you might have understood, we favor the latter.


       


      Benoît Amiens: This is the heart of the debate: we are impoverishing HR’s knowledge by relying solely on tools.


       


      Marko Erman: It is scenario 1: if AI grows and human intelligence decreases, human beings start trusting AI more and more. This is a blind trust, since we can no longer answer questions or solve problems alone. It’s a snowball effect, and we must not let our guard down.


       


      Loïc Mahé: A study by Kea & Partners on the impact of digital and new technologies on job profiles shows that, behind the core technical skills expected in the key areas of deep learning and smart technology, what we now expect of people is that they be able to reintroduce human consciousness into relationships with others, into interaction and collaborative work. Employers are realizing that the technical starting point is not enough, so there is a sort of trap behind this fascination with technical skill.


      It is not simply a question of data, of knowing information – there are ethics behind all this, a way of addressing the issue. The wake-up call regarding the energy our computers, smartphones and tablets use is coming.


      But it is up against something we all do, which makes it harder than flying. Indeed, planes are considered an extension of globalization, which in itself is seen as a threat, and a majority of the population would say that planes are not a good thing. Knowledge is not enough.


       


      Marko Erman: Businesses now have a new role to play in society, because of this social demand regarding the responsibility of all the players who are involved in it and participate actively. The generation that is now entering the labor market has more demands in this regard. What is the meaning of work for young people? For them, it is important to be proud that their company is part of a wider whole, that it takes a stance for the country, for the environment, for the ecosystem and for sustainability.


      Thales’ TrUE initiative refers to a Transparent, Understanding and Ethical AI. It is a framework, not a technology, to give our customers the elements they need to properly use AI in a fully responsible manner. For most clients – this is mostly the case in defense and completely the case for France – human beings not taking responsibility for what they are doing is not an option, regardless of the tool they use. For data-based AI, for instance, transparency means saying which data is being used. Is the database that is used for learning biased (for instance based only on 40-year-old white males)? What were the underlying assumptions? What are the types of algorithms? What are the possible, known flaws of the chosen algorithm? We obviously do not give the code to the algorithm, which belongs to the company, but we provide the elements it contains.


      Understanding means moving towards an explainable AI, one that makes reasoning possible. Today’s AI was developed for the general public; trust is declarative rather than proven. In critical areas (defense, transportation, health, etc.), malfunctions have a very different impact from when you make a purchase online; you need proof that the AI can be trusted.


      Regarding the ethical part, we are drafting a charter to clarify governance and the company’s commitments. The idea is that behind fundamental principles there is a technical modus operandi for what we do, for a rather wide algorithmic variety, an ethical governance within the company, a dynamic, because all of this is bound to evolve. It is developed in order to have a trusted AI for critical systems10. As part of this initiative, we are preparing a framework of questions engineering teams will have to answer.


      With other large French groups, we have also signed a manifesto that presents a vision, an ambition and priorities for AI for critical systems. This initiative is designed to raise awareness among our State contacts regarding AI’s needs and particularities when applied to critical systems, for industries such as transportation (air, rail or road), energy, security and defense.


       


      Claude Mathieu: In the scenarios presented, what could be the impact or the advantage of augmented humans? The possibilities with augmentation are increasing, via biology or mechanics; how can we anticipate this?


       


      Marko Erman: Technically, a lot of things are possible and I do not know what will be ethically accepted or acceptable. Some scenarios seem interesting, others are horrifying. We are starting to see commercial interfaces that pick up the electromagnetic radiation produced by some areas of the brain. An Israeli startup sells a small headband with about twenty brain wave sensors which, with a little bit of training, allows controlling different systems connected to the house (TV, lights, etc.) with your brain. Another French startup is working on training the brain: if you let the brain see its activity (the waves it produces), the brain is able to train itself to rest or, on the contrary, to improve its concentration. This could for instance allow airline pilot to stay focused for four hours instead of two. It does not raise too many ethical questions for now.


      Neuralink Corporation’s approach is more invasive. It aims to add to the brain devices to connect to other external computing elements, including AI. It is the dream: combining the human brain and artificial intelligence. There can be different ways of viewing this perspective; I think it is rather frightening.


      But it is clearly a complicated topic. Marc Lévy has written an interesting book, L’Horizon à l’envers11 (backwards horizon), formulating the fact that we can “upload” our brain to a machine and restore it. The romanticized story around this technological theory is interesting and shows its various implications. I don’t think we are going to stop talking about ethical issues anytime soon – or about AI or other technologies such as biology, particularly genetics.


       


      Loïc Mahé: The extraordinary rise of the digital and climatological problems are two topics that are causing turbulence in our discussions. Could AI provide some of the answers to optimize energy consumption?


       


      Marko Erman: Absolutely. AI is a wonderful tool to optimize problems. All these technologies are converging, coming together in every area. They can be used to face the challenges ahead of us. This is why we need a debate on awareness and an understanding of the threats and the opportunities to act properly. If we let ourselves be guided because we are lazy or because it is easier, we are headed towards a disaster scenario. If we identify the dangers, which are real, we acknowledge them and see the possibilities technology offers, science can definitely be a friend for humanity and lessen or even solve our problems. But in order to solve them, we need to be aware of them.


       


      Yves Barou: How does the European research effort compare with the United States’?


       


      Marko Erman: The United States invests more than any European country. The gap between the European and American potential is lower, however, and could even be reversed if Europe started mobilizing (we have a larger population, more resources, more industrial potential, etc.). The European Union was built with the will to protect consumers, to introduce competition within an open market – open even beyond the member states, actually. It is a winning situation for consumers but not necessarily for employment or the industry. We still need to build a real European vision and a European industrial strategy to protect our sovereignty. And this is possible, because Europe’s potential is tremendous. If we do not do so, we are going to be crushed between China and the US.


      But if they learn to work together, European countries can have real firepower. We need to get out of this fruitless fascination with Web giants and be proud of the assets we do have.
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    4.2.An algorithmic society?


    DANIEL COHEN


    The title of my book – Il faut dire que les temps ont changé – was inspired by a song by Diane Tell, itself inspired by a song by Bob Dylan, The Times They Are a-Changin’. The idea behind this book was to measure, for our generation, what happened over the past fifty years – the book was published for the fiftieth anniversary of May 1968.


    Nothing could be more different than the way we used to see the world in the 1960s and the way we see it now. Being able to follow the groundshifts that happened over that period is key to finding the breath which, with a little hindsight, allow us to look to the future. The point is also to understand the nature of the forces at play during that time.


     


    The initial question in the book concerns the nature of our relation to the future. In our developed societies, this relationship has become worried, pessimistic, in a lot of ways “hurt.”


    The Cepremap (CEntre Pour la Recherche EconoMique et ses APplications – Center for Economic Research and its Applications) has created a Well-Being Observatory, together with the Insee and Cevipof, to try and detect the way French people view the world today, their relationship to others and to the future. A surprising statistic comes from a question put to French people to find out whether they would like to know what is going to happen in five or ten years in different areas. The number of people answering yes is incredibly low: only 5 percent. Only 13 percent of people under 25 – who we would think are more future-oriented – state that they would like to know what’s going to happen. This is very different from the 1960s, when a majority of French people imagined the impending future as better and bringing progress. More plainly, the idea of progress has pretty much disappeared from collective consciousness.


     


    When comparing society today and in the 1960s, the main difference is the fact that, for 50 years, we have been witnessing, sometimes in disbelief, the collapse of a civilization known as “industrial society,” whose values had deeply permeated the world. In the 21st century, we are entering a very different era, which is hard to describe and define. On a very different timescale, it brings to mind the collapse of the Roman Empire. For a long time, we talked about a post-industrial, post-modernist society. Edgar Morin, quoting philosopher José Ortega y Gasset, summed this up quite well: “We do not know what is happening to us, and this is precisely what is happening to us.”


     


    In retrospect, the industrial society of the 1950s-1960s clearly looks like the golden age of capitalism, with a very strong and, most importantly, an inclusive growth – i.e. carrying along all levels of society, from the lowest to the highest. At the time, growth was about 5 percent per annum in average in France, which meant that the GDP doubled every 15 years. If there is no increase in inequality, the income structure is not distorted. This 5 percent growth applied to everyone, from the highest income to the lowest. No business leader would even have imagined raising their own salary without raising that of the other members of the company. In France, this period, from 1948 to 1973, coincided with what they referred to as “Les Trente Glorieuses.”


     


    With a 5 percent annual growth, an employee who started with a €1,500 salary at the age of 20 would have earned €3,000 at 35, €6,000 at 50 and so on. Inequality was not a central issue; progress was such that everyone could aspire to having the same things as their boss after a few years. At the time, sociologists defined the gap between social classes less in terms of income and more in terms of number of gap years. So for a long time, workers’ consumption of the main items was ten years behind that of executives – only ten years! This was a unique period for economists – Eden! Yet during that time, industrial society was deeply criticized, the subject of widespread hatred by all young people, who recognized themselves in Bob Dylan’s songs, and which culminated in France with the events of May 1968.


     


    Looking more closely at the nature of the criticism of capitalism that this counterculture produced in the 1960s, a golden thread soon emerges: this criticism, to quote a later saying by Ève Chiapello and Luc Boltanski12, is both social and “artist.” For them, this “artist” criticism is that which, after May 68, continually denounced the alienation of daily life by the coalition of capital and bureaucracy.


    The world of work was criticized for being mind-numbing, with assembly-line workers indefinitely repeating the same tasks. A sociologist from the 1920s, who used to work with Frederick Taylor on the scientific organization of labor, said that a well-conceived organization of labor is one where the worker can think about something else while working; if he starts thinking about what he is doing he is going to go crazy. At the same time, Ford doubled his workers’ salary to fight against absenteeism; for if it was too high, the assembly line did not operate properly and it was impossible to guarantee the continuity of the manufacturing process.


    Social criticism thus condemned the division of labor, assembly line work, while the criticism of daily life was essentially the same but from the point of view of the consumer: people work all day to sit at night in front of a TV screen that almost always shows them the same thing.


    A parallel can then be made between the way we work and the way we consume. Quite simply, this social criticism and criticism regarding our way of life are based on a humanistic criticism, which not only denounces labor exploitation but society as a whole, accusing mass manufacturing and consumption of being “non-human.” Beyond that criticism, if we look closely at the literature of the period, a promise was being made: that of an industrial society about to reach its end, in both senses of the word. In other words, it was achieving its ideal type – providing society with industrial capital goods (washing machines, cars, etc.). And when the rate of household appliance ownership reaches 100 percent, it will stop there and there will be nothing afterwards. We can start dreaming of a post-materialistic society and move away from capitalism. Indeed, everyone agreed that capitalism is tightly linked to the idea of satisfaction, the production of industrial goods, to meet everyone’s needs. It is a very old utopia, present at every stage of the development of capitalism. Marx was the first to have the idea that, one day, we would achieve total abundance.


     


    In 1930, Keynes published a famous essay, Economic Possibilities for Our Grandchildren, where he says that the coming crisis will be short (and it was, even if it was more violent than he thought) but that, by 2020-2030, the quality of life in developed countries would have been multiplied by 6 or 8 and that we would only need to work two or three hours a day to satisfy the old Adam within us. He adds that just as the problems of food and agriculture, which had long obsessed human societies, suddenly, within a few decades in the 19th century, disappeared from our list of concerns so the economic problem will disappear when all human needs will have been fully met.


    Keynes also wrote that we need to go from a society of want to a society that can be free of it.


    Herbert Marcuse goes even further with his One-Dimensional Man13, published in 1964 in the United States and in 1968 in France, which quickly became the bible of the counterculture. He claims we are living in a repressive society. He devised the concepts of “repressive desublimation” and announces the irrational and dehumanizing nature of the principle of profit. From this moment on, we need to learn to get past this repressive sublimation, which forces us to repress our needs and our desires, notably sexual ones, in order to save our energy for work, to move to a non-repressive sublimation, in arts and culture, to elevate ourselves without needing to contain our energy, to learn to survive in an environment of rarity.


     


    This diagnosis of the end of the industrial society and capitalism proved only partly correct. It is true that, in the 1970s-1980s, we moved away from the industrial society. But young people in the 1960s didn’t foresee that the fate of capitalism was not linked with that of the industrial society, and that the system was able to continue beyond the industrial world. Indeed, the word “post-industrial” shows how hard it is to qualify a world that was not supposed to last, as hippies and left-wing youngsters had believed.


    The industrial world began to decline significantly in the 1970s. By the 1980s, the relative number of industrial jobs was falling steadily. This “capitalist recovery” was made possible by the election of Ronald Reagan in the United States or Margaret Thatcher in the United Kingdom, who started a two-sided conservative “counter-revolution.” The first side was economic; it was the age of deregulation, the end of the highly hierarchical organization that gave the working class a lot of power. It is the classical neoliberal vision. The second side was moral; a new work ethic was introduced: work to be rewarded. Competition was glorified, even between the workers themselves. We were now far from the ideal of the 1960s that seemed to promise, via the industrial society, a reduction of working time.


    The neoliberalism of the Reagan and Thatcher era also vigorously criticizes the Welfare State, welfare scroungers living off the State. To earn more, you need to work more. But the work ethic was far from having been restored, and new liberalism would lead to a boom in inequality; middle class income stagnated, the consequences of which we can still see today. Let us take the salary of a white man in the United States; it is pretty much the same today as it was in the 1960s, practically not moving between 1965 and 2015. However, at the same time, women’s income increased, catching up, while the salary of black men went down.


     


    Thomas Piketty perfectly documented this boom in inequality. Let us take an example: in the United States, the share of the wealthiest 1 percent has gone from 10 to 20 percent of total income between 1980 and today, whereas the share of the poorest 50 percent went from 20 to 10 percent of total income over the same period. This means that the wealthiest 1 percent and the poorest 50 percent have traded places and today the wealthiest 1 percent in the United States earns twice as much as the poorest 50 percent.


    The representation of the world today is not at all the same; this is the great betrayal by the conservative revolution of those who trusted it, notably among the working class.


    The rise of populism is the result of this double deception of the working class. They are disappointed in the humanistic promise made by the left wing and all developed countries – that of a radiant future where they would be pioneers, the chosen people of the world to be conquered. They are also disappointed in the promises made by the conservative revolution, where the simple idea that work would once again become society’s central value was for the most part betrayed, rendered meaningless, since, contrary to what Max Weber had announced, greed won.


    It all comes back, then, to how hard it is to define this new world: why is it so unequal? Why have none of the expectations, none of the promises, been kept?


     


    Understanding the nature of this post-industrial world, giving it a positive description, is becoming fundamental. Le grand espoir du XXe siècle (The Great Hope of the 20th century) published in 1949 by Jean Fourastié, a major French economist, can help us.


    He says that a country like France would be able to grow really fast as long as it was significantly poorer than the United States, in a process of convergence, but that the growth would stop once it caught up!


     


    For thousands of years, human societies cultivated the earth. In the 18th and 19th centuries, we moved on to the age of industry and manufacturing. In 1949, when the book was published, Jean Fourastié predicted the start of the third age, a new service society where humans would work for humans. Since food and industrial goods would no longer be primary concerns, the time would come to take care of each other.


    In 1949, Fourastié thought that the strong growth would only last long enough for households to become fully equipped. The problem, he added – even though he said it was not one in his eyes – was that the post-industrial service society would not generate any economic growth. Indeed, in this new society, once the goal is to produce goods, or rather services, which actually amounts to human beings giving their time to others, and since working time is not infinitely expandable, the economy will one day stop growing.


    If the value of the good I am producing is the same as the time I am spending with you, since time is counted and limited, growth is inevitably going to stop. We are finally headed towards a humanized society in which we are no longer subject to the reign of machines, where humans can finally focus on the essentials, talk, communicate, dialogue, take care of themselves and of others, produce moral and intellectual work.


    This diagnosis is not completely different from the idea the rebels of 1968 had of the future.


    Nor was the forecast wrong – we have entered a service society where most jobs have to do with helping people or producing cultural goods. But economic growth has slowed down.


    Indeed, if, from an intellectual point of view, a world without economic growth does not entail any particular contradictions, in the real world, a modern society without growth would have very hard time holding up. Workers can accept their social standing on the social ladder if there is the promise of escaping it, even if just in thought. A society without growth tips over, becomes blocked, jealous, and everything becomes unbearable, especially inequality, because we can no longer hope that they are going to disappear.


     


    At the dawn of modern democracy, Alexis de Tocqueville also said that, while an equalitarian society is desirable, the removal of titles such as duke or prince is risky: a society where people believe that they are all equal makes any difference intolerable.


    Regardless of what you think of this judgment, one can see that the need for economic growth has not died, because everyone has made the mistake of thinking that prosperity was the absolute goal when, in reality, we have finally understood that wealth is always relative. Therefore, the demand for wealth is insatiable in a modern democratic society. Combined with the fact that capitalism is a machine designed to produce profit, which is another word for economic growth, i.e. producing more with less, we can understand that the current era, characterized in Europe by slow growth, is a time of very deep uncertainty.


     


    How is our post-industrial society addressing this issue of growth and profit?


    By transforming human beings, made of flesh and soul, into a series of data.


    From the moment the human beings I am serving, as a doctor or a teacher for instance, become a series of data, then I can manage, care for, or educate them via algorithms.


    The day health becomes completely digitalized, you will no longer need a doctor to feel your pulse or give a diagnosis, the algorithm will do it – except in emergencies. The day everything that entertains you becomes digital, you will get tailor-made TV programs providing you with the service you need. The day sophisticated algorithms allow you to learn foreign languages, you will no longer need a teacher to do so.


    We are only at the beginning of digitalization, and if it were to spread, we would witness a complete paradigm shift, within what Fourastié announced, in order to achieve profit and growth in this service society that was supposed to be a rid of it.


    Let us take, for example, the film Her, where the character played by Joaquin Phoenix falls in love with a virtual assistant with artificial intelligence, voiced by Scarlett Johansson. The beauty and light and wealth of the film lie in the fact that this love story is believable. She knows everything there is to know about him, facial recognition software tells her when he is happy, so she adjusts her voice and her mood to him. She can sing songs, walk with him and bewitch him with any sort of dream. When the issue of physical love comes up, the software itself recruits a woman… This algorithm provides every possible satisfaction, including the satisfaction of sensory needs, which makes the whole thing work. He is happy, he introduces her to his friends, she is funny. Yet the story ends well because he realizes that the unique love story he is living is not enough for artificial intelligence and the algorithm has relationships with thousands of other people or even other artificial intelligence software, unsatisfied by the ridiculous limits humans impose on their relationships. The result is infinite growth, the moment when algorithms generate themselves, with no limits to time, space, or face-to-face contact with humans.


     


    We can now give a name to this post-industrial society: the algorithmic society.


    Several observations can be made at this stage. The starting point of this presentation was that industrial society was criticized because it was dehumanizing. But so is the society towards which we are heading. Actually, maybe the need for economic growth is necessarily dehumanizing.


    Indeed, can we imagine growth without technical progress, which destroys jobs that entailed interpersonal relationships?


    Secondly, the double social and “artist” criticism can also be found again in today’s new digital world. Social criticism means rejecting “uberization” as a working method, where, because of the omnipresence of digital tools, man is subject to the efficiency of an algorithm. Criticism of this way of life means not accepting a world of social media where we get lost online with no direct relationship to others. Several studies show that the time spent on social media is a cause of depression because, more often than not, it replaces the human relationships we could have.


    Once again, perhaps it is the search for economic growth that requires human organization to be this way!


     


    Now for a bit of foresight, in a world that is only just beginning.


    Artificial intelligence is opening up a period of major questioning: where will this algorithmic society lead us? As with any major industrial revolution, the first question is that of the nature of human work in this new society, always with the same fear: are algorithms going to kill human work? For economists, this fear is never founded, because while new technologies destroy jobs, they also create new ones and therefore reorganize – sometimes drastically – the social sphere. In the digital age, how can this social sphere be redesigned?


    Let us come up with two scenarios which we will then use as a basis for discussion.


    Scenario A is a disaster scenario, where algorithms replace a growing number of jobs we thought humans would always keep in the world imagined by Fourastié: the digitalization of medicine or teaching, for instance, keeps increasing.


    We are not headed towards a world where human labor completely disappears because Bill Gates and Mark Zuckerberg know that software is not really human – they are not fooled by the world they are creating. They will still have doctors, teachers, tutors for their children, cooks, lawyers, and so on. Thus, we might end up with a deeply inegalitarian society where the further you move away from the top of the income scale, the more poorly work is rewarded and you get more and more algorithms taking care of people, poor people who will have no other choice but to be educated and treated by algorithms. From a strictly economic point of view, this scenario is not inconsistent and is perfectly compatible with all the models economists can imagine.


    Scenario B is a humanistic scenario where, as has almost always been the case in history, technology is used not to replace humans but to make them more productive. Therefore, in the health industry for instance, one can imagine algorithms giving nurses a diagnosis, allowing them, in most cases, to act without waiting for a doctor. Some algorithms can teach English better than teachers but we can also imagine, for children and for adults, massively using technologies that would individualize lessons according to what a student already knows and his or her particular gaps, which would give teachers time to focus their efforts on people with the most difficulties.


    All these occupations are under pressure because they are subject to cost reductions: the efforts to economize on human labor can cause burnout among the workers in question. These technologies could give them back some time so that human labor, the one that matters, can be optimized.


     


    Of the two scenarios, scenario B is simpler and more believable. One can easily imagine everything there is to gain and all we would lose with scenario A, including the quality of the service provided. The question is: who will choose between those two scenarios? The history of industrial society is the history of scenario B, namely an alienating complementarity between human labor and electricity, for instance. The fundamental difference between the industrial society and the algorithmic society underway is that, in the industrial society, major inventions – including in terms of the organization of labor – came from companies themselves, for example with Fordism.


    That world is over; major innovations in the world now come from outside business, outside the industries and professionals concerned, very often within the GAFAs’ ecosystem, in Silicon Valley. The search for “killer” technologies, capturing a part of the added value of the relevant industry, consequently adds more problems! When it comes to medical care, these technologies do not increase doctors’ productivity but feature self-medication, which, in fine, harnesses part of human labor to their benefit.


    This is a new difficulty compared with what has happened until now, namely a disharmony between needs that, if they were met, would lead to scenario B, and the way these technologies are generated, which instead propels us towards scenario A.


    But it is not just uncertainty, it is a question put to economic players. Businesses urgently need to reflect deeply on their ability to produce these technologies themselves, which will allow them to be more efficient. If hospitals and health institutions as a whole do not themselves invent new systems to monitor patients, allowing health professionals to be more effective, developers will not do it for them!


    The same is true for higher education: why aren’t there already individualized learning systems in place for students who are struggling? This would only require a slight change to the current way of working. Our universities also need to give students the possibility of mastering artificial intelligence, becoming more familiar with these technologies in order to adjust their jobs and thus use these technologies instead of competing with them.


     


    Between scenario A and B, between submissiveness and humanism, the future is open.
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      DEBATE


       


      Steve Jefferys: Workers have changed dramatically since the day, in 1968, I walked into the CAV Lucas car parts factory in North London. I joined a trade union, along with 99 percent of my fellow workers, and within 6 weeks organized a strike for an increase in factory workers’ wages. We were unsuccessful but no one was fired or disciplined. All the 3,000 workers in that factory were sacked in 1978, at the point when the factory was closed on account of deindustrialization. Today, only 1 in 6 UK factories have a unionized workforce. The trade union movement has been decisively eroded in the intervening period. The wages of almost every single worker are now unilaterally determined by their employer. The contrast between the 1960s and today can be described as a contrast between two geological strata: they appear to be from different ages.


       


      My mother-in-law is 93 years old and received a notice from Eon, an electrical provider, saying that she should install a smart meter. She did so, and two things happened: her hot water stopped working the next day and they gave her a device that enabled her to check at any time of day how much her electricity was costing her. She got increasingly nervous and I had to take the smart meter away because, although this is a good thing for a cleaner world, for a large number of people, it creates anxiety. This is, in fact, one of the reasons for the vote in favor of Brexit, since companies say that this sort of measure is imposed by the European Union.


       


      The real decision-makers today are to be found in the delocalized financial capital. They are interested in the wealthiest 1 percent. How can we have a world in which there is zero GDP growth across the world, while dealing with the problem you mentioned earlier: that of jealousy. To build our world, we will have to restrict growth in the most developed parts of the world and allow the less developed to move forward and benefit from the same kind of resources that we currently do.


       


      Daniel Cohen: Deunionization started in the 1980s as new technologies changed the way production was organized. The financial revolution brought about a re-engineering of the companies whereby the hierarchical model of the 1960s, in which the CEO, the management, the engineers, the workers and so on were all part of the same company was progressively dismantled. What happened at that time was that the cleaning lady or caterer didn’t need to be part of the company, and the subcontracting model became the norm. This is the critical dimension behind the rise of inequality and the deunionization that took place in the 1980s. Outsourcing puts competitive pressure on the different layers of the company. Typically, in the car industry in the 1960s, a factory like Renault would produce 80 percent of the cars whereas today it is producing less than 20 percent, and almost everything is subcontracted. That changes everything because it allows inequality to increase except at the very top. A fascinating study shows that 80-85 percent of inequalities in the US originate from inequalities across companies, not within them. The true driving force behind this number is the splitting-up of the company. Within a company, a sense of fairness is needed if it is to function to a certain extent. Between companies, there is no limit: if you are a caterer working for a company, all you have to do is produce at the lowest cost possible, and no one cares because you are not part of the company. Unions don’t have much to say about that.


      The example of your mother-in-law proceeds along the same lines: new technologies are also a way of better monitoring what the worker or consumer is doing.


      In both instances, we are talking about a kind of individualization of the social norm. It is not collective, as used to be the case. This is the post-industrial world in which cost minimization is of the essence, not in respect to AI but in the sense that employers try to extract more work for the same salary. This is associated with what is called the vertical disintegration of the value chain, trying to outsource and get the lowest possible cost. New technologies are perfect for that: you don’t need to be in the same room as someone to know that they are doing exactly what they are supposed to do. It is a re-engineering of the old factory system but, to a certain extent, geared towards doing the same thing. This is why unions are almost gone: they no longer have the power to block operations completely because there are so many subcontractors.


      The zero-growth world is very complicated because it very soon leads to jealousy: if I don’t have the prospect of getting richer, why make an effort?


      In France, an OECD study showed that for someone in the bottom 10 percent, it currently takes 6 generations before they can think of being part of the middle class. In Denmark, it is only 2 generations. We need to think about more than simply growth and an appetite for materialistic goods; it is really about the way society as a whole is organized.


       


      Rainer Gröbel: At the moment, there is a discussion in Germany between economists and the heads of large industrial companies on the topic of a minimum income for each person. As the metalworkers’ union, we are reserved because we believe that the scenario B you described is possible, with digitalization and algorithms as enablers for more growth. For this, you need strong and intelligent unions. One of the keys could be employee participation, which could also be a way for a more democratic society.


      Daniel Cohen: This point is related to the issue of whether it comes from within or from the outside. There is a need for a global reflection about what we really want. The problem is that new technologies come from everywhere and are very fast. This also happened in the publishing industry - no one saw Amazon coming.


      Universities have a critical role to play but I am not sure they know what that is and businesses need to think more closely about what their relationship with universities could be. This is the beginning of something that needs to be more collaborative.


       


      Jean-Christophe Sciberras: This is the HRD Circle, so we are very interested in this topic of unionization/deunionization and the link between the evolution of production models and this form of counter-power, as well as in regulating the way business is done. We have all been part of businesses’ move towards outsourcing, which has resulted in a clear loss of power for the trade unions, as they have lost their people, especially in industry as they shifted towards the service perimeter. Did the collective bargaining system we built in industry create this outsourcing move in itself? This goes back to the 1980s. At the same time, new forms of unionization are appearing, with a more global vision. I am very interested in the international framework agreements developed by international union federations. In each agreement, there is a clause on the protection of employees who work for suppliers. Therefore, decision-makers in large companies are also responsible for the way people are working in the companies they do business with. This has to do with ethics and morals but also with our company’s name, and reputation is very fragile, especially with new technologies. In the past, when you had a problem with a plant in India for instance, no one knew about it; today, the whole world knows about it in a minute through Twitter, Facebook and so on.


      Can we say that unions are coming back, covering more people, influencing workers’ rights in outsourced companies? After 15 years, legislation is starting to catch up, at least in Europe, regarding responsibility along the value chain. Unions are also adjusting their model from what we used to know in the 1960s but that doesn’t mean that they will disappear; they might have fewer members but they can influence a lot. Even for self-employed workers, we can see some form of collective organization emerging in this new economy, even if it is not unionization per se.


       


      Daniel Cohen: To build on your comment, your point about this new subcontracting/outsourcing system is interesting. Globalization the way we understand it would not have been possible if say the Chinese had played it the Japanese way. In the 1960s, the Japanese way was to produce the entire car, for example, which destroyed competing industries. If China or India had done the same, globalization would not have been possible. But with subcontracting and then outsourcing, only some segments of the model were impacted so it was fluid enough that globalization could proceed in the second half of the 1990s.


      As regards the fact that the subcontracting model is endogenous and a response to the collective bargaining model, I completely agree. Subcontracting started where unions were the strongest in the US; it is a sign that the re-engineering that was implemented with the financial revolution of the 1980s was an internal phenomenon.


      A famous paper by Lawrence Summers asked a controversial question: why did the stock market skyrocket in the 1980s? A dominant interpretation was that the people re-engineering the companies proved that they were more efficient than the others, so it was only reasonable that share values would go up. It is an interesting intellectual challenge; how do you respond to that? It is the very essence of capitalism. Summers responded with a very interesting argument: the implicit contract linking wage-earners and shareholders had been breached. In a typical company, you start by being paid little but with the promise to rise in the ranks with time. A lot of people are paid below their productivity level and a lot of people are paid above their productivity level, but that is part of the social contract: you are overpaid when old and underpaid when young. On average, it has to meet the average productivity of the firm and it is good for everyone, because the promise to climb the ladder is an incentive to remain within the company, like the frequent-flyer system. This re-engineering, orchestrated by the financial market, was first about getting rid of old workers, who were too expensive. It was a massive repudiation of the implicit debt to older workers. The move was not more efficient, it simply reduced costs, along with the disappearance of the sense of belonging to the company, which had come at a certain price but had its own rewards in the old model.


       


      This idea of a new democratic contract, where people can express themselves via social media, is ambiguous. Work injuries fell dramatically in the US in the 1990s, in part because it became possible to shame companies, and in part because the Clinton administration released the files it had on that topic. There was also a unionization spike in the service industry, in particular for very low-skilled workers - the movement was called Justice for the Janitors.


       


      Yves Barou: The issue of growth warrants emphasis.


      We could for instance wonder what impact of the lack of growth will have on social systems, starting with retirement. In practice, a society without growth has a very hard time maintaining the balance, between generations and between social classes. It is like riding a bike: it is harder to find the balance when you are moving!


      Another fundamental dimension of this issue of growth is that of climate change given the current debate: one theory stating, sometimes almost religiously, that zero-growth or even “degrowth” is necessary to save the planet, and the opposing theory banking on scientific and technical progress, on the emergence of alternative energies and industrial processes, giving growth a new substance.


      From the point of view of inequalities and climate alike, this issue of growth has been raised and it is hard to imagine, in addition to the catch-up phenomena we are witnessing in many countries – which are not over – a society without growth. Everything would be jammed, stuck.


      Finally, we need to acknowledge that this question is too often asked only from the point of view of developed countries, even though developing countries clearly have an urgent need for infrastructures, energy, education and health. And there, growth is thankfully still alive!


       


      The question is thus not really the level of growth but rather its content and distribution. The key point about energy transition is to provide everyone with accessible energy all the while reducing total carbon emissions.


       


      Christophe Fourel: For a long time, economists thought that progress would come from a gradual decrease in productive working time; could the solution partly come from diminishing working time again – which came to a halt about ten years ago?


       


      Claude Mathieu: For employers, the introduction of robots is always a delicate subject, counting the number of positions we can slash rather than thinking about ways to enhance the way our operators work. The operators themselves think more positively the introduction of digital elements than one could think, because their working conditions are improved. Do you have examples of positive introductions, with the support of unions?


       


      Daniel Cohen: Regarding slow growth and its impact on social systems, indeed, before thinking about the desired rate of growth, we need to admit that growth has become a deeply uncertain variable. Irrespective of what we want, we are no longer able to predict what growth will be because we are facing a major paradox: we cannot understand the new growth system because we are transitioning between the old model and the one we could achieve with artificial intelligence. And in most advanced countries, leaving aside Trump’s America, economic growth has for the past 30 years been steadily declining, going on average from 5 to 3 then 2 then 1.5 percent. In Europe, potential growth is much lower than we thought; even the Treasury department in France currently forecasts a possible growth of 1.3 percent. This is a paradox in the midst of a technological revolution which usually brings more growth. We now need social systems whose solvency no longer depends on the growth rate. Before thinking about what we want or don’t want, we need to contemplate the reasons why our systems depend so much on growth, especially if we want to think collectively about economic growth.


      When discussing a decreasing growth system, we usually talk about the industrial world, for instance what generates pollution, and this gives rise to a new paradox: our developed societies are deindustrializing, but the world as a whole is industrializing and may even be at the start of a major industrialization phase. Indeed, emerging countries want cars and consumer goods. Our responsibility is to offer them a more cost-conscious society. This is also true in developed countries, where we spend less time using the industrial system, even though in terms of volume it continues to grow at the same pace as before.


      The industrial sector itself needs to internalize this pressure and think about built-in obsolescence. If we go with Fourastié’s vision of the 21st century, the point is to live a cost-conscious life, thinking about the issues of transportation, the tremendous energy requirements of the digital world, and a way to optimize all this in the face of the environmental challenge. We have considerable needs; we need to take care of our seniors, we need teachers, and so on. We cannot remove those needs from our post-industrial society. In this context, in addition to problems of waste and pollution, the question of our relationship to growth is raised. We cannot not avoid the need for an in-depth assessment of our social needs. The humanization of these processes needs to be at the center of our reflection on a society that has to leave room for human beings and not get carried away by total dematerialization, which would be at odds with what we want.


       


      This need to humanize social and commercial relations is hard to combine with a reflection on declining growth. We have to think about what needs to grow and what does not: not all of our needs are shameful, but we must make sure they are compatible with the use of resources, and this is what needs to be discussed.


      The major issue of the 20th century was that of the reduction of working time, namely going from a society where work schedules were too heavy to a society where they became reasonable. The issue of the 21st century will be to work if we wish, not to survive but to accomplish something. This idea could be an argument for a universal basic income, allowing everyone to choose the number of working hours they want while keeping the social security system in mind.


      This is an angelic vision of things and we all know that working time is not an individual variable. However, there can be no in-depth analysis without thinking about the social needs this 21st-century society will have to meet. It is an intellectual prerequisite for an informed analysis of people’s relationship to work in today’s society.

    

  


  
    4.3.Work, the passage of time and the weather


    CHRISTOPHE FOUREL


    The issue of working time, i.e. the activity of man as homo faber, is obviously linked with that of (the passage of) time and of the weather. Looking to 2039 implies clarifying the way these notions are interlocked and how they are going to evolve in the next twenty years.


    The link between work and (the passage of) time is a classic topic in sociology and economics. How many products or service units can we achieve within a given timeframe? The concept of labor productivity defines the relationship between the quantity or the added value of what is produced and the number of hours required to produce it. This has become a key concept since the birth of capitalism nearly two hundred years ago. The combination of human labor (and its organization) with tools, machines, techniques and technology has considerably increased production capacity. So much so that, while these developments were taking place, working time was able to decrease almost continuously, under pressure from labor struggles and sometimes under the decisive impetus of the political authorities, as was the case in France in 1936 with paid holidays and the 40-hour work week, in 1981 with the 39-hour work week and the fifth week of paid vacation and in 1997 and 2000 with the laws on the 35-hour week. In the past few years, however, the terms of the debate have changed, notably in 2013 as a result of a study carried out by two researchers from the University of Oxford, Carl Benedikt Frey and Michael Osborne, who pointed out that 47 percent of jobs were at risk “over the next decade or two,” because of the growing automation of production. Thus, human labor would be more and more in direct competition with machines.


    The following year, the Roland Berger firm pointed out that, in France, 3 million jobs could disappear by 2025 because of the robotization and digitalization of the economy. The study was deliberately shocking: “robotization could do to white collars what globalization did to blue collars.” Such prospects are in fact partly the reason why interest in the introduction of a basic income has been revived and accelerated. Indeed, as philosopher André Gorz pointed out as early as the mid-1990s, “we need to accept the fact that the right to income, plenary citizenship, personal fulfillment and individual identity can no longer be focused and depend on a job.” That said, even if the results of these surveys had become the symbol of the stakes and dangers of what some experts call “the second machine age” (see the book of the same title by Andrew McAfee and Erik Brynjolfsson, MIT), other studies later came along and put their conclusions into perspective. In 2016, the OECD published an analysis which, relying on different methods, pointed out that in 21 countries, only 9 percent of jobs were being eliminated because of automation. Therefore, it seems that the threat posed by technological progress is lower than we thought.


    Though openly dismissing the scenario of “massive technological employment,” the OECD’s survey is not optimistic either. In France alone, the automation of 9 percent of jobs would mean an additional 2 million unemployed workers. Besides, these changes are bound to happen in a context of polarization of the labor market, with a growing gap between “workers stuck in unskilled, low-paid jobs” and those with jobs “providing sufficient remuneration and well-being.” According to Alain Supiot, it is true that these machines are able not only to coordinate everyone’s tasks but to control and memorize their execution and reward those who perform well. Therefore, the corporate system with lots of working groups answering to one management could disappear. In a nutshell, this potential compression of employment caused by faster automation and artificial intelligence, as well as the polarization of the labor market, should help us re-open the debate on two fronts at once:


    - Investing in “human capital” to turn the race against machines into a race with the machines (echoing the recommendations made by the MIT researchers);


    - Reducing and reorganizing working time. In France, this discussion was brutally closed after the 35-hour laws were adopted, in spite of positive results in terms of saving and creating jobs even according to studies conducted by the Ministry of Labor’s statistics department (DARES).


     


    The question of the link between labor and the weather is much more unusual than that regarding productivity and the decrease in working time. However, the impact of human activity on climate change is now sadly well known. Yet, since the Meadows and Blueprint for Survival reports published in the early 1970s, we know that the physical limitations of the planet will not be able indefinitely to sustain the growth of human activity and the burden that places on resources without detrimental and possibly irreversible consequences. The Anthropocene is, in geological and meteorological terms, the age made by humans. According to scientists on the IPCC (Intergovernmental Panel on Climate Change), we do not have a lot of time left to radically change directions. If we do not do so, 2039 could already be part of an era when the planet and its ecosystem will have entered completely unpredictable, unmanageable times whose consequences will pose real threats to the survival of humanity. Indeed, the issues of labor and the environment are inseparably linked, since it is by working that homo faber transforms the living environment at the same time as training himself for this transformation. How can we explain that, of all the species present on the planet, homo sapiens (and especially as homo faber) has become, by far, the most avid and ravaging of all. No doubt the change happened when manufacturing workers were replaced by consuming workers, for whom the only goal is pay and what they can buy with it. Commercial labor produces purely commercial consumers. The economic system needs consumers, whose purchases are motivated less by common needs than by differentiated individual desires. To reproduce and perpetuate itself, capitalism needs to create a new type of consumer, a new type of individual, one who, in the way she consumes and purchases, seeks to break free from the common standard, distance herself from the others and assert herself as non-ordinary. As André Gorz pointed out: “Being forced to sell the whole of his time – his whole life – the consumer-worker perceives money as the entity that can redeem everything symbolically. If we add that working hours, housing conditions, and the urban environment are all obstacles to the flourishing of individual faculties and social relations, and obstacles to the possibility of enjoying one’s non-working time, then we can understand why the worker, reduced to a commodity, dreams only of commodities.”


    Therefore, humanity is currently faced with the contradictions of a system humans created. One of the main challenges by 2039 will probably be to follow the ideas of the French economist Éloi Laurent, to lay the foundations of an environmental welfare state in line with the welfare state introduced to face previous contradictions – the conflict between labor and capital. According to this author, “because environmental crises are social risks that call for new forms of collective protection, the environmental welfare state needs to be set up to protect human well-being while pooling the environmental risk.” Such a state could help organize the transition in such a way as to respond to environmental change with social progress. It could rely on an environmental tax system that would shed light on the hidden social cost of environmental crises while lessening social inequalities. Still according to Éloi Laurent, this social-environmental protection would also protect labor and therefore human well-being, as well as human labor when the latter breaks contravenes that well-being.


    In other words, we need this change of paradigm soon because time is running out. 2039 is tomorrow!

  


  
    4.4.Made in Africa


    LIONEL ZINSOU


    What does the future look like for Africa in 2039?


    This question was already put a few years ago to Beninese artists (visual artists, sculptors, painters), who were asked to describe their own vision of Africa in 2039.


    After all, 2039 is not that far.


    Don’t we all remember 1999?


     


    In the case of Africa, over the next twenty years there is going to be a fundamental change in the continent’s position, representing quite a radical break from history. In the current world economy, Africa is very marginal. The entire continent, which covers 30 million km² and accounts for 20 percent of the world’s population, makes up only 3 percent of global trade. The wealth created on the African continent in one year is similar to that of France. But Africa is less marginal in terms of mineral resources or tropical agricultural products. It is worth noting that, unlike Europe and North America, the African continent does not have a trade deficit with China. Indeed, contrary to what some may believe, China is far from having conquered Africa.


    Things will have changed by 2039 and Africa will play a more central role in international trade. First, the demographic dynamic has a significant impact. Whereas the population in Europe will have decreased slightly, Africa will go from 1.2 to 2 billion inhabitants. More importantly, this population will be both young and active. Economists assert that the strongest industrial powers are those where young workers account for 20-25 percent of the population. It is the case in China today, but China is getting older, mostly because of the one-child policy.


    Secondly, Africa’s growth rate is now quite close to Asia’s. In the past ten years or so, of the ten countries with the strongest growth, six are in Africa: Ghana, Ivory Coast, Ethiopia, Namibia and Rwanda. In 2019, average growth in sub-Saharan Africa should be close to 6 percent. Over the next twenty years, growth in Africa is expected to be about four times that of Europe, thus turning the continent into a significant economic area. In twenty years, Africa’s GDP will go from $2,500 billion to $10,000 billion, making it an attractive market. With the weight of its work and production, the continent will no longer be marginal.


    Many don’t believe that this change is going to take place, especially in Europe where people are obsessed with Africa’s demographics. Stephen Smith’s La Ruée vers l’Europe14 (“Rush to Europe”) claims that the only solution for Africa, in the face of rampant demography and misery, is to invade Europe! The book, which predicts massive migration, is the reflection of a European fantasy that greatly overestimates the attractiveness of Europe on the one hand and on the other is completely ignorant of the situation in Africa.


    This topic is important in the European political world and regularly affects national or European elections. African demography is thus a real obsession for Europeans, even though Africa is actually an empty continent with a density of 40 people per km² as opposed to 115 people per km² in France. Even with 2 billion people and excluding uninhabitable areas (the Saharan desert, the equatorial forest and the Kalahari), the continent will still be empty. It has the most unused resources, notably arable land.


    Besides, the issue of African demography exists only in Europe; no one talks about it in China for instance. And this is probably because, by 2039, about 3 million Chinese people will live in Africa. It is true that Africa is a mobile continent, even if that is partly an optical illusion due to the fragmentation of the states, and it will stay that way because there is a lot of internal migration: 90 percent of population movement takes place within Africa. For instance, the countries of North Africa have become immigration destinations for sub-Saharan populations. Likewise, South Africa is a major immigration country for Eastern Africa, which causes a lot of problems (for instance anti-African pogroms). There are serious migration issues, but most take place in Africa and will remain in Africa. Indeed, for economic, cultural and linguistic reasons, people first migrate close to home, to neighboring countries. You need money to travel far. The major countries of emigration are India, Pakistan and Mexico because their income levels are ten times higher than those of the countries of the Sahel. Invading Europe is not an African dream or goal!


    In short, Europe need not fear a rush of African populations by 2039.


     


    The French language is doing well in Africa and represents a major linguistic community (after Arabic and Swahili). For instance, in Nigeria, French is mandatory in the first two years of secondary school (because it is surrounded by French-speaking countries). Therefore, out of 180 million inhabitants, about 20 million speak French. The same applies in Ghana, where French is also mandatory in high school. Therefore, linguistics plays a major part in migration flows as French-speaking peoples tend to migrate towards French-speaking countries. This is one of the reasons why North Africa is so attractive to sub-Saharan populations.


    Demographic growth will remain strong in 2039 in spite of a rapidly decreasing birth rate. Indeed, depending on the regions, the number of children per woman can vary but it is constantly going down. Actually, demographic change is much faster than anticipated, but this does not mean that it will slow down demographic growth because, in Africa, what increases the population is not fertility but the improvement of life expectancy. For instance, in the Democratic Republic of the Congo, one year’s life expectancy is gained for every year lived, which is unparalleled in history. At the beginning of the century, life expectancy in this country was 50; in 2039, it will be 75.


    Stereotypes about Africa such as “Africa is proliferating” or “Africa is crumbling under the number of children” are completely wrong. In 2039, the continent still won’t be greying, but will still be above replacement level, at least in sub-Saharan Africa, and life expectancy will keep growing.


     


    The colonization of Africa – which, in terms of history, was a short period – will be put into perspective. By 2039, it will have become ancient history.


    The consequences of colonization will still be felt, but colonization itself will have been forgotten. The word “colonization” is obsolete. However, the cultural heritage is extremely long-lived, as borne out by the number of French or Portuguese speakers and the number of books written in those languages. Europe’s cultural, legal and literary mark is much greater than anything related to historical events.


     


    As we are already beginning to see, the African continent’s development model in 2039 will be nothing like Europe’s or Asia’s. First, the planet would die if Africa did like everyone else, if it had the same fossil fuel usage in proportion to its GDP – this would raise the temperature on earth by one degree! Overall, the continent is currently neutral in terms of carbon emissions, notably thanks to the equatorial forest. Besides, the African continent is the best equipped for renewable energy; solar energy is becoming the cheapest and will be cheaper still in 2039.


    Yet, farmers in Benin still pay forty times more for electricity than Europeans. But the situation is bound to change in the next twenty years; the electrification of Africa should follow the same revolution as that of telecommunications – of the 5 percent economic growth in Africa, telecommunications account for at least 1 percent. The remarkable increase in the number of mobile account holders has led to social developments that were once unthinkable: paying cab fares with your phone, remote pregnancy monitoring, flock monitoring, and so on. Easier, cheaper access to power will revolutionize access to water, which will have a considerable impact on agriculture, arts and crafts and general well-being.


    There are no more development steps to follow: all that is now outmoded. These days, delay and being behind are actually a good thing, the advantage of being the last one to start.


    The same thing happened in the 19th century when Germany was behind compared with the UK, who imposed the Made in Germany stamp to stigmatize the low quality of German products. A few decades later, as if to thumb their nose at history, this once contemptuous reference become a symbol of quality!


    In 2039, Africa will have become a quality manufacturing continent (whereas today its wealth is based on resources such as energy, water and agriculture). Even though this remains theoretical, by the end of the century, Made in Africa could become the ultimate mark of quality. Before that, however, the continent will have to face the challenges of global warming, investing in manufacturing and services, agriculture and the unemployment of skilled workers.


    It will also have to find solutions to a large number of issues, such as the question of an African currency. In Africa, only one person in ten has access to a bank account (as opposed to 150 percent in Europe). However, one in ten people also has access to microcredit, which does not go via banks and allows people to borrow very small sums. We can imagine receiving the credit on our phone and paying back the same way without having to go through a bank teller. There could be a similar system to withdraw cash, going straight to the shop without having to go through a bank. Financial interactions, in the formal and informal system, will be more frequent and cheaper. This is what microfinance could look like in 2039.


     


    The issue of social protection will also be critical. It is a significant topic because the informal system, by definition, does not afford protection, unlike the formal system which offers insurance or pensions, for example. The latter system concerns only about 10 percent of the active population but more than half of all income, because pay is much higher in the formal system. The challenge for the informal system will be to protect workers while granting them rights without taxing them, while gradually convincing them that it is important to join the formal system.


    Digitalization will also play a major part in the informal system because its marginal costs are very low. Africa has the advantage of having diversified economies that are being upgraded by means of technologies suited to historic practices.


     


    In 2039, Africa will have become a major continent and Made in Africa will start to be appreciated. Its potential will be visible and obvious to everyone, and its great wealth – knowledge – will be an unlimited resource..


    


    
      
        14.Stephen Smith, La Ruée vers l’Europe. La jeune Afrique en route pour le Vieux Continent, Paris, Grasset, 2018. Published in English as The Scramble for Europe. Young Africa on its way to the Old Continent, Polity Press, 2019.

      

    

  


  
    5. Humanizing 2039


    European HRDs’ beliefs


    YVES BAROU


    After this multidisciplinary journey, several European HR directors share their own beliefs about 2039. Their visions, projects and dreams spontaneously fell into three main categories: mastering the digital realm, inventing a new European social model and accepting social and ethical responsibility.


    Whether as a sign of intoxication or clear-headedness, HR directors and other social players are pitching a positive view of the future.


     


    First, we need to master the digital realm in order to avoid the disaster scenarios set out by Daniel Cohen and Marko Erman.


    Imagine 2039 with widespread telework, virtual teams and even a first generation of cyborgs! The issue of data and the ethics we will have to come up with will be crucial. Social innovation will be needed more than ever. We are going to have to invest in training, develop new skills and control the human-machine interface.


    The digital world is changing everything and it is now the responsibility of businesses to make good or bad use of it. Thus, without always knowing it, HR managers are at the center of this crossroads: activating development, in charge of human-robot interfaces, bringing meaning or ethics…


    Next, we have to invent a new European social model. This social model is not a State vision, a “Welfare State,” but a vision of the company as a human community linked by a common project, one might even hope around a common raison d’être. The definition the European HRD Circle gave in 2012 provides the contours.


    The liberal wave, the explosion of social inequalities and massive outsourcing have too often blunted what the European social model was – and still is – based on: a strong corporate culture, a narrow distribution of earnings, a will to achieve work-life balance, independent trade unions, original consultation and bargaining methods and respectful dialogue.


    But it is not too late and this model, if it is reformed and responds to a different corporate sociology, can still serve as a reference for many continents.


    The starting point, maybe the historical opportunity and driving force behind this reinvention, is probably increased female participation in jobs and management, a major change that is going to shake up many outdated practices. Europe must take advantage of its diversity, for instance in terms of social dialogue, to combine its national traditions, e.g. the regulatory strength of industry-level bargaining in Germany, the energy behind company-level bargaining in France or even the tricky issue of employee participation on advisory boards. For a long time, our German colleagues thought that this synthesis was easy since, for them, the point was simply to copy and generalize a system that worked for them. Everyone is now realizing that what is needed is indeed a symbiosis, and that we are not going fast enough given the multiple issues at stake.


    Respecting men and women, speaking with them and their representatives, will be even more important to avoid misunderstandings that could lead to stand-offs. HR directors will always have to work on bringing different interests closer. And leaders will be those who manage to work together with others. In order to respect each other we need to understand and respect each other’s language. Social dialogue will take on new forms. European social relations – revisited – will remain key to achieving compromise and developing projects to which everyone can adhere.


     


    Businesses are playing an increasingly important part in global governance, which means that their social responsibility becomes greater. It has no limits and will affect all areas: setting an example to put an end to gender discrimination; reasoning while taking accounts of the ecosystem outside of legal borders to consider all the consequences of one’s choices; taking part the fight against global warming and the energy transition… there will always be HR directors if they play their part and act as a moral conscience; otherwise they will be replaced! The key is that the human dimension not be forgotten and that businesses think of themselves as central to society, civic and exemplary.


    Doing so requires extraordinary courage on the part of HR directors. It implies going beyond the vision of HRD as strictly in line with the business, as obedient and submissive partners. It means bringing humanity back to the center of the company, with HR managers as the voice and “champion” of all members of the company.


     


    With all these ideas and perspectives, we can see shared optimism as an answer to dystopias and nightmares, around a simple yet revolutionary: idea giving humanity its full place in the company.

  


  
    5.1.Mastering digitalization


    5.1.1.HR managers will be the catalysts of professional advancement


    BRUNO LAFORGE


    Large, poorly lit hallways, their walls painted a bright color to give a feeling of harmony and well-being, closed doors opening on offices with a couple of people, privileged managers happy to have an additional row of windows because of their status, all of this jazzed up by the pleasure of looking at a plant whose size is also proportionate to the person’s status.


    In the IT department, a painful yet necessary transition towards small green characters displayed on a screen and the AS 400 system – the ancestor of what we would soon discover: email, and then the web. So this is the end of the 1980s.


     


    Like Bonaparte at the Pont d’Arcole, the next twenty to thirty years would witness a technological revolution: digitalization.


    Digitalization would bring with it more and more complicated problems, in fine designed to lead to technological dexterity for all employees. However, in most organizations, the number of people willing to be trained in a large range of digital tools was limited to a small group of individuals – even though it should encompass everyone.


    Indeed, in five years, technologies are bound to have an even greater transformational effect on our everyday life: no more building models and algorithms – big data will make it easier to create and read hypotheses and predictions.


    Within ten years, user interfaces will develop based on the first experiments with ‘chatbots’, virtual interactions, virtual assistants, and voice recognition will take over.


    This information and optimization race is combined with a simplification of our working spaces. The reorganization of offices that began in the 1980s was followed by a drastic optimization of the workspace in favor of collective efficiency, promoting project management, teamwork, shared values, collective success, exchange, and even benevolence and the search for well-being for a lasting competitive advantage.


    Businesses have adjusted: more friendliness but at the same time more distance in our relationships. Telework agreements came as an answer to the growing demand for flexible working time on the part of the new generations and to businesses’ attempts to save money.


     


    What about tomorrow?


    I dream of a world where work from home will replace the workspace, where there will be multiple, open, dematerialized spaces without an office.


    I dream of a world where learning, in its “70/20/10” form (70 percent online, 20 percent at the workplace and 10 percent in a traditional training setting) is completely dematerialized.


    I dream of a world with virtual, non-vertical teams, even more cross-functional and independent, that could create their own value.


    I dream of a world where managers themselves will be independent, have access to data allowing them to optimize their relationships with their peers and team members and where self-service will be the absolute standard.


    Am I dreaming of a world where managers would be their own HR managers?


     


    What if all this… was not a dream but our near future, once the role of HR managers as we know – and apply – it takes on a different dimension (which should be soon)?


     


    Leaders in talent analysis say that improving the analytical capability of HR team members is the most important initiative to implement in the next couple of years.


    Human resources managers acknowledge that it is important to strengthen their teams’ analytical capabilities, notably to improve the efficiency of succession planning and to increase diversity in their organizations – which leads to progress and specialization.


    To effectively strengthen their skills, HR managers need to create individualized development experiences, work together with their teams to come up with analytical learning objectives, develop training programs adapted to specific skills and strengthen apprenticeship.


     


    In this context, the issue of meaning is a central concern because the role of HR managers is going to become increasingly focused on support, turning them into catalysts for the development of careers and organizations, highlighting a search for value creation and a stronger project dimension for a more transformational function where, in the end, our dream could become reality.


    5.1.2.The virtual company


    BENOÎT SERRE


    A large room full of screens in a congress hall. In the middle, Cécile is sitting behind a state-of-the-art digital console. She is anxiously waiting for the connection. For the first time, she is going to see the faces of her company’s managers. Some have been working there for several years and many have achieved outstanding results, appreciate the brand and seem to be part of a common project. In spite of all this, she dreads this meeting, which could change everything. She has been living with this human disembodiment for ten years – since standards and taxation, environmental concerns and the will of States have changed the world of labor, since that day in February 2029 when the G10 decided to make digital relations a global priority in order to avoid pollution from transportation, heating, air conditioning, construction and travel that are inherent in a physical company.


    Soon, she will connect with these strangers for whom she has been HR Director (or rather DRD – Digital Relations Director) for four years at a well regarded and much admired virtual company. But something is wrong; it has become impossible for people who have never met to work together and especially impossible to support an organization that wants to keep them from meeting. Of course, it makes her life simpler. Cynically, even she realizes that since this global decision made in 2029, the trade unions have disappeared. Yet, workers are happy because they are at home, free to organize their professional and personal life.


    It all started in late 2027. In February, the media announced that the earth has already exhausted its annual resources. In 2019, Earth Overshoot Day came in July. In ten years, Africa made an impressive technological leap because of the development of China, as a result of the new Silk Road – the Middle Kingdom’s strategy to become world leader.


    Africa catching up to the European way of life has had the expected consequences: in 2019, if all countries operated like France, we would have needed 2.5 planets.


    That came true in 2029. All of the world’s governments have become aware of this race for over-consumption, not just of goods but of fossil fuels, rare metals and nuclear power to meet our growing needs. Little by little, these resources were depleted and the latest IPCC survey pointed out that if economic standards did not change, they would completely run out by 2069. China started the movement because the situation endangered its historical goal: to be the military, technological and economic leader of the world in 2049, one hundred years after its political revolution.


    These global considerations have led to this crazy situation: Cécile, HR director, is going to see, for the first time, via 8K screens, the managers in her company. What does her job mean if its human dimension has so little meaning that she can do it without seeing or meeting anyone? The same way some have 3D printers to produce objects in their basements, others are living call centers with built-in, connected radio-frequency identification allowing them to respond to any digital or phone request.


    The earth is no longer populated by men and women but by connected beings. Intelligence, work, education, sensitivity to others and benevolence are no longer the outpost of social life. The level of connectivity is, because that is what determines production levels.


    Only recently, the top hotel group in the world did not own a single hotel. We have reached the end of this logic of total disintermediation.


    The company provides the means but not the work. Cécile does not manage human resources but mechanical, computing and digital means. Her general management was lukewarm on her initiative: one hour, no more, and production ratios should not be affected. This is a normal reaction because, when she recruits, she accesses a global database of individual production ratios and she makes her choice based on this criterion alone. Soft skills do not matter since their teams never meet.


    Yet, last months, she spotted strange exchanges on social media. A community was gradually assembling and comparing not their production but their way of life. She kept searching and found that several of her managers were involved. This community had the support of social network giants – heirs to the GAFAM dismantled by the States in 2029. The son of the scientist who created the Linux operating system fifty years ago was developing an open and free system, building on his father’s work on human solidarity, in order to prevent a few from mastering technology. Cécile wanted to gather them to observe their reactions with her console’s voice and digital analyzers. Was this the edge of a new movement?


    It’s time. Cécile turns on her console. No one logs in. Deafening silence surrounds her. Nothing, no one. This silence, a continuation of her daily life, lingers. Suddenly, she hears a muffled sound, getting closer. More and more intense, it sounds like screams, footsteps, words. She then sees thousands of people in the street. They are walking together, and this sound is simply their conversations. She reads a sign saying: “After 250 years, it is time once again.”


    She goes to that community’s website and reads: “250 years after the French Revolution, it is time to launch the human revolution.” Cécile then remembers that today is July 14, 2039.


    5.1.3.In 2039, HRDs will be in charge of human/robot relations


    PERRY TIMMS 


    This year, in 2039, my Dad just celebrated his 100th birthday. He never thought he’d make 60, let alone 100. He’s undoubtedly glad he retired at 67, though. His work was tough on the body and despite being an ex-boxer, years of cigarette smoking took much of his natural strength away.


    I thought he would be in a care home long before this, but with newer technology-enabled living, he’s constantly monitored and augmented by a range of sensors, machines and algorithms and still lives independently. He is happy to have a small team of carers come to see him alongside his digital support team.


     


    Unlike my Dad, I knew I wanted to keep working for as long as I could, and so at 71, I find myself in a strangely comfortable position. I am continuing to work in the HN profession (it was rebranded several years ago from Human Resources to Human eNergy) and in the latest in human-cyborg relations: virtual reality working worlds and physical spaces of creative, artistic and social gatherings that support the work people now do – largely care, learning and design.


    I was so lucky to be part of a small team of enthusiasts, scientists, engineers, artists and cyberpunks that created a breakthrough in both the medical and the working world: EQ - Energy Quotient. We managed to capture, measure, codify and understand the actual quantum of energy we have as human beings and understand how to recalibrate our lives.


    This breakthrough became the crucial determinant of ways of working and the impact of behaviors on each other and our energy sources. People began to learn how to design work, workplaces, social habits, sporting and exercise endeavors, and even study programs. It was like we’d found the new form of electricity.


    Until this point, robots, AI and other technology promised much but didn’t quite deliver the seismic shock that was predicted. BUT they did create the necessary space (albeit set against socio-political turmoil that almost derailed it).


     


    It started with robots though. A robot for every worker. Think the old voice-activated assistants of 2016-17. The programming and utilization of these really took off in 2021 and keyboards became practically obsolete.


    Then came the nanobots in the medical field. All of a sudden we had internal repair mechanisms: that’s how come my Dad is celebrating his 100th birthday. He was the beneficiary of nanobot technology that helped him regenerate his lung capacity, free up his arteries and repair his bones.


    And then the nanobots came to the workplace and were able to deliver more data about the energy inside us. We discovered we could imagine a model, thanks to a combination of VR and AI, which calculated human productivity depending on energy levels. As a result, we recalibrated how and when we could do our best work. Leaders were selected based on the energy they created in others. The “dictatorial” leaders of the past suddenly found themselves having to reinvent themselves or face the social credit system to survive.


     


    Schooling, policing and care were the initial beneficiaries of this breakthrough and the most insightful HR practitioners seized the opportunity to become engineers of energy flow and became HN professionals.


     


    Gone were all the biased models and theories, in favor of the all-pervasive ability to measure, chart and utilize optimal human energy. Role design, workflow and regenerative practices suddenly lifted productivity, creativity, care and happiness. The former oil states in the Middle East reinvented their entire economy in the space of 4 years, becoming the providers of abundant, free solar energy and establishing the world’s eco-repair industry.


    Corporations and governmental organizations became more like affiliated member clubs with people working for them based on an open marketplace, AI screening and work allocation via machine learning – all optimized by the EQ readings and workflow arcs.


    A new breed of technologist was born from these activities: the digital anthropologist. Aware of human energy, social systems, psychological elements as well as of digital engineering and quantum computing, Silicon Valley became a node of Silicon Hubs from Brisbane to Buenos Aries. The World Wide Web turned into the biggest blockchain with ‘zettabytes’ of data being created and used across this clean energy-serviced network.


     


    You really wouldn’t recognize the world in 2039 compared to that of the 2019. Ultra-high-speed transportation, virtual reality for everything and, above all, a premium on history and real experiences alongside that all-important planet repair.


    The HN profession was right in the thick of some of the most pioneering thinking in the late 2020s, and by 2039, we had the highest levels of life expectancy and numbers lifted out of poverty, the lowest levels of pollution and the fastest ever regeneration of the planet.


    As the HN profession looks back to its 2019 counterpart, it recalls the obsessions about seats at tables, almost no data science, and a range of 9-box grids and psychometrics.


    Who would have thought that human energy could power the world in the way it has done?


    5.1.4.Mastering data to structure human resources


    JULIA TYBURA


    E.M. Forster wrote a fabulous short story called “The Machine Stops”. He described a future world where people sat, alone, in their rooms, communicating with their friends and family and lecturing via their screens to thousands of people around the world. Food, drink and other goods were delivered directly to their rooms. If they did venture out of their underground lairs, they could travel vast distances, by air, around the globe.


    That story has changed how I view the world and, in particular, how we can and should master digitalization now and in the future. You really do need to look back to look forward.


     


    Let’s go back to 1999. The internet was just coming to the fore in terms of global communication. We were still running analog mobile phones and a lot of transactional work was still carried out using paper-based systems. We focused on databases and how we could report on them, but essentially we were still thinking about paper. It was an automatic assumption that the state, the organization and the employer held the information on employees and workers, acting as a repository, owner and steward of this data.


     


    Moving forward to 2009, the iPhone had just been launched and with it a new generation of smartphones and applications never seen before. Employee data was still viewed predominantly as employer-centric. The core data was held on the company’s IT system – some in the cloud, some locally – either way, it was rarely seen as true sharing of information and ownership. Employee-centric data management was mostly peer-to-peer in nature. It’s interesting, though, that the recent riots in London were coordinated via Blackberries as they couldn’t be tracked. So, again, I ask, who owns the data and who is allowed to use it?


    Now, in 2019, we are moving inexorably toward 5G, and cases like Wikileaks has led to an increase in cynicism and concern about who can access what data about whom. Employee data is now linked with financial, performance, health, personal situation, and image and other information. But once individuals have provided such information, what can the businesses or employers that own it do with it? Are they allowed to keep or sell it?


     


    The key shift has been with employee-centric information – individuals and self-managed groups can create and dissolve their own groups in WhatsApp, Snapchat and WeChat so the ownership of the data is with them – but is it? Many households now have virtual personal assistants, like Amazon’s Alexa, which work by listening to voices continuously. What do they do with the data? Nowadays things are really unclear as regards data management and ownership. The more these connected objects develop, the greater the lack of clarity.


     


    Looking ahead to 2039, we need to try and visualize a world that is unimaginable now. Imagine a world where we are all microchipped with all our health, employee and personal data embedded in the chip. Far-fetched? Look at the data that we already share on 2019 wearables like smart watches and apps for diet, wellbeing and fitness. Who will own the data? Will we care?


     


    Imagine a world where nanorobots carry out highly complex surgery, long-term health conditions can be dealt with through sophisticated medication pumps, ingestibles, corneal and urology implants and where personalization of cancer and dementia treatment is the norm, not novel or unusual.


     


    Employer-centric data will be held in the “megacloud”, with all transactional processes managed and done by AI. This hollowing-out of the workplace in 2019, where management of processes and critical thinking is increasingly delegated, will have advanced considerably. AI, which is currently used in legal practice to wade through reams of legal evidence, will have learnt so much that it will be able to carry out complex decision making and critical thinking. Besides, AI will advise and guide surgeons by analysing past operations.


    Data-based information and behavior will be transmitted via a form of ‘sub-vocalization’. The era of the face-to-face conversation will be no more. Continuous multiple feeds from trusted peers – friends, family, colleagues and mentors – will support the individual employee and, of course, the manager, in navigating their way through complex decisions, negotiations and problem solving.


    Imagine a world where everything is known, but nothing can be trusted. Some questions need to be considered:


    - We need to think about the unthinkable. How do we do that?


    - Who do we talk to, debate and work with and, most importantly, listen to?


    - How can we draw value from the data available?


    - How can we secure the limited scope of data ownership?


    Who should be advising us to really think and shape the way we master digitalization in 2039 and beyond?


    


    5.1.5.The HR function will have to invent and stand security for data ethics 


    WENDY CARTWRIGHT


    HR analytics is a data-driven, evidence-based approach to capturing and reporting on the vast amount of data available. It is increasingly argued that HR directors can use the amassed information to better understand their organizations.


     


    A 2014 Deloitte article on “The Datafication of HR” found that only 4 percent of organizations surveyed were using predictive analytics linked to their business strategy at the time. 56% of respondents simply gathered and reported on relatively basic HR metrics in a reactive, operational way. This raises questions about whether HR functions are too focused on administrative tasks and are reporting on historical data that is relatively easy to capture, rather than making sense of complex data from diverse sources which would offer greater insights into strategic issues. In a 2019 study on Human Capital Trends, Deloitte found that in the face of increasing social, economic and political pressures, combined with the acceleration of artificial intelligence (AI) and automation, the key focus for respondents was on “cultivating performance in a human way”. The top 3 trends identified as “very important” or ”important” were identified as learning (86 percent), human experience (84 percent) and leadership (80 percent). Organizations reported their readiness to tackle these challenges as considerably lower than they rated the importance of the trend. The “HR cloud” was assessed as ”very important” or ”important” by 74 percent of respondents, but only 41 percent said they were ”very ready” or ”ready”.


     


    A lot has been said about the transformation of HR, but in reality not much has changed. Organizations are still generally cautious – even risk-averse – in their adoption of new technologies, which are probably going to be game-changers for the HR function.


    Today, many large and medium-sized organizations are implementing cloud based, enterprise-wide systems that enable better reporting and to track workforce demographics, talent management, recruitment and costs. As always, the value that such systems can provide depends significantly on the way they are implemented, the quality of data held, and the ability of senior leaders to extract strategic value.


     


    Algorithms are currently being used, especially in sales and marketing, to target consumers and influence behavior. But effective algorithms rely on accurate identification of the problem/task at hand and the steps to achieve the desired outcome being specified accurately and in the correct order.


    This is obviously much more complicated in the area of human resources and will require, as Marko Erman suggested, coming up with explanatory models for the human-machine interface to be successful in HR as well. So, what will be different in 20 years’ time, especially in the area of predictive analytics?


     


    It is likely that in 20 years’ time computers will be even more sophisticated and will be better able to interpret data. Could predictive analytics be a means for HR to become more effective? Used wisely, such tools could help spot risks in order to anticipate and put corrective action in place well in advance? For example, using analytics to identify individuals or groups who are likely to leave an organization could lead to proactive retention strategies and succession plans that might deliver tangible business benefits. But organizations don’t operate in a bubble and it will never be possible to incorporate all relevant variables. It is therefore likely that predictive analytics will remain structurally limited. Some essential questions are still likely to rest on human interpretation and decision making.


    As more and more data is generated, through increasing use of social media, wearable tech and the Internet of Things, it will be essential to clearly define the rights of each individual to his or her personal data. Perhaps the most important question is that of ethics, concerning not only access to data, but also the decisions that rely on such data.


    In trying to make sense of all this in the future, we would be well advised to consider the lessons of history: Frederick Taylor established the principles of ‘scientific management’ over a century ago, which introduced the breakdown of labor into specific tasks. This approach enabled efficiency in a factory setting, but also raised ethical issues about treating people like machines and about longer-term productivity.


    So even with new and highly efficient technologies, change is likely to be limited, slow and incremental. In any event, the HR function will do well to continue to focus on the ethics of data and its ownership in order that employees may be treated as human beings and not as resources on which to experiment.


    5.1.6.Co-creating tomorrow’s jobs


    CHRISTOPHE CARVAL


    The digital revolution is changing jobs. Studies show that up to 40 percent of them will be automated in the coming decades. In the process, digitalization is creating new jobs on both ends of the skills chain: highly qualified jobs with a high level of expertise, and low-skilled jobs that do not require the same skills as the ones they destroyed.


     


    One could say that this is a traditional pattern, nothing new. Yes, but something has changed: communication is more difficult between cuts at one end of the employment structure and creations on the other. Simply put, the subway driver whose job is at risk (of the 200 trains ordered for the greater Paris area, 100 percent are automatic) cannot simply become a data scientist.


    A lot of businesses have launched retraining programs to prepare employees who are in declining occupations to take on digital jobs. For instance, every year, EDF trains two groups of employees to become data analysts. Replacing external hires with internal retraining for employees in declining jobs is obviously a good thing; it revitalizes the company’s social promise. But it is not enough, it does not work on a large scale.


    This is the biggest difference between the digital revolution and other industrial revolutions. When industry arrived in the late 18th century, expanded and emptied out the countryside, farm workers did not have any trouble becoming factory workers. This is not the case with the digital realm. This is where we need to innovate and to reinvent the HR function.


     


    If many low-skilled tasks are automated and if there are shortages in more advanced and more skilled jobs, the labor market – and therefore the economy and consumption – will inevitably grow weaker. But the risk is not only macroeconomic, it is obviously primarily social in our companies. Do not think for a second that those whose jobs are being reduced or even cut are not aware of it. They know, but in the absence of a solution they will fight for their job and they will be right. Resistance to change will be even stronger as it will be seen as a survival issue; technology will become the enemy. So we need to find other paths to connect desirable technical progress with welcome professional transitions.


    So what should we do? We can rely on the new working methods, the new ways to manage teams and structure the offer of goods and services that came with the digital turn. The key will be for our employees to become inventors of new professional paths. Empowerment, autonomy and user experience are all levers we need to mobilize to generate a more participative management of jobs and skills.


    Besides, jobs in this digital world are created in the spaces opened by the new expectations of consumers, users and citizens. More and more, we are looking for flexibility, seamless experience, available information, immediate answers to our requests. For instance, electrical utility companies are no longer expected simply to provide power; the origins of that power needs to be revealed, how, why, for whom, how it adjusts to individual rhythms of life, how can it be saved, how to reduce the carbon footprint, and so on. We need to show, create an experience, give a choice, offer advice; user experience is where the greatest opportunities lie in terms of professional transition.


     


    Therefore, what is at stake is not a shift from declining jobs to growing jobs; it is that employees need to invent their new jobs to meet new expectations. Businesses are re-organizing themselves to think from the perspective of users, and it is important for HR to anticipate this to rebuild part of the career chain together with the employees concerned. This way, we will witness the emergence of tasks that used to seem secondary, but that tomorrow will be levers for success. Who better than the employees themselves could know what could be done differently? Besides, involving people in the emergence of new trades obviously limits the brewing social unrest that comes with the digital transition. Anticipating, exploring is vital but it is not enough. We also need to try, create, build together the jobs for tomorrow.


    5.1.7.Talent has become a scarce resource


    KEVIN GREEN


    Well the forecasters were both right and wrong when in 2019 they were predicting what would happen to jobs as we entered the early stages of the fourth industrial revolution. Some predicted a dystopian world where algorithms, artificial intelligence and machine learning would create mass unemployment which would rock the capitalist system and require a wholesale change in our economic way of thinking, with universal basic income as the only way forward.


    The utopians were also wrong when they predicted that there would be no disruption and that, as in previous industrial revolutions, we would adapt to tech-driven change and create more jobs than were destroyed.


    As is often the way with predictions, both were partly right. The good news is that employment as a whole has held up well and we’ve not had mass unemployment. However, we have had to find ways to mitigate and cushion many from the impact of this technology-driven change. What we’ve found is an acceleration in job polarization, where labor markets in all developed economies have created more high-paid, high-skilled jobs and at the same time, more low-paid, low-skilled jobs. However, all acknowledge that the jobs in the middle of our jobs markets have been eliminated at an alarming rate. This change coincided with a demographic shift toward fewer people of working age.


     


    What firms have had to deal with has been threefold:


    - First, they have found it difficult to hire and then retain talent because it’s just in such short supply. It’s clear that in 2039, talent has a choice of not just where it works but how. Many have become self-employed or freelancers because they want the freedom this allows them while also earning the same or more than when they were employed.


    - Second, the chasm in the job market, where mid-level positions in our organizations have become obsolete, has deepened, making professional development even more difficult.


    - The final area of impact has been the length of time people need to remain active in the labor market, with retirement now expected only at age 70! This has been driven by people living much longer and pension funds not being able to provide a comfortable retirement for people in this 50s or 60s. This means that more people are doing two or three jobs at the same time for the majority of their working lives.


    The result is greater inequality and dissatisfaction. The ability of organizations to engage, motivate and inspire staff is become more of a challenge every year. The answers for businesses who want to provide meaningful work and retain talent lies in allowing their employees the freedom to decide what to do and how.


    Imagine workplaces where employees elect their own leader and pay is decided by a vote once data on every employee’s contribution has been shared. Let’s also recognize that workforces won’t just be made up of employees but connected groups of freelancers, because that’s the only way large organizations will be able to secure the talent they need to be successful. These collectives of freelancers can choose to live where they want, work the hours that most suit them and achieve a good balance between work and leisure.


    Let’s also conceive of business giving their people the thing they want most; for some this will be money, for others it may be interesting and meaningful work and for yet others, the chance to help others or spend more time with their families.


     


    The democratization of work will be a major challenge, as will the way organizations deal with employee or worker data. It’s now conceivable that business will be able to access more and more data not just on how their employees are performing or how productive they are, but how they are feeling. This will present the second major challenge for businesses and to some extent policymakers: what level of privacy is an individual entitled to and what data does your employer have the right to review and use?


     


    The change that we stayed to see at the start of this century’s third decade has accelerated. The tipping point came in 2023, when businesses acknowledged that they needed to transform their cultures and ways or working if they were going to survive. The shift in people’s attitude to work and what they wanted from it started to change the balance between earning a living and other important aspects of peoples’ lives. This meant that HR directors became ever more important. Shareholders took much more notice of companies’ people strategy as they realized that human beings were now the only sustainable source of competitive advantage.


     


    In 2039 this is even more true. With improved technology, businesses now more than ever before recognize the value that human beings deliver, and that to attract, motivate, inspire and retain talent who have other options, you need to create more human, agile and democratic companies. We are now really in the era of involvement and empowerment!


    5.1.8.Towards more investment into continuous learning for new skills


    CORNELIA HULLA


    Fantasizing about the benefits that future digitalization and technological advances might bring us evokes the kind of excitement that we left behind in childhood. Just imagine yourself in your “hive” (your smart home) where your robots make and bring you your meals. Your Avatar (a technologically empowered copy of you) will assist you. Naturally, your home will be fully connected and it will come to life before you even wake up. It will respond not only to your nutritional needs, by providing the right breakfast, but also to your mood by determining the kind of lighting that will boost your spirits. As soon as you are ready to go, your mobile office will whisk you on your way and you can connect with your team while on the move. Your face-to-face workplace will still be important, but think of it like Disneyland with the different “worlds” they have created. Robots roam the halls, 3D telepresence capabilities are everywhere, and virtual «smart assistants» help everyone work more efficiently. In this new hyper-connected world, being “disconnected” will be considered the new luxury.


     


    In a data-driven world, absolutely everything and everybody will be measured. Algorithms will optimize our personal lives based on the volume of personal data available for personal and organizational productivity gains. Data will be the new “oil” which may mean that economies and societies will be compelled to aggressively collect data. But won’t this hold profound implications for security, privacy and personal freedom?


     


    The increase in life expectancy and continuous improvements to health care will mean that we will live longer, healthier lives. What do we need to do to prepare for a long-lasting working life that is also rewarding?


     


    The World Economic Forum’s 2018 report has confirmed that the wave of technological change has not yet resulted in an overall reduction in employment. While the change has affected certain sectors and occupations negatively, it is also generating many new jobs, both directly and indirectly. According to the report, by the year 2022, 75 million jobs will be displaced by the shift in the division of labor between humans, machines and algorithms, but 133 million new jobs will have been created as well.


    Both private and government leaders have argued that there are responses to the understandable threats posed by continuing automation. The upcoming “New Workers” will need to learn new skills or undergo retraining, with a particular focus on soft, social and interpersonal skills. If workers can adapt quickly, a productivity revival could generate more jobs, in both existing and new occupations, and absorb the rising number of labor market entrants, especially in developing countries.


     


    However, we need to prepare for the replacement of a broader range of tasks, thanks to the rapid development of machines capable of learning, known as artificial intelligence (AI). In particular, service sector jobs such as business administration, transport and healthcare, which have thus far experienced little disruption, may see job profiles and opportunities shift significantly.


     


    What is the magic mix of skills the workforce needs to exploit the technological revolution?


    A shift to lifelong learning is vital if we are to harness technology for our benefit, rather than allowing ourselves to be swept along by the tide. Core employability skills make a difference. Digital skills as well as technical and analytical skills, underpinned by strong cognitive skills in literacy and numeracy, are fundamental. At the interpersonal level creativity, problem-solving and critical thinking, communication skills as well as emotional skills are critical, as is the ability to assess and take risks. At a personal level, managing stress and change will become more important.


    We will need to invest more in training in order to lessen uncertainties and catch up with the massive changes to existing jobs. Who will do this – both in terms of time and money? Germany’s White Paper on the topic suggests encouraging individual investment in lifelong learning and entrepreneurship.


     


    There are a great many questions we will need to answer in the years to come: are we heading towards a data dystopia, or are we on the road to a digital promised land? Why is access to capital today easier than access to skills? Do we need more debate about digital humanism? How do we define freedom when all our surroundings adapt automatically? What level of privacy is acceptable? What is the core of human being, as robots get better at everything? Can we avoid a digital divide?


    Technology itself will not determine the way forward. It’s all about the choices that governments, businesses, workers and their unions and societies as a whole make. The challenge is to make the right decisions, putting people at the center and technology at the service of people.


    5.1.9.Learning to connect with others and to slow down again


    JOEP C. DE JONG


    The future is a sort of realm we would all like to visit but we do not know what it will look like.


     


    The two trends that apply to leadership – and most likely even more broadly in our societies – are on the one hand the growing importance of technology, and on the other hand the need to balance this technological development from a human perspective. In almost all areas of our society we see a rapid increase in the use of technology, with algorithms taking over many of the traditional human tasks. It is likely that many tasks in the service industry will be partially or completely replaced by algorithms.


    As a consequence, the landscape around leadership will change dramatically, and some even wonder if there will still be leaders in the future. But we continue to rely on the values that constitute the bases of our humanity: our creativity, our ability to empathize, our imagination, our curiosity, respect and understanding.


     


    People are increasingly talking about the need to slow down, to find a new balance, because as human beings we appear unable to keep up with this ever-increasing speed of technological development. In that respect it is very interesting to see the students of today honoring and stressing the importance of human practices like storytelling, giving meaning to a group or a project, especially for the leaders of today and tomorrow. The work of Ken Gergen is also along these lines. In a world where technology takes the form of algorithms, where nanotechnology and robotics are becoming a more and more integral part of our societies and hence our lives, we will need to respect the fact that we are after all relational beings15. In the journal AI Practitioner of August 2016, Gergen states that an organization is merely a matrix of meaning making and that the leaders will be the ones who work collaboratively with others.16 “Connecting” is a prerequisite if we want to work collaboratively. One approach or philosophy considers that connecting with others helps us to “slow down” and highlight the inherent strengths of a group by means of a shared story. An example of this view is found in the work of David L. Cooperrider, based on the search for the strengths and success of an organization in order to imagine solutions; this approach is the exact opposite of traditional ones that focus on the quest for an analysis of dysfunctionalities.17


     


    The human, relational aspect of leadership will be key for 2039 and beyond. There are major contradictions between technology and humans, between algorithms and storytelling, between the increasing speed of change and slowing down. It will be our leadership that will have to bridge and connect these contradictory and at the same time complementary worlds.


     


    In other words, how can we embrace technology, the algorithms that intrude in our lives and at the same time not try to keep up with the technological pace? The ever-increasing speed of our “external clock” should be balanced by making sure that our “internal clock” is slowed down.


     


    The key to successful leadership will be the ability to connect, share and co-create to establish and strengthen a solid connection between the various players.


     


    In 2039 it will most likely have become inevitable that we distinguish between “technical” problems, for which the traditional problem-solving and decision-making processes will prove to be indispensable, and on the other hand ”non-technical problems”, for which we will have to rely on our ancient, often forgotten experience of connecting through dialogue.


    Christian Monjou reminded us that leadership has always involved balancing the useful and the beautiful. Might it be that that still holds true for leaders in 2039 (or even today), managing usefulness by developing artificial intelligence and the algorithms it brings us, and finding beauty in the human stories we share and through which we communicate?


    5.1.10.Gradually re-enchanting work


    CLAUDE MATHIEU


    For a long time, businesses were seen as the prime place of class struggle, humans being alienated by their working tools, with man exploiting man.


    But times have changed: 2019 is not 1919, 1969 or even 2009! Working conditions have improved, hierarchy has been flattened, unions have become commonplace, gender equality is better, the harshness and danger of the workplace has decreased. Progress is up and running.


    Yet, enjoyment at work, which should be our everyday life compared with working conditions in previous decades, still seems to be lacking. Frustration, psychosocial risks, longer careers, more porosity between our home and work lives, loss of meaning or digital addiction are seemingly driving us, via a sort of individual and collective disenchantment with work, towards pessimism when it comes to the situation of the generations entering the labor market.


     


    Let us hope, not naively but resolutely, that between now and 2039 we will continue the long historical march started by our ancestors to “work better”, with:


    - More freedom, with communication and information processing tools allowing for more flexibility in the geographical and temporal management of our activities;


    - More transparency and less tolerance towards managerial deviance;


    - Better access to lifelong learning thanks to more training methods and access to knowledge throughout the world;


    - Less strenuousness with the gradual robotization of repetitive tasks and daily support from AI;


    - More respect for the environment via increased awareness of ecological factors.


     


    With the convergence of all these factors, work should become more attractive and less something to be endured. The first signs are already visible; we have twenty years to make the right decisions every day to confirm that, in 2039, not naively but resolutely, the best is yet to come in the world of labor in order to, finally, re-enchant work.
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    5.2.Inventing a new European social model


    5.2.1.The European social model: revisiting a text by European HRDs


    YVES BAROU


    Before thinking about the rise of the European social model, we should revisit its definition to clear up any ambiguities and not confuse the concept of the company deried from this model with a simple conception of the State, the Welfare State. And for this, we need to reread a text written in 2013 that analyses the value of the European approach.18


     


     


    The European social model is not clearly defined; its perception remains different from one country to another, and it is usually mentioned only to indicate that it is in crisis or, as Mario Draghi put it, that it is dead!


    Yet the European social model exists; to analyze it, however, we have to go past approaches that are either too national or too EU-limited, and not limit it to macroeconomics.


    Indeed, a social model is based on a global view of the company. From it follow economic and social dynamics as well as national or EU-limited labor market regulations.


    If Europe’s social dimension is frequently forgotten it might be because it is too often reduced to the work done by the European Commission. However, although the Commission has an obvious and important role to play, Europe’s social dimension ought to be defined from a wider viewpoint.


     


    Several common features can define the European social model:


    - European companies still enjoy strong business cultures with high levels of commitment and a sense of belonging; mercenary practice has not become the rule and companies enjoy a certain level of stability in their teams and therefore in terms of their competences. An implicit employment pact, particularly evident in Germany, characterizes Europe. Overall, European businesses have distinguished themselves by a high level of protection against economic risks, thereby strengthening loyalty to the company.


    - The distribution of earnings is narrower than elsewhere – more than in the USA and in China, in any event; this is still true within companies as in society and it constitutes social glue. The European model is characterized by a virtuous circle of significant collective productivity gains and a more egalitarian distribution of the fruits of growth.


    - More than anywhere else, working time management reflects the will to find a balance between professional and family life. Working time is one of the most significant social indicators involving lifestyle, the increasing share of working women and the level of childcare facilities. The Netherlands (due to part-time work) and Germany (due to agreements that are mainly negotiated by each Land) have the lowest working hours per year. Contrary to preconceived ideas, France finds itself in an intermediary position with an annual working time resulting mainly from company agreements signed at the start of the 2000s, that include creative flexibility mechanisms (annual working time, counting in days for executives, etc.). The United Kingdom, on the other end, still has the highest number of working hours per year in spite of an often-shortened Friday, without reaching however the rates seen in the US or in China.


    - Trade unionism is an important element, although studying the rates of unionization can be surprising. Apart from Scandinavian countries with rates around 70 percent (due to high rates in the service industry), levels vary greatly from one country to another and France is lower than the others. Nonetheless trade unions are major actors with high turnouts at sectoral elections everywhere. Moreover, the emergence of union activities at European level, with the ETUC, UNI Europa and IndustriALL, is obvious.


    - Consultation and collective bargaining methods are also specific to the European model: European directives on information, consultation or on European works councils have contributed and still contribute to transposing them across Europe, thereby bringing national traditions closer together. Negotiation methods, the result of the high value put on consensus in some countries and of the need to settle conflicts positively in others, converge in three ways: negotiations everywhere are increasingly undertaken at the company level and less at sectoral or regional level. As a result, pragmatism and the search for tailor-made solutions win out over ideology. European agreements signed by European groups are helping to extend the range of collective bargaining, which in turn leads to the emergence of European standards. Finally, the idea of majority agreements, by definition stronger and easier to implement, which is taken for granted in many countries, is becoming the rule, especially in France even though the tradition of minority agreements had been firmly established.


    - Labor law has evolved over time, thanks to laws and negotiation, and offers real guarantees to employees; but its complexity, although partly just a reflection of the complexity of situations, is becoming a problem for companies. Although national laws remain very different from one another, there is a common vein in continental Europe, one of a collective framework that puts the scope of the individual work contract into perspective.


    - Lastly, the Welfare State and its redistribution role characterize the degree of maturity of European countries. The more egalitarian approach has not been limited to companies but is focused on social goods like education and healthcare. Despite certain flaws, this approach has proven effective and has clearly contributed to growth. It now has to contribute to a different generational balance.


     


    And seven years later?


    Each of the characteristics of the European social model has been under attack, and specific European features have clearly taken a step back. Does this mean that the European social model is over? Probably not, because the gap with the American and Chinese model has not disappeared. For each point mentioned, Europe can find original answers because globalization and the energy transition are clearly forcing European countries to wonder about this social model.


    This process of questioning, far from being a factor of new differentiations, can lead to the development of new joint solutions which, in practice, will harmonize existing practices.


    5.2.2.Value change brought about by millennials and Gen Z will make more room for women and migrants 


    TOBIAS SÖCHTIG


    What value system will determine the working environment of the future? How will people see their workplace in 2039?


    An analysis of business practices today reveals a fundamental change in values all over Europe: mobile work and flexible working hours exist across sectors and companies, gender equality and diversity are increasing, hierarchies are flattening and employee participation has become a standard tool in decision-making. Indeed, empirical observations and survey data prove that people demand more equality, tolerance, autonomy and participation and even more importantly, what people are looking for in their job is changing. Employment is no longer seen primarily as a source of livelihood. The workplace is becoming a place where life goals can be realized and life satisfaction achieved. An important aspect to consider when anticipating the value system of the future is the demographic factor. Despite tendencies that constantly challenge progressive political and social forces, I find a positive view of the future and the year 2039 to be reasonable and even necessary to counter notorious pessimists.


    The most relevant factors influencing the demographic development in Europe are rising life expectancy, declining birth rates and increasing migration. The population size 20 years from now is subject to debate, but a slight increase is now more likely than a decrease, at least for Germany and France, even though a decrease is expected for Europe as a whole.


    Workers will need to embrace new values. Although this is true of every generation, there are some crucial differences for the job market. The generation of baby boomers (born 1955-1965), generation X (1966-1980), generation Y 1981-1995) and generation Z (from 1995) have more or less obvious differences in their subjective beliefs. Generations Y and Z will be the largest groups of employees on the labor market in 2039. Baby boomers and most of generation X will be retired or dead. Therefore, we must have a look at the subjective beliefs of generation Y and generation Z if we truly want to anticipate the value system and working environment of 2039.


    The European Values Study is the largest and most extensive longitudinal values study for Europe. It provides data on values and value change for more than 30 countries from five waves (1981, 1990, 1999, 2008 and 2017). The sample size is usually between 1000 and 2000 participants per country and the country coverage remained nearly the same over time (for 2017, data is available at the moment for only 16 countries from different regions in Europe). A large section of the study is devoted to the question of the importance employees attribute to different aspects of their jobs. Although the study shows that more and more Europeans consider a good salary and reasonable working hours to be important, an increasing number of people also wish to «achieve something», «take initiative», «be useful to society» or have a «responsible job». These aspects have increased from 10 to 20 percent between the first and last wave. The dataset also reveals differences between age groups. In 2017, the most recent wave, the number of participants who agree or strongly agree with the statement «work always comes first» is significantly lower among the 18 to 35 age group than among older people.


    Young people might change their value system when they get older, but considering the trend over time, it is quite clear that younger generations are the driving force behind the value change currently underway. Further evidence of a positive outlook is the low number of those who agree or strongly agree that “man’s job is to earn money, woman’s job is to look after home and family” or that “children suffer if their mother works.» Support for these statements is very low among the 18 to 45 age group, which is one that will make up the labor force in 2039.


    There are also fewer participants who agree that “when jobs are scarce, employers should give priority to people of this country” or that “immigrants take away jobs from people who were born in your country” among younger age groups, and particularly in the group of 18 to 25-year-olds. These observations certainly do not reflect the whole picture, but together with some progressive changes that already been made to HR policies, they allow for a positive outlook for 2039.


    A higher employment rate among women and a better integration of migrants into the labor markets will result from the value change I described, but also simply because it will be necessary in the future due to demographic change. Firms will be much more progressive, fair and diverse and employees will be happier than today – despite political or social tensions and challenges like the industrial transformation.


    Artificial intelligence and robotization will undoubtedly lead to job cuts and will allow for the creation of new jobs in different occupational categories and geographical regions, which will be painful for many people. Finally, the transformation of interpersonal relations generated by the exponential use of social media will definitely have an impact on the future of social dialogue: the structure of institutions representing employees, information, consultation or bargaining forums will no doubt change.


    However, I would bet that, in their very essence – juxtaposing and reconciling diverging interests – consultation and debate will remain key for social partners to find the best way to combine labor and capital for businesses and for the common good. This is a major objective for tomorrow’s HR directors.


    5.2.3.Social innovation as the driving force of the European social model


    DIRK SCHNEEMANN


    The farther the destination, the better the ideas we strive for have to be, especially when it comes to our climate or mobility goals.


    The internet has opened a door through which we have just passed in the last three decades. The result is that the GAFAs, Airbnb and Uber developed rapidly and shape our economic, social, political and private life today. As a result of security considerations, regulatory delusions, excessive rules and political correctness have sometimes diverted companies from their objectives. They lack creativity, responsibility, motivation and confidence, thereby putting the brakes on their capacity for innovation.


    Installing new electric motors in old cars cannot be the measure of all things. If digitalization creates room for a return to the values of creativity, then it is possible to shape the ‘digital’ transformation into a cultural and ‘social’ transformation. However, digitization leads to a widespread dissolution of the spatial and temporal dimensions of all activity – whether professional or private.


    It takes courage to take action, relying on today’s best practices. Trust-based working time, flourishing working life, work-life balance, etc.: the concepts are here, but not implemented to the extent necessary to create meaning for everyone involved, even though start-up communities and small businesses are already putting these new values in practice.


     


    Innovation presumes that the customer’s needs are taken as the starting point, without being obsessed by finding perfect solutions. Thus, the German and European automotive industry finds itself trapped because it has focused its engineering on perfecting the «old» car without redefining the customer’s mobility needs.


     


    Increasing digitalization is serving as a leveler, as all data and information will be available to everyone everywhere in real time. The only difference is the human being, and this resource is quantitatively and qualitatively limited, especially in Europe. HR directors have a critical role to play in social innovation.


    Their role and responsibility in the company are, overall, to monitor human resources, i.e. the role of human beings across all divisions and units. This task is all the more urgent as globalization eliminates millions of jobs in Europe while new technologies transform millions of other jobs. However, as long as it is easier for German or French companies to expand in Asia or Africa than in Europe, the problem will not be solved. Differently designed and applied European social standards make things even more difficult and even go so far as to block solutions that are accepted in other regions of the world.


    HR directors, with the support of European works councils, can help boost the social innovation Europe desperately needs.


    5.2.4.Paradoxically, social media outside the company will give the European social relations model another chance.


    JEAN-CHRISTOPHE SCIBERRAS


    Creating a typology of corporate social relations within a company is not easy and you risk being accused of resorting to oversimplification. However, given the stakes our companies are facing in a rapidly changing world, this exercise is necessary to try and understand what lies ahead of us.


    Let us summarize.


    For the most part, there are currently two models of social relations.


    The first is a system that considers employee representatives as necessary, useful or even essential to represent employees. These representatives can be elected by employees or appointed by the trade unions, sometimes both: what matters is the ability of these representatives not only to say what employees think of the company’s strategy, its changes, the organization of labor, but also to achieve, via information and consultation or the negotiation of collective agreements and compromises with the employer. These representatives are truly independent of the employer, especially when they are appointed by the trade unions, because the source of legitimacy comes from outside the company. This model could be called European-continental, as it is embodied, albeit with varying modalities, in the EU countries. It can also be found in central and southern Latin America. Employee representation is also accepted to some extent in Asia, with the exception of communist countries where the Party controls the unions, and is more or less integrated into the way the company operates.


    The second system, which could be called Anglo-Saxon, is completely different. It considers that there is no need for a third party (elected or union-based) between the management and employees. The quality of management, its ability to understand and listen to employees’ expectations and employees’ freedom of speech, exercised via the constructive feedback culture, make for a more mature and egalitarian relationship within the company. Therefore, the arrival of a trade union is seen as a sign of rather poor management. In this system, anti-union feelings are not uncommon and collective agreements are considered an extra charge that is detrimental to competitiveness. However, this model should be analyzed carefully because it requires a high level of quality management with regard to the employees.


     


    The debate between the two systems is raging. What are its characteristics?


    What is new is that this debate has now reached large groups, and at the highest level. Admittedly, most Anglo-Saxon groups tend to follow the second model while European and Latin American companies follow the first one. But with globalization, companies often have establishments on all five continents, so that the two models coexist within the same group. Besides, cultural diversity among top management teams – now more usually international – brings the debate within their own ranks, each model boasting followers on their executive committees. This trend is certainly not yet universal, with some corporate cultures less diverse than others. But it is real and, in the future, a group’s nationality will probably matter less than the policy defined at the highest level by the CEO and the management team.


    The second phenomenon is the quick decline of the representative model. Unions losing influence – in Europe and elsewhere – is a major trend that came as a result of pressure from the Anglo-Saxon model and of the arrival of new generations, who are very distant from unions, in businesses. More importantly, the European model’s strength lay in a top-down management model that rather logically led to traditional confrontation between management and employee representatives. Most of the time, compromises were found. But management has changed, or is changing, headed towards more participative models where employees having a say is a key feature: discussion groups, agile construction, focus groups, multiple employee satisfaction surveys, made easier by new technologies, and interactive intranets are forms of participation where managers act as coaches, and which enable energies to surface in a much more open form of expression. In this context, employees have the opportunity of being better heard and therefore recognized. In this case, the need for a mediator – employee representatives – is much less obvious.


    If one is on board with this trend, one might think that the die is cast for the future: representatives are bound to disappear in favor of a more direct, more grown-up relationship between employees and management. Yet the Anglo-Saxon model is showing signs of weakness as well, which worries its most enthusiastic fans, having regard to employees massively speaking out about the groups they work for in social media. This is without a doubt a sign that internal expression is not enough: more and more employees, or former employees, are choosing to speak – usually anonymously – on social media. Businesses are now setting up entire teams to follow what is being said about the company outside the company. With this trend, groups following the Anglo-Saxon model are wondering whether such expression should take place on the inside rather than externally – and hence in public – and if, in the end, employee representatives might after all be the right vehicles to channel this expression.


    It is visible in terms of social relations and in other areas: corporate globalization, new technologies and the need for young generations to speak out and be recognized are upsetting traditional models. We are probably headed towards a situation where the models will merge in the end: more attentiveness to what employees have to say with, at the same time, the search for internal solutions developed with more representative spokespersons in order, among other things, to keep the debate from getting out of the company and therefore out of our control.


    5.2.5.Social dialogue will remain at the center of the new world


    RAINER GRÖBEL


    Europe is facing an enormous industrial and digital transformation with significant impact on employment, work processes and work organization. The question of a socially responsible design of the transformation process still seems to be an open question in many regions and sectors. It is certain that jobs will be lost, but also that new jobs will be created. The organization of the transition poses new challenges for employers and their associations, trade unions and politicians alike. As if that were not difficult enough, a European community of shared values is increasingly threatening to fall apart. Political and social tensions are apparent all over Europe and the political landscape is exposed to a degree of fragmentation. A shared understanding of European values such as freedom, democracy and solidarity appears to be at risk. In order to maintain and protect these values for the year 2039 and beyond, social dialogue and co-determination will have to play a much more important role than nowadays. Social dialogue and workplace representation are important not only for resolving disputes at the corporate level and enforcing socially responsible policies at the political level, but also to ensure that democracy finds its way into companies in order and that solidarity and social cooperation may be generally practiced values and standards.


     


    Social dialogue is broadly understood as the cooperation between trade unions and employers’ organizations, which negotiate collective agreements on working conditions and wages at the national, industry and company levels, whereas workplace representation refers to the direct participation of employees in the company through works councils, trade union delegates and shop stewards. Although social dialogue and workplace representation differ greatly across the countries of the European Union, there is common ground for the further development of a European model of social dialogue between now and 2039. We find many differences between the German and the French models, but taking the best out of both models would be a great opportunity to expand the reach and influence of social dialogue in the coming years and thus providing the necessary foundation for the protection of European values such as democracy and solidarity. Furthermore, a convergence of different models would reduce inter-European competition on salaries and would thus provide Europe with higher economic and social stability. We must also take into account that both models have contributed to economic and social stability in their countries for decades and helped to reduce the negative consequences of the global economic crisis of 2007/08.


    The French collective bargaining and workplace representation system has many political and institutional differences with the German system. First, trade unions are much more diverse and oppositional in France than in Germany, but have fewer members. Still, French unions are quite capable of mobilizing employees for strikes and demonstrations. Second, the involvement of social partners in drafting legislation is a usual procedure in France and tripartism is more influential. Agreements among social partners, for example on the modernization of the labor market, lifelong learning or health and safety risks, are discussed in parliament and often enshrined in national laws. Nevertheless, it the sectoral level remains the most important bargaining level in both countries. Third, collective bargaining coverage is much higher in France, especially due to the extensive use of declarations of general application. Lastly, workplace representation is more complex in France than in Germany. Both trade union delegates and directly elected representatives of the employees enjoy legally binding rights and obligations in France while in Germany works councils are responsible for workplace representation.


     


    All these cultural and institutional characteristics are the result of long, complex historical developments. However, that should not stop us from creating a vision for a future European model. Providing the social partners with more bargaining opportunities at the national level without weakening the industry level would make solidarity both visible and noticeable for more people in the society especially those not usually represented in the political process. With one representing trade union confederation at the national level, bargaining would be more effective and the acceptance among the population higher though. However, to increase acceptance, union members, employees and others who are not already ‘under contract’ must be able to participate in the bargaining process – which is certainly a democratic exercise. Workplace representation is already an instrument of vibrant democracy in both Germany and France. It encourages employees to use democracy as a way of shaping their own future and ensures that people enjoy freedoms at the workplace. As important as democracy is at the workplace, the difficulty is to create the necessary conditions. In order for social dialogue to be effective in practice, merging the best of both systems would certainly not be enough. The beneficial role of social dialogue and workplace representation for the human resource management, innovation and even profitability of the company must be broadly recognized. And that is a very difficult task.


    5.2.6.HR Directors will keep working on merging diverging interests 


    PAUL MAYER


    Planning for the future is always hard, and the worst is never certain!


     


    Philippe Vivien flashed back to the forecasts made in the book The Future of Work, written in 2007 edited by Jacques Attali. It is unsettling to realize how, in such a short window of time, well-informed minds could underestimate the GAFAs’ world domination, the development of artificial intelligence or, to stay in the field of labor, the development of MOOCs or personal businesses.


    Daniel Cohen reminded us that, in the now mythologized period after World War Two, our elder brothers on the left who led the protests of May 1968 hated the world of labor and viewed work in industry, before it became so rare, as stultifying.


    Though we can all agree with Christian Welzel19 that the three challenges industrial companies will have to face by 2039 are inequality, climate change and migration, there is perplexity as to how best we our political system can regulate these matters, which go beyond State borders and engage rulers well beyond the normal length of their mandates.


     


    Now, what about the corporate world, of which we are actors and where our power of influence is real: what do we envision for 2039?


    First, we believe that leadership, understood as the ability to embody a vision and values, to transform organizations and to employees, will be even more of a distinguishing factor between happy businesses, successful businesses and the others.


    We will need to make sure that CEOs take better account of the contradictions that draw attention to all stakeholders. Their job is going to be even harder. HR directors are there to prepare them to do business in an ever more unpredictable world. Let us meditate on this sentence by Christian Monjou: “being a leader means giving the future a face.” This says it all. Leaders are not above the fray. They are at the same time heirs and creators, managers and entrepreneurs, visionaries and rooted in the reality of their surroundings.


    We should direct our talent management processes to render possible this martingale. Let us be ambitious, get back to the fundamentals and not be confused by short-lived management trends. If we bring development back as a central concern, we will be more able – and this is not a paradox – to incorporate the irruption of the digital into our everyday lives, both at work and at home.


    By so doing, we will be better able to solve, one after the other, the challenges posed by the growing use of data in all human management activities and to define clear limits to privacy breaches. What is at stake is employees’ trust in their company, a special relationship that goes well beyond a bilateral contract drafted by lawyers. The “complexity/trust” dialectics will still be key for HR directors in 2039. This is why this job is, and will remain, so fascinating.


    5.2.7.In a VUCA world, Europe will invent a new social deal


    ALEXANDER NAUJOKS


    We all are evolving by facing the challenge of navigating every day anew in the unavoidably volatile, uncertain, complex and ambiguous (VUCA) world. Megatrends such as digitization and decentralization are bringing about elementary market changes at high speed. Political decisions around the globe also require enormous flexibility and constant entrepreneurial rethinking of our organizations.


    We are challenged to combine more complicated and complex contexts and at the same time, offer customers the simplest possible solutions. This means that the time-to-market is growing ever shorter, while customer demand for new products is constantly increasing. In brief, the challenge is to manage continuously growing complexity at high speed, while dealing with enormous volatility and enduring uncertainty.


    It would be almost impossible to imagine the future without these uncertainties. Hence, we have learned one thing: the only constancy is and remains constant change. Only those who see change as an opportunity and are able to use it for themselves will persist in the long term without going insane. The younger generations in particular no longer need to be called upon: we have only to welcome them, and they will get involved and act independently in an increasingly agile work environment.


    However, we also know that flexibility is indispensable for the sustainability of the company. Change is not always the preferred course of action. A certain degree of consistency and reliable guidelines are needed if employees are to be encouraged to make positive use their freedom to spark change for themselves and for their companies.


     


    Those who seek to lead others must tolerate ambiguities and show a strong willingness to change, while preserving a consistent focus on values and goals. In addition, there will be an increasing demand for managers to act in a truly entrepreneurial manner when solving problems and taking decisions. Managing complexity in the fast-moving VUCA world also requires a holistic view, multi-layered thinking and strong analytical skills. Also, only those who can reflect critically on themselves will ultimately be successful in their leadership role.


    In the new world of work, in which global and virtual collaboration, decision-making and change are taking place at a rapid pace, the classic German-style co-determination in its current form is reaching its limits: it is losing its grip and can no longer guarantee employee representation. Such limits already exist within and across companies and, at the next level, globally and virtually.


    The point is not to start from scratch, however: employees are the driving forces behind a new form of work, of leadership and of participation style. This can only be achieved together thanks to a renewed co-determination and committed employee representatives.


    Some executives will applaud that employees themselves are fostering the new world of work described above. They see the chance to further increase profitability while reducing costs, without the need for employee representation. These executives do not consider that in the new world of work, the absence of employee participation would be a disaster, leading to unmanageable crises!


    A lack of participation and true co-determination would deprive employees of the possibility of being an integral part of the new working environment in which they increasingly want to engage. Employees today want to have a voice, and this will be ever more the case in the future; companies will not be able to negotiate every issue individually with every single employee.


    To that end, we need to renovate current systems, not throw them out altogether.


     


    Inventing a shared modern model of European social relations is a key concern for Europe. This new model must be completely different from the status quo in Germany. We need to take the best of the existing European systems in terms of collective bargaining, employee representation, information, consultation and, in fine, decision-making.


    That is why we need agile community and employee representation, a new deal between managers, employees and their representatives, with more flexible regulation in order to make it easier to try new methods. The aim must be to work together, at the same pace, change habits and allow for growth to increase more rapidly. This new social deal, giving employees protection and security, offering them more flexibility and new forms of work, can only be invented in Europe.


    5.2.8.Soon, we will have to train men to female management 


    ISABELLE CALVEZ


    July 9, 2039


     


    I get to the office at 8:50 A.M. The elevator takes me directly to the 37th floor – HR management. I get some coffee, browse through my morning emails. Hugo comes to my office for a planned update on development programs for men. I wonder: could these be development programs dedicated to women?


    Hugo tells me that his team just finished the latest season of the “Male leadership” program. He talks about inviting the participants to Deauville to offer them a pleasant setting and improve the training level, because the first sessions met with success as well as a sense of relief. I ask him to tell explain the program to me again, on the grounds that I have a thousand other projects on my mind…


    Hugo emphasizes: “The program is aimed at male executives whose managers are women. It is designed to help them through their career, to better understand female management and to improve their self-confidence.”


    Then he adds: “You know as well as I do that men are sick of all these women in power, they don’t know how to deal with their managers and they need a little boost. Actually, I also need to talk to you about another idea: we are thinking about a new guide on everyday sexism because men are sick of being stigmatized. Some don’t even dare speak and, just last week, two of them called the helpline to complain about questionable jokes made by their female superior.”


    This turn of events is kind of strange. I did not realize it had come to that. When Hugo starts talking about the “glass ceiling” – referring to men’s careers – I opt to dash off to my next appointment.


    Marianne is already there. She looks serious and without further ado starts talking about what is obviously upsetting her: “Isabelle, I have the figures from the end of 2038 and the number of women in supervisory positions has not gone down! We were at 78.2 percent at the end of 2037 and we are now close to 80 percent! We cannot go on like this! We are not doing enough to put an end to this madness and our goal to have 50 percent of male supervisors by 2040 is too ambitious, we will never reach it!”


     


    My head is spinning, I am not sure I understand what Marianne is trying to tell me… I must be hypoglycemic. I head to the cafeteria, and next to it, I discover SUEZ’s daycare center. This is new – great! They even set up a Kids bar with all-you-can-drink organic vegetable juices. I see the group’s employees spending time with their children before going back to work. There is a pleasant atmosphere. I feel like SUEZ’s employees are more relaxed than usual!


     


    On the cafeteria’s TVs, I see world news go by: last night, France’s female football team won against the male team. I can hardly believe what I am reading. My head is spinning, I cannot hear as clearly… what is happening to me?


     


    I wake up. It is indeed Tuesday morning, but in 2019. It is already 6:30 A.M. I need to get to the office; I have a meeting with Hugo to improve our female development programs. Something tells me that we are on the right path and that we need to find the right balance…


    5.2.9.Bargaining for the right use of artificial intelligence


    PHILIPPE VIVIEN


    François Deschamps is dubious. He is going to take part in the most singular negotiation he has been given the opportunity to attend in a long time. He joined a union over two decades ago. He has worked his way up to become one of the main leaders of his organization.


    He is the one in charge of complex cases, those for which there is no immediate or simple answer – negotiations which we have no idea, once they start, where they will really take us once implemented. In short, he is working on complicated topics when what is needed is to find unexpected, sometimes tortuous passageways, as his mentors used to say when he started out as an activist.


    You cannot beat him at this game but, this time, it exceeds all he could have dreamed. He really was not expecting it. A new national bargaining session was launched after a referendum signed by over four million citizens. In the technological language of the old world he knows so well, it is about “new ways of working and equal life trajectories.”


    What a chore! At the beginning of the century, several negotiations helped businesses adjust to what we then called the introduction of “digital technology.” The right to disconnect was secured, telework made it possible to avoid having to going every day to such crowded shared spaces that phone booths had to be installed – he had heard about them from his grandparents but never seen any.


    The labor market today is very different from what was predicted. Full employment is here to stay. Technology has helped make deep changes to the way businesses are run and to working conditions. The pension reform announced in 2019 has sparked off new behaviors. Seniors don’t become young pensioners overnight anymore. They keep working part-time for as long as possible: 68 percent of employees over 65 and 44 percent over 70 are still active.


    Indeed, demographics in Europe and in France have moved according to forecasts. With 72 million inhabitants, France is one of the youngest countries on the continent. Yet, 26 percent of French people are over 65 and only 22 percent are under 20. Jobs have changed and businesses are now looking for new ways of attracting and retaining employees. A hundred and twenty years ago, collective agreements were instituted by law; they have been effectively negotiated for a hundred years. They helped regulate competition and employment conditions within individual sectors. They even led to the creation of seniority bonuses to increase employees’ loyalty.


    These agreements were subsequently criticized as archaic, ill-suited, symbols of the old world, not leaving enough room for true negotiations… what has not been said about their uselessness!


    Today, however, whereas the unemployment rate – calculated using a new method – is close to 2.7 percent, with businesses having more and more difficulty attracting and retaining employees, who can instantly find a new job, we are being asked to think about new solutions. We are far from the former subjects of bargaining, because we truly have to anticipate the consequences ongoing changes will have.


    The Minister’s guidance Skychat is clear: “the development and roll-out of artificial intelligence have been extremely quick over the past decade. The spread of individual increased autonomy software has allowed for the creation of thousands of high-skilled jobs which many employees could not have obtained in the past because of the discrepancy between their skill level and the complexity of these functions.


    However, these measures are owned by businesses, and employees can no longer use them after leaving the company. To this day, these types of software are not available to all employees within a company. Besides, they are not among employees’ ‘transferable’ rights when their employment at the company ends – regardless of the cause.”


    This is a new subject of bargaining of which neither employers’ representatives nor employee representatives have a clear vision. Negotiations promise to be tough and their outcome is uncertain, because the theme is so different from the traditional scope of social dialogue.


    But let us get back to the issue at hand: what is this autonomy software that has so deeply changed the world of work? At first, they were chips or augmented reality systems used in certain trades to improve effectiveness and give employees more comfort and precision. Soon, however, they became the main tools of knowledge and expertise, strongly increasing people’s personal and professional capacities, which has made them a major element of attractiveness during recruitment procedures. Today, applicants do not simply negotiate their salary, working time or their working environment; they also negotiate their access to the individual autonomy software, their content, the frequency of updates and, obviously, the possibility of using them in their personal life as well as their proprietary rights.


    Businesses resisted these demands for a few years but ended up admitting that such software was a major element of attractiveness. Large businesses in particular have in fact tried these tools out in some of their subsidiaries abroad, and have no intention of giving this advantage to startups, which have traded their stock options and foosball tables for these new incentives. Job offers are increasingly clear: “augment your reality” or “with us, you can be autonomous 24/7.” Giving free and permanent access to this software in the recruitment package makes all the difference. Service platforms have also begun to find new partners.


    Many countries have allowed – and even encouraged – the use of individual autonomy software to reinstate workstations that had been completely delocalized or turned over to robots over the last few years. Some even allowed the unrestricted sale of the autonomy software or of exoskeletons in Neurix Stores – high-tech shops that have completely replaced Smartphone retailers. You can try them out in interactive spaces, have them programmed and adjusted to your “natural intelligence” profile. The labor market is changing once again. This is the new pending revolution.


    It is no longer simply a question of using artificial intelligence, it is about its place in our everyday lives. Can we let “muskism” – like Fordism or Taylorism a century earlier – take hold of our present and future? Do we need to guide this phenomenon or let it regulate itself? Is it our role to try and give everyone equal access to these new tools, as was the case for education and vocational training? Some negotiators will not be well-disposed to this prospect and will try to limit access to certain groups, for all sorts of reasons. Is it a factor of exclusion or, on the contrary, of integration and development?


    Several talks with HR directors indicate how ill-at-ease they can be in the face of these topics, for which they are not really prepared. The proceedings of a conference on the future of labor held in Lisbon in 2019, however, showed that there was already considerable interest.


    The emergence of these new challenges is also dividing employees themselves. Should they encourage their widespread use, accept them without bargaining or limit their use? They are certainly incredibly useful and pervasive in their personal life. Finding a synthesis from which to start negotiations was not easy. The same is true for all delegations, for sure. Only one thing is certain at this stage: François has a role to play. As an employee representative, he must ensure that humans remain in control, recognizing that the devil is in the details and that technicians should not be blindly trusted. In any case, he will always be in constant and close touch with his colleagues from around the globe via the new interactive application for which his union received an award in 2038!
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    5.3.Accepting social 
and ethical responsibility


    5.3.1.The first CSO


    YVES BAROU


    He is the first, and proudly so: the first Chief Stakeholders Officer, CSO, who is responsible for all stakeholders – not to be mistaken with the traditional Chief Strategic Officer!


     


    His children were trying to understand why he was always on the move, meeting so many people, how he could – logging in only two hours a day – earn so much! They laughed when they heard his title but he did not give them any more information about this job, which did not seem to amount to much. Without planning anything, they did a quick search and shared what they found.


     


    His title was already used frequently in Asia. It seemed to be the extension of Chief People Officer, and a Wikipedia article showed that, in the past, the job used to be called CHRO – Chief Human Resources Officer – or more simply HRD – Human Resources Director. But this title was abandoned when the earth’s natural resources started running out. It was strange to use the word resource for humans, whose abilities, combined with artificial intelligence, were now unlimited. It was also shocking, at a time when everyone was campaigning for the singularity of humans over machines or energy. A human being was not a resource but the architect, the systems engineer, the only one able to find new ways of developing synergy between limited resources.


     


    In the previous century – though comments and opinions differ – there were other managers with titles like Social Relations Manager or Personnel Director. But was it really the same job? They were confused by the word “personnel” and could not agree on its meaning. It was probably a sort of employee representative, but how was he or she chosen and dismissed? The article did not say. “Social relations” was not clear either, but implied that the person had to be in touch with a company, but which one?


    During this search, they found a reference to working from home that seemed strange. It may have been the first step to the right to disconnect, though the repeated mention of “lengthy travel times” remained inexplicable. They understood “stakeholders”. Actually, for one year, the eldest was in charge of the association that managed the neighboring forest and had therefore been on several boards of directors. His brother was a volunteer representative in charge of social responsibility for his network of engineers specialized in critical systems and was wondering if there was a link with this paid CSO position.


    Their father received their questions from a distance but suggested he would rather explain in person. Another one of his obsessions from the ancient world, always wanting to meet face to face! The first thing they wanted clarified was the term personnel. How could one try to mark out a company, define who is inside or outside, when a company is, by nature, a complicated and moving web of partnerships?


    So when he started explaining that that was precisely the point, that HR managers were taking care of those who were inside – the building, the country, the competency? They did not dare to ask – but that a CSO like him had to take everyone, both inside and outside, into account, he only confused them more.


    They were even more embarrassed when, digging a little deeper, they found debates on the position of HR director, which had since disappeared. Their father had told them about noble tasks, about committees on skills improvement or career moves, about lifelong training, recruitment, the meaning of work, inclusive dialogue – individually and collectively – and about the pride he felt working for his brand. But browsing through forums, they discovered a different reality, that of the enforcer of dirty work. They were shocked when they discovered HR directors who were fearful and required to obey their bosses – in some cases men showing off their male chauvinism; apparently social media was tough, maybe too much so, there may have been better ones, but in any case they became the focal point of a lot of resentment.


    At any rate, according to general consensus, these HR directors had failed to foresee the severe social crises of the 2020s, which shook up western countries right before the big climate disasters. Apparently, the turning point was at the end of the 20th century, when HR directors, highlighting their role as “business partners”, forgot to keep in touch and empathize with those who worked for the company. The texts they found spoke of layoffs more than of professional fulfillment, of sanctions and faults more than of responsibilities.


    These HR directors also failed to foresee the changing power balance between the company and its assets. Skills came to be sought after and businesses had to bid higher to attract them whereas, at the time, it seemed that their primary mission was to close, reduce and sanction. He had always told them that he was in charge of the human side and that it was the most exciting task but, when they watched old movies, they discovered weak and stubborn HR directors, sometimes sneaky and harassers, doormat HR directors, some called them. They were doormats on which the truly powerful wiped their feet and who were tossed after they had been used!


    What kind of undesirable job had their father had? They were overcome by shame. He had gotten through, and it was a good sign, but to do what? Then, randomly or guided by him, they found a text written in 2019, one they could understand, unlike many others.


     


    Its title was: “Extending CSR to the company’s ecosystem.”


     


    “Businesses also have a social and societal responsibility. This statement had been made years ago but CSR had failed to keep its promise, too often remaining a communication tool designed for shareholders and future employees. 


    By 2039, it could become unavoidable and reality will have to match the official principles. This is in fact self-evident for most international companies, who fashioned their new social standards alongside national laws and who, under the watchful eyes of social media, will have to put their words into action. 


    It nevertheless means that all those involved in the company, trade unions included, need to take a wider view and think about the company’s ecosystem. 


    At the time of the energy transition, when everyone is being asked to take stock of their carbon footprint, taking account of before and after, it would be absurd if businesses stayed within the comfort of their legal borders. And HR directors can – must – personify this openness, these ethics. 


    Businesses exert an influence over the territories where they are established. Historically, every SME, every site of a large group had their heart set on being considered a local player. The plant manager was often a local figure. For the company itself, these local ties carried many virtues in terms of recruitment and logistical issues. In large groups, globalization has often moved decision-making centers far away and delocalized many sites even though, when a social plan is drawn up, a revitalization plan is needed. Businesses must find these local roots again. 


    They cannot speak to their employees alone. More and more non-critical functions have been outsourced to other legal structures, even though these subcontracting employees still work on the same site or mission. The recent mobilization of ‘uberized’ employees shows that there is still a sort of working community beyond legal ties, a form of mutual dependency that businesses had better keep in mind. 


    The company’s ecosystem is also made up of its suppliers and subcontractors, whose seriousness, quality and competitiveness impact the firm. More than ever, a company cannot succeed alone. More than ever, the German Mittelstand is proving its strength by developing strict partnership networks that go well beyond reducing short-term costs. 


    As for social matters, businesses need to concern themselves with the fate of these employees in their ecosystem and are testing forms of negotiation in employment areas or industry in order to lay a few joint foundations. The various sectors should have played this part – and sometimes did – but the scope of bargaining should evolve along with the scope of the industry itself. 


    Since the law of 2000 on the reduction of working time and the 2016 labor law, corporate bargaining has made considerable headway in France. However, CSR would now require that this approach be supplemented by taking greater account of externalities and to do so with players that are not in the company: local communities, local union federations, NGOs, and so on. 


    CSR, which till then had remained marginal even if it brought about real improvements in many businesses, now needs to become central, and even to increase the company’s value, which many investment funds are starting to do.”


     


    François’ children did not understand everything, but the notion of CSR (which had by now become essential – Green Equity, the reference magazine, now had a yearly supplement on the topic) and that of ecosystem spoke to them. Their anger was gone, and they were even proud of his clear-sightedness, which was in sharp contrast with all the complaints and debates that still echoed in social media.


    So why not CSO!


    5.3.2.Businesses that do not serve the planet and its citizens will be rejected


    CLÉMENT DE VILLEPIN


    In 2039, the ideological foundation on which Milton Friedman had laid the corporate model after WWII has begun to show its age. The CSR policies implemented by businesses in the beginning of the 20th century had already begun the work of deconstruction. The report that Jean-Dominique Senard and Nicole Notat submitted in 2018 to the ministers in charge of the Energy transition, the Economy and Finance as well as Labor accelerated this trend.


    Sure, everyone’s good will and responsibility to contribute to the common good are key and a part of this transformation but, once again, and beyond our will, necessity knows no law: it is because they have no choice that most businesses are headed that way. Thus, the notion of “extra-financial” quotation, which appeared a few years ago in our companies, has a bright future, even if it will only be one step.


    In 2039, we will no longer talk about extra-financial quotation, implying that other topics were “extras.” In 2039, in a world with over 8.2 billion inhabitants (the UN’s lower forecast) and global warming exceeding 1.5 degrees Celsius, social and environmental ratings will be considered with the same level of scrutiny as financial quotation.


    In 2039, ESG criteria (Environmental, Social, and Governance) will have been more finely tuned. They will be graded and rated the same way as is now done for financial criteria. They will matter as much as financial aspects for investors.


    What consequences will this have for the HR function? In 2039, just as CFOs currently guarantee the company’s accounts to the CEO, HR directors will make sure that the group’s human and social practices are in alignment. Ultimate responsibility will still rest on the CEO, but she or he will also turn to the HR director to make sure that “practices are compliant.” Thus, for a mobility operator, security within its transport systems will of course be evaluated based on the technologies in place (camera, autonomous systems, security systems, etc.) as well as on the behavior of its staff who are responsible for the passengers on the bus. The devices (camera, radar, scanners) used for security, measurement and analysis will enable a quantitative evaluation of most situations and will make it possible, in the event of behavior deemed inappropriate, to challenge the recruitment or training and thus the responsibility of the company.


    For many businesses and for the service industry, the challenge in B2C will no longer be sourcing and recruitment as much as inclusion and personalized training. Thus, after the field of sociology, which played an important role in the development of human resource policies in the past few decades, in 2039 the field of psychology will be preponderant, under the impetus, in particular of but not exclusively, of developments in neuroscience.


    Neuroscience and social media will have become key tools of HRD in the service of diversity. Following on from what we are starting to observe today, social media will give wide access to profiles coming from different horizons than the traditional methods of sourcing had been able to do. Neuroscience will also make it possible, via digital tests and case studies, to evaluate and reconstruct precisely one’s basic personality preferences. These behavioral preferences will become a significant criterion for recruitment, and may even take precedence over occupational skills and know-how, which can be acquired later. For example, in recruiting a driver, preference will be given to someone who can relate easily to others and is able to assess dangers, rather than to a person who likes to take risks and has a lively imagination.


    These tools will enable HR directors to identify candidates from a wide range of backgrounds and whose dominant personality traits correspond to the position sought. Beyond the indispensable process of integration into a job and into the company culture, in future the main challenge will be to include new hires in the company’s diversity. Gender, age, nationality or personal trajectory will vary and will require individual and team work if the company is to operate smoothly and each person is able to find a place where he or she can do good work.


    Once the process of inclusion is successful, and only then, diversity will become a source of enrichment for the entire company. Without this essential work on inclusion, the development of diversity could, on the contrary, cause the deterioration of the social bond which is so important for performance.


    Certain businesses are already facing communitarianism or radicalization of one form or other. In 2039, human beings will have been “compelled” to take on the topic of inclusion as a key performance indicator of the company.


     


    In 2039, in a more regulated business environment, the role of human beings will rest on local knowledge and on partnerships in order to serve as the engines of corporate and social innovation and as a convincing principle for both clients and employees. In the face of environmental, demographic and sociological challenges, and after having been carried along for decades by globalization, the world’s economic activities, while continuing to benefit from a global dimension (in the sense of a sharing of experiences and know-how), will be redesigned starting from the scale of people’s “everyday surroundings”.


    In this way, the “territorial human function” will play a key role in the area of employment, training and CSR within the company’s territory, in particular by developing local and international partnerships that are at the service of the company’s corporate and social performance. In sum, as the company plays a heightened social and territorial role, the human level will be linked to territorial players, be they public, private or communal.


    In a world organized around “everyday surroundings”, and where social and environmental rankings will have come to occupy a place equivalent to financial quotation, the social responsibility of the HR director will see a twofold evolution. First, the HRD will have to foster innovation, experimentation and territorial social operations as a key element in the daily performance of the company’s business. Next, he or she will put in place, within a more highly regulated environment, measures making it possible to guarantee to investors and various stakeholders compliance with corporate and social norms as a key element in the sustainable performance of the company.


    5.3.3.Corporate social responsibility can no longer be overlooked!


    LOÏC MAHÉ


    Throughout the past few decades, there have been more and more CSR (corporate social responsibility) programs in businesses, starting with the biggest, which used them as a vector of internal mobilization and external communication. They meet employees’ expectations and more generally those of all citizens who wish to better assess the role and impact businesses have on their daily lives.


    These processes show a degree of progress in economic life, but they could have a limited impact and prove disappointing if they do not truly change the way businesses operate. Currently on the fringe, they will be unavoidable in 2039!


     


    The 2008 financial crisis and the rise in environmental concerns have increased awareness among boards of directors and executive managements regarding the need to go beyond Milton Friedman’s assumption that “the social responsibility of business is to increase its profits.”


    The development of socially responsible investment funds (SRI), the creation of foundations and the fact that some CSR managers now sit on executive committees are gradually shaping a new landscape for modern capitalism – more ethical, more open to societal, social and environmental issues. Businesses such as L’Oréal are investing into ambitious CSR policies. The group was recently named best performing company on the Green Ranking published by Newsweek. Larry Fink, CEO of the powerful investment fund BlackRock, said: “To prosper over time, every company must not only deliver financial performance, but also show how it makes a positive contribution to society. Companies must benefit all of their stakeholders.”


     


    Management practices are also bound to change in order to free businesses and invert pyramidal organizations such as Michelin. For several years, the tire world leader has been rolling out a major restructuring program for its production apparatus based on production lines’ right of initiative. These changes are particularly significant in France, where the historical antagonism between capital and labor is very strong. The idea of gathering around a joint project is clashing with old prejudice.


     


    Yet, it seems that the time has come to turn a corner. Laurent Berger, general secretary of the CFDT, has clearly stated what the largest trade union in France wants: “companies are working communities where employees take part in the creation of wealth. But sharing wealth is not enough – power also has to be shared.”


    For their part, more and more business executives openly state that they heartily want to change their leadership style. Antoine Frérot, head of Veolia, said: “a company only prospers if it is useful.” Philippe Bessa of Crédit Agricole, stated: “businesses that do not hop on this train will be in grave danger.”


    The global power achieved by technology giants and the rise of environmental concerns are also forcing all economic and political players to think urgently about new forms of regulation. CSR programs have started to incorporate the acceleration of these profound changes, and it is a good thing, but they also bring out the inherent limitations of current business models. They are still subject to the demand to produce short-term financial results. For this reason, CSR initiatives often look like supplementary procedures, acting like the auxiliary engines of a space rocket – they help adjust the trajectory but will never replace the main engine.


    To overcome this paradigm, new pathways are appearing that take into account all of the company’s constituent parts.


    In the US, a lot of businesses have adopted the B Corp certification. With this procedure, they are driven to add social and environmental goals to their articles of association. Drawn to this trend, about 30 states have passed a law introducing the Benefit Corporation status, a way to force financial players to highlight firms’ long-term missions. We do not yet know if this system will work but it does indicate that new paths are opening to truly make market stakeholders accountable.


    In France, the Notat/Senard report was a real turning point in 2018, prelude to the PACT Act. Suggesting that lawmakers create a new status for mission-oriented companies, the report’s authors brought this debate to the center of the debate on the changing role of companies. The Act passed by Parliament did not include all of their proposals, but businesses that want to stand on a global accountability status can now do so.


    Several businesses have already taken the plunge, asking their board to validate their raison d’être. Some, like Danone, have gone even further. The food company aims at generalizing the B Corp certification applied in its US subsidiaries and has recently launched an employee profit-sharing plan via generalized shareholding. Danone CEO Emmanuel Faber said, “changing corporate governance is the only way to change the world.” Meanwhile, the group has closed its CSR department, “to avoid the suggestion that CSR is a problem for ‘others.’”


    The debate is open; the point is to determine whether CSR can grasp all the changes happening in a company which are needed to face pressing concerns linked with globalization, communitarianism and environmental stakes, or can determine whether what is needed is a reconstruction of the very principle of the company.


    Too often used as a cosmetic solution, CSR is thought to mask the need to take account of the company’s mission as well as for shared governance between shareholders and other stakeholders, sharing added value, ethical management and employees’ social and human development.


    Future answers will determine the role democratic businesses can play tomorrow. CSR will no longer be cosmetic or optional.


    5.3.4.Understanding one another inside and outside the company


    PETER VAN DEN STEENE


    Language is the ingredient that makes us uniquely human and endows us with skills and possibilities far beyond anything any other living creature can hope to achieve. Although language is at the core of every human activity, it comes so naturally to us that we use it without being aware of its intricacies most of the time. That is, until we work in a global business environment: then we suddenly become aware that language can be a potential barrier to our ambitions and to the expansion of our activities. It can become a hurdle.


     


    In an ever more globalized world, some optimists in the corporate world (or should we call them radicals?) are dreaming of a world where fewer and fewer languages are spoken. The most daring would even like to see a monolingual world! But is such a world really what we want? And would it even be good for business?


    The German philosopher Martin Heidegger famously referred to language as “the house of being”, by which he meant that our language determines our very identity and the space in which we are live, think and express ourselves. Were the attempt to wipe out most – or all! – languages to succeed, what would it do to the social climate in companies? What would it do to the relationship that organizations have with their customers, employees and business partners? How would it affect the way companies interact with their environment? For one thing it would affect sales opportunities on different markets, since even though the business world may dream of a monolingual world, public opinion tends to disagree. And wait... where do most businesses make their money? That’s right: with hugely diverse populations.


    While it is true that English has become the “lingua franca”, studies prove that people are still much more likely to buy something or engage with an organization when they are addressed in their own language, and this is unlikely to change in 2039!


    It is a conundrum: when you really want to engage with your target audience, you need to communicate with them in their own language. As Nelson Mandela so beautifully put it: «If you talk to a man in a language he understands, that goes to his head. If you talk to him in his language, that goes to his heart.» However, languages becoming extinct is not the only threat that we are facing. With the huge developments in technology and AI, the need to speak and understand different languages might simply evaporate.


    Suppose a chip is implanted into people’s brain (which can already be done) that handily translates into any language and from any language back into their mother tongue: would they still want to go to the trouble of racking their brain over learning a new language? Many people would gladly give up and do something else instead.


    But the worst of all is that all of this means that we are progressively outsourcing more and more of our uniquely human language skills to technology. And in the process our “house of being” becomes poorer and poorer. The danger is not that machines will communicate more and more like humans but that humans will communicate more and more like machines. This is why the question whether business languages will survive in 2039 is a very complicated one. Even the best replies will never be more than an educated guess, since no one has a crystal ball to show what the world of 2039 will really be like.


    Many things have been written by academics, researchers and futurists but as you might have guessed, they do not agree on what the linguistic landscape of the future will look like. Most do concur in saying that Chinese will be the first language that businesses will need to communicate with their customers, followed by Spanish (already spoken in some thirty countries today). English, which will remain the “lingua franca” of international business communications, will be relegated only ranks third so it seems like a wise decision for businesses to start providing Chinese language training right away!


    Researchers also suppose that by the end of the 21st century, 90% of the 7000 languages currently spoken in the world will be extinct or in danger of disappearing from the face of the earth. But that again seems to be overtly «optimistic» as it appears highly unlikely that the population at large will abandon their local languages in view of adopting the lingua franca. And even if they will speak one of the dominant languages in a professional environment, when it comes to engaging with them and to winning them over, companies will more than likely still need to communicate in local languages.


    But spoken and written languages are not the only ones that are in danger or faced with tremendous change. Human interaction requires another form of language of which we are mostly unaware, but we all use it. Body language is responsible for 55% of human communications. Understanding non-verbal communication is crucial for anyone. Since businesses are dependent upon successful communication with others, failing to interpret body language could lead to flawed deals, misunderstood messages, etc., which might end up costing the organization loads of money in lawsuits and conflicts.


    In 2039, however, most meetings and conferences will more than likely happen over new communication technologies. We are already seeing this trend today: webinars and teleconferences replace many face-to-face meetings because people do not want to travel anymore for ecological reasons or to save time.


    What happens when we are no longer sitting together in meeting rooms is that it becomes increasingly difficult – if not outright impossible – to read other people’s body language. Research clearly shows that misunderstandings and misinterpretations are much more frequent during webinars and online meetings, leading to more conflicts. While this trend is here to stay, what is most urgent is to prepare people for this almost «inhuman» way of engaging with friends, colleagues and audiences. Studies show that most problems arise because the majority of users are completely unprepared for this new mode of interaction; when things go wrong, they prefer to blame the technology instead of themselves.


    We need to re-educate people in the subtle art of expressing feelings, emotions and nuance from a distance and over computer screens or other interfaces. But even if we were to succeed in doing this, a lot more change is coming. The old ways of interacting will simply be disrupted by 2039.


     


    We are already seeing the first totally virtual meeting environments with participants putting on virtual reality helmets to attend without so much as moving from their chairs. In 2039, not only will they be able to attend events from the comfort of their office or home (will there still be a difference between them in the future anyway?), but they will even be able to participate in meetings whilst adopting another body for the occasion.


     


    These virtual bodies that differ from our fleshly selves are called «avatars» and it is easy to see what enormous problems we will face when it comes to interpreting the body language of someone who is both himself and not. Is this a cause for despair? I certainly do not believe so, as technology used in the right ways can greatly enhance both spoken and written language use whilst enabling us to express ourselves in ways that today are inconceivable today at the time of writing.


    The key is to make sure technologies empower us and enhance what makes us uniquely human: our creativity and imagination. Some futurists are already predicting that the current Information or Digital Age will be followed by the Age of Imagination. Would this not be wonderful? But our imagination will always need language to share our musings with others – something machines will never feel the need to invent.


    Many more forms of human interaction will be invented by 2039, but the challenge is to both increase our efficiency and to preserve the rich and diverse linguistic heritage of the human race.


    5.3.5.There will still be HR managers in 2039


    ISABELLE SENETERRE 


    Yet we may well wonder. HR activity will be digitalized, processed, disintermediated. Businesses will no longer have organization charges; they will work in project mode, there will be no workplace, many people will work on a task by task basis. Individual or collective claims will have superseded union negotiations.


    However, HR processes cannot replace common sense. The working community will not operate effortlessly. People need other people’s support. More than ever, we will need human resources managers.


     


    In 2039, we will most probably have been invaded by HR processes, charts and KPIs. On the one hand, this will help support the digitalization and disintermediation of many activities. On the other, it will allow businesses to justify the merits of their actions. It will be mandatory if businesses want to reach a non-financial rating allowing them to have access to markets and to avoid reputational and legal risks. Therefore, HR directors will be in charge of processes. But stopping there would be dangerous: good form does not always guarantee good substance. Green KPIs can be like watermelons: green on the outside but red on the inside.


    Fragmenting activities is not (always) the best way to achieve one’s goal. To build a good boat, it is better to know the sea than to read an instruction manual! Common sense means adjusting the path to the goal, taking account of human alchemy, which I do not think can be modeled; all this will have to be prioritized in the way the company works. This means we will still need HUMAN resources directors.


     


    Creating the corporate community will be more difficult. Working from home will be a standard practice; we will have coffee over Skype. Salaried employment will no longer be the normal relationship with the company. Most claims will be made by individuals or small groups representing certain occupational groups or minorities.


    Yet, the need to find ways to bring individual interests in line with the company’s interests will remain. HR directors will be the vital advisors on the organization of labor and labor relations. They will rely on workers’ increasing desire to create meaning. Displaying values and purpose will not be enough if they are not put into practice in everyday activities. Consistency, a shared culture in a complicated and conflicting environment will be necessary. Once again, we will need HR directors.


    Individual management will be important: to guide and advise managers who have to run dislocated organizations. In order to win the global talent war, it is important to attract and retain those with skills in leadership, training and problem-solving in complicated environments that will need tailor-made solutions. Also, we cannot forget those who have lost their bearings, because not all workers will be digital natives in 2039, not all will have studied abroad…


    Even more than before, the company will remain a major institution. It will have taken over from States on matters of health, retirement, and so on. It will be a favored community, useful for a balanced society. There will still be HR directors in 2039.


    5.3.6.HR will have to be the ‘moral compass’ of business 


    STEPHEN BEVAN


    HR directors have always been told that they need to improve the support they give to business. The true tests of success are whether business performance is improved and whether the business strategy is made easier to deliver because of the ways HR practices are formulated and delivered. The idea that business leaders and their HR colleagues might, on rare occasions, be on opposite sides of an argument of principle rather than practice may still be hard to conceive.


    However, since the global financial crisis, there have been several examples of ethical dilemmas which businesses have struggled to navigate. These have raised issues about the role of the HR profession in being a principled player in a sometimes very complex game. But is it fair to expect the HR profession to be the ‘moral compass’ of business? Are today’s concerns about business ethics the true test of whether HR has any strategic influence over business strategy and corporate behavior?


    Of course, HR has always had an ethical ‘stewardship’ role in organizations. Most employment regulations, for example, are intended to set minimum standards of conduct which have at their core an ethical underpinning based on standards of decency and fairness. Yet we all know managers who are frustrated and impatient with the restrictive rules of HR. When this expresses itself as good-natured tussles over an appraisal rating, or a manager’s desire to promote a favored candidate without jumping through the ‘hoops’ of due process, it is all part of the landscape of modern HR practice. But when there is something more sinister and systemic going on in a business, what role can or should HR play in preventing or mitigating an ethical ‘meltdown’?


    First, there is the matter of leadership development. Most large companies invest heavily in this and they know very well the kinds of competencies, behaviors and values which drive employee engagement and deliver high-performance working and results. Yet the process for appointing the most senior leaders can sometimes ignore all of this good evidence and use criteria which can subvert or contradict the leadership principles espoused and used by the rest of the business. While this does not always result in unethical decisions or behavior, it can often represent a point at which HR influence over good practice evaporates or is too easy for company executives to ignore.


    A second area of potential contradictions is executive remuneration. It is still far from clear in too many cases whether the deliberations of some remuneration committees are informed in any substantive way by the advice of HR specialists. The risks of bonuses or share options containing irrational incentives or focusing too much on short-term gain or ignoring the wider principles of distributive justice within the organization are well-documented. The recent trend towards companies buying back shares is an example where a number of ethical questions have been raised. If these buybacks have the effect of inflating share prices and shareholder returns, and if these metrics are also used to drive executive bonuses and long-term incentive plans, what role are HR professionals playing in making sure that this practice is at the very least transparent or (preferably) beyond suspicion ethically? Such is the public concern about the post-crash widening of the pay gap between senior executives and ordinary workers living on stagnant wages, that HR faces a major challenge if it is to re-establish a credible and moderating influence in this regard.


    Next, there is complicity through inaction. There have been a few organizations in the recent past where HR professionals saw systematic bad practice or turned a blind eye to unethical decisions driven by aggressive business targets or the survival instinct. For example, in some parts of the financial services sector prior to 2008, both in the USA and in Europe, the creation of a number of complex and sometimes ethically dubious products such as sub-prime mortgages and credit-default swaps were intended to maximize short-term profits and bonuses. In the absence of agile external regulatory oversight, some have argued that HR directors should have asked more searching questions before approving the remuneration components of such schemes. While these things are never clear-cut, it might be argued that more willingness to speak out by some HR professionals might have had a mitigating effect in the years before the global financial crisis.


     


    Businesses now find themselves in a period of critical self-examination and unprecedented external scrutiny. HR has one of its best opportunities to become a more confident ‘moral compass’ for CEOs. This should not be about hand-wringing piety, nor should it be about being a ‘referee’ in an over-simplistic battle between ‘good’ and ‘greed’. It should, however, be about helping business to rediscover its legitimacy and to reassert its positive impact on the society it seeks to serve.

  


  
    Conclusion


    Innovating for humanization


    YVES BAROU


    “The end of our world is close. A couple decades at the most,” said Agnès Sinaï, Pablo Servigne et Yves Cochet in Le Monde, for the opening of a newspaper series on “Living with the end of the world.”


    Of course, it was mostly an approach focused on the evolution of the Earth system, which is not the topic of this book. However, this apocalyptic view influences a lot of reactions, comments and actions, even for social matters.


    Dystopia is triumphant, mobilizing utopia is collapsing, collapsology is in vogue and it increasingly feels like everything is going wrong, from bad to worse, that everything was better before. This negativity is not always justified, often fueled by an idealistic view of the past and by present fears. Change is indeed considerable and its pace is disconcerting, but irrational fear of the future is a useless obstacle.


    We have actually never had so many resources to take action and find solutions to the many challenges that besiege us. This is why this social fiction book is optimistic – not to distill a false sense of passive serenity.


    All the analyses and outlooks in this collective volume are proof that the future can be anticipated, that disaster can be avoided. In this respect, businesses have a major responsibility. They are a part of society. Their negative externalities are often mentioned but they can also be positive. They clearly have a role to play, one that no State can fulfill in their place, whether mastering and humanizing the digital realm or ensuring a smooth energy transition.


     


    It all comes back to one key point – the place of humanity. In this respect, the signs are contradictory, proving – if proof is really needed – that the future is open, the worst is side by side with the best, the most inhumane tradition with the most promising innovation. The digital is often a useful scapegoat to justify practices that were born long before.


    Provided that one does not turn one’s back on European traditions, the company can thus fulfill the role of social innovation that is essential for all of society – a role of humanization. In so doing, it would regain a legitimacy that it has partially lost.


     


    Paris, Summer 2019
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