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 SWP allows you to design the workforce of the future  
to deliver on strategic priorities.

 Takes into account wider developments  
(scientific, technological, societal etc.)

 Is an agile and continuous process that aligns with business, 
financial and strategic planning.

 Is assumptions based, but data driven.

SWP allows you to have01

02

03

04

the right people .....

with the right skills…..

in the right place…..

at the right time….

at the right cost.

MoJ Strategic Workforce Planning (SWP)

Overview
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MoJ Strategic Workforce Planning (SWP) stages

Overview
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01. Situation 
assessment

• Data audit

• HR workforce 
planning 

• Dashboard

02. Strategic direction

• Mission, objectives, 
strategy and tactics 
analysis

• Role segmentation 03. Future workforce
• Megatrend analysis
• Scenario planning and 

modelling

04. Implementation 
planning

• Gap analysis

• Action planning

05. Measuring success

• Governance

• Monitory progress

Overview

MoJ Strategic Workforce Planning Model
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Megatrends overview

A changing society

A new 
technological age

The power of 
the individual

New rules and 
relationships
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Megatrends overview

What are they?

• Driving forces (economic, societal, environmental, behavioural etc.) that 
define the world today and that of tomorrow. 

• Evidenced based and allow us to understand what we know about a 
likely future. 

• COVID-19 has had a dramatic impact on life in the UK that is rapidly 
advancing the effects of these megatrends, creating new risks and 
opportunities for the future workforce

Why do we do it?

• Provide insight into changes that are predicted to affect our workforce.

• Brings to the fore opportunities or challenges that may have otherwise 
been overlooked during planning.

• Provides workforce context for most likely future business scenario 
planning activities.

Relevance to our justice system

We have narrowed down over 200 global megatrends to the 35 which are 
most relevant to the UK justice system. This document summarises these 
trends into four themes which will be important for teams to consider 
when developing policies, strategies and programmes to ensure that they 
are future proof.
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A new 
technological age

Megatrends affecting the future of work

• Areas of new technological developments
• Tasks not jobs
• Skills demands
• Life-long learning
• Hybrid working 
• Key points
• SWOT
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A new technological age

Internet of Things (IoT)

More everyday devices are becoming equipped with technology allowing 
them to communicate with one another. This is having a profound impact 
on the way in which people live. Transportation, Home Life, Security, 
Research, and Work are already changing due to the interconnectivity 
afforded by new technology. 

Artificial intelligence (AI)

AI covers the use of any technology to complete tasks that are generally 
considered to require human intelligence. Applications include voice or 
facial recognition, language translation, automated filtering, chat bots and 
more.

Machine learning (ML)

A subset of AI applied to algorithms and data models that improve in 
functionality over time. ML enables algorithms to perform a specific task 
without the need for an explicit set of rules, relying on inference to identify 
patterns.

Robotics

A branch of technology that deal with building programmable machines 
that are able to carry out a set of actions autonomously or semi-
autonomously.

Areas of new technological developments

Smartphones

Wearables

Voice Assistants

Smart Fashion

Hearables

Personal IoT 
Devices

Home IoT 
Devices

Hubs & Controllers

Lighting & Climate

Entertainment Devices

Home Appliances

Smart Plugs, Meters 
& Charging

Cloud & Data 
Analytics
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A new technological age

Automation does not equate to job destruction. Whilst technology has the 
capacity to automate certain tasks this does not translate to completely 
automating roles, and many roles are likely to be augmented with a select 
number of processes automated.

It is expected that the future of work will require more time spent on 
higher cognitive tasks requiring social skills such as empathy and leadership 
in addition to strong technical skills to make the most of the opportunities 
afforded by new technology. Tasks requiring physical and basic cognitive 
skills are predicted to see the highest levels of automation, leading to a 
decreased demand for these skills.

Tasks not jobs



Megatrends affecting the future of work 11

A new technological age

Automation is predicted to affect lower skilled tasks first, however could 
potentially boost employment in non-transferable service sectors such 
as hospitality. Other roles that are predicted to see an increased demand 
typically rely on soft skills, such as social skills, communication and 
empathy. Social services and welfare occupations are predicted to see an 
increased demand in the future of work.

Many of the roles within the MoJ that are predicted to see a decreased 
demand due to automation and the capabilities of new technology are in 
administrative and customer service occupations.

Skills demands
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A new technological age

There is a wide body of literature on individual differences in preferred 
learning styles. By understanding why individuals want to access learning 
and development opportunities and recognising their often contrasting 
needs could allow organisations to design more effective ways of upskilling 
their workers to meet future requirements.

It has been suggested that having a wide array of options available 
and allowing employees to have a say in the skills they develop could 
significantly boost employee engagement as well as future proofing the 
workforce.

Younger workers typically view learning 
opportunities as critical to future career 
prospects, whilst older workers also value these 
opportunities for personal development.

As technology evolves and changes the way people work, the skills required 
to thrive are predicted to change just as rapidly. Life-long learning is seen 
as critical to addressing the future skills gaps, and is consistently rated 
as a significant factor of engagement at work for employees of all ages. 
Employees at different stages of their career may value these opportunities 
for different reasons, but they are seen as equally important to engagement 
and well-being at work.

Life-long learning
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A new technological age

Technology has allowed for non-operational staff to continue to work 
flexibly throughout the pandemic and could reduce the need for traditional 
estate in many areas of the MoJ. Initiatives such as Places for Growth and 
Smarter Working policies will reduce the need to be physically present in an 
office regularly and change the way that we use office space. It is likely that 
office buildings will become collaboration spaces used for more meaningful 
work as remote working opportunities increase. 
 
Hybrid working and increased use of technology have many tangible 
benefits to wellbeing and productivity. A reduction in time being spent on 
basic tasks, commuting and accessing information have all been shown to 
promote productivity and wellbeing in the workplace. 
 
There are also concerns that if not implemented correctly that these 
could have a negative impact on the workforce. Isolation is a key challenge 
related to increased remote working and is particularly relevant due 
to social distancing measures in the UK. Addressing this issue will be 
fundamental to promoting wellbeing and productivity as we move into new 
ways of working. Employees must be equipped with the right skills to make 
the most of technology, sharing information and collaborating in new ways 
whilst simultaneously being extra conscious of data security. 

Hybrid working
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A new technological age

• New technology will replace basic cognitive processes

• Specific tasks are likely to be automated rather than 
whole jobs augmenting the way people work

• Higher cognitive skills will be in demand, less manual 
labour

• Technology will continually advance; our learning will 
have to adapt to suit

• As well as the opportunities afforded, we must be 
conscious of the risks associated with increased use of 
technology

What are the implications for the 
People Group workforce?

Key points
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A new technological age

SWOT

Strengths

Opportunities

Weaknesses

Threats
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A changing society

Megatrends affecting the future of work

• International migration
• Multigenerational workforce
• An ageing workforce
• Social fragmentation
• Rural vs urban 
• Key points
• SWOT
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A changing society

International migration is expected to account for more than half of 
population growth in the UK over the next 10 years. The two most 
common reasons for migration to the UK are study (36%) and work 
(35%). Numbers migrating to the UK for work have fallen in recent years 
due to fewer EU nationals migrating, but net migration is still high due to 
migration from the rest of the world. 

London has the largest proportion of migrants, accounting for 35% of 
the UK’s migrant population as a whole. Jobs moving to other areas may 
result in increased migration across the UK, however this may take time for 
communities in these areas build. Migration is also changing the religious 
landscape within the UK. Religion can form a major part of people lives 
and is often associated with questions around justice. Designing services 
and job roles that allow service users and staff to observe their faiths could 
become increasingly difficult as religions become more diverse.

International migration

Source: Office for National Statistics



Megatrends affecting the future of work 18

A changing society

As life expectancy has grown, people have needed to stay economically 
active later in life. This will affect the demographics of the available 
workforce as well as service users. Over the next 10 years young people will 
still be entering the workforce for the first time, but the average age of the 
workforce is predicted to pass 40 years old by 2030.

This could mean that up to 5 generations may be employed in the same 
workplace. Younger workers are generally seen as being more tech savvy 
but lacking some of the softer skills needed to progress their careers, 
such as leadership and relationship management. Having such a diverse 
workforce with different needs and expectations would raise new questions 
related to employment such as pay and reward and ways of working. 
Maintaining equality with such a diverse set of workers and encouraging 
collaboration and cohesiveness are likely to be key challenges for 
employers in the future.

Multigenerational workforce
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A changing society

As the average age of the population in the UK increases this is likely to 
have a similar impact on our workforce. People staying in work longer 
could result in more reasonable adjustments to be made in workplaces and 
with working patterns as well as increased sickness absence. 

Evidence suggests that while older workers are not likely to take more time 
off and have been found to take less frequent sickness absences. However, 
older workers are more likely to suffer from chronic health problems which 
can result in long term sickness absences. We may also have to contend 
with an increased demand for workers to perform caring roles in their 
personal lives putting further strain on the workforce. Having flexible 
working policies for absences, work patterns and increased use of hybrid 
working would help to alleviate some of these stressors.

An ageing workforce
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A changing society

There is also potential for society to become more fragmented over the 
next few years resulting in new questions for the justice system. 

Increased international migration, ageing rural populations, and internal 
migration for work and could result in more tribalism with groups of people 
holding very different values, attitudes and expectations of justice.

Society could fragment along geographic; but also religious, political or 
cultural lines; with technology allowing people to associate with those 
who hold similar values to their own. There may be a need for increased 
mediated justice to ensure all areas of society have equal access to a fair 
justice system

As society becomes increasingly diverse, demands on public services 
may change. Ensuring equal access and representative justice will be key 
to the future legitimacy of the Ministry of Justice. A more diverse and 
representative workforce may be required to meet the varied needs of a 
future society.

Social fragmentation
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A changing society

Some areas of the UK are ageing considerably faster others, in particular 
rural areas, with the average age in rural settings is nearly a decade older 
than in major urban areas. As a result, public services in rural areas may 
have fewer overall service users due to population density but be under 
increased pressure because of their demographics. There are already 
noticeable inequalities in the UK when comparing geographic regions. 

Average earnings are at their lowest in predominantly rural areas and are 
at their highest in London. Jobs moving away from London to other areas 
of the UK may help to address this imbalance which is supported by the 
Levelling Up agenda and initiatives such as Places for Growth and National 
by Default recruitment.

Rural vs urban
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A changing society

Key points 

• International migration is likely to change the 
demographic make up of the UK

• As the average age of the population gets older and 
people stay in work to a later age we will experience 
multi-generational workforces

• Rural areas are expected to age faster than urban areas, 
with these locations already having less access to public 
services

• Society could become much more fragmented along 
cultural, geographic and socio-economic lines leading to 
more tribalism

• The changing religious landscape in the UK could require 
further advisory bodies to ensure equal access to justice

What are the implications for the 
People Group workforce?
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A changing society

SWOT

Strengths

Opportunities

Weaknesses

Threats
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New rules and 
relationships

Megatrends affecting the future of work

• Changing work patterns
• Changing expectations of employment
• Homeworking and employment
• Flexible working
• Homeworking at the MoJ 
• Key points
• SWOT
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New rules and relationships

As people are staying in work later in life it is possible that the number of 
people working with health conditions will increase. An ageing population 
could also increase the pressure on younger people to act in caring roles 
for older relatives. This could result in an increased demand for flexible 
working hours in the future, a trend that has already been observed over 
recent years. Younger workers in particular value greater control over 
their working lives. As demographics in society shift and technology 
increases our capacity for home working and collaboration, a new type 
of employment may become the norm in all sectors including the justice 
system.

More people are now engaging in independent work as this allows them 
to have complete control over their working patterns. There could be 
opportunities to review our employment model in order to access this type 
of worker on a more ad-hoc basis. This could help the MoJ to cover itself 
operationally whilst providing increased flexibility to our staff.

Types of flexible working

Changing work patterns

Part-time

Term time work

Home / remote 
working

Job share

Flexible start & 
finish hours

Compressed hours
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New rules and relationships

As individuals come to expect greater control over when and where they 
complete their work, it is also likely that what they are looking to get out 
of their work will shift. The traditional view of a career is beginning to 
lose appeal to younger workers who are less likely to show loyalty to an 
organisation and more willing to change roles and even industry to get 
more out of their working lives. 

The Ministry of Justice has made positive steps towards designing an 
attractive workplace for the future in many areas, however, this is not 
always possible. Flexible working arrangements and other benefits that 
promote employee wellbeing are common within the justice system; 
perhaps most notably MoJ HQ; but is harder to implement for operational 
roles that require uniquely skilled workers in specific locations. 

Designing job roles and an employee offering that will appeal to individuals 
in the future world of work is likely to be a significant challenge across the 
entire MoJ.

Changing expectations of employment

How workplaces have evolved

Source: Deloitte analysis
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New rules and relationships

The employer-employee relationship has changed dramatically as a result 
of home working measures introduced in the face of the pandemic. The 
approach that different sectors are taking to ‘return to office’ highlights 
how business need will dictate how quickly if at all employees will be 
required to return to a base location. As an employer, the MoJ has large 
numbers of operational staff that have been required to attend a workplace 
throughout the pandemic, but many non-operational staff may prefer to 
continue working remotely.

There is a growing body of evidence in the US that employees are 
embracing home working. One study found that 39% of workers would 
consider leaving their roles if they were required to return to an office full 
time, with this figure rising to 49% among Millennials and Gen Z. There 
are obvious differences between the UK and US in terms of regulation and 
working cultures which mean that this figure is likely to be lower in the UK, 
but as an employer it is something that we would need to be conscious of 
when mandating people to return to the office. 

Homeworking and employment

Current working arrangements and future remote working intentions, businesses not 
permanently stopped trading, weighted by employment, broken down by industry, 
UK 5 April to 2 May 2021

Proportion of businesses who intend to use homeworking as a permanent business model 
going forward (%)

Proportion of businesses currently working remotely instead of at their 
normal place of work (%)
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New rules and relationships

We must be conscious of the demand for people to work 
more flexibly. With news that Scotland is due to trial a 
four-day work week as seen in other countries such as 
New Zealand and Iceland, there could be more demand 
for our workforce to work in such a way. The use of non-
working days and flexible working is already instilled within 
the MoJ’s non-operational workforce but we could see 
increased demand in operational roles. This will present new 
challenges to managers to balance the workforce

Allowing workers greater flexibility in when they work has 
been shown to increase happiness and motivation in the 
workforce without a loss of productivity. Greater autonomy, 
higher trust, more space for creativity and better quality 
contact time are all highlighted benefits of allowing workers 
to have greater flexibility in their working lives.

Flexible working
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New rules and relationships

Results from the People Survey show slight improvements in responses 
around Resources and Workload from previous years although still below 
the Civil Service Benchmark. Many employees are embracing the benefits 
of home working (although this is not always possible for operational 

staff) and so as we move to more hybrid working practices we will need to 
provide our employees with equipment and information to perform their 
roles autonomously as well as give them the tools to manage their time 
effectively outside of traditional working environments.

Homeworking at the MoJ
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New rules and relationships

Key points

• People’s expectation of employment is changing with a 
greater demand flexible working

• People are looking to get more out of their employment 
and are willing to change roles, organisations and careers 
to achieve this

• Homeworking requirements as a result of the pandemic 
have significantly shifted views on the need to attend a 
regular workplace

• Employers and employees have both reported increased 
productivity and wellbeing as a result of remote working 
but more can be done to promote collaboration and 
career progression

What are the implications for the 
People Group workforce?
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New rules and relationships

SWOT

Strengths

Opportunities

Weaknesses

Threats
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The power of  
the individual

Megatrends affecting the future of work

• Changing attitudes towards well-being
• Expectations of personalisation
• The power of the individual and the MoJ
• Attitudes towards homeworking
• Trust within the MoJ 
• Key points
• SWOT
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The power of the individual

As power shifts from traditional institutions towards individuals, attitudes 
within society are increasingly able to shape and inform government 
policies. There has been a dramatic increase in the awareness of mental 
health problems over the past few decades, and mental well-being is 
now one of the most important factors influencing the world of work. It 
is predicted that by 2030, there could be up to 2 million more adults in 
the UK with a recognised mental health problem. As attitudes in society 
shift, the rules of employment to need to change in order to align with the 
expectations of the workforce.

Recent years have seen a surge in the number of recognised mental health 
issues, with wellbeing fast becoming a key issue for many people in society. 
As the public have such a large influence in determining the purpose of the 
justice system it is likely that our services will need to adapt to protect the 
interests of a changing society. 

Changing attitudes towards well-being

What conditions do you associate with mental health in 
the workplace?
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The power of the individual

As people are increasingly able to decide how, when and where they access 
goods and services in the private sector, it is likely that they will come 
to expect the same from public services, including the justice system. 
Emerging technologies such as Artificial Intelligence and Machine Learning 
offer opportunities to instantly perform simple operations and collect 
information from individuals that can be used to personalise services.

The UK has already implemented reforms in the social care system to 
provide more personalised services. Individuals can choose the level of 
control that they have over the services they receive, with some preferring 
to organise care themselves while others relinquish control to local 
authorities. This is a move away from the ‘one size fits all’ approach to care, 
which requires individuals to fit in to predetermined support systems that 
may not meet their specific needs.

Evidence suggests that it is possible to transfer the concept of 
personalisation to criminal justice services, however these approaches are 
likely to be much more time-consuming and require high levels of personal 
discretion to balance choice with risks of criminal behaviour.

Expectations of personalisation
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The power of the individual

The Ministry of Justice is likely to face increasing expectations to provide 
more personalised services, and the ability to deliver on these expectations 
will be critical to informing public perceptions. Failure to live up to this 
standard may undermine trust in the system.

More power shifting towards individuals and an increasing expectation 
for personal and responsive services is predicted to fundamentally change 
the way that justice is delivered in the UK. This would not only have 
a profound impact on the services provided by the UK criminal justice 
system, but also the skills required to deliver these services and headcount 
required. 

It is likely that the public will demand more personalised services, meaning 
that the delivery of effective services could become much more difficult 
and time consuming. Effective communication skills, empathy, and 
relationship management could potentially be key areas needing to be 
developed for staff across the entire justice system. Emerging technologies 
may be able increase the capacity of employees to faster responses, 
however, the skills required to provide the level of service expected will be 
a key concern for our workforce. 

The Power of the Individual and the MoJ
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The power of the individual

Research has shown that those with higher remuneration packages were 
more likely to expect to continue embracing hybrid working practices. Even 
before the pandemic, those who were able to work remotely at least part 
of the time were on average paid more than those who weren’t. Figures 
from the ONS show that those working remotely were less likely to be 
promoted or receive bonuses, but completed more unpaid overtime per 

week (6 hours) than those in an office (3.6) and also had fewer sickness 
absences (0.9% compared with 2.2%). This is reflected in employees 
sentiment towards homeworking, with work life balance, productivity and 
wellbeing cited as advantages. The most commonly reported disadvantages 
were fewer job opportunities and chances for collaboration.

Attitudes towards homeworking

Where working adults think they will work once thay are able to return to their 
usual place of work, personal annual gross income,
Great Britain, 21 April to 16 May 2021

Net sentiment towards advantages / disadvantages of homeworking,
Great Britain, 21 April to 16 May 2021

Source: Office for National Statistics - Opinions and Lifestyle Survey 
(Covid-19 module)
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The power of the individual

Results from the MoJ People Survey show that trust in an individuals line 
manager is higher than trust in senior managers. Line managers have 
been found to be important buffers between employee performance and 
organisational demands in place of specialist HR professionals. Trust at 

work encourages individuals to be open, honest and constructive whereas 
distrust can lead to a general reluctance to engage with others. Fostering 
trust in the future world of work could be the key to retaining talent and 
maintaining a happy and productive workforce.

Trust within the MoJ

Belief in line manager trustworthiness Belief in organisational trustworthiness
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The power of the individual

Key points

• People are placing more importance on their mental 
health and well-being, expecting a better work-life 
balance

• Justice services will be expected to be faster and more 
personalised significantly changing the skills required in 
our workforce

• Public expectations or justice services are likely to 
significantly change the skills needed within the MoJ

• Trust plays a vital role in the efficacy of the justice 
system and forms a significant part of the employer-
employee relationship. We must look to build trust 
within our workforce to maintain our reputation

What are the implications for the 
People Group workforce?
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The power of the individual

SWOT

Strengths

Opportunities

Weaknesses

Threats
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Next steps

Megatrends affecting the future of work

• Next steps
• Scenarios
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Next steps

Megatrend Report

• Collate insights to form a high level report to be taken into account 
during subsequent stages of SWP (Scenario planning, Gap analysis and 
Action planning).

Feedback

• This workshop forms part of a suite of products developed to support 
business areas in understanding their future workforce. We welcome 
your feedback on it and will send out an anonymous survey.

Continuing the Conversation

We encourage you to have similar discussions with your teams and are 
happy to support. Please contact us on:

• Zahra.Sohail@justice.gov.uk
• Martin.Fitzpatrick@justice.gov.uk
• Caroline.Thomas@justice.gov.uk

mailto:Zahra.Sohail@justice.gov.uk
mailto:Martin.Fitzpatrick@justice.gov.uk
mailto:Caroline.Thomas@justice.gov.uk
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Next steps

Scenarios

Im
pa

ct

Likelihood
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