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TOWARDS A FUTURE 
WITHOUT WORK?
Modern technological transformations, which are so 
disruptive in so many contexts, will make it possible and 
even obligatory for us to work in different ways to how 
we have been doing over the last century. Companies can 
take full advantage of the benefits of using new emerging 
technologies if they transform their organization by 
exploring new ways for the professionals who work there 
to relate to one another. Perhaps this is why we wanted to 
dedicate this Co-Session to finding out more about these 
new ways of relating to each other in the workplace. To 
do this, we have been able to draw on the contributions 
of people who have thought a great deal about this issue 
and who also have the experience of having put innovative 
ways of working into practice. 

Alfons Cornella, the founder of Co-Society, kicked off the 
day’s proceedings. He did so by asking a question that is 
difficult to answer: Are we heading towards a post-work 

world? Would we even be prepared for this? Talking about 
new ways of working obviously means talking about new 
tools, processes, methodologies and even new policies. 
But it also makes us wonder whether it is human to work 
and, more specifically, whether the way we work right 
now is humane. This idea will undoubtedly become more 
relevant over time as the automation of many of the tasks 
that make up our jobs increases and, in turn, the need to 
rehumanize work perhaps grows. 



REINVENTING 
ORGANIZATIONS

orchestra that have been considered 
unalterable for two centuries. 

Frederic Laloux’s book “Reinventing Or-
ganizations” has been an important sou-
rce of inspiration for David, for whom 
its main lesson is that there is no one 
model or recipe to create new ways of 
working and put them into practice. Ins-
tead, each group, each organization, has 
to find them within itself. Firstly, it does 
this by listening, controlling egos and 
believing and trusting in individual res-
ponsibility. If possible, this can also be 
done by educating people in another or-
ganizational and relational culture, and, 
of course, by assuming that nothing or 
nobody can try to change for the better 
without taking any risks. 

F or David Martí, Manager of the Bar-
celona Municipal Conservatory of 

Music, companies and organizations 
are experiencing a growing desire for 
change. However, as the saying goes, 
“this is easier said than done”. The 
problem is that this change is not easy 
when we have followed the current or 
old models for so long in our professio-
nal and personal growth. In the first pla-
ce, the desire to change organizations 
stumbles at the starting block with a 
great deal of resistance from within. 
David has experienced this first-hand 
in his professional life in the world of 
music, where some of the projects he 
has been involved in have specifically 
consisted of shattering attitudes, rules 
and ways of making and creating an 

“CHANGING THE WAY WE 
WORK IS NOT EASY WHEN 
WE HAVE FOLLOWED 
THE CURRENT OR OLD 
MODELS FOR SO LONG IN 
OUR PROFESSIONAL AND 
PERSONAL GROWTH”
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TALENT 
PLATFORMS

B ernat Guitart, CEO of Appfutura, a 
marketplace for developers of mo-

bile applications, contributed his vision 
and experience on a new way of wor-
king that is increasingly gaining ground 
in the global talent market, which has at 
its center freelance professionals with 
the ability to offer their knowledge and 
skills on a temporary basis and for a 
specific project, from anywhere and for 
anyone in the world. This way of working 
still mostly concentrates on technologi-
cal occupations, although in this type 
of employment there is also a growing 
demand for professionals in fields like 
communication, marketing and design. 
A growing number of younger self-em-
ployed workers, considered as digital 
natives and nicknamed millennials, are 

opting for this kind of relationship with 
companies. On many occasions, it is be-
cause they prefer it this way. 

The Appfutura platform is not aimed at 
freelancers but at companies. However, 
many of the new factors of this new 
form of employment relationship coin-
cide in both cases. Bernart Guitart poin-

ted out the importance of elements like 
digital reputation, which is a summary 
of all the assessments made by diffe-
rent clients, as well as the need to ex-
haustively document the work required, 
making the rules of the game very clear 
and specific, and the use of contractual 
payment agreements like escrow. All of 
these elements are strongly linked to 
the type of digital tools that allow pro-
fessional and working relationships to 
be established between people and or-
ganizations from all around the world in 
a growing global talent market. 

“A GROWING NUMBER 
OF YOUNGER DIGITAL 
NATIVES SELF-EMPLOYED 
WORKERS ARE OPTING 
FOR A DIFFERENT KIND OF 
WORKING RELATIONSHIP 
WITH COMPANIES”
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change are precisely those relating to 
the identity and organizational culture 
of each company. This unique culture, 
this particular way of working, may have 
made sense and been the reason for 
success in the past, but it may be cou-
nterproductive in the present. The rele-
vant thing in these cases is to be aware 
of it and know what type of organization 
we are: are we egotistical and arrogant, 
or, on the other side of the coin, respon-
sible and constructive? Cultural changes 
in any organization are mostly in need 
of inspiring leaders. The key is usually 
in understanding a company as a per-
son, understanding its “psychology” (its 
fears, security, motivations, etc.). Just 
like people, organizations will only be 
healthy if they take care of themselves. 

J ordi Vilà, President of Grupo Nexe, 
has been managing transformation 

processes in companies for 25 years. 
In general, these organizations share 
a common denominator in their need 
for change. These are companies with 
a highly involved family element, great 
faith in an initial product or service that 
was the source of their success, and a 
very unique personality in the way they 
work. Later on, big changes in their mar-
kets or the need for growth demand a 
transformation that is very difficult to 
bring about. The problem for many orga-
nizations these days is aggravated when 
transformation is not enough: they need 
mutation, changes to their DNA. 

For Jordi Vilà, the aspects that most limit 

PSYCHODIAGNOSIS, 
LEADERSHIP AND CULTURE

“THE PROBLEM FOR 
MANY ORGANIZATIONS 
THESE DAYS IS 
AGGRAVATED WHEN 
TRANSFORMATION IS 
NOT ENOUGH: THEY 
NEED MUTATION, 
CHANGES TO THEIR 
DNA.”
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“IN AMPANS PEOPLE 
ARE SELECTED NOT 
SO MUCH BASED ON 
THEIR RESUME AS 
ON THEIR APTITUDE 
AND THE CHANCE OF 
THEM FITTING IN WITH 
EXISTING TEAMS”

WORKING 
WITH PASSION

A mpans is a foundation that has 
been around for over 50 years, eli-

minating barriers for the social inclusion 
of people with mental disabilities. At this 
Co-Session, its CEO, Toni Espinal, shared 
his experience on how to successfully 
manage an organization that has the 
second largest number of employees 
in the Catalan county of Bages and put 
into practice some very different ways 
of working. According to Espinal, the key 
to its smooth running lies in transferring 
its culture of care for disabled people to 
its workers too, promoting qualities like 
passion, individual responsibility, em-
powerment and collaboration.   

Running Ampans includes many practi-
ces that are counterintuitive to the clas-

sic rules of management. For example, 
people are selected not so much based 
on their resume as on their aptitude and 
the chance of them fitting in with existing 
teams. Above all, the staff are urged to be 
strongly involved in the organization and, 
by default, this means striving for long-
term relationships: “We want our em-
ployees to retire with us”. Although the 
Foundation employs some 2,500 people, 
it has a fairly flat management structure. 
For example, it does not have a techni-
cal management team. Work teams are 
made up of 10-12 people and enjoy great 
independence. “All of this implies a cer-
tain type of leadership, of course,” says 
Toni Espinal. “We are clear that people do 
not work for their boss, but for the mis-
sion of the Foundation and for its clients”.
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T he anonymous employee feedback 
platform Happyforce is the fifth te-

chnological company that Alex Ríos has 
been involved in. That means having a 
long experience managing people and 
their work in very different, non-tradi-
tional ways. It is not just a matter of va-
lues, but also pure necessity to be able 
to develop these companies. Alex has 
needed primarily technological profi-
les that are in great demand within the 
market. The competition for this type 
of employee forces companies to offer 
working conditions that go further than 
just the salary. For Alex, the key lies in 
understanding what really motivates 
people. Experience shows that material 
rewards only motivate people to seek 
more material rewards. 

The old model of “work hard today to en-
joy tomorrow” is past its sell-by-date. The-
se days, you can no longer work efficiently 
while waiting desperately for Friday af-
ternoon or your next vacations to arrive. 
Companies and people have to look for 
a model that allows them to learn, con-
tribute and enjoy themselves at all times 
and throughout their lives. Happyforce 
tries to apply this model by promoting 
internal motivations like autonomy, or in 
other words, people’s desire to self-direct 
and take their own decisions. This might 
include their working hours, business ex-
penses or even salary. Having a sense of 
purpose is also of increasing importance, 
with the feeling that what we are doing is 
of use for something or someone more 
than for just ourselves. 

TAKE THE PULSE 
OF YOUR ORGANIZATION
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“THE KEY LIES IN 
UNDERSTANDING 
WHAT REALLY 
MOTIVATES PEOPLE. 
EXPERIENCE SHOWS 
THAT MATERIAL 
REWARDS ONLY 
MOTIVATE PEOPLE TO 
SEEK MORE MATERIAL 
REWARDS.”
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E nrique Hernández is a young free-
lancer and entrepreneur in the field 

of scientific research. His experience is 
that of many other scientists who, like 
him, ran out of employment options af-
ter the last financial crisis and the subse-
quent cuts in the public budget set aside 
for research. So Enrique had to retrain, 
considering new ways of working as a 
scientist. His presentation brought inter-
esting insights to the day. For example, 
the limitations of a way of a scientist’s 
professional career that turns them into 
experts in a very specific area of specia-
lization from which it is very difficult to 
move later. In Spain, most companies 
still do not value professional skills de-
veloped by doctors beyond the specific 

THE LIFE OF A SCIENCE 
FREELANCER

knowledge that they may have built up 
in their specialty. 

The lack of possible job opportunities 
urged Enrique to start a master’s de-
gree that allowed him to add wider 
knowledge to his scientific knowhow: 
knowledge of health matters, business 
management, legislative regulation, 
markets and technologies. This broa-
der profile allows Enrique to work diffe-
rently as a scientist today, carrying out 
his own research project while helping 
identify the clinical or market needs of 
other projects currently required by 
the European Union for funding. 

“IN SPAIN MOST COMPANIES 
STILL DO NOT VALUE 
PROFESSIONAL SKILLS 
DEVELOPED BY DOCTORS 
BEYOND THE SPECIFIC 
KNOWLEDGE THAT THEY 
MAY HAVE BUILT UP IN 
THEIR SPECIALTY.”
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As a co-founder of the Goteo crowdfun-
ding platform, his interest in Agile arose 
from observing the similarities between 
the ways in which programmers work, in 
addition to many current online collabo-
rative projects, such as Wikipedia. Agile 
allows multidisciplinary teams to work to-
gether recurrently and with a high level of 
transparency, which offers many advan-
tages. However, according to Enric, we 
have to overcome two main barriers to 
apply this way of working to research: dis-
trust on the part of many scientists when 
sharing information, and their reluctan-
ce with regard to the use of new digital 
tools for collaborative work. His recipe for 
overcoming these barriers is scientific evi-
dence on how this type of collaboration 
makes research tasks more efficient. 

“A gile”, the set of methodologies 
used to develop collaborative 

projects, was created and has been 
mainly developed in the software 
programming field. The main featu-
re of this way of working is based on 
breaking down each project into small 
chunks that have to be completed and 
delivered quickly and continuously. The 
aim is to achieve the flexibility and ti-
meliness demanded by today’s custo-
mers and markets. 

The Agile philosophy is permeating this 
way of working in other areas. Enric Se-
nabre, IN3 researcher at the Open Uni-
versity of Catalonia, has been a pioneer in 
applying the idea of collaborative work in 
the R&D field and putting it into practice. 

APPLYING AGILE 
IN R&D

“AGILE ALLOWS 
MULTIDISCIPLINARY 
TEAMS TO WORK 
TOGETHER RECURRENTLY 
AND WITH A HIGH LEVEL 
OF TRANSPARENCY, 
WHICH OFFERS MANY 
ADVANTAGES.”
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A s we have done on previous occa-
sions, we held a workshop among 

the participants to determine to what 
extent changes in ways of working will 
affect their companies and sectors. Con-
versations revolved around three main 
questions: How can these new ways of 
working help us? What will they force us 
to do? What do we need to make them 
become a reality in our organizations?

Many of the responses coincided on 
issues such as the difficulty of trans-
forming organizations beyond having 
tools available that make it possible. 
The main barrier seems to be in the dis-
tance between “what is on the way” and 
the organizational culture of most com-
panies. The idea of dealing with these 

changes whilst understanding the com-
pany as a person took root, as did the 
need for organizations to “create the 
tribe”, taking the first steps for a group 
of people who feel and share the need 
to explore new ways of relating to each 
other to experiment with innovative 
and different ways of working. In fact, 
at the end of the Co-Session, a Whats-
App group called the “TRIBU”, or “tribe”, 
was created by the participants of one 
of the round tables. Several attendees 
admitted that they were taking home 
a list of ideas to start applying in their 
organization the very next day.

“WONIT” DEBATE 
(WHAT’S ON IT FOR ME)

“SEVERAL ATTENDEES 
ADMITTED THAT THEY 
WERE TAKING HOME A 
LIST OF IDEAS TO START 
APPLYING IN THEIR 
ORGANIZATION THE 
VERY NEXT DAY.”
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More than 400 m2 for you to innovate, create and dare 
shape ideas. We offer you the most up-to-date tools and 
methodologies to define the new business opportunities of 
the future. 

Every day, we work with companies across different indus-
tries to turn ideas into value. We help you make innovation 
happen, by inspiring, building, training and transforming 
successful teams.

The place to inspire, ask the relevant questions and rethink 
yourself and your business.

THE PLACE TO MAKE YOU 
ASK RELEVANT QUESTIONS



Boldly Shape
your new Business
Opportunities



www.instituteofnext.com
info@instituteofnext.com
Marià Aguiló 28, Poble Nou, 08005 Barcelona
M. +34 639 78 14 82


