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Introduction

Welcome to this collaborative piece of research between the Disruptive Innovators 

Network and Campbell Tickell to explore how leaders in people and HR services have 

responded to the COVID-19 pandemic and what innovative approaches they are 

developing to help prepare their organisations for what comes next.

NeYer before haV Whe Zorld of Zork changed aV mXch or aV qXickl\ aV iW haV in Whe paVW 

12 monWhV. For Vome bXVineVVeV, Whe COVID-19 pandemic and enVXing lockdoZn haV 

almoVW enWirel\ WranVformed Whe Za\ Whe\ operaWe. WiWhin WhaW WranVformaWion, Whe 

ÊpeopleË, organiVaWional deYelopmenW and HR fXncWionV of organiVaWionV haYe become 

criWicall\ imporWanW in a Za\ WhaW Whe\ perhapV haYe neYer been before. The moYe Wo 

Zorking remoWel\ iV forcing XV Wo reimagine eYer\Whing from Zorkplace cXlWXre Wo pa\ 

and reZard VWrXcWXreV, from Zellbeing and menWal healWh Wo Whe emplo\ee YalXe 

propoViWion and prodXcWiYiW\.

In WhiV reporW, WhoXghW leaderV and e[perWV in Whe HR and people VecWor offer Wheir 

inVighWV inWo ZhaW WhiV neZ landVcape meanV for organiVaWionV and Whe people Zho 

manage Whem. 

The key questions

HoZ can organiVaWionV beWWer manage emplo\ee Zellbeing? HoZ can Ze deYiVe a fairer, 

more Ùe[ible reZard V\VWem? HaV Zorking from home fXndamenWall\ changed Whe 

relaWionVhip beWZeen emplo\er and Zorker? And ZhaW role Zill daWa pla\ in Whe braYe 

neZ Zorld of 21VW CenWXr\ Zork?

ThiV reporW la\V oXW Whe conWe[W and aWWempWV Wo anVZer WheVe and oWher qXeVWionV.

While Whe reporW iV preVenWed aV a VerieV of chapWerV, each VXbjecW area coYered È from 

leaderVhip Wo Zellbeing Wo pa\ Wo diYerViW\ È haV an impacW on Whe oWherV. In oWher ZordV, 

Zhen one leYer iV pXlled aW an organiVaWional leYel, iW haV effecWV acroVV Whe bXVineVV.

ThaW iV Zh\ Ze belieYe iW iV more imporWanW Whan eYer Wo make VXre WhaW an 

organiVaWionËV people fXncWion ViWV aW Whe Wop Wable ZiWh iWV VWraWegic leaderVhip Weam. 

BXVineVVeV need Wo enVXre WhaW Wheir organiVaWional infraVWrXcWXre iV bXilW aroXnd 

people, raWher Whan haYe people ØW inWo a pre-e[iVWing VWrXcWXre. We Whink a good 

qXeVWion leaderV VhoXld be aVking WhemVelYeV aW Whe momenW iV, hoZ can Ze enVXre 

HR/People VerYiceV haYe a VeaW in Whe e[ecXWiYe in VeWWing Whe organiVaWionV fXWXre 

VWraWegic direcWion?

Necessary change

For Vome bXVineVVeV, WhiV Zill repreVenW a major cXlWXral change. BXW for an\ WhaW 

conVider WhemVelYeV forZard looking, iW iV a neceVVar\ one. IW iV onl\ WhroXgh WhiV change 

in emphaViV WhaW organiVaWionV Zill VWarW Whinking aboXW Wheir people aV indiYidXalV È and 

VWarW YalXing Whem aV VXch. 

The breaking doZn of Whe barrierV beWZeen home life and Zork life haV demonVWraWed 

WhaW WhiV iV a neceVVar\ reYolXWion, aV Zell aV a long oYerdXe one. 

Man\ bXVineVVeV claim Wo be focXVed on Wheir people, bXW onl\ b\ pXWWing Whe parW of Whe 

bXVineVV WhaW dealV ZiWh Wheir VWaff aW Whe forefronW of Whe deciVion making proceVV can 

Whe\ maWch WhiV rheWoric ZiWh acWion.

OPEN

We inWerYieZed a nXmber of leaderV and VpecialiVWV aV parW of WhiV reVearch. Their 

qXoWeV are inWended Wo illXVWraWe YarioXV poinWV, bXW VhoXld noW neceVVaril\ be Waken aV 

repreVenWing Whe YieZV of DiVrXpWiYe InnoYaWorV NeWZork or Campbell Tickell.
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BackgUoXnd: Whe 
gUeaW migUaWion
The Coronavirus pandemic precipitated 
possibly the biggest single change in the 
working lives of millions of people, virtually 
overnight, as ofØces emptied and workers 
had to set up shop at home.

Companies embarked on organisational overhauls that would 

normally have taken months if not years, but had to be completed 

in days. New IT systems were set up instantaneously and the 

workers of the world got used to telling their bosses that they 

were Íon muteÎ.

For man\ organiVaWionV, Whe pandemic haV been a caWal\VW Wo ZhaW 

ZaV happening alread\. The WranViWion Wo agile Zorking, for 

inVWance, ZaV alread\ Zell Xnder Za\ for Vome, Zhile oWherV Zere 

VWill fXrWher back in Whe proceVV.

Home working here to stay

And Zhile Whe greaW migraWion Wo Zorking from home fXll Wime iV one 

WhaW Wook place becaXVe of an XnforeVeen emergenc\, iW alVo lookV 

like iW mighW be here Wo VWa\ long Werm for man\ of XV. Research by 

Legal & General and think tank Demos foXnd WhaW nearl\ WZo WhirdV 

of Whe UKËV Zorking popXlaWion Zere forced Wo change Wheir place of 

Zork becaXVe of Whe pandemic. BXW perhapV eYen more Wellingl\, 

79% Vaid Whe\ ZoXld like Wo conWinXe Vome form of remoWe Zorking 

in Whe fXWXre.

SXch a VhifW WoZardV home Zorking È or aW leaVW non-ofØce Zorking 

È ZoXld repreVenW a VeiVmic change for moVW organiVaWionV, aV Zell 

aV a hXge challenge for WhoVe charged ZiWh oYerVeeing iW. ThaWËV 

becaXVe home Zorking noW onl\ changeV Whe locaWion of Zork, iW 

changeV Whe Za\ Ze Zork Woo. And in WXrn, iW changeV ZhaW ZorkerV 

reqXire and demand from Wheir emplo\erV.

OrganiVaWionV Zill face Whe challenge of mainWaining a cXlWXrall\ 

and organiVaWionall\ coheViYe Zorkforce ZhiWh Vome (formerl\ 

mainl\ ofØce-baVed) VWaff Zorking on a h\brid baViV and Vome È 

giYen Whe naWXre of Wheir jobV È conWinXing Wo Zork aW Whe bXVineVVËV 

premiVeV or oWherZiVe on Whe road.

OrganiVaWionV are going Wo haYe Wo aVk Yer\ differenW qXeVWionV 

and XnderVWand in more granXlar deWail ZhaW Wheir emplo\ee needV 

and circXmVWanceV are Wo faciliWaWe a neZ agreemenW for hoZ and 

Zhere Whe\ ZanW Wo Zork. 

Need for new leadership skills

LeaderV and an\one Zorking in Whe ÊpeopleË fXncWion of 

organiVaWionV Zill haYe Wo inWeracW ZiWh emplo\eeV in a differenW 

Za\. The\ Zill haYe Wo deYelop neZ VkillV and compeWencieV, learn 

Wo e[pecW differenW oXWcomeV, and adapW hoZ Whe\ Whink aboXW Whe 

emplo\ee YalXe propoViWion. Pa\, reZard, recrXiWmenW and 

reWenWion Zill all feel Whe effecW of WhiV neZ conWracW beWZeen 

emplo\er and emplo\ee È and Whe leaderV of Whe fXWXre Zill haYe Wo 

be aliYe Wo Whe negaWiYe changeV WhaW mighW accrXe, jXVW aV mXch aV 

Whe WhingV WhaW mighW change for Whe beWWer.

IneYiWabl\, Zhen Whe pace of change iV VXch aV iW haV been oYer Whe 

paVW \ear, Where are miVVWepV along Whe Za\. BXW Zhich of Whe 

changeV WhaW haYe Waken place oYer Whe laVW \ear are here Wo VWa\? 

And ZhaW do organiVaWionV haYe Wo do Wo make VXre Whe\ are in a 

poViWion Wo beneØW from Whem? ThiV reporW Zill Vhine a lighW on WheVe 

ke\ iVVXeV and help leaderV VWarW Wo Whink aboXW ZhaW comeV ne[W.

https://www.legalandgeneralgroup.com/media-centre/press-releases/hybrid-working-must-be-key-to-government-plans-for-regeneration-and-growth-says-new-report/
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ÍAW home in a 
pandemic, 
WU\ing Wo 
ZoUkÎ
It is tempting to think that the past 12 
months has reshaped the way we work 
forever. But according to some of the 
experts and leaders we spoke to, 
companies would be wrong to regard 
all their new pandemic-inspired 
working practices as permanent.

ÍI think that the mistake a lot of organisations are making is 

taking decisions based on this period,Î says Claire Harvey, 

founder of organisational consultancy Anatta. ÍThis period is not 

‘working from homeË; this period was at home in a pandemic, 

trying to work. And those things are entirely different.Î

HarYe\ haV idenWiØed Vome of Whe biggeVW miVVWepV WhaW 

companieV Vhe ZorkV ZiWh haYe made dXring Whe pandemic. The 

ØrVW, Vhe Va\V, iV Wo Wr\ Wo replicaWe Whe Za\ Whe\ Zorked pre-

COVID-19 b\ moYing iW ÍinWo a remoWe VeWWingÎ. 

ÍThe\ Wr\ and do Whe Vame WhingV in Whe Vame Za\ bXW ZiWh 

eYer\one aWWached Wo a lapWop raWher Whan Whem being ph\Vicall\ in 

a room, and of coXrVe WhaW doeVn'W Zork becaXVe of Whe limiWaWionV 

of Wechnolog\ [and] becaXVe of Whe Za\ people Zork.Î

New ways to work

A Vecond common miVWake iV emplo\erV e[pecWing Wheir 

emplo\eeV Wo all reVpond Wo Wheir neZ ViWXaWion in a Xniform Za\: 

ÍAnd of 

coXrVe Whe\ don'W,Î e[plainV HarYe\. ÍThere'V a pandemic going on 

Vo Where'V a Zhole leYel of an[ieW\ and XncerWainW\ and change in 

peopleËV liYeV before \oX eYen Walk aboXW Zork.Î

WhaW WhiV meanV iV WhaW leaderV and WhoVe in organiVaWionVË people 

fXncWionV haYe had Wo learn and deplo\ a neZ VeW of VkillV oYer a 

Yer\ VhorW Wime period. 

For ThomaV DaYieV, Zho lefW Google Wo foXnd daWa-driYen 

organiVaWional inWelligence and anal\WicV Ørm Temporall, WhiV 

period haV VhoZn leaderV Whe imporWance of haYing an HR or 

people 

fXncWion aW Whe hearW of Wheir bXVineVVeV.

AV he e[plainV: ÍA YaVW majoriW\ of people ZiWhin Whe HR fXncWion 

[of companieV] are non VWraWegic - Whe\ haYe no bXdgeW, Whe\ haYe 

no aXWhoriW\, Whe\ haYe no Yoice or bX\ing poZer ZiWhin a 

compan\. 
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ÍA lot of people I 
think, would love to 
see the function of 
HR and HR 
practitioners move 
up the value chain.Î

ÍWe haYe Veen in Whe laVW nine Wo 12 monWhV, a loW of HR direcWorV being WhrXVW onWo Whe board in Wr\ing 

Wo help a compan\ manage and mXddle Wheir Za\ WhroXgh Whe pandemic. A loW of people, I Whink, ZoXld 

loYe Wo Vee Whe fXncWion of HR and HR pracWiWionerV moYe Xp Whe YalXe chain [Wo offer] VWraWegic inVighW.Î

HR on the board

HarYe\ agreeV WhaW making Whe HR fXncWion cenWral Wo an organiVaWionËV VWraWegic Whinking iV a long 

oYerdXe moYe WhaW Whe pandemic haV helped bring aboXW. She Va\V: ÍI Whink of WhaW moYe for HR aV more 

of a parW of Whe Zider goYernance of Whe organiVaWion: cenWral Wo deciVionV, enabling Whinking aboXW 

hoZ Wo embed Whe YalXeV and hoZ Wo hoZ Wo acWXall\ make Whe organiVaWion WhriYe. 

IW ZaV alread\ Zell in Wrain bXW I Whink iWËV more imporWanW Whan eYer noZ, becaXVe Zhen \oX Whink 

aboXW a h\brid enYironmenW, \oX Whink aboXW WhaW kind of fXWXreJread\ organiVaWion WhaWËV mXch more 

agile, mXch more geographicall\ diVperVed, mXch more Xid in hoZ iW ZorkV. 

“The devil of that is in the everyday behaviours. It is not in the policies, it’s not in the structures, it’s in 
the everyday experience of people and how that plays out and that’s where I think HR needs to move
much further away from policies and processes.”

https://www.youtube.com/watch?v=lEwaEotOs3Q
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A diffeUenW 
W\pe of 
leadeUVhip
If HR teams need to adapt to take on 
more of a leadership role in the new 
organisational landscape, what does it 
mean for the leaders themselves?

Shereen Daniels is Managing Director of HR Rewired and former 

Head of People at Caffe Nero. She started her own consultancy 

advising companies on culture change, with a particular focus on 

anti-racism. Daniels says that the pandemic has transformed what 

leaders look like, along with the ways they interact with their 

people. 

ÍCEOV haYe changed,Î Vhe Va\V. ÍThe\ are Vhedding Whe la\erV of 

Zho Whe\ WhoXghW Whe\ had Wo be and recogniVing WhaW ZeËYe been 

leYelled Wo a cerWain e[WenW. We'Ye all had Wo recalibraWe ZhaW iW 

meanV Wo be Zho Ze are.

ÍFor Vome people Zho are XVed Wo Whe formaliW\ of being a leader, I 

Whink WhaWËV probabl\ been a more challenging joXrne\ Wo Wake. 

BecaXVe ZiWh WhoVe indiYidXalV, WhereËV alZa\V Whe concern WhaW Whe 

more rela[ed and informal Whe\ are, Whe leVV Whe\Ëll be Waken 

VerioXVl\, and Whe leVV Whe\Ëll be reVpecWed.Î

Leadership leveller

AV AniWa JoneV, chief e[ecXWiYe aW Freebridge CommXniW\ HoXVing, 

pXWV iW, Whe pandemic haV forced leaderVhip WeamV Wo adopW a Ímore 

aXWhenWic and informalÎ VW\le. ÍPeople ZanW leaderV in Wheir 

organiVaWionV WhaW Whe\ feel haYe Vome empaWh\ ZiWh ZhaW Whe\Ëre 

jXggling,Î Vhe Va\V.

https://www.youtube.com/watch?v=qIjoI-UjT6c
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ÍCEOs have 
changed. They are 
shedding the 
layers of who they 
thought they had 
to be and 
recognising that 
weËve been leveled 
to a certain 
extent.Î 

WhaW all of WhiV meanV iV WhaW Whe manager-emplo\ee relaWionVhip haV gone WhroXgh a VXbWle bXW 

VigniØcanW change. BoVVeV no longer moniWor Wheir ZorkerV, and VXrYeillance haV giYen Za\ Wo È in an 

ideal Zorld È mXWXal WrXVW and reVpecW. MoreoYer, managemenWËV focXV needV Wo VhifW from inpXWV Wo 

oXWpXWV, and WhiV change in mindVeW Zill Wake Wime Wo achieYe, for boWh managerV and VWaff.

TemporallËV ThomaV DaYieV deVcribeV ZhaW haV happened Wo Whe inWerface beWZeen leaderV and Wheir 

emplo\eeV aV Ía dilXWion of command and conWrolÎ. The meanV WhroXgh Zhich leaderV once 

demonVWraWed Wheir poViWion, VXrYe\ed Wheir WeamV, and offered organiVaWionV a VenVe of VWrXcWXre È 

ofWen WhroXgh Whe ph\Vical enYironmenW of an ofØce È haYe diVappeared

Work post the ofØce

He e[plainV: ÍLeaderVhip WeamV haYe neYer had iW Vo difØcXlW becaXVe Whe\ canËW Vee and VenVe and 

feel ZhaWËV going on in Wheir compan\. So \oXËYe goW a ViWXaWion Zhere command and conWrol doeVnËW 

reall\ Zork in highl\ diVWribXWed Zorkforce enYironmenWV, and Vecondl\, aV leaderV, ZeËre all miVVing 

WhoVe Vocial cXeV WhaW alloZ XV Wo reVpond naWXrall\ Wo ZhaWËV acWXall\ going on.Î

ThiV neZ relaWionVhip È one in Zhich Whe ph\Vical cloVeneVV beWZeen colleagXeV haV been remoYed È 

callV for more reVponVibiliW\ from emplo\eeV and a more VophiVWicaWed approach Wo managemenW from 

Wheir boVVeV.

BXW are Ze reall\ aboXW Vee Whe end of Whe ofØce enYironmenW compleWel\? If Vo, ZhaW Zill replace iW and 

hoZ Zill organiVaWionV haYe Wo adapW?

C2175,B87256:
Shereen Daniels 

Managing DirecWor, HR ReZired

Anita Jones

Chief E[ecXWiYe, Freebridge 

CommXniW\ HoXVing
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The deaWh of Whe 
ofØce?
COVID-19 has shown many organisations 
that their employees can work productively 
from home - but it has also highlighted the 
important role the ofØce plays in workersË 
wellbeing.

The pandemic has taught us that ‘workË is much more than just a 

physical space. And yet, at the same time, many of the most 

fundamental changes that lockdown life has brought about for 

workers stem from the fact that the location of work for millions 

of people has shifted.

HXge corporaWionV, VXch aV HSBC, haYe alread\ annoXnced WhaW 

Whe\ Zill reWXrn Wo Zork poVW-COVID-19 ZiWh redXced ofØce 

fooWprinWV afWer realiVing WhaW man\ of Wheir VWaff can Zork 

remoWel\ ZiWhoXW an\ noWable drop in prodXcWiYiW\. AW Whe Vame 

Wime, Whe\ haYe Veen Whe opporWXniW\ Wo redXce oYerheadV b\ 

redXcing Whe coVW of leaVing and operaWing ph\Vical Zorking 

enYironmenWV.

Space saving

ThiV ZaV abVolXWel\ a Wrend for bXVineVVeV Zell before Whe 

pandemic, bXW COVID-19 haV acWed aV rockeW fXel Wo acceleraWe Whe 

proceVV.

NeYerWheleVV, Whe ofØce iV Xnlikel\ Wo die off compleWel\. InVWead iW 

Zill meWamorphiVe inWo VomeWhing neZ, leaYing organiVaWionV ZiWh 

Whe qXeVWion of hoZ can Whe\ make WheVe VpaceV Zork beWWer for 

boWh Wheir ZorkerV and Wheir cXVWomerV.

ÍThe ofØce Zill be a reall\ oXWdaWed Zord becaXVe I Whink ZhaW WhaW 

Vpace haV goW Wo do noZ iV Øll Whe gap WhaW people are miVVing aW 

home,Î Va\V Helena Moore, a former direcWor of people e[perience 

aW hoXVing aVVociaWion Bromford and noZ an aVVociaWe direcWor aW 

Whe DiVrXpWiYe InnoYaWorV NeWZork. 

Hybrid working

She Va\V WhaW ZhaW WhiV meanV iV WhaW ofØceV Zill be parW of a 

Êh\bridË Zorking e[perience, Zhereb\ people Zork from VeYeral 

locaWionV. MeanZhile, ofØce VpaceV WhemVelYeV Zill WranVform Wo 

VerYe a more Vocial pXrpoVe. 

ÍPeople are miVVing Whe Vocial inWeracWion, Whe\Ëre miVVing naWWerV 

aroXnd Whe ZaWer cooler, WhaW VorW of Whing. So Whe Zhole Whing 

aroXnd deVign iV reall\ imporWanW, and hoZ \oX creaWe a deVign WhaW 

can accommodaWe qXiWe large nXmberV of people coming inWo a 

Vpace.Î
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ÍThe ofØce will be 
a really outdated 
word because I 
think what that 
space has got to do 
now is Øll the gap 
that people are 
missing at home.Î

Moore addV: ÍWhen \oX look aW WhaW Zhole balance of h\brid and ZhaW people are reall\ miVVing, iWËV 

ZorkVpaceV WhaW haYe an XnaVhamed Vocial pXrpoVe moYing forZard for colleagXeV becaXVe iWËV WhaW 

piece WhaW people haYe Vaid WhaW Whe\Ëre miVVing. So if Ze ZanW people Wo be happ\, healWh\ and Zell, 

ZhaW iV iW Ze can do Wo plXg WhoVe gapV ZiWh WhaW Vpace being a parW of iW?Î

Be\ond WhaW, Whe ofØce Zill need Wo Øll a nXmber of roleV: promoWing collaboraWion, informal Vharing of 

informaWion, faciliWaWing indXcWion of neZ VWaff and, crXciall\, a hXb WhaW iV deVigned Wo mainWain and 

deYelop an organiVaWionËV cXlWXre È VomeWhing WhaW iV mXch harder Wo deliYer in an online enYironmenW.

ReÙecting wellbeing

While moVW ZorkerV dXring Whe pandemic did ZanW Wo be RoamerV, Whe nXmber of Fi[ed 

ZorkerV ZaV deWermined b\ boWh job role and perVonal circXmVWanceV. In oWher ZordV, 

Zellbeing conVideraWionV Zere giYen Whe Vame ZeighW aV bXVineVV needV.

In addiWion, Bromford Wried Wo mainWain a principle of fairneVV b\ Zrapping YarioXV beneØWV 

aroXnd Whe differenW Zorking VW\leV È for e[ample b\ inWrodXcing coffee cardV for Field 

ZorkerV and home ofØce VeW-Xp kiWV for RoamerV.

The h\brid È or blended È approach iV likel\ Wo be Waken Xp b\ hXge nXmberV of organiVaWionV 

poVW-pandemic, bXW Where iV Xnlikel\ Wo be a Êone Vi]e ØWV allË VolXWion. Ajman Ali, groXp direcWor 

for neighboXrhood and hoXVing aW Hackne\ CoXncil, belieYeV WhereËV been Ía \earning for 

people Wo come back inWo Whe ofØce, [bXW] noW neceVVaril\ 100% of Whe WimeÎ.

ThroXghoXW Whe pandemic, Hackne\ CoXncil haV been carr\ing oXW regXlar VWaff VXrYe\V. Ali 

Va\V WhaW WheVe VhoZ WhaW ZorkerV faYoXr a mi[ed approach, Zhereb\ Whe\ VpliW Wheir Wime 

beWZeen home and ofØce on a 60:40 or 70:30 raWio. 

https://www.youtube.com/watch?v=3xap5CnI90I
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Balancing the blend

EYen if Whe majoriW\ of ZorkerV donËW ZanW Wo reWXrn Wo Whe ofØce fXll Wime, Vome are Zar\ WhaW Whe end 

of Whe WradiWional ofØce VeW-Xp coXld fXrWher enWrench Whe XVe of oXWVoXrcing aV a Za\ for organiVaWionV 

Wo cXW coVWV. John Gra\, a member of pXblic VecWor Xnion UNISONËV NaWional E[ecXWiYe CoXncil, Va\V 

Whe oXWVoXrcing Wrend iV a caXVe of concern for hiV memberV.

ÍIW iV reall\ WempWing Wo cloVe ofØceV and geW more people Zorking from home. And oXWVoXrcing Wo 

companieV Zho ZoXldn'W WreaW Wheir ZorkerV aV Zell aV WradiWional local aXWhoriWieV or large hoXVing 

aVVociaWionV iV alZa\V a WhreaW Zhen WimeV are WoXgh. BXW moVW oXWVoXrcing iV enWirel\ bogXV.Î

Gra\ addV: ÍThe onl\ Za\ iW ZorkV iV becaXVe neZ enWranWV are Waken on on inferior WermV or 

condiWionV, and WhaW ZorrieV me, bXW Whe change iV dreVVed Xp aV innoYaWion. The\ Va\ ÊZe're going Wo 

moYe people Wo a more VpecialiVW emplo\erË, bXW Whe real caXVe iV cXWWing pa\, cXWWing penVionV and 

cXWWing condiWionV.Î

C2175,B87256:
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Wellbeing and 
bXUnoXW
Managing workloads while people are 
working from multiple locations and in 
situations where interactions are less 
frequent and more formalised is a huge 
challenge for leaders, managers and HR 
teams – and one that requires a different 
skillset than they may have used in a 
traditional environment.

UNISON National Executive Council member John Gray says he 

has seen cases of workers Ídoing piles of stuff late at night, early 

starts, including weekendsÎ, and warns managers to keep an eye 

out for signs of burnout. 

ÍI ZoXld hope WhaW emplo\erV do haYe Whe emoWional inWelligence Wo 

realiVe WhiV iV bad for Whe organiVaWion. And Zhen Ze do geW people 

WhaW are bXrnW oXW, Whe\ do Wend Wo be people ZhoVe ZorkloadV haYe 

been horrendoXV. IËYe come acroVV Vome reall\ good managerV, Zho 

Zill acWXall\, in a profeVVional, VXpporWiYe Za\, pXVh back on people 

Zho Vend Whem VWXff aW 10 oËclock on a SaWXrda\ eYening.Î

Gra\ addV WhaW WhiV reqXireV leaderVhip raWher Whan jXVW 

managemenW from WhoVe aW Whe Wop of organiVaWionV. ÍSome 

managerV, \oX can giYe Whem all Whe menWoring, all Whe Wraining and 

VXpporW, bXW Whe\ haYen'W goW Whe abiliW\ Wo lead people. So I Whink 

WhaW Whe pandemic haV e[poVed ZeakneVVeV. And WhiV parWicXlar 

neZ Za\ of Zorking, Zhich iV going Wo conWinXe in parW, reqXireV I 

Whink Vome Vpecial VkillV.Î

Time to trust

Ajman Ali aW Hackne\ CoXncil VXggeVWV WhaW WheVe neZ VkillV mighW 

inYolYe managerV moYing aZa\ from Whe idea of being ÊZaWchdogVË 

oYer Wheir VWaff, and inVWead learn Wo WrXVW WhaW Whe\ are doing Whe

job. 

He Va\V: ÍFrom a managemenW perVpecWiYe, managerV perhapV 

mighW haYe been preYioXVl\ noW aV VXpporWiYe, or perhapV Where 

mighW haYe been iVVXeV of WrXVW ZiWh people Zorking remoWel\. ThaW 

haV ebbed aZa\ aV iW haV been Veen WhaW people can Zork qXiWe 

prodXcWiYel\ in Wheir home enYironmenW.Î

The WZin problemV of bXrnoXW and Zellbeing are noW e[clXViYel\ 

problemV for WhoVe Zorking from home. Hackne\ËV e[perience aV 

an emplo\er demonVWraWeV Whe danger of focXVing on WhoVe 

ZorkerV. AV Ali e[plainV, Whe neZ paradigm can creaWe a WZo-Wier 

V\VWem È eVpeciall\ for an\ emplo\er WhaW haV large nXmberV of 

fronWline ZorkerV.
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ÍIËve come across 
some really good 
managers, who will 
actually, in a 
professional, 
supportive way, 
push back on 
people who send 
them stuff at 10 
oËclock on a
Saturday evening.Î

ÍWhaW Ze did diVcoYer alVo iV WhaW Zhile Ze Zere focXVing aV an organiVaWion on Whe Zellbeing of 

people Zorking from home, Ze Zere Yer\ keen Wo noW loVe VighW of Whe facW WhaW Where ZaV a large 

proporWion of oXr VWaff Zho Zere VWill haYing Wo come Wo Zork, XVing pXblic WranVporW, eWc. The\ ZoXld 

haYe been qXiWe apprehenViYe aboXW WhaW and Ze had Wo make VXre WhaW Ze didnËW forgeW aboXW Wheir 

an[ieWieV.Î

Ali addV: ÍWe Zere able Wo reVpond aV an organiVaWion, noW onl\ Wo Whe iVVXeV raiVed b\ people Zho 

mighW be Zorking from home, bXW alVo oWher fronWline VWaff Zho ph\Vicall\ didnËW haYe WhaW choice. And 

iW ZaV reall\ imporWanW Wo Wr\ and minimiVe WhaW diYide beWZeen Whem and XV: Whe managerV and Whe 

fronWline VWaff.Î

Employee engagement

Hackne\ CoXncil haV made VXre iW iV engaging acWiYel\ ZiWh iWV 4,600 emplo\eeV on a regXlar baViV 

eYer Vince lockdoZn began in Vpring 2020. IW haV held YirWXal leaderVhip meeWingV ZiWh Xp Wo 900 

people logged on aW a Wime, in Zhich qXeVWionV can be aVked of Venior leaderV, Zhile leaderV haYe alVo 

carried oXW a conVWanW dialogXe ZiWh Xnion repreVenWaWiYeV.

FranceVca OkoVi, direcWor of people and organiVaWional effecWiYeneVV aW The NXrVing and MidZifer\ 

CoXncil, agreeV WhaW looking for VignV WhaW people are VWrXggling haV become a YiWal neZ Vkill for 

an\one Zorking in HR.

ÍIW haV reall\ been WoXgh, and in Vome reVpecWV haV had Wo make XV reWhink hoZ Ze VXpporW Whe 

organiVaWion, hoZ Ze VXpporW leaderV, and hoZ Ze VXpporW oXr colleagXeV aW Zork,Î Vhe Va\V. ÍWe are 

going inWo people'V homeV in a Vpace Zhere Vome people ma\ noW be comforWable; people Zho are 

liYing in homeV Zhere WhereËV a nXmber of Whem in Whe room. So ZeËYe had Wo Whink aboXW noW jXVW Whe 

kind of ph\Vical WhingV \oX giYe people, bXW alVo Whe Za\ in Zhich people are engaged and 

commXnicaWed ZiWh.Î

https://www.youtube.com/watch?v=lOZxvVpMx0c
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OkoVi addV: ÍYoX haYe Wo Ønd a differenW Za\ aV HR profeVVionalV Wo help Whe organiVaWion, Wo Ønd a 

differenW Za\ of creaWing WhoVe VponWaneoXV conYerVaWionV and WhoVe abiliWieV Wo Wr\ and XnderVWand 

ZhaWËV going on ZiWh a perVon. BXW iWËV noW Whe Vame. YoX haYe Wo manXfacWXre Whe kindV of informal 

ÊleWËV haYe a coffeeË VeVVionV WhaW ZoXld jXVW happen in a ph\Vical ofØce Vpace. YoXËYe goW Wo increaVe 

Whe amoXnW of commXnicaWion ZiWh \oXr Weam memberV. 

ÍI Whink Ze kind of ZenW inWo Whe pandemic, Whinking Ê\oXËre Zorking from home, eYer\WhingËV oka\, 

\oXËYe goW Whe eqXipmenW, \oX VhoXld be able Wo geW on ZiWh iW.Ë And Where are a nXmber of people Zho 

WhaW haV acWXall\ broken, and a nXmber of people ZhoËYe reall\ come oXW Whe oWher Vide of iW noW in a 

good Za\ and iWËV going Wo Wake Vome Wime for Whem Wo recoYer.Î

The role of kindness

WhaW WhiV VhoZV iV WhaW Vome of Whe neZ VkillV WhaW HR profeVVionalV and leaderV Zill reYolYe aroXnd 

VenViWiYiW\ Wo indiYidXal circXmVWanceV, and hoZ Wo adapW polic\ accordingl\. 

KindneVV Zill alVo pla\ a role. Indeed, OkoVi VeeV a poViWiYe from Vome aVpecWV of hoZ organiVaWional 

deYelopmenW and HR profeVVionalV haYe reVponded Wo Whe criViV b\ increaVing engagemenW ZiWh Wheir 

WeamV. She Va\V WhaW aW her laVW organiVaWion, Zhich Vhe lefW dXring Whe ØrVW lockdoZn in 2020, Ípeople 

acWXall\ Vaid WhaW Whe\ felW far beWWer commXnicaWed ZiWh dXring Whe pandemic Whan Whe\ did pre Whe 

pandemicÎ.

BXW if WhoVe conYerVaWionV are geWWing beWWer and emplo\erV are on Whe lookoXW for Zarning VignV 

aroXnd bXrnoXW and oYerZork, ZhaW mighW WhaW mean on Whe oWher Vide of Whe ledger for prodXcWiYiW\?
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PUodXcWiYiW\ 
and Whe 
emplo\ee YalXe 
pUopoViWion
Managing a remote workforce presents 
some unique challenges for employers and 
a careful balancing act between 
productivity and wellbeing. 

ÍI think for HR professionals, weËre still trying to work out how to 

manage performance in a very different way,Î says The Nursing 

and Midwifery CouncilËs Francesca Okosi. She adds that 

companies will have to Íhelp managers think about how youËve 

managed performance based on output and outcome, not based on 

presenteeismÎ.

ÍIWËV going Wo be inWereVWing Wo Vee ZhaW happenV be\ond WhiV qXiWe 

inWenVe period, becaXVe I Whink a loW of people haYe pXW in far more 

hoXrV Whan Whe\ ZoXld haYe oWherZiVe pXW in if Whe\ Zere in a 

ph\Vical ofØce Vpace.Î

Unpaid overtime surge

The eYidence cerWainl\ VXpporWV WhiV aVVerWion. Recent data from 

the OfØce for National Statistics VhoZV WhaW people Zorking from 

home in 2020 did WZo WhirdV more Xnpaid oYerWime Whan Wheir 

colleagXeV Zho ZenW inWo Whe ofØce or Wheir XVXal place of Zork. 

The\ Zere alVo more likel\ Wo Zork paVW 6pm, Wook feZer Vick da\V, 

and Zere leVV likel\ Wo earn promoWion.

For Vome organiVaWionV, addreVVing WhiV iVVXe Zill inYolYe a change 

of emphaViV Zhen iW comeV Wo oXWpXW or eYen a limiW on hoZ man\ 

hoXrV Whe\ Zill alloZ Wheir VWaff Wo Zork. For AniWa JoneV aW 

Freebridge iW iV aboXW placing emplo\ee Zellbeing aW Whe hearW of 

hoZ \oX YieZ Whe emplo\ee YalXe propoViWion.

ÍWhere Ze feel Ze haYe a problem iV WhaW people are noW 

conVWrXcWing Wheir Zorking da\ in a Za\ WhaW iV good for Wheir 

Zellbeing,Î Vhe Va\V. ÍSo Vome are embracing iW and loYing iW, and 

oWherV are Zorking Woo long and Woo mXch and canËW creaWe naWXral 

boXndarieV. And Vo for XV, parW of XVing daWa Zill be hoZ do Ze 

agree WargeWV and oXWcomeV WhaW are noW aboXW Wime VpenW aW a PC, 

Whe\Ëre aboXW Whe acWXal prodXcWiYiW\. And WhaW Zill be a VhifW for a 

compan\ like oXrV, becaXVe people feel gXilW\ aboXW noW anVZering

WhaW call.Î

ÍPart of using data 
will be how do we 
agree targets and 
outcomes that are 
not about time 
spent at a PC, 
theyËre about the 
actual 
productivity.Î

Employee value proposition

JoneV addV: ÍWe Vee a Yer\ differenW YalXe propoViWion aboXW ZhaW iV a job Zell done dXring Whe period. 

EqXall\ on Whe Zellbeing fronW, iWËV being aZare of Whe impacW on \oXr organiVaWion from Whe pandemic. 

WhaW I mean b\ WhaW iV Where Zill be emplo\eeV Zho emerge more reVilienW aV a reVXlW of Whe 

challengeV, and WhereËll be emplo\eeV Zho emerge leVV reVilienW aV a reVXlW of Whe challengeV. And iWËV 

aboXW recogniVing WhaW indiYidXal aVpecW Wo WhiV. ThaWËV VomeWhing \oX haYe Wo Wake on board in WermV 

of mobiliVing \oXr Zorkforce Wo achieYe oYer WhiV Wime.Î

AW Freebridge, JoneV and her leaderVhip Weam are Wr\ing Wo addreVV Whe Zellbeing iVVXe perVonall\. 

The\ haYe Wrained memberV of VWaff Wo become menWal healWh adYocaWeV, Zhile Whe leaderV 

WhemVelYeV pXW WogeWher Zeekl\ YideoV of WhemVelYeV in Wheir home VeWWingV Wo demonVWraWe ZhaW Vhe 

callV ÍaXWhenWic leaderVhipÎ.

On a broader leYel, Freebridge iV e[amining iWV enWire operaWing model Ífrom Wop Wo boWWomÎ, bXW iV 

doing Vo WhroXgh a VerieV of bXVineVV-Zide conVXlWaWion eYenWV Waking place WhroXghoXW Whe Vpring. 

The idea iV WhaW VolXWionV can come from an\Zhere and eYer\Zhere ZiWhin Whe bXVineVV.

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/labourproductivity/articles/homeworkinghoursrewardsandopportunitiesintheuk2011to2020/2021-04-19
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TalenW aWWUacWion 
and UeWenWion

Many of the changes discussed thus far – not 
least the shift to remote working and the 
reimagining of the employee value 
proposition – will have consequences for how 
organisations compensate their workers. 

ÍYou are going to need to think about reward structures in a 

different way, because people will want to think about what does 

reward look like for me,Î conØrms The Nursing and Midwifery 

CouncilËs Francesca Okosi.

She Va\V redXced or modiØed hoXrV, Whe abiliW\ Wo Zork from 

differenW locaWionV and oWher Ùe[ibiliWieV Zill haYe Wo be bXilW inWo 

pa\ and reZard V\VWemV. ÍSo I Whink emplo\erV are going Wo haYe Wo 

Whink Yer\ carefXll\ aboXW ZhaW Whe WoWal package iV,Î Vhe addV. ÍIW 

iVnËW jXVW going Wo be a Valar\, a biW of London ZeighWing, a biW of 

performance pa\. PeopleËV idealV and ZhaW Whe\ YalXe aboXW life are 

Yer\ differenW aV a reVXlW of ZhaWËV happened in Whe laVW 12 monWhV.Î

Rewarding roles

EYen before Whe pandemic, differenW generaWionV had a differenW 

aWWiWXde WoZardV Wheir reZard packageV, ZiWh Valar\ perhapV 

becoming leVV of a deWermining facWor in ZheWher \oX joined or 

VWa\ed aW a compan\.

ÍI Whink WhaW ZaV alread\ becoming Whe caVe for millennialV, bXW I 

Whink iWËV broader noZ,Î Va\V OkoVi. ÍPeople are Whinking aboXW Whe 

qXaliW\ of Wheir life, and alVo Wheir deYelopmenW. So Whe more 

qXaliWaWiYe WhingV, aV oppoVed Wo jXVW Whe Ønancial WhingV, are 

becoming imporWanW. IncreaVingl\ noZ IËm Veeing candidaWeV aVk 

Whe qXeVWion: ÊWhaW are Whe e[pecWaWionV aboXW Ùe[ibiliW\? Am I 

going Wo be e[pecWed Wo come inWo Whe ofØce, or are \oX Whinking 

differenWl\?ËÎ

Some organiVaWionV, VXch aV Johnnie JohnVon HoXVing TrXVW, haYe 

inWrodXced ÊlifeVW\le conWracWVË Zhich change aV emplo\ee 

circXmVWanceV change. BXW WhereËV anoWher elemenW aW pla\ Woo, 

be\ond demandV for greaWer Ùe[ibiliW\ or a differenW pa\ VWrXcWXre 

È and WhaWËV cXlWXre. 

ÍPeopleËs ideals and what 
they value about life are 
very different as a result of 
whatËs happened in the 
last 12 monthsÎ

Power of purpose

ThomaV DaYieV aW Temporall belieYeV candidaWeV Zill look aW an organiVaWionËV pXrpoVe 

and YalXeV jXVW aV mXch aV È if noW more Whan È ZhaW Whe\ are prepared Wo pa\.

ÍThere iV abVolXWel\ no doXbW ZhaWVoeYer in Whe laVW ØYe \earV WhaW WhoVe companieV of all 

VhapeV and Vi]eV WhaW haYe focXVed Wheir efforWV on pXrpoVe, haYe aWWracWed a Zider 

demographic circle of people WhaW are generall\ magneWiVed Wo Wheir bXVineVV,Î he Va\V. 

ÍAnd WhaW iV noW jXVW local Wech VWarW-XpV. CompanieV WhaW haYe orienWaWed Wheir brand and 

Wheir idenWiW\ WoZardV pXrpoVe haYe conWinXed Wo Zin Whe WalenW Zar, aV long aV iWËV 

congrXenW and aXWhenWic.Î
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DiYeUViW\, 
inclXVion and Whe 
R-ZoUd
Discussion of values at a corporate level 
should not happen without a discussion of 
diversity and inclusion. 

HR RewiredËs Shereen Daniels began focusing her work more and 

more on the issue of racism within organisations, following the 

killing of George Floyd and the mass global protests that followed 

in the summer of 2020. She says this moment coming alongside the 

Coronavirus pandemic made her rethink the potential for change

ÍWe all knoZ WhaW ZeËre liYing in WhaW YolaWile and changing Zorld, 

bXW ZeËYe neYer reall\ XnderVWood ZhaW iW WrXl\ meanW, XnWil Whe 

YirXV,Î Vhe e[plainV.

She Va\V VhifWing Whe Za\ companieV are organiVed Vo qXickl\ 

VhoZed her WhaW change in oWher areaV ZaV alVo poVVible. ÍIW begV 

Whe qXeVWion ZhaW oWher WhingV coXld Ze haYe Vpeeded Xp if Ze 

reall\ ZanWed Wo?Î

Acting on racism

To her, Whe anVZer Wo WhaW qXeVWion iV a Zord WhaW moVW corporaWe 

leaderV Vh\ aZa\ from: raciVm. 

DanielV Va\V: ÍEYer\one haV onl\ ZanWed Wo jXmp inWo Whe diYerViW\ 

and inclXVion conYerVaWion, becaXVe Whe\ËYe neYer ZanWed Wo Walk 

aboXW Whe iVVXe of raciVm. ThiV iV eYen WhoXgh diYerViW\ and 

inclXVion came from Whe ciYil righWV moYemenW Wo enVXre fairneVV 

and eqXiW\ for black people.

ÍSo diYerViW\ and inclXVion goW hijacked aZa\ from Whe Yer\ people 

iW ZaV meanW Wo help in order Wo make organiVaWionV feel beWWer. 

People Va\ ÊZe haYe a diYerViW\ iVVXeË and I Va\: ÊNo, \oX haYe a 

raciVm iVVXe, and diYerViW\ iV an oXWpXW.Ë BXW for \earV ZeËYe WreaWed 

iW aV an inpXW. IWËV an oXWpXW, and iW VhoXld come laVW.Î 

Moral courage

DanielV Va\V Walking aboXW and Wackling raciVm iV ÍWhe XlWimaWe 

change programmeÎ and WakeV coXrage from boWh leaderV and 

ZiWhin companieVË people fXncWion.

ÍI Whink, moral coXrage Zill be a recogniVed Vkill WhaWËV needed. And 

iWËV a Vkill WhaW comeV ZiWh being able Wo de-prioriWiVe \oXr oZn 

comforW Wo Vpeak oXW aboXW ZhaW ZrongdoingV are happening in Whe 

Zorkplace on behalf of emplo\eeV Wo addreVV Whe imbalance of 

poZer.Î
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ÍPeople say ‘we 
have a diversity 
issueË and I say: 
‘No, you have a 
racism issue, and 
diversity is an 
output.Ë But for 
years weËve 
treated it as an 
input. ItËs an 
output, and it 
should come last.Î

DanielV addV: ÍBecaXVe in HR XnforWXnaWel\ ZeËre Yer\ conVcioXV of Zho ZeËre hired b\. Technicall\ b\ 

oXr name, ZeËre meanW Wo be Where for Whe emplo\eeV bXW reall\ ZeËre noW, ZeËre Where for Whe 

organiVaWion Wo do aV Whe organiVaWion needV Wo. BXW I Whink becaXVe of eYer\Whing WhaWËV happening noW 

jXVW ZiWh raciVm, bXW ZiWh all VorWV of VocieW\ËV illV, WheVe iVVXeV are noZ conYerging inWo Whe 

e[perienceV. ThiV affecWV hoZ colleagXeV engage ZiWh each oWher and hoZ Whe\ engage ZiWh 

cXVWomerV and Whe global pla\groXnd WhaW Ze noZ haYe Wo VerYe. So I Whink WhereËV going Wo be a call for 

moral leaderVhip.Î

AVhleigh AinVle\, co-foXnder of ColorinWech, ZorkV ZiWh Vome of Whe ZorldËV biggeVW Wech companieV, 

adYiVing Whem on diYerViW\ and inclXVion in WhaW VecWor. He agreeV WhaW change mXVW be Wop-doZn if iW iV 

Wo haYe an\ impacW.

Strategic imperative

ÍThe ØrVW Whing iV iW comeV from leaderVhip,Î he Va\V. ÍThere needV Wo be a VWraWeg\ aroXnd 

acWXall\ addreVVing WheVe iVVXeV. One of Whe barrierV Ze Ønd iV WhaW VomeWimeV ZeËll Zork 

ZiWh organiVaWionV and iWËV noW reall\ a VWraWegic iniWiaWiYe or imperaWiYe for Whe organiVaWion, 

Zhich ofWen meanV iWËV hard Wo inVWiWXWe WhingV like cXlWXre change.Î

PlenW\ of organiVaWionV noZ haYe roleV focXVed on diYerViW\ and inclXVion, VXch aV chief 

diYerViW\ ofØcer È a job WiWle WhaW haV become more common in recenW \earV. BXW AinVle\ Va\V 

WhaW he haV Veen Woo man\ of WheVe roleV noW giYen VXfØcienW reVoXrce Wo Wackle Whe iVVXe.

ÍYoX ZoXldnËW giYe \oXr head of ValeV Whe WaVk of going Wo Vell \oXr prodXcWV ZiWh no 

ValeVpeople,Î he Va\V. ÍYoX ZoXldnËW Well Whe head of markeWing Wo go and redo all of oXr 

markeWing maWerial and noW giYe Whem an\ bXdgeW Wo hire an\one Wo do WhaW bXW WhaWËV ZhaW a 

chief diYerViW\ ofØcer haV been Wold Wo do.Î

Sustainable impact

IWËV a poinW WhaW Claire HarYe\ aW AnaWWa echoeV: ÍHiVWoricall\, ZeËYe Walked aboXW a bXVineVV caVe for 

diYerViW\ and inclXVion and all of WhoVe WhingV. I donËW knoZ aboXW \oX bXW IËYe neYer heard a bXVineVV 

caVe for Ønancial goYernance. IËYe neYer been aVked for a nine-page docXmenW WhaW VeWV oXW Zh\ Whe 

organiVaWion VhoXld Zorr\ aboXW Ønancial goYernance; iW iV jXVW a giYen WhaW iWËV core Wo Whe 

organiVaWion. So b\ aVking people for a bXVineVV caVe ZeËre almoVW kind of impl\ing WhaW iWËV a Ênice-Wo-

haYeË and iWËV an opWion.Î

HarYe\ addV: ÍThe oWher Whing ZeËYe done iV Wo focXV on managing diYerViW\ raWher Whan pracWiVing 

inclXVion. And Zhen \oX manage diYerViW\ \oX geW a Zhole loW of inWerYenWionV and add-onV and all of 

WhoVe WhingV WhaW VWand alone Zill haYe a VhorW-Werm impacW, bXW donËW acWXall\ haYe a VXVWainable 

impacW becaXVe Whe\ reqXire a loW of energ\ Wo go inWo Whem.Î

https://www.youtube.com/watch?v=3_gWfdGST6k
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Reduced networking opportunity

AinVle\ alVo poinWV oXW WhaW one of Whe oXWcomeV of Whe pandemic È and Whe enVXing VhifW Wo home 

Zorking È haV been WhaW more marginaliVed or jXnior parWV of Whe Zorkforce are Ønding feZer informal 

opporWXniWieV Wo engage and neWZork. He argXeV WhaW WhiV limiWV Whe chanceV of career progreVVion for, 

among oWherV, minoriW\ eWhnic ZorkerV.

He Va\V: ÍThe idea WhaW \oX mighW Va\, bXmp inWo \oXr boVVËV boVV in Whe lifW and haYe a biW of a Walk 

aboXW hoZ iWËV going È WhaWËV gone. The onl\ inWeracWion WhaW \oX Zill noZ haYe ZiWh Vomebod\ Zill be 

formaliVed in a meeWing, and generall\ haYe Vome VorW of agenda or objecWiYe aWWached Wo iW. So Whe 

idea WhaW \oX can jXVW engineer VerendipiW\ and VerendipiWoXV momenWV Zhich break conYenWion iV 

harder Zhen \oX Zork remoWel\. 

ÍT\picall\, conYenWion noZ meanV WhaW minoriWieV are Xnderpaid and XnderpromoWed. And if \oX haYe 

feZer momenWV Wo challenge WhaW, When \oX defaXlW Wo Whe norm.Î
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Can daWa help?
One way companies can improve their 
outcomes, when it comes to diversity 
and inclusion, is through better 
collection and use of data.

Better collection and use of data is something which Ashleigh 

AinsleyËs organisation, Colorintech, encourages in his clients, but 

which he says is often lacking – even among some of the bigger 

tech Ørms. 

HoZeYer, iW iV clear WhaW HR and people WeamV are going Wo haYe Wo 

geW XVed Wo inVWalling and XVing Zorkplace and people anal\WicV 

WoolV more and more Wo manage a more diVWribXWed Zorkforce.

Dig into the data

ThomaV DaYieV aW Temporall Va\V WhaW organiVaWionV can and 

VhoXld XVe daWa in a mXch more profoXnd Za\ VWill Wo beWWer 

XnderVWand Wheir Zorkforce.

ÍSo man\ companieV donËW eYen knoZ ZhaW Whe\ËYe alread\ goW,Î he 

e[plainV. ÍThe\Ëre Xnable Wo XWiliVe ZhaWËV alread\ WheirV and I Whink 

WhaW ZaV oXr opporWXniW\. GiYing a compan\ WhaW abiliW\ Wo do real-

Wime organiVaWional inWelligence can bring hXge reZardV for WhoVe 

people WhaW XnderVWood hoZ Wo do.Î

ThiV XVe of daWa Wo XnderVWand ZorkerV haV hXge real Zorld 

applicaWionV in Whe neZ diVperVed Zorking enYironmenW. For 

e[ample, DaYieV haV clienWV Zho are making XVe of daWa anal\WicV 

Wo aVVeVV emplo\ee iVolaWion È a hXge iVVXe dXring Whe pandemic 

WhaW VeemV, on Whe VXrface, Wo be far remoYed from daWa collecWion.

ÍSo many 
companies donËt 
even know what 
theyËve already 
got.Î 

ÍWiWhin WhiV highl\ diVWribXWed Zorkforce and enYironmenW ZeËre all Zorking in, a compan\ËV abiliW\ Wo 

VWa\ connecWed and Wo driYe connecWedneVV Wo eYer\ Vingle emplo\ee iV a hXge challenge.Î DaYieV Va\V 

WhiV iV parWicXlarl\ Whe caVe Zhen Ípeople are doing an aZfXl loW of meeWingV and Whe\'re Zorking an 

aZfXl loW of hoXrVÎ. 

Working in isolation

According Wo DaYieV, Whe daWa increaVingl\ VhoZV Whe e[iVWence of groXpV and indiYidXalV WhaW are 

becoming ÍiVolaWed from Whe core bXVineVVÎ, VomeWhing Zhich he belieYeV iV damaging for Zorker and 

emplo\ee alike. 

He Va\V: ÍThaW kind of inWerYenWion iV noZ being driYen b\ Whe CEO. ThaWËV noW an HR diVcXVVion; WhaW iV 

a CEO imperaWiYe Va\ing ÊI haYe a dXW\ of care Wo m\ organiVaWion Wo geW beWWer inVighW WhaW alloZV me 

Wo preYenW WhaW kind of ViWXaWionË.Î
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Top 10 
UecommendaWionV 
foU Whe neZ ZoUld 
of ZoUk

01
HR and people WeamV need Wo be broXghW inWo organiVaWionVË 

VWraWegic Whinking from Whe Yer\ VWarW. ProceVVeV ZiWhin WhaW 

fXncWion need Wo be deVigned from Whe boWWom Xp, Vo WhaW Whe\ 

maWch Whe Êreal Zorld of ZorkË in Zhich emplo\eeV noZ operaWe.

02
OrganiVaWionV VhoXld be caXWioXV aboXW making major VWraWegic 

deciVionV baVed pXrel\ on Whe paVW 12 monWhV and Whe falloXW from 

Whe pandemic. Think ahead ØYe \earV Wo ZhaW Whe Zorld of Zork Zill 

look like and hoZ \oX ZanW Wo poViWion \oXr organiVaWion and Whe 

people ZiWhin iW. No, \oX ZonËW haYe all Whe deWailV bXW WhaW long-

Werm YiVion Wo aim for iV Yer\ imporWanW.

03
The ofØce iV noW dead bXW iW Zill change. UVe WhiV aV an opporWXniW\ 

Wo imagine neZ Za\V Wo XVe Whe Vame Vpace Wo enhance emplo\ee 

engagemenW. Think of Whe areaV Zhere \oX ZanW people Wo come 

WogeWher ph\Vicall\ Wo collaboraWe and deVign VpaceV WhaW VXpporW 

WhiV.

04
MeanZhile, aYoid creaWing a WZo-Wier V\VWem beWZeen WhoVe Zho 

can and cannoW Zork from home. DeVign a V\VWem of beneØWV WhaW 

ZorkV for eYer\ emplo\eeËV ViWXaWion and doeV noW diVcriminaWe, Vo 

WhaW WhoVe Zho are Xnable Wo Zork from home are noW ÊpXniVhedË b\ 

Vpending more Wime commXWing for e[ample.
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ÍEmployers need 
to rethink 
productivity goals 
to make them 
reÙect a more 
blended approach 
to work.Î 

05
The concepW of VXrYeillance-VW\le managemenW VhoXld be phaVed oXW and replaced b\ a V\VWem of 

mXWXal WrXVW beWZeen manager and emplo\ee. BXW be carefXl Wo XnderVWand ZhaW V\VWemV and 

proceVVeV \oX are replacing Wo XnderVWand hoZ Whe Zork iV noZ geWWing done and ZhaW Whe VignV are 

WhaW \oXr Weam and emplo\ee Zellbeing iV being impacWed. If \oXËre looking Wo inWrodXce people or 

Zorkplace anal\Wical WoolV WhiV VhoXld VWarW ZiWh a conYerVaWion ZiWh WhoVe likel\ Wo be affecWed Vo 

Whe\ XnderVWand ZhaW iV being done, Zh\ iWËV being done and hoZ iW Zill be XVed Wo VXpporW Whem do 

Wheir jobV.

06
Training aroXnd hoZ Wo VpoW bXrnoXW and hoZ Wo manage Zellbeing VhoXld become eVVenWial for all 

leaderV and eYer\one ZiWhin HR/people fXncWionV.

07
Emplo\erV need Wo reWhink prodXcWiYiW\ goalV Wo make Whem reÙecW a more blended approach Wo Zork. 

ThiV doeV noW mean loZering e[pecWaWionV, bXW, for e[ample, making VXre WhaW WargeWV are more 

Ùe[ible aV a ZorkerËV perVonal circXmVWanceV change.

08
Salar\ Zill noW be Whe moVW imporWanW Whing Zhen iW comeV Wo recrXiWmenW and reWenWion, Vo 

organiVaWionV mXVW be imaginaWiYe and Ùe[ible Zhen deVigning reZard packageV Wo aWWracW WalenW. 

Fle[ibiliW\ aroXnd Zhere and Zhen Wo Zork Zill become eYer more deVirable.

09
DiYerViW\ and inclXVion VhoXld be Veen aV an oXWpXW raWher Whan an inpXW. OrganiVaWionV mXVW inYeVW 

Wime and reVoXrce Wo XnderVWand Zh\ Whe\ haYe diYerViW\ problemV and onl\ When decide hoZ Wo Ø[ 

Whem.

10
DaWa Zill become increaVingl\ imporWanW Wo Wackle WheVe and man\ oWher problemV aW an 

organiVaWional leYel. DaWa collecWion mXVW be rigoroXV and daWa anal\ViV VhoXld be fronW and cenWre of 

VWraWegic planning. SWarW b\ collaWing ZhaW e[iVWing daWa \oXr bXVineVV alread\ holdV WhaW can help \oX 

XnderVWand ZhaW iV happening in Whe organiVaWion .
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AB287 86

Campbell Tickell is a multi-disciplinary management consultancy focusing primarily on 

statutory and not-for-proØt sectors.

Established for over 20 years, we have worked with more than 900 organisations 

throughout the UK, Ireland and beyond, with central and local government, housing 

associations, care providers, sports and leisure bodies, charities, and commercial 

organisations such as housebuilders and developers, contractors and legal Ørms.

Our services extend across: strategy and governance; Ønance and business planning; 

risk and assurance; regulation and troubleshooting; mergers and growth; business 

transformation; housing development and regeneration; human resources and 

recruitment.

We are the membership community for social housing organisations investing in 

innovation. 

We have a passion for thinking and doing things differently. 

By capturing the best insights and knowledge from all sectors, embracing disruption and 

innovation we inspire social housing leaders wanting to transform their organisation. 

With a hands-on approach we explore different ways of working, test new and 

emerging technologies, fresh business models and understand how to  deal  effectively 

with disruption. We are about collaboration, sharing and learning together.

Find out what we are up to and by following us on LinkedIn.

For more information about the Disruptive Innovators Network and our two specialist 

networks: Proptech (PIN) and RPA (IAN), please visit our website.
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