WHAT IS THE IMPACT OF COVID-19 ON
ACTIVITY BASED WORKING?
As organisations in APAC plan their return to work
amidst concerns about the current climate of a
pandemic, this and broader questions around what
the purpose of the office is, how work can be done
and to what degree we can safely share space in
the immediate and mid-long term future is coming
to the forefront. This article aims to provide the
authors’ view (consultants at Veldhoen +
Company, Asia Pacific) about the impact of COVID19 on the future of work and Activity Based
Working and illustrate how organisations can
leverage this disruption to respond to those
broader questions.
COVID-19 has a profound impact on what ‘work
really means’, how ‘work’ gets done, and what the
role of the workplace will be. Entire industries are
debating about how they want to work in the
future and questioning what the function of the
workplace is for them.
COVID-19 has become a huge accelerator for
people and companies to redefine ‘work’ because
people are now experiencing remote working
while remaining (at least partially) productive –
and this was assumed to be impossible to achieve
in the past by some.

The empirical rules of workplace engagement
don’t apply anymore, and organisations must
invest early and consciously in developing their
playbook to define the Future of Work.

Veldhoen + Company's mission is to help
organisations understand how their
workplace can be designed to best support
their vision, mission, values, strategies, and
culture. As organisations ask themselves how
'work' gets done, the authors see enormous
potential for massive positive change for a
better world of work across all countries in
Asia Pacific.

This article covers the top 7 frequently asked
questions we are receiving from our customers,
partners, designers, and collaborators. We hope
that sharing our views and answers will help our
readers start conversations in their organisations
around the Future of Work and what choices need
to be made to support employees, businesses and
the larger community to thrive.

veldhoencompany.com
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Activity Based Working has
evolved over the last few
years supporting
organisations to achieve
their goals and objectives in
many countries. Some
people say that Activity
Based Working is dead. Is
that so or is Activity Based
Working being redefined in
light of COVID-19?
The basic idea behind Activity Based Working is
that people should be trusted and empowered to
work in a time and place independent way,
supported by the right technology tools, working
environment and cultural support to make their
best work possible. Now that organisations are
asking themselves how 'work' gets done, we see a
massive opportunity for creating an even better
world of work.

This opportunity needs to be properly understood
and focused on meeting the individual and
organisational needs. If organisations are not
reconsidering what the value of 'work' is in the
context of adaptability, then they will miss a vital
step.

WORK IN A TIME & PLACE
INDEPENDENT WAY
SUPPORTED BY THE RIGHT:

TECHNOLOGY TOOLS
WORKING ENVIRONMENT
CULTURAL SUPPORT

Activity Based Working has always considered
individual and team mobility, flexibility, autonomy,
and connection as foundational principles. As these
principles are foundational for organisational
adaptability too, the current crisis presents a timely
pause to review current ways of working. Work is
not a thing that just gets done - it is about purpose,
connection, and creating a sustainable business.

Taking an activity-based approach to workstyle
creates a higher level of awareness of what 'work'
is about and the variety of activities that people do
while working. An analysis of the different
workstyles within your organisation is necessary to
create the best solution that supports what your
organisation and people need, to achieve desired
outcomes. Not one approach fits all organisations.

The approach to embedding adaptability within
organisations will be different for each industry
and organisation. It will need to be tailored to every
organisation in line with its vision, mission, and
values.
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ACTIVITY BASED
WORKING
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Where organisations are contemplating returning
to the workplace and defaulting to traditional
models of working, we recommend evaluating
whether continuing this approach serves their
ability to adapt within a rapidly changing
world. A return to rigid, command-and-control,
overly simplistic forms of organising and working
do not support organisational adaptability. As we
have seen in many organisations, these approaches
to 'work' come at the cost of creativity, trust, and
choice in favour of predictability and a sense of
control.

Activity Based Working
A holistic Activity Based Working approach is a
combination of different types of Activities,
Energy, Time, Set up and Tools. This includes but
not limited to
Sharing work settings in an office
Remote working
Distributed working

Energy
e.g. Calm introverts,
Outgoing Extroverts,
Early birds, Night owls

Time
Activities
e.g. Focus,
Process, Call,
Create, Coordinate

Set up & Tools
e.g. Digital tools,
Chat booth, Desk,
Meeting space,
Cafe

e.g. Flexible
working hours,
Time for reflection

It helps to have deliberate and thoughtful
discussions about working from home and
working from the office. Companies should
consider:
What do people do, and how do their
behaviours contribute to producing
organisation performance?
Which activities serve to continue supporting
our business strategy?
Which activities should we stop or reduce?
What are the activities that people prefer to do
remotely, and for which activities will they
want to come to the office?
Which teams and individuals are more
productive working remotely, and which are
more productive when being in the same
building?
What programs do we need to have in place so
our leaders and managers know how to build
trust with blended teams (that work both
remotely and from the office)?

In Summary:
While in the past, only a handful of
organisations understood the value of
Activity Based Working as a business and
human strategy (not only a workplace one),
it is now more deeply understood in the
new world of work as a relevant and
necessary choice to secure organisational
adaptability. Activity Based Working, in its
true sense, has received a new lease of life –
it is being (re)discovered by organisations
for its massive positive behavioural and
cultural impact (in addition to its workplace,
digital and environmental value).
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If flexibility and working
from home aspect of
Activity Based Working is so
great, how come some of us
struggled to work away
from the office?
Five main factors played important roles in
facilitating people to acclimatise quickly to a
sudden change of working in response to the
pandemic lockdowns:

1.

Having access to areas that support work
activities

2. Team agreements
3. Flexibility of choice
4.

Understanding how the worth of work is
measured

5. Willingness and readiness of leadership to
allow and trust their employees to work
from a location other than the office.

1. Access to areas that support work
activities
While we already practice an activity-based way of
living and our homes are designed to facilitate the
specific activities that we choose to do at home
such as socialising with family members, resting,
preparing food, personal hygiene and practising
hobbies, many homes are not appropriately sized
or designed to support all the various types of work
we do daily.
In some countries (in particular many Asian
countries and other high-density areas around the
world), home living conditions did not provide
adequate space. Think of the small ‘shoe-box' like
apartments of Tokyo or family apartments where
three generations occupy one small residence as
we see in Singapore, Hong Kong, and India. So
global companies now considering a new way of
working might be tempted to take a common
approach in all their locations as this would be most
‘efficient’. However, the cultural and demographic
diversity, the diversity of work styles, and the
inclusion of different views employees and teams
might have about working from home/remotely are
crucial to secure a successful and sustainable
future way of working.

Home Activities

2. Team agreements

What activities do we do at home?

Sleep

Bathe

Relax

During this pandemic, there were competing
engagements with our 'home team’. Where
normally we have built clarity and trust around
living activities (e.g. whose turn it is to prepare a
meal, shower, the time we eat together, have
alone time), having to quickly adapt to working
from home as a result of COVID-19 gave people
neither the opportunity nor the grace of time to
have similar discussions and agreements with our
home team regarding working requirements.
There was also ambiguity about how we interact
with our 'work team' during the crisis in order to
maintain clear communication, connection, and
collaborate productively. Those who managed to
establish appropriate team agreements report
being better facilitated to be more productive.

Work Activities
Where should these activities be in a home?

Work

Dine

Focus

Process

Call

Create

Coordinate

Duo

Dialogue

Inform

Inform

Technical

3. Flexibility of choice

5. Readiness of leadership to trust

As the situation was not triggered by choice where
employees could choose whether they wanted to
work from home, go to the office, or take their
laptop to a café or park and work from there, we
experienced a loss of agency over our own lives.
When we lose control, it is common to feel anxious
and tense. Having limited control of our work lives
becomes a restricting factor. Lack of exercising
one's choice about working times and hours,
locations, work outcomes, and so on have a similar
impact on employees. It is not surprising that many
organisations reported having low levels of
employee engagement even before COVID-19 and
how removing one more element of choice
exacerbated this.

According to Straits Times, a survey by a Nikkei
unit showed that while as many as 88 percent of
Japan's large corporations have adopted telework,
only 46 percent of small and medium-sized firms
had done so by mid-April.

4. The worth of work
Those teams measuring the ‘worth of work’ by
hours spent in the office (as opposed to outcomesfocused) or who were counting on physical
proximity to learn, share, decide and communicate
were caught off-guard when they had to start
working remotely overnight. This has highlighted
several missing cultural conditions (trust, clarity,
etc) & underdeveloped leadership capabilities
(empathy, connection,
facilitation) , that are
fundamental to making Activity Based Working
successful and sustainable.

A South Korean study found that only 40 percent
of firms were willing to let staff work from home.
In Japan, firms Fujitsu, Hitachi and Ricoh, Lixil,
AGC, and even the Tokyo Metropolitan
Government have kept in place telework
arrangements as the "new normal", even after the
state of emergency over COVID-19 was lifted last
month. So different countries and different
surveys tell a different story. In our view, the
readiness and willingness of employees to
continue to work remotely for parts of the week
are as important as the readiness and willingness
of leaders to lead teams differently. Those teams
whose leaders have built Trust, are open to
diverse views, keen to hear everyone’s voices, and
manage by outcomes would be more inclined to
work flexibly (both in times and in space) and
optimise both individual and team effectiveness.
Those whose leaders prefer a control and
command approach to work are less willing to
embrace flexible and remote working and likely
suffer lower productivity when not co-located.

The Shifts in Attitude
Despite the 5 factors mentioned above, many
people have enjoyed at least part of their
experience of working from home. One global
study conducted by Workplace Evolutionaries - a
community
of
the
International
Facility
Management Association (IFMA)¹ - found that
68% of people felt successful working from home.
This matched the sentiments of leaders, with 70%
saying that working from home resulted in the
same or better on average in their team's work
performance.
Those surveyed stated the following preferences
to work-from-home post-COVID-19

While remote working is here to stay as a concept,
it might not benefit all employees in all
organisations equally. Some will, through
necessity, want to have the choice to work from
the office or a location other than the office or the
home. This will be an important consideration for
each organisation to decide when creating its new
Blended Workstyles Strategy.
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A survey conducted by Citrix in April 2020 on 1000
office workers found that 78% believe remote
working will become more common even after the
crisis has resolved. In the same survey, 74% of
320 CFOs globally stated that they would move at
least five percent of their workforce to
permanently remote positions. A quarter said that
they would look to have at least 20% of their
workforce working remotely.

the

“Chris Chapple – CEO, 151Property,
Australia

The Smooth(er) Sailing

“With

us

Activity

It is worth sharing that those organisations that had
embraced the deeper cultural change embedded in
Activity Based Working before the Covid19 crisis,
were not only able to continue working seamlessly,
but they also benefited from speed of adaptation to
the new circumstances. They continued to have
deeply connected teams, a trust-based way of
working and to navigate the uncertain times with
relative ease.

In Summary:
This crisis has given us an unprecedented
opportunity to review paradigms of
productivity and get a glimpse into
unexpected and new ways of working.
Our teams strongly believe that if
organisations don’t look to learn from this
crisis by investing time and resources in
applying the science of Activity Based
Working and activity-based thinking to
consciously shape the new work culture,
it will be a massive lost opportunity to
redefine new rules of engagement. And a
missed opportunity to identify their own
Blended Workstyle to support their
business strategy going forward.

embracing

Based

early

Working

on,

the

philosophy

where people can work with whomever,
whenever, and wherever we need, we
didn’t feel negative when our choice was
limited to working from home. Rather, it
was the process to further deepen the
trust

and

responsibility

in

a

way.”

Hiroaki Ninoyu, FM design GM,
ITOKI Corporation
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How can organisations adapt
and emerge stronger than
before with the help of
Design & Technology?
Technology
In our teams
and our work in APAC, we endeavour to
support organisations in becoming more adaptable.
To be prepared for an unpredictable future.
Organisations need to be adaptive, innovative, and
technologically savvy to sustain and grow their
businesses. Design and Technology are key
elements to support the adaptability of an
organisation. However, there is a crucial third
element in this equation: Culture (and the diversity
of national and corporate cultures).
The recent experience of working remotely due to
COVID-19 has provided us with an experiment to
pilot new ways of working. While it did not work for
everybody or in all instances and activities (e.g. local
living conditions, WIFI network stability showed
large differences among APAC countries), for most
people it provided a learning experience and trust
that work can be done without the visible proximity
of your team or manager 8 hours per day/5 days per
week.

From a Design Point of View
It is our view that remote and distributed working
are here to stay. In a study undertaken by Gallup in
Design
January 2020² (before wide-scale lockdowns),
which assessed the efficacy of remote workers,
the data was clear: "Remote work not only
improves outcomes and employee branding but is
a policy that the most talented employees desire."
Employee engagement was highest amongst
those who worked remotely at leastCulture
three to four
days per week, with 54% of office workers stating
that they would leave their job in pursuit of one
that offered them more flexibility of work time.
Amidst the pandemic, the appetite for remote
working has sustained. In the Singapore Workforce
Survey³ conducted as part of the People
Continuity Package, 80% of employees indicated
a preference to continue working from home half
their time or more post-June 1, with only 10% not
wishing to continue working from home at all.
We take the perspective that post-pandemic there
will be an even greater desire for employees to
have access to various ways of working since
many more employees will have experienced a
'taster' of different working arrangements from
the old normal.

Therefore, it becomes increasingly important to
understand for which experiences people will
come to the office, which activities will they do
while in the office and how the design of the
workplace will effectively support these.
The relevance of the standard office design (open
plan for everyone) was already running out. In light
of the learnings from COVID-19, we believe this
has accelerated the process as employee needs
will be very different. As a result, design solutions
which are fit for purpose and adaptable at the
same time will be required.
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The crucial third element in this equation: Culture (and
the diversity of national and corporate cultures).

Hiroaki Fujita, Manager of Marketing,
Strategy Planning Group

From a Technology Point of View

From a Culture Point of View

Embracing new technologies will become crucial. In
the near future, most of our meetings will take
place with a mix of participants attending from the
office and from remote locations (including homes)
which will require collaborative tools. This means
better technology not only for accessing
documents and systems but also to support real
team connection and creative problem-solving.

To continue to leverage working in a distributed
(and partially remote) way, people need to feel
connected to others within their team, to other
teams, the organisation, and to what their
organisation stands for.

Embracing new technologies will require
employees to become more tech-savvy. This is not
to say that companies will become tech-centric (at
Veldhoen + Company, we believe that now more
than ever companies will become more humancentric), but it will require a shift in employee
capabilities to access and use technology in a much
more integrated way with day to day activities.
Big data will also play an important role in the form
of working patterns and insights, not to control and
command, but to empower people to make smarter
decisions themselves about how, when, and with
whom to collaborate.

An organisation's ability to effectively instill its
culture and the feeling of strong bonds across
distributed teams is paramount. Consider: Is there a
real threat of employees slowly losing their
emotional connection and pride they feel for the
organisation? Is your organisation spending
enough time to adapt and be deliberate about
shaping its value propositions to your employees?
The ability to address these on an immediate and
ongoing basis will form emerging best practices.
Cultural conditions such as Psychological Safety,
Trust, Clarity, Managing by Outcomes, Compassion,
and Self-direction will be the necessary ingredients
for successful leaders in this new climate; and
enable a way of working that supports the
adaptability of organisations of the future.
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How is social distancing
(or physical distancing as
we prefer to call it) going to
work in a workplace
which is designed to
support Activity Based
Working?
Recently there has been a lot of doubt voiced on
media about whether we can continue to share
desks and work in open environments on returning
to the workplace after COVID-19.
Every employee has the right to safe and clean
individual and collaborative work points that
support the activity that they need to do. It is not
feasible to walk around the office with our own
door handle and our own taps. We commonly aren't
assigned a personal toilet. We don’t each have a
meeting room with perfect spacing and individual
tables for all. It is important to remember that we
do not have to operate forever in ways that are
required during a crisis. Governments have set
reasonable and clear guidelines around physical
distancing in internal spaces.

Organisations should follow these guidelines and
strive to ensure the safety and well-being of their
people when they are in the office.
The solution for the long term is not to stop work
points sharing but to thoughtfully create
processes , practices, and policies that provide a
safe and clean working environment and workpoints supporting the activities that employees
need and want to do when they come to the
workplace.
Cleaning frequency and thoroughness can be
increased to meet emerging expectations and
facilitate safer working environments. In the same
way that we shared trolleys in super- markets
during the crisis by first wiping down the
touchpoints and sanitising our hands as we enter
and exit; so can we approach office hygiene. Ease
of access to, and the obligatory use of simple
hygiene methods to improve safety standards, is
the recommended strategy for re-entering the
office.

Organisations may also opt to allocate personal
keyboards and mouse, and limit phone usage to
individual mobile devices or personal headsets.
Some organisations may feel more comfortable
granting gradual access to shared workspaces
including assigning teams to specific areas,
neighbourhoods, or floors. Another strategy could
be to have teams agree to come in on different
days to enable tracking of who is in the building at
any one time.

In Summary:
Going about our daily lives in open spaces will
not be a foreign experience for us postpandemic. People will continue to share space
on public transportation, at supermarkets,
restaurants, and a variety of other settings.
The post-crisis approach for organisations
will be to make small and simple adjustments
for big impact.
8
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What will be role of the
office space and how do
these changes impact the
decisions to be taken by
Real Estate professionals?
As organisations receive more requests than ever
to work from home or away from the office, it
sharpens the focus on their footprint and the cost
of office space. If fewer people want to work in a
centralised office location 5 days a week, is the
best use of that real estate footprint the provision
of dedicated desks? Probably not. Instead,
organisations should be thinking about what it is
that they want to support their people to do when
they come together in this central office location,
as well as to work from home or a third space. This
decision should be shaped by an organisation's
strategic and cultural imperatives. The question
then becomes: what is the best way to support
these in our workplace? If you are making a
significant investment into real estate, it should
be returning a significant advantage. Aligning the
way your people work to best support the
realisation of organisational vision, values, and
strategies are where that value is unlocked.
Providing dedicated desks to employees just
because that is the way it has always been done,
is not.

Organisational
Vision
Values
Strategies
Activity Based Working as a workplace strategy
delivers a win-win. It absolutely can support cost
savings at a time when the bottom line is pivotal. It
can also support people to work with more
flexibility and provide time and place
independence which ultimately creates higher
employee engagement. A variety of work settings
are required to shape an organisation's workplace
strategy around the activities that need to be
supported. These work settings can include a cocreation/whiteboarding space, formal meeting
spaces, a place for sensitive/confidential inperson conversations, places that enable
reflection, quiet or high focus zones allowing
people to be free of disruption, and a place to do
more day-to-day transactional activities. Not all of
these need to be supported in a central office
location.

The exact formula for this Blending of
Workstyles will need to be tailored with the
organisation, business function, and country
in which it operates in mind. Equally important
will be the cultural and behavioural
adaptations needed to make the Blended
Work styles a reality. Senior leaders,
managers, and employees at all levels will
need to become comfortable to run and be
part of Blended Teams.
This will be a challenge and opportunity for
many teams to transform and evolve into
highly-adaptable systems of work.

Collaboration, when everyone is in the office, is
one paradigm, collaboration when everyone dialsCulture
in remotely is another paradigm
but they both
assume some level of ‘equality’ as everyone is
Design
interacting using the
same medium and
environment. Collaboration in Blended Teams,
when some might be working from home, some
might be from a remote location and some might
be in the office requires not only new
collaboration skills, and capability to bond and
connect over different mediums, but it requires a
superior level of awareness, inclusion and
encouraging differences.

18

A study in progress by Leesman®⁴ which has
collected to date 10,600+ responses (as of 29
Design
May 2020) indicates that
78% of employees feel
that their home facilitates them to work
productively compared to 63% agreeing that their
workplace supports them to be productive. If we
acknowledge that people can do some degree of
their functions more successfully at home or from
another location, why provide a 1:1 ratio of desks
and dedicated space at a central office location?
Veldhoen + Company believes that the future
Technology
Culture
workstyle of organisations will be to offer Blended
working options where employees can elect to
work from home, smaller ‘satellite’ like offices
closer to home, and other remote options to
enable the agency of employees to choose the
best location that supports the tasks that they
need to do.

78%

of employees feel that
their home facilitates
them to work
productively

63%

agreeing that their
workplace supports them
to be productive

TROPP US YN AP MOC
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What should companies
consider to support their
employees to work from
home or locations other than
the office?
If organisations choose to identify and benefit
from their own Blended Workstyle, they will need
to support their employees to work effectively
from home, as well as from the office and other
locations.
When it comes to physical space and technology,
consider setting up functional home settings (or
third spaces) that are conducive to productivity,
ergonomic, and easy to use without intruding on
their activity-based living settings. Support
employees in finding out how they can include a
variety of work activities in their activity-based
living and what can be adjusted to facilitate
greater productivity and engagement. Then, the
home or a third location can also be a work setting
that people can exercise choice to use according
to the activity they need to do.

Organisations may also choose to offer rewards
and incentives to help employees work effectively
from home. For example, if a team agrees to do
more individual focus/deep work activities
remotely (home or other) and go to the office to
engage in creative problem solving and
collaborate with others, then the organisation
could consider how they can support for that
deeper individual work to be carried out at home
or another location, such as the right lighting, IT
tools, workspace, supplies, etc.

WFH

WFE

WFO

BLENDED
WORKSTYLE

WFH - Work from home, WFE - Work from everywhere, WFO - Work from office

In Summary:
Adopting a Blended way of working will
also require the right cultural conditions
to facilitate awareness around diverse
workstyles, the inclusion of all team
members and voices, trust between team
members, clarity around the ‘why’ of each
project and their roles and responsibilities;
but also the opportunities for growth and
learning, and an ongoing deliberate
nurturing of connection between all team
members. Companies that lack these
cultural conditions will struggle to achieve
high levels of engagement and
performance while working in a
distributed way. Indeed, lacking these
cultural conditions would be detrimental
also in a more traditional way of working,
with everyone collocated and close to
each other at all times.
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With all these Design
changes, are
we moving towards a world
with no offices?
Technology

The purpose of an office should be to support
organisations to best deliver their
strategic,
Culture
operational, and cultural objectives. Our teams
have been supporting organisations to challenge
themselves to answer the question “Why have an
office?” for over 30 years. This is a deliberately
provocative question (as there are many reasons
to have an office), many of which COVID-19
brought into stark focus in recent months. The
most common responses we hear from clients and
our own APAC employees are:
Creative brainstorming and co-creating with
colleagues;
Social (re)connection;
Maintaining culture;
Maintaining an emotional connection with the
brand and organisation;
Mentoring and learning in groups, etc

This is by no means an exhaustive list and for all
employees that are keen to go to the office for
collaborative activities, there are as many
employees that would rather use the office for
deeper focus work in the future. It is all teams,
activities, and organisation-specific, and looking at
the picture using the Activity based Working ‘lens’
will provide a rich and informative new way to
view ‘work’.
COVID-19 presents organisations and individuals
with the unique opportunity of disruption to
deliberately review their thoughts on their central
office location and its purpose. Given the strong
appetite of employees to have greater flexibility in
the way that they work, including working from
home/other locations when it makes sense for the
task at hand, it is no longer sensible for
organisations to pay a premium for 1:1 allocated
desks. Indeed, for some organisations, it may
altogether no longer make sense to have a central
office.
During these times of increasing uncertainty, for
those organisations who will benefit from having a
centralised office as part of their future ways of
working (we expect that many will), the more
flexibility in ways of working, location of work and
IT tools an employer can offer, the better. We
encourage employers to engage with their people
to co-design the functionality of the office space
to best support the activities they need to carry
out, keeping in mind that the home office is now a
bonafide worksetting.

More than ever before, exercising one's
agency in planning their day, taking
personal responsibility for how they
work, and their boundaries are crucial
factors in high employee engagement.

Creating a Better World of Work
Now, for the Future
Veldhoen + Company’s mission to Create a Better
World of Work hasn’t changed, but the focus,
conditions and priorities have shifted as a result of
Covid-19. The pandemic has been a catalyst for
organisations to become deliberate about why
their old ways of working no longer serve them.
Our ambition has always been to co-create new,
activity-based ways of working that encourage
teams to connect, individuals to flourish and
organisations to thrive. Never has an activitybased approach been more valuable. Instead of
merely putting out fires and hoping for survival,
an activity-based application of three critical
lenses: Security, Self-Direction and Universal
Compassion helps to pioneer more adaptable
organisations. With adaptability, organisations
can ensure survival, while building the capability
needed to thrive in an increasingly unpredictable
world.

How can Veldhoen + Company
support your organisation in
Asia Pacific
Post-COVID-19 Workplace Strategy advisory
services including functional design briefs for
adaptable and safe working environments

HR policies and programs linked to Blended
Working with benefits and incentives linked to
mixing workstyles of various teams and
employees
Blended Workstyle Strategy (a blend of
working from home, the office, and 'third
spaces') to build an adaptable organisation.
This includes a thorough analysis of your
teams, collaboration patterns, and preferences
for remote vs non-remote working to identify
what is your adaptable balance as an
organisation.
Assess the team cohesion factor of your
teams, develop and deliver tailor-made
programs to train managers to coach and lead
high-performing blended teams effectively.
Holistic Wellbeing Strategy and Program for
your employees
Feasibility Studies to assess the teams’
readiness to move towards a blended way of
working. This study also supports the
organisation to identify the various spaces
required to best support its activities.
Training programs for People Managers to
create the necessary cultural conditions for
adaptable teams.
Teams training to develop and strengthen
Team Connections
Self-discretion
training
programs
to
strengthen individual employee skills to
identify, manage, plan, and carry out the work
activities in the most productive way from any
location they choose to work from.
Facilitate inspiration and engagement sessions
with Senior Stakeholders to explore what the
learnings of the COVID-19 disruption mean for
the purpose of your workplace.
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