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Foreword
2020 saw the beginning of the world's largest working from home experiment, and we
haven't finished yet!
In Australia life is back to “almost normal”, and so the natural questions from business
owners right now are:
What is the ideal office working scenario?
Are we staying as a remote workforce?
Are we moving back into the office?
Are we doing a mixture of both?
To answer these questions, I have been reviewing the research available and
interviewing business owners around their experiences which forms the basis for this
ebook.
What does ideal look like?
Well, it will be different for everyone.
If these are questions you are asking at the moment, hopefully you will find some of
the insights and experiences in this ebook helpful to create your own “ideal”.
If you have your own experiences to share, I would love to hear from you. Send me a
message through LinkedIn or to contact@amplifyhr.com.au.

Cheers.

Karen
Karen Kirton is the Founder & Managing Director of Amplify HR which is a
consulting company that specialises in creating great places to work for
small-medium sized businesses.
Amplify HR provide outsourced HR services which are designed to help
you find & keep great employees, measure & reward performance and get
unstuck from the day-to-day.

March 2021
amplifyhr.com.au
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The Survey Says...
For years office-based workers have been asking to have more flexibility including
working from home. The benefits cited were staff engagement, retention, and being
good for the economy as it can increase participation in the workplace. Entire
companies and divisions of consulting companies were created to teach other
organisations how to have a remote workforce, and many conferences, books and
presentations have been dedicated to preaching the benefits to leaders and HR
practitioners.
And yet, outside of start-ups and tech companies, prior to 2020, remote working was
still a difficult concept for organisations to embrace. Although some businesses have
had a forced step-change it is easy to see why so many are unsure if remote working
should be here to stay.
2020 has also given researchers the opportunity for much larger, and more diverse,
sample sizes and overall, the research supports remote working when considering
overall business productivity and employee engagement.
For example, Lynda Gratton (Professor of management practice at London Business
School) is currently conducting research with MIT Sloane and the initial findings are
that those working from home gain an average of two hours per day commuting time.
This increases company productivity as one hour of this is used for the Company as
additional work time, and one hour is used for their personal well-being (for example,
exercising, care for family members, cooking healthier meals).
This research shows that moving to remote work is not as simple as
yesterday you were based in an office and today you are at home.
It is a fundamental shift in how a business runs, and requires intentional planning and,
in many cases, changes to processes, manager skills and mindset to be successful.
Atlassian, who have announced all employees can now permanently work from home,
conducted a three month long global study of over 5000 workers and found that
readiness for working at home is dependent on the employee’s household complexity
(the level of care duties the person has and the density of their home), role complexity
(complexity of workflow and social interaction required), and network quality (access
to personal and workplace networks).
Which leads us to the question.
Is it worth it?
The answer will depend on your industry, location, and the stage of your business
(stable, growing, scaling up, looking to sell etc.). However, it may not be a
question of “is it worth it”, but rather “Is it worth it right now?”
amplifyhr.com.au
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The case for full time office
based working
Moving back to full time office work is the simplest of the options available right now.
Unless your business was able to terminate a lease, or sell your office space, chances
are you are paying for space that you would like utilised.
There are obvious benefits to this approach in that not much needs to change in the
business. Apart from some WHS considerations, it is essentially business as usual.
This is a great option for businesses that are stable, in industries where this remains a
common way of working, and where resources are currently limited.
The last major global change to the office came with technology, in particular the
availability of the Internet. Back in the late 90s it was not unusual to have offices
where only select employees were given Internet access and even then, it was closely
monitored. As the Internet became more ubiquitous even the most bureaucratic
companies were forced to concede that employees would be more productive with
Internet access, albeit with policies and site blockers. This example, along with others
over the years, leads me to believe that remote working is here to stay.
For your business, it may not be workable today, but it should be kept on the horizon
as a way of working, even if for only part of the week, in the future.
If you are contemplating everyone heading back to the office full time, my 3 top tips
are:
1. Be aware of WHS consultation obligations.
Moving back into the office requires WHS considerations and consultation. For
example, in NSW, every business is required to consult with their employees on WHS
matters either through WHS reps, a committee or “other consultation arrangements”.
Risk assessments and consultation should be conducted around things such as:
• Space between desks (and overall office space)
• Usage of shared spaces such as meetings rooms and kitchens
• What to do if you or a member of your household is sick
• What to do if someone presents with cold-like symptoms in the office
• Assessing requests to work from home based on health or disability status
• Good hygiene practices and PPE
• Office cleaning
• Usage of lifts
• Core hours of work
Refer to the workplace health and safety regulator in your state for more information
and resources.
amplifyhr.com.au
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2. Right to request flexible work arrangements
The Fair Work Act enables eligible employees to request flexible working
arrangements, which may include working from home. Employers, and managers,
should be aware of the requirements for considering and responding to requests in
line with the Act.
3. ATP (Ask The Person)
As part of your ongoing employee engagement activities, implement the “ATP”
philosophy. Check in with your employees regularly to understand if office-based
work remains a preference for them.
The expectations of employees, and potential employees, in many industries have
changed since the pandemic. Although you may be unaffected at the moment, you
may find over time that current, and potential, employees are looking for more flexible
work options.
If you are checking this at regular intervals through engagement surveys, exit
interviews and candidate feedback, you can adjust as required to enable you to
continue to find, grow and keep great people.

amplifyhr.com.au
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Remote work forever!
Nothing grabs a headline like the next big corporate to announce all staff can now
work remotely. For tech companies, this seems to be becoming the expectation, but if
you work in a different industry is it feasible?
Even if you work outside of the tech industry, there are still lessons that can be learnt
from those who have been doing this for a while.
Automattic (the Company behind Wordpress) has a valuation of around $3 billion
USD, around 1200 employees across more than 75 countries, and it does not have an
office. Automattic’s founder, Matt Mullenweg, refers to five levels of distributed
teams with the fifth level being “Nirvana” where your distributed team is working
better than any team in an office could.
While Mullenweg says Automattic is at level 4, most organisations new to remote
working get stuck at level 2 where you just try and recreate the existing office but
move it online. This can lead to burn out as employees are distracted with constant
messaging and spend days on video calls. It is also where employers rely on tracking
software to measure productivity, which over time erodes trust and culture.

Gallup has found that employees who do not work in the same location as their
manager are:
• 10 percentage points less likely to say someone cares about them at work
• 10 points less likely to say they are recognized for their contributions
• 5 points less likely to feel like their opinions count
Clearly to reap the benefits of a fully remote (distributed) workforce, we need to do
more than just give our team members access to Zoom, Trello and Slack!
If you are contemplating moving to, or staying with, fully remote working, there some
key components of the workplace that are worth considering and we run through
them in the next section about the hybrid office.

amplifyhr.com.au
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Interview with Lachy Gray, co-founder
and Managing Director of Yarno
Yarno previously dabbled in remote working where staff would generally work one to two
days from home and the remaining days at their North Sydney office.
In March 2020 they all moved remote and gave up their office space. In our interview,
Lachy said their biggest concerns around going fully remote were:
• Maintaining culture
• Onboarding new staff
• Well-being and mental health
• Support of technology and tools for the team
Although it’s still a work in progress, a few things in particular has helped them manage
these concerns and maintain a great culture. They are:
Yarnoer handbook – “As a team it outlines our expectations of how we communicate with
each other, and what communication tools to use when”.
Recording interviews in Zoom – Enables team members to “meet” new employees before
they start and gives them input into the hiring decision. This has also given team members
upskilling in recruitment which they wouldn’t have otherwise had.
Donut in Slack – A tool that randomly selects a pair of employees every fortnight to have a
virtual coffee.
Asynchronous communication – Enables employees to prepare before meetings, have
more effective meetings, and reduces the need for employees to be disrupted by
responding to loads of messages. They have also recorded presentations in advance and cut
them into smaller videos that employees can watch in their own time prior to coming
together for a team strategy day.
Weekly MD video – Lachy records a short video every week for the team to share team
and business updates and what he’s thinking about.
Onboarding – Requires a lot more planning before the first day. A buddy is assigned, and a
lunch is organised for new starters to meet the team in person. If that isn’t possible, a Zoom
is organised with breakout rooms and ice-breaker activities.
Feedback – At Yarno they practice giving and receiving feedback once per month on Zoom
and they use an online mindmapping tool called Miro to help. These feedback sessions are
also a valuable way to check in on the well-being of employees.
One-on-ones – All employees have a regular 1-to-1 with their team lead, and Lachy has
monthly 1-to-1s with team members who he works with on a less frequent basis.
In-person catchup - The team still meets up regularly for social connection and they do
quarterly team offsites, where the whole team comes together for two days to connect and
enjoy each other's company.

amplifyhr.com.au
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Interview with Lauren Watts, Founder and
Managing Director of GenLeads
In 2011 when Lauren started her business, she decided that she didn’t want to have an
office. Over the last ten years she has successfully built a fully distributed team of 17,
who all work from home across Australia.
They keep the team connected and collaborating through using Slack and perhaps
because the business has always run this way, they have set their processes up from
the start in how to recruit and onboard new staff remotely.
Lauren cites very little absences in their business as a direct
connection to working remotely because her team members
can still work when the kids are sick at home. Or if they are
sick themselves, they may just jump back into work when feeling
better later in the day.
This style of working has also helped Lauren to attract employees who have other
commitments and need the flexibility of doing non-standard hours and days (working
around school pick-up time, for example).
Her experience is that culture is the most important component to having a successful
remote workforce. Encouraging consistent communication across the team, and not
just on work related issues (for example, which PJs are the best ones to work in during
winter is a hot topic!) really helps.

amplifyhr.com.au
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A little bit of both… the
hybrid office
The research mentioned earlier that is being conducted by Lynda Gratton suggests
that those working from home have increased productivity and well-being, however,
cooperation and interaction are a concern.
This is leading to the idea of a hybrid office where employees come to the office for
collaboration, socialisation, culture building, and co-operation, and work from home
where focus and attention is required.
This option is appealing for many as the best of both worlds, where existing office
space is used in new ways, and productivity and engagement benefits of working from
home are also realised. However, some business leaders such as Zillow CEO Rich
Barton and GitLab CEO Sid Sijbrandij are warning of a two-class system for
workplaces that adopt a hybrid model. Where those in the office are more connected
and are seen as more productive than those who are not.
Although the hybrid office theoretically overcomes some concerns of the fully remote,
or full-time office, environments, it requires a shift in many workplace practices.
Whether moving to fully remote, or hybrid, we have broken the practical
considerations down into eight themes:

1. Company Culture
2. Health & Well-Being
3. Manager Mindset
4. Leveraging Technology
5. Asynchronous working
6. Communicate, communicate, communicate
7. Fostering innovation
8. Productivity

amplifyhr.com.au
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Interview with Suror Sabeti, Founder and
CEO of Talent Tier
At the start of the pandemic, Suror's organisation embraced remote working with team
members in Australia, and overseas.
Since the end of 2020 they have moved to a hybrid model where everyone works in
the office a few days per week for client meetings, presentations and collaboration.
While working remotely has had financial benefits through
huge saving in office rental costs, Suror believes some time
in the office is best for the health & well-being of team
members and for availability with clients and partners.
What has worked for them includes:
Set days for the executive: This means that team members are aware of the days per
week that an executive is always available in the office for meetings or approvals.
Check-ins: Ensuring that everyone is speaking to each other at least twice per day.
Robust recruiting practices: Essential if you want to hire the best productive people,
who can work effectively remotely.
Consistent feedback: Talent Tier use technology to continually provide 360 feedback
to all members of the organisation in real time.
Social time & fun: Every week someone is selected to cook a meal and then share a
recording of themselves cooking the meal. Another team member is then selected to
make the meal the following week and share it in the office. It is also a competition
with an iPhone or Android device going to the winner every quarter!
Technology onboarding : Having the tools available for new starters from day 1.
His advice overall is that the success of remote working comes down to one thing.
Culture.
"What kind of culture do you want to have? What do you want from an employer branding
perspective? Because if you have a strong employer branding perspective, and you treat
people the way they should be treated, they will always come back."

amplifyhr.com.au
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Interview with Sachin Khisti, Managing Director
of Carrington Associates
Sachin was aiming for a return to the office a few days per week in early 2021, but
ended up moving to a hybrid model in November 2020 as they found that the staff
wanted to have social connection and get back into some form of office based work
earlier.
The team have a set day in the office together, but they still
have flexibility where required. As they work to client
deliverable timelines, they found that being able to walk over
and chat with a colleague was more beneficial than remote
tools such as zoom and slack in helping to keep focus and meet the
due dates.
When they were working fully remotely, Sachin was conscious of mental health and
well-being impacts of remote work so the team would still get together once per week
to have lunch or a coffee. These were designed to talk about what was happening
outside of work and be social get-togethers rather than work functions.
Sachin's top tip for successful hybrid working is communication.
Not just with eachother on a work level, but also understanding the team member as a
person and what may be impacting on them outside of work.
"While we talk to our customers all the time it's very important to understand your staff as
well, whether they go back to the client location or they work from your office."

amplifyhr.com.au
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Remote or Hybrid work:
Practical considerations
1. Company Culture
Most of us “get” that culture is important. As Peter Drucker once famously said,
“Culture eats strategy for breakfast”.
So what exactly does that mean?
Well, without considering your company culture, your business strategy can’t succeed.
Workplace culture isn’t an “HR thing” and it’s not something that only matters in large
corporations. In fact, it needs to be considered in strategic decisions by all types and
sizes of businesses.
Let’s take Uber as an example. In 2017, this much lauded unicorn publicly revealed
their ruthless culture when a prior employee made a public post about the sexual
harassment and discrimination that she had experienced while working there. Many
other complaints soon followed, unveiling a toxic culture of bullying and sexual
harassment.
Co-founder Travis Kalanick was forced to resign and Dara Khosrowshahi (former CEO
of Expedia) was hired to replace him. Khosrowshahi spoke at the end of 2018 about
having spent the entire first year as CEO trying to rebuild the company’s external
image, internal culture, and settling lawsuits.
In the aftermath of this issue, Uber seemed to understand how a negative culture can
impact a company’s financial prospects in the long run. They released a statement,
acknowledging their toxic culture as a risk in their IPO filing that investors should take
into consideration:
“Our workplace culture and forward-leaning approach created significant operational and
cultural challenges that have in the past harmed, and may in the future continue to harm,
our business results and financial condition,” they wrote. “A failure to rehabilitate our brand
and reputation will cause our business to suffer.”

amplifyhr.com.au
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If your business strategy doesn’t involve developing your culture, then you’re leaving it
to chance. As then Amazon CEO, Jeff Bezos was quoted as saying: “My main job today:
I work hard at helping to maintain the culture”.
Neglecting your workplace culture can potentially lead to:
• Difficulty in attracting great employees who want to understand/enjoy the work
environment they’re considering joining;
• Creation of inconsistent performance expectations and lost productivity;
• Spiralling into dysfunction with high levels of employee turnover, employee
grievances, and reputational/financial risk.
This is potentially even more important when remote work is a part of the workplace.
Culture is often described as “the way we do things around here”. But what happens
when you aren’t always in an office to see the “how”?
Tips to keep intentional with your culture:
Hire Slowly and fire quickly
Imagine if when you start recruiting for a role, you believe you will need to hire for
that role five times before finding the right person. If you use that mindset, you are
likely to take the process a lot more seriously, strategically, and slowly!
There aren’t many ways to make a bigger cultural impact than through making a great,
or bad, hire. Resist the temptation to rush decisions, ignore your instincts or
just get a “bum on a seat”. This will certainly cost you more in the long run.
Successful onboarding
This starts well before the first day. From your job ad right through the recruitment
process to day one, that new employee is sizing you up. Even if they have some
hesitations, they may still take the job, but maybe only until “something better” comes
along. This can lead to high turnover, or perhaps even worse, employees going
through the motions, but not as engaged and as productive as you had hoped.
a) Job ad
Make sure your job ad reflects the personality of your business. This means
considering your values and writing an ad that is aligned to those and can give the job
seeker a good idea of what you are looking for and what you reward.
For example, if you are an entrepreneurial organisation that has the value of creativity,
then make the ad creative! Maybe give them a puzzle to solve to be able to send in an
application or ask screening questions that align to this value.
Even if you aren’t advertising yourself, you should ask the recruiter to provide you
with the ad copy before they post it. Make sure it has the right voice and will attract
the right kind of people!
amplifyhr.com.au
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b) Interviewing process
We know that one of the big issues with recruitment is communication. So if your
process takes a long time, you need to make sure that you communicate this from the
start and keep in touch with the candidates throughout.
Give some thought to the type of questions you will be asking. They should be
behavioural based and align to the purpose, vision and values of your organisation. If
you have leadership competencies, then even better! Candidates appreciate
professional, structured interviews and how you conduct this important step says a lot
about your organisation.
c) Job offer
Make it personal. Give lots of praise and congratulations. Tell them how excited you
are. Make the offer process as easy as possible!
Whatever you can do to stay in touch with the employee between the offer and the
first day is a bonus. Are they in a leadership role? Send them a book on leadership that
you use in the business, or one that you personally like. Do you have a product based
business? Send them some free samples! This not only gets them excited, but also
their friends and family will be excited for them and cements the belief that this was a
great decision to join your business.
d) First day
What actions you take, or don’t, in an employee’s first few days and months will stay
with them throughout their whole career with your Company. Don’t believe me? Try
this. Think about your first day at your current Company. How about the one before
that? Before that? Most people have no problems recalling their first day, even more
so when it is a poor experience. These experiences also become Company lore and get
brought out at focus groups and engagement surveys, even years later.
An induction or onboarding process does not need to be complicated. As a minimum,
you should:
• Communicate with others in the team about the new starter – who they are, what
their role is.
• Meet the employee on their first day (in person or remotely).
• Have any work tools such as phones and laptops ready.
• Provide a “buddy” for the new starter.
• Check in with the new starter at the end of the first day, end of the first week, and
end of the first month.
If you still have an office space, the immediate Manager needs to meet them on their
first day and show the person around the workspace and introduce them to other
employees. Make sure you have the tech hardware ready that they need to take
home, or that it has been organised to be sent to their home for their first day.
amplifyhr.com.au
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If you don’t have an office space, ideally you want to meet the new employee for
coffee along with some team members to have an introduction and build rapport. If
that is not possible, then an organised video call with structured, fun, ice-breaker
questions may be the next best thing.
Show the employee where the small but important things are like how to access the
office if hybrid working, where to access policies and procedures, what days/times
team meetings are typically held.
Have meaningful work available for them to do.
What gets measured gets managed
The only way to truly know if your efforts are working to make a good first impression
is to ask. Giving your employees a “first impressions” survey to complete after their
first month, or three months (depending on the role) and mirroring where possible
your exit survey questions will give you some great data to know where you need to
improve. (Contact us for a free template you can use).
If you consider all of these things when hiring staff and make the whole process as
easy and enjoyable as possible then you are more likely to attract and retain the right
kinds of employees, and keep them engaged and productive.
Invest in your leaders
There’s probably no greater source of influence on culture than you and your leaders.
Invest in their personal and professional development to help create a culture
underpinned by transparency and trust.
When working remotely, the direct leader is probably going to have the most impact
on the employee’s experience at work. So keeping your leaders informed, connected
to the business, and upskilled will help to keep a positive culture momentum.
Consistent monitoring
Use cultural and engagement surveys, along with other internal communications to
receive ongoing feedback from your teams about the culture and what issues or
opportunities they identify.
You can always communicate more
More communication is a common theme of what employees want in the workplace.
Particularly when there are no opportunities for walking past colleagues in the hall or
while making a cup of tea, this becomes even more key.
Chose the tools you will be using to communicate, and the frequency, and then be
consistent.

amplifyhr.com.au
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2. Health & Well-being
Workplace mental health is a significant issue, but it is important for non-specialists
and unqualified leaders to not try and diagnose or treat issues. Instead, they can be
aware, listen, empathise and support.
Loneliness and isolation are two real impacts of remote working so investing in an
employee assistance programs can help employees have access to confidential
counselling and support. Many of these programs also provide manager assistance
with difficult situations, and training and development on topics such as resilience,
stress management and having difficult conversations.
Physical well-being can also be an issue depending on the space and set-up the
employee has at home.
In line with WHS requirements, all employees should have a checklist to complete
around working from home which is updated on a semi-regular basis. As an employer,
you will need to decide on how you will help your teams to be set up safely. This could
be through providing a fixed amount they can spend on required items, or purchasing
necessary equipment.
Importantly you are still responsible for their health and safety at home, so it is
important to understand and consider any requests for additional equipment.

amplifyhr.com.au
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3. Manager Mindset
If you are moving to remote or hybrid working, you must upskill your managers and
set expectations for their role as a people leader. This includes giving them the right
techniques and strategies to stay connected with their team members and monitor the
team culture.
As a Manager, it is easy being in an office. You can see who is in and out each day, the
mood they are in, any conflicts brewing or other potential issues.
Working remotely increases the manager workload and requires a shift in mindset.
To effectively contribute to a positive culture and support the health and well-being of
staff takes time and is a much more intentional act.
I had one manager complain to me that his week was “95% HR issues”. When I asked
him to explain and break down for me what the issues were, I listened and then
responded, “what you are describing is people management”.
Many managers have been promoted due to expertise in their technical area and did
not necessarily want to be a people manager, nor have been effectively developed
into one. In the office not only do you have those visual cues from your team, but you
also have accessible support from other managers or HR. With remote working, it is
almost completely up to the manager to make time in their diary to check-in with team
members and engage in culture building activities.
And the more senior the manager, the higher the percentage of the job is focusing on
culture and people management rather than day-to-day operations.
A common theme for organisations that work remotely are daily interactions between
team members, and between managers and team members. This does not happen
organically like it does in the office and is a new, time-consuming role, for managers.
One way to do this is through having a “coffee chat” time in the calendar each day
which is optional for team members to attend and is simply an opportunity to catch up
with colleagues about non-work related topics.
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4. Leveraging Technology
Millions of us learnt new tech tools in 2020, but it isn’t enough to just install an app.
Too many tools and you may get fatigue from your teams, so stick with a few that you
can really leverage and go all in. Teach your teams how to use them, assess how else
they can be used, then reassess the effectiveness at regular intervals.
Technology can help enormously with productivity, collaboration and culture, but
there are also downsides. For example, Stanford researchers have identified “zoom
fatigue” which describes how video chat platforms exhaust the human mind and body.
A few that we consider essential to remote working are:
• Be present. You decide if it is Slack, Teams, or another app, but somewhere for the
team to send a short message or have quick discussions outside of email will help to
keep communication lines open and build your culture.
• Productivity. Again, there are lots of options such as Trello, Miro, Monday.com. The
key is to use one consistently and get value out of the shared information.
• Check ins. A tool to survey your teams regularly such as surveymonkey, google
forms, or customer thermometer will help to keep intentional with your culture and
help to identify any brewing issues quickly.

5. Asynchronous working
Simply put this means everyone works at different times.
This is a key concept for successful remote working. If your organisation is trying to
assume everyone is working at the same times (replicating an office scenario), your
team members will be bombarded and exhausted by messages, emails, calls, and video
meetings.
Asynchronous working forces everyone to consider what is urgent. Most things we
work on are not, and don’t require an immediate response. This leads to more
purposeful communication and consideration around what requires urgent
communication and what can be recorded or put into writing for team members to
read later.
The benefits are worthwhile as getting this right enables your business to expand into
other timezones and also helps avoid team burn-out.
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6. Communicate, communicate, communicate
Lack of communication is one of the most common complaints by employees.
Interestingly, this is often received by the Manager with exasperation as they don’t
understand how they could communicate more!
They key is that you must communicate, communicate, communicate… and then
communicate again! It may be the same message, just delivered in different mediums.
Employees feeling “out of the loop” is common in remote working and can quickly
impact on productivity and culture.
Be strategic around your internal communications, but also ask employees to speak up
when they feel excluded. Empower them to give you feedback through explaining the
specifics around what the instance was and why they were missing some important
information. Sometimes a framework can help, for example:
“I wanted to just chat to you for a minute about this project I have {project name}…. I found
out on Monday that {this happened/this changed} and because I didn’t know that before I
had to {spend this time/effort} and it was really frustrating.”
You realise this is such an easy fix. Ah-ha! “Ok, let’s get you on those {email
distribution/meeting lists} in future”
Regular, scheduled 1-1 and team meetings that are prioritised appropriately also need
to be part of the way your business runs. This may sound basic, but it is a sure fire way
to keep the communication channels open and show that you appreciate and value
your teams inputs.
Possibly worse than not having meetings is scheduling meetings, but consistently
cancelling them. This just tells your team they are not that important, so prioritise
these 1-to-1s and team meetings just as you would a meeting with a client or Board!
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7. Fostering Innovation
To continue to grow, and thrive, innovation must be on the agenda of every business.
This is not just around new products or services but includes being aware of future
trends and consistently upskilling team members.
Consider:
52% of Fortune 500 companies have disappeared in the last 15 years
55% of the 2015 Fortune 500 failed to make a profit
Average life expectancy of a Company in 1935 was 75 years. In 2015 it was 15 years
Multi-generational workforce (Pre Baby Boomer, Baby Boomer, Gen X, Gen Y, Gen Z)
By 2025, 75% of global workforce will be Gen Y (millennials)
65% of children entering primary school today will work in jobs that don’t exist yet

“The Fourth Industrial Revolution, which
“The Fourth Industrial Revolution, which includes developments in
includes developments in previously
previously
disjointed
artificialintelligence
intelligence and
disjointed
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Key takeaways from the 2020 World Economic Forum Future of Jobs report :
a. The workforce is automating faster than expected, and five years from now,
employers will divide work between humans and machines roughly equally.
b. In 2025, analytical thinking, creativity, and flexibility will be among the most
sought-after skills.
c. The most competitive businesses will focus on upgrading their workers’ skills. For
workers set to remain in their roles over the next five years, nearly half will need
retraining for their core skills.
d. Remote work is here to stay. Some 84 percent of employers are set to rapidly
digitalize work processes, including a significant expansion of remote working.
Employers say there is the potential to move 44 percent of their workforce to operate
remotely.

Hopefully you can see why
fostering innovation is one our
list of key themes!
In a remote environment this
may be more difficult unless
time is taken to have innovation
on the agenda, brainstorm
together, and identify ways of
capturing new ideas.

GOOD PRACTICE EXAMPLE
One of our clients has a small group of staff who are from different areas of the
business, but each have an interest in innovation. Each month the group meets and
brainstorms, and they also pick one goal for themselves which they are accountable for
pursuing/implementing. They then check back with the group the next month to report
on their progress to their goal. In addition, there is a Slack channel for everyone in the
organisation to contribute ideas to which the group can then triage and discuss.
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8. Productivity
This is often a concern with remote or hybrid working, but if systems and processes
are in place to give employees role clarity, outcomes expected, and set regular goals,
productivity may actually increase.
Unfortunately, many people in an office are not productive as these core components
are missing, but as a “bum in a seat” we assume they are busy.
There is software available that tracks productivity, but these can often be in conflict
with building a culture of trust. Instead:
• Start with a mindset that everyone in the business is an adult and wants to do a
good job.
• Spend the time to design roles with clear outcomes that flow through to the
overarching business strategy.
• Set goals to meet these outcomes and have consistent check-ins with if they are
on-track or if more support is needed.
• If goals and outcomes are not being met, start a performance management process.
Every role can be measured. If you can’t determine what the key outcomes should be
then it is time to review if the role is even required.
The other consideration for productivity if moving to a hybrid office is the physical
office space. Rather than having rows of desks or cubicles, give thought to how team
members will be using the space when they are in the office. You may find that more
meeting rooms and collaborative spaces are needed rather than individual desks.
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Final Note
Whatever you decide in terms of the future of your office space, it doesn't need to be
forever.
As more organisations move to new ways of working over the next year and beyond,
more information and technology will be shared for us all to learn from and utilise.
If you have a story, or some great tips to share, I'd love to hear from you. Just send me
a message through LinkedIn or to contact@amplifyhr.com.au.
The interviews that have been summarised in this ebook are available as videos and as
a podcast series around the future of the workplace. You can check them out at
amplifyhr.com.au
If you are looking to create a great place to work, I invite you to complete our free
online scorecard to discover your Find.Grow.Keep score and receive an instant
customised report on how you can build high performing teams.
Cheers,

Karen

Discover Your Find.Grow.Keep Score
and build teams of high performers.
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