
Introduction
Welcome to our latest Business Leaders Zoom Call.
“There’s a lot to feel positive about this month, with the easing of lockdown
improving business confidence in the economy and in turn driving a sharp rise in
recruitment.
A + 7% economic upturn and recovery to pre-pandemic levels by Q4 is still being
forecast, although unemployment is expected to rise to 5.5% when the furlough
scheme finally closes at the end of September. To counter this April saw the
highest increase in new permanent vacancies for 23 years!
“We are now seeing a drop in candidate supply due in part to applicants needing
support to adapt their skills to move from displaced sectors to those where there
is more demand, and because the furlough scheme has reduced the pool of
workers."
One key area of opportunity for employers to get ahead in the talent stakes is
graduate recruitment. Those businesses capable of hiring, on-boarding and
training graduate talent, currently have the pick of the current crop. For those
businesses playing the long game, this provides a unique opportunity to start
feeding their pipeline for the next 3 to 5 years with high calibre, affordable and
mouldable raw talent. 
Another area of development is the up-skilling of current and prospective
employees. This includes providing furloughed staff with training and working with
recruiters to make sure as wide a range of candidates are considered for jobs.
Businesses have a fundamental role to play in bridging the increased skills gap
that’s emerged from the pandemic.”
How and where we are basing our staff also has a fundamental impact on training
development and business growth and this is key topic for us today.
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Are you going to change the whole way the business works or limit it to certain groups?
Who is going to manage the change?
Will the changes be optional? 
Consultation requirements: informal eg through surveys or is formal collective (if 20 or more affected)
and individual consultation required?
Changes to contracts: what if employees won’t agree?
Confidentiality, restrictive covenants and data protection 
Health and safety risk assessments 
Managing performance and maintaining trust – is management training required?

This is a very relevant topic, I have spoken to two organisations today about this and it is critical right now - 
 People want flexible working and if you don't address it you will have staff retention issues.

As such, we do not have a specific policy for our new ‘flexible by choice’ approach that we are implementing
(beyond our usual flexible working policy). Instead, staff are asked to make informed decisions about when
and where they work, within a framework of criteria that will structure their approach. Each approach will
need to be agreed (usually informally) between the individuals, their line managers and their teams. We
have created the framework to help people think about what to consider when speaking with their teams,
it’s very much for each team and line manager to work through themselves and we are empowering people
to make those decisions, rather than prescribing what the parameters should be through a traditional
policy approach.

The framework around which decisions must be made assumes there will be three groups of staff: (1)
predominantly home-based employees, (2) office based employees, or (3) hybrid employees. There are
certain requirements and needs that must be met in order for the business to function. 

In turn, the business has responsibilities to the individual, namely to:

-          maintain fairness and inclusivity;
-          work digitally where possible;
-          prioritise the health, safety and well-being of each other;
-          travel only where necessary; and
-          respect each other’s choices. 

Legal considerations:

Regarding trusting employees to work from home. If employee monitoring software is used, it needs to be
with the employee's permission and will also covered by data protection and privacy laws. Personally this is
not something I like and it's not likely to support employee engagement.
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RETURN TO WORK VERSUS
WFH OR A HYBRID MODEL

We're in the midst of the most significant disruption to working practice in memory.

We've proven people can work anywhere and at anytime, with more change in weeks than years.

The speed of change was enforced but also the technology and possibly the will to make it work was already in existence.

But for office based businesses, removing the office altogether may not be the best option.

Alongside words like "Covid", "lockdown" and "furlough" we now have another to add to our work vocabulary, called
"Hybrid working".

We are now left with a choice as to how we continue working and today we discuss the shift in working practices Covid-19
has left us with. 

However you feel about it, it has increased the choice of what is possible and has moved the needs of individuals in line
with the organisation.

Fully Virtual/WFH Return to Work Hybrid Working

Increased Productivity (Initially
due to novelty and panic to
survive in adversity).
Suits certain types of work, such
as quiet repetitive tasks.
Reduced costs.
Task focus.
Suits individual workers on
isolated tasks.
Better for environment.
Less time wasteful - e.g.
commuting.
Less stressful than commuting for
some.
Distraction from family.
Reduced Social Interaction.
71% people struggling to adjust
to isolation of remote working
(SHRM).
65% of employers now struggling
to motivate remote workers
(SHRM).
Reduces routine/blurs work and
home life.
Requires access to technology,
space & resources.
Reduced networking
opportunities.
Home may not be safe for some.
Reduces stimulus and energy.
Can worsen some mental health
effects.
Requires trust  - Employee
monitoring software providers
Hubstaff and Sneek have seen a 4
fold increase in UK sales. 

Enables collaboration.
Creates social opportunity for a
social species.
Provides a work - home boundary.
Provides a safe place for some
employees experiencing domestic
abuse.
Provides equal access to
resources.
Enables real time management.
Provides leaders with non verbal
cues on team.
Management by walking around.
Greater opportunity to reinforce
culture.
Improves innovation and
engagement.
Provides better working
environment than many can
create at home.
Enables informal training by
'osmosis'.
Distraction from colleagues.
Office politics.
Better for your love life! (A fifth of
Brits meet their partner at work).

Requires re-imagining the work
place to provide collaborative
space.
Local hubs deliver better
productivity than central HQ.
Coordinating time together to
have the right people sharing the
space at the same time.
Maintains a level of preparation
for similar events to Pandemic.
Provides greater autonomy and
empowerment.
Borderless office space with
greater levels of technology and
connectivity.
Design 'serendipitous
encounters' into your space and
time.
Consider how work gets done
and plan for it.
Provides inclusion and fairness.
Gives employees a choice to get
their work done in the right
environment at the time.

MICROSOFT

SURVEY

61% of Senior Leaders say they are thriving

working from home.

60% of young adults say they are flat out

struggling.



THE BENEFITS OF
GOING VIRTUAL

"Innovation and automation holds the key
to post-Covid productivity improvement.
Marrying this opportunity with investment
is the challenge." 

The debate around home working versus flexible hybrid or
a full return to office working continues to be one of the
main strategic HR topics if 2021. Especially as it invites the
opportunity for large scale cost savings on office
infrastructure. 

Just 2% of mid-market businesses in the East Midlands are
expecting to return to full-time office working following the
pandemic, according to new research from business
advisory firm Grant Thornton UK LLP.

The research suggests that talent retention is a key driver
for the shift to hybrid working, with 57% stating that
employees will expect flexible working options to be
available post-pandemic.

This new model of hybrid working is not without its
challenges. Mid-market business leaders in the region that
have seen an increase in home working over the last year
cited a lack of client-facing time (49%), challenges around
providing training (45%) and a reduction in productivity
(43%) as their top three concerns for a shift to greater
remote working.

The study also shows that 30% of Midlands workers feel
their current jobs could be made obsolete within the next
five years due to advancing technology.

However, 39% strongly agree that learning a new skill or re-
training will help them remain employable in the future.

The study, which surveyed 32,500 people globally, broadly
found UK workers are less likely to believe they will be
impacted by technology than the worldwide average, with
the majority believing that traditional jobs are not going
away. This is despite previous PwC research showing that
30% of jobs were at risk of being lost to automation by the
mid-2030s.

Nearly half (48%) of workers globally believe that traditional
employment will not be around in the future, compared to
36% in the UK and 68% in the Midlands. 37% of UK and 31%
of Midlands workers feel positively about how the future
world of work will affect them in contrast to 50% globally.

The study suggests concerns about future income and
access to new technology could provide barriers to
upskilling the UK workforce.

More than one third (35%) of UK workers say they lack
access to the technology, which limits their opportunity to
develop new skills. And nearly half (44%) believe they will
not earn enough money to pay for further education or
retraining – this rises to 50% among 18-34 year olds.
One in five people surveyed say they still do not have the
digital skills needed to carry out their current jobs. While
62% of UK and 39% of Midlands workers say they are ready
to learn new skills or retrain completely in order to remain
employable, this is below the global average of 77%.

JOHN MURPHY -  CEO-  ROI360

"After going completely virtual we have had to

focus on recruiting people with experience,

resulting in a step change in our business.

 

Our biggest challenge now is to find ways through

technology or space to create those all important

"corridor conversations".

 

 To remain connected we are now planning

quarterly events, but we are also considering hubs

and satellites for employees, associates and

suppliers to collaborate"

B I L L  G IBSON -  CEO -  S IGHTCAST  

"To stay connected our virtual teams stay online

with an open mike Zoom Call running all day. It's

just like being in the office and when offered to

remove it they unanimously voted to keep it"



jobs and tasks
employee preferences
projects and workflows
inclusion and fairness.

Since the pandemic, companies have adopted the technologies of virtual work remarkably quickly—and employees are seeing the
advantages of more flexibility in where and when they work. As leaders recognize what is possible, they are embracing a once-in-a-
lifetime opportunity to reset work using a hybrid model.

To make this transition successfully, they’ll need to design hybrid work arrangements with individual human concerns in mind, not
just institutional ones. That requires companies to approach the problem from four different perspectives: 

1.
2.
3.
4.

Leaders also need to conceptualise new work arrangements along two axis: place and time. Millions of workers around the world
this year have made a sudden shift from being place-constrained (working in the office) to being place-unconstrained (working
anywhere). Employees have also experienced a shift along the time axis, from working synchronously with others 9 to 5 to working
asynchronously whenever they choose.
If leaders and managers can successfully make the transition to an anywhere, anytime model, the result will be work lives that are
more purposeful and productive.

A recent study by Harvard surveyed 100 companies across the world about their working practices and plans as a
result of Covid-19 with the following points published:

Making Hybrid Work

FUJITSU

STUDY

55% of 80,000 employees 

 required to work from home in

Spring 2020 now prefer hybrid

working.

15% prefer office

30% prefer home alone!

Create an eco system of spaces: Hubs, Satellites and
Centres.
Make them comfortable and welcoming.
Be well equipped with technology and connectivity
Consider how work gets done.
Don't replicate now outdated work practices (e.g. certain
meetings).
Create borderless working environments with freedom to
roam.
Allow quiet spaces to replicate the focus people can have
at home.
Encourage Managers to distinguish between work
requiring a presence and those activities best done at
home.
Ensure Managers appreciate the needs of individual team
members.
Blend business outcomes with personal support.
Make your workspace an active and healthy place to be.

So how can you propel your firm toward an anywhere, anytime model? Start by identifying key jobs and tasks, determine what the
drivers of productivity and performance are for each, and think about the arrangements that would serve them best. Engage
employees in the process, using a combination of surveys, personas, and interviews to understand what they really want and need.
This will differ significantly from company to company, so don’t take shortcuts. Think expansively and creatively, with an eye toward
eliminating duplication and unproductive elements in your current work arrangements. Communicate broadly so that at every
stage of your journey everybody understands how hybrid arrangements will enhance rather than deplete their productivity. Train
leaders in the management of hybrid teams, and invest in the tools of coordination that will help your teams align their schedules.
Finally, ask yourself whether your new hybrid arrangements, whatever they are, accentuate your company’s values and support its
culture. Carefully and thoughtfully take stock: In the changes you’ve made, have you created a foundation for the future that
everybody in the company will find engaging, fair, inspiring, and meaningful?

A full version of this article appeared in the May–June 2021 issue of Harvard Business Review.

https://hbr.org/archive-toc/BR2103


Put the radio on at home just like you would in the car when travelling on business. 
Encouraged them to get out at some time; go and get lunch from the shop just like you would during
normal business. 

Brett is Business Development Manager within Liberty Engineering Group and has been running a blend of
teams working from home and in the office for a long time.

As a Business Development team we were already less 'tied to the office' and the team is geographically
spread with a central hub around the West Midlands, plus one on South coast, one Scottish border, and
one in Essex. 

Before lockdown we operated from a car office, when we initially went into lock-down we suggested a few
things to maintain a level of normality, such as:

Get out and about as much as possible in order to have the social interaction as a normal salesperson.

Business Development Manager UK & Europe
Liberty Engineering Group
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Floyd Sayers

There's an opportunity to have people take
accountability for how they prepare for a day working
from home. Including a 30 minute each morning
beforehand, which allows them to clear their head,
differentiate between time at home and time working
from home,  re-entering the house with a fresh
mindset.
Encourages people to get up and dressed and
improves health through exercise and movement.
People are experimenting the time of day they are
having lunch, or having lunch together on zoom and
with those colleagues in the office to stay connected.



GENERATE

500K LEADS IN

QUARTER 4

STEPHEN BROWN
CEO

EURO PROJECTS 
RECRUITMENT

"Today we covered such a big topic with the support of
some incredible contributors, who we are truly grateful

for supporting us and sharing their ideas with us."
 

Please join us again on 24th May 2021 at 2.00 pm for 30 minutes to share the
latest news affecting your business and to hear how to Build Value & Profit
with Employee Support.

Your Zoom Call invitation for this event will follow next week.

t: 01530 833825 - e: customers@europrojects.co.uk - www.europrojects.co.uk

JOIN US AGAIN...

 
WE ALSO DO RECRUITMENT! 

IF YOU HAVE A ROLE YOU WOULD LIKE US TO HELP YOU TO RECRUIT
FOR, PLEASE GET IN TOUCH WITH YOUR REGULAR CONSULTANT, ME, OR
IF YOU'RE NEW TO US VIA THE DETAILS BELOW:

EMAIL:CUSTOMERS@EUROPROJECTS.CO.UK
TEL: 01530 833845

http://www.europrojects.co.uk/

