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With a pause in the professional lives of people, everything has
changed remarkably. The office tasks have moved online, and hours
of commuting have been replaced by endless hours of staring at the
computer and unending video conferencing calls. Interestingly,
earlier work-from-home was often scoffed at as an impractical
experiment, but in dealing with Covid-19, it is clearly a reality. Post
the pandemic, it just might just become the new normal.
Organisations across the globe are agreeing flexible workplace
arrangements out of a need to evolve with the times and also recruit
and retain the best talent. In 2019, OwlLabs promoted a tagline for
their annual  ‘work from anywhere’  campaign that summarized the
true telework advocacy goals best: “Location is Irrelevant.” We don’t
need to be anywhere specific to fulfil our scope of work.

The point is that no matter where we are, we’re trusted and
enabled to do our best work. For knowledge workers whose roles
rely on mobile tools (such as computers, software, and internet
connections), location should be a daily choice, not a lifestyle
commitment. So, the concern of employers should not be
about where we are going to work post-covid, it should be how we
are going to work. What have we learned from the abrupt
transition to virtual collaboration that we want to adopt in the
future, regardless of our workplace choice? The three primary
differentiation element of traditional working style and the new
normal are virtual workplace accessibility, asynchronous
communication, and results-based tracking. These elements are
what define and enable remote work, and therefore may define
the “new normal” of location-independent business operations.
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Covid-19 outbreak has made employers think out of the box, from
traditional thinking that productivity is contingent upon set hours
within an office environment. Organisations adapting to new
normal are encouraging employees to work from home and have
more flexible working arrangements. "As we start to return to
workplaces and find a new normal, alternative working patterns
will also help reduce commuter traffic and with social distancing
measures," said HR consultant Emily Draycott-Jones. 
Examples how big tech giants are preparing themselves to adapt
to new normal:

Big Tech Giants: Coping Strategies

 Amazon - giving employees the option to work from home until at
least October

 Barclays - 70,000 staff currently working from home. A big city
office "may be a thing of the past".

Facebook - extending work from home until end of 2020, as part
of a long-term shift to more remote working.

Google - has extended working from home until the end of the
year



MasterCard - says the majority of its employees can work
from home until they "are ready" to return. Also looking to
consolidate global offices
Microsoft - working from home extended until October for
most employees
 Royal Bank of Scotland - staff allowed to work from home
until at least end of September
Spotify - its workforce of more than 4,000 can work from
home for the rest of the year
 Twitter - has offered staff the option of working from
home permanently, said chief executive Jack Dorsey
 WPP - the world's biggest advertising agency says
returning to office is to be voluntary and flexible.



The 'Emerging' New Normal

Emerging leaders and roles  - According to research by Deloitte, around 85
percent of leaders felt that the agility of their workforce to adapt and
adjust with better approaches of working surprise them. Whereas 60
percent of leaders believed that teams were able to quickly re-organize
based on results and priorities. Around 72 percent of CEOs believed that the
‘Team Lead’ was the most significant in ensuring the well-being of the
workforce.
Emerging talent risks - Some of the key risk parameters to consider
majorly in talent risk framework includes Change and Culture, Compliance
and Cost, Capacity, Capability, and Connectivity.
Top talent:  Organisations need to start analyzing which of their employees
is a top retention priority along with evaluating critical roles that will help
the business.
Employee Costs:  New policies need to be drafted to balance employee
costs and business continuity accounting from new IT applications, remote
mentoring, and rapid  re-skilling need.

Emerging workplace -  To ensure business continuity, most companies have
moved immediately to a work from a home model, shifting most of the
roles. The requirement for secure IT infrastructure is a critical need for
employees working remotely, with an increase in hacking and data theft.
There is a need to structure remote work by clearing guidelines, real
commitment, and leadership. Organizations need to understand how the
wellbeing of their employees is affected and proactive methods focussed
toward enhancing the policies and procedures to address the gaps.

Complied By - Pragya Grover

Intentionally or unintentionally, firms have shifted to flexible organization
models in order to enhance agility and respond quickly to the crisis. Due to
deep-rooted beliefs and challenges that held most of the companies back, we
can observe only a few companies who have embarked on change measures in
the past. Some of these beliefs include the possibility that disruption was a
choice. The challenges that organizations face today include: Rapid response,
realigning business needs, addressing capability gaps, and implementing
collaboration.



Though employees are all set to work in a

different set up, employers should make sure

that the workforce still feels connected and

engaged with the organization, superior,

subordinate and colleagues. A study by

Accenture on COVID-19 consumer research

found that over 64 percent of the global

workforce is facing high anxiety over their

personal job security. Others are worried

that traditional social interaction may no

longer be possible. The workforce is slowly

returning to work but they are not going

back to normal, the way they work, the way

the workplace looks, the way they engage

with customers, peers, and leaders.

Everything is changing.

Thus, there is a need to focus on managing

employee experience along with building a new

safe workplace and scaling up their respective

organization’s digital infrastructure. Experts from

Accenture suggest, “Proactively seek feedback

from employees and give them a voice. Find the

right mix of leadership, delegating where

appropriate but providing central guidance and

coordination.

”Employers should consider immediately to

support employees: Enable remote collaboration

solutions for remote/home working and ensure

secure connectivity; run virtual events; and

disseminate critical information via omni channel

communication, including Chabot’s to answer

frequently asked questions. Businesses that can

reinvent themselves—their processes, customer

experiences, employee and social contracts, and

do so in ways that further their purpose—will be

better staged to transition to the virtual/physical

hybrid workplace- the new normal of work.
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