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EXECUTIVE SUMMARY
The
enterprise
looks
significantly
different today than it did 30 years ago.
Moulded
by
tumultuous
events
(including the dotcom bubble, the Great
Recession, Brexit, and of course the
devastation
of
the
COVID-19
pandemic), the modern enterprise
continues to emerge, transform and
reinvent itself. But it will be defined by
disconnection if leaders do not adapt to
the new normal — and fast.
The
short-term
consequences
of
COVID-19 were fast, unexpected and
severe. Millions of people lost jobs or
were
furloughed,
others
rapidly
adjusted to working from home, while
many workers were deemed essential
and continued to work in our hospitals,
supermarkets, to deliver our post, and
drive the buses. Leaders negotiated
unprecedented
pressure
to
lead
through this period and minds were
firmly set on survival — not long-term
success. The need for rapid digital
transformation was well documented,
and was at the top of the agenda for
most leaders who now faced a
distributed workforce and client base.
But
what
are
the
longer-term
implications of a year of uncertainty
and disconnection, and how will leaders
negotiate further change?
We surveyed over 100 participants and
interviewed
40
global
executives
across a range of industries, and found
that
prioritisation
for
leadership
remains transient while external and
internal forces continue to shift.
Conducted between November 2020

and March 2021, our interviews capture
the evolving mindset of leaders in the
run-up to the year anniversary of a
month that changed everything. While
leaders demonstrated that alignment,
well-being,
people
development,
collaboration and communication were
the top priorities, we recognise that
many of their answers and reasoning
followed similar patterns of thought.
So in a world where prioritisation will
continue to shift, we have identified 3
major factors that are central to the
way leaders will navigate organisational
effectiveness in 2021 and beyond.

SPEED OF DECISIONMAKING AND EXECUTION

Ask any leader what their biggest
barrier to success is, and they will
probably reply ‘time’. This is reflected in
our
research
findings,
and
is
particularly true as the pace of change
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continues to quicken and the pressure
to stay ahead gets greater almost every
day. Now, with impending hurdles of
hybrid
working,
the
rise
of
asynchronous communication and many
other waves of change on the horizon,
speed to insights is an essential
element of leaders’ future success.
But to develop this successful, fastpaced organisation ready for any
challenge, leaders must have both an
ingrained, data-centric culture that
promotes reliable, fast and accurate
insights, and strong organisational
alignment. There is no point making fast
decisions if you have a disconnected
organisation that can’t deliver — a
notion reflected in our participants,
58% of whom said alignment was one of
their key priorities for the future of
work.

“Slow never wins,
especially now. We reacted
faster than others at the
beginning of COVID and
have maintained that. Our
strategic planning cycle is
now weekly. We were
forced to figure it out.”
CHIEF DIGITAL OFFICER, DAX 30

Data-led, digital insights balanced with
humanistic, connecting leadership are
needed to give leaders the chance to
understand what’s happening quickly,
and implement necessary change for
the future. It helps them stay ahead in a

changing
world
by
harnessing
(arguably) the most powerful parts of
an
organisation
—
technological
capacity and people.
COMMUNICATION
Naturally, during the pandemic it was
essential to foster trust, maintain a
sense
of
purpose,
and
ensure
connection with leadership and peers. A
key element of this, particularly with
distributed teams or in periods of
transition, is communication. Clear
communication at all levels — from topdown leadership to between functions
and individuals, reaching right to the
periphery — is critical.

“The bind is
communications and
identity, and alignment
driven by group
connection.”
CHIEF EXECUTIVE OFFICER, FTSE 100
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Beyond the more human desire for
communication at the personal level,
effective
communication
at
the
organisational
level
can
drive
connection and collaboration, and
provide
huge
opportunities
for
innovation and growth. This is essential
for post-pandemic organisations as
they enter rebuild and growth phases of
their future of work strategies.
WELL-BEING
Disconnection has brought about another
crisis: a mental health crisis. This has
been in sharp focus throughout 2020
and now 2021, and is reflected in our
research. Facing huge uncertainty and
wanting to limit attrition means it has
been even more important to increase
and maintain employee engagement.
One leader put it simply: “without the
motivation and well-being of the team,
we don’t have a team”.

“My primary concern
right now is managing the
stress and well-being of
my teams and preventing
unwanted attrition. I have
seen enormous fatigue and
burnout amongst the
workforce and the
leadership team, especially
the 14 senior partners who
report to me"

Now, as we prepare for a hybrid-first
work system, there will be a huge need
to support this adjustment, as many
employees find it potentially isolating
and overwhelming. Additional support
will be needed as organisations
transition to decentralised and multispace working, and the threat of a
disconnected organisation poses a real
challenge.The importance of listening
and of a supportive, trusting culture will
play a critical role during these
transitory periods — both for postpandemic change and beyond — to
ensure that an organisation changes
positively and inclusively for all.

Leaders’ speed to gaining insights,
impactful
communication,
and
prioritising well-being, are central to
success in the future of work; but there
is
one
thing
that
binds
them.
Connection. The ability to connect the
whole enterprise, reliably, will be the
competitive differentiator in the future
of work.

GLOBAL LEAD LEADERSHIP SERVICES,
FTSE 100
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It is imperative for leaders to strive to
connect
their
organisations,
and
engage with the modern age of
organisation
personalisation,
where
dynamic and humanistic ways of
working are central to success. The
coming months and years will see a
rewiring of organisations in order to be
equipped to deal with continuous
change patterns, readying themselves
and their employees for wave after
wave of future disruption and volatility.
But cross-organisational connection in
all of its forms should be central to an
organisation’s future of work strategy.
Many leaders have started these huge
transformational
changes
and
restructuring
efforts
already,
to
connect their organisations; but for
many, the right structure is hard to
build. 43% of leaders believe that their
current structure is not suitable for the
future of work and many simply feel
unsure about the longer-term impacts.
Leaders must therefore prepare to try
new things — build as you go, but do so
quickly, based on data with well-being
and effective communication as central
tenets.
After a year of disconnection, the
recovery will be hard and leaders must
work to ensure their recovery does not
pioneer an era of disconnection that
could define their organisation for the
following decade.

TEMPORALL
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FFOREWORD
OREWORD
BY PROFESSOR JULIAN BIRKINSHAW
The last eighteen months has been a
blur – we have experienced huge
changes in our professional and home
lives, and yet the initial outbreak feels
like something that occurred just last
week. For business leaders trying to
make sense of this crazy period and
prepare themselves for the postpandemic world, the biggest challenge
right now is figuring out what to
prioritise - and fast. Of all the things
they could be doing, which ones are
going to give them the biggest
payback?
This report provides some useful
answers. By pulling together the views
of over 100 business leaders of large
firms, it gives you some much-needed
clarity on the post-pandemic business
agenda.
The big problem is that companies are
more disconnected than ever. It has
never been easy to coordinate and
align the efforts of thousands of
employees, but COVID has exacerbated
the
problem,
leading
to
the
fragmentation of work and a feeling of
anomie among many workers.
So what do you need to do? As the
renowned theorist James March once
said, leadership involves poetry and
plumbing. The poetry is to be found in
your purpose statement – a short and
pithy articulation of what your business
exists for and why people should want
to come and work for you.

The plumbing is all the hard work that
follows – the constant communication,
the careful alignment of objectives and
tasks, the attention to detail on who is
achieving their goals and who is not.
In short, your job is to build
connectivity – by giving people a
common sense of identity, and then
putting in place the systems to support
their collaborative efforts. To be sure,
this is the sort of challenge that is
never finished. There are few large
companies in the world that believe
they are good at collaboration. But that
just underlines why it's so important.
The ones who can get this right will be
best positioned to succeed in the postpandemic world.
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INTRODUCTION
Last year (2020) ripped up the rule book
of leadership. People called it the
greatest workforce experiment in history
as leaders around the world found
themselves facing wave after wave of
disruption imposed by the COVID-19
pandemic, while dealing with a level of
economic and human instability not seen
since the 2008/9 financial crisis. The
ability to adapt at speed has been
critical.
Now, over a year into the pandemic, its
full impact on the way we work is not yet
clear. Some businesses have survived;
many haven’t. Some have found higher
ground in order to gain perspective and
rethink the way their businesses operate
at all levels.
There is one thing that is certain,
however: leaders must navigate the
internal and external forces of change
for years to come.
To understand the impact of the
pandemic on business priorities for the
year ahead, Temporall launched the
research with the support of Professor
Julian Birkinshaw of London Business
School (LBS). From November 2020 to
March 2021, Temporall interviewed
executives from around the world to
understand how organisations have
coped with a year of change, and how
they plan to negotiate the year ahead. A
concurrent survey asked 101 leaders
about their priorities in 2021 and beyond.

SURVEY STATISTICS

4 questions asked
101 surveys answered
100% of questions answered
267 free-text comments

TEMPORALL
TEMPORALL

TIME
is the biggest barrier to success
1 in 4 respondents referenced it as a
challenge for the future

ALIGNMENT
is the biggest priority for leaders
56% of participants cited it as a priority, with many others
also making reference to it

43%
believe that their organisational
structure is unsuitable for the future

7
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METHODOLOGY AND
PARTICIPANTS' PROFILE
We
used
the
following
questions to achieve our goal:

The purpose of our research was to
investigate
how
organisations
are
dealing with the severe disruption
caused by the COVID-19 pandemic, and
how leaders are planning for the future.
We wanted to understand business
priorities, the barriers they face both
now and those they expect in the future,
and the strength of their organisational
structure.

research

Which of the following drivers of
organisational effectiveness are the key
priorities for your business in the year
ahead?
Are there any of your top priorities
missing from this list?
What is the biggest barrier to achieving
these key priorities?

The content of our survey was
intentionally brief, with 4 research
questions relating to the future of work
and organisational effectiveness. The
demographic questions allowed us to
understand the spread of company size,
participant position, gender, and the
range of industries represented in our
survey. The organisational questions
gave us an insight into the critical
aspects of effectiveness for the postpandemic organisation.

Do you believe you have the right
organisational design (or structure) to
achieve these goals?
Our survey data has been enriched with
a series of semi-structured interviews
with 40 global executives. 20 were
conducted pre-survey, 20 post-survey;
all were asked (broadly) the same
questions.

40

POSITION
Over 95% of respondents belong to the top
leadership level, our target demographic.
Included in the interviews were global executives
from organisations representing companies
listed in the FTSE 100, Fortune 500 and DAX
along with those privately held.
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INDUSTRY

Not for Profit
5.1%

Retail
3%

Other
32.3%

Finance
7.1%

Our survey reached a wide range of industries
with participants included in most of the top
industries — respondents from government,
manufacturing, hospitality and construction were
also represented. The data allows us to suppose
our findings are representative of a varied range
of industries. 1

Consulting
18.2%

Technology
28.3%

The range in company size
is representative of the size
breakdown in the UK, where
60% of total employees
belong to SMEs (Small and
Medium Sized Enterprises,
with 0-249 employees) and
the other 40% to large
organisations (organisations
with 250+ employees).2

COMPANY SIZE
Small: 130
19.8%

Enterprise:
5000+
23.8%

Large: 20005000
8.9%

Small - Medium: 30250
26.7%

Medium: 2502000
20.8%

GENDER

Male

Female

60%

In 2020, statistics show that women
held 29% of leadership positions and
men held 71%. Although we have a
similar demographic, more women are
represented in our data. 3
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KEY PRIORITIES FOR
THE YEAR AHEAD
OVERVIEW
Regardless of the priority chosen by
respondents,
our
analysis
shows
common themes: both about the
impact of the pandemic in 2020, and
the global leadership challenges for
2021 and beyond. Unsurprisingly,
leaders frequently referenced the need
to deal with multiple and concurrent
challenges arriving from all directions
and at speed, including (for many),
having to navigate a complex and
dynamic digital world.
Adaptation to remote or hybrid working
has been a challenge in 2020, and it is
likely to remain a challenge in the
decade ahead. While it accelerated a
much-needed digital transition and
initially improved work-life balance in
some cases, many teams are now
“tired of working from home” and face
the risk of burnout, as boundaries are
blurred between home and work life.
Workplace culture is often referred to
as the glue that keeps employees
connected; but remote working has led
to a dilution of the cultures of many
organisations, and a resulting feeling of
disconnection and disengagement.
Paradoxically, some businesses have
reported that the pandemic initially had
a positive impact on engagement
scores. Perhaps this is due to
employees
valuing
online
communication with colleagues during

the periods of limited human interaction.
Time will tell whether this is a lasting
effect as many HR leaders predict a
tsunami of unwanted turnover and
attrition in the forthcoming year.
Ensuring high levels of engagement and
loyalty remain challenges for leaders
with distributed teams. Retaining highly
skilled
employees
and
avoiding
unwanted
attrition
is
particularly
problematic, when organisations can no
longer offer an attractive office culture
and dynamic work environment as part
of their employee value proposition.
Leaders recognise they are ill-equipped
to recreate the spontaneity of the office
in an online setting: “With remote
working it is much harder to have any
spontaneous inter-functional / cross
regional connections”.
It is no surprise, therefore, that
maintaining human connection emerged
as a central theme in our research,
whether
it
refers
to
customer
connection, leadership communications,
management engagement with their
teams,
or
collaboration
amongst
employees. So any lack of organisational
connection has profound implications for
both customer engagement, as well as
employee
morale,
well-being
and
productivity.
A
reliably
connected
organisation is a critical driver of
organisational effectiveness.
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FINDINGS BY PRIORITY
The top 4 priorities according to
leaders are described in detail below.
Due to the overlapping nature of some
business priorities, these top priorities
have links to the remaining 6 priorities.
Where
relevant,
we
have
also
referenced where priorities overlap in
the text below. The summary of
priorities 5-10 can be found in the
appendix.
1.ALIGNMENT OF COMPANY
AROUND STRATEGIC GOALS
Many organisations have had to
restructure and create new strategic
plans as a result of the pandemic; or at
the very least refocus: “we need
simplification, making decisions that
support prioritisation of [a] core focus”.
Unsurprisingly, rapid alignment of the
whole business around these changes
is the top priority for leaders,
frequently cited as being “critical”.
The constant disruption in 2020 meant
that organisations are moving through
frequent “change cycles” and “goals
are shifting fast”. This rapid pace of
change is keenly felt and leaders are
leaning on instinct and their “ability to
adapt” in order to avoid falling behind.
Decision-making is especially difficult
when circumstances are highly volatile
and full situational awareness is
lacking. Leaders value a plan that is
sustainable
yet
adaptable,
in
conjunction with an organisational
structure that promotes agility.

Effective
communication
strategies
within organisations during a period of
remote working have been particularly
difficult. Leaders have struggled to build
a sense of cohesion and a workforce
that is “aligned with clear objectives”.
Ensuring
that
communications
to
employees are kept relevant to the postpandemic version of the organisation is
central
to
maintaining
strong
connections between the vision of the
4
organisation and its people.
Cultural alignment is also important in
times of uncertainty and change, in order
to give employees
a clear purpose to
5
focus on. To maintain alignment, leaders
cite that the “requirement to understand
purpose”
is
“heightened”
by
the
challenging context.

2.PEOPLE ENGAGEMENT
AND WELL-BEING
The pandemic engendered another
deepening crisis — a mental health
crisis, which is bound to have longlasting effects. Research shows 2 in 3
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“We’re in the middle
of figuring out what
to do next, [the] only
thing we know is that
we have to listen
really well.”
MANAGING DIRECTOR, FTSE 100

TEMPORALL
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adults are experiencing increased
levels of stress due to the implications
of the pandemic, and nearly half of
adults (49%) are experiencing this
detrimental impact in their day-to-day
6
behaviour.
Consequently, leaders reported that
the well-being of their employees has
jumped up the list of key business
priorities, stating that it “should be the
key
part
of
each
company
management” [because] “without the
motivation and well-being of the team,
we don’t have a team”.
The widespread shift to remote
working (ranked 8th in the list of
priorities) has had a profound impact
on well-being. At the beginning of the
pandemic, the need to rapidly adopt
new ways of digital working was a
cause of stress for many employees.
The requirement and expectation to
use new technology and acquire new
skills has been difficult for many:
“Rapid change is very stressful in a
time when there is already lots of
uncertainty”.
Remote work requires adjustment and
support: “many also find it isolating and
overwhelming”. The connection usually
provided by an office environment,
especially the casual chats in the
corridor, has been missing during the
pandemic and has caused issues
ranging from lack of motivation and
productivity to feelings of isolation and
depression.
Working remotely has also blurred the
boundary between work and home.

Some
individuals
have
found
disconnecting to be more difficult, and
have been working longer hours as a
7
result. Engagement strategies to keep
leaders communicating and listening to
employees are essential: “We are in the
middle of figuring out what to do next,
[and the] only thing we know is that we
have to listen really well”, Managing
Director, Banking, FTSE 100.
It should also be recognised that the
shift to remote working has been a
double-sided coin, with upsides as well
as downsides. In particular, the flexibility
allowed by remote working has been
welcomed by many, who have achieved
a significantly better work-life balance
8
while
maintaining
productivity.
Businesses will now need to listen and
adapt
to
differing
working-style
preferences of people and teams if they
want to attract and retain the best
talent. The gradual transition to hybrid
working “will also present people
challenges and we need to be ready to
support those who need it”.
3.PEOPLE SKILLS AND
CAPABILITY DEVELOPMENT
Many businesses are facing a skills
shortage; in particular a gap between
existing workforce capabilities and the
new technological expertise needed for
rapid digital transformation. Survey
responses highlighted that investment in
people, to attract and retain the right
talent, is a major priority in 2021.
Especially during this period of change,
there is a “need to keep developing
people and build future capabilities" in

PAGE 13

TEMPORALL

order to “safeguard competitiveness”.
Organisations must recognise that
“skilled and capable people are actually
what aid organisational growth”; while
individuals must “be the best prepared
and most professional in our industry
at all time[s]”.
Unwanted attrition due to stress and
burnout is becoming a significant
problem . Investing in people was a top
priority for many of the interviewees, in
a year where mental and physical wellbeing have come to light as extremely
challenging for many.
The need to change from a cultural
standpoint is also raised by some,
leaders are keen to introduce more of a
“learning culture”, whereby growth and
innovation are facilitated by an
“entrepreneurial spirit”. Others are
introducing an entirely people-centric
strategy “to differentiate ourselves
through our people”, thus to outgrow
competitors “beyond the product or
technology”.

collaboration in avoiding silos within
their organisation, and believe the
importance of connection should be
“continually reinforced”. The ability to
promote innovation “is very closely
linked to having far greater cross
functional collaboration”, which is a
major priority, given that the remoteworking
context
has
grown
considerably.
Leaders recognise that they are
“struggling to drive efficiency and
collaboration
in
a
digital
work
environment”, while some see hybrid
working as an opportunity to “rethink
how we build our organisation over the
next 2-3 years”. Remote working will
undoubtedly be a staple of the future:
“there’s still a real need for [face to
face interaction] but getting the
balance right will be a huge but
essential
challenge
to
drive
effectiveness in the coming years”.

4.CROSS-FUNCTIONAL
COMMUNICATION AND
COLLABORATION
To meet business goals and deliver
high performance, a strong culture of
communication and collaboration is
seen as essential. In 2020/21 this is
synonymous with the transition to
remote and hybrid working (ranked
8th), as well as the adoption and
increased use of digital workplace
technology (ranked 10th).
Many
leaders
emphasise
importance of communication and

the
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Moreover, remote working is a
challenge today. Consequently, many
are aware that creating “a culture of
natural collaboration that thinks and
moves fast” will require a deeply
embedded
sense
of
connection
between people and their teams.
As we adapt to new collaboration tools
like
Slack,
Google
Workspace,
Microsoft Teams and Workplace from
Facebook, some leaders anticipate that
“the
internal
communication
and
collaboration will be facing a new
dimension: going from we all know
each other and take short cuts if
needed, to finding a new modus
operandi to continue scaling”. The tools
and technologies adopted at the start
of the pandemic were often chosen
without a full understanding of
organisational needs. Once hybrid
needs are better understood postpandemic, there is likely to be an
adjustment as tooling is reviewed
again. “Not all collaboration tools are
equal, different tools are adopted
differently for different outcomes”, exChief Innovation Officer, NYSE.

TEMPORALL

OTHER PRIORITIES
ARE THERE ANY OF YOUR TOP PRIORITIES MISSING
FROM THIS LIST?
24% of respondents report that other
priorities appear on their agenda, such
as the impact on the market and
economy,
and
managing
these
fluctuations. The management of
finance and investments was also
mentioned as a priority in an uncertain
future. A final priority identified was
maintaining execution and productivity,
which included having appropriate
productivity metrics and planning.
Being able to set ambitious objectives
while executing plans seamlessly is a
challenge. Leaders envision a drastic
simplification
of
organisational
governance and processes as the route
to keeping their goals and ambitions
within reach.
In
a
fast-changing
environment,
aligning stakeholders with the company
purpose fuels sustainable growth.
Today, the level of alignment required
to
stay
in
step
with
external
stakeholders is a cause for concern for
some organisations. Growth remains a
key priority for businesses, especially
those that have been at a standstill
since the beginning of the pandemic.
Stakeholder alignment is therefore
critical in the future and is a key driver
for many.
Organisational structure was also cited,
which included the need to simplify, or
even restructure altogether.

Some also raised concerns for diversity
and inclusion. Customer focus to
ensure development happens to meet
customer needs was included as
another
priority,
as
well
as
development in general — for example,
for leadership to tackle innovation and
development issues.
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BARRIERS TO
ACHIEVING PRIORITIES
WHAT IS THE BIGGEST BARRIER TO ACHIEVING THESE
KEY PRIORITIES?
Staying focused and aligned around
key priorities is a struggle for
organisations at the best of times. In
the past year, not only have employees
been “so busy with the day job and
client deliveries”, but have also carried
the added pressures of collaborating
online, while simultaneously managing
the impact on their well-being and
mental health. Collectively, these
challenges deplete people’s internal
resources, available working hours and
their energy, making time even scarcer
than before. In this context, achieving
new initiatives on top of regular dayto-day work has become a huge
challenge.
Some respondents reported that slow
decision-making and top leadership not
taking action on opportunities were a
real barrier. Given the pace of change
and sheer number of decisions to be
made, it is not surprising to see some
leaders experiencing strain.

change requires significant balance
and planning, while keeping the
workforce motivated.
Resource and budget availability is
another hindrance in 2021, which in
turn impacts the ability for innovation
and
business
progression.
Some
individuals “feel stretched very thin”
and with “a focus on delivering shortterm results” they feel forced to put
long-term opportunities on hold.
Other barriers mentioned were: lack of
insight for decision making; low
enthusiasm; lack of willingness to
change; and team alignment. This
broad range of answers highlights that
there is no one-size-fits-all solution, as
organisations
recover
from
the
pandemic and focus on increasing their
own organisational effectiveness.

Achieving
cultural
change
was
mentioned as a barrier particularly
organisations
that
have
more
traditional governance and structures.
Having the ability to improve the “old
business” while shifting to a new,
online culture poses a resourcing
problem: to be able to maintain both
“without starving them”. Such cultural
PAGE 17
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ORGANISATIONAL
STRUCTURE
DO YOU BELIEVE YOU HAVE THE RIGHT ORGANISATIONAL
DESIGN (OR STRUCTURE) TO ACHIEVE THESE GOALS?
The majority of leaders surveyed
believe that they have the appropriate
organisational structure for achieving
the goals they have set for the year
ahead.

No
43%

Nevertheless,
43%
believe
their
structure is no longer suitable. They
argue
that
change
to
their
organisational structure is key to
achieving business goals, but an
unwillingness to change will ultimately
lead to being left behind.
Some emphasised the opportunity to
replace a traditional command and
control leadership style with an
“organisational
structure
more
empowering across all levels”. Instead
of divisionalised units, which can
create silos, many leaders mentioned
the need to restructure to “enable
cross-company optimisation”.

Yes
57%

“Command and control
will not work in
distributed workplaces, we
no longer see people as
assets like in the 1970s
when the sole purpose of
companies was to make
money; leaders now need
competence, integrity and
compassion.”
CHIEF EXECUTIVE OFFICER, UK 300
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CONCLUSION
THE DISCONNECTED ENTERPRISE
Our research indicates significant
variation in how leadership teams have
experienced
the
pandemic
and
navigated
continuous
waves
of
disruption. Some have been forced into
difficult transformations just to survive,
while others have been able to turn the
disruption to their advantage. All have
acknowledged that they are likely to
encounter rapid and continuous change
well beyond 2021.
TOP PRIORITIES FOR 2021
There is a general consensus around
the top priorities for 2021: alignment,
well-being,
people
development,
collaboration/
communication,
and
speed. Dealing with the constant and
unpredictable changes of 2020 and the
need to virtually transform their
business overnight has meant that
many leaders have become adept at
fast decision-making. A further priority
for 2021 is to create and embed a
culture and structure that enable speed
and
responsiveness
(43%
of
respondents no longer think their
organisational structure is adequate). A
more data-centric culture is also
essential for leaders to have full
situational awareness and for rapid
sharing of information across the
workforce.
DISCONNECTION
When the survey answers are viewed

together with responses from our
executive interviews, we see an
emerging
overall
theme
of
organisational disconnection and the
need for greater connectivity moving
forward. This connectivity that leaders
cite
as
being
of
fundamental
importance takes many forms:
Workforce
connection
and
alignment to business goals
Internal communication to inform,
inspire and engage employees
Collaboration across departments,
teams and offices
Each individual feeling a sense of
connection and belonging
External
connection
and
responsiveness
to
changing
customer
needs
and
the
environment
THE WAY FORWARD
Looking ahead, the research clearly
points to the need for connectivity in
organisations, to survive and thrive in
this decade of change. Hybrid working
requires reimagining of how work gets
done, bringing unique challenges to
building
a
connected
enterprise.
Organisations have been fast to
introduce technology and systems that
will help improve connectivity and
collaboration; systems like Slack,
Google Workspace, Microsoft Teams
and Workplace from Facebook have
become the de facto office and are

PAGE

19

critical for “effectively leveraging all
relevant parts of the organisation in
each engagement”.
However, creating a connected and
aligned organisation requires more
than just a focus on the formal
organisation, its structure, processes
and tools. To remain resilient in an age
of disruption, leaders need to focus on
rebuilding the intimacy and human
connection that has been challenged
by the pandemic and the shift to
remote working. The winners in the
next decade will be those who manage
to solve this challenge, creating
organisational cultures that value
human relationships, intimacy and
connection at their core.
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“Reconnect the
organisation and
rebuild the culture”
CHAIRMAN, UK, FINTECH
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QUESTION 1, PRIORITIES
5-10

be left behind”.

The
following
section
describes
priorities
5-10
and
the
themes
associated with them. Although chosen
by a lower proportion of respondents,
the themes below are still prevalent
within the context of leadership
challenges and often overlap with, and
relate to, the top priorities.

6. CULTURE CHANGE

5. ACCELERATING
INNOVATION
Accelerating innovation is key to
business success and growth,because
improving and providing new services
are “fundamental to retain and attract
new customers”. The CEO of a FTSE
100
organisation
recalled
that
“innovation gets created through
connection”, recognising the role
communication plays in both enhancing
innovation and supporting growth.
Accelerated innovation also plays a
significant role in keeping up to speed
with disruptions, such as the mass
changes of 2020 and 2021.
With competition, demand cycles and
pace of change increasing, innovation
is essential “to stay ahead on the
points of difference where they are
valued by our customers” and ensure
business flow. However those slow to
adapt
to
the
changing
work
environment, who: “don’t deploy digital
technologies and agile methodologies
and fast paced change [...] will

Leaders
are
adamant
that
organisations must adopt a “new
culture as a part of the new vision and
strategy”.
According
to
one
respondent, culture change “underpins
all other priorities”; and leaders should
“keep culture at the forefront and avoid
unintended consequences of change”.
Leaders expressed that cultures have
been diluted by remote working
environments and constant change.
This is especially true with employees
new to an organisation. Regaining a
cultural identity is necessary for
employees to feel a sense of belonging
to their organisation.
Some
leaders
believe
that
the
pandemic brought with it “new tech,
hybrid working and better work/life
balance”. The new way of working has
become favourable and advantageous
to
many
employees
and
their
organisations. However, it requires a
culture to complement it, which
includes “greater empowerment, trust,
inclusion and leadership mindset”.
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must be
teams.

7. PERFORMANCE
MANAGEMENT
Some
respondents
stressed
the
importance that “all team members […]
are
accountable,
productive
and
measured in their impact”, especially in
“smaller organisations [where] you
need everyone to be performing”.
“Performance management is [deemed]
crucial” to quantify the success of
individuals and teams, and it also helps
employees measure their personal
performance
by
setting
goals.
Performance
management
broadly
allows
organisations
to
establish
objectives, improve performance, and
hold people accountable for their
performance.
It
can
motivate
employees to perform well; it depends
on the ability of leaders to monitor
progress and feedback — getting this
9
right is crucial to maintaining success.
8. ADAPTING TO REMOTE/
HYBRID WORKING
While most leaders are on a continuous
improvement
path
towards
more
efficiencies in ways of working, the
pandemic has accelerated digital
transformation in particular. “The
remote working situation [...] forced
our hand” and brought with it
“complete transformation of ways of
working”.
This complete shift
challenges, which

brings

great

addressed

by

leadership

Challenges include cultures struggling
to
maintain
efficiency
and
collaboration, balancing online and inperson
communications,
and
adaptation
to
new
ways
of
collaborating with both internal and
external stakeholders.
9.RECRUITMENT, ONBOARDING
AND TALENT MANAGEMENT
Recruitment, retaining, and gaining
talent are essential in an age of digital
transformation, and to keep on track
for recovery from the pandemic. When
the pandemic subsides, 1 in 4 workers
are planning to leave their current
workplace. This will lead to a shake up
of the workplace because high-skilled
10
employees will be difficult to replace.
Companies will be competing to recruit
these
individuals.
Therefore,
proficiency in maintaining talented
individuals while recruiting emerging
talent that is highly skilled and
equipped to deal with technological
advancements, will be highly valued in
future leaders.
Successful onboarding is especially
difficult
while
organisations
are
operating remotely. However, it is
important to integrate individuals to
prevent isolation and siloed working,
which are easily done without the right
strategy and data utilisation.
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10. ADOPTING/BETTER USE
OF DIGITAL WORKPLACE
TECHNOLOGY
Organisations are recognising the
strategic
importance
of
staying
competitive
in
the
business
environment. Research by McKinsey
shows the increased speed that
companies have adopted their digital
technologies due to the pandemic,
where some areas are accelerating
11
their digitisation by 2 to 3 years.
Respondents
emphasise
the
importance of agility, with the ability to
“adapt and change to the environment
and economic situation”. For most
organisations, “it’s been a case of
rapidly learning as we go''. Progression
means choosing the right technology
and infrastructure: for example, “to
develop more interconnected systems
to ensure transfer of data between
relevant systems in a digital way” to
maintain organisational effectiveness.

Adapting to a digital workspace and
using the correct technology will
increase employee well-being and
engagement, which will in turn increase
employee efficiency and innovation

Well-being is considered a priority for
many organisations, as evident in our
research.
But
even
before
the
pandemic, it was a critical area to get
right to ensure company success. Now,
as technology is becoming further
integrated into every aspect of our
work,
and
digital
collaboration
platforms become a top factor in
sustaining effective remote work, it
must be designed
to complement
12
worker well-being.
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