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Introduction
This report captures the main findings of an action research
project undertaken by TEAM2030 from early April 2020, two
weeks after the country had gone into lockdown, until early July.
TEAM2030 is a leadership think tank established at the beginning
of April to support top teams in developing new models of teamworking fit for the business demands of this decade.
The aim of the project was to explore the impact of the
Coronavirus pandemic on the future relationship between office
working and remote working, and in particular the key challenges
for leaders in protecting jobs and growing their businesses as the
country gradually moves out of lockdown.
The project was carried out by Krysia Hudek and Pete Ashby,
co-Directors of TEAM2030, with the oversight of a small team
of CEOs and senior leaders listed at the end of this report, on
pages 64 and 65. We so appreciated our time with them at
fortnightly Zoom team meetings and occasional one-to-ones
across the three month period.
We valued not only the team's many insights but also the degree
of challenge that they offered when we were together online and
sharing ideas through our own WhatsApp group.
This challenge process underlined for us the benefits of an
online research model that enabled us to meet regularly whilst
continuing to move our thinking on in-between team sessions.
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Five parts
In addition to these inputs from the oversight team, we also
gained valuable insights through interviews with a range of their
senior colleagues as well as a number of Chief Executives we
work with across different networks.
In the pages that follow we try to capture the various ways in
which our thinking developed during the course of the project.
The report is set out in five parts:
1 What will be the purpose of offices after Covid-19? (p 6 - 14)
2 Which aspects of our different styles as leaders have been 		
most stretched during the pandemic? We suggest four 			
together with some practical suggestions to support you in 		
managing each one of them (p 15 - 34)
3 How should you seek to build higher levels of trust to 			
support you in maximising the impact of these different styles
of leadership over the coming months? (p 35 - 44)
4 How might you best respond to the dangers of polarisation 		
that are being compounded by Post Traumatic Stress 			
Disorder (PTSD) after lockdown, in a way that builds a 			
culture of mutual respect whilst also keeping a clear focus 		
on business performance? (p 45 - 54)
5 How should you go about seeking to answer those key 			
questions that will determine where your business "lands" 		
once social distancing rules are behind us - and how clear are
you about what is best for you as a leader? (p 55 - 63)
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A snapshot
Our focus in this project was mainly on the impact of the
pandemic on leadership in knowledge-based services. However,
when we consulted with employers more widely we were
struck by the cross-sector nature of the challenges involved in
combining digital working with working with others who are
physically present.
For the two of us, this has been one of the most fascinating
projects that we have been involved in over many years of
working together. We expect to look back on it as a reminder
of a period of our lives that has been simultaneously the most
scary and also in some ways the calmest ever! So many of us
have spent more time worrying about the future of our jobs and
our businesses and our children's education than ever before,
at the same time as spending more time than ever walking and
digging our gardens.
If you find the report useful, any credit should go to our
oversight team who were always encouraging and thoughtful in
working through our tentative conclusions at different stages as
we moved forward.
If you are not keen on any particular aspect of the report or
believe that it is incorrect in any respect, the responsibility for
any poor or erroneous judgements is ours and ours alone.
Pete Ashby & Krysia Hudek
www.team2030.co.uk
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Key insights and propositions
the country went into lockdown in March, many teams have
1 Since
developed higher levels of openness and trust than they expected

2

Employers and employees now need to draw on this trust and goodwill
to help manage the fear-based tensions arising from Covid-19. Unless
they do so, there is a serious risk of work cultures becoming more
fragmented and divided

particular, organisations need to engage with any signs of division
3 Inbetween
employees who wish to continue working from home for the
indefinite future and those who are beginning to return to the office.
Leadership teams need to make it possible for any tensions to be
discussed in an open way and managed with sensitivity and compassion

4
5

6

Employers should encourage teams to review their performance during
the lockdown compared with the past, and how their preferred place
of work in the future might enable them to improve their performance
In deciding whether to remain as organisations entirely or mainly
made up of homeworkers or office workers, leadership teams should
ask themselves which model most aligns with the needs of their
best people. They should also ask whether they might now need
to bring "new blood" into their leadership as part of a process of
transformation
Organisations that intend to work mainly through the digital
sphere offer considerable potential as flatter bodies with highly
empowered teams. This provides exciting possibilities where there is
a commitment from the top to transform line management into a new
model of distributed leadership based on coaching and self-challenge.
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Part 1: What are offices for?
When we started this project in April, we were seized by the
fact that millions of office workers who have generally operated
within full-time office cultures had been required in March to
transfer almost overnight to working from home, whether they
liked the idea or not.
Our work over some years has been with leaders who run
organisations that seek to be the best in their industry or sector,
and so we knew that they would take this challenge in their
stride.
Whilst the lockdown was the last thing that any of them wanted,
once it became a fact of life they were bound to pour their
energies into keeping their businesses moving forward as much
as possible.
In the early weeks of lockdown we were struck by the number
of leaders who would say that things were going “remarkably
well”. They would, for example, recount how they were talking
to more of their staff more regularly than they ever did when
they all worked in the same building, whilst also achieving a
better overall balance between their work and family lives.
As the weeks went by and "zoom fatigue" crept in, together with
high levels of anxiety about the financial impact of the lockdown,
energy levels could plunge very quickly. Throughout this time,
however, we all continued to appreciate how digital working was
proving to be so much more successful than most people had
ever expected or imagined!
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A fundamental change?
From the beginning of the lockdown, we did wonder whether
this great act of disruption would herald the beginning of a
period of fundamental change in the pattern of working across
offices and homes.
Having become used to the relative marginalisation of remote
working across many sectors of the economy, might it be
possible that with the pendulum having swung to the other end
of the spectrum it would actually remain there after lockdown?
For a period of time we explored whether a new formula might
emerge to determine the relationship between homeworking
and office working. Instead of 70% of employees experiencing
only office work (as was the case in 2019, when according to the
Office of National Statistics some 30% of employees had some
experience of working from home), might we be moving towards
a situation where within a few years 70% of employees would be
defining themselves mainly as homeworkers?
Or might the figure be even higher, with those who can work
from home without compromising their effectiveness do so for
4 days a week and spend roughly one day a week with colleagues
either in a collaborative hub or visiting clients?
Should employers have a view on this, or should they let the
preferences of their employees determine the "right" balance
between home and office working?

TEAM2030, July 2020 7

Leadership after lockdown: building on trust

Offices as creative hubs
Whilst we were drawn to the principle of employee choice, we
recognised that the whole notion of personal choice had been
completely turned on its head with millions of people being forced
to become homeworkers, literally overnight, with no choice over
their decision.
We also felt that we couldn’t just keep on talking about office
working without challenging ourselves as to exactly what the office
is for, and how necessary it is to businesses achieving the sort of
brand and culture that they want going forward.
We quickly agreed that the main role of offices in future would be
to provide centres for staff collaboration and creativity, for informal
networking and a host of events involving clients and partners and
external stakeholders.
We were excited by the vision of offices becoming creative hubs
that are the “go to” places for teams to meet up and talk through
how they can best support each other in ramping up the quality of
their services for clients.
How could one not be enthused by the notion of offices being
transformed into high energy, imaginative and dynamic centres
where staff pursue together the limitless possibilities open to
entrepreneurial leaders and teams?
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The principle of personal choice
Having started off wondering whether a new formula might
emerge that would capture the new balance between office and
homeworking, we quickly came to realise that this idea doesn't
really face up to the scale of the challenge that Covid-19 has
posed for businesses of all sizes across all sectors.
It is true that many of the prejudices commonly expressed over
the years about homeworkers (“working from home today – nudge,
nudge?”) have been challenged by this becoming a near-universal
experience.
This in itself must surely be seen as a good thing.
In future, most organisations can be expected to develop their
own particular blend between office working and home and
other remote working. This blend is bound to vary at any point
in time, with many CEOs still wanting to champion the principle
of personal choice as the key determinant of where people work.
To quote Sarah Walker-Smith, Chief Executive of national law
firm Shakespeare Martineau,
"As long as my people are delivering fantastic client service, building
great teams with their colleagues, remaining contactable and delivering
their objectives, I am not concerned about where, when and how they
do their work."
So we focused on how digital working is changing relationships at
work and what leaders see as the key benefits and drawbacks.
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Pros and cons of digital
As the lockdown went on, a number of members of our
oversight team became that much more confident in describing
the positive impact that digital working was having on their
business. According to Ben Wilson, CEO of management
consultancy Grovelands,
"We have talked about being 'one team' for a long time but it took us
all working from home for this to come together. Projects that proved
difficult to define and deliver in the physical world have come together
online. Communication has never been so effective."
Annabel Berry, CEO of cyber security specialists Sapphire had a
similar experience,
"There has been a real sense of everyone pulling together in this time
of crisis. The level of communication and collaboration across divisions
in sharing information and intelligence has definitely increased, which
has been so valuable to the business."
Against this, some other leaders still felt that the quality of the
conversation on screen did not compare favourably with that
when people were in the same room, especially when there were
more than four or five online at the same time.
At one of our team meetings, one member said that online
meetings quickly become transactional, because it is easier for
people to avoid showing any vulnerability:
"People can retreat further into their particular postage stamp if they
are challenged on anything".
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Needed: more creativity all round
Another CEO said that whilst her team used to avoid showing
vulnerability online in the early stages of lockdown, they were
achieving "powerful results" now that they had got used to using
the breakout rooms and chat facilities in Zoom more creatively.
During this time we were careful to remind ourselves that whilst
we need to assess our experiences of digital working in a critical
light, we should compare them with our experiences of office
working up to lockdown - and not how we would like it to
become at some moment of heightened creativity in the future!
In countless staff surveys across all sectors, millions of office
workers have described their experience of physical meetings as
dispiriting and overly time consuming, and far from creative.
Meetings in the same physical sphere that are billed beforehand
as "tough conversations" often end up as highly transactional!
In both the physical and the virtual spheres, many leaders still
have too many meetings that are too long and devote too much
time to issues that do not require the presence of everyone
involved.
There surely is great scope for shorter online meetings and
devoting a greater proportion of meeting time to conversation
and appreciative enquiry and less to information-giving and
presentations.
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Mixing the digital and physical
As we move through the transition period in which all
organisations are required to be “Covid-compliant”, more and
more look set to come up with their own particular blend
between office and homeworking.
It is self-evident that blended leaders need to be able to operate
effectively in both the physical and digital spheres.
It cannot be an option for a top-performing leader to say that
they are great in one of these spheres and way below par in the
other.
The challenge now is to do with how organisations mix the
digital and the physical, and especially how they balance the
different preferences among members of their teams for
working in these two spheres.
For a good number of Chief Executives, what is so encouraging
is that in taking on this challenge they will be building on
improved relationships across their organisation.
As Annabel Berry puts it,
"Working via video conferencing has dramatically improved
relationships and communication across the management teams
within our business. This has been a welcome surprise. As time has
gone on, these meetings or calls have become more efficient and
effective and we will definitely continue with them moving forward."
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This "extreme experiment"
As we quote Annabel's words we can imagine some wondering
how widespread this experience has really been. So we also
want to share some words from a note by Emma Nicholls,
Director of Employee Experience and People Insights for the
City & Guilds Group, that capture her organisation's positive
experience of digital working during the lockdown:
"We went almost overnight from 9% of contracted homeworkers to
every colleague working from home! Through this extreme experiment
we have seen better collaboration, better and more transparent
communication and improved support for our customer. We don’t
want to lose the lessons and capability we have gained through this
experience by ‘reverting back’."
One of the most important factors that will stop businesses from
reverting back is the simple truth that no-one can say with any
confidence that Covid-19 will be the last pandemic to force us
back into our homes.
In businesses with a proven capacity for homeworking, every
leader will surely want to feel that if we encounter Covid-21
or Covid-25 or some other biological threat that forces us into
national lockdown in the future, they are ready to operate as fulltime homeworkers.
In future, businesses need be ready for any eventuality. This
must surely mean that even those that revert back almost
entirely to office-working will encourage their people to retain a
capacity for homeworking over a significant period of time.
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Homeworkers as the core of
new international businesses
Over the next few years we foresee a huge growth in the
number of businesses in which the vast majority of employees
work from home.
The larger the headcount, the more likely it is that there will be a
small proportion of staff working in a hub because their personal
circumstances make it extremely difficult to do concentrated
quality work from home.
From a position of knowing that their staff will be called upon
to travel only occasionally, these employers can gain all of the
benefits of recruiting from across the wider UK labour market –
and in some cases across international labour markets.
They have the capability to create tightly defined specialist niches
more quickly than was ever possible in the days when employers
felt bound to recruit staff living within fairly limited travel-towork areas.
They should be able to combine international staff teams with
international client markets in a way that is truly exciting for agile
business start-ups.
In just about every sector one can imagine these new homebased start-ups taking on the established players very quickly,
given the revolution in attitudes - internationally - towards
people working from home.

14 TEAM2030, July 2020

Leadership after lockdown: building on trust

Part 2: Four leadership
responses to Covid-19
Through this project we have identified four styles of leadership
that were fairly common before Covid-19 struck and have been
significantly challenged as a result of the lockdown.
Whilst we have differentiated between these different styles, we
recognise that many of us share a number of the characteristics
described in the four write-ups.
We capture them separately because this seems to be the best
way of drawing out the key points of learning. We hope that you
will “pick’n’mix” in determining your own leadership strategy
for the future.
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i Physically present leaders 			
becoming "blended" leaders
Many leaders know that they have been most powerful in the
moments when they are physically present. In these moments
– often in the minutes with their closest allies and confidantes
before and after key meetings - their informal influence has
been greatest.
These opportunities have given them valuable feedback as well
as influence, both of which have been almost entirely eliminated
in our new world of nearly non-stop video conferencing.
As a result, they feel less able to “read the temperature” of their
organisation and less confident in their instincts about which
approach should achieve the best outcome.
Jenny Jarvis, Deputy CEO of the Education and Training
Foundation, captured this powerfully for us when she explained
how important it is to her leadership to be able to "read the
body language" of others in the same room:
"I have found that we can do some work very well from home.
However, what I have really missed is being able to work in person
with colleagues to collaborate, strategise and problem solve. There
has been a marked difference between chairing strategic and delivery
meetings from the office and chairing them from home, as I have
done over the last few months. In the office I have been able to read
body language and appeal to the room - and we have addressed
issues directly as a collective."
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Personal connection
One of the issues that we have spent some time discussing as a
team is whether or not we should expect to achieve a stronger
personal connection with others if we are in the same room as
them, rather than looking at them on a computer screen.
This issue is intensely personal, and inevitably we all have
different experiences to share. Andrew Powell, Group CEO of
digital education and careers provider route2work is a great
champion of the importance of time with others in the same
physical space:
"As a passionate ‘people person’ I’m craving human to human
interaction on a face-to-face basis. Digital provides a fantastic medium
for progress to be made across all fronts but it can only be part of the
much wider leadership and business landscape; the most powerful and
authentic business relationships that I have are about the personal
connection and BEING with other people in the same physical space,
chewing the fat, being present and having some fun."
Sarah Walker-Smith used to feel the same and now tells us:
"To my surprise, I have discovered that online communication has
provided the opportunity for leadership which is vulnerable, human
and authentic and connects intimately with a wider internal and
external audience. Despite my beliefs to the contrary at the start of
this journey, I have never felt more connected with so many people
over such a range of levels and backgrounds and across such a range
of subjects with startling responses."
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Changing how we communicate
One of the main lessons that we take from this project is that
before lockdown nearly all of us significantly under-estimated
the capacity of digital working for enabling us to achieve a huge
amount of what we want to achieve as leaders.
Ben Wilson's experiences illustrate this point brilliantly,
" As lockdown approached I feared our teams would fall into chaos
and confusion without the ability to co-ordinate and oversee activities
in person. How wrong I was! Working from home has changed the
way our leadership and management teams communicate. We are
more direct, more mature and more sophisticated. Preparation for
meetings is better because presenting online requires more structure
and planning. Issues are called out more readily and we are more
comfortable with being uncomfortable. I’m a convert!"
When we were discussing why we share such positive
experiences of digital working under lockdown, we came back
more than once to one key word: resilience.
As Ben Roome, CEO of Digital Mobile Spectrum put it:

"The crisis highlights that most people are more resilient and
adapt to change far better than they would have predicted. There
is a real opportunity to use this new-found knowledge to improve
self-belief, helping organisations go further and get there faster."
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Getting practical
Physically present leaders becoming
blended leaders
l
When you’re working online, don’t try and
replicate the style of an in-person meeting. Digital
meetings of Boards and teams need to be significantly
shorter, because many of us do not feel able to draw
on the energy of others when we are working online in
the same way that we are able to do when we’re in the
same physical space
l
Build in time for 1:1 conversations with close
colleagues running up to key meetings in order to
“test the temperature”. Whenever you can, leave a few
minutes at the end for reflections on how much you all
feel you moved forward, so that you get used to giving
each other regular feedback
l
If you are now asking some of your staff to
travel in to the office, make sure that you are as open
as you possibly can be in explaining your reasons for
asking them to come in whilst others continue to
work from home. This is a time when the principles of
transparency and fairness are more important than ever.
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Getting practical
Becoming blended leaders
l
Establish clear and non-negotiable protocols for
digital meetings: video always on, no checking of texts or
emails, and so on
l
If you end some days feeling that you have "zoom
fatigue", how about challenging yourself to ration the
amount of time you spend online, for example by trying
to limit the number of hours you are online in any one
day? Not all catch-ups have to be online. Have you
considered going back to the "old normal" of sometimes
using your phone, so that you can at least walk around?
l
Make sure that you don’t have back-to-back
meetings online. For meetings that need to last longer
than 30 minutes, always try to finish 15 minutes before
the hour rather than on the hour. Give yourself at least
a 15 minute break before your next one!

20 TEAM2030, July 2020

Leadership after lockdown: building on trust

ii Previous "coasters" becoming
more challenging leaders
Many leaders went into lockdown comfortable in the belief that
they had been working pretty well. The various blockages in
their organisation in the way of them achieving more of what
they wanted were just part of the inevitable frustrations of
leadership.
During the early days and weeks of lockdown, quite a number
found that teams that had previously refused to collaborate
with each other became less resistant to change as new ways of
working together had to be created almost overnight.
Unexpectedly, the "fear factor" reduced resistance to change and
resulted in a greater degree of pulling together between teams
and individuals than ever before. According to Teresa Payne,
Managing Partner of solicitors Parfitt Cresswell,
"Even though fear is viewed as a negative emotion it can create
positive results. As a business, we were able to create and implement
a change strategy that would normally have taken 1-2 years or more
in less than 3 months.
This is because fear enabled mindsets to shift from the mentality
of change blockers, and finding reasons why we should be wary of
change, to mindsets where anything is possible - and if there is a
barrier we will find a solution to overcome it."
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No more vetoes
Through these insights we came to recognise that before the
virus struck many of us had become “rather too comfortable”
as leaders. We had ended up acting as "coasters" because we
had got into the habit of giving too much say to the "change
blockers" and letting them get used to exercising a veto over
change.
In the face of adversity represented by Coronavirus, there was
no choice but to drive performance with determination and keep
on reminding teams that it was not an option to revert back to
their "old normal". In response, they stepped up - sometimes to
everyone's surprise!
In the process, so many leaders have resolved that from now
on they will challenge those who like to say "no" to almost any
change.
Individuals who like to exercise their veto draw their power
from the tendency we can all have to act as "coasters", which is
why it's so important that more leaders act more as challengers.
What a powerful wake-up call was this!
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Getting practical
"Coasters" becoming challengers
l
Review your ambitions as a business before you
went into lockdown. If you had known then what you’ve
learnt about the capacity of your people during the last
few months, would you have allowed yourself to be more
ambitious?
l
Acknowledge and affirm changes in behaviour. Be
open and ask why people had to feel their backs against the
wall before they were prepared to work with each other
and drive change
l
Make a point of asking your teams how they feel
about the success they’ve achieved. What has been most
satisfying? How would they like to sustain and develop the
approach in ways that will establish a stronger sense of
shared ambition?
l
Explore with teams what they want from you as a
leader. What sort of leader do they most need you to be?
According to Sarah Walker-Smith, she has seen her role
as CEO "transform from responsible bus driver to human flag
bearer". How would you capture the change in your role?
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iii "Sprinters" becoming
"marathon runners"
The speed of having to respond to lockdown really appealed to
those leaders who get an adrenalin fix from leading at a time of
crisis.
In the days leading into lockdown they went into something of
a sprint as they led their staff forward. Many then continued to
sprint after that time – and keep on sprinting.
No surprise then that within a few weeks they and many of their
staff were showing more than a few signs of exhaustion!
After weeks of sprinting, the adrenaline buzz had worn off and
quite a number were on their “reserve tank” if not completely
out of energy!
Surrounded by senior colleagues who constantly said how tired
and drained they had become, many leaders felt the same –
except that they were also increasingly lonely.
In the words of Teresa Payne,
"It's so tempting as a leader to sprint, to make sure an opportunity
isn't missed, only to find we have to back up to bring our teams
alongside. This period in our lives reminds me of the African proverb,
'If you want to go fast go alone. If you want to go far go together'."
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Pausing for breath
Sprint leaders can feel guilty acknowledging their addiction to
speed.
They feel they’re meant to pretend that they are taking Covid-19
in their stride whilst they are actually feeling as traumatised by
the pandemic as everyone else!
During the process of exhausting themselves many have learnt
that they need to take others with them more. They need to be
conscious of the dangers of their people feeling bomb-blasted
when they are asked to change some of their longstanding
practices.
Experience has highlighted the value of taking small steps
forward and having an open door for feedback.
Bringing people with you, rather than sprinting ahead when the
lightbulb moment flashes, often creates the space for the changes
that you want to bed in a little more so that you can then move
forward more quickly as one team.
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Re-energizing people
People need space to breathe!
Once you have paused and given your team the space to
understand that it is their drive and ambition that has helped
you sharpen up your aspirations for the future of the business,
be excited about exploring together what they feel your shared
ambitions could be.
This is so important because it re-energizes people. It gives
them an appetite to link their sense of ambition to your
ambitions for the business and keep on the look-out for growth
opportunities post-Covid.
Once you are listening hard, and seen to be engaged, it is so
much easier to reassure those who are fearful of change.
At the same time, you can gently remind them that you are
not up for slowing down the pace of change in a way that
compromises your growth and development as a business.

26 TEAM2030, July 2020

Leadership after lockdown: building on trust

Getting practical
Sprinters becoming marathon runners
l
Think of the most anxious person you have that you
want to keep on track. It should help a lot to keep them in
mind as you establish your communications strategy
l
Share where you want the organisation to get to and
then break down a possible route into small steps
l
Invite proposals from across your organisation for
taking each step rather differently, on the basis that you're
up for change so long as no-one asks you to stand still or
go backwards!
l
Consult about your ideas while they are still halfbaked, so that you can give your teams a real opportunity
to co-create your plans with you before you have dotted
the i’s and crossed the t’s!
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iv Leaders of managers becoming
leaders of self-managers
Many successful leaders have persuaded themselves that one of
the key factors behind their success lies in having strong middle
managers to ensure that the organisation runs well.
Middle managers often see their role as essentially that of
running a tight ship. Their jobs are about ensuring that junior
staff do not make the mistakes they would be bound to make if
they weren't constantly checking their work.
It is so easy to take it for granted that this would happen if
managers were not there to save staff from their own variable
levels of competence.
In those cases where output actually improved as a result of
homeworking during the lockdown, some managers at first found
it rather embarrassing – as something of a blip that couldn’t be
expected to continue!
In cases where performance continued to improve, the challenge
for leaders became pretty irresistible. They had to accept that
many of their people are actually a lot better than they had let
themselves believe.
Now is the time to engage more directly with them and
understand what they need for you to keep up with them!
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Organisations becoming flatter
During the lockdown, large numbers of employees have shown
that when they are given more freedom to organise their
workload and monitor their own performance in relation to set
targets and deadlines, they really are rather good at managing
themselves.
They don’t need to be managed in the traditional way.
Moreover, many have positively enjoyed “owning their own
diaries” and organising their work in a way that fits in with the
rest of their lives too.
Hierarchies have become less important as many organisations
have seemed to become that bit flatter.
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A great leveller
As we have all looked at screens with pictures of staff in various
rooms in their homes, with no title by their name and with the
Chief Executive not guaranteed a place at the top of the screen,
and sometimes ending up at the bottom, some of us have had a
sense of Covid-19 acting as a great leveller.
It is therefore no surprise that some leaders have begun to ask
themselves whether self-management is an idea whose time has
now finally come.
l
Do they really need the different layers of hierarchy in
their organisation, each of which depends to a large degree
on the now questionable claim that those staff "beneath" each
level would be bound to under-perform without constant
interventions on the part of those "above" them?
l
Where staff are shown to be responding so much better to
managers checking in with them rather than checking on them,
does this mean that self-management has a lot more going for it
across organisations than many have let themselves believe?
l
Instead of seeing themselves as leading their managers
who run the organisation on their behalf, should they now see
themselves as leading the wider staff team that largely selfmanages at every level?
l
Instead of talking about distributed leadership as a theory,
should they now engage with it as a reality that could soon be
theirs?
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Getting practical
Leaders of managers becoming leaders of
self-managers
l
Affirm the high levels of self-reliance and selfmanagement that people have demonstrated throughout
the lockdown. Don’t revert to old habits of justifying
management by others when many of your people have
just proven to you – and themselves – that to a large
degree they are already more than good enough to
manage themselves
l
Regard yourself as leading a campaign to ensure
that everyone in your organisation values their own
time more highly than they have done in the past. For
example, how about sending a message round all staff
saying that if they receive an invitation to join a meeting
online and do not think this offers the best use of their
time, they should feel free to say no, with your full
support?
l
Champion the idea of staff using digital working
more for initial creative ideas-building, so that even if
most of your teams become office workers again they
have every encouragement to draw together mixed digital
teams in tightly controlled slots of time to generate fresh
thinking.
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Getting practical
Becoming leaders of self-managers
l
Take out unnecessary layers of management
wherever possible between the top team and the front
line. Then shift to measuring and rewarding outputs, and
watch your really good people go whoosh!
l
Aim to hold as many meetings as possible where
everyone is either working digitally or in the same
physical space. Wherever you can, avoid mixing the two
up - and if you do have to have a mix, try to make it a
one-off rather than a regular practice
l
How about banning the word manager and
converting this title to team coach, or something similar,
with an explicit brief to empower teams and encourage
the virtues of self-reliance and increased resilience
l
If the language of coach is a step too far for you,
then at least the term team leader is less disempowering
of team members than line manager. In general, staff are
more likely to speak their truth to their coach or team
leader than to their line manager!
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Getting practical
Becoming leaders of self-managers
l
Consider introducing a new practice in which every
week everyone in the organisation becomes a buddy with
someone they wouldn’t ordinarily come into contact with,
just for 20 or 30 minutes, to check in with each other and ask
how things are going. This is especially important where most
people will continue to be homeworkers over time
l
There are so many ways you can move towards a more
empowering coaching culture with some pace - and without
becoming a sprinter again! For example, for individual
performance assessments how about proposing that each
member of staff offers up their own assessment of their
performance before their coach/ manager offers theirs,
identifying those aspects of their work where they would
like to be doing better. This can be a powerful way of people
demonstrating commitment to their self-improvement
l
Team self-assessments could naturally build on this and
encourage honest discussion among teams about how they
think they have performed collectively during lockdown. For
those teams that want to continue working from home, it is
especially important to ask how much they have been able
to support each other since the start of lockdown, as well as
comparing their ambitions and targets from now on with their
pre-lockdown performance.
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Team Effectiveness Reviews
This team self-assessment could easily provide the
foundation for Team Effectiveness Reviews, with each team
presenting their conclusions to you or another member of
your top team.
If a team's performance has dipped during lockdown, and
they haven’t acknowledged this, this provides the perfect
time to speak your truth with them:
“I recognise that you want to continue to work mainly
from home and I want to make this possible for you.
But you first need to come up with some proposals for
how you can improve your performance. So let’s get
together again in a week’s time so that you can share
with me how you intend to become more effective as
homeworkers …”
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Part 3: The challenge of
building greater trust
If we reflect for a minute on the four leadership styles that we
have described, we can see how the trust challenge is rather
different for each one and yet in its own particular way crucial
to leaders responding effectively to the crisis created by the
pandemic.

i For blended leaders
Those leaders who have seen themselves as strongest in
the physical sphere, and most effective in exercising informal
authority, know that there is a rather covert dimension to
this that is part of what makes it so effective – and also rather
enjoyable at the same time!
You know that among your closest confidantes at work, you have
such a close relationship that all you need to do is give a certain
indication of what you think would be best, and you would like
to happen, and they will take it from there – and often enjoy
playing back to you your ideas as if they are theirs!
This is all part of the ritual that some highly effective leaders
have established with their key lieutenants, and in acknowledging
it we do so from a standpoint of respect and appreciation.
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Rituals
These rituals have their downsides as well as upsides, and this
one has an important downside in that much of the influencing
is other than explicit and therefore not easily transferable to the
digital world.
You imply, you suggest, you nudge and perhaps offer a very slight
amendment to something that has just been agreed.
Within the intimacy of a one-to-one – or one to two – a few
minutes before or after a Board meeting, nothing more needs to
be said.
This simple truth is one of the things that you so appreciate
about the exchange. It confirms the specialness, and closeness, of
your relationship.
It is hard to transfer these sorts of moments across to the digital
sphere. In a digital debriefing for, say, the Executive team after a
Board meeting, some of the subtleties and nuances of a corridor
conversation can so easily be missed.
This is why some CEOs say that they have made a point of being
more up-front and “out there” in online feedback.
They have had to be, to make sure that their Executive team take
away the messages they would have conveyed via a corridor chat
on the way back to their offices after the Board meeting.
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“Saying it straight”
This is where the trust challenge comes in.
You need to trust your Executives in a different sort of way
when you’re working online.
You need to be more explicit and potentially “in their face” in the
views that you express, so that everyone is clear about what you
are saying.
There isn’t the sense of intimacy that there can be in so many
mini-conversations in those “in-between moments” in the
physical sphere.
In trusting your team in a different sort of way, you need to say
it straight and run the risk that someone might challenge what
you say in a way that you would never expect from one of your
immediate confidantes.
Most interestingly, a number of CEOs say that now they are
being more open they actually feel closer to their top team as a
result.
At first, they felt that they were taking something of a risk in
being more open - and the risk paid off.
So often this sort of risk-taking builds trust, to the surprise of
the risk-taker!
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Questioning our own assumptions
A lot of us find it difficult speaking our truth, because few of us
want to put ourselves in positions where others might disagree.
It is so much easier to take this risk if we have already told
ourselves that it is good for us to question and challenge our
own assumptions.
So we can be more “out there” with our thinking in both the
digital and the physical spheres.
It might still work well for us and our close confidantes if some
of our signalling to them, in the physical sphere, is more of a
nudge and a wink than a direct request or instruction.
The point is, though, that we should be more relaxed about
saying what we think if we genuinely let ourselves go through
thought processes that involve us asking what we want and then
challenging the answer that we ourselves come up with!
We are trusting others by sharing our thinking in a more
transparent way.
We’re trusting the truth that there is hardly ever a “single right
answer” by making clear that if someone else has a better idea
than the one we’ve just come up with, we are more than happy
to dump our idea and back theirs instead!
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ii For challenging leaders
Let us now think of the “ex-coasters”, the leaders who decided
that you backed off a little too quickly when those who don’t like
change pushed back in response to your ideas for doing some
things differently.
You have now resolved to be more up-front and prepared to feel
uncomfortable at times in arguing your case more vigorously in
both the digital and the physical spheres.
We know that if you simply change your behaviour without
saying why you’re doing so, a lot of your people are likely to
want to hang on to the habit they are being asked to leave
behind.
This is why, if you really want your staff to change their
behaviours with you, the best way to do so will be to declare
why you intend to push back rather more firmly against the
resistors from now on.
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The trust challenge
This is where the trust challenge comes in.
It can be really effective if you say,
“To be honest, I have now realised that I was a bit of a push-over in
the past. When some people would resist implementing a change that
I had asked them to take on board, I would tend to look the other way
and do nothing about it.
These past few weeks I have come to appreciate how resistant to
change we have become and so I have resolved that from now on I’m
going to handle things differently. If people tell me they’re going to do
one thing and then go and do something else, I’ll be on their case.
We now need to step up the pace if we are to move forward. In the
business world after Covid, standing still is no longer an option. We
have to raise our game ….”
Saying something like this takes significant levels of trust and
bravery from leaders who are not used to standing your ground
when challenges come back from some of your people.
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iii For marathon runners
For those leaders whose ideal would be to be a sprinter, week
in and week out, and the last person to say “Time for a break”,
the number one trust challenge is about your trust in those who
don’t run as quickly as you.
You need to accept that if you slow down in order to let them
catch up, they are more than likely to want to run a little harder
and contribute even more once you have given them a chance to
catch their breath.
The problem for sprinters who never want to slow down is that
you can so easily come across as low trust leaders.
Seen in this light, the challenge becomes:
Why don't you want to pause and let those who don’t want to run as
fast as you catch up and share what they have learnt?
Because you are so intent on maintaining your role as the
number one pace-setter, you don’t give yourself any space even
to think about the fact that there are some things that you could
learn from those who don’t run as quickly as you.
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Learning from others’ insights
In going from a sprinter to a marathon runner, you are
challenging yourself to demonstrate that you are seeking to
invest more trust in those who don’t run as fast as you.
You no longer focus on what they are not doing and instead
remind yourself how much you could learn from the insights
they have gained from the run!
In the process of negotiating a slightly more variable pace for
moving forward, you should also gain two more added benefits:

they trust you more as their leader
and you trust them more too.
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iv For leaders who want to
convert managers into coaches
Each of the first three headings are in their own way crucial
steps on the road towards taking on this fourth challenge as well.
In many organisations, it will literally take years to move from a
hierarchical culture based around a system of line managers to a
flatter organisation with a one team culture in which everyone
sees themselves as self-managing.
However you see it, it’s no small feat. You can move towards
it with pace, and the key is to recognise the trust challenge as
multi-dimensional:
First, there is the challenge of telling your managers that for too long
success in their posts has required them to demonstrate that the
people working to them depend upon their intervention for them to
perform as well as they do.
You take responsibility for the fact that your system of middle
management has given them a vested interest in having little
trust in the capacity of their people to deliver to a high standard
independently of them. You make clear that it is now time to
transform the culture of your business.
For some managers this might not appeal, but all should have
the opportunity to apply to become a team coach. Part of the
process should involve training and development to unlearn
some of their previous habits and engage with the challenge of
building the self-belief of teams.
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Secondly, there is the challenge of telling the workforce that you wish
them to become more self-reliant and to “own their diaries”.
You recognise that those who have been used to being
supervised fairly closely in their jobs will take some time to
become self-managing, and you're asking them to consider
this on the basis that you trust in their ability to achieve this
transition so long as they genuinely want to do so.
Going forward, there will only be roles in the organisation
for people who trust themselves enough to want to take
responsibility for managing their own performance, with access
to support from a team coach.
Thirdly, there is the challenge of telling your leadership team that you
expect them to practise this philosophy with their teams.
Your trust in each other as a team requires all of you to adopt
this coaching style as best you can. It is essential if you are
to create a one team culture across the organisation, with
an individual’s reputation no longer linked mainly to their job
title and instead to what they are achieving and how they are
supporting those around them.
The link between high trust leadership and a coaching model is in
so many ways one of the most natural joins that there could be.
In the words of Ben Roome,
"People who instil trust and spread belief in their colleagues will be the
most valued team coaches of the future".
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Part 4: Facing the
dangers of polarisation
"We have been told that we are in a battle with a
silent killer called ‘Covid’. As an ex-Special Forces
soldier, who has served in several global conflicts,
I know that battle results in trauma and trauma
needs to be understood and managed carefully.
I do not feel we have yet fully understood or
recognised that when we send people back into
the workplace, having been ensconced within
this Covid battle for many months, some will be
experiencing significant trauma that could be
an equivalent of Post Traumatic Stress Disorder
(PTSD). As a result, we have a duty of care to
ensure that we all support them in navigating their
way through this ‘new normal’.

"

Andrew Powell
Group Chief Executive, route2work
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Our responses are so different
As June has gone on and the gradual return to work has begun,
the very different ways in which Covid-19 has affected us all have
become more apparent.
This sense of difference was present with us from our first
project team meeting, when Andrew Powell encouraged us to
acknowledge the traumatic dimension to Coronavirus. Andrew
shared with us some of the lessons that he had learnt from his
11 years in the military, especially the ways in which the armed
services support their own when they are dealing with Post
Traumatic Stress Disorder as a result of conflict with the enemy.
Whilst most of us readily agreed with the notion of Covid-19 as
a collective trauma, one member of our group didn’t and viewed
this as something of an overstatement.
Since then we have found ourselves responding differently in how
we interpret the wider challenges posed by the pandemic.
As we have consulted with our wider network of CEO contacts,
they have said exactly the same. When it comes to Coronavirus,
we all tend to strike rather different positions.
This is because our personal circumstances are so very different,
especially to do with our own health and our different degrees
of fear about jeopardising the health of our families and closest
friends.
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Pressing so many "buttons"
The issues that Coronavirus raises are literally about life and
death. It is hard to think of another issue that we have all faced
that presses so many "buttons" in us in so many ways.
It is important to keep on reminding ourselves that the stress
already caused by Covid-19 could convert into ongoing
mental health issues for any of us, and this risk will be with
us for months to come. We say this because there can be a
reluctance among some leaders to acknowledge this truth when
discussing with teams the steps they need to take to regain a
sense of momentum in their business post lockdown.
Many of those who are fearful at this moment would appreciate
the opportunity to share their fears with colleagues.
It can bring a team so much closer together when members
feel able to articulate their fears and then find others showing
sensitivity as they respond, appreciating the trust they have
shown in being open about their concerns and anxieties.
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A dangerous combination
In the swirling emotions that so many of us experience towards
Covid-19, one thing for sure is that fear of the virus itself can
combine with a fear of unfair judgement to create a dangerous
combination.
The potential for polarisation seems to be greatest among
homeworkers who are continuing to shield on behalf of
themselves or a member of their immediate family, and office
returners taking what they regard as ongoing health risks they
would not be taking if they had been given a free choice.
Many of those returning to work in an office might fear that
on each trip they could catch the virus and then pass it on to
their family and close friends. They are bound to have mixed
feelings towards others who are perhaps doing similar jobs
and continuing to work from home, saying that they wouldn't
contemplate returning to the office for months to come.
Similarly, those who continue to work from home can feel
great resentment towards the idea that they are being judged
ungenerously by others. Unknown to their HR Department,
they might have been self-shielding because they have a child or
partner with a serious underlying health condition.
In this sort of case, it is no surprise that an otherwise calm
and steady employee should express deep rage if there is any
implication that they should jeopardise the health of a loved one
by coming in to the office to "show their face".
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Acknowledging the trauma
Viewed in this light, it is no surprise that when misunderstandings
occur the fall-out can be very damaging for organisations unless
the situation is handled with compassion and thoughtfulness.
The trauma of Covid-19 is also bound to be impacting in a major
way on some of those employees who have been furloughed and
are now returning to work.
Some might feel that they have to prove their worth again and
get stressed trying to demonstrate their indispensability to
colleagues and managers.
Others might well have lost some of the structure to their
working day on furlough and find it genuinely difficult getting up
to speed again.
Their reintegration will require careful managing, and for the
process to succeed the practice of a little curiosity on the part of
others should count for a lot.
"It must have been hard for you - can you tell us some more about
how it was?"
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"Who's going stir-crazy?"
One thing is for sure, and this is that coping with the stresses
and tensions at this time in our lives requires us all to find ways
of talking about them so that we take them out of those "dark
places" in our minds where they can become quite sinister. As a
member of our oversight team said,
“Every now and again we need to ask who feels they’re going stircrazy. Most days someone is, and some days this feeling can take over
a whole team.”
We all laughed when this was said, and then a hugely important
point came out:
“If you can feel it, you should say it!”
More than once the point has been made that some leadership
teams have become really wound up in recent weeks and come
across as uptight and prickly. Yet instead of acknowledging this
and saying that it's because things are pretty difficult and stressful
at the moment, they have insisted that everything is fine and it's
all "business as usual"!
Leaders can't really expect everyone else to be "real" and share
their fears and any lingering anger if they don't model this
behaviour themselves!
For us to support each other in managing the many strains and
tensions that we all carry as a result of the pandemic, it will be
incredibly important for leaders to be okay about sharing some
of their emotions and vulnerabilities.
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Towards a blended approach
Jenny Jarvis recently shared with us the story of when she returned
to her office in central London with a small number of staff:
"We were nervous on the first day back about the unknown, the
travel and what it might feel like being back in the office. However, at
the end of the day we all felt that it had been a breath of fresh air
and had really boosted our morale. We could all see a future with a
blended approach where the staff value and appreciate the office for
the benefits that it brings and value and appreciate being at home for
those tasks that don't need that in-person collaboration."
Jenny's story underlines the importance of creating the space for
people to acknowledge how they are feeling.
It also shows some optimism about organisations moving
towards a blended model of work, with employees having
significant time working from home and working in the office.
This optimism is largely shared by Emma Nicholls, with a slightly
different twist,
"Despite us living in a blended world, the world of work has in some
ways been the last to jump on board. So many organisations haven’t
properly recognised the challenges and opportunities of a blended
world and the challenge now is to equip ourselves and our teams to
deliver well in it".
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Depolarising emotions
This spirit of optimism is hugely important for giving leaders the
sense of self-confidence that they need to draw out any feelings
of resentment and intolerance, so that they don't linger and
possibly inflict ongoing damage on relationships at work.
This is why leaders need to be "out there" in making the case
for greater empathy and understanding towards the different
experiences of others.
This should help a lot with depolarising the sharing of emotions
within teams.
One of the reasons this is so important is because employers
need to find ways of keeping discussions about office working
and homeworking focused as much as possible on issues to do
with business performance.
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Raising performance
On page 34 we gave the example of a team saying that they
would like to remain as homeworkers, despite a drop in their
overall effectiveness in recent weeks.
We suggested that some sort of Team Effectiveness Review could
help to flush out the real issues and explore what would need
to change in the team’s homeworking arrangements to deal with
their under-performance.
Part of the idea behind this process is that it makes it a lot easier
for you to argue for a team to be prepared to return to the
office if they fail to come up with any ideas for improving their
performance as a group of homeworkers.
Recently we were told the story of a key team in a large
organisation saying that the main reason their performance
has been so disappointing during lockdown is because they are
restricted to working from home.
They miss the buzz and general “collegiality” that they
experience when they are together in the same space and are
convinced that they will only be able to raise their performance
significantly once they are together back in the office.
So their proposition has been that if they are to be asked to
improve their performance, the business needs to get on with
bringing them back into the office rather than delaying in setting
a date for their return to work because a number of other teams
would prefer to remain as homeworkers.
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Exploring the reasons
In this sort of case, it would surely be very helpful to work
with the team in exploring why their performance has dropped
while they have been working from home and what sort of
performance target they would expect to achieve once they are
back in the office.
In examining the reasons for under-performance at home, are
there any that are particular to the circumstances of lockdown?
For example, parents of school-age children who have been
trying to organise home schooling as well as providing meals for
an elderly dependent shielding in a separate part of the house
are bound to be feeling stressed whilst taking on these additional
family responsibilities as well as trying to do a full-time job.
It could be valuable to ask how they think performance will be
affected once their children are back at school and their elderly
dependant is able to be more self-sufficient once again.
If after going through such a discussion a team insisted that their
performance would improve significantly once they are back
in the office together, it is difficult to see how a responsible
employer could do anything other than respond to their
challenge and track the impact on team performance.
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Part 5: When you land,
who do you want with you?
We found it very helpful viewing this process through the eyes of
a team that wants to be together again in the office.
It helped us realise that employers committed to listening to
their staff and making it possible to agree team-based approaches
will need to be careful to keep an open mind about how the
balance works out between homeworking and office working.
At this stage in the process of emerging from lockdown, many
organisations cannot expect to have a developed view as to how
they will look in a year or two’s time beyond knowing where
they think they want to sit on the spectrum that has 100% office
working at one end and 100% homeworking at the other.
When we asked one employer how he felt about this, he was
fairly relaxed,
“We just have to see how things land and take it from there”.
His assumption was that the organisation’s culture was
undergoing a process of change and for this to be positive over
time it was essential that it should be allowed to evolve without
the pace being forced from the top down.
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Accepting difference
One of the greatest challenges emerging from the pandemic is
the need for us all to accept difference in a way that embraces
our personal experiences in relation to Covid-19.
This principle of accepting difference is key to reducing any
possible polarisation between returners and "stay-at-homers".
This requires honest discussion, ongoing engagement,
compassion, appreciation and respect for others' views, as well
as recognition that employees and employers have rights - and
leaders are responsible for protecting the best interests of the
organisations that they lead.
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Can a blended model
really work?
Before the pandemic, many businesses saw themselves operating
a blended model of homeworking and office working. It might
therefore be tempting for some to believe that all you need to
do is to return to your previous blended model and all will be
fine!
The fact that blended working might have given you a unified
culture before Coronavirus doesn't mean that it will necessarily
continue to do so as you move forward, taking with you all of
the emotional fall-out from the pandemic that is now part of our
lives, like it or not.
This is why so many organisations are still thinking through what
sorts of patterns of working will best serve them from now on.
Many have acknowledged the difficulties involved in coming to a
view on this by postponing any return to office working until the
New Year and beyond.
A good number are currently negotiating early exits from
their current leases to switch to either 100% (or nearly 100%)
homeworking or a blended model with smaller hubs to be used
by teams for working together face-to-face.
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Tough choices
If you say your top team has agreed that you want a blended
model, this could well be one of those moments when everything
is both a little clearer and also rather more difficult!
Let's imagine that most of your employees want to continue as
office-workers on the basis that they can work from home for
up to one-third of their time. The rest define themselves mainly
as homeworkers and among them a number only want face-toface collaboration once every six to eight weeks, if that.
You might find that it simply isn't possible to give everyone what
they want without creating a really fragmented and divisive
culture as a result. In this case, it would surely be best to say so
early on rather than pretending that you can somehow create
a unified culture around whatever blend of working employees
themselves say they would prefer.
In the process of handling these challenges, you will almost
certainly need to make some tough choices about who among
your current employees you see as essential to your future
success.
Are they concentrated among those who wish to work mainly
from the office, or from home, or is there a fairly even split?
The answer that you come up with might surprise you.
Once you have an answer, it will be easier to know what sort of
attitude towards office working and homeworking best serves
your future interests as a business.
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Three questions
If you are a CEO wondering whether you should define
yourselves mainly as an office-based organisation in future, or
as a homeworker-based organisation with all of the appropriate
opportunities for face-to-face networking and collaboration, we
would ask you three key questions:

1 How do you and your top team most want to 			
define yourselves?

2 What do your best people want?
3 What do you know about how much their wants 		
line up with them working at their best?

Once you know the answers to these questions, you should be in
a position to take a decision and jump.
Of course, you don’t have to treat everyone the same way. Your
belief in diversity and inclusion means that there will always be
exceptions, and the exceptions need to be championed.
At the same time, if you are to have a business culture that binds
you together as one team you need to make sure that when you
jump you do so with confidence and courage - and as many of
your best people as possible are alongside you.
Are you looking at these questions thinking that something is
missing? There could well be, which is why we have two more.
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Two final questions
These are two questions that we discussed among ourselves as a
project team.
We never quite answered them with each other, because we saw
them as deeply personal and requiring proper reflection on all of
our parts before any of us could hope to have a clear answer:

4

Have you got the right people for your business?

5

Are you in the right business for you?

If you feel that you have already got the right people working
with you, it should be easy to say YES to question four and enjoy
the fact that your answer is so positive!
If you can’t answer yes, you will need to think through what
future you want your organisation to have from a standpoint
where you might well need to say farewell to a number of your
most senior staff.
A key factor here is, of course, the extent of your ambitions
for the business. Maybe the harsh truth is that some members
of your team aren't as good as you need them to be for you
to become the top performing business that you have to be to
achieve your ambitions.
Only you can know what you put first: achieving your business
ambitions or maintaining your current team.
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Is your business right for YOU?
It is a comment on the scale of the turmoil that has been
unleashed by Covid that we know a number of leaders who are
currently unable to say an unequivocal YES in answer to this
question.
If your answer is that you don't think you are in the right
business for you, the very fact that you have been able to say this
to yourself is a huge step forward.
Having made this statement, how about giving yourself a little
time to be open to whatever might flow as a result of your
answer?
You might come to look back on this as one of the most
liberating moments in your life.
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Before you jump...
If questions 4 and 5 resulted in two clear YES’s, it’s easy to know
what you need to do next. It’s back to question 3 and deciding
when will be the best time to jump.
Just before you do so, it will be important to take a little time
and reflect on what building on trust means for you.
Are the people you trust the most your best people?
Sometimes they are, but not always.
Trustworthiness is an incredibly important quality that you will
expect of your key people. Yet you might also need some people
around you who bring with them particular forms of brilliance
and flair and entrepreneurialism.
It might just be that one or two of them are at times rather like
loose cannons and not as trustworthy as some others who are,
like it or not, rather more mediocre. This is why you need to
press yourself:
Whose faces come to mind first as the people you know you need
alongside you if you really are to achieve your ambitions for your
business?
Once you have listened to your intuition and sounded out one
or two of your closest confidantes, one final question remains:
How much do you really trust yourself as a leader?
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When you jump...
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Our Team
Andrew Powell
Founder and Group Chief Executive of
route2work Ltd., matching passionate
people with meaningful careers

Annabel Berry
CEO of Sapphire, cyber security
specialists

Ben Roome
CEO of Digital Mobile Spectrum Ltd.,
a UK joint venture of EE, Telefónica,
Three and Vodafone

Ben Wilson
CEO of Grovelands, challenging the
status quo in the consulting and
recruitment industries

Bernard Grenville-Jones
Group Executive Director of Activate
Learning, an education and training
group running colleges, schools and
work-based training
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David Russell
CEO of the Education & Training Foundation
(ETF), the national workforce development
body for further education (with Jenny Jarvis,
Deputy CEO, as David’s alternate)

Emma Nicholls
Director of Employee Experience and
People Insights, City & Guilds Group

Sarah Walker-Smith
CEO of national law firm Shakespeare
Martineau LLP

Teresa Payne
Managing Partner of private and
commercial solicitors Parfitt Cresswell

Krysia Hudek
Director of TEAM2030

Pete Ashby
Director of TEAM2030

Always part
of any winning team
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