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SURVIVE OR THRIVE

Without doubt, thisis the key culture question for organisations
post the pandemic. Whether to be strategic and intentional
to thrive, or reactionary and passive and just survive? The
Culture Group conducted our initial research into the future
of work and the impact on culture in 2019, just prior to the
pandemic. We discovered then that organisational Culture
was a prime consideration for future readiness, alongside
the core elements of Leadership and Ways of Working. With
the backdrop of a Global Pandemic transforming the world
of work, our aim was to better understand post pandemic
impacts and trends on three pillars of sustainable success:
Culture, Leadership and Ways of Working. This research report
builds on our initial findings and provides you with useful

insights and actionable strategies.

The Culture Group Team

JOANNA GEYSEN NADINE CASTLE
Director Director

LOUISE PHELAN
Consulting Partner

What you can expect in this report

Our Research Insights
The highlights, insights and the overall narrative
from the 2022 research data.

Tips to Thrive
Tips and recommendations that will help your
organisation to thrive in a new post pandemic

working environment.

Emerging Imperatives
An analysis on what themes are still consistent
with the 2019 research findings, what'’s evolved

and what’s new post pandemic.

LUCIE MAY
Consultant
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SURVIVE OR THRIVE

OUR APPROACH

Series of deep dive conversations with over 20
Executives from a range of Australian industries
and workplaces, focused on continuing our
research into the impact of Culture, Leadership
and Ways of Working on future readiness and
sustainable success.

Online guantitative survey distributed via LinkedIn
and Facebook to Australian leaders, representative
of the diverse network of The Culture Group team.
The guestions were designed to prompt reflections
on the drivers and enablers of change related to
Culture, Leadership and Ways of Working in a
post-pandemic workplace.

Comparative analysis of 2019 and 2022 research
data, exploring the impact of ongoing and

emerging imperatives.

v




4

| POST PANDEMIC RESET

SURVIVE OR THRIVE

WELCOME TO THE HYBRID REVOLUTION

The Hybrid Revolution was identified as the single biggest post pandemic
change, impacting organisational culture, leadership and ways of working.

Over the past decade organisations have been exploring and
managing the impacts of the fast paced changes felt from
a rapidly developing, Digital Revolution. Future readiness
and the stress this places on organisations was highlighted
in our 2018 research and indicated many organisations were
struggling to move from the safe and predictable current
reality of working, to an unclear future ideal of the work
environment. This uncertainty had many organisations and
leaders grappling with the need to move quickly with their

own Digital Revolution roadmap.

Then we had a Global Pandemic.

The Digital Revolution accelerated exponentially with tech-
nology becoming the foundational enabler for organisations
to survive. Coupled with this need to survive, we saw tech-
nological solutions that would previously have taken 3-5 years
to implement, now being implemented within 3-5 months.
Almost overnight, organisations, leaders, employees and
customers quickly became digitally savvy to manage the
working impacts of a Global Pandemic.

The Digital Revolution was over.

A new era was born, based on a seismic shift in our work model
and a breaking down of old assumptions of what constitutes
a typical work environment. It became increasingly necessary
to embrace flexibility and new ways of working, with future

success predicated on digital readiness.

Welcome to the Hybrid Revolution!

eallre - -
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CULTURE

The opportunity to reset organisational
culture post the pandemic was recognised
as a game changer to reignite the energy

needed for sustainable performance.
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RESEARCH INSIGHTS

The opportunity to reset organisational culture post
the pandemic was recognised as a game changer to
reignite the energy needed for sustainable performance.
When asked, if organisations had a culture strategy, the
resounding response to this question was a No. While our
conversations highlighted a new level of understanding
around the impact of culture on sustainable productivity
and performance on the whole organisations were
uncertain and avoided taking the next logical step to
include a strategic culture strategy as part of long-term
planning.

By far, the greatest focus currently is on operational
strategies and plans, with culture relegated to the
results of bi-annual engagement surveys. It begged the
question: if the pandemic afforded you the opportunity
to withess and experience first-hand, the impact of
culture on sustainable outcomes, what are the big culture
issues your organisation is currently facing? The answer,
Communication & Connection; Cross Collaboration of
Teams and Mental & Emotional Wellbeing.

-

COMMUNICATION
& CONNECTION

01

03 02

MENTAL CROSS
& EMOTIONAL COLLABORATION
WELLBEING OF TEAMS

Y e

Top 3 Culture Issues
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COMMUNICATION & CONNECTION

Post pandemic, organisations are talking about culture in terms
of communication and connection, in a more timely, open
and honest conversation, as they grapple with meeting the
evolving needs of a flexible, remote and often disconnected,
workforce. The thread between motivation levels of teams and
individuals and sustainable organisational performance was
highlighted. Organisations clearly saw the need for a strong,
positive culture based on trust, connectivity and alignment to

provide the required, future success.

Our research data highlights Connection (a lack of physical/
face to face interactions and mental/emotional impact of
working in isolation) as the key culture factor impacting

organisational success in a post pandemic workplace.

This is hardly surprising, given the move to hybrid ways of
working and finding effective and efficient ways to work
collaboratively, while maintaining the mental and emotion
well-being of working in a hybrid workplace. We have seen
a surge of strength within intact teams during the Pandemic
however there is a common narrative around the feeling
disconnection for new employees joining the team and
feelings of being ‘left out’ of conversations when parts of the
team are in the office whilst others work remotely.

Connection - the key
culture factor impacting
organisational success
IN a post pandemic
workplace.
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CROSS COLLABORATION OF TEAMS

Collaborative ways of working delivered positive outcomes
for organisations who worked to support and encourage
collective problem solving. One impact of the pandemic was
the need for leaders to constantly revise ways of working
and to innovate. Cross collaboration needed an intentional
lens, with leaders needing to flex their personal style and
create psychological safety to empower their teams to cross
boundaries and invite participation from others.

The need for Cross Collaboration was also highlighted in
our 2019 research findings, however this has been amplified
even more with the Hybrid Revolution. A universal truth was
uncovered that leaders who chose to amplify their approach
to psychological safety, empathy and emotional intelligence,

were not only engendering trust in their teams and their

organisation, but openly demonstrating and role modelling

through their behaviours and their language.

The strength of trust was felt most strongly in organsiations
where line leaders trusted teams to deliver outcomes and
collectively problem solve rather than focus on time spent
working in isolation on transactional activities. A positive out-
come from the pandemic is that successful leaders now
know their people well and that enables opportunities for
stronger workplace relationships and open and transparent,
honest communication, collaboration and psychological safety.
Intentional teaming will continue to be a foundation for creating
the environment where cross collaboration becomes inter-

woven into the fabric of an organisation’s culture.

Successful leaders
now know their
people well,

ceadlire oo
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SURVIVE OR THRIVE

MENTAL & EMOTIONAL WELLBEING

Across the board, the rapid pace of change and the adaptability
required to manage this change saw rapid and far-reaching
levels of burnout and fatigue across organisations. Conse-
quently, the internal organisational narrative had to move
away from pivot and flex, towards support and encouragement.
How best to manage the new pace and parameters of change

and then, how best to support individuals and teams?

Not surprisingly, organisations are more aware than ever
before of the impact the health and mental / emotional
wellbeing of their workforce has on sustainable, organisational
productivity and performance. The pandemic highlighted just
how much our eco-system impacts our health and mental /
emotional wellbeing and this in turn impact outcomes and
outputs. This new awareness is having a positive impact on
the types of conversations people are having and the way

leaders are engaging with their teams.

Honest and authentic conversations tend to focus on the
whole person and present with a broader range of language
choices. They encourage self-awareness and self-disclosure,

this is new territory for leaders and organisations.

Moving now toward managing the emotional and mental
health of individuals and teams, means moving towards
a more authentic and personal conversation centered on
personal health and well-being and the subsequent need
to increase one-on-one, authentic conversations. The way
forward leverages these new conversations around mental
health and wellbeing and requires organisations be strategic
around creating a Mentally Healthy Workplace. This seems to
be on the radar for organisations with a progressive future
forward culture, however, is a gap for the majority who are

still in survival mode.

Honest and authentic
conversations encourage
self-awareness and
self-disclosure.

ceadlire oo



10

CULTURE |

SURVIVE OR THRIVE

CULTURE

“Respect, innovation,
collaboration and
accountability - we have an
opportunity to align all those
words to everyday behaviour.”

RESEARCH RESPONDENT 2022

TIPS TO THRIVE

Create a holistic workforce culture strategy based on your
desired culture and future business direction. Find the integra-
tion points from stand alone initiatives such as mental health
and wellbeing, diversity & inclusion, leadership development
and performance. Create strategies that encompasses and

integrates each component into one actionable plan.

Be intentional on what ‘teaming’ looks like in your organisation.
Define what good teaming looks like and implement work
structures to support cross collaboration. This could include
forming cross functional sprint teams to work on projects,
introducing a strategy alignment process, as part of your
annual business planning. Finding commonalities and points
of collaboration across business unit operational plans and
embedding teaming capability uplift in your learning and

development strategy.

Create an internal communication strategy that proactively
engages, recognises and celebrates individual and cross-
functional teaming success stories. Ensure the communication
strategy is the ‘voice’ of your culture strategy and employee

value proposition and includes a monthly calendar of activities.

edlwre oo
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LEADERSHIP

Hybrid working has created the need for
leaders to be comfortable with the demands
of open and transparent communication,
leadership visibility and the development

of trust as a foundation for sustained

performance.
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LEADERSHIP |

SURVIVE OR THRIVE

RESEARCH INSIGHTS

Leading through an unprecedented chapter of change
has been a struggle for leaders who have successfully
relied upon a traditional ‘command and control” approach
to managing people and leading organisations. Hybrid
working has created the need for leaders to be
comfortable with the demands of open and transparent
communication, leadership visibility and the development

of trust as a foundation for sustained performance.

The research identified five leadership traits as the most
important for the future; Adaptive Thinking, Developing
& Coaching Others, Emotional Intelligence, Managing
Wellbeing and Strategic Innovation. Adaptive Thinking
was top of the list as the most important leadership
trait due to the critical need for leaders to be able
to strategically: innovate, flex and revise their ways
of working and style to the changing demands of a
hybrid workplace. Coaching and developing others was
another leadership trait most needed and requires skill
development so coaching in the moment is innate in

leaders’ style and approach.

ADAPTIVE
THINKING

STRATEGIC
INNOVATION

MANAGING
WELLBEING

Top 5 Most Important
Leadership Traits

DEVELOPING
& COACHING
OTHERS

EMOTIONAL
INTELLIGENCE
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WARMTH & STRENGTH HELPED NAVIGATE UNCERTAINTY

Leading through an unprecedented chapter of change has
been a struggle for leaders who have successfully relied on
the traditional ‘command and control” approach to managing
people and leading organisations.

The pandemic interrupted business across the board and
some organisations had to deal with the harsh reality of
restructures, redundancies and reduced hours. This required
a gentle leadership style, based on warmth, genuine care
and attention to employee mental health and well being.
Employees were looking towards their leaders to demonstrate
strength and support to help them navigate through the

constant uncertainty.

This highlights the need for leaders to constantly revise ways
of leading. To dial up both their personal and humanistic
style whilst consistently providing strategic clarity to meet
changing needs of a shifting landscape. A positive outcome
of all the change is that successful leaders now know their
people well, and that unlocks opportunities for stronger
workplace relationships and builds the foundation of trust.
Some leaders struggle with acknowledging the need to adapt
their leadership style and address personal biases that anchor
them to being transactional leaders. This reinforces the need
to bridge the capability gaps in the top 5 leadership traits
particularly emotional intelligence.

Opportunities for
stronger workplace
relationships.

ceadlire oo
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VISIBLE LEADERSHIP NEEDS TO EXTEND VIRTUALLY

Post the pandemic, leaders must have a clear understanding of
the relationship between values aligned behaviours, inclusion
and visible leadership (both face to face and virtual). The
need for a more cohesive and collaborative workplace where
habits, rhythms, and routines are actively promoted via a ‘work
from anywhere’ lens was highlighted as an opportunity. Post
pandemic workplaces can create new foundations of lived
values and ethos, for individuals and to build on strength-
based skills and for leaders to take a visible and proactive

role in the coaching and development of others.

Collaboration was a big cultural issue which flows directly to
the role of leaders. The need to cross collaborate is heightened
in a hybrid workplace and requires intentionality. Intentional
collaboration requires leaders to have a highly developed level
of emotional intelligence and the ability to strategically innovate
using visible leadership as their cornerstone. The conversation
centres developing an authentic and inclusive leadership
approach, to drive sustainable organisational outcomes,

particularly in a hybrid environment.

Leaders need to
take a visible and
proactive role in
coaching others.

THEMW@/GROUP
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MODERN LEADERSHIP TRAITS NEED DEVELOPMENT

To support the new hybrid ways of working, our research
highlighted the need for an evolved leader, who is continually
challenging their own level of capability. We witness, to often,
that the more senior a leader becomes, the less they believe
they need (or want) to expand and develop their leadership
skills. Managing the capability gap between future skills
required and current skill levels available, has become a
strategic imperative for the post pandemic. The learning and
development of professionals at varied levels. The goal is to
ensure each of the Big 5 capabilities are identified, resourced,

tracked and supported at all levels of the organisation.

Adaptative Thinking and Emotional Intelligence continued to
be highlighted as the most important leadership traits in 2019

and in 2022. The two nicely nest together to ensure leaders

have strong situational awareness of interpersonal dynamics
and have the creative ability to filter their thinking through a
growth mindset lens to proactive ‘lead’ in complex situations.
This is the bridge that virtual distance in hybrid working
can create. The other major trend is that leadership needs
to be reimagined. In 2019 the focus was on future readiness,
however with the future landing much earlier than expected,
how we develop our leaders needs a rethink. The challenge is
that organisations are still embedding hybrid working so
leadership and leadership development must adapt in real-time.

Managing the
capability gap between
future skills required
and current skill levels.

ceadlire oo
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TOP 5 LEADERSHIP TRAITS

ADAPTIVE THINKING

B well Developed skill

EMOTIONAL INTELLIGENCE

DEVELOPING & COACHING OTHERS

. Capability Gap

MANAGING WELLBEING

STRATEGIC INNOVATION

While our research indicates our most
important leadership traits, it also shows
that only 19% - 34% of leaders are highly

skilled in these areas.
The important questions are: what does

that mean for leadership development?

What impact does that have on culture?

THEMW@/GROUP
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' Undertake a health check of leadership development programs.
Ensure they support capability uplift in the big 5 leadership skills,
focus on building self awareness as well as other future skills
identified in your culture strategy. identified in your culture

“Modern |eader5hip iS Critical strategy. Consider how you can support behavioural change

required to successfully lead in a hybrid work environment.

but many leaders don’t have

' Build coaching capability as a priority for all your leaders. Support
3
the self awareness to Change. people leaders to adopt innovative motivational activities that

demonstrates visible leadership, fosters authentic conversations
RESEARCH RESPONDENT 2022

and embraces inclusion and collaborative ways of working.
' Revisit your talent pipeline and succession plan, ensuring

your potential criteria has evolved to meet the new working

environment. Consider how you are supporting the development

of early career employees and emerging talent. Do you have an

internal graduate/internship programs? What is your strategy
to create visibility of your next superstars in a hybrid working

environment?

LEADERSHIP

eadlwre . o
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RESEARCH INSIGHTS

Our previous research (Our Research Story, 2019)
identified ‘ways of working must keep evolving’, as a
necessary approach to successful future readiness and
this approach has proven invaluable to organisations
emerging from a global pandemic. There are choices to
be made around ways of working and what hybrid means
for an organisation. There is an option for organisations
to reinvent work with human-centric design approach
to maiximise the hybrid work environment. Focus on
human-centric work design ensures performance,
innovation and equity, however getting it right will

require experimentation, learning and iterating.

This is a strategic decision that needs both commit-ment
across the Executive and Board and involves shared
accountability. This clarity is critical for determining the
way forward and set expectations across the entire organ
-isation, key stakeholders, clients and most importantly

employees.

C

FLEXIBILITY IS THE NEW NORM

Pre-pandemic, workplace flexibility was a nice-to-
have based on unique individual circumstances
with only a few organisations seeing this as a
strategic advantage to attract and retain diverse
talent. With the shift to remote working during the
pandemic, flexibility is no longer an aspirational
benefit but the new norm. Our research identified
that hybrid ways of working were synonymous with
workplace flexibility. Flexibility of working from
anywhere and flexibility in terms of hours. Raising
awareness of the strengths and pitfalls of hybrid
working patterns is a challenge for those who

understand the reality of this move.

PREDOMINATELY IN OFFICE

WORK ANYWHERE ANYTIME

Post Pandemic
Work Model

One of the key challenges with working in a hybrid
environment is the hesitancy of senior leaders to
embrace the change when they are unsure of its
impact on potential productivity and performance.
This appeared to be easier during the pandemic,
when everyone was working remotely, however
as we are moving into a hybrid first environment
organisations and leaders must lean into this
challenge. Supporting line managers and senior
leaders to adopt innovative motivational activities
and approaches has become a coaching priority for
many HR professionals and is starting to be seen as

a strategic platform for successful transition.

FLEXIBLE WORK ARRANGEMENTS

MIXTURE OF HOME/OFFICE

edlwre oo
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SURVIVE OR THRIVE

SHIFTING FROM TRANSACTIONAL TO MOTIVATIONAL IS THE KEY

For many organisations, surviving through the pandemic
meant focusing on policy and procedural change. They took a
transactional approach as they updated position descriptions
and recruitment process to retro-fit remote working; moved
learning to online and established new IT approaches to corral
remote working outcomes; revamped health and wellbeing
programs provided the opportunity for individuals to pause,
reflect and take stock of their energy, attitude and productivity
levels. A few highlighted the stress that emerged during the
pandemic was that of not being visible. Remote working
meant individuals no longer has line-of-sight to managers
and senior leaders and an additional stress emerged: that of a

diminished work identity and limited

visibility for either promotion and project assignment, creating

an underlying lack of confidence in self and the organisation.

Organisations which recognised the need to maintain
motivation and engagement levels across their workforce
took the opportunity to foster a more genuine and supportive
leadership team. The ones who amplified the value of quality
conversations and genuine engagement, who recognised the
intrinsic link between engagement and performance success-
fully created positive cultures. They focused on individual
engagement, motivation and ways of working to reinforce the

sense of pride and belonging of their people.

An opportunity to
foster a more genuine
and supportive
leadership team.

THEMW@/GROUP
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SURVIVE OR THRIVE

VALUES AND TRUST ARE THE FOUNDATION

Research indicated the need to ‘rebuild and reconnect’ and
a strong desire to get back to core values, where people
can feel secure in their foundations of their new hybrid eco
system. It’s a strong desire to move past ‘work survival’ mode
post pandemic and introduce a ‘human’ approach to ways
of working, increasing motivational and delivering increased
productivity and performance levels into the organisation.
To rebuild and reconnect their workplaces, organisations
sense a new opportunity to focus on realigning individual
and organisational values. Find the balance between two,
key threads is at the core of adapting the eco-system: clear
purpose, values and goals and celebrating wins and injecting
a sense of fun. The focus needs to be on setting clear, values
aligned expectations and a role modelling of key leadership

traits including trust and open, authentic communication.

The strength of trust was felt most strongly in organsiations
where leaders worked hard to ensure all voices (not just the
loudest), were heard! Establishing trusting relationships that
fostered inclusion in a hybrid work environment became
a practical challenge. For many, a practical approach to
inclusion across the organisation is a relatively new concept
and they are struggling with the tension between sustainable
productivity and performance levels and the psychological
safety levels of their workforce. While cultural and gender
diversity increased in focus over the last decade, it has quite
often been to the oversight of inclusion and building a sense
of belonging.

The Rebuild allows
organisations an
opportunity to focus on
aligning individual and
organisational values.

ceadlire oo
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WAYS OF
WORKING

“Hybrid workplaces require
an increase in authentic
communication and
engagement- not
a decrease.”

RESEARCH RESPONDENT 2022

TIPS TO THRIVE

Define the scope of hybrid flexibility in your organisation
and drill down to the different types of work (working alone
or working together; in person or remotely; work from
anywhere). Be especially clear on your flexibility strategy for

your operational or customer facing employees.

Identify the enabling factors needed for a hybrid workplace
these could include Policy Guidelines; Supporting Technology
and Cyber Safety; Capability & Leadership Development;
Performance & Productivity Modelling and Decision making
protocols. Once you have clarity on your enabling factors,
conduct an audit against using a simple Basic / Intermediate

/ Best Practice maturity model.

Review your Employee Value Proposition through a Hybrid
workplace lens. Consider how you are going to:
- create connectivity with new employees, and reconnect
organisational purpose with existing employees
- empower individuals and teams to proactively engage,
innovate and support psychological safety
- build career pathways in a hybrid workplace particularly

for early career employees who may be ‘unseen’

Launch a leader led culture program that connects employees
to values, and fosters psychological safety, trust and inclusion

in a hybrid eco-system.

eallre - - o
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EMERGING
IMPERATIVES

Our 2022 Research results clearly support
the original 2019 research findings and
demonstrate their continued importance

in the post pandemic, hybrid workplace.

What is clear is that the trends from our
2019 research have continued into 2022.
What'’s different is these trends have now
become eight emerging imperatives that
need to be addressed if organisations are
to reset their culture to thrive this post

pandemic world.
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EMERGING EIGHT IMPERATIVES

Culture is a Strategy

* Shaping culture takes time and
needs its own strategic narrative

Values aligned Beliefs & Behaviours

* Aligning individual beliefs to organisational
Ovalues fosters authenticity and belonging

Amplify Visible Leadership

s | eaders need to be ‘even more’ visible to
bridge virtual distance and create connections

Modern Leadership Development

e Shaping culture takes time and
needs its own strategic narrative

Intentional Cross-Team Collaboratio:

« Collaborative teaming needs to be
practiced and supported through coac

Flexible & Inclusive Eco-System

¢ Continuing to adapt your eco-system
will foster flexibility and inclusion

Link Wellbeing to Performance

e Creating a mentally healthy workplace
culture will support high performance

People-centric Workplace based on Trust

¢ Cultures that inspire trust will empower
employees to innovate, learn and lead




WE'LL HELP YOU THRIVE

We are a team of culture experts who
partner with organisations to support leaders
in creating an authentic culture that is aligned

to company strategy.

We work with heart, collaborate, build lasting
relationships and put passion into delivering real
results for our clients. We help leaders shift the

way their people think, feel and act.

We are experienced across a broad range of
industries, regions and cultures. We love our
diversity and all the rich experiences we have
to share. We help you get the job done and our
work sticks. We uncover the heart in business

to shift mindsets and shape culture.

THEULW@/GRQUP

theculturegroup.com.au
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Our services include

CULTURE CONSULTING

e Culture Strategy Development

» Culture Audits

* Health Checks & Functional Assessments

LEADERSHIP DEVELOPMENT
* Top Team Effectiveness
e Leadership Audits & Program Executive Coaching

WAYS OF WORKING

e Team Enhancement Strategies

* Hybrid Work Resets

* Mentally Health Workplace Assessments

THANK YOU FROM THE CULTURE GROUP TEAM

Nadine Castle M. +61(0) 419 569 112 nadine@theculturegroup.com.au
Joanna Geysen M. +61(0) 407 096 400 joanna@theculturegroup.com.au
Louise Phelan M. +61(0) 407 551 039 louise@theculturegroup.com.au
Lucie May M. +61(0) 402 424 389 lucie@theculturegroup.com.au
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