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Introduction

In March 2020, offices around the world shut abruptly and employees grabbed 
their laptops to operate remotely. Now, as the immediate danger of Covid-19 
recedes and businesses begin to emerge into something approaching normality, 
we can expect a very different workplace to the one we left behind and a 
different way of working.

Before the pandemic, conventional wisdom had 
been that offices were critical to productivity, culture 
and winning the war for talent. Organizations were 
bureaucratic, inflexible, slow, complicated and often 
more focused on profit than on people.

With millions of workers rethinking what work means 
to them, how they want to be valued by their 
employers, and the growing desire for more flexibility 
and autonomy, organizations are being forced to 
re-look at their policies, processes, and purpose. 

Whether it’s rethinking how teams and individuals are 
managed, managing a workforce ecosystem beyond 
the enterprise or implementing a hybrid work model, 
one thing is true: the future of work is centered around 
the individual.

The following report, in partnership with Business 
Reporter, contains a compilation of thought leadership 
pieces from industry experts around the globe and 
outlines the critical role HR has to play in gearing 
organizations and business leaders for the future of work.
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Management is so passé 
It’s co-creation that workers are demanding
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It’s time for business, political and 
organizational leaders to give up 
on “management”. 
Workers today don’t want1 to be managed, even 
benevolently. They want to be partners in co-creation2, 
where all members are empowered to bring their whole 
selves to the organization regardless of hierarchies.

Consequently, those uncomfortably perched atop 
organizational hierarchies are faced with a stark choice: 
co-create or manage, because you cannot do both.

As businesses start to envision a post-pandemic world, 
they are faced with unprecedented challenges, like 
the so-called Great Resignation that involves millions 
of employees opting to quit their unfulfilling jobs, and 
political pressures to “build back better4.” As I argue in 
my recent book, Connected Capitalism5, we need to 
move away from an emphasis on “management” and 
towards a focus on co-creation.

Management is passé. Co-creation will allow us to thrive 
in meeting the changing demands of key stakeholders 
like employees, customers and governments.

Employee malaise
Even before the pandemic, there was a crisis of worker 
dissatisfaction6, with Millennials — the generation poised 
to make up the majority of our workforce — viewing 
business as out of step with their priorities.

Corporations must commit to a broader social purpose7 

or face disconnected and unmotivated workers unlikely 
to stay in their jobs. Co-creation builds on that rare and 
valuable sense of connection emerging in the very best 
type of purpose-driven co-operative partnerships.

The feeling of connection is so important, I believe we 
will start to normalize viewing friendship as an essential 
work resource, since we now know that co-operation is 
not born of deep analytical calculations, but intuition8 

and feelings.

Often, when management gurus talk about  
co-operation, what they really mean is managing 
subordinates into passivity.

Co-operation in this context is contingent on repression. 
That’s not co-creation.
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Panicked responses
When I speak to executives, I often get a panicked 
reaction: “What does this mean for my power to run 
the business?!?”

Assuredly, decision-making power stays in the 
C-suites. But an empowered team only increases 
the effectiveness of leadership. And while corporate 
behemoths like Google are leading9 with this new 
course of action, a 20-year study of more than 300 
companies10 found human-centric approaches that 
empowered employees improved performance in 
a wide variety of settings.

And co-creation is not only about loosening the 
managerial reins on employees. Many businesses 
have come to realize that they don’t get the best 
product by closely managing their suppliers 
with laundry lists of desired specifications.
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Instead, optimal outcomes are often attained by 
supporting suppliers in co-creation, giving up control 
and letting them lead the way. This exercise in trust and 
vulnerability showcases the deepest level of relationship 
— when two organizations surprise one another by 
understanding each other so deeply that one delivers 
what the other wants but did not ask for.

Does the ultimate decision-making power still sit  
with the paying client? Of course. Clients can demand  
their supplier’s development team stick to product  
roadmaps and manage the process so requested  
features get built.

Are there significant efficiency and reputational risks 
involved when managers take the liberties afforded by 
co-creation? Absolutely. But the better question to ask 
is this — does a path to innovation exist that isn’t full of 
risk and inefficiencies? I don’t know of one.

Generational shift
Consider current indicators that workers are quitting11 

rather than giving up the ability to work from home.

Michael Solomon, co-founder of 10x Management12, 
explained to me that this is an expected feature of 
the “talent economy.” Everybody, up and down the 
hierarchy, is both empowered and willing to take 
responsibility for what they do.

Whether the outcomes are good or bad, those who 
take risks own the consequences. Are there risks in 
letting workers set the terms of how they work? Yes. 
And to some executives, workers making such demands 
appear to have an unjustifiable sense of entitlement.

But feeling like you are being managed is antithetical 
to productive work. Solomon explains this as a 
generational shift, and warns that the old style of 
management is being phased out fairly quickly.

Co-creation doesn’t mean we no longer need CEO’s. 
But it may be more helpful to view leading exclusively 
as a verb and not a noun.

Business researchers are finally emphasizing the 
relational and dynamic aspects of power13 how a 
leader’s relationships with stakeholders can be a 
source of support or resistance and how they must 
continually adapt to changes in social systems.

Human-centric work future
The shift away from the stifling, controlling and outdated 
dominance of management in favor of co-creation is an 
absolute must for those helming organizations — from 
private sector businesses to governments and health-
care organizations — even if the prospect makes some 
existing leaders uncomfortable.

Using the tools of co-creation where we once used 
management hierarchies means expanding the rigid 
boundaries between the social, professional and 
personal, which we have been clinging to in corporate 
settings for too long.

Workers are demanding a more human-centric future, 
with space for trust and vulnerability. There is no going 
back to the “before world.” Management is over.  
The era of co-creation is underway. 

This article is republished from The Conversation14 under a Creative 
Commons License. 

Management is so passé It’s co-creation that workers are demanding



Working in multi-disciplinary 
teams is now the norm and 
language skills are vital to 
drive operational efficiency 
and collaboration.

Siemens, a global powerhouse in diversified 
engineering providing products, systems and 
solutions across the Electrification, Automation 
and Digitalization value chain, partnered with 
Learnlight to enable every employee to grow 
through language skills training.

Helge Forster 
Head of Team Business 
Methodologies at Siemens

Discover more

07Siemens Case Study

https://www.learnlight.com/en/client-stories/siemens/
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Designing a fairer future 
for the platform economy

9Designing a fairer future for the platform economy

Platform economy  
Multiple sources of income

Traditional job 
One main source of income

In Europe, 24 million people provided a service through a digital platform.  
That’s 11% of the workforce.

Trends are showing that the future of work is moving away from having one traditional job and instead partnering 
with organizations to provide a service. 

This is the platform economy. It empowers individuals through digital platforms to provide goods and services in a 
highly flexible economic framework.

Opportunity
Organizations get access to more freelance 
skilled workers across the globe

Challenge
HR may struggle to foster their culture and 
manage a workforce where a person may 
not only work for one organization

Reality
86% of companies are not ready to manage 
a flexible workforce that operates outside of  
their control15

How can HR manage the  
workforce ecosystem beyond  
the enterprise?16

Place the individual front and center 
 
Listen to your employees and 
stakeholders at all levels  
 
Reinvent HR practices focused 
on teams, agility and inclusion 
 
Adopt a growth mindset and enable 
every employee at any age to grow
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Global learning 
solutions for growing 
organizations
For your expanding teams to connect 
and collaborate more effectively across 
geographical locations and beyond 
the enterprise, and for every employee 
at any age to grow, one thing is 
clear: language, intercultural, and 
communication skills training is 
becoming increasingly important.

We partnered with Deutsche Telekom, one of the  
world’s leading integrated telecommunications 
companies, to provide them with English and German 
language skills training as well as intercultural skills 
training for their teams around the globe.

Our digital platform allowed them to maintain learning 
standards no matter where their learners were based 
in the world. Its mobile-friendliness allowed them to 
learn whenever, wherever and the bite-sized content 
allowed them to integrate their learning into 
their busy schedules.

Discover more

To find out more about how we helped Deutsche 
Telekom achieve their growth goals, click on the 
button below to read the full case study.

https://www.learnlight.com/en/client-stories/deutsche-telekom/


Enabling an effortless 
employee experience

Martin Cross, CTO at Connect, argues that effective hybrid working 
requires a reassessment of the employee experience of technology.

Of all the enormous changes we’ve had to deal with over the past 20 months, the technology shift has been 
one of the easiest. When workplaces had to shut, technology was the answer: the remote working tools that IT 
departments had been quietly deploying for years suddenly came into their own.  
 
Starved of outside contact, even the most technophobic colleagues embraced them. Teams and Zoom weren’t 
just business tools; they became the key to our social lives. Now, as people return to offices in increasing numbers, 
it’s a natural assumption that we’ll keep using these same tools to support what’s called a “hybrid” working 
model – some at home, some in the office.

But rather than blending easily, traditional office and home working cultures may well clash. And this time, with 
solutions and networks fundamentally designed for office working, technology may be part of the problem.
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The hybrid meeting 
Let’s start in the meeting room. Four of you are around 
the table. Now you need to get your three remote 
colleagues dialled in. Forget Teams; there’s that 
weird spider-phone to remember how to operate.

Switch on, and someone is there waiting to be admitted. 
Another is having tech problems and the third, once he’s 
joined, starts with the small talk you’ve already had. 
It’s disjointed and awkward, and you’ve not even begun.

With the meeting underway, the four in the room are 
exchanging views naturally, picking up cues from body 
language. By contrast, those at home are struggling 
to get a word in. When one does, their voice keeps 
breaking up. To assist, a meeting room colleague makes 
notes on the whiteboard, that those at home can’t see.

At this point, the colleague with tech problems finally 
joins in... 

Enabling an effortless employee experience
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Hybrid isn’t just about location
Over the coming months, scenarios like this will 
be replayed in organisations across the country.  
Hybrid working means not just that individuals will 
be mixing time in the office and home, but a hybrid 
of  technology and working cultures. To make that 
work effectively requires some thought.

Inevitably, technology exists to facilitate this new  
hybrid model. Indeed, businesses have a lot of it already. 
Tools such as Teams, WebEx and Slack have been 
designed or rapidly enhanced over recent months, to 
enable collaborative multi-location working.

What we now need is a way to bring these easily into 
the office environment.

To support hybrid working, meeting rooms need to be 
equipped with display screens, full audio and video 
capability and – crucially – a way of allowing people 
to use the same tools they’ve become accustomed to 
from home, in the office. Ideally, you’d just walk in with 
your laptop and start the meeting on the big screen.

But it’s not just meetings we need to consider. 
Think too about the ongoing collaboration between 
teams in different locations. Instant messaging and 
chat tools are crucial here; the smarter workspaces – 
again, the likes of Teams and Slack – make it easy 
to store these conversations.

Essentially, what we’re looking for is an environment 
where every member of the team has access to all 
the same tools, wherever they are working.

An effortless employee experience
In the world of the contact center and customer service, 
organizations have invested extensively in delivering 
an “effortless” customer experience. Customers would 
rather deal with organizations that are easy to do 
business with.

But it turns out that reducing customer effort often 
serves to deliver efficiency gains for the organization 
itself, removing bottlenecks and duplication. Why not 
apply the same logic internally too?

An effortless employee experience will save time for 
the business. It will liberate teams to focus on what 
they’re discussing, rather than how the discussion 
should take place. And in a world where your people 
can choose to work literally anywhere, taking away 
some basic frustrations could even help with retention 
and attracting new talent.

Designing a fairer future for the platform economy
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Leading multicultural 
teams in virtual 
environments

Truth is, even if remote working was both amplified and generalized 
by the COVID-19 global pandemic, virtual teams had already begun 
to emerge as an everyday reality in professional environments.  
 
Now, how do you promote clear and inclusive communication 
between remote and international colleagues? How can you truly 
unify your teams, encourage collaboration and maximise potential?

Leading multicultural teams in virtual environments

We’ve created an eBook to help you answer these 
questions and align your management style and 
methods with today’s workforce needs.

Discover more

https://www.learnlight.com/en/ebook-leading-multicultural-teams-in-virtual-environments/
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Planning for a hybrid future 
Industry view from Jabra

The new workforce trends 
transforming the way we work
Work is no longer simply a place you go; it’s something you do. The shift to 
hybrid work is likely to be the biggest permanent shift in work culture for an 
entire generation. With any change of this magnitude, there will be both 
challenges and opportunities. Hybrid itself is not a magic solution; there 
are complex factors to consider, and businesses face the challenge of 
planning and implementing strategies for a work-from-anywhere future.



Hybrid working is here to stay
Flexibility and autonomy over the working day are now 
more important than financial reward for most workers, 
with research from Jabra revealing that 59% of people 
now consider flexible working as the top benefit, ahead 
of salary. In the UK, 78% also believe that a hybrid work 
model is more inclusive and will make employees feel 
more valued than a traditional 9-to-5 office structure.

To plan for a future of hybrid working, companies 
should aim to create the optimum environment for 
team collaboration. This means bridging the gap 
between staff in the office and those working from 
home, enabling everyone to be the most productive 
and get their best work done, wherever they are.

The role of the office is evolving and is no longer a 
place where employees need to be to do their jobs. 
However, the office still has a vital role for many: 
a place where engagement, socialising, meetings 
and onboarding new employees are more effective 
in person. The office is also seen as a social amenity 
that provides an environment where employees come 
together and collaborate, with independent working 
happening off-site.

Despite the growing preference for flexible working 
arrangements, only 25% of UK employees think their 
organisation is prepared for hybrid working, according 
to Jabra’s research. A huge amount of work is still 
needed to reassure and listen to staff and to create 
agile teams that can work efficiently from anywhere.

More collaboration
As we continue to work in dispersed teams more 
than ever before, there is growing reliance on 
technology that offers greater flexibility and aids 
team collaboration and communication to maintain 
a positive culture, retain staff, and attract the 
best talent.

Proactive management 
with AI and analytics
Looking ahead, AI and big data will play an integral 
role in helping companies to manage teams and  
make informed decision, as well as aid them in 
taking a proactive approach to troubleshooting 
and stay one step ahead. 

A hybrid way of working to 
future-proof your business
A flexible working strategy combined with cutting-edge 
technology will enable businesses to be more productive, 
attract the best talent and drive growth. As the preferred 
model for the majority (68 %), hybrid work can offer 
employees the flexibility to better balance their time, 
while technology coupled with clear guidelines can 
address the major concerns with hybrid work models  
and lead to higher performing teams with a healthier  
work-life balance.

One key action that leaders can take right now is to 
have open conversations about hybrid work changes 
and employee well-being. This drives greater inclusivity 
and teamwork and will enable companies to successfully 
prepare for a hybrid working future and the challenges 
that lie ahead.

17Planning for a hybrid future
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Four steps to ready your 
business for the future of work
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For employees around the world, the gradual return to work is far from back to business as 
usual. Forrester predicts that 70% of companies will pivot to an ‘office plus anywhere’ work 
hybrid model in which at least some employees can work anywhere they want for part of 
the week while spending the remaining days in an office.

Just as the workplace itself is changing shape, so too 
is the working style, technology and management 
demands of the people within them. Lower talent 
attrition and better recruitment successes will be 
driven by the improved employee experience of 
hybrid work. For employees, offers of increased 
flexibility and autonomy and lessened commutes 
will prove an attractive draw. As a result, while the 
benefits of anywhere-work may appear small 
at first, the compound effect will accrue over time.

This is a model that even the most reluctant leaders 
need to embrace to capture an array of business 
benefits. And yet, jumping quicker than your company  
is ready for can be just as damaging as not adjusting  
at all.

Not all companies are ready to seize all the benefits 
of hybrid work immediately, but there are four steps 
that leaders can take to determine both how ready 
they are and what areas require investment to fully 
support hybrid work.
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1  
Ask the right questions – then ask 
them again
Which roles or functions are suited to 
anywhere-work? What percentage of employees 
worked flexibly or remotely pre-pandemic? 
What percentage of employees could potentially 
work remotely long term? What’s the relationship 
between knowledge and frontline workers? 
How will customers be impacted?

These questions will help to assess your 
potential readiness. Be aware that the answers 
might change over time or be impacted by 
environmental influences, so they need to be 
regularly revisited.

Research by Gartner 
shows 74% of companies 
will permanently shift to 
more remote workforces. 
By 2024, Gartner expects 
these remote workers 
will represent 30% of all 
employees worldwide – 
a total of approximately 
600 million people.

2 
Reinforce key values at all times
To drive a culture that supports hybrid work, you 
must reinforce key values. Employees must be 
able to adapt easily, enabling them to adopt new 
tools, processes and values at work. They must 
feel happy and proud to work for your company.

Burnout is common among remote workers, so 
companies need to be alert to the signs and 
focus on programs that encourage balance, as 
well as investing in engagement and motivation 
initiatives to keep teams connected and charged.

3  
Stay true to your business goals
To gain maximum benefit from anywhere-work, 
your business needs to align with the goals that 
will drive value in the first place. In the context 
of your business, how important are goals 
relating to employee performance and retention, 
customer experience, recruiting the best talent, 
cutting office rental costs and securing business 
continuity? Then ensure you have metrics in place 
to measure, track and understand them over time.

4  
Equip your business for  
anywhere-work
For hybrid work, it’s critical to reach a level of 
technological maturity around key tools, keeping 
employee experience front and center. Leaders 
should focus on collaboration tools, conference 
room technologies, cloud and software-as-a-
service, and security technologies to underpin 
successful distributed work. Furthermore, 
employees must have access to personal 
technologies such as laptops, webcams, 
and 4G/5G to equip them for success.

Ultimately, assessing your readiness will be the 
start of a conversation among leaders and 
employees that defines the best path forward for 
returning to the workplace. But don’t think of it as 
a one-time event – this is going to be an ongoing 
work in progress.

Four steps to ready your business for the future of work
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Addressing the root causes 
of the “Great Resignation” 
Industry view from Peakon,  
a Workday Company

Equip your business for anywhere-work
With millions of workers rethinking what work means to them and how 
they want to be valued by their employers, the Great Resignation trend 
could just be getting started – beyond the initial waves of record-setting 
turnover reported in some industries and regions.  
 
The latest findings from Peakon, a Workday company, based on analysis 
of more than 60,000 leavers across 250 organizations worldwide, has 
identified that 27% of current employees have similar scoring behaviors 
to employees who have left their job over the past year.  
 
Drawn from millions of employee responses, this data reveals that more 
than a quarter of all employees around the world in different industries 
are showing clear, measurable warning signs normally associated with 
people who have already quit.



Employees have been waiting  
for the right time to leave
Our research indicates that many people are 
harboring a pent-up desire to leave their current 
role. Why? Employees have been willing to stay in 
their current roles for nearly twice as long during the 
pandemic, despite scoring behaviors that indicate 
they were planning to leave. Globally, the expected 
average industry turnover rate decreased by 5.9% in 
the first half of 2021, compared to the same period 
in the previous year.

This drop in expected employee turnover occurred 
across all industries, with the consumer and 
transportation sectors seeing some of the biggest 
decreases, alongside others such as manufacturing, 
professional services, non-profit and technology.

For most people, the ongoing economic uncertainty 
and lack of job opportunities at the start of 2021 meant 
that leaving their current role was not an option, but as 
vaccination efforts have started to yield positive results 
in some regions, this reluctance may be waning.

It’s not too late for  
organizations to act
The “Great Resignation” is far from a foregone 
conclusion – especially for organizations that take 
rapid and effective action. As the data in this report 
reveals, there are specific scoring behaviors that 
can not only predict but help to prevent voluntary 
employee turnover.

Before the pandemic, potential leavers could be 
identified around six months before their actual 
departure, with turnover intention dropping significantly 
during that time. During the pandemic, however, it 
has been possible to identify potential leavers up to 11 
months ahead of time, as they showed a more gradual 
decline in engagement scores.

When strategic decisions and actions at all levels 
of the organization are aligned with ever-changing 
employee expectations, it’s possible to look past  
“The Great Resignation” and start planning for 
“The Great Regeneration.”

22The Great Resignation, The Great Opportunity
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2 out of 5 employees  
plan to leave their  

jobs this year17 

Professional Development 
Opportunities18

Flexible working environments19

Improved work/life balance19

The Great Resignation
The Great Opportunity
The pandemic has led many employees to question their behaviors, purpose, and careers.  
In this new environment, how can companies engage, retain and attract talent today?

Impacting team morale,  
productivity and  
business revenue 

The main reason for 
 their departure:  

Job dissatisfaction

of people said they would stay in their current job 
if the organization invested in their learning18

How employees want to learn

Virtually - accessed whenever, wherever

At my own pace - in short bursts of content

The Great Resignation, The Great Opportunity

Through personalized programs

How to improve
job satisfaction?
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Leading from the front
in the new world of work 

Like other major historical events, Covid-19 has divided 
our collective memories into a “before” and “after”. Prior 
to the pandemic, the five-days office-based work-week 
was the norm, and hours of daily commute an integral 
part of most people’s lives. Tools such as video calls and 
instant messaging had long existed, and some pioneers 
had been preaching the benefits of remote work  
for years. But human behavior at large did not adapt, 
and the century-old Monday-to-Friday office trot 
continued across the globe.

Fast-forward to March 2020, and, within a matter 
of days, businesses in their masses switched to fully 
functional work-from-home operations based on 
existing technology. It took the perfect storm of the 
pandemic to blow us out of our habits and into our 
new work-from-home reality.  
 
So, what had held us back from adopting working 
patterns that are evidently better suited to many 

people’s lives - not to mention more environmentally 
friendly? Habit and the fear of challenging accepted 
norms; few of us were willing to change our own 
behaviors or take advantage of remote work when 
no one else seemed willing to go along.

Eighteen months on, many employees no longer 
wish to revert back to the pre-pandemic status quo. 
And yet, businesses have also learned that working 
exclusively from home doesn’t present the optimal 
solution either. While existing social ties and company 
culture transferred into the work-from-home norm at 
first, over time culture weakens and creativity suffers 
as serendipitous in-office encounters, spontaneous 
connections, learning by immersion, and the ability to 
feel and contribute to a team’s vibe, no longer exist. 
Onboarding new colleagues, instilling in them a sense 
of belonging, and developing trusted relationships is 
incomparably harder in a remote-only world.

Post-pandemic, leaders need to positively embrace the opportunity to 
create a work environment that helps attract, build and retain top talent.
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The future is hybrid –  
but when and how?
The future of work will need to combine the best of 
remote and office-based working in a hybrid model, 
which will require challenging the habits formed over 
the past eighteen months: employees accustomed to 
working from home, some not wishing to return to the 
office ever, and others ‘not now’. With the news cycle 
continuing to raise concerns about Covid-19 flare-ups, 
leaders wanting to bring people back to the office 
risk being stigmatized as unempathetic, irresponsible 
or worse. The result has been confusion and lack of 
direction across large parts of the workforce.

Finding the right path to a sustainable long-term 
work model turns out to be more complex than moving 
to remote work all at once back in March 2020. Many 
business leaders are now grappling with questions such 
as: What hybrid model will work for their business and 
employees - a directive or a more ‘laissez-faire’ model? 
How can leadership keep oversight of productivity? 
How can performance be assessed fairly across a hybrid 
workforce? When is the right time to roll it out? What are 
their competitors doing?

Reporting from the frontline
The pandemic became real for us as early as January 
2020 when Chinese travel restrictions prevented some 
of our Shanghai colleagues from returning to work 
after their Lunar New Year holiday. In mid-March, we 
equipped our entire workforce – 1,200+ colleagues 
on three continents – with home-working equipment 
and closed our offices. By summer last year, we started 
forward planning and considered what the future of 
work will eventually look like.

To better understand on-the-ground realities and 
employee sentiment, we launched consecutive 
surveys to solicit our colleagues’ views on their ideal 
future of work. The results from our first survey were 
eye-opening: 91% of our employees said their favorite 
part of working at our firm is their peers, 84% said they 
feel more connected to the company culture through 
in-office work, and 75% of respondents said they find it 
easier to collaborate with colleagues in-person. At the 
same time, our people were clear about the benefits of 
working from home and about not wishing to return to 
100% in-office.

Leading from the front in the new world of work

We launched a second survey to contrast various 
models of hybrid working. People’s opinions were 
ambivalent around specific design choices: for example, 
some people preferred a decentralized hybrid model, 
whereby they could choose on what days to be in 
the office. This model, however, would not deliver the 
key benefit our people seek: being in the office at the 
same time as their colleagues. And transitioning into a 
decentralized model is difficult as the chicken-and-egg 
situation needs to be overcome whereby no one wishes 
to return unless everyone else does.

Mustering courage and pragmatism, we decided 
to move ahead with our “3+2” future-of-work model: 
mandatory in-office work Monday through Wednesday, 
with the option to work from home on Thursday and 
Friday. Our survey data gave us the confidence to 
proceed with this model: 82% of our colleagues preferred 
this proposed “3+2” model over various alternatives, and 
91% viewed it as making AlphaSights ‘more attractive’ or 
‘significantly more attractive’ as a place to work relative 
to the pre-pandemic status quo. Being back together 
three days a week, the energy in our offices is palpable, 
and anecdotal feedback and sentiment data suggest 
that “3+2” is exceeding most people’s expectations.

Lessons learned
As businesses move towards a post-pandemic future, 
determined leadership will be imperative. Unlike March 
2020, there is no perfect storm forcing new norms upon 
us, and no arrangement along the spectrum from fully-
remote to fully-in-office will be popular with everyone. 
Leaders need to make a clear and compelling case for 
whichever model they propose: data-driven insights, 
transparent decision-making and leading from the 
front are key. While it takes courage to steer into a new 
work model, leaders should positively embrace the rare 
opportunity at hand: creating a work arrangement that 
will help attract, build and retain the best talent,  
which ultimately lies at the heart of sustained  
corporate success.
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People before profit: Why 
company culture matters 
Industry view from Pleo

Your company culture has the power to set 
you apart from the competition, and it can do 
miracles for your team.
If these past couple of years have taught businesses anything, it’s been 
the importance of a healthy and authentic company culture. After all, it’s 
what has kept teams together as they worked from their kitchen tables 
and Zoomed in to every meeting. 
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But what exactly is workplace culture?
It’s the character and personality of your organization, made up of your people’s values, beliefs and traditions.  
It’s ultimately what brings your company to life, and together. Culture is reflected in just about everything at work: 
be that the office setup, employee benefits, hiring decisions, leadership or even working hours.

But a healthy culture doesn’t just happen. It needs to be nurtured and invested in, continually. And we don’t mean 
just buying the office a ping pong table.

So what are the benefits of an authentic company culture?

Your company culture has the power to set your business apart from the competition. Not only can it attract clients 
looking to work with a business with aligning values, it can do miracles for your team, too.



Retaining your talent
Your company culture doesn’t just help attract 
new talent. It plays a crucial role in retaining 
your talent too. In fact, the same Glassdoor 
report found that 65% of respondents said their 
company’s culture was the main reason for 
staying at their current job.

And retention pays off – a loyal workforce will 
enhance your culture even more, as they’ll 
effectively act as brand ambassadors of  
your company.

And it doesn’t stop there… good retention rates 
are good news for your finances too. A study by 
Oxford Economics and Unum23 found that the 
average cost of employing someone earning 
£25,000 a year or more is £30,614 – and it  
takes 42 days to fill that position, according  
to Glassdoor24.
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Attracting new talent
As more and more companies bounce back after 
the lockdowns, the competition for talent is higher 
than ever20. Today, hiring isn’t just about what you 
offer, be that the number of personal days offered 
or the possibility of free lunch. It’s now more about 
what you stand for as a company, and how you 
do business.

According to Glassdoor’s 2019 Mission and 
Culture survey21, 77% of respondents said they 
would “consider a company’s culture” before 
applying. Meanwhile, 56% said they found a good 
workplace culture to be “more important than 
salary” when it came to job satisfaction.

To top this, a survey by the Society of Human 
Resources Management (SHRM)22 found that 
company culture was the number one reason 
why people picked one job over another – 
proving it pays to invest in your culture.

Business performance
It’s been proven time and again that companies 
with healthy, authentic cultures are profitable. 
A recent report by Forbes25 found that businesses 
that put culture first saw a fourfold increase in 
revenue growth.

So what’s the connection? When a company 
culture is strong, teams work together in harmony 
towards one common goal. More often than not, 
everyone is driven, motivated and productive and 
will ultimately make better decisions and resolve 
issues much faster. 

People before profit: Why company culture matters

Here’s what a good company culture can do for your business:
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People-Powered EdTech: 
Learnlight, a change enabler 
for your teams and beyond

Change is a constant in our lives, whether it is in our work-life or 
professional life. Do your teams have the right skills to manage 
change for the future of work?

The magnitude of change impacted many of us, 
and all at the same time, when we had to adapt to 
working from home, lockdown rules, and more, during 
the pandemic. This period led many to question their 
behaviours, purpose, location, among other things. 

For companies, it accelerated the digital transformation 
of corporate learning, challenged training delivery, 
analytics and methods to empower and retain teams.
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Why upskilling is critical 
for the future of work
The ‘Great Resignation’ is hugely impacting companies. 
In the UK alone, 48% of men and 45% of women intend 
to quit in the 6-12 months in the UK (pre-pandemic: 
27.5%). In LinkedIn’s Global ‘2021 Workplace Learning 
Report’17 earlier this year, 59% of L&D professionals 
identified upskilling and reskilling at the top of their 
priorities. Staff retention and engagement is becoming 
increasingly important with HR, L&D and Talent leaders 
needing to re-evaluate and swiftly implement strategies 
to retain their talent. Salary increases, bonuses, etc. 
are attractive but aren’t as sustainable or personal, 
as professional development. By offering language, 
intercultural and communications skills, companies 
are investing in their employees, which in return is 
investing in their future. 

Learnlight has offered blended learning solutions for 
corporate training to employees in more than 180 
countries for almost 15 years. Our award-winning 
and innovative platform, paired with our Learnlight 
Empowerment MethodologyTM, facilitates change, 
empowers teams, and drives innovation within 
organizations. Learners get to choose how to learn, 
where from and at what time. It’s that simple, thanks 
to a variety of digital self-study, virtual sessions  
and activities.

A sustainable step forward for all
The UN launched a 2030 Agenda for Sustainable 
Development26 and defined 17 primary goals within 
their “plan of action for people, planet and prosperity”. 
In the plan, it is clear to see how technology acts as 
a driver of change. Training your teams virtually is not 
just convenient for some and more likely to engage 
learners due to the flexibility and personalization, it’s 
also beneficial to the planet. Consider the number 
of employees you have in your organization, the cost 
and energy it takes to commute, heating and cooling 
systems in the office, materials that need printing, etc. 
With more people staying at home last year, household 
greenhouse gas emissions dropped by 10%27.

The talent pool is broader than ever before, with 
candidates in less popular destinations being 
equally considered for open positions.  

Virtual and digital training bridges gaps in diversity, 
contributing to an inclusive workplace. Employees have 
a fairer chance of career development and progression, 
as a result of learning irrespective of their location,  
time-zone or language.

“We help companies 
unlock the true power 
of their diverse talent 
providing them with 
the language and 
intercultural training 
they need to ensure 
everyone has an  
equal voice.”  
 
Benjamin Joseph, 
Co-Founder and CEO at Learnlight

Look at your leaders
When reviewing influence in your company, your people 
managers are the ones that heavily shape change 
and help foster company culture and brand values. By 
aligning your training goals with your core values and 
business objectives, you create and maintain the right 
working environment where teams can achieve greater 
job satisfaction. 

As companies evolve to more diverse workforces, the 
need for intercultural understanding and communication 
skills are critical for business. Miscommunication and 
misunderstanding can lead to poor performance, lack 
of motivation and toxic work culture. We equip leaders 
with the right skills to help teams thrive. 

Learnlight puts the needs of your employees front 
and center. Doing so, not only champions change 
and innovation but drives growth.

People-Powered EdTech



1. Harvard Business Review >

2. Forbes >

3. Harvard Business Review >

4. The Whitehouse >

5. University of Toronto >

6. Deloitte >

7. Harvard Business Review >

8. Nature >

9. Inc.com >

10. Wiley Online Library >

11.  Bloomberg >

34

12. 10x Management >

13. Harvard Business Review > 

14. Fortune.com >

15.  Deloitte Human Capital Global 
Trends Report 2018 >

16.  Bersin by Deloitte, 2018: Rise of 
the Individual >

17. Microsoft >

18.  LinkedIn, Workforce Learning 
Report 2021 >

19.   LinkedIn Learning >

20. Caltech > 

21. Glassdoor >

22.  Society for Human  
Resource Management >

23.  BrightHR >

24. Glassdoor >

25.  Forbes >

26. United Nations >

27.  Office of National Statistics  >

References

https://hbr.org/2021/10/forget-flexibility-your-employees-want-autonomy
https://www.forbes.com/sites/carstentams/2018/02/11/the-co-creation-imperative-how-to-make-organizational-change-collaborative/
 https://hbr.org/2021/09/who-is-driving-the-great-resignation
https://www.whitehouse.gov/build-back-better/
https://utorontopress.com/9781487508425/connected-capitalism/
https://www2.deloitte.com/content/dam/Deloitte/global/Documents/About-Deloitte/deloitte-2019-millennial-survey.pdf
https://hbr.org/2019/11/why-are-we-here
https://www.nature.com/articles/ncomms4677
https://www.inc.com/marcel-schwantes/googles-insane-approach-to-management-could-transform-your-company.html
https://doi.org/10.1111/j.1744-6570.2008.00136.x
https://www.bloomberg.com/news/articles/2021-06-01/return-to-office-employees-are-quitting-instead-of-giving-up-work-from-home
https://10xmanagement.com/michael-solomon/
https://hbr.org/2020/07/a-new-prescription-for-power
https://fortune.com/2021/02/24/gig-economy-europe-worker-rights-eu/
https://www2.deloitte.com/content/dam/Deloitte/uk/Documents/human-capital/deloitte-uk-human-capital-trends-2018.pdf
https://www2.deloitte.com/content/dam/Deloitte/uk/Documents/human-capital/deloitte-uk-human-capital-trends-2018.pdf
https://www2.deloitte.com/content/dam/Deloitte/se/Documents/technology-media-telecommunications/Deloitte-Millennial-Nordic-Report.pdf
https://www2.deloitte.com/content/dam/Deloitte/se/Documents/technology-media-telecommunications/Deloitte-Millennial-Nordic-Report.pdf
https://www.microsoft.com/en-us/worklab/work-trend-index
https://learning.linkedin.com/resources/workplace-learning-report
https://learning.linkedin.com/resources/workplace-learning-report
https://www.linkedin.com/business/learning/blog/top-skills-and-courses/top-leadership-skills-and-courses-for-professionals-today
http://calteches.library.caltech.edu/2807/
https://www.glassdoor.co.uk/blog/mission-culture-survey/
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/candidates-choose-jobs-company-culture.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/candidates-choose-jobs-company-culture.aspx
https://www.brighthr.com/articles/culture-and-performance/staff-turnover/employee-turnover-costs/
https://www.glassdoor.com/research/app/uploads/sites/2/2015/06/GD_Report_3.pdf
https://www.forbes.com/sites/benjaminlaker/2021/04/23/culture-is-a-companys-single-most-powerful-advantage-heres-why/?sh=4a7ef223679e
https://sdgs.un.org/2030agenda
https://www.ons.gov.uk/economy/environmentalaccounts/articles/covid19restrictionscuthouseholdemissions/2021-09-21


Spain: 
+34 91 521 15 54

France: 
+33 (0) 1 84 88 06 28

UK: 
+44 (0)203 370 8580

Germany: 
+49 6173 96 83 102

Learnlight.com

Attract and retain 
your talent with 
People-Powered 
Learning
Learnlight is an EdTech company that 
empowers professionals to reach their full 
potential. Whether you’re looking to adopt 
a growth mindset, improve collaboration 
across diverse teams, or upskill your teams 
for the future of work, we digitally transform 
the delivery of language, intercultural, and 
communication skills training to support your 
talent in an ever-changing world.

Get in touch
We’d love to learn more about your project to share 
how we can help you empower your talent.

Contact us today and a member of our fantastic team 
will get in touch to answer any questions or queries.  
You can also email us at info@learnlight.com

Italy: 
+39 028 295 2043

Mexico:  
+52 55 56 51 15 00

USA:  
+1 800 673 6836

Our award-winning platform powers all blended 
learning solutions, giving you the opportunity to  
choose virtual, digital, or face-to-face programs 
for your growing workforce, enabling them to 
learn whenever, wherever.

WINNER

2018

https://twitter.com/learnlight
https://www.linkedin.com/company/learnlight/
https://www.facebook.com/learnlightgroup
https://www.instagram.com/learnlightpix/
https://www.learnlight.com/en/

