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WELL, 
THAT WAS

INTERESTING!
Many of you will have spent the last few weeks 

in a strange lockdown. Many others have had to 

self-isolate or shield, or your loved ones, family, 

friends or co-workers have. It’s been an unusual, 

unprecedented, stressful and weird (we’ve used 

these terms daily!) period in our times, and 

hopefully one we won’t have to repeat any 

time soon. 

During this time, our work lives have been 

significantly impacted. For some, it has been 

important to just carry on as normal – maintain 

a normal routine, but without leaving the house. 

Others have had challenges with technology, 

with home schooling, or with concern for 

workload decreasing or disappearing. For others 

its lay-off, furlough, job offers rescinded, job 

searches suspended.

For business its incredibly challenging. Many 

businesses have had to adapt very quickly, shift 

their operating model, change their processes, 

adjust their cost structures. Some have flourished, 

whilst others have either closed, or face a very 

uncertain future. It’s been a worrying time for so 

many, but we were reminded that…

‘this too shall pass’ … 
we will come through 
it, and we will get 
back to normal!
The challenge now will be to face the dynamics 

of the ‘new normal’. We will benefit from learning 

lessons about this period in our lives professionally 

and personally. We need to recognise and 

embrace the difficulties it has brought us, but we 

also need to see what has worked for the better, 

what attitudes have shifted, and what we want to 

keep hold of.

As a result, I have decided to focus on the future – 

to give some thought to how you might return to 

this ‘new normal’. It would be very easy to just get 

everyone back at the end of lockdown, turn the 

lights back on and get going. But to do so would 

mean a huge missed opportunity. You may not 

have had time to even consider it yet, so we have 

put some thought into it for you.



In this eBook we have given some 

thought to how you might:

■  Reflect collectively and individually 

on the experiences of the lockdown

■  Learn some lessons from the 

experience, and hold on to the 

best of them

■  Recognise our new normal, and 

optimise it

■ Reboard our teams

■  Set your own action plan – as leaders, 

colleagues and individuals

 NEVER LET 
A GOOD 
CRISIS GO 
TO WASTE 
WINSTON CHURCHILL



OUR 
REFLECTIONS



Lockdown changed everything – at work and at 

home. All of the ‘normal’ that we have become so 

used to suddenly changed.

We could only connect in person to those 

we live with. We missed our older relatives, 

friends and colleagues. We socialised virtually. 

We came together for virtual quizzes, zooms and 

online theatre. We faced technology challenges 

(especially if you had to teach someone to use 

web-based interaction from scratch!!!). We missed 

out on sport, on cinema, on going to the gym. 

People were threatened with Police action for 

going to 

the park. 

But we 

found 

new ways 

of doing 

these 

things, of 

coming 

together 

and 

getting 

through.

We took 

our work home – and at the same time, schooling 

came home. Even the university students came 

home (although for many of those self-isolation 

wasn’t much of a challenge!!). For many this meant 

balancing childcare and work responsibilities, and 

a huge amount of pressure, through social media 

particularly) to be doing brilliantly at all of them at 

the same time.

For some of us, furlough was the reality, raising 

concern about job security, about finances and 

about how to stay mentally and physically active 

whilst not working.

For others – the keyworkers – the nation was 

grateful, but we may have felt incredibly anxious 

about our safety (and that of our families, friends 

and co-workers) during this time.

We may have become more comfortable with – 

or reliant on – our technology. Glued to laptops 

and phones, fixed on a 24-hour news roll, and 

depending on zoom, teams, facetime and others 

to stay in touch with each other. Thank goodness 

for wifi… though we have had to share it widely 

with the family. And our workspaces have varied. 

We have seen the backdrops on TV that reflect our 

own lives – working in the kitchen, the spare room, 

the lounge. Backgrounds of books, blank walls, 

great art... but also dirty laundry, last night’s wine 

bottle or our piles of paperwork.

We certainly 

haven’t had 

the privacy 

we needed. 

In the 

background 

of camera-on 

webcalls, we 

have seen 

pets, children, 

partners, 

accidental 

nakedness 

(yes really – 

google it!). Cameras have failed, we’ve talked whilst 

on mute, we’ve accidentally flipped cameras to 

view the garden instead of ourselves.

And despite all this, we have muddled 

through. It may not have been perfect, but 

it’s been good enough, and we have been 

tolerant of each other’s challenges and 

embraced our creativity and adaptability.

It’s also been a time for community and political 

alignment. Battlelines, drawn hard and fast 

over the last few years, have been erased and 

replaced with a common goal to address these 

challenges, and work together for a resolution. 

There have been questions and pushback but the 

temperature has changed. Some have even said 

they miss Brexit! 

Top Tip: Take some time to reflect for yourself about what this period of time has 

brought – professionally and personally, and whether there are any changes you want 

to make to your own ways of working and living.

For some of us, furlough was 
the reality, raising concern 
about job security, about 
finances and about how to 
stay mentally and physically 
active whilst not working.



WE SHOULD TAKE 
COMFORT THAT 
WHILE WE MAY 
HAVE MORE STILL 
TO ENDURE, 
BETTER DAYS WILL 
RETURN: WE WILL 
BE WITH OUR 
FRIENDS AGAIN; 
WE WILL BE WITH 
OUR FAMILIES 
AGAIN; WE WILL 
MEET AGAIN.
QUEEN’S ADDRESS 2020
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LEARNING 
LESSONS



There are so many 
things you can learn 
about, but you'll miss 
the best things if you 
keep your eyes shut.
Dr Seuss

If we don’t take some time to think about our 

experiences, we’ll just slot right back in to the 

way it was before. Now it’s highly likely that 

this was working just fine and so might not be 

an issue. But it’s also possible that there are 

things we could do better, lessons we could 

learn that might increase our engagement, 

make us happier at work, improve our 

balance, and ultimately deliver a better 

service, product or profit for our business.

So how do we do this lessons-learned thing? 

The review can be simple – it doesn’t have 

to take long, and you don’t need it to be 

meticulously planned. We suggest three 

potential approaches – but you can use just 

one or use all three.

Process Review

Look at the different processes, projects 

and activities that were undertaken during 

lockdown. This might include both your 

business as usual and the steps you had to 

take to make adjustments in what you do and 

how you do it. Take a look at your business 

continuity plan too, to see if that has shown 

you anything new to consider.

Collective Review 

Bring together a focus group or use team 

meetings or other gatherings (including virtual 

meetings) to hold a facilitated discussion to 

draw out the lessons. Encourage your people 

leaders to facilitate, and to summarise a few 

key findings from each session. Consider using 

your employee representative forums too – 

they are sure to have some constructive input.

Individual Review

Ask people to offer up their individual 

suggestions and ideas. Provide a mechanism 

for some written feedback, such as a mood 

board or graffiti wall, a questionnaire or survey 

or simply emailing you their reflections. 

Or just chat about it and report back on some 

common findings.



WHAT SHOULD 
YOU ASK?

You can look back, or you or can look forward. If 

you’re looking back, ask people to tell you about 

what happened. Some typical questions:

■ What worked well?

■ What didn’t work well?

■ What should we have done differently?

■ What should we keep?

If you look forward ask people to tell you what 

they want based on what happened, and look 

to focus on the strengths, rather than the 

limitations. Some typical questions:

■ What worked really well?

■ What could we do more of?

■ What else is possible?

Take – or delegate - responsibility for collating 

answers, identifying key themes, and putting 

together an action plan. Feed back regularly 

about what you took on board, what you will 

do, and what the impact of doing it has been. 

If you have been unable to adopt some of the 

recommendations or suggestions, try to be 

honest about why it has not been possible.

Keeping people involved through the whole 

cycle will increase their commitment to making 

it work. Don’t leave them hanging!

Top Tip: When you confirm your people’s return to work ask them to prepare 

their own Covid learning that can be shared with you and the team. It could be 

work-related, personal or a combination of the two.



RECOGNISE
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As you move 
outside of your 
comfort zone, 
what was once 
the unknown 
and frightening 
becomes your 
new normal.
Robin S. Sharma

NEW WAYS 
OF WORKING

We’ve seen a lot of each other. Being ‘zoomed 

out’ is now a thing – a weariness of webcam calls 

whether they are social or work based. It’s been 

important during lockdown to stay connected, 

but we should also recognise that in many cases 

we haven’t needed that meeting. We’ve had a 

quick call or an email instead. And some of our 

regular meetings have been suspended – and 

yet we have survived. So this is another call to just 

check – does this have to be a meeting?

Cameras on.

When we do plan for that web call, there is 

much more comfort about having cameras on. 

It improves our connectivity – we can see 

people’s engagement and reactions.

Perfection is out.

Authentic is the new perfect. We have spent 

the last few weeks looking into people’s homes, 

seeing their pets jump at screens, hearing kids 

in the background, and not putting on a tie for 

a web meeting. Before that, we felt everything 

had to be perfect. Let’s hold on to the idea that it 

doesn’t have to be, and that seeing through the 

webcam lens has offered us an authentic view 

into the lives of our bosses, our colleagues and 

other key stakeholders.



New Leadership
Trust is everything.

Assume that people want to do their best every 

day, and you’ll build great trust and mutual 

respect. Maintain that trust – don’t check up, but 

instead check-in. How are people doing? How 

can you help?

‘I don’t know’ IS a good answer.

Throughout lockdown and the ongoing crisis, 

we have had to admit we don’t have the 

answers. Liberating, isn’t it? That honesty and 

transparency is important – your teams will 

respect that more than a waffle or a cover up. 

Share what you can about your business and its 

future and encourage transparency wherever it is 

possible. Even if the answer is ‘we don’t know’.

New Balance

Flexible working works. All those reservations 

you may have had about flexible working have 

likely been calmed by the chaos of lockdown. 

Importantly your excuses (or business reasons) 

for not allowing it, or not encouraging it, are 

pretty much all gone. It may be a great time 

to think about what working patterns you 

can now consider, or actively encourage, in 

return for some great individual and collective 

performance, a whole load of goodwill, and some 

valuable mutual trust.

Blending is better than balancing.

Typically, we work then we have ‘life’ afterwards. 

But now, we have accepted that people can 

chuck a wash on in between calls and not drop 

the ball at work. Now that we get it, we should 

think about blend, not balance. Allow people to 

work when they are at their best, but also pop 

out for a run when they need it (or want it). 

Be clear when attendance or presence is critical 

for business reasons, and continue to set clear 

performance expectations and encourage 

sharing of progress. But please, allow your 

grown-up workforce to think for themselves 

about how to structure their day to blend their 

different demands.

Top Tip: Get a working group together and task them with defining the ‘new normal’ 

in your workplace. Ask them to come up with the top 3 recommendations from their 

learnings and experiences to make your workplace a better workplace in the future.



REBOARDING
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We may have all 
come in different 
ships, but we are in 
the same boat now.
Martin Luther King

When lockdown is over, your teams will come 

back together, and things will go back to 

‘normal’. Unless of course, you encourage 

something different. We have already 

suggested several ‘new normals’ you could 

consider in your workplace, but another key one 

will be how to recognise, evaluate and celebrate 

the strange times we have just experienced.

Reboarding is our opportunity to reconnect 

with our teams and our colleagues, and to 

hold on tight to what worked well for people, 

as well as recognising the challenge. It’s a time 

to consider the wellbeing of your returning 

employees, those who have been furloughed, 

key workers, survivors, the bereaved. If you 

have laid people off, or lost temp workers, 

consultants or cancelled contracts – then your 

people may also struggle with survivor guilt. 

And it’s also a time to be honest about your 

new business context and to get your people 

aligned on the short to medium term goals 

ahead of you. 

The experiences of each category in your 

workforce will be slightly different and its worth 

giving some consideration to the different 

circumstances, issues and needs of each.



Reboarding Homeworkers

It will be important to recognise that these team members have kept your business 

running, most likely under difficult circumstances. They may have had to juggle 

important carer responsibilities, home-schooled, dealt with illness, and/or may have 

found the isolation and lockdown protocols have increased stress levels and made 

them anxious. Their work goals and deliverables may have been more challenging, 

with colleagues, experts and suppliers less readily available, depleted teams, less face 

to face or informal contact, and competing priorities, both professional and personal.

Your homeworkers may now feel much more comfortable with the concept of remote 

working and may look to you to provide these opportunities to them on a more 

permanent basis. You’ll need to be prepared to respond to these questions 

(and recognise that your furloughed workers may look for the same opportunities).

They may have missed the community that work provides, or they may have enjoyed 

the ability to focus, connect when needed and balance their home and work life.

Reboarding Furloughed Staff

Your furloughed team members have been absent for the duration of the lockdown 

– with the possible exception of some training or education, they should have been 

considered unavailable for work. Whilst you may have kept them up to date on some 

news, they have not been actively involved, and have been unable to contribute to 

their team/department/function etc.

Some may have been able to work elsewhere (furlough conditions will have allowed 

this) and some may have chosen to volunteer for community support or charity 

organisations or returned to former NHS roles to help on the front line.

Furlough was presented as an alternative to reactive lay-offs in the midst of the crisis 

– an attempt to protect our economy to some degree. As such it may be inevitable 

that some furloughed employees are concerned for their job security in the medium 

term – that whilst furlough is a positive stop-gap, companies may have some difficult 

decisions to make in the medium term.

For all those who have been through the furlough experience, the return to work could 

ignite new anxieties, financial concerns, relief at being able to get back to normal or 

frustration at returning to what may seem to some as a less worthwhile role. 

Reboarding Temps and Contractors

You may have had to put a hold on your agency, contractor, temporary or freelance 

workforce, but you may want to bring them back in to help you get back to your 

pre-lockdown state. You may have lost them either short term or more permanently 

(they may have sought other sources of work whilst in lockdown), or they may be 

thrilled to be asked to come back. Consider a similar reboarding strategy to your 

permanent employees, identifying what actions are particularly relevant or priority for 

your more agile workforce. Don’t forget that they are people too. There is no reason to 

treat them significantly differently to your permanent team members.



Carver Coaching (carvercoaching.co.uk) 

published a report in April 2020 which offers 

best practice guidance for maternity returners. 

The research and recommendations in their 

report, downloadable from their website, 

offer some guidance that is relevant and 

transferable to post-lockdown return to the 

workplace. A few key take outs are shared 

below, with the author’s permission, but its 

worth a read of the full report, both for its 

original research findings and perspectives 

on maternity leave returners, and its 

application to the current challenges.

Some key recommendations from the report 

that should be considered for reboarding those 

on extended periods of leave include:

■  Flexible working arrangements on return 

to work, including fairness of approach 

and opportunity

■  Communication style & contact during leave 

including digital communication, keeping in 

touch and pre-return communication

■  Return to work infrastructure in particular 

offering guidance to managers and returners 

on how and when the return will happen, 

and ensuring that people policy and practice 

enables smooth transition

■  Training for managers to ensure they 

know and understand the company 

approach to return (and advocate it) 

understand their role in providing support 

and managing practicalities

■  Coaching, mentoring, role models, buddies 

and networks can be established to 

offer leader-led or peer-led support to all 

employees on a voluntary basis

The report also looks at some of the key Return 

to Work Barriers which would be useful to 

review, as they may apply to the post lockdown 

reboarding process. They include:

■ Guilt

■ Confidence

■ Motivation and purpose

■ Homelife harmony

LEARNING 
LESSONS 
FROM 
PARENTAL 
LEAVE



Challenges ahead

For all of us, the return to the workplace - to this 

‘new normal’ - is likely to result in some level of 

concern about health, the economy, impacts 

on the charitable sector, and the impact on the 

environment, as we rush back to commuting 

for example. We may feel a sense of loss at our 

new found freedom, and concerned for the loss 

of the sense of community we have built to get 

through the crisis.

It’s vital therefore, that you, your leaders, your 

people managers, are ready and able to support 

people back into the workplace. It is likely 

that this will be a gradual repatriation to the 

workplace, but due consideration will need to be 

given to health, wellbeing, safety and business 

factors in order to take a people centric approach 

to getting back to ‘normal’. Individuals will have 

different reactions, feel different concerns or 

sense different opportunities – and your plans 

for reboarding will need to be agile to take those 

into account.

However it is worth noting a survey by HR 

Grapevine* reported that the main things 

employees missed whilst working from home 

were all about the social interactions – including 

work banter (41%), their colleagues (40%) and 

having company around me (35%). There will be 

some comfort found for many by simply being 

back in the community that is work.

*source https://my.executivegrapevine.com/content/

article/2020-04-01-what-are-employees-missing-most-

from-the-office 



Here is our suggested back to work checklist, but it’s not exhaustive. We encourage 

you to look at this as inspiration, and add your own actions to make sure that you 

do all you can to smooth the return and optimise the opportunity.

Prepare

This section encourages you to prepare really well for the return of your workforce 

after lockdown. You’ll be taking into account some practicalities, but also ensuring 

you are informed and prepared in advance, and have the answers to as many 

anticipated questions as possible.

□□  Prepare your repatriation plan, based on the needs of your business 

and customers, but prioritising the safety and wellbeing of your staff.

□□  Know how this impacted your people – particularly if any of your team 

members (or their relatives) were seriously ill or passed away

■  If you have lost employees to Coronavirus, prepare to make 

contact with their family, and be sure to work with your HR 

representative to look at pension, death in service, etc

□□  Familiarise yourself with the ongoing potential risks – who is still considered 

vulnerable and required to shield or isolate.

■  Work with HR and occupational health specialists if you 

have them to identify individuals

□ □  Make sure your workplace is safe to return to. Take necessary precautions 

to clean and sanitise and be ready to provide required PPE and/or offer 

sanitisers, anti bacterial cleaning materials etc to reassure people on 

their return.

■  Check with your facilities specialists, cleaning contractors etc on what 

you should do and how they can support you and your teams

■  Brief and prepare your H&S specialists – ensure they can take a 

lead role in advocating safe practice and comply with government 

guidelines and recommendations

□□  Prepare your ‘thank you’ messages for continued support to your teams. 

Consider: 

■  How might you recognise/reward teams, individuals for their 

commitment, contribution

■  Sending a letter of thanks and welcome back to every employee

■  Special shout outs to any keyworkers in your business, or those who 

have volunteered

REBOARDING 
CHECKLIST 



□□  Prepare your communications messages. What do you need to/want to share 

with the team. Consider:

■  A business update/impact of lockdown

■  Our 30/60/90 plan for recovery/continuance

■  Team news/people updates

■  Safety issues/continuing to operate within COVID safety guidelines

■  New ways of working

□□  Catch up with union and employee representatives – explain your plans and 

understand/seek to address any concerns

□□  Work closely with your HR representatives to ensure that:

■  All employee payments are changed on time so that no employee 

suffers unnecessary hardship

■  Your annual leave policy is clear about accrued/outstanding/cancelled 

leave, carry over, etc

■  Your plans on annual pay reviews (which may have been suspended) 

are ready to roll out

■  You know how to fairly and reasonably talk about, reward 

and challenge performance and achievements

■  Your approach to flexible working is revisited in preparation 

for inevitable questions

■  Your Employee Assistance Programme is geared up and ready 

for calls on return

■  Your Mental health First Aiders are well known among your 

workforce – or if you don’t have any, other useful helpline 

numbers are well publicised

■  Coaching, training and educational activities (particularly those 

important for compliance or qualification) are reinstated as soon 

as practically possible 

□□  Make a list of the external sources of support for your employees, if you are 

not able to provide them internally. For example :

■  Counselling and support helplines and information 

(e.g. Samaritans, Mind)

■  Financial advisory websites (e.g. moneysavingexpert.co.uk, money 

advice services and CAB)

■ NHS information lines (e.g. 111)

■ Gov.uk and HMRC websites



□□  Familiarise yourself with the impacts for your workforce.

■ Who was furloughed?

■ Were there any layoffs/redundancies?

■ Which departments were most impacted?

□□  Block out time for a welcome back meeting.

□□  Invite team members to a welcome back meeting.

□□  Update your business continuity plans, including all those valuable 

lessons you learnt in the last few weeks.

Phase

You may decide – or be encouraged – to plan your return to work in a phased 

approach. The nature of isolation and shielding might also mean that a phased 

return of your workforce is inevitable. There are a few additional considerations and 

preparations in this situation.

□□  Align your leaders.

■  Get all your direct reports, functional/divisional heads behind a 

common story and a common goal (as you defined in the prep stage)
■  Confirm your key messages
■  Answer questions your team members may have

□□  Adjust your workforce plans to accommodate a balance between phasing 

employees back to work and meeting business and customer needs.

□□  Send invites for one-to-one Check-in meetings with team members.

■  Find out how they are

■  Chat about what their own experiences of the Covid/Lockdown 

have been

■  Be curious about what they have learnt about themselves and their 

work during this time

■  Address concerns and anxieties, remind them about the precautions 

they must follow, and the safety plans in place, as well as the support 

available for mental wellbeing if its needed

□□  Keep consulting with representatives, maintain open lines with 

them to understand ongoing challenges and concerns.

□□  Continue to inform your teams in business updates, impact assessments 

and future plans.



Play-on

As your teams all return to work, and normal service begins to resume, there are 

still things you can do to adjust and reintegrate people into the workplace.

□□  Plan in, and prepare for, an all-hands call or meeting to welcome 

the full team back.

□□  Remind your employees about the 30/60/90 day recovery plans, 

and provide regular updates on progress – you’re all in this together.

□□  Update your people policy documents, guidelines and practices to 

reflect the new normal.

□□  Keep employee goals focussed on the plan, review them often, 

tweak them when you need to.

□□  Encourage team members to talk about their COVID experiences 

and share their lessons learnt .

□□  Encourage the continuance of the social and community activities that 

lockdown introduced you to, such as:

■  Team coffee mornings (take 15 minutes for a coffee with your colleagues – 

if you want to - in person or remote!) 

■  Team quizzes 

■  Team WhatsApp chats – share info, updates and chat

Top Tip: Share this list with all people managers in your business. 

Encourage them to create their own ‘reboarding’ strategy and plan for their teams.

We want to look 
back on this time 
and remember 
how we thought 
first of others and 
acted with decency. 
Rishi Sunak
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6 SIMPLE 
REBOARDING 
ENGAGEMENT 
ACTIVITIES 

1 
CovidLearning Board

Provide some postcards or post-it notes 

and encourage team members to share 

“What I learnt about me during lockdown” 

and “What I learnt about a colleague during 

lockdown” or “What I did on furlough.” 

Encourage them to be social or professional, 

serious or humorous (but stay respectful). 

This will help to rebuild community and 

maintain some of the informal connections 

people have made during the homeworking 

period. Post them on a wall – keep them 

visible and public for colleagues to see, share 

and talk about.

2 
Question Time Q&A

Bring a representative (or two) from your most 

senior leadership into the team/function/

group and encourage open questions from 

the floor about lockdown, the impact and the 

future. Prepare leaders well, ensure there is a 

clear and aligned direction that can be shared 

with team members. You may find it useful to 

encourage team members to prepare a few 

questions in advance to keep the conversation 

going. Encourage your leaders not to use it as 

a presentation opportunity – but instead to 

respond to the audience’s information requests.



3
BlogSpot 

If you have an intranet or newsletter, encourage 

team members to contribute to a blog about 

their Covid/lockdown/homeworking/furlough 

experiences. Alternatively, you could encourage a 

team member to spend some time interviewing 

another team member about their experiences 

– particularly if they were caring, volunteering, 

back to the NHS etc.

4 
Gratitude Tree

Ask team members to add a post-it to a graphic 

(something like a tree) that captures something 

they are grateful for now that they are back in the 

workplace. Encourage informality – you might 

just be grateful to have some time away from the 

kids!!! But you might also encourage gratitude 

about health, wellbeing, family, balance, 

colleagues, our NHS … even a great boss!” 

5 
EWorking TipShare

Find a forum that you can use to encourage 

people to share their top tips or key learnings 

for when they are working remotely – 

simple tips about the technology, setting 

up, getting privacy etc. This could be as 

simple as a whiteboard or flipchart… or a 

virtual messaging room or team chat.

6 
Fundraise

If a team member has been involved in a 

community project, volunteering or fundraising, 

encourage that to continue at work. Put together 

a small fundraising team, agree a few charities 

and encourage people to set up team activities 

to raise money.



What can I do as a leader?

■  Lead with your values. If you have set 

out what your organisation’s values are, 

this is a good opportunity to really live 

them. Remind yourself about them and 

be guided by them in your actions.

■  Have a chat. Be curious. Find out for each 

person what their own lessons learnt were. 

What are they worried about. How can you help 

them to be their best at work - and embrace 

the new normal.

■  “Be the change you want to see”. They’ll look 

to you as the example. So hold on to things that 

worked during the lockdown - flexibility, trust, 

open and frequent communication. 

■  Be open about the impact of the lockdown 

on your business. You’re all in it together 

- and have a better chance of success 

if you’re all in it together. Some will be 

struggling. Some will be flourishing.

What can I do as a colleague?

■  Remember what you learnt about your 

colleagues during the lockdown. You met their 

pets on a Teams call, saw inside their houses, 

uncovered their hidden trivia knowledge in a 

quiz. Keep those connections.

■  Remember how you checked in on each other, 

looked out for each other and supported each 

other. Plan to do more of that when you’re back 

in the office.

■  Your WhatsApp groups were a great 

informal way of keeping in touch – how can 

you continue to use that to chat and support 

each other informally.

What can I do to help myself?

■  What did you learn about yourself - what you 

need or don’t need to succeed at work. Who do 

you need to tell to make sure you can get it?

■  What do you want to make sure other people 

know about you now – so that they don’t forget, 

and can help you to bring your best self to work?

■  Find out what sources of support are available 

if you’re finding things difficult – mentally, 

physically or financially.

■  Remember that you survived some tricky 

situations during lockdown. Above all else, 

remember… you’ve got this!

For advice, support or more resources – virtually 

or in person – please give drop us a note at 

debbie@mitchellpalmer.co.uk

We wish you every success as you bring your 

business back together and start to work 

towards this ‘new normal’.

The attributes of self-discipline, 
of quiet good-humoured 
resolve and of fellow-feeling 
still characterise this country. 
The pride in who we are is not 
a part of our past, it defines 
our present and our future.
Queen’s Address 2020
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