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At the beginning of 2021, Dell Technologies 
launched our Remote Work Readiness 
Index Report – a study that sought to 
understand the factors important for 
long-term remote working, from the 
perspective of employees across seven 
markets in Asia Paci�c and Japan (APJ).

We learnt that while many employees 
expressed readiness for a long-term remote 
work arrangement, there are still concerns 
that need to be addressed. These include 
blurred boundaries between professional 
and personal lives, fears over job security 
due to limited interactions with employers, 
as well as distance between colleagues due 
to the lack of face-to-face interaction.

Now that we’ve accepted the fact that this 
is our new reality, the question is: how do 
we ensure that our hybrid work models are 
sustainable and set up for long-term 
success? Employees will be looking to their 
employers to help them rede�ne what the 
future of work looks like. In turn, the 
decisions made by organisations today can 
have a drastic impact on productivity, 
culture, and wellness. 

Dell Technologies wanted to investigate the 
critical role of organisations in designing a 
hybrid work future. We spoke to four 
distinguished experts from Singapore, 
Malaysia, Australia, and Japan to gather 
insights into hybrid work cultures across 
APJ and narrow down key imperatives for 
employers looking to navigate the next 
hybrid workforce. 

We hope you �nd the ideas and 
recommendations useful. On behalf of Dell 
Technologies, we look forward to journeying 
with you into the hybrid work future.

Jean-Guillaume (JG) Pons
Senior Vice President and General Manager
Client Solutions Group
Asia Paci�c, Japan and Greater China
Dell Technologies

Foreword

https://www.delltechnologies.com/asset/en-sg/solutions/business-solutions/briefs-summaries/dt-remote-work-readiness-index-apj-report.pdf
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Meet our experts

Dr. Rashimah Rajah is a lecturer at the National 
University of Singapore (NUS) Business School, 
Department of Management & Organisation. She
has published in Leadership Quarterly, Ivey Business 
Publishing, and Handbook of Research on Crisis 
Leadership in Organisations. In addition, Dr. Rajah has 
experience working as an organisational psychologist 
in the HR consulting industry. Her research interests 
include job connectedness, well-being, and 
emotionality in leadership.

“ Leaders must empathise with the struggles 
employees may have working from home and 
understand that they would have to make up 
for it with productivity in other ways. ”

Dr. Rashimah Rajah
rashimah-rajah

Rochelle Kopp is a management consultant 
specialising in cross-cultural communication, human 
resources, leadership, and organisation development. 
A veteran facilitator experienced in delivering training 
and consulting to participants from around the world, 
Rochelle frequently leads cross-cultural team 
buildings and other programs for executives. She
also works with many Japanese and non-Japanese 
leaders as an executive coach.

“ Every company is at a di�erent stage of 
hybrid work – with some in full remote work, 
some hybrid and some who never even moved 
into remote work during the pandemic. ”

Rochelle Kopp
rochellekopp

Mallory Loone is currently the co-founder of Work 
Inspires, a people engagement and development 
company, who has worked with many Fortune 500 
companies, both locally and abroad. Her knowledge and 
experiences in the people development scene have 
earned her the recognition of Malaysia’s Most Talented 
Coach in 2019 and one of the Top 100 LinkedIn Icons to 
follow in Malaysia in 2020, according to Marketing in 
Asia. Mallory was also a three-time TEDx Speaker, and 
she continues to contribute to society by mentoring 
start-ups and youths. 

“ We see many millennials gravitating 
towards start-ups as they feel well taken care 
of as employees. ”

Mallory Loone

Dr. Julian Waters-Lynch is director of the 
entrepreneurship programme and a lecturer in 
entrepreneurship, innovation and organisational design
in the School of Management at RMIT University. 
Julian's research explores the economic and social 
e�ects of emerging technology, and how these changes 
impact entrepreneurship, organisational design and the 
changing character of work. In addition to the school of 
management, he works with the Centre for Digital 
Ethnography, Blockchain Innovation Hub and Centre for 
Urban Research at RMIT.

“ I’ve advocated to companies that what they 
save on real estate and day-to-day o�ce 
expenditure, they can now channel towards 
social occasions such as team lunches or team 
bonding activities. ” 

Dr. Julian Waters-Lynch
julianwaterslynch

mallory-loone

https://www.linkedin.com/in/rashimah-rajah/
https://www.linkedin.com/in/mallory-loone/
https://www.linkedin.com/in/julianwaterslynch/
https://www.linkedin.com/in/rochellekopp/


Nearly two years since the early days of the pandemic, 
companies worldwide have had to adapt digitally to 
navigate a rapidly evolving world – and this was no 
exception for the APJ region. There is no doubt that 
digital transformation has been a game-changer in the 
way we work, as we shifted away from the traditional 
o�ce model to remote, and now hybrid work. 

While companies are generally doing well in adapting 
to hybrid work from an IT perspective, the cultural 
aspect is still very much a work-in-progress. The 
uncharted waters of hybrid work mean that 
employers are still learning how to navigate this 
next phase to design a model that is sustainable, 
without compromising elements like teamwork, 
innovation, peer-to-peer learning and more.

The approach will di�er across markets in APJ, as our 
new way of working has changed our lifestyles, habits, 
and preferences. In Australia, a trend called “The 
Great Migration” has been observed – with more 
employees moving to the outer edges of cities to live. 
With the reduced frequency of having to work in the 
o�ce, one no longer needs to stay as close to the city 
centre as before. By staying about an hour’s journey 
away, people are also starting to appreciate the 

change of scenery and may be reluctant to return to 
the o�ce – especially if they can be equally, if not 
more e�cient, carrying out their jobs from home. 

Meanwhile, remote work adoption continues to vary 
across the region. Compared to other markets, Japan 
still focuses heavily on manual paperwork and the 
importance of ‘face time’ in the o�ce. The level of 
readiness was also di�erent depending on the size of 
�rms – while larger companies had the resources to 
quickly pivot to more digital systems, smaller �rms 
were more traditional in their ways of working and 
struggled with the changes. This means that the gap 
to close in Japan is larger and will require fundamental 
shifts in work culture across the nation, before hybrid 
work becomes the norm.

As for Singapore and Malaysia, companies were 
generally more prepared to embrace the technical 
requirements of remote work due to the higher 
adoption of technology even prior to the pandemic. 
Now, the question lies in whether organisations in 
these countries will be able to shift their focus to 
addressing the social and cultural factors that have 
emerged as a result. 

The Hybrid Work Journey So Far
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There are three things that we need to make hybrid work successful. The �rst is leadership – what kind 
of signals are leaders sending to give employees con�dence in a hybrid work future? Secondly, structure 
is essential as we cannot have �exibility without structure. The third point is culture, because as teams 
work remotely, we need to dedicate time and e�ort to building culture and trust between managers and 
workers and between employees.

“
”Dr. Rashimah Rajah 
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Our experts o�er several recommendations and collectively believe that there are three key imperatives that 
determine the success of a long-term hybrid work model: Leadership, Structure and Culture. In the following 
sections, we will deep dive into each imperative and explore actions that employers can consider when planning 
for hybrid work.

Trust and Engagement

Organisations will need to keep 

millennials and Generation Z 

engaged as they begin their �rst 

jobs. Since the onset of the 

pandemic, majority of this group 

have started their work life 

onboarding remotely. Some may 

never know what it is like to work in 

a physical workspace, and some 

might even start and leave jobs 

during the pandemic without 

meeting their colleagues in real life 

at all. How might this impact their 

work social interactions, mentor and 

mentee relationships, as well as 

learning and growth?

“Virtually” Returning

Several studies have shown 

that most employees no longer 

wish to return to the physical 

workplace every day. As 

countries in APJ slowly 

re-open, is the return to o�ce 

necessary for everyone? 

Organisations must consider 

why they are asking employees 

to return, and how that impacts 

companies and individuals alike. 

Flexibility Rede�ned

Giving employees the 

�exibility to work from home 

and the freedom to enter the 

o�ce for important social 

interactions is key to 

maintaining social bonds 

among colleagues. But �nding 

a sustainable balance is not 

an easy task, and each 

company would have to 

determine what works best 

for their organisation.

3 implications to consider as hybrid work continues:

The long-term e�ects of hybrid work have yet to be explored, and these include issues such as a 
disjointed workforce, time-based performance, how trust between employees might be a�ected, or 
even how new hires, freelancers, and creators may �nd it challenging to integrate themselves. 
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Imperative #1: Leadership 

In today’s world of hybrid work, the call for organisations to lead with empathy 
and intent is more important than ever.

Leaders have a de�ning role to play in shaping and guiding an organisation to move forward in a hybrid work 
future. From the mindsets they hold to the decisions they make, every aspect can determine whether a 
company thrives or merely survives in the long-term. Employees will be looking to their leaders to set 
direction, establish healthy foundations, and demonstrate compassion.

Step back, but don’t snap back

Now is a good time for organisations to step back and evaluate the successes and lessons from their hybrid 
work journey so far. While companies have taken steps to adapt to remote work, they must avoid a ‘snap 
back’ mentality and expect things to return to the pre-pandemic days. Instead, leaders should demonstrate 
intent to make fundamental changes to their organisations and chart a clear direction for long-term
hybrid work. 

For countries like Japan, these changes can be as simple as introducing clearly de�ned job descriptions to 
set distinct roles – especially within a workforce culture where many positions do not even have titles, and 
job duties are seldom clearly speci�ed. Japan-based management consultant Rochelle Kopp believes that 
this is one of the key reasons why many Japanese companies are still not making the shift to hybrid work, 
with only 20% of Japan employees working remotely today despite the raging pandemic situation. 

In Japan, a recently popular term is "job-gata-jinji", which literally translates to “job-style HR”. While 
there is no English equivalent of this concept, the idea is that you manage human resources by having 
clear job descriptions. With the rise of remote work, Japanese companies should start clarifying job roles 
and responsibilities to enable a smoother shift to hybrid, and this concept can help point the way.

“
”Rochelle Kopp

https://fortune.com/2021/06/13/japan-covid-work-from-home-corporate-culture/
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The start-up scene is setting a leading 
example of what empathetic leadership 
looks like. Although these small �rms may 
not be generating the highest pro�ts and 
revenues, we see many millennials 
gravitating towards these start-ups as they 
feel well taken care of as employees. They 
also value the �exibility within these 
start-ups and the freedom of choice to work 
either in o�ce or remotely. While many large 
corporations do focus on getting this right, 
these are areas where big organisations can 
learn from smaller ones to better engage 
with employees.

“

”Mallory Loone 

While employees in APJ feel that their employers 
are doing everything they can to provide the 
necessary tech (50%) and HR resources (40%) for 
e�ective remote work, the reality is that workers 
are still grappling with challenges such as a lack of 
in-person communication as well as blurred 
boundaries between their professional and personal 
lives. These �ndings from the Dell Technologies 
Remote Work Readiness Index are a reminder 
that �rst and foremost, leaders must be empathetic 
towards their employees and create strategies to 
address their needs in a hybrid work model. 

According to Mallory Loone, co-founder of 
learning and engagement �rm Work Inspires in 
Malaysia, organisations can take a leaf out of the 
start-up world’s book when it comes to 
demonstrating empathy and care for workers. 
Given the �atter structures and smaller teams in 
start-ups, managerial cultures in such organisations 
often allow for more one-on-one time between 
leaders and workers. This creates an avenue for 
leaders to connect directly with employees and 
o�er personalised support and guidance to address 
challenges of working from home.

Demonstrate care and compassion

There needs to be a shift away from the mentality 
that productivity is about sitting at a desk looking 
busy. Leaders should be less concerned about 
how, when or where someone is working, and 
more concerned about how they are contributing 
and what they’ve achieved.

“

”Dr. Julian Waters-Lynch

It is one thing to provide employees with the 
technology and HR resources they need to work 
remotely, but organisations also need to ensure that 
the non-technical elements of hybrid work are 
carefully considered – from culture and morale to 
productivity and wellbeing. In planning for a shift to 
long-term hybrid work, leaders must go beyond the 
hygiene factors to establish healthy cultural 
foundations such as employer-employee trust.  

Trust is a key component of a successful hybrid 
work arrangement. With the lack of ‘facetime’ and 
in-person collaboration, leaders may fall into the 
trap of micromanagement and create a culture of 
distrust within their workforce. In fact, Fortune 
reported that globally, the use of employee 
surveillance software jumped 50% last year during 
lockdown and has continued to increase since 
March 2021.  

However, as Melbourne-based RMIT lecturer 
Dr. Julian Waters-Lynch puts it, such strategies
are a mere treatment of the symptom and not the 
cause. For success in long-term remote work, 
leaders must focus on creating a managerial culture 
that is outcome-based and grounded in trust and
open communication.

Establish a foundation of trust

https://fortune.com/2021/09/01/companies-spying-on-employees-home-surveillance-remote-work-computer/
https://www.delltechnologies.com/asset/en-sg/solutions/business-solutions/briefs-summaries/dt-remote-work-readiness-index-apj-report.pdf


As companies assemble the building blocks towards a hybrid work future, leaders 
are a critical piece of the puzzle to getting it right.

For a start, leaders navigating the hybrid world can prioritise the following actions: 

Focus on output, not input

Micromanagement kills trust. 
In a hybrid work world, leaders 
must get comfortable with the 
inability to scrutinise their 
workers throughout the day. 
Instead, focus on results and 
motivating employees to 
constantly deliver their best 
work – no matter where or 
when they do it. To facilitate 
open communication and build 
trust, design a system where 
managers and employees can 
work closely together to 
optimise their productivity
and tasks. 

Think big, but start small 
with near term wins

While leaders do need to set 
an overarching direction for 
long-term hybrid work, it will 
be impossible to do 
everything all at once. Keep 
things manageable for you 
and your employees by 
making incremental changes 
to help workers adapt within 
shorter time frames. Ensure 
that quarterly reviews are in 
place to keep your hybrid 
work strategy closely aligned 
with your business, people, 
and culture.

No matter the size of a 
company, leaders should 
attempt to maintain a start-up 
managerial style to stay close 
to the ground, encourage open 
conversation, and express 
care for employee needs. Also 
known as “Management By 
Walking Around”, this style 
of leadership involves 
managers actively getting out 
into the trenches to listen to 
and engage with their 
employees – and is especially 
important for a remote, hybrid 
workforce.

Learn from start-ups
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https://www.forbes.com/sites/joemckendrick/2020/04/06/is-management-by-walking-around-still-possible-when-everything-is-digital-and-remote/?sh=a534f544987d


Imperative #2: Structure 

In the early days of the pandemic, organisations were focused on adapting to remote work with three main 
priorities in mind: keeping employees safe, ensuring business continuity, and adhering to local COVID-19 
restrictions. Today, however, organisations cannot simply approach hybrid work from an operational and 
technical standpoint. 

Singapore-based lecturer Dr. Rashimah Rajah from the National University of Singapore (NUS) emphasised that 
a hybrid workforce goes beyond just splitting employees into separate teams that alternate between working 
from home and in the o�ce. Instead, it is about creating a structure that allows employees to optimise 
productivity while gaining the best of both worlds in terms of �exibility, social interaction, and allowing cultural 
bonds to continue.

When it comes to designing a hybrid work model, avoid a one-size-�ts-all structure.
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Determining a suitable structure for hybrid work 
comes down to paying attention to nuances. If 
anything, the past two years of working from home 
have shown that not all job roles and individual 
personalities are suited for long-term remote work.
For example, an employee working as a call centre 
operator or software engineer is likely to be equally -
if not more - productive working from home working 
from home with less distractions. In comparison, those 
working in sales may require more human interaction 
and team collaboration to perform their jobs 
more e�ectively.

On a personal level, a range of factors could
a�ect an employee’s ability to thrive in a hybrid work 
arrangement. Lifestyle considerations, such as those 
with young children at home; preferred working styles; 
as well as personality traits – introverts versus 

extroverts, or conscientiousness – all contribute to an 
employee’s productivity and comfort with working 
from home. 

Dr. Julian Waters-Lynch recommends that leaders 
help their team members de�ne and better understand 
their individual characteristics as part of their planning 
for hybrid work. This will enable employers and HR 
teams to unlock productivity and play to the strengths 
of their workforce in a hybrid work set-up. 

He cautioned, however, that this will be a tricky 
structure to implement. “Organisations will need to 
navigate the perception that di�erent sets of rules are 
being applied to di�erent employees, and there is a 
lack of consistency and fairness,” he adds. “HR leaders 
must therefore make strong justi�cations for new 
policies based on performance.”

Customise your hybrid work model



To enable a successful hybrid work environment and empower employees to thrive, organisations must rethink the 
structure of the post-pandemic workplace – both physical and digital. This starts by paying close attention to the 
needs of the business, the needs of employees and investing in the necessary digital tools to enable e�cient 
hybrid work in the long term. 

Redirect budget towards enhancing your post-pandemic workplace
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Companies can consider setting aside �xed days or hours of the week that are blocked for core 
meetings, team activities and more, while keeping the rest of the time �exible for employees. If 
employers give their workers full �exibility, it will result in a disjointed workforce that will almost 
never meet or get the social interaction they crave. Organisations must therefore design a structure 
that is �exible, but not abused.

“

”Dr. Rashimah Rajah

The world ‘�exibility’ comes up often in conversations around hybrid work. Employees today want to be given the 
choice to decide whether they work on-site and remotely, with 52% of global employees indicating a preference 
for a more �exible working model in the future (according to McKinsey’s Reimagine Work: Employee Survey in 
January 2021). At the same time, factors such as �xed working hours and personal time were the top 
considerations for employees in APJ who work remotely, according to the Dell Technologies Remote Work 
Readiness Index. These factors can even in�uence talent attraction and retention going forward. 

Dr. Rashimah Rajah argues that a thoughtful hybrid work structure is therefore crucial to providing balance. In 
fact, a fully �exible workforce may give rise to challenges such as lack of inclusivity, bonding, and disintegration of 
culture. Organisations therefore need to introduce regularity and mandatory activities into their hybrid work 
model alongside the element of �exibility. 

Find balance between �exibility and regularity

Would this work in Japan?

Compared to other markets in APJ, Japan has a longer way to go towards a 
customised and �exible work arrangement due to the cultural emphasis on fairness. 
Rochelle Kopp shares: “Japanese business culture is extremely rule oriented and 
there’s a great emphasis on fair applicability of rules. Flexibility is not customary in a 
typical Japanese organisation, and it will be di�cult for managers to cater to varied 
employee needs and roll-out customised work arrangements.”

https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/what-employees-are-saying-about-the-future-of-remote-work
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For example, Dr. Julian Waters-Lynch suggests that companies can consider channelling the money saved on 
o�ce real estate and amenities (through downsizing, for instance) towards improving the hybrid working 
experience. The budget can be spent on simple �xes like enhancing home o�ce set-ups, or on larger-scale 
investments such as advanced technologies and hybrid meeting rooms to foster seamless collaboration between 
the physical and virtual world. 

In the same vein of thoughtfulness, organisations must also ensure that their post-pandemic virtual and physical 
workplaces are inclusive and intuitive for employees across generations. Additional budget can and should be 
directed towards helping older employees assimilate and adapt to a hybrid work future – through trainings and 
one-on-one guidance.

There is great value to allowing employees to share their thoughts on structuring hybrid work via open 
ideation sessions. Not only does it create greater buy-in and higher adoption of new processes and 
technologies as they are rolled out, but it also makes room for innovative ideas. For example, we’ve seen 
younger employees suggest the use of non-traditional communication tools at the workplace, like Discord 
or Gather Town, which are often used for gaming and communities.

“

”Mallory Loone  

Some thought starters for organisations to rethink their hybrid work structure:

The structure of a company’s hybrid work model will form the backbone of its 
long-term success, both as an employer and a business. 

A customised structure of 
hybrid work starts with 
knowing your workforce. 
Partner with your 
employees to help them 
discern their individual 
characteristics, job scope 
and personal circumstances, 
in order to determine the 
type of work arrangement 
that best suits them. 

Understand your employees

Instead of a top-down design 
of hybrid work, conduct open 
ideation sessions on an 
ongoing basis to allow 
employees to suggest 
changes they want to see in 
the post-pandemic 
workplace. Allow the younger 
generation to contribute fresh 
perspectives and new ideas.  

Give workers a platform to 
weigh in

In a hybrid work future, 
employers have an 
opportunity to redirect real 
estate expenditure towards 
improving the hybrid work 
experience. Explore 
innovative technologies, 
productivity tools and 
ensure that your senior 
workers can keep up.

Channel budget towards 
new tools and devices
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Imperative #3: Culture 

If leadership is the brain and structure is the body, culture is the soul and spirit of an organisation. It gives a 
company character and personality, and helps employees feel excited about coming to and/or doing their work 
and engaging with one another. 

A key downside to remote working is the reduction of real-life and opportunities for social interaction. More than 
simply allowing colleagues to form closer bonds and therefore work together with great chemistry, the physical 
workplace is also a space where meetings and idea exchanges could take place spontaneously. Such opportunities 
can hardly be engineered in a remote work setting, where there is little chance for unplanned interaction outside 
of the deliberate scheduling of online meetings. In the long term, creativity, innovation, and collaboration will 
su�er. Steps must therefore be taken to allow such discussions to occur organically again – especially in a hybrid 
work arrangement.

Culture building activities are no longer an optional sport – we need to rethink 
employee engagement.

One important aspect of culture is learning and development (L&D) – a crucial element for all working 
professionals, no matter the stage of their career. L&D can take place as part of the corporate curriculum, but it 
can also happen informally through interaction and observation at the workplace. 

In a remote work environment, the lack of in-person interaction has compromised opportunities for employees to 
“watch and learn”. For anyone starting a job for the �rst time or transitioning into a new role, the ability to learn 
through observation is limited and instead, new hires are limited to scheduled virtual trainings to learn from their 
colleagues and supervisors. Dr. Julian Waters-Lynch highlighted that the impact of this would be especially felt 
by Generation Z, who are likely to be starting their �rst jobs during the pandemic.

Rethink learning and growth



In a hybrid work environment, your employees may 
fall into two key groups – those who work regularly in 
the o�ce, and those who prefer working remotely.
Dr. Julian Waters-Lynch cautions against the risk of 
split cultures emerging between home-based 
employees and those in the o�ce.

The Wall Street Journal published an article in July 
2021 discussing the uneven odds for promotion with 
hybrid work, which highlighted the possibility of 
workers in the o�ce bene�tting more from in-person 
interaction with leadership. Dr. Julian Waters-Lynch 
echoed the same considerations: “People naturally 
crave proximity to power, and the rise of split 

work cultures could likely cause tension in o�ce 
dynamics and perceived imbalances between the
two groups.” 

He added that managers and leaders need to be 
mindful and sensitive to these risks and take steps to 
ensure fairness for those not working in the o�ce and 
prevent an ‘out of sight, out of mind’ situation. 
Organisations must therefore create a system where 
all employees – regardless of where they work – have 
dedicated facetime and opportunities to demonstrate 
growth and managerial skills. Promotions must also
be results and outcome-based, not tied to hours spent 
physically at the workplace.

Prevent split cultures

Ultimately, culture-building cannot be an afterthought 
in a hybrid work world – it must be a conscious and 
deliberate part of employers’ agendas. With the lack
of real-time conversations, unplanned idea exchanges 
and richer communication, it will threaten employee 
creativity and innovation in the long term. Leaders 
therefore need to facilitate and engineer
opportunities for ideation, creative brainstorming,
and cultural bonding.

For a start, organisations can rethink the role of the 
physical workspace in a hybrid work environment. 
What was mainly a place to work pre-pandemic can 
now be transformed into what Harvard Business 
Review terms as a “culture space”, which provides 
workers with “a social anchor, facilitating
connections, enabling learning, and fostering 
unscripted, innovative collaboration”. 

Make culture-building deliberate
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Even for current employees, scheduled L&D sessions 
have now become a chore as employees today su�er 
from what Stanford researchers have termed as 
“Zoom fatigue” – the feeling of being tired out by 
long hours of video calls. Dialling in to one training 
after another has become mentally exhausting and 
cumbersome. According to Mallory Loone, 
organisations therefore need to better integrate 
training objectives with actual application for 
employees in their daily work.

“Many employers want their employees to learn 
new digital skills, but when they do not help their 
workers understand how it integrates and relates 
to their roles, you get sta� who are disengaged
and see training as a waste of their time,” she
adds. “Helping employees upskill is important,
but it has to be carried out in a manner that is 
engaging and contextual rather than just making
training mandatory.”

Dr. Julian Waters-Lynch 

You learn a lot in your �rst few years of working just by observing and watching people. Even factors like 
proximity to your colleagues can a�ect whether an employee is comfortable with asking another for help. 
For our Generation Z workers who come straight out of university and start their �rst job sitting in front 
of a computer, there may be hesitancy to ask what might be perceived as a “dumb question” on a digital 
platform where everything can be recorded. Organisations must consider the long-term implications for 
new hire onboarding, socialisation and apprenticeship. 

“

”

https://news.stanford.edu/2021/02/23/four-causes-zoom-fatigue-solutions/
https://www.wsj.com/articles/the-uneven-odds-for-promotions-with-hybrid-work-11626062462
https://hbr.org/2021/03/designing-the-hybrid-office
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To build culture and facilitate innovation in a hybrid work environment, organisations can consider the following:

The key is to �nd a balance between the bene�ts of working remotely and working in the 
o�ce, and create a model that brings together the best of both work arrangements for a 
truly successful hybrid work culture.

L&D must not be 
compromised in the hybrid 
work world, but 
organisations must �nd ways 
to make it engaging. Explore 
the use of creative formats 
and platforms, and take the 
time to help employees 
understand how training in 
these new skills can help 
them do their jobs better.  

Make learning part of 
engagement

Level the playing �eld 

Organisations must prevent 
the risk of split cultures and 
‘insider’ or ‘outsider’ groups, as 
well as the risk of uneven 
opportunities for career 
progression. For a start, 
organisations can redesign the 
method of promotion 
evaluation and introduce �xed 
processes to ensure that all 
employees get regular 
facetime with their bosses and 
a platform to �ex their skills. 

Plan budget for e�ective team 
engagement and ideation

Companies can take budget 
saved from daily o�ce 
expenses to invest in 
dedicated and regular 
activities for social 
engagement, such as a team 
lunch or even an interactive 
training session. This creates 
more opportunities for a free 
�ow exchange of ideas to take 
place organically, and to build 
trust and stronger working 
relationships between 
employees – especially for
our Generation Z workforce.



Dell Technologies Remote Work Readiness      16

Conclusion: How We Move Forward 
in a Hybrid Work World 

Work today is no longer anchored to a single place and moment in time. Instead, it is focused on outcomes – 
and organisations must be ready to help their employees realise both their professional and personal roles 
e�ectively regardless of where they work.  

Successful hybrid work therefore requires intentional and empathetic leadership to steer the organisation in 
the right direction; a thoughtful structure to hybrid work that allows employees to work e�ectively and 
e�ciently; as well as the deliberate direction of resources towards building culture and preserving learning, 
development, and innovation. 

In today’s world of hybrid work, the call for organisations to lead with empathy and intent is 
more important than ever.

Leadership

Make incremental changes to 
help workers adapt within 
shorter time frames. Ensure 
that quarterly reviews are in 
place to keep your hybrid 
work strategy closely aligned 
with your business, people, 
and culture. 

Think big, but start small 
with near term wins

Focus on results and motivate 
employees to constantly deliver 
their best work – no matter where 
or when they do it. Facilitate open 
communication and build trust by 
designing a system where 
managers and employees can 
work closely together to optimise 
their productivity and tasks.

Focus on output, not input

Maintain a start-up managerial 
style to stay close to the 
ground, encourage open 
conversation, and express care 
for employee needs. Get out into 
the trenches to listen to and 
engage with employees no 
matter where they are.

Learn from start-ups



Understand your employees
Partner with your employees to help them discern their individual characteristics, 
job scope and personal circumstances, in order to determine the type of work 
arrangement that best suits them.

Channel budget towards new tools and devices
Money saved on real estate can be redirected towards improving the hybrid work 
experience. Explore innovative technologies, productivity tools and ensure that 
senior workers can keep up.

Give workers a platform to weigh in
Conduct open ideation sessions on an ongoing basis to allow employees to suggest 
changes they want to see in the post-pandemic workplace. Allow the younger 
generation to contribute fresh perspectives and new ideas.

When it comes to designing a hybrid work model, avoid a one-size-�ts-all structure.

Structure

Culture building activities are no longer an optional sport – we need to rethink employee 
engagement.

Culture
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Invest in dedicated and 
regular activities for social 
engagement, such as a team 
lunch or even an interactive 
training session. Create 
opportunities for a free
�ow exchange of ideas to 
take place organically, and
to build trust and stronger 
working relationships 
between employees.

Plan budget for e�ective team 
engagement and ideation

Redesign the method of 
promotion evaluation and 
introduce �xed processes to 
ensure that all employees 
get regular facetime with 
their bosses and a platform
to �ex their skills.

Level the playing �eld

Explore the use of creative 
formats and platforms, and 
take the time to help 
employees understand 
how training in these new 
skills can help them do 
their jobs better.

Make learning part of 
engagement
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