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Changing technologies and new ways of working were disrupting jobs even 
prior to the current crisis. In 2017, the McKinsey Global Institute estimated 
as a result of automation and artificial intelligence, as many as 375 million 
workers — or 14% of the global workforce, would have to switch jobs or 
acquire new skills by 2030. 

Due to the pandemic upheaval, the question of effective resourcing has 
become more significant. Workers and business owners across industries 
must assess how to adapt to rapidly changing conditions, and match  
people’s skill sets to new roles and business activities.  

This change in strategic thinking addresses the role of automation and AI, 
along with remote working transition. 

More broadly, as organisations recover from the impact of the pandemic, 
many will evaluate key aspects of their business models. 

This is creating a ripple effect across people management strategies. Leaders 
must identify how to reskill and upskill the workforce to deliver new business 
models in the post-pandemic era.

This ebook is designed for private business owners to discover ‘where to next’ 
for their workforce and people management strategy.
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The latest survey (released July 2020) from the National Skills Commission 
reveals an increase in the number of Australian businesses expected to 
escalate their staffing levels in the coming months to  21%, the highest since 
mid-February. For some of these businesses, ‘increasing staffing levels’ may 
include reinstating staff who had been temporarily stood down or replacing 
staff who were let go due to the pandemic. 

On the flipside, the proportion of businesses expecting to decrease staff 
numbers in the coming months remains very low at just 3%, having declined 
significantly from a peak of 28% at the beginning of April.

https://lmip.gov.au/default.aspx?LMIP/GainInsights/VacancyReport
 
Latest release - June 2020 - In seasonally adjusted terms, the Internet Vacancy Index (IVI) 
increased by 26.3% (or 24,600 job advertisements) in June 2020 to stand at 118,300. 

Despite this increase, job advertisements are 31.0% (or 53,100 advertisements) below the 
level recorded in June 2019.

1. EMPLOYMENT GROWTH 
CONTINUES TO IMPROVE 
(JULY 2020)
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It has become increasingly more critical for business leaders to develop 
meaningful, substantive interactions with consumers and colleagues as  
a result of COVID-19’s impact. 

Throughout the crisis and beyond, companies who invest in trust building 
behaviours impact on both their customers and their staff will provide 
invaluable support, facilitate cohesive relations and secure long-term loyalty. 

Businesses lacking transparent and consistent key messages are less likely  
to generate sustainable stakeholder engagement. 

The gap between businesses relying on old school management strategies 
and those adopting a forward thinking approach prior to COVID-19 demons-
trates this gap increasing through the crisis. These businesses are likely to 
lose significant market share if they do not alter their course, given change is 
occurring at unprecedented rates. 

There is little doubt that COVID-19 will irrevocably change the way businesses 
compete and business success will be determined by those who react swiftly 
to the changing fundamentals.  

TIP: Communicating your company vision and mission is the key to building 
trust amongst employees and customers and carry your organisation through 
uncertain times. As businesses recover and consider former employees, there 
will be a race to acquire the best talent. If leaders are to survive the next wave 
of economic challenges, and thrive into the future it is critical they continue to 
build trust.

2. FORCES FOR CHANGE

I. BUILD TRUST THROUGH KEY MESSAGES



Working models have been constantly adjusting to reflect societal changes 
incorporating caring responsibilities, long commutes and to lure and retain 
employees. This adaptability has been heightened by the pandemic.

A recent survey conducted by KPMG of 1000 workers highlighted that 
Australian’s are amenable to be in the office 1-3 days a week, instead of  
daily commuting. Employees are becoming more discerning regarding  
when, where and how they commit their time. 

The key outcomes for this change are people focussing more on driving the 
most productivity and effectiveness from their working and personal lives.

TIP: Discuss the best ways to reach productive business outcomes with  
your staff. There are many different situations people are experiencing 
whether they are dealing with distractions in the home or in the office  
and/or health and safety issues. Your staff will have an understanding of  
their needs and an opinion regarding which combination of working from  
home or in the office will support them personally and ensure they remain 
productive for the company. For staff unable to work from home, it is 
imperative they have a voice to share any health and safety measures.

II. THE IMPORTANCE OF CONVERSATION
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Remote working has been gaining momentum and as a result of the 
pandemic, telecommuting is here to stay. A recent CFO survey by Gartner 
reported that almost three out of four CFOs expect to “move at least 5% of 
previously on-site workers to permanently remote post-COVID-19 roles.”

Despite initial fears around remote working, companies are discovering this 
new way of working could be a long term blueprint. 

“Consider the experience of one pharma company with more than 10,000 sales 
reps. In February, it switched from an offline model to a 100 percent remote-
working one. As the containment phase of the crisis gradually recedes, you 
might expect remote working to fade. However, the company now plans to 
make a 30 percent-online –70 percent-offline working model permanent, thus 
leveraging the freshly developed skills of its sales reps.” Mckinsey.com

While many workers “learned by doing” during the first phase of the crisis or 
adopted quick training methods, it is likely continued remote work will pose an 
ongoing upskilling challenge. For example, sales teams may facilitate video 
meetings to effectively handle customer relations in remote environments.

Organisations are also facing a learning curve as managers explore best 
methods to manage teams digitally. This transition is more seamless for 
long-term staff who have established relationships and knowledge of their 
role, however onboarding new employees learning about the company 
without informal office interactions, poses a greater challenge. Staff are being 
required to develop new methods to sustain unity without engaging in casual 
office conversations. 

As businesses return to the workforce, a new generation of skills is likely to 
emerge, along with a new workplace culture.

Businesses are creating collaborative co-working spaces in suburban centres 
and smaller offices in capital cities within dustration-free environrments and 
supporting less employee commuting time. 

Changing the ways we work will also influence our skills gaps, triggering 
employees to contemplate whether they want to work from home in the 
future. Gartner research highlights that 80% of Australians want to work  
from home, which is higher than the global average. 

This impacts the recruitment process moving forward as business owners 
are screening for remote working skills such as the ability to self-motivate  
and strong time management.

III. TELECOMMUTING IS HERE TO STAY



The global pandemic has significantly changed the working landscape. 
Companies in heavily impacted sectors are continuing to let go workers or 
position employees on hold. Other businesses are struggling to scale-up until 
the transition stabilises.

Regardless of the business cycle, these recent changes provide an 
opportunity for owners and management to re-evaluate their workforce  
and generate a sustainable, competitive position. 

The challenge is to resource strategically and adopt effective working 
arrangements for the existing employees.

As we continue to navigate uncertain territory a crucial recruitment strategies 
will be to ascertain workers who are likely to leave the organisation and 
identify the best available candidates.

Opportunities for employees who think entrepreneurially, are resilient to 
change, able to adopt to remote working practices are escalating in the 
marketplace. These opportunities are particularly desirable if staff have 
endured pay cuts, inauthentic communication or unsafe health and safety 
work practices.

IV. RESOURCE STRATEGICALLY BEFORE  
YOUR COMPETITION
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Moving forward, some businesses may recognise they no longer require the 
same skill sets prior to the pandemic. It is critical for business owners to 
clearly identify key skills required to concisely support their business goals. 
 
“During the Ebola crisis, for example, a company operating in West Africa set 
a goal of rapidly improving its post-crisis performance.The company realised 
that its workforce lacked flexibility and moved to upskill people in adjacent skill 
areas. For instance, truck drivers learned how to be excavator operators. This 
approach yielded multiple benefits for the organization.” Mckinsey.com

For a retail business formerly you may have hired high-volumes of floor 
staff, however with the online shopping shift during the pandemic a greater 
requirement is for warehousing skills. 

What existing or new resources will accommodate your new-look business or 
new extension of services / products?

An opportunity to review all workforce’s skills sets to ascertain their future 
role within the business will ensure greater, sustainable business productivity. 
Additionally opportunities to retrain employees to transition to different 
departments to satisfy revised workforce requirements. 

TIP: Distinguish between critical and noncritical skills for the return of the 
workforce and upskill current workers in adjacent skill areas, keeping in mind 
what has worked in the past won’t necessarily work in the future. Shifts in the 
labour market, updates to regulations and the tight race for talent should all 
inform your strategy. Employers should consider how they target different 
talent segments to align with new business strategies and growth. 
 
To formulate a plan, consider these four questions:

1. Are you freezing, hiring or stabilising?
2. What type of roles will serve your organisation’s future?
3. What headcount do you require?
4. How and who will you screen these candidates?
 
Implementing an internal mobility program to fill skills gaps that have 
appeared since the crisis unfolded is an effective move to stay agile during  
an uncertain landscape.

V. STRATEGICALLY HIRING OR RESKILLING 
FOR NEW SKILL SETS



Reviewing your existing resources leads to significant savings on the  
direct and indirect costs involved in recruitment and onboarding, resulting  
in internal employees continuing to carry the company culture. According  
to research from the Harvard Business Review, it takes an external hire  
three years to perform as well as internal hires in the same position.

Internal mobility enables teams to evaluate the scope of their existing 
employees and promote lateral career advancements or moves between 
teams and business units. If an employee has transferable skills or 
characteristics, they may not be able to move vertically however seamlessly 
redeployed into different teams or divisions within the business. Commence 
by reviewing the CV’s of your current workforce to highlight skills sets  
which to be be leveraged moving forward.

The priority is to acquire the right people resources to guarantee a 
sustainable, competitive business.
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