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Our environments in work and home life are adjusting, as distancing becomes a new 'norm' and

we get to grips with how we go about our daily routines now and for the months and years ahead. 

As business leaders, we have a duty to manage the impact we have experienced and identify how

stability can best be achieved with the changes that have been, or need to be introduced. 
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Over the last few months' we have seen many cases of admirable resilience, determination and compassion to care.

Despite the immense difficulties we have experienced, there are many positives to adopt.

This guide will assist you in identifying the areas of focus for continuing to operate, how to transition from former

ways of working to new, whilst highlighting the importance of workplace wellbeing and managing change as your

'new normal' is established.

We have a wealth of knowledge and experience in effectively and efficiently managing operational and strategic HR

and Organisational Development with change management and nurturing workplace wellbeing embodied in our

practice. We understand how in any business "it's all about the people".

This guide is full of ways in how we can assist you further, so please do get in touch if you need support, or simply

want a confidant to talk through your plans and intentions.

HR Consultancy Team



With your best laid plans in place at the point of lockdown, did they really encapsulate the core
areas of your business that you needed to keep a grip and control of when business disruption
arose?

As we begin to move out of lockdown and reflect on this experience, it is crucial that you preserve
organisational memory of what saw you through the difficult times and learn from what you have
gone through. This will give you greater assurance to be in a 'ready state' to cope with any
continuing or future issues that may arise as we attempt to comprehend and adjust to an
economical and social landscape that is yet to be fully understood.

Engaging your employees and taking them on your journey of reflection will enable them to be at
the core of your thinking, after all they are your most important asset. They will help you identify
what has worked and what you can improve on in order for your business to estalish a new normal.

So as you begin to reflect, learn and adjust your continuity plans, preserving what you can and want
to whilst introducing newness in your business thinking, we have outlined some of the key areas as
a business leader, you should be focusing on to be responsive to emerging risks or issues whilst
enabling organisational resilience... 
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Maintaining Business Continuity
 AREAS YOU NEED TO CONTINUALLY MANAGE:



Scenario the different types of incident that could occur and what you need to do to mitigate and
manage these (i.e. the ability to respond to cases of COVID-19 in the workplace)

Put in place an AAR (After Action Reviews) or a situational SWOT (Strengths, Weaknesses,
Opportunities, Threats) for learning and reflecting from incidents that occur

Have an Emergency Response Checklist and Risk Register where you can monitor, manage and
mitigate risks and prevent further issues arising

Continuing to access / keep a track of Government & Business Banking support available (for
further business impact, loss of business, the May reopening of Statutory Sick Pay Scheme claims)

Ensure your business insurances cover any changes you are putting in place (remote working, re-
opening business with adjustments)

Audit the safety and security of your ways of working that you have in place at home or in the
workplace and take swift action to address any risks / issues that arise

Ensure your infrastructure (IT and mobile working, facilities and equipment) is 'fit for purpose' to
deal with any change / eventualities of incidents occurring

Channels of regular communication internally (specifically team updates, board) and externally
(customers, suppliers, networks)

Focus your business planning for the short (1 - 3 months), medium (3 - 6 months) and longer term
(6 - 12 months+) and have this as a standing item to regularly monitor and adjust with agility 

Ensure policies, procedures and practices (recruitment, sickness management, flexible / home
working), and Terms / Conditions enable you to manage, change and transition to your new
normal

Have a checkpoint plan to manage and monitor these critical business areas as you transition out
of a 'continuity state' to a new normal way of working

Business Continuity ability areas to maintain:

For more information about business continuity
support available to you, or to obtain templates of any
documents references, email alice@youhr.co.uk you
can also book a free no obligation conversation to

discuss your business continuity needs.

"Business Continuity isn't something to just simply focus on when
disaster strikes. It is a fundamental part of keeping your businesses
afloat. Checking its buoyancy alongside your 'business as usual' state
of affairs will ensure its solidity serves a purpose when a storm hits.
The same way you would check a life raft is intact before you enter
rough seas"

Jonna Mundy
CEO You HR

https://www.gov.uk/guidance/claim-back-statutory-sick-pay-paid-to-your-employees-due-to-coronavirus-covid-19


Checkpoint planning
WHAT DO YOU NEED TO CHECK AS YOU TRANSITION
AND RECOVER OUT OF BUSINESS CONTINUITY MODE:

As the nation gets to grips with the Government's exit strategy, knowing how you are going to
transition from 'continuity' mode to a new normal way of working will require careful planning and
management. Now is the time to invest in doing so.

Focusing on the areas being maintained as part of your continuity plan will bode well when exploring
broader areas of your businesses needs and to really understand the changes to be made to your
business model. Using your business plans effectively to be able to recover is key to repositioning your
business and checking in on vital areas of your business is crucial.

Your priorities and needs will have changed as a business, a business leader, so will your clients and
prospective's needs have changed, how will this affect your business? What do you keep checking in on?... 

Embrace the value of all that has been disrupted and relish with serendipity in what can be changed and
how you transition from what you had to where you want to be.
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What mechanisms will you use to maintain your business voice and continue to communicate and engage with your stakeholders (employees, board members, suppliers, partners
etc...) and keep them abreast of your plans. How will their plans impact on your business that you need to take into account?

Who do you need to involve, how and with what, when you start to create your 'New Normal'? How are existing relationships evolving and new ones forming?

What has changed in your industry and the markets you work within? How can you reposition your competitive edge and use your brand voice to talk to the markets you are
wanting to trade with? How have market needs changed and what will you need to change in your business products / services as a result?  

How will you be maintaining a grip and control of forecasting your finances and resource management, regularly reviewing; your cash-flow, your supply and demand of resource,
your key targets to monitor and assess business performance?

How will you test that your systems, processes and practices are fit for purpose, that you are scrutinising the right areas you need to within your business, that you are focusing on
the right areas of business redesign / change?

Consider what rigid policies may be preventing you from being able to move forwards, where could they be leaner, more agile, less complex yet enhance organisational decision
making? Where can you instil 'self-direction' and move aware from stringent management to a more coaching environment that focuses on outputs rather than conforming to
process?

How can your corporate social responsibility improve, where are you able to give back, to employees, to the community, your clients, your network? Where are you relishing in a
new world of being #InItTogether?

How are you planning and prioritising who needs to return to the workplace and how this can best happen? What do you need / want to review regarding current ways of working?
Can you continue to work remotely? How much has this positively impacted on worklife balance for all? And introduced cost savings (on overheads and expenses)?

How will you start going out and about in your business? What modes of travel will you use (own vehicle, bike, walking) when trying to minimise the use of public transport / maintain
social distancing? 

Have your staff or managers been picking up activities that may not normally be part of their role, where can you think about skill-mixing for your new normal, up-skilling, career
development opportunities, the talent you have spotted, the succession plans you can lay down?

What training and development do you need to focus on? Do you need to train managers and staff in how to handle the changes in the workplace / ways of working / maintaining
levels of health, safety and wellbeing?

What wider business learning and development needs should be put in place (understanding how products/services may
have changed) or where you need to check-in with your employees to ensure you have the right leadership in place?

Have your organisational values, behaviours, standards shifted at all and are they instilled across your business?

How will you keep your finger on the pulse of your 'employee health' and provide a safe place to work, preserving workplace
wellbeing and accentuate the positive?

email alice@youhr.co.uk for a copy of our Checkpoint
Plan Template or to book a free no obligation virtual
chat to get our advice and guidance on your plans to

transition and transform out of lockdown

Checkpoint considerations when transitioning and transforming to your new normal:



Workplace wellbeing
 "IT'S ALL ABOUT THE PEOPLE"

Our physical and mental wellbeing is being challenged like never before. With the Office of National Statistics (ONS) reporting
in June 2020 that almost 3/4 of adults (68%) in the UK said they were concerned about the effect that COVID-19 was having on
their life and will continue to do so before life returns to some form of normality, this naturally will impact on their wellbeing,
work and general performance overall.

With ONS reporting increased levels of anxiety and, reduced levels of 'happiness' and 'life satisfaction'; coupled with Hays
(Recruiting experts worldwide) reporting in their 'Wellbeing Matters: What Workers Want 2020' report that across industries
employers are reporting an average of 30% reduction of employee wellbeing; it is crucial for business leaders to assure
themselves that their employees are aware of the actions they are taking to fulfil their responsibility around 'duty of care'.
Employers need to lead by example in this critical area of concern and demonstrate how to 'self-care' and look after their own
wellbeing. Helping yourself and nurturing your wellbeing to be able to look after others is vital.

The impact of COVID-19 is felt by all and this scar will take time to heal. Business leaders need to be pragmatic when managing
people that have been absent (isolating, furlough, homeworking or otherwise) from the workplace for a long time, probably a
period of absence that many employees have never experienced before. A must have is good HR practices enabling you to
keep a handle on each situation and how best to manage.

It goes without saying that people are, therefore, understandably concerned, possibly for a multitude of reasons right now
(work v caring responsibilities; inability to work due to self-isolation, being furloughed; working from home and feeling isolated;
risk of redundancy; using of public transport to travel to work; the future and the ability to make plans).

There is a lot for employers to review and change how employees can best perform in a safe working environment and how
this can be sustained. We have set out a number of key areas to assist your thinking and actions. 
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Assess how surfaces, especially those in communal
spaces, are kept clean before and after use (e.g. door
handles, desk phones, office equipment) 

Introduce ‘spot inspections’ of workstations / office
space to ensure your guidelines are being adhered to
and actions taken from risk assessments you
undertake 

Limit the number of employees ‘in office’ to maintain
social distancing,continue to work from home where
you can. Consider any flexible working requests (i.e.
change of working hours) and/or staggering start/end
work times, but don't lose sight of maintaining social
interaction, especially for those experiencing loneliness
·      
Work back to back / side to side rather than face to
face, put in place screens / barriers where possible.
Keep desks minimum 2 metres apart (until the
Government change this rule) and avoid the use of
‘hot-desking’ 
    
Limit / restrict visitors to the office space or provide
guidance so they comply with your requirements

Promote the safe disposal of rubbish
(especially 'catch-it, bin it, kill it.)

Health Safety

What do I need to change and focus on for workplace wellbeing?

Re-orientate staff back into the workplace (even if still
working from home but furlough is ending/changing).
Ensure line managers are: able to champion any changes
you have made; familiar and remain vigilant for symptoms;
knowing how to manage such situations 

Encourage own lunches to reduce communal kitchen use
of shared appliances, an opportunity to reduce caffeine
intake, most importantly an opportunity to promote 'take a
break'!

Assess the different needs of your employees and make
reasonable adjustments where required. ONS continue to
report a large majority of people are feeling worried,
stressed, anxious, in general and about work/workplace.

Ensure your policies and processes reflect any changes
you are introducing to manage health and wellbeing (i.e.
sickness absence, homeworking, flexible working)

Minimise close contact, use appropriate face coverings,
enable regular hand washing, promote materials that will
help employees in the workplace to conform and be
assured - i.e. display of the Government's COVID-19 poster

Conduct a series of pulse surveys to test out how your
plans are progressing to maintain health and wellbeing,
with a particular focus on engaging and involving
employees and encouraging them to give feedback 

email alice@youhr.co.uk for a copy of our homeworking survey
(that includes DSE) or any of our other wellbeing guides and
templates. Book a call to discuss with us how you can make
positive changes to your workplace and enhance your wellbeing,
including how to review policies, procedures and practices.

YHR survey revealed
only 

55%
workers are regularly

taking a break 

YHR survey revealed 

100%
workers would like

more flexibility / work
from home

0% 5% 10% 15% 20% 25%

I have been furloughed 

Decrease in hours worked 

I am worried about my health and safety at work 

Asked to work from home 

Increase in hours worked 5 

Finding working from home difficult 

Tempoary closure of own business 

I will have to work around childcare responsibilities 

Working long hours with no breaks or reduced breaks 

I have to work around homeschooling responsibilities 

"In the past seven days 
how has your work been affected?"  

 Drawn from the Office of National Statistics May / June 2020. Base population for percentage: adults aged
16 years or over who said coronavirus was affecting their work (2,500 respondents).

https://assets.publishing.service.gov.uk/media/5eb97021d3bf7f5d43765cbf/staying-covid-19-secure-accessible.pdf
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WHAT EMPLOYMENT CHALLENGES DO YOU NEED TO FOCUS ON COMING OUT OF LOCKDOWN:

Managing employee matters
There has been an array of different scenarios emerging, caused by COVID-19 as we come out of lockdown; employees may
have been working longer hours perhaps with shortened breaks, or even working less / furloughed if work had diminished. 

Maybe you need to look at staggered returns to the workplace, lunch breaks at different times, or continuing to work remotely,
maybe you need to consider increasing flexibility due to carer responsibilities, or are looking to recruit?

Or maybe you need to consider other measures as a means to preserve employment as best you can. Needing to consider
making pay cuts, reducing bonuses and commission, stopping overtime, freezing pay reviews, reviewing benefits (albeit
cautiously so as not to impact on wellbeing; perhaps extra holiday entitlement beyond statutory offerings needs to reduce, or
periods of unpaid leave / sabbaticals that are beneficial to employees circumstances), or withdrawing offer letters - all as a
means to reduce costs for a period of time and to preserve. 

These are considerations worth taking into account before you perhaps need to focus on running a voluntary redundancy
process, or exploring options for early retirement, final steps before proceeding with compulsory redundancies. There are
difficult employment issues for many to understand and work through. Many scenarios where business leaders will need to
plan and think carefully and ensure they meaningfully consult and engage their employees with their thinking.

It will be a turbulent journey for some time and whatever the demand, to increase or decrease your workforce, needs to be
taken into account with all that this guide has worked through, to ensure continuity, to manage transition and transformation
well, most importantly to nurture employee wellbeing.



Seeing the BBC media coverage recently on British Airways, accused of a "calculated attempt to take advantage", from their 'fire and rehire' on
diminished terms and conditions of employment, employers should take note to work through their planned intentions with due care and
consideration of reasonable rationale that will enable you to reach agreement before change is introduced. Very often employees will accept
changes to their employed terms that result in reductions (hours, pay, contractual benefits / entitlements), as a means to avoiding redundancy,
providing the rationale is clearly understood and not enforced upon them (dismissal and re-engagement should be seen as a last resort). The
CIPD reported in their latest (June) Labour Market Outlook (LMO) that 33% of employers will be looking to introduce pay freezes. 

With the deadline passed to furlough any new entrants on the CJRS (Coronavirus Job Retention Scheme), other than those you have already
placed on furlough for a 3 week period up to the 10th of June (noting you need to submit any claims for periods ending on or before the 30th of
June), business leaders will need to take into account that; from August, claims will no longer cover Employers National Insurance Contributions
and Pension, from September will see the percentage of wages capped to 70% (up to £2,187.50) with employers having to top-up to at least
80% (up to £2,500) and the same applying when in October the scheme contribution will reduce to 60% until the system ends on the 31st
October. It may be prudent to continuing accessing the scheme until you determine your clear case for change for any reductions you want to
make. 

Alternatively, you may have a genuine situation where you need to reduce your headcount (business demand has declined, a reduction or
cessation of the requirement for the role, increasing use of technology or a change in knowledge skills and experience, of course you may
unfortunately be closing your business entirely). A Recent survey from CIPD of 500 HR professionals suggests that 42% expected to make
redundancies during or after the CJRS ends. The HMRC Guidance on the CJRS makes clear that employers are permitted to make employees
redundant (on a voluntary or compulsory basis) whilst they are on furlough or afterwards. 

It is important, therefore, to justify your actions and not to use the redundancy process for other means (i.e. to address issues relating to
performance). If the fairness of a redundancy dismissal during the operation of the CJRS is challenged, it may be necessary for the employer to
explain why it proceeded to dismiss whilst that support was still available, so perhaps notice period expiration's coinciding with the end of the
CJRS would be a helpful consideration. 

Employers cannot claim statutory redundancy payments under the CJRS but can claim notice pay (subject to the usual caps for furlough pay) if
an employee's notice period coincides with a period of furlough. Whether the employer is obliged to "top up" pay during the notice period to
100% of the employee's normal pay could depend on whether the employer is required to give only the statutory notice period or at least a
week longer, and on whether the employee has normal working hours or not. 

Business leaders should ensure that consultation is fulfilled for anyone being made redundant and put together a detailed timeline to ensure
that practical and legal considerations are reflected in their preparations. This will, along with any non-discriminatory pooling and selection to be
applied, ensure a fair process and fair dismissal(s), even if redundancy numbers are small (19 or less) a reasonable (i.e. no less than two weeks)
consultation period should be fulfilled that includes meaningfully discussing why the redundancy is proposed and any means to avoid
redundancy and steps you will be taking to minimise the amount of redundancies and limit the affects on employees. Considering the
appropriate timing for commencing any redundancy consultation within your plans is key.

If you are proposing to dismiss 20 or more (up to 99) employees must, as well as the above, conduct collective redundancy rules  (i.e. consulting
with employees and their representatives - recognised trade union or nominated employees). The length of consultation must start at least 30
days prior to any dismissals (for 100 or more redundancies, the consultation must start at least 45 days before). The latest HMRC Guidance on
the CJRS clarifies that trade union or employee representatives may participate in collective consultation whilst on furlough. We believe the
same will apply to employees engaging in consultation on an individual basis to enable meetings to be held.

Change inevitably brings about uncertainty with both positive and negative impacts. You know your people more than anyone else, you can
pre-empt what they will think and feel about your plans for your 'new normal'. Positioning your plans, even where difficult conversations need
to be had will enable you and those on your journey, to not lose sight of the ‘why’, ‘what’, ‘when’ and ‘how’. Be prepared for responses and how
to manage any conflict, risks, issues or other concerns.

Redundancies will naturally impact negatively on the entire workforce, the affected casualties and the survivors. It’s a difficult decision to have
to make but after exhausting all other measures to try and reduce your overall wage bill in a different way, it may understandably be your only
option. Focusing on the development of those surviving will be a positive step forwards for you to start coming out of the difficult times.
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Where is your starting point of ‘A’ and where is ‘B’ your 'new normal' destination? 

Work backwards from B to identify what needs to change in your A regarding your structure and roles 
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Where are you getting your HR advice and support from? 
With Hays reporting that 79% of employers need support especially as a result

of a third of employees wanting support to cope when dealing with change,
have you got the support in place that you need?

Email alice@youhr.co.uk to access a multitude of templates and guidance
documents, or to book an online virtual meeting where we can help you

navigate through your change plans you want to achieve. 

It’s hard to find the energy to remain motivated in such times. Setting a clear and short critical path for your organisation to achieve short-
term objectives will mobilise and galvanise your employees around a common goal. Take the opportunity to articulate, as part of your regular
communications, your organisational vision, your purpose, values, standards and expectations, particularly if they have changed, as these will
help keep employees grounded and familiarise their work to what needs to be achieved, even in times of uncertainty.

Engage and involve your employees at every opportunity. Encourage recognition and ‘kudos’ as part of your core culture for all to participate
in, especially those that demonstrate alignment to your critical path, who are living your values, leading by example during this time. Keep
communicating, even when you don’t have all the answers to ensure that voids aren't filled with conjecture and create unnecessary concern.

If business demand is in high for you, perhaps you can invest in more support, with online recruitment methods sky rocketing, think about
how you maximise resources available (i.e. recruitment systems, psychometric assessments, skills tests) to select the right candidates for the
right roles as part of your 'new normal'. Maybe you can explore without monetary costs, bringing in past employees or volunteers on a short-
term basis.

In circumstances where there is more work than employees, or when the team is missing a particular employee / or you have vacancies
with specialist knowledge, skill or experience, teamwork is essential for ensuring the workforce comes together and performance doesn’t
dip. Maybe you are experiencing degrees of under performance, struggles of feeling overwhelmed / anxiousness that stifles performance;
keep communicating and reassuring your employees to allay any fears of downward turns, think about how you can maintain levels of
motivation.

Think about how you can ensure all employees are encouraged to continuously ‘speak up’, especially when difficulties are afoot as this will
help you to shape your communications and know where you need to focus to provide clarity and certainty where you can, even in difficult
times with many challenges ahead, people will prefer to know than not.

Assess the strength of your management resilience levels in your organisation, and empathy and emotional intelligence and as the business
leader, set examples of how your managers should coach and nurture, not just simply instruct, use this to shape a shift change in your
culture where you can focus on effectiveness and business results through encouraging self direction. This will be a particular area to
concentrate on if you are looking to continue working remotely or at least be prepared for requests to do so that may come in from your
employees. With 'This Week' magazine reporting 44% of Britons would like to have the option of working from home (1 in 12 employees are
planning to ask their employers if they can work from home full-time).

With McKinsey & Company reporting from their global survey that we have vaulted 5 years forward in adopting a more digitalised way of
doing business, they are offering innovative ideas of how to realign your digital agenda in their 90 day plan. Furthermore a recent report
from the CIPD reports that 79% of organisations are now using learning technologies to enhance the capability of their employees. Ensure
that you continue to grow your organisational 'e' capability, especially if you're continuing to work remotely. Survey your employees and
review what is working well in this change of environment when compared to your previous ways of working and culture - this will help you
to again identify where you need to focus and develop.

Developing a plan of action to adequately prepare and organise your employees for the workload they need to tackle and enjoy reflecting on
what skills, behaviours and competencies you need in your organisation to evolve in your ‘new normal’. What management and leadership
do you want to see drive your people and your organisational change to your new destination and not to disparity? What development can
be undertaken online?



Your new normal Be mindful to not overcentralise your plan and

narrow your view, this will serve no purpose for you

or your business. 

Take heed not haste in your decision making during

a time of crisis, the latter will not quickly be

forgotten if you operate in such a way. 

Despite the pressures you may be under, create
that space and time to think and inspire those

around you as you take them on your journey.

Whilst no one knows the best route or how long it

may take, as it's never been mapped before, relish
in your future way of working that you are shaping.

Even if you need to make significant organisational

changes, try searching for the positives wherever

you can, most importantly communicate, engage
and involve those that the change will affect, both

directly and indirectly in your organisation. 

Involving others may cause your route to change

direction, though, through such open and honest
dialogue, consulting on change plans and a shared

realisation of the complexities involved, will enable

those affected to support you and each other, it

may also generate different concepts that you

possibly haven’t considered before. 

Ultimately, these steps will foster an invaluable

degree of organisational trust in how you are

leading your business through a period of

unprecedented change and driving everyone

forward. This alone will be your light to see you

through the darkness.
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6 steps in creating your new normal:

Whatever your circumstance, there is opportunity to reflect on the recent challenges you have faced and
crystallise what has worked well for you in how you have progressed change in your organisation. It’s
priceless to do so and only you can write your story on this – this narrative will be vital when you begin to
map out your new normal.

Adapting to your 'new normal' will take time and will need nurturing. You HR have been sharing the 6 steps
(opposite) for some time and assisting business leaders in how to create their new normal.

Your roots of nurturing your new normal will grow out of embracing all that we have shared in this guide,
but to emphasise again, the importance of focusing on mental and physical wellbeing for all meaningfully,
more so now like you’ve ever focused on this before, is critical.

It would be right to point out, for you to remember, that making difficult decisions for your business and
introducing change, will often leave you feeling lonely, even with an inclusive way of working, so be
prepared and equipped 

Having a sharp eye and mind to focus on your 'new normal' line of sight will require thought and decisive
action. This approach will prevent you from becoming stifled, suffering over-analysis paralysis or an over-
expectation for perfection right now. The time for refinement will come… Those business leaders that
prioritise the ‘must do’s’ the ‘urgent priorities’ and planning the resources required, will be the ones that will
progress on the right journey of change.



Positive

Negative

Managed Change Unmanaged Change

Stage: Status Quo
Reaction: Shock/Denial

Stage: Disruption
Reaction: Anger, Fear

Stage: Exploration
Reaction: Acceptance

Stage: Rebuilding
Reaction: Committment

Time

When change is first introduced, people's initial reaction may be
shock or denial, as they react to the status quo being challenged.
Once the reality of what is being proposed starts to sink in, people
may react negatively, possibly out of fear or uncertainty, they may
feel angry and actively resist the change. Some will wrongly assume
the consequences of change or identify real threats to their position.
As a result, business leaders may experience disruption which, if not
carefully managed, can quickly spiral into chaos. Create ways such
circumstances can be mitigated, keep talking to your employees,
engage and involve them and ultimately agreement is reached.

For as long as people resist the change and don't move forward, your
'new 'normal journey' will be unsuccessful. Try and explore with each
individual how the change can best be accepted, it will reduce the
focus on what they have lost and start to build concepts to test out
what the change means, and learn the reality of what's good and not
so good, and how they must adapt. Being able to resiliently and
empathically support your employees through the change will
help them to accept and reap what positives they can.  

Maintain an overview of how the change is being embraced and
accepted, keep communicating to determine how the planned
change is forming, even if this involves managing departures. Missing
this opportunity may result in disengagement, demoralisation and a
breakdown in relationships, creating risk of disruption and possibly
even complaints. The time people need may vary as everyone is
different and change is a personal subject. Achieve the right balance
to provide as much information as you can whilst being conscious not
to overwhelm and overtime, acceptance of the change will grow,
outcomes progressed and your 'new normal' is forming.

The Change Curve



As we continue to grow our own journey progresses, we accomplish
exceptional personalised services, assisting Public Sector and Not for Profit
organisations, and those Small Medium Enterprise's that synergise with us to
have a purpose to do good, at their core.

Our brand (You), our values of listen, understand, action and achieve, along
with our strapline of "it's all about the people", are prevalent now more than
ever before.

You HR's philosophy, is visualised in the Consultancy’s Tree of People Growth.
We demonstrably prove that our expert knowledge and experience in Human
Resources, People and Organisational Development, Organisational Change
and Wellbeing services, provides beneficial good people management to any
business.

We are continuing to work in a virtual way as Oxfordshire's leading HR & OD
Consultancy with a big heart in giving back wherever we can.

Get in touch to find out how we can help you.

THE PEOPLE BEHIND YOU HR



For more information about organisational change support
available to you  email alice@youhr.co.uk. We can have a

confidential no obligation conversation for advice on any of
your employer/employee situations. 

Visit our website:

www.youhrconsultancy.co.uk

For more information, advice and
guidance on all things HR for You!

Hover over
our QR code

to get straight
to our website

© 2020 All contents copyright by You HR Consultancy Limited. You HR Consultancy Limited retains copyright and all other rights in documentation and software that is prepared by You HR Consultancy Limited and which is provided to the Client.  The use of such documents and software is restricted to the purpose for which they were
prepared and they are not to be forwarded to third parties without prior agreement by You HR Consultancy Limited.


