
A new milestone has been reached: freedom becomes the norm again on 8
June.
 
After a lockdown during which our behaviour was governed by medical
experts and epidemiologists, it’s finally our move. We have more freedom of
movement again and with it comes the responsibility of keeping the curve
under control. 
 
For how long? No one knows. So this new-found freedom comes with a
number of strings. The new normal. Therefore it is in everyone’s best interest to
adopt certain rituals.
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Old habits such as shaking hands and
kissing people on the cheek remain
off limits. We need new ways of
greeting each other. Raising your
hand in an informal greeting or
perhaps an elbow shake? It doesn’t
matter.  The clearer, the better.
.
In addition to actions we perform to
say hello, we also need a new set of
rules to lunch or brainstorm
together.It may appear somewhat stiff
but there’s also an opportunity here.
 
The whole debate in your company
provides an excellent opening to get
everyone on the same page again.

By discussing how we can ensure a safe
work environment, we are implicitly
searching for common ground, for
viewpoints we can all agree on and that
everyone feels comfortable with.
 
Values and standards can be geared to
each other without explicitly naming
them.
 
Bringing company values and standards
in line with those of staff stimulates
employee commitment and
strengthens the psychological contract:
it leads to sustainable availability.
 
What are the rituals in your company?
Implicit and explicit. And what do these
rituals aim to achieve?

THE 
NEW
NORMAL.

THE IMPORTANCE OF
CHANGING OUR

RITUALS.

This new normal is based on 3 important pillars.



Covid-19 isn’t gone yet, not by a long shot.
 
We must stay vigilant. There’s always the risk
of a second wave and if that were to happen
it’s crucial to adopt the same action-oriented
attitude, readiness and decisiveness. 
 
Many businesses kicked into high gear. The
switch to teleworking went smoothly; all of a
sudden self-direction became the norm and
that went rather well, all in all. 
 
Still, let’s keep in mind this process was
largely fuelled by adrenalin and a
combination of the desire for safety on the
one hand and a sense of urgency fed by the
brutal images of the impact of Covid-19 on
the other. 
 
This combination inspired many of us to
outdo ourselves, at work or elsewhere. 
 
Just think of the services that made it
possible for all employees to work from
home at short notice,  but let’s not forget
about the many thousands who were
temporarily laid off and turned into
teachers/carers and parents overnight. 
 
Overall I’m impressed with the agility we’ve
demonstrated as a group.  Of course, there is
a price tag. There will be a price to pay,
make no mistake. 
 
So let’s anticipate by making sure we can
hone that agility even further in the future.

THE NEED 
FOR 

VERSATILITY.

How do we do this? 
 
By placing maximum focus on
mental rest, recovery time and
evaluation. 
 
Mental rest by offering predictability
and transparent goals.  Mental rest by
not asking any extras in the coming
weeks. Mental rest by not planning
any superfluous bells and whistles.
 
Taking the time to recover by
recharging our batteries. Taking the
time to recover by not immediately
raising our targets. Taking the time to
recover by focusing on self-care and
resilience. 
 
Evaluation by listing everything that’s
happened. What was good? What
could be improved? What does this
teach us? Where will we fall short if
we are able to handle a second
wave? How do we deal with these
hiatuses? Who can help us or what
are our resources? Evaluation by
assigning clear mandates and roles
Evaluation by adopting a proactive
policy. For Covid-19 and, if you focus
on the generic elements, for any fault
line that runs through the
organisation. I’m thinking of incidents,
accidents and other moments of
crisis. 
 
Don’t lose sight of MUST DO versus
NICE TO HAVE.



As of May 2020 we slowly started
rebuilding our freedom of movement. 
 
And then came the moment we’d all
been waiting for: the schools
reopened.  
 
But not every measure is interpreted
in the same way. Schools have a
certain measure of freedom in
choosing how to translate the various
measures. 
 
The result? A wide variety of
interpretations. 
 
The effect? Many parents are still
trying to put the pieces of the puzzle
together, even more so than during
the lockdown.  
 
Whereas the lockdown situation was
clear (‘Stay home and take care of the
children’), there’s a whole spectrum of
possibilities now.

Some children can go to school, others
can’t. 
 
And those who can go often do so at
odd hours. 
 
Still, companies are aware that schools
have reopened and many of them
expect their employees back at work.
But what about under 16s?  Should we
all just leave them home alone? Surely
not. 
 
FACT: Covid-19 measures may have
relaxed but our everyday puzzle is just
as complicated. 
 
Consequently, leniency is still the
operative word.

THE MANY ASPECTS OF OUR
FREEDOM 

OF MOVEMENT.

LENIENCY.



ASSIGNMENT.
 

How long can this person stay at work?
 

A single male has 3 children.  Fortunately they all go to the same elementary
school. Child No. 1 is in the first year of primary school; child No. 2 is in year

three and child No 3 is in the final year of primary education. Child 1 can go to
school on Monday and Thursday mornings between 9 and 11.40 am. The child

can enter the school between 8.30 and 8.50 am. Subsequently all children
must gather in the playground in a dedicated area outlined by crowd control
barriers before proceeding to the classroom at 9 am. All children must leave

the school at 11.40 am. Child 2 can go to school on Monday and Thursday
afternoon and every other Wednesday morning. Child 2 has to enter the

school gate between 1 and 1.20 pm and leave at 3.20 pm.  On Wednesdays
they have classes from 9 am till noon.  They must enter the school gate

between 8.10 and 8.30 am. Child 3 can go to school on Tuesdays and Fridays
between 8.40 am and 3.20 pm. Child 3 must arrive between 8.15 and 8.35 am.

No after school care service is available unless the parent works in an
essential sector. The father lives 45 minutes away from school. 

 
The father belongs to the red group at work and that means he works

Mondays, Tuesdays and Thursdays on even weeks, just like before.

Of course this type of situation is not
limited to primary school children;
there’s pressure in higher education as
well.  The exam period is in full swing
and the unusual way in which the
exams are organised this year only adds
to the pressure. Before the pandemic
many parents stayed home to keep an
eye on things while their children were
studying. 
 
The need for this supervision is as
strong as ever - maybe even more so.

Also keep in mind that many employees
are reluctant to use public
transportation, which is only logical in
light of the safety measures and the
contamination risks posed by hard
surfaces like bars and handles. 
 
As a result it will take a great deal of
persuading to get them on board.



MIJN ADVIES

Use ambassadors who document and share their experiences with
others in a vlog. Good role models can work wonders. 

 
How do they use public transportation? How do they turn the

commute to and from work into a calculated risk? Do you have a
website? Then think about having stewards greet them at their

destination.

TIP

SO ARE WE ALL 
TRAUMATISED NOW?

Of course not. Not at all. We have hit a fault line, an experience that will
undoubtedly leave its mark.  There’s a pre- and a post-Covid-19. As a group we are
all overburdened. The figure below details the results of a survey (everyone ok)
among more than 10,000 respondents.



It shows a decline in the number of resilient people, which translates into a growing
group of people who experience sickening stress. What also stands out is the great
variety, there’s something for everyone and therein lies the challenge. Fortunately
we can also base our approach on the strategic well-being policy that is
implemented in your organisation anyway. Incorporating a trauma-focused element
will only be necessary for a limited percentage of employees. Consequently,
detection and triage will be crucial in the coming weeks.
 
Why in the coming weeks when the point of exit is here and now? This is because
many people experience this situation as more threatening than the lockdown, as
illustrated by the figure below.

It’s going to take time.  The situation will
stabilise and eventually return to normal but
not in the immediate future. 
 
Reactions to the whole Covid-19 situation
will run the gamut from a resilient response
in the depths of the crisis to the
development of long-term problems. 
 
Exactly how employees react will depend
on how vulnerable they are to the impact of
Covid-19.

This is not limited to vulnerability on
a psychosocial level but also
includes existing conflicts,
destructive team dynamics and/or
excessive strain that predates Covid-
19.  
 
Everyone be OK? Absolutely, but
some of us will need more time than
others. And there will be those who
definitely require assistance.



Over time the dust will settle and the impact of what has happened will surface. At
this point you will need to determine what resources - human and financial capital -
your organisation has left. Recently people have been asking me how I would deal
with a drop in capital. Well, I would focus on the following aspects:

Predictability
Support
Connection
Warmth
Mental rest

IMPACT

TIP.
 
These are strange times. Our current situation has a major impact
on us. 
 
That is why it is more important than ever to keep up your mental
resilience (and that of your family or loved ones).
 
This free online intervention can help you to settle down and
keep functioning. 
 
It is a scientifically-based step-by-step plan that takes some
forty-five minutes. You can complete it alone or with your
housemates because we want everyone to feel ok. 
 
Click on the link above and have a look.

https://www.everyoneok.be/


We’ve covered mental rest above. 
 
Predictability is about having an insight into what is going to happen within the
organisation. To what extent are targets impacted and how will they be managed?
What about job security/income security? What about financial uncertainty? How
do we tackle the challenges of the future? Are our jobs still relevant? 
 
Provide support by empathising, lending a sympathetic ear and adopting a
coaching attitude. Don’t pressure staff into coming back to work because this is
bound to backfire.  Lower barriers by introducing small steps.  
 
Create security by repeating the measures that were taken and by making them
visible. Establish a rapport by emphasising what connects you. 
 
Project warmth by adopting an open attitude. By sharing stories.  By celebrating
mistakes and clumsiness.

HOW?

 
Celebrate the puzzle miracle on a weekly basis.

 
Quite a few puzzles need to be solved. Not everyone has the

necessary skills to do this.  By having everyone share their stumbling
blocks you can not only inspire each other by also sharing tips and
solutions but it also adds some humour to the mix. After all, things

are what they are, no more, no less. Success only has one direction
and that is forward. So after all the puzzles have been presented the

puzzle of the week  gets a prize.

TIP



How can we get ahead in the following months?  
 
By detecting, connecting, activating and
referring.
 
Detect what is working and where the
challenges lie. 
 
Connect with those who are having a hard time
and activate their resources.  
 
Refer them to more specialised outside help if
necessary.

 
We’re not just offering manpower but also a structure with which to
implement this approach. You can use your tools to normalise and

activate the available resources. Also detect and refer using a
check-in that determines how resilient your individual employees
are as well as a chat function enabling them to talk to someone

directly. 
 

This also empowers your managers.

ACTION
PLAN

DID YOU KNOW?



Many of them are tired and that
makes them irritable and less
understanding. 
 
So action is needed because your
executives are your case manager,
your inspirers and defusers. 
 
They are the lighthouse in times of
turmoil.
 
Self-care, defusing (emotional)
overload and intervision are just a
few of the options.

 
You are not alone! Think of our coffee corners, every Tuesday

morning. Our sounding board sessions are also ongoing. In these
sessions we help you identify the needs as well as potential

solutions. More details? Email us at advies@huisvoorveerkracht.be

WHAT ABOUT 
YOUR MANAGERS?

REMEMBER...

SAVE THE DATE. 
Our next OCHO event is scheduled for 23 June. Three companies will

be presenting their well-being policy. Inspiration guaranteed. 
Feel free to join us!



ABOUT ELKE VAN HOOF, 
HUIS VOOR VEERKRACHT 
& OCHO

CONTACT US
TEL: 016/20.23.27
E-MAIL: info@huisvoorveerkracht.be

NO MATTER WHAT. 
WE ARE HERE 

FOR YOU.

Prof. dr. Elke Van Hoof runs Huis voor Veerkracht, a Living Lab for more resilience
on the work floor and beyond.
 
Next to that, she is the driving force behind OCHO (Organisation for Chief Happiness
Officers), a network for everyone who is committed investing in wellbeing on the
workplace. OCHO is thè reference for all Chief Happiness Officers to put this mission
higher and better on the agenda.
 
Go to www.huisvoorveerkracht.be or www.ochocommunity.com for further
details.


