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Introduction: 

How can you help your employees?  

1.1 Work-life balance – what are remote work needs 
in this area? 

Remote work problems and needs  
 
According to the European Labour Authority, when the office becomes part of the home, the 
distinction between work and personal time can become unclear.  It’s necessary to implement the 
basic rules  for employers on fostering a healthy work-life balance for employees post-COVID-19. 

One of the biggest challenges of working remotely is 
maintaining a healthy work life balance. Work-life 
balance is the optimal arrangement of an individual’s 
on-the-job and private time to facilitate health and 
personal satisfaction without negatively impacting 
productivity and professional success. 
The work-life balance is the conception that workers 
have about the division of their time between work 
obligations and personal commitments 

Provide appropriate equipment for the employee 
 
“If an employee uses their private computer for work, they may find it hard to keep personal and work 
activities separate (e.g. continuing to receive work-related notifications outside of working hours). This 
can impact their ability to ‘tune out’ and relax. To avoid issues like this, ensure that you provide 
laptops and other key pieces of professional equipment (e.g. headset, mouse, keyboard) for all 
employees.  
In 2021, the Royal Society for Public Health (RSPH) found that 48% of surveyed employees who 
worked from a sofa or bedroom said they had musculoskeletal problems. Alongside providing the 
required technical equipment, consider if you may be able to provide other equipment to help avoid 
these issues – a laptop stand to keep the screen at eye level, a chair or a desk, for example. This will 
help employees to maintain good posture when working at home, reducing their chance of injury. 

https://www.rsph.org.uk/about-us/news/survey-reveals-the-mental-and-physical-health-impacts-of-home-working-during-covid-19.html
https://www.rsph.org.uk/about-us/news/survey-reveals-the-mental-and-physical-health-impacts-of-home-working-during-covid-19.html
https://www.rsph.org.uk/about-us/news/survey-reveals-the-mental-and-physical-health-impacts-of-home-working-during-covid-19.html
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How can you help your 
employees? 

Work-life balance knowledge and skills  

Offer help in creating a work/private divide: 
 
Many people who work from home do not have the space for a dedicated home office, and they 
are working out of their bedrooms or living rooms. This lack of a distinct workspace can have real 
psychological impacts. Of the employees surveyed for the RSPH report, 56% of those who worked 
from home found it hard to switch off after work. 
To help create a more concrete work/home divide, encourage employees to put away their work 
equipment (where possible) when they have finished work. This will create the physical and 
psychological space they need to unwind and prepare for the next day. Building on this, you can 
also organise dedicated training on establishing a healthy home working environment in order to 
help them adapt effectively to working in the post-COVID-19 era. 

Offer flexible working hours: 
 
A flexible working day (with essential core hours and the freedom to choose when to start 
and finish) can help employees to balance commitments outside of work, such as childcare 
or health appointments. This approach can also boost productivity in multinational 
companies, as employees working in different time zones can plan to overlap their hours 
without consistently working overtime or overnight and risking burning out.” 

 
According to the REMOWA report- it’s very important that individuals acquire skills to 
enable them to deal with the boundaries between work and family. This requires 
continuous improvement and  development of selected set of skills: 
a) Manage personal and professional life, avoiding unplugging (Time management skills ) 
b) Be comfortable in dealing with changes and adversity (Adaptability/Flexibility skills)  
c) Maintain or increase productivity and be able to avoid distractions ( Strategies to 
employee on-boarding) 
d) Understand employees’ emotional state and adapt approach (Emotional 
intelligence/Empathy Maintain) or increase productivity and be able to avoid distractions 
e) Be able to perform a decision and problem-solving remotely or alone- (Decision-making & 
Problem-solving skills) 

https://www.rsph.org.uk/about-us/news/survey-reveals-the-mental-and-physical-health-impacts-of-home-working-during-covid-19.html
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Legal knowledge: 

1.2 Legal aspects of remote work 

“The reality caused by the ubiquitous pandemic of the virus  SARS-CoV-2 has forced global society to 
adapt to increasingly rapid changes in daily functioning. These changes include a shift to a remote 
work mode, which on the one hand allows for greater flexibility and the ability to perform one's 
duties  responsibilities from home, but on the other hand it becomes a field for abuse on the part of 
the employer and blurs the line between work life and private life.  
The result of the concerns and risks associated with remote work is a European Parliament 
resolution of January 21, 2021 containing recommendations to the Commission on the right to be 
offline (2019/2181(INL)). That document is the first attempt to regulate issues related to protecting 
workers by providing them with the "right to be unplugged" and facilitating "work-life balance" while 
working remotely. Similar solutions have already been adopted in several European countries, 
including France, Spain, Italy and Portugal. Also regulations of  contacting an employee outside of his 
or her working hours in a growing number of countries are likely to be sanctioned.  

By contrast, in Poland, still no regulations have emerged to provide employees with the "right to be 
offline." An opportunity for change in this aspect may therefore be a bottom-up change in the 
mentality of the  "constantly available worker," in order to protect the mental health of those 
employed working in the "home office" system. 
As stated in the European Parliament's resolution the right to be is a fundamental right inextricably 
linked to new work patterns in the new digital age. It should be seen as an important instrument of 
social policy at the EU level to ensure that the rights of all workers are protected.  

The right to be offline under the laws in force in individual EU countries 
 
„Despite the non-binding nature of the European Parliament's January 21, 2021 resolution containing 
recommendations to the Commission on the right to be offline (2019/2181(INL), some countries 
European Union member states have introduced into their legal systems legal solutions to improve 
the situation of workers performing their work remotely, in light of the changes that the introduced 
in this regard by the SARS-CoV-2 virus pandemic. The following are the most important aspects of the 
regulation of the so-called right to be offline in individual national legislations. In Portugal since 
November 5, 2021 an employer is liable for financial consequences for contacting its employee 
outside working hours, which in practice means a ban on contacting an employee outside of the time 
when he or she is performing professional duties and also texting and emailing employees outside of 
their working hours. Those regulations have been named “the right to rest," which will guarantee 
work-life balance. 
Companies with a minimum of 10 employees  can be penalized if, during an employee's rest hours, 
attempt to make contact with them. On the other hand, another favorable solution has been 
introduced for employees who are parents: they will be able to work from home for an indefinite 

period of time even without first obtaining the employer's approval until the child turns 8 years old. 
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The right to be offline 

France 

In addition to this regulation, an obligation was also introduced to compensate the 
employee for costs incurred by him or her as a result of having to work remotely. 
These include, for example, the cost of electricity and gas bills. This is another 
solution to take into account the situation of employees in the era of 
pandemonium, including in financial terms. Under the new law, employees will also 
have the right to direct contact with their supervisor in order to reduce the feeling 
of isolation at least once every 2 months. Another point of regulation is the 
prohibition of monitoring employees who perform work from home. The only legal 
regulation that has not been passed in the Portuguese parliament is the so-called 
right to freely turn off equipment entrusted to the employee by the employer, but 
this does not preclude the fact that Portugal has taken very bold and concrete 
steps to protect the rights of workers in the era of "home office" work." 

Interestingly, in France, legislation providing workers with the right to be offline had already taken 
effect long before the pandemic began from January 1, 2017. This is because as of that date, 
employers are required to establish rules with employees on the use of work email and the hours 
and days on which an employee is exempt from checking the inbox email.  

Accordingly, employees are not required to either answer phone calls or read work-related emails 
during their time off. The adoption of such a solution was justified in France by the mental health of 
employees, who, from being under constant stress and the requirement of constant availability 
were at risk of job burnout and mental exhaustion. Indeed, the concept of the "right to disengage" 
had emerged much earlier, following a ruling by France's highest court, which in a judgment 
February 17, 2004, ruled that an employee's failure to answer a business phone outside working 
hours does not constitute a valid reason for dismissal from work. 
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France 

Spain 

Currently, the right to disconnect (the right to be offline) is codified in Article L2242-17 of the French 
Labour Code, but it does not contain a precise definition of the exercise of this right. Employees  are 
left free to choose their solutions, but there is a requirement that the parties to the employment 
relationship negotiate annually to define the boundaries between work and private time. 
Admittedly, there are no specific sanctions in French regulations, as these must be included by the 
company concerned in the contract or statute, but they can be enforced in such a way that, among 
other things, an employee can invoke an employer's breach of its duty to ensure safety and thus 
claim compensation for it from him. The employee may also claim that in the absence of company 
regulations on the right to disconnect, the annual work schedule is invalid and, in this situation, any 
overtime beyond the 35 hours worked in a week should be paid extra. 

One can conclude that France has almost become a pioneer in guaranteeing employees the right to 
be offline, and additionally it should be emphasized that this was not this has been caused by a 
pandemic, but by an earlier concern for the rights of employees doing remote work. The serious 
approach to violations by employers of the law introduced in 2017 is underscored by the 2018 
judgment of the Court of Cassation, according to which an employee is  entitled to additional 
compensation when asked to be ready to answer work-related phone calls outside normal working 
hours. This demonstrates the fact that French society and the law are already adapted to 
guarantee employees the right to be offline, the non-compliance of which is regularly sanctioned.” 

“In Spain, the right to disconnect is considered a guarantee for the employee under data 
protection laws in the sphere of labour law. This right was introduced as part of the 
implementation of European data protection rules back in 2018, so, as in France, back in the days 
of the "pre-pandemic" times.  
Unlike the neighbouring country, however, there is no introduced a limit on the number of 
employees employed by a company in order to be able to apply to it the right to disengage for the 
workers. ““The aforementioned right is subject to the provisions of collective bargaining 
agreements, and it is mandatory to ensure the greatest possible work-life balance. Each employer, 
after listening to the representatives of employees should therefore develop an internal policy that 
specifies ways of exercising the right to disengage, training and awareness-raising.  
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Spain 

Italy 

  
 
 
 

 

 

 

 
 

The right to disconnect is also, of course, preserved in the event of total or 
partial remote work. Failure to implement the above policy is sanctioned by a 
fine for failure to comply with working conditions and legal obligations of up to 
€6,250 Euros or reporting the employer to the Labor Inspectorate by the 
employee if between the lack of such a policy and psychosocial risks there is an 
inextricable link. In the second situation, the employer may be penalized for 
violating the employee's rights, in which case the employee can demand 
payment for hours spent outside the mandatory work schedule. Thus, as can be 
inferred from the Spanish regulations outlined above regulations, this country 
has also taken care of the mental health of workers and provided them with the 
right to disconnect, the violation of which by the employer leads to specific 
sanctions.” 

 
 
 
 
,  

“In Italy, as in France, the right to disconnect has been in effect since 2017 under Law 
No. 81/2017.70 However, this right applies only to remote workers, i.e. those with 
whom the employer has entered into an agreement providing for the possibility of 
working partially from another location using technological tools. Also, individual 
collective agreements provide for the right to disconnect. Due to the fact that this 
right applies only to so-called remote workers, there is also no limit of employees, 
the exceeding of which would impose an obligation on the company to adopt 
particular legal solutions providing for the possibility of disconnection. Unlike in 
other countries where legislation has been introduced to guarantee employees the 
right to be offline, in Italy there are no sanctions provided for the failure of an 
employer or an employee of this right..There is also no special protection for an 
employee not responding to messages from the employer outside working hours.  
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Italy 

Summary 

Italian companies often regulate the right to disconnect in a contract with a 
remote worker by specifying the work period during which he or she must be 
available. Another option is the obligation to disconnect at the end of the  
contractually stipulated working hours. However, one gets the impression that 
compared to the regulations adopted in Portugal, France and Spain Italian 
regulations do not sufficiently protect employees from the dangers of failing to 
maintain "work-life balance" and do not ensure the right to be offline to the full 
extent. Nevertheless, it should be emphasize that Italian laws have anyway gone a 
step further in terms of rights and regulations for remote work than many other 
member states of the European Union, including Poland, among others.” 

“The right to be offline is still a novelty in the regulations of the countries of the European Union 
member states. Despite the appearance more than two years ago: European Parliament 
resolution containing recommendations to the Commission on the right to be offline 
2019/2181(INL), further action has not been taken on this issue. However, the document itself, 
which for the first time was so extensively devoted to the topic of the right to be offline for 
employees performing their duties remotely, has spurred discussions about the right to 
disconnect, the need to maintain "work-life balance," and protecting the mental and physical 
health of those working in  the remote system. As of this moment, 5 EU countries are already 
known, in which legislation is in place to protect remote workers from abuse by employers, and 
in another 2 countries such regulations are being discussed at parliamentary levels.” 
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Which gaps should be fulfilled? 

1.3 Digital aspects – which gaps should be fulfilled? 

According to REMOWA report “digital skills are a range of abilities which enable individuals to use 
digital devices, digital communication, collaboration tools, and digital platforms to share and manage 
information. There are different digital skills, with different purposes and different complexities. Some 
digital skills allow coding, others enable employees to communicate and perform teamwork and others 
to do business through online platforms. In relation to remote work, digital skills allow employees to 
communicate with their colleagues, share documents and information and maintain interpersonal 
relationships, albeit in a different way.” 

  

This COVID-19 pandemic demands the development of skills that allow employees to overcome the 
challenges linked to social distancing in order to reduce the drawbacks of remote work. According to 
these sources, the main issues of remote work are related to adapting to the new ways of working 
via digital means, establishing adequate communication with workers, managing teamwork, reducing 
social isolation and maintaining trust, promoting knowledge sharing and adapting legal issues to this 
new way of working.  
Remote working is now a lucrative job that many people would like to explore. So if you’re thinking 
about making the move but are not sure where to begin, we’ve compiled some of the most in-
demand skills for remote working this 2022. A sufficient manager shall be able not only to use the 
latest IT tools but also to teach his/her subordinates how to use them as well..” 

The research report titled “Corona virus and the European Job market by CEDEFOP” has 
demonstrated the severe impact the Sars Cov-2 pandemic is having on recruitment and employment 
in the EU. 
The one of most important skill cluster of skills which are expected of employees are digital skills, 
and in general ICT skills due to large proportion of workers working remotely. Employers also pointed 
to a lack of competence in remote team management (16 per cent), fast learning (14 per cent) and 
even IT skills (13 per cent). Also, in remote work managers will have to start doing several additional 
actions they did not have to do during “office work”. Managers should support remote workers 
through daily structured follow-up virtual meetings.   
Provide several different communication technology options: email alone is insufficient. Remote 
workers benefit from having a “richer” technology, such as video conferencing, that gives 
participants many of the visual cues that they would have if they were face-to-face . Analysis report 
of skills and workplace requirements through desk research observed as remote work challenges 
highlighted by the 2020 pandemic (O1-T3)  
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According to REMOWA research results (output 1)  , there are several  digital 
tools which are necessary to manage remote work communication tools: Skype, 
Zoom, Microsoft Team. (Detailed information will be included in chapter 3)  
Finally, the report by Catlin et al. (2015) on raising a digital quotient, i.e. adapting 
practices and allocation of resources to digital transformation has shown that 
companies need to align their organizational structures, talent development, 
funding mechanisms and key performance indicators with digital strategy. Thus, 
new skills needed to accompany the digital transformation are: high tolerance 
for bold initiatives (deal with risk), digital skills, digital communication, ability to 
analyse and define internal and external collaboration. 

Which gaps should be fulfilled? 
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 Employee well-being 

1.4 How to take care of employees well-being? 

While remote working has its benefits, the challenges of social isolation and disconnectedness 
are elevated for employees working for prolonged periods from home. Indeed, it is vital to 
consider that employees often share the same physical and emotional space with children 
and/or spouses, whose demands unavoidably exceed those of colleagues during a typical 
workday. Ignoring or postponing such demands during working hours is not always possible and 
could result in unplanned interruptions of schedules and work outputs. There is thus a need for 
a more fluid work schedule. Employees are encouraged to consider their circumstances and 
additional responsibilities and then try to establish a program that would accommodate their 
work needs and those of their household and family members. By developing a tentative 
schedule, employees will have a form of security and structure that can be nevertheless 
readjusted if necessary.  

Active listening skills and the ability to foster employee well-being will be critical to the future of 
leadership . 
2020 debunked many myths that leaders all over the world referred to when planning 
organizations' work, building their culture, creating strategies and preparing development plans. 
Remote working brings out the elements of leadership that seemed less important before, and 
that will become crucial for the success of many organizations in 2021pandemic (O1-T3) The 2020 
epidemic and the new working conditions have highlighted how a lack of social contact, changes 
to routines, technostress, and other technological and personal challenges can negatively affect 
(or deteriorate) workers’ mental health.  

Of course, the exact impact of remote work and the implications of other variables on workers’ 
wellbeing have yet to be thoroughly examined.  
Nevertheless, a plethora of media articles written across different EU countries discuss this 
phenomenon and analyse how the intersection of remote work with a global crisis and prolonged 
quarantine periods may affect employees. It bring up questions of how emotions such as stress 
and anxiety can be communicated and regulated in the unique setting of virtually connected 
work, where social and emotional cues are relatively limited. Several employees who switched to 
remote work reported that the new working conditions had led them to feel stressed and even 
undervalued and unappreciated despite their work efforts. These may vary depending on the 
years of experience and exposure of workers in a particular job position, their degree of 
familiarization with technology, and their adaptation to new routines.  
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 Employee well-being 

Based on REMOWA partners’ desk research findings, six main issues raised by the novel 
COVID-19 conditions and related with (remote) working practices and arrangements can be 
identified especially well-being is one of most important. 
Report by Strack  2020) on organizational changes needed to adapt to the new post covid 
work context reveal that it’s necessary to establish new best practices and new forms of 
leadership, creating virtual social intimacy. Remote work will only complement onsite work, 
forms should promote a hybrid arrangement. Another need is to adapt workspaces to new 
dynamics and promote physical and mental well-being in the new context. Companies 
should also be concerned with upskilling and reskilling the workforce essentially in digital 
capabilities, and change recruitment and selection to meet new needs. Leaders must make 
the workforce and its planning dynamic, to make adaptations easier. Skills needed from 
remote managers are:  

- Envisioning the future and be focused 
- Inspirational 
- Empathy and direction 
- Active listening and regular feedback 

Bhende et. al (2020) found that the quality of work-life (balance) was found to be comprised 
for three dimensions: freedom and recognition, reward, and grievance redress. Meaning 
that employees need recognition for doing their jobs and do not like to be continuously 
monitored. 
It is hard to have a perfect work-life balance, but one should try and establish a balance that 
meets their personal needs and expectations and be able to adjust to all moments of life. It 
should always be kept in mind that organization and focus are the priorities for work-life 
balance, and this is the kind of work culture that we should reinforce. 
Employees should be able to prioritize and take advantage of the regulations that help with 
work-life balance. Computer at work saves and shuts down at leaving hours; People who 
don’t work more than the daily 8h and just on weekdays will have some sort of benefits; 
Flexibility policies are needed to have a better balance in life, our world is increasingly 
demanding, and we need to make time for everything that fulfils us. 
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Future working 

1.5 Future working – how the future remote 

work might look like? 

“New evidence from Chief Human Resource Officers completing the Forum’s Future of Jobs 2020 
Survey indicates that, on average, 44% of workers are able to work remotely during the COVID-19 crisis 
while 24% of workers are unable to perform their current role. This estimate indicates an aspiration to 
expand the availability of remote work. The current theoretical share of jobs that can be performed 
remotely in any given economy has been approximated at 38% of jobs in high-income countries, 25% 
in upper-middle income economies, 17% in lower-middle income economies and 13% in low-income 
economies.” 

In many articles and reports delivered by the partnership organizations, it appears that remote 
working is likely to last even after the end of the pandemic. Digital contact becomes a norm – both for 
HR and managers/workers. Home office concept becomes a new normal even after the post- 
pandemic times.   For example, a working mode allowing some days of the week to be able to work 
remotely could be adopted, while discussions still remain to what extent should companies implement 
home office concept – whether in totality or partially. Apart from the above in order to ameliorate 
remote working’s functions there is also the need for a digital transformation to accommodate the 
work expectations that arise during the times of a pandemic.  
Most of partners noted that the future will be comprised of some sort of hybrid work solutions. 
Concluding, researchers in Portugal think that in the future, companies are considering making the 
choice of who will work in remote work according to some criteria such as the department and 
seniority. 

In Slovenia research results showed that employees would look for a company in the future that would 
occasionally allow them to work remotely. However, labour productivity could fall in the future, as 
working from home can quickly become “invisible” work. Moreover, stakeholders mention that 
employees working remotely are satisfied with management's communication while occasionally 
feeling unproductive and tired of monotony, are less efficient even though have all the conditions to 
work from home. They like a flexible workday, saving time on the ride and more time spent with family 
and friends. 

Belgium is one of the European countries where a large proportion (62%) of the working population 
was remote working during the lockdown. 
Concluding, despite some negative factors, the company's management assesses the situation in the 
companies as manageable. In the future, companies will act in legislation, organization of the working 
environment and resources, digital transformation, and adaptation of organizational culture, and 
improving employee welfare. In conclusion the future remote work will be possible but it depends on 
possess: Good communication, open management and strategy on remote work, trust within the 
company,  independent and self-initiative of employees, relevant ICT systems, education and 
development of employees.  
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2. Business cases presenting best practises in 
remote work  
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Business case 

Actions and solutions introduced 

2.1 FreshMail 

FreshMail (https://freshmail.pl/) is a polish private company established in 2008. It 
specialises in email marketing, newsletter templates, email marketing know-how, 
marketing automation, SMS marketing, transactional emails, SMTP servers, email 
campaigns, SMS campaigns, transactional emails, newsletter templates and 
autoresponders.  
The change from working every day in an office with a team of 70 people, to operating in 
a distributed team, spread all over Krakow, took the company in a few days. 
In terms of challenges, the company almost failed on an important element: a common 
communication channel. For a few years several channels existed, including Slack, 
Hangouts and YouTrack, and each team had developed its own way of communicating. 
Misunderstandings sometimes arose from this and for a long time the need to 
standardise this was evident.  

Literally a few days before the first restrictions were announced in Poland, the 
company gave up communicating on Slack and launched the main company-wide 
channel, the Mattermost instant messenger. This has influenced the fast flow of 
information and employees no longer have to think about where to write so that a 
given message reaches the right people at the right time. 
The guiding principle of communication is to regularly report on what is happening in 
the company and to ensure transparency. FreshMail has three regular sources of 
information that are publicly available and have worked well in the home office era. 

https://freshmail.pl/
https://freshmail.pl/
https://freshmail.pl/
https://freshmail.pl/
https://freshmail.pl/
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Actions and solutions 
introduced 

 
 

 

The Lemonade mailing is created from content submitted by everyone in the organization. It has a 
slightly looser form and contains interesting stories, success stories, anecdotes, materials, photos and 
various information that we want to share with the rest of the company. 
Every month financial results are reported. The presentations show how the company's situation 
relates to the strategic objectives and the quarterly objectives of the individual teams. These should 
not be just dry statistics but that there are lessons to be learned for the entire organization from the 
graphs. 

Sprint Review is another regular event. To be precise, it is a scrum meeting that takes place at the end 
of every sprint, and at FreshMail this happens every fortnight. During Sprint Review the work done 
and planned by the IT, Marketing and Sales teams is discussed. 
Each of these departments has a space during this meeting to present their activities, and other 
employees can ask questions, suggest solutions or address concerns. A standard for introducing a new 
employee to the company remotely has been developed. 

Change ambassadors in the form of leaders or people from individual teams supported the activities and 
helped to create the right processes, choose tools, evaluate policies and practices. On the Mattermost 
channel, employees add the music they listen to and playlists for the month are created there. It's a 
small thing, but a joy. Internal workshops, where people outside their teams can get together online and 
learn something new, are organised. 
Another issue is integration. Before the pandemic, at least once a month there would be some kind of 
company integration: board games, a bonfire near Krakow or whatever someone currently came up with 
and suggested. Already in the first week of working remotely, the question was what shall be organised 
now. The idea of company puns was so interesting to the employees that no one had to be persuaded to 
participate and we are already looking forward to the next edition. 

People involved and 
recommendations 

In the near future, organisations will need to work on three key aspects: communication and 
conversation skills in a variety of settings, optimising tools, creating solutions adapted to remote 
or hybrid working. 
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Business case 

 

2.2 Orange Polska 
 

Orange Polska (before the merger, separate companies - Telekomunikacja Polska 
and PTK Centertel) - telecommunications operator, former monopolist and currently 
the dominant fixed-line telephony provider in Poland. Largest mobile operator in 
Poland, serving 14.36 million customers. One of Poland's largest providers of 
Internet and mobile telecommunications services. 
Currently, the company's primary commercial and corporate brand is Orange. 
The company's shares were admitted to public trading in September 1998. In the 
first stage of privatisation, 210 million shares were sold in a public offering, 
representing 15% of the company's share capital. In November 1998, the first listing 
of the shares took place on the Warsaw Stock Exchange and in the form of GDR) on 
the London Stock Exchange. 

One year before the pandemic, employees were allowed to work remotely for one 
day a week. The employees were keen to use it and appreciated it well, and the 
company "practiced" - although on a smaller scale - technical issues. 
Before the pandemic, around 700 of the 1,200 managers managed teams with 
members working in different regions of the country. They were experienced in 
maintaining relationships with the team despite the lack of daily face-to-face 
contact, keeping them engaged, motivated and striving to achieve common goals. 
This experience was helpful during the pandemic. 
The pandemic has accelerated many changes. The challenge was the scale and 
speed. During lockdown, it took us 5 days to move staff home, retrofit equipment 
and adjust systems. During the second wave of the pandemic, it was only 5 hours. 
 

Actions and solutions introduced 
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People involved 

Recommendations 

 

 

The manager's role, which stood in the situation of pandemic, is to be with the 
team, so humanly speaking, to empathise, to make small gestures, to take an 
interest in how people are coping in the situation, how they are feeling, to 
appreciate. This strengthens relationships within the team and brings people 
together. 
We were already investing in changing the role of leadership before the pandemic. 
Together with managers, also asking employees what kind of leaders they wanted, 
we developed a new model in which the leader is close to the team, realises the 
team's potential, is focused on the team's wellbeing, including its mental wellbeing, 
and on its development. He communicates honestly and openly and gives feedback. 
I believe that this work paid off during the lockdown - managers found their way 
well into their new role and employees felt the change in leadership style 

Trust is fundamental. Traditional control mechanisms in management no longer 
work. A supervising, controlling boss will not bring out people's potential, will not 
encourage them to take initiative, to look for better solutions. People will only try 
to follow orders. Of course, as a company that works with clients, delivers services, 
Orange does check quality and standards, measure performance. However, the 
move to a flexible working model is an expression of trust in employees that, even 
without direct control, they will show responsibility and complete tasks. In Orange’s 
case, this has worked and the company has high efficiency. Building motivation in 
difficult times should be based on trust, inclusion, listening, giving space for 
employees to propose their own solutions. Companies that have invested in such 
values before are definitely easier today.  
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Business case 

Actions and solutions 
introduced 

2.3 SoftwareMill  

SoftwareMill (https://softwaremill.com/) is a polish company that provides 
software for large and medium-sized customers from around the world (including 
Japan, Australia, the United States and Sweden). It uses agile methodologies with a 
strong emphasis on close cooperation with the client. Our main areas of activity 
are: Java and Scala, cloud-based systems (GCP / AWS), Blockchain, Big Data and 
Machine Learning. Currently it has 80 employees. 
The company operates remotely since the first day of its existence. 
When SoftwareMill had about 25 people - the Board of Directors, who still wanted 
to participate in projects, decided to switch to the revolutionary for them company 
model, today called 'turquoise', with a so-called flat structure. 

The main idea was to take all decisions as close to the source of the problem as possible. By 
introducing full transparency (including remuneration and client rates), project teams were 
able to make independent decisions based on the full picture. For larger initiatives, Working 
Groups were created and rules for democratic company-wide votes on the proposal 
developed in the Group developed. 
When the team exceeded 50 people the organisational structure changed to a holocracy-like 
and Traits (the equivalent of holocracy Circles) were identified. They bring together a group 
of people with the best knowledge and expertise in a particular area of the company, such as 
Business Development or Blockchain. These individuals independently make faster and more 
creative decisions. Self-organised Guilds have chosen their leaders from the bottom up, 
through votes. 

https://softwaremill.com/
https://softwaremill.com/
https://softwaremill.com/
https://softwaremill.com/
https://softwaremill.com/
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Actions and solutions 
introduced 

 

 

Everyone works when they want and from where they want, but within the framework of 
the rules agreed and accepted with the client. 
Developers work in smaller international teams built for a specific client. There, the 
organisation of work is the classic IT 'scrum' approach, which allows to track project 
progress in an agile way and to prioritize needs on an ongoing basis. 
As the company’s work is based on Agile methodology, daily scrum meetings are very 
important. during those meetings everyone in the team says what the status of the tasks 
they are dealing with is and communicates any problems 
One of the scrum meetings formats is retrospection, which allows to discuss the things 
that are most disruptive to the project and then eliminate them. 
Developers spend five to six hours a day working synchronously  to allow for discussions, 
joint problem-solving or pair programming. 

The main communication tool is Slack. It is primarily used for text-based, synchronous as 
well as asynchronous (communication. It is also sometimes used for voice and video calls. 
400 channels were created on slack - many of them for off-topic conversations, making 
these channels substitutes for the office kitchen or common area. The fact that employees 
know each other in private pays off in better project work, because they like each other 
and know how to talk to each other. 
Huddle from Slack or, more often, TeamSpeak make it possible to simulate working in one 
room by making quick consultations possible, as it’s easier to talk than write. Google Meet 
and Zoom are used for videoconferences. 

Onboarding starts with sending the SoftwareMill Starter Handbook e-book to a potential 
candidate. If this person is hired, she receives a book version of the e-book and a link to 
the extended version. Moreover he or she is invited to join a special Slack channel to get to 
know the company before officially joining, ask questions and get used to both Slack itself 
(if it's a new tool) and learn about the company culture and communication. For the first 
three months, each person joining the company is assigned a Tutor. When integration 
meetings are held in the pre-joining period, people who are yet to join SoftwareMill are 
also invited to them. 
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Actions and solutions 
introduced 

Recommendations 

 

 

Employee performance is not monitored in any systematic way. 
The whole company meets online every day at 10am for 20-30 minutes to talk 
about something other than work. 
With the help of the Donut app for Slack the company introduced weekly 'doughnut 
and coffee talks' for groups of four randomly selected people. 
 
Employees use Google Suite. The company has a habit to document everything, in 
writing or in the form of recorded video meetings. Confluence software is used to 
gather and analyse project requirements with the client and document decisions. 
For tasks management Jira and – more often – Trello are used. 

Switching to remote work requires to select a set of digital tools which will 
make that work efficient and effective. The challenge in working remotely, 
however, is to build a team that does not meet in person. Therefore, developing 
habits of regular communication is a key part of effective remote work. 
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Business case 

2.4 A1 Croatia 

A1 Croatia is part of the A1 Telekom Austria Group - a leading provider of digital services 
and communication solutions in Central and Eastern Europe. A1 Telekom Austria Group 
operates in seven countries and employs around 2,000 people. 
During the pandemic crisis which hit in early 2020 remote teams and especially parents 
with young children struggled with work-life balance during the forced remote work in 
times of lockdown caused by Covid 19. 
 

Actions and solution introduced: 
 
Some of the programs they introduced and shared throughout social media was virtual 
storytelling for employees' children, and a digital guide to activities for children. They 
also launched Mind Wellness program for managers and employees to increase 
employee satisfaction and productivity and create a healthy working environment. Also, 
the company organized virtual get-togethers called #StayConnected Talks where they 
gathered other companies from Croatia and talked and shared knowledge gained in 
extraordinary work circumstances. Among other topics, they discussed childcare with 
advises and practical suggestions of what to do with children during lockdown. 
 

Recommendations: 
 
Adapt initiatives and practices to the needs of your organization and employees. There is 
no one-size-fits-all approach. The content of your employee wellness program strategy 
should be based on the unique needs and characteristics of your organization, and of 
course, its employees. 
Ensure that managers, especially those at the top, are aware of the importance of health 
and wellbeing in the workplace and support your initiatives to ensure that this topic is 
taken seriously across the organisation. 
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Business case 

 

2.5 Rentlio 
 

Rentlio is a globally recognized property management and channel management 
system for small hotels, hostels, vacation rentals, and property managers with users 
in more than 40 countries. It was founded in 2014 by Marko Mišulić, who left his 
corporate job,  returned to his hometown Zadar with his family, and founded 
Rentlio – app solution to hospitality, tourism and property management. Together 
with Ivan Padavić – Rentlio’s CTO since day one – a first version of Rentlio was 
launched in February 2015. 
Rentlio’s  team is spread across many cities. Although they have a home office in 
Zadar, the rest of their team is scattered across the country. This comes with a 
unique set of challenges when it comes to communication, time management, and 
productivity. 

Within remote working setting, there are many various challenges, of whom work-
life balance is a crucial component to tackle. In Rentlio, one of the issues they had 
with remote working is creating boundaries and they tackled that through corporate 
blog in order to help their employees and other stakeholders who are visiting their 
web page. 
As they state in their blog: “The lines between work and home life are blurred, 
especially when working from home. Turning off  “work” thoughts when it’s time to 
clock out for the day is easier said than done.”  The issue was how to avoid checking  
emails, following up with clients, and doing endless admin tasks when work desk is 
only a few feet from the person’s couch? As they say in Rentlio, you wouldn’t stay in 
the office after everyone goes home, and the same should apply for remote 
working. It is important to establish clear boundaries, tailor made for individuals, 
since there is no one-size-fits-all solution. 

Actions and solutions introduced 
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Actions and solutions introduced 

Recommendations 

 

 

Some of the helpful solution they recommend to their employees and other 
stakeholders are the following:  
• Have set office hours (i.e. 9 – 5 on weekdays) 
• In Rentlio they use Slack’s Do Not Disturb feature to pause notifications after 

hours 
• Create a dedicated workspace that is used for work only 
Another issue they tackled in their blog related to remote working was the 
accountability of working remotely. Since their employees working remotely do not 
have supervisor or manager physically close on a daily basis it means that there is 
nobody to check daily whether they are working or not. There’s nobody to make 
sure they are actually getting things done or regulating your work effectively.  
At Rentlio they emphasize that it is fine to socialize or do households chores 
throughout the workday hours, however it is important to observe deadlines and 
milestones. They encourage their employees to share them. For example, their 
marketing team does monthly social media reports for the whole team to see. This 
keeps the whole team, no matter where they’re located, aligned on the same goals. 

This short case has represented blog as a source of communication of useful and 
important content when your team is working remotely. Overall, remote working 
represents a challenge in communication, motivation, productivity, establishing 
work-life balance, so companies have to get creative to go above and beyond to 
help their employees first and also to the other stakeholders who are struggling 
with the same issue.  
On top of numerous synchronous and asynchronous methods of communication 
used in remote working setting, blog is one useful communication addition which 
can improve overall communication efforts done by the firm. Our recommendation 
would be not to neglect it but to utilize its potential to share message and motivate 
workers to share their thoughts on various subject, thus increasing their own 
working motivation and helping others who struggle with the similar issues as them. 
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Business case 

Actions and solutions 
introduced 

2.6 Atlantic Group  

Atlantic Grupa is one of the leading food companies in the region with the 
renowned regional brands which is, alongside the product range of external 
partners, supported by own distribution system in the region. Atlantic Grupa's 
products are highly represented in Russia, the CIS and Western European countries. 
Atlantic Grupa employs approximately 5300 people in total. The Company 
headquarters are in Zagreb, production plants are situated in Croatia, Slovenia, 
B&H, Serbia and Macedonia, while companies and representative offices are 
located in 8 countries. It was founded in 1991 as Atlantic Trade by entrepreneur 
Emil Tedeschi, with the primary scope of consumer goods distribution to the 
Croatian market. (*) 

 
Covid-19 and 2 earthquakes in Zagreb in 2020 forced many companies crisis 
management competencies. From communication efforts to the need for overnight 
shift to remote working, the management in many companies had to almost 
overnight switch to what we now call “the new normal” 
(*) https://www.atlanticgrupa.com/en/about-us/company-history/  , accessed 8.8. 2022 

The first reaction in the aftermath of lockdowns and the earthquake in the Atlantic Group 
was to assess the damages and see whether any immediate emergencies needed to be 
solved. After this first initial storm settled, the Top management knew it had to put their 
crisis management capabilities up front since this was going to be a “long and bumpy ride 
into the uncertainty”. The first thing they set about to do was to find a guiding principles 
which will lead their decision making based on the vision and mission that already guided the 
organizational culture of the company and that it was aligned in particular with the People 
and Culture Strategy, which is focused on orientating the organisation towards the 
consumer, building relationships through the development of authentic leaders, as well as 
the growth and welfare of employees. 

https://www.atlanticgrupa.com/en/about-us/company-history/
https://www.atlanticgrupa.com/en/about-us/company-history/
https://www.atlanticgrupa.com/en/about-us/company-history/
https://www.atlanticgrupa.com/en/about-us/company-history/
https://www.atlanticgrupa.com/en/about-us/company-history/
https://www.atlanticgrupa.com/en/about-us/company-history/
https://www.atlanticgrupa.com/en/about-us/company-history/
https://www.atlanticgrupa.com/en/about-us/company-history/
https://www.atlanticgrupa.com/en/about-us/company-history/
https://www.atlanticgrupa.com/en/about-us/company-history/
https://www.atlanticgrupa.com/en/about-us/company-history/
https://www.atlanticgrupa.com/en/about-us/company-history/
https://www.atlanticgrupa.com/en/about-us/company-history/
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Actions and solutions 
introduced 

Recommendations 

 

 

Occasional work from home in Atlantic Grupa was introduced in 2018. A third of the company's 
employees do jobs that can be done from home, although this was used to a lesser extent 
before. However, with the introduction of the first lockdown in Croatia at the beginning of 
2020, around 1,500 employees literally started working from home overnight. 
“However, most of the supporting roles started working remotely. A simple switch to the "work 
from home" module was made possible by the Microsoft Teams tool. Microsoft Teams with its 
additional options very soon proved to be a good tool for the remote working setting. For 
example …you can ask questions, which enabled interactive meetings, then breakout rooms, 
sharing materials, and this made our work significantly easier,'' as pointed out by executive 
director of the People and Culture department of Atlantic Grupa, Mojca Domiter.” (*) 
 
The role of HR together with Top management was to communicate daily and transparently 
with the employees. From day one Top management communicated the set of messages which 
aimed at: preserving health, preserving jobs and business continuity. Through such messages 
delivered through various web platforms the goal was to put people at ease, to address their 
fears and worries. The important role was of the CEO, who was regularly through various web 
platforms, communicating the important messages to employees, providing info on where they 
were headed and what the situation in the company was. 

As they point out in Atlantic Group, the new normal means accepting ambiguity, insecurity 
and one has to be able to live with it, but also organizational cultures should be built on it. 
The situation of crisis build up energy, and insecurity can also build the new creativity. In 
order for hybrid or fully remote work to show their positive effects, one of the important 
key issues is trust – in top management, in organization, in employees – employees should 
feel that company cares for them, but also that it knows where it is going, which 
emphasizes the importance of setting clear expectations and goals. People should also be 
empowered to articulate their needs and wants, particularly Millennials, who sometimes 
struggle with verbalization of their actual needs.  
(*)https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-
otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html 
, accessed on multiple occasions in August 2022 

https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html
https://zimo.dnevnik.hr/clanak/hoce-li-rad-od-kuce-opstati-cetiri-velike-kompanije-otkrivaju-sto-im-je-donio-hibridni-rad-i-hoce-li-ga-zadrzati---689450.html


29 

Business case 

Actions and solutions introduced 

2.7 Slovenian bank 

In this case study, we wanted to find out, how the COVID epidemic and the introduction of 
remote working affected the core processes of the Human Resources function. In order to 
find this out, we had to choose a large organization. As an example, we chose one of the 
largest banks in Slovenia. The selected bank is organized as a group. It operates both: in 
Slovenia and, of course, in the international business environment. The Bank Group owns 
some bank daughters in different countries. Banks dauthers  in other countries operate as 
independent banks, but of course they are part of the group. The bank as a group has more 
than 6,000 employees, of which approximately 2,700 are in Slovenia. As a whole, it has 
approximately 450 branches and just under 700,000 active customers. Based on total assets, 
the bank has a market share of approximately 25% in Slovenia. 
We only studied the HR processes of bank in Slovenia during the COVID epidemic. In 
September 2021, we had an interview with one of the director of the HR department in 
Ljubljana. 

The  interview showed that, in general, remote work did not lead to a change in 
number of employees working in departments. The mere fact of introducing remote 
work did not affect organisational structure. In a way, this seems understandable, 
since the organisations’ mission, purpose and the volume of business also remained 
unchanged. The only thing different was the location where a certain job was 
completed. This has no effect on the organisational structure and the number of 
employees 
The interview results indicated that the only exception to this, i.e. a potential 
bottleneck, are the ICT support departments. 
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Actions and solutions 
introduced 

 
 

 

How much did the bank hire during the epidemic? Same as before. No one lost the job 
because of the epidemic. But, of course, people also changed jobs during the epidemic. 
These processes took place in the same way as in the time before epidemic and before 
remote work. 
 
The recruitment process in any organization usually has several phases. A very important 
stage is the selection of job candidates. Interviews are also usually conducted with 
candidates. During the epidemic, there were also changes in these procedures at the 
bank. During the epidemic, the bank  conducted their selection processes remotely, with 
the aid of online tools (MS TEAMS, MS ZOOM...). In case of observed bank, we find, 
remote interviews can fully substitute for personal contact. 

Personnel management is a key element of HRM; it includes the tasks listed above 
(calculating the necessary staffing levels, selection of staff, employment etc.). 
Oftentimes these are technical, administrative or bureaucratic procedures. These 
processes make up the “skeleton” or structure of an organisation. This is why it is not 
unimportant how we pursue them. After all, these are the procedures which determine 
the life of an organisation. 
 
Even during epidemics, life goes on. If we look at the bank, people need money. Money 
must circulate among people. That's the reasion, why banks have to work. However, 
bank employees, like everyone else, also retire, change jobs, etc. The bank always needs 
its staff. We found that the content of HR work has actually not changed in any way 
even during remote work. Our key finding is that the content of the HR function stay the 
same. As in other areas, only technology has changed. 

People involved and 
recommendations 
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Business case 

 

2.8 Komunala 
 

Komunala is a business company owned by the Municipality. The company wants to 
achieve the satisfaction of the owners through successful and efficient operations, 
through capital growth and through the creation of financial resources for the 
development of the company, and above all by satisfying the needs of their users. 
The main activities of the company are the implementation of mandatory municipal 
economic public services of environmental protection: 
• drinking water supply, 
• drainage and cleaning of municipal and rainwater waste water, 
• collection and removal of certain types of municipal waste, 
• municipal waste disposal. 
 
The company also performs the following optional commercial public services: 
• maintenance of municipal roads, 
• public power and cleaning of public areas, 
• cemetery and funeral activities and the arrangement of cemeteries (through a 

contractor who is registered to perform the activity). 
The company employs an average of 50 workers, and for occasional work they also 
employ temporary co-workers or enter into contracts with subcontractors 

Because of the nature of the work, some  workers can work from home (e.g. 
administration, accounting), but some other workers cannot (e.g. water mains 
maintainers in the field, etc.). It is also necessary to pay attention to the relations 
between these groups of employees. 
Employee dissatisfaction and bad internal relations can quickly be transferred to the 
owner and the management can quickly land in problems. 
The content or the object of perception related to job satisfaction is different in 
remote workers than it in factory or field workers. Theories of job satisfaction are 
based in the idea that the object of perception which triggers the feeling of 
satisfaction can be found either in the physical environment (e.g. in the 
characteristics of the work place), social interactions (e.g. with co-workers, with the 
manager), or in some mixture of the two. 

Actions and solutions introduced 
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People involved 

 

 

In September 2021 we had an interview with the person responsible for the maintenance 
of the water supply and sewerage system. As part of the structured interview, we talked 
about satisfaction and organisational climate, too. In order to provide at least a general 
assessment, we asked two questions: 
• What is the situation like with active expression of dissatisfaction? 
• Do you think that remote work has resulted in more or less of it among co-workers? 
The answer to both questions was: »Less than before.« Physical distance between field 
and remote workers does not result in any less sense of personal rivalry or in fewer 
grudges than when the workers are working together at an office. The interview showed 
that remote work does not affect interpersonal rivalry. There is no more and no less 
personal rivalry, grudges, or ill will in organisation due to remote work. 
We believe that co-operation among co-workers is one of the most critical aspects of 
remote work. We were surprised to find that the results of the interview indicate that in 
this organisation there was actually more co-operation among co-workers during the 
COVID-19 epidemic,  than there would be if they were at place of work. 

Companies such as Komunala are extremely sensitive to internal disputes. The first 
reason for this is that the founder and owner is a municipality, which means a great 
influence of politics. 
Another reason is the large number of external contract employees. This can mean 
added pressures to win business. 

People involved and 
recommendations 
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Business case 

2.9 Vortal  

VORTAL is a worldwide leading company in eSourcing and eProcurement solutions. 
In our cloud e-Marketplace, thousands of public and private buyers connect every 
day with an international community of qualified suppliers. 
VORTAL platform brings together more than 350 000 users from public and private 
sectors, which represents more and better opportunities for both buyers and 
suppliers. 
As a young company, who operates both on a recurring revenue base and project-
oriented, VORTAL needs to increase its teams, specially development, on a matter 
of days and having them productive in weeks. Remote onboarding faces a higher 
time consumption on those who usually take this role and the engagement of those 
joining can easily decrease due to lack of support and/or attention. 

Leaders were more explicitly involved in onboarding activities – for example, creating 
learning plans, setting clear and realistic expectations about time for productivity, and 
actively moderating meetings so newcomers are included and actively participate. 
Managers developed guidelines and onboarding manual: creation of onboarding manuals in 
all teams, frequently updated; prepare videos and an online repository where any newcomer 
can easily access all the key information for their first time in the company; 

Actions and solutions introduced 



34 

Actions and solutions 
introduced 

Results and recommendations 

 

 

The company also did an effort to establish regular rituals: disseminate the use of 
collaboration tools (virtual whiteboards, chat) and digital best practices (cameras 
on in calls; record sessions; get the word out and ask to speak; a set of frequent 
initiatives: town halls, webinars that exemplify the company’s values (ex: diversity – 
institution supporting LGBT individuals), online teambuilding actions; internal 
networking initiatives between line managers to break down silos and promote 
cooperation; Make time in recurring meetings for social interactions and incentives 
for colleagues to socialize outside of work time/context 
The last phase included monitoring: Small interviews, pulse surveys or asking 
supervisors for feedback. 

In a remote context, new employees may be actively involved in conversations 
about how tasks should be carried out, but they do not have information, nor 
do they explicitly verify the values, structures or group procedures that make up 
the organizational culture. 
It is essential to foster a results-oriented culture that empowers and holds 
teams accountable for “getting things done” while encouraging openness, 
honesty and communication and transmitting the company values.  
Employees who have participated in a well-structured onboarding program are 
up to 69% more likely to stay with the company for up to three years. 
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Business case 

People involved 

2.10 Neotalent 

Neotalent is part of Novabase Group and has offices in Portugal (Lisbon and 
Porto) and Spain (Madrid). Neotalent has a highly qualified of over 800 IT 
consultants and more than 20 years of experience matching tech talent to 
client’s project and capacity needs. Neotalent provides IT Staffing and 
Managed Services. Traditionally, before the Pandemic, consultants worked at 
the client’s premises under the technical supervision and following the client’s 
project management practices, as if they were an extension of the client’s 
workforce capacity.  

Being part of Novabase Group, Neotalent worked closely with the Group’s support areas 
and had a seat at the Core Coordination Group that was established to manage the 
Pandemic. This was a multidisciplinary group, including members from each Novabase 
business and support areas, and was responsible for monitoring business requirements, 
best practices, decide upon policies, wellbeing activities, facilities compliance, infection 
progression and keep a regular information flow to Neotalent’s community. 
Neotalent’s Head of Business Support was the focal point with this group and guaranteed 
that the company and the business were compliant with any national or Novabase 
Group’s policies. Within Neotalent, all Business Managers (each responsible for a 
perimeter of clients and consultants), People (HR) roles and local focal points at the client 
were all engaged into this mission. 
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Actions and solutions 
introduced 

 
 

 

Neotalent’s approach was always based on communication with all stakeholders (in 
particular clients and consultants) and flexibility always putting our people first 
without putting anyone at risk or at any discomfort situation. 
Notice that in some cases, Neotalent had to manage opposing points of view and also 
helping the client with logistic and technical solutions that could allow people to work 
at home under secure network connection. 
Despite the different speeds, Neotalent was able to put everyone working remotely, 
with the exception of key people / roles necessary to assure everyone else’s business 
and working continuity that kept working on premises (full-time or under a scheduled 
rotation). 
As the Pandemic evolved and restrictions were lifted, Neotalent had to clarify what 
would be its remote work policy since, at that point there was no way back to a full-
onsite working environment. In IT, where country boundaries are no longer a barrier 
for work, this became a non-negotiable condition to hire and retain talent. 

Looking back, there are some key factors that are closely tied to the success of this 
mission. First the ability to listen, empathize and communicate openly and candidly with 
all stakeholders. This was key to find the common ground and have the common sense.  
This allowed a prover management of everyone’s expectations and a people first 
approach without leaving any client on the fence with no solution. Standing side by side 
with consultants and clients until the end was something everyone valued the most. 
Another key factor was keeping and adapting without compromising existing routines, 
such as, team and client follow-ups and management meetings. 

Results and recommendations 
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2.11 Flexible work @Hays Portugal 
 

At Hays, they invest in lifelong partnerships that empower people and organisations 
to succeed. With over 50 years’ success under their belts and a workforce of 
10,000+ people across 33 countries, they’ve evolved to put their customers at the 
heart of everything they do. 
They are the world leading specialist in recruitment and workforce solutions, such 
as RPO and MSP. In FY21 we helped c.280,000 white-collar candidates secure their 
next career move, including c.220,000 Temp & Contracting roles and c.59,000 Perm 
jobs.  
So much more than a specialist recruitment business, what really sets them apart is 
our knowledge through scale, deep understanding and our ability to meaningfully 
innovate for our customers. By providing advice, insights and expertise on issues 
clients and candidates face today in the fast-paced world of work, they help them 
make the right decisions for tomorrow. 

At Hays they recognize that the world of work is changing rapidly, and that the topic 
of flexible work has been on everyone's agenda.  
The Covid pandemic has caused this topic to escalate very quickly and so the local 
Board of Directors created a new flexible working policy in 2021 

Actions and solutions introduced 
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Actions and solutions introduced 

Results and recommendations 

 

 

This policy applies to all employees (interns included) who work directly for the 
company. 
All have the opportunity of working up to two days a week from home.   
It is a joint responsibility of each individual and their Manager to ensure that the 
policy is fairly implemented, ensuring that colleagues who do not wish to work from 
home do not suffer any negative consequences caused by the absence of others.  
As part of this Flex policy, it was also implemented flexibility in working standards, 
with the option of entering work earlier (between 8-9 am) or leaving later (between 
5-6 pm).  
Following local legislation guidelines, Hays have also implemented a Telework 
Subsidy to all employees. 

After almost one year, they found that these measures were extremely beneficial 
for all of them since the productivity, engagement and motivation have shown a 
significant increase in comparison to previous surveys run during the pandemics. 
In what concerns our recommendations, they agree that hybrid work scheme is 
fundamental for the management of our culture. Nevertheless, it is their Manager´s 
responsibility to adapt the days that people of each team meet at the office.  
Face-to-face training and team buildings with all employees (from different teams 
and offices) will be crucial to allow that best practices sharing is happening.  
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People involved and 
recommendations 

2.12 Greek bank  

A well-known bank in Greece hired an external private company expert in providing soft skills 
training to address the need of performing a number of important changes which were required 
in the framework of: 
- using of new communication channels 
-managing and maximization of remote working group effectiveness 
-managing conflicts in remote working groups 
-defining goals 
-mentoring people at distance. 
 

Action and solutions introduced: 
While designing the solution by the third company, it was highly considered the need for: 

-remote working 
-immediate adaptation of the new working model and the 
-transferability and applicability of the new practices form the very next day. The steps 
involved; 
-Carry out focus group to define participants’ perspectives in relation to challenges and 
anticipations from the learning program. 

A new tailor made training program was developed and entirely simulated the hybrid operation 
of the 30% online workshops, with elements of interaction and active participation. In addition, 
the training program focused on the team participation of the trainees aiming at 70% self-paced 
learning. Throughout the lifecycle of the training there was interaction among participants via 
the educational platform and existing online courses were also utilized. 

500 bank officers and external private company consisting of 14 experts in HR 
development and learning experiences were involved. 
 
Remote work is the new reality. The usage of practical tools and techniques in the 
daily work and tasks has been highly preferred for this transition considering 
employees’ needs. 
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2.13 Greek mining company 

A Greek mining company necessitates automation in daily HR management processes 
for its employees and a digital transformation was performed by installing cloud 
applications for payroll services, for Human Resources Management System services 
and usage of myWorkplace platform for the interactive employee-HR communication. 
 

Actions and solutions introduced: 
An innovative cloud services systems company was contracted to address the need of 
HR’s department digital transformation. Specifically, the services included: 

-automated monitoring of authorizations & requests, 
-shift tracking, 
-detailed recording of penalties and praise, 
-detailed employee performance data, 
-enhanced productivity, 
-payroll & forecast calculation and classified user access. 

1,600 mining sector employees and employees of the innovative cloud services 
company’s technicians were involved. 
  
Through this experience the HR department of the mining company was enabled to 
manage easily remote workforce, to automate daily tasks and to acquire digital 
personnel files. Digital transformation by implementing cloud applications to address 
HR services demonstrates a great value and practice in action. 

People involved and 
recommendations 
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Business case 

People involved and 
recommendations 

2.15 Onboarding 2.0 - How IT Company 
delivers a whole new induction experience?   

A well-known international IT Company with national branch in Greece 
acquired a different remote experience for the newcomers of the company, 
called “On-boarding v2.0”. 
 

Actions and solutions introduced: 
The new recruits experience a full engagement to the company as they have 
the chance to: 

• meet their managers, their teams and their HR Business Partners from 
the 1st day virtually 

• navigate in the e-guide and have virtual coffees to meet their co-
workers 

• have successfully develop themselves through the trainings the 
program offers by the end of the 1st month. 

New recruits of an international IT company which is operating in 13 countries and 
has a branch in Greece were involved. 
 
Starting a new job is one possible cause of anxiety. By this platform company is able 
to build new recruit’s confidence by making employees feeling prepared and 
supported in their new role. It is also noted that companies which provide an 
onboarding program have 50% greater employee retention and 62% greater 
productivity among the new recruits. 
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Tools and solutions 

There are several organisational tools for efficient remote team management. Their 
most important task is make virtual communication and collaboration more 
effective. 
There are many opportunities to use tools to facilitate and manage remote work.  
Most popular digital platforms allow users to run: virtual conference & 1to1 
meetings, webinars, virtual networking events, training & workshops, customers 
calls and many others. 
In the table below we have outlined the most important ones, their purposes, 
features, pros and cons.  Teams working remotely should decide for themselves 
which of these tools are most suitable for them 

The name of the tool: Purpose of the tool: Features: 

1. SKYPE 

https://www.skype.co

m/ 

Skype is a free web-based 

communication tool which allows people 

to video conference, make calls, and 

instant message 

● Video calls 

● Phone calls 

● Chat 

● Messages 

● Group conversations 

● Screen sharing 

● SMS text messaging 

● Voicemail 

2. ZOOM 

https://zoom.us 

Zoom is a video conferencing platform 

that can be used through a computer 

desktop or mobile app, and allows users 

to connect online for video conference 

meetings, webinars and live chat. 

● Videoconferencing + in-conference 

chat 

● Screen-sharing 

● Call recording 

3. MICROSOFT TEAMS 

https://www.microsoft

.com 

Microsoft Teams is a collaboration app that 

helps members of the org use any device to 

stay organized and have conversations. You 

can use Microsoft Teams to have immediate 

conversations with members of your staff or 

guests outside your organization. You can 

also make phone calls, host meetings, and 

share files. 

● Integrations with other Microsoft 

tools 

● Chat and messaging 

● Audio calling 

● Meeting scheduling (links to 

Outlook) 

https://www.microsoft.com/
https://www.microsoft.com/
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4. GOOGLE MEET 

https://apps.google.co

m/meet/  

Secure video 

meetings for 

teams and 

businesses.  

Online video 

conference 

programme. 

● Two-way and multi-way audio and video calls with a resolution up 

to 720p 

● An accompanying chat 

● Call encryption between all users 

● Noise- canceling  audio filter 

● Low-light mode for video 

● Ability to join meetings through a web browser or through Android 

or iOS apps 

● Integration with Google Calendar and Google Contacts for one-click 

meeting calls 

● Screen-sharing to present documents, spreadsheets, presentations, 

or (if using a browser) other browser tabs 

● Ability to call into meetings using a dial-in number in the US 

● Hosts being able to deny entry and remove users during a call.  

● Ability to raise and lower hand 

● Video filters, effects and augmented reality masks. 

5. SLACK 

https://slack.com/ 

Slack is a messaging app for business that 

connects people to the information they need. By 

bringing people together to work as one unified 

team, Slack transforms the way organizations 

communicate 

● One-line messaging 

● Ability to use integrations 

and plug-ins 

● File-sharing 

● Create separate channels 

● One-line messaging 

● Ability to use integrations 

and plug-ins 

● File-sharing 

● Create separate channels 

6. GOTOMEETING 

https://www.goto.com

/meeting 

GoTo Meeting ensures a quality web 

conferencing experience by offering the virtual 

meeting platform features your business needs. 

● Video conferencing with 25 

high-definition video feeds per 

session 

● Chat 

● Toll-free calling 

● Personal meeting rooms 

https://apps.google.com/meet/
https://apps.google.com/meet/
https://slack.com/
https://www.goto.com/meeting
https://www.goto.com/meeting
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7. DIALPAD 

https://www.dialpad.com/ 

Unified business communications platform 

designed to connect global teams in one 

workspace. 

● Conference calling 

● Screen-sharing 

● Record and playback 

● Mobile access 

● No pins required to join calls 

8. FREECONFERENCE 

https://www.freeconferenc

e.com/ 

Free Conference offers a free and 

unlimited conference calling service with 

HD quality. Schedule your call in advance, 

send invitations and reminders. Attendees 

can join from their desktops, mobile app or 

dial-in for free from a phone. 

● Conference and video calls 

● No hidden charges 

9. JOIN.ME 

https://www.join.me 

 

Join.me is a web-based collaboration 

software application for screen-sharing and 

online meetings. To share a desktop or host 

a meeting, users must first download and 

install join.me software. Mobile apps are 

available for Android and iOS. 

● Easy conference and video calling 

● Screen-sharing 

● Customizable URL and background 

10 GATHER 

https://www.gather.town/ 

Gather. Town is a web-conferencing 

software like Zoom, but with the added 

component of seeing the virtual “room” 

you and others are occupying, and with the 

ability to move around and interact with 

other participants based on your locations 

in the room, just like real life. 

● Users are able to build their own 

customized spaces 

● Whiteboards and shared documents 

● Games are available to play with your 

team 

11 CLICKUP ClickUp lets you create rich-text Docs for 

your marketing plans, reports, strategies, 

and other files. You can store them all in one 

place within ClickUp and even attach them 

to tasks. You can also edit and collaborate 

with your team members in real-time, 

Google Docs style. 

● Subtasks 

● Reminders 

● Task priorities 

● Time tracking 

● Gantt charts 

● Goals 

● Dependencies 

● Custom statuses 

● Assigned comments 

● Custom notifications 

● Multiple assignees 

● Chat view 

● Custom access rights 

● Docs Collaboration 

● Real-time collaboration 

https://www.dialpad.com/
https://www.freeconference.com/
https://www.freeconference.com/
https://www.join.me/
https://www.join.me/
https://www.gather.town/


12 MEISTERTASK 

https://www.meistertask.com  

MeisterTask is a flexible project management 

app that scales from personal project tracking 

to a full-blown project management tool for a 

large team. It's based on the Kanban task 

management system, but it can be adapted 

and customized based on the needs of your 

project or company. 

● Kanban Project Boards 

● Sub-tasks 

● Customization Options 

● Notes 

● Comments 

● Attachments 

● Tags 

● Automations 

● Integrations 

● Stars 

● Task Relationships 

● Mobile Apps 

● Custom Dashboards 

13 BASECAMP 

https://basecamp.com/ 

Basecamp is an online collaboration app that 

lets people manage their work together and 

communicate with one another. You use it to 

keep track of all the tasks, deadlines, files, 

discussions, and announcements that happen 

around work. 

● Calendar 

● Interactive Gantt Charts 

● Project Templates 

● Scheduling 

● To-Do List 

● Create Teams/Groups 

● Document Management 

● Forums 

● Messaging or Instant 

Messaging 

● Add Recurring Tasks 

● Set Priorities 

● Task History 

● RSS Feed 

● Resources Allocation 

and Forecasting 

● Track Project Hours 

● Social Collaboration 

Platform 
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14 ASANA 

https://asana.com 

Asana is a cloud-based task management 

solution that allows businesses to 

manage, collaborate, communicate, and 

organize their tasks and projects. It is 

specialized for handling multiple projects 

at one time and it is suitable for 

companies of any size 

● Customizable Dashboards 

● Activity Feeds 

● Focus Mode & Individual Task Lists 

● Subtasks assignment 

● Prioritization 

● Custom Calendar 

● Email Integration 

● Notifications & Reminders 

● Automated updates 

● Project/Task Creation 

● Project Permissions 

● Searched Views 

● Tracking 

● Setting Priorities & Due Dates 

● HTML5 mobile site (supported by iPhone too) 

● Integrations 

● Customer Support 

● Multiple Workspaces 

● Adding Followers 

● Group Discussions 

● Tags & Comments 

15. TRELLO  Trello is the visual tool that empowers 

your team to manage any type of project, 

workflow, or task tracking. Add files, 

checklists, or even automation: Customize 

it all for how your team works best. Just 

sign up, create a board, and you're off! 

● Detailed & Quick Overviews of Front/Back 

Cards 

● Easy, Drag-and-Drop Editing 

● Easy Organization with Labeling, Tags, and 

Comments 

● Progress Meter Checklist 

● Card Records Archive 

● Easy Upload (Local Devices, Dropbox, Google 

Drive, and Box) 

● File Attachment 

● Data Filters 

● Deadline Alerts and Notifications 

● Automated Email Notifications 

● Activity Logs 

● Individual/Group Task Assignment 

● Information Backup 

● Information Retrieval 

● SSL Data Encryption 

● Mobile-Friendly Views 

● Developer API 

 

https://asana.com/


16 WRIKE 

https://www.wrike.com/ 

At its core, Wrike is an easy-to-use tool 

for streamlining the internal project 

management and collaboration 

processes between team members, 

whether they're in the same office or 

separated by an ocean. 

● Task management 

● Time tracking 

● Email integration 

● Box, Dropbox, and Google Docs 

integrations 

● Workload management 

● Recurrent tasks 

● Customized reports 

● Task prioritization 

● Android and iPhone apps 

● Discussions in tasks 

● Document collaboration 

● Apple Mail and Outlook add-ins 

● Real-time newsfeed 

● Interactive timeline (Gantt chart) 

17 FILESTAGE 

https://filestage.io/about-

us/  

Filestage is a cloud-based solution that 

enables organizations to share, review 

and approve files and content via a 

unified portal. The platform lets 

organizations invite multiple reviewers, 

track file versions, and establish custom 

workflows to route files to teams and 

streamline the feedback/approval 

processes. 

● Comment on videos, PDF documents, 

images, and audio files 

● Collaborate in real time 

● Clients can comment without registering 

● Clear versioning 

● Time-saving approval workflow 

● Detailed documentation 

● Integrated to-do list 

● Archive and export comments 

● Add your custom branding 

● Works on mobile 

● 256-bit SSL encryption for your data 

● Paste review links in tools like Trello, 

Slack, or Basecamp 
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https://www.wrike.com/
https://filestage.io/about-us/
https://filestage.io/about-us/
https://filestage.io/about-us/


18 WEEKPLAN 

https://weekplan.net/  

What is weekplan? 

Week Plan is more than just a standard 

calendar app or to-do software. It's a priority 

planner designed to facilitate you achieve 

your goals by helping you identify your 

different roles, define objectives, track time 

incurred, and monitor results. 

● Intuitive 

● Goals of the week 

● Week view 

19 MURAL 

https://www.mural.co/ 

MURAL is a digital workspace for visual 

collaboration. MURAL helps everyone on the 

team imagine together to unlock new ideas, 

solve hard problems, and innovate faster. 

● Brainstorming 

● Collaboration Tools 

● Commenting/Notes 

● Communication Management 

● Data Import/Export 

● Diagramming 

● Digital Canvas 

● Discussions / Forums 

● File Sharing 

● Flowchart 

● Forum / Discussion Board 

● Idea Management 

● Ideation 

● Knowledge Management 

● Meeting Management 

20 TEAMWIEVER 

https://www.teamviewer.

com/pl/ 

TeamViewer is a comprehensive remote 

access, remote control and remote support 

solution that works with almost every 

desktop and mobile platform, including 

Windows, macOS, Android, and iOS. 

TeamViewer lets you remote in to computers 

or mobile devices located anywhere in the 

world and use them as though you were 

there. 

● Customer modules with your 

own corporate design 

● Remote Administration 

● Central setting policies 

● Home Office 

● Log every support connection 

● Online Presentation 

● Secure connection 

● Online Teamwork 

● See a list of all installed apps 

● Push text to device clipboard 

● Pull system log files 

● Real-time screen sharing 

● Chat and nudge 

● User management 
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