
 

 

 

 

 

 

 

 

Brian: Hello Hello Hello. Happy Tuesday, everyone. I have to remember sometimes that it's Tuesday, this year, 'cause 
Hope, Heart and Human Spirit last year, was on Wednesdays. So delighted to be here with all of you today. Welcome to 
Hummingbird Hour. I'm delighted to be joined by my dear friend, Andy Rice today. And Ben Green is with us again today, 
who is part of the Hummingbird team. And Ben is going to join us in the end, he'll be one of our attendees today, and 
will be helping to make sure that you get all of the links and all of the information that Andy and I cover that you might 
need from us during the conversation. So feel free to ping Ben if you have a question along the way and still keep an eye 
on his posts in the chat where he'll be sharing some links and some additional information. And Hummingbird Hour, this 
is our second annual conversation series 'cause Hummingbird Humanity turned one, this month which is very exciting, 
it's our one-year anniversary. I'm still sort of in shock that we're at one year for Hummingbird but it's been a very 
exciting journey. So we're about two past the hour and I wanna go ahead and get started because we have so much to 
cover today. So I'm going to say welcome to my dear friend, Andy Rice. Andy, thanks so much for joining me today. 

 

Andy: Brian, it's such an honor to be here. I'm really excited. And, I remember you say it's one year. I remember when, I 
was at the birth. I was at the birthing of Hummingbird Humanity. So I can't believe that you're one already. I feel like I 
should have a cake. 

 

Brian: You didn't get me a cake, Andy? I don't know. 

 

Andy: I know, I'm falling down on my duties here as a friend and colleague. 

 

Brian: That's fair, that's fair. Well, we'll talk about that later. Well, I'm delighted you're here and actually, as Andy just 
shared, for all of you out there, Andy has been with me since the beginning of Hummingbird but we actually met, it's a 
little over seven years ago now. And as I have toyed with this idea of becoming a consultant and whether I should, or I 
shouldn't and what is it like to be a consultant and what's good about it and not good about it. We've had so many, so 
many conversations and I'm truly grateful to Andy's wisdom and guidance and support. And actually, I remember when I 
first started in this doing, actually moving into the consulting space, I'm like, Andy, how do I do a proposal? I don't know 
how to do a proposal, how do I calculate this? I just don't get it. And Andy was patient and kind and shared his 
knowledge and wisdom with me. So I'm so grateful to Andy as with Eduardo last week to have mentors, to like both of 
them, who've helped me to launch Hummingbird, so thank you, Andy. 

 



- I remember those conversations and Brian, I think I told you, when I started Black Box Consulting, nine and a half years 
ago, I was in the same place. And I was lucky to have someone who played that role for me. So it's actually nice to be 10 
years down the line and being able to pay that forward and do the same thing for other people. It's kind of fun. 

 

- Yeah. Thank you. Thank you. Yeah, and actually it is fun and I've offered to do the same to others although I say I'm just 
learning. So, but learning of course it's a daily journey, but I'll do try to pass it on in honor of what you and others have 
done for me. And the other thing I would just wanna acknowledge about, because I think this is something, one of the 
parts of what you shared with me that I really tried to embrace in my work is of leading with intellectual generosity. Yes, 
I have to make a living, so there's going to be those conversations about fees and proposals and bills and invoices and 
that sort of thing. But I do this because I wanna make the world a better place. And I think conversations like this today 
or where we're gonna hopefully share some things that'll be helpful for others who are trying to navigate the COVID 
pandemic realities and what it means for the workplace today, what it means for the workplace of tomorrow. I think 
that's part of why we're both here, it's because we just wanna share and with the hope that it's helpful to others. 

 

- Totally, totally. 

 

- Awesome. Well, before we dive in, I wanna make sure that people know just a bit about who you are and you've 
already mentioned you're the founder of Black Box Consulting. Would you just share a bit more about what you and the 
team at Black Box do? 

 

- Sure. Well, we're a, what I would like to call a small but mighty management consulting firm in the talent management 
and HR space. So I have eight consultants who work with me who are all experts in a variety of areas across HR. Our 
heart and soul is really in talent management, although we've done a lot of HR projects outside of that. And it's really all 
things, strategy, process, technology and organizational, around human resources and talent management. So things like 
recruiting and succession planning and workforce planning, comp, learning and development. The whole, that's the 
talent management side. And we also do things like benefits, right now we're spending a lot of time not surprisingly on 
remote work and return to the office which is part of what we're gonna be talking about today. So yeah, it's been fun 
building the team and I've got a team of really awesome people who have that same mentality that you talked about, 
Brian and just really wanting to help people and make things better. As I was saying to you before we started, it's kind of 
helping companies get out of their own way and not do stupid things that negatively impact the welfare and productivity 
of their employees. 

 

- Absolutely. Well, and we've had a chance to join forces with one of your team members, Kevin Small who has done a 
couple of projects with Hummingbird team and a couple of our clients. So hopefully we'll have the chance to join forces 
some more in the future. And today is a great example of that. So Andy, just to segue into the heart of the conversation, 
'cause I know people are like, can we get, let's talk about it because they're like, Andy has all the answers, that's why I 
brought him here, but, 

 

- I have the questions, I'm not sure I have all the answers but go ahead, we'll see what happens. 

 

- That's what good consultants do, Andy we have lots of questions. So one thing that Andy and I were talking about last 
week as we were preparing for today's conversation is we, while we both have the ability to be in each other's shoes or 



play in each other's sort of spaces, Andy really starts from a system perspective and organization perspective. And I tend 
to really start from the individual perspective of what does it mean for an individual person or an individual, or a group 
of individuals. And so we can dance, like I said in each other's places or play in each other's spaces but that's where we 
start. So, Andy, I'd love for you, you talked a bit about a framework that you're talking to your clients about that as 
they're thinking about what are the tomorrow impacts, and actually there's today and tomorrow. Like it's, they're 
navigating through today to transition towards what's gonna happen in the future. How are you talking with your clients 
and colleagues around that sort of next phase of work? 

 

- Well, what it's really netting out to, I mean, we've talk to our clients all the time, and there's a great deal of focus right 
now on hybrid work, remote work, the future of work, not surprisingly. Everybody, companies who thought it would 
take a year to implement an employee remote work strategy for one third of their workforce. I knew a company that 
said that, that said it would take them a full year to get a third of their workforce remote, that was a year ago. Suddenly 
COVID hit, and that company in three weeks got 100% of their employee base remote. So we talked to a lot, it's not 
surprising that companies are scrambling right now. And the scrambling is having some negative impacts. So the 
framework we're kind of bringing to clients right now is really around thinking about the future of work in three 
dimensions. The first one is strategy. What is the strategy? What are the methods we're gonna use to deal with the 
challenges that we're facing and the fact that we think there's gonna be a remote and hybrid future? The second is really 
logistics. So all of the interesting tax policies, benefits policies, things that are coming up as a result of not having offices 
and headquarters anymore. And the third is the kind of a longer-term one which is about the talent implications of 
remote work and hybrid work. Recruiting, learning and development, performance management, compensation, 
benefits. All of these things are being drastically impacted by the fact that we now have in-person and remote people all 
at the same time. So this is kind of what we've learned in talking to clients and now we're reflecting that back on clients 
and giving them tips to address those three things in that order. Do you have a strategy and is it communicated? Then 
given that strategy, what are the logistical elements and policies you have to put in place? Then, what are the talent 
implications, the talent management implications of all of those involved in the process? Does that make sense? 

 

- It does, it does. Where does communications fall in that? 

 

- Communications, well, it falls throughout. When you do any of those three things, when you have a strategy, if you 
don't communicate it, it doesn't do you any good, because the people that it's impacting don't know what it is or the 
people that are carrying it out, don't know what it is. When you're doing the logistics, you have to communicate it 
because a lot of things are changing. And when you're dealing with talent management, that's all about communicating 
to your candidates and your employees. So there's a lot of communication planning in all three of those layers. What I 
will say is one of the places where it's most important is the strategy layer. There's so many companies, we have a client 
right now, that's a financial services client and they have kind of a strategy. They've developed a strategy for part of their 
workforce and they've communicated that pretty well. But unfortunately, in communicating that for part of their 
workforce, they've communicated nothing to the rest of their workforce. And the rest of their workforce, is experiencing 
a lot of anxiety. It's almost worse than if they had no communications at all, because if they had no communications at 
all, everyone would just think they don't know what's gonna happen. They're clearly thinking about it and 
communicating to part of the population and then leaving the rest in the dust. So they're all freaking out about it. 

 

- Yeah, and that makes sense. Of course, when I go to the model place, I think about like you you've mentioned the 
three, whether we call them columns, I often put things in columns, but maybe they're circles, so that overlap with the 
Venn diagram but you have the strategy, the logistics and the talent. But then there are typically in those models, there 



are some things that are overlays across. So there's communications, is part of it, culture, how does their culture 
influence the decision-making? There's probably some of those things that are. 

 

- Absolutely, and culture is a really interesting one, both in the strategy area, the culture impacts your strategy but then 
the culture is actually impacted by your logistical decisions and your talent. It's a huge part of the talent part of that 
equation. But one thing I'll say about the communication, I read, was it McKinsey study about what employees want in 
this crazy time with COVID and the future of work. And the thing that came out loud and clear is communication. They 
said that employees who don't know what the future holds or even aren't being communicated what's known and 
unknown about what the future holds, are experiencing significantly more agita than people who are well 
communicated to. There is a much larger, that the amplitude of their stress is much higher. And the report also talks 
about the fact that the employees who aren't communicated to, everyone's getting burnout from remote work, it is 
challenging and it's new. But I think it was at 2.9 times more likely to have burnout if there's no communication from the 
company coming about what the future is gonna look like. And that that financial services example, I just gave is a 
perfect one. They're communicating to some of their people and saying nothing to the others and the ones that are 
getting nothing, are just really freaking out about it. There's a lot more agita. So we tell companies all the time, there are 
so many companies say, well, we don't know everything, so how are we gonna communicate? And like I say with change 
management, the point is communicate what you know and communicate honestly, what you don't know. But if you're 
at least communicating what you know and you don't know, you'll inspire the trust of your employees. And then they'll 
wanna go on the journey with you. Brian you've heard me, I did this, you've heard me give the Thanksgiving analogy. 
And this is really a change management thing. But I use this story a lot. When we were coming into Thanksgiving last 
year during COVID, all I could think was, this is gonna suck. I'm not around my friends, I won't have anyone over and I'm 
so used to these Thanksgiving traditions and wey wey wey, no one's, it's gonna be totally different. Well, Thanksgiving 
came and I actually had a wonderful Thanksgiving. It was low key, I was able to spend time, quiet time, like relaxed time 
with my husband, I tasted my turkey for the first time in, how many ever, many years of doing Thanksgiving. And I 
realized when it was all over, there were a lot of really good things about it. But what I didn't have is a change 
management person, telling me, and painting the vision for what the future was gonna look like. And look at what 
happened in the absence of that future vision, I only imagined the worst possible things. Everything was miserable to me 
because all I could see was what I was giving up. Well, people are, all people are that way. So when you have companies 
that say, that have people who are concerned about the future, they're like, oh my God, how am I gonna survive at a 
remote work environment? Or will I be hybrid or will I be in the office? Or what is that gonna look like? If they hear 
nothing, all they're gonna think about is what they're losing. So companies have to communicate these things to support 
their employees, because if not, their employees are gonna freak out and guess what, they're gonna go somewhere else. 
There's a good chance that they'll go somewhere else that has a clearer articulated strategy that the future of remote 
work. 

 

- Yeah. I have so many things that I want to talk about here, buddy. You've gave me so much fodder to sort of dive into, 
or what did we like to say? We like, well, let's unpack that. So we'll do some unpacking together and I just have to 
acknowledge what you just shared around how employees will interpret lack of information. As I've told many a leader, 
over the many years is, here's the thing. Your employees are gonna create a story. If you don't tell them, like give them a 
story, and hopefully it's a truthful, authentic real story, then they're gonna create a story that's a bad story. Their story 
will be a tragedy, it'll be a really good tragedy, but then falling apart. And I'm one of those humans who can create those 
tragedies as you know Andy, and we've had some personal conversations over the years as well and that's just human 
nature. So many of us, as much as I'm an optimist and I'm a glass half full, and I like to believe in the possibility of so 
much hope and good, in those moments, I create stories that aren't helpful. 

 



- Yeah, totally. I think you actually taught me the word catastrophizing, which I love that word because it applies to me 
too, but it's true. And people, again if you know you're going somewhere but you have no picture of what that 
somewhere looks like and only a picture of the fact that the things that you're comfortable with, aren't gonna be there 
anymore. Then you have no other alternative, but to assume that everything's gonna go to hell in a handcart. It's human 
nature, I think. 

 

- Yeah, absolutely. Absolutely. So I am also an advocate for transparency and openness and something that I was talking 
with an HR leader the other day. And we were talking about the current companies, the approach to sharing the plan. 
And the CEO of this company has, is very open and transparent and very human and sort of, but some of the messages 
are a bit ambiguous of like, hey, we're gonna come back to the office when it makes sense and we're probably gonna 
allow some from hybrid work but we're not sure what it looks like yet. And we're gonna figure it out together and it's 
very collaborative which is very much the CEO's nature. And we were talking about how much certainty and clarity do 
employees need in those transparent messages? What is your thinking there Andy? 

 

- Well, if you have the certainty, communicate the certainty 'cause that's awesome. But I think that the best thing, when 
you have uncertainty, the best thing you can do is communicate the uncertainty and let employees know that you 
expect that to be unsettling. Here's where so many companies stop. They'll communicate the things that they don't 
know but they don't then take that extra humanity step of saying, and I know that's disconcerting to you. I know that's 
gonna be disconcerting to you but because we believe in transparency, we would rather tell you what we know and let 
you prepare yourself for the uncertainty than to not communicate at all. And suddenly it goes from, they're hiding stuff 
from us or they don't know what the hell they're doing, to, okay, there's someone who's really being upfront with me. I 
mean, think about friends. When you have friends that communicate with you that way, you're much more open. You 
feel much more comfortable with their friendship than if you find out they're hiding things from you even if you know 
they're hiding things from you because they're afraid to tell you something that doesn't wind up being true. You know, 
peppering what you say authentically with, we're in a period of great and unprecedented change. The last time we had a 
pandemic was 1918. So we're still figuring out what post pandemic looks like and we've got great ideas and a lot energy 
around it. And we're balancing the needs of our employees with the necessity for the company to be successful so that 
there's a company for those employees to work in. And that's the kind of candor that you can get, change management, 
again, it constantly says, change management is not about giving you comfort in the answers. You and I talked the other 
day about the Kubler-Ross cycle about grieving a death. That's what this is. 

 

- You took my talking point Andy, that's my talking points. 

 

- If you sit there and say, well here are the Kubler-Ross phases of, grief and anger and bargaining, get through those as 
quickly as possible. People aren't gonna, that's not real, that's not reality. But if you say here they are and we know 
these things are gonna come up and we're doing everything we can to make sure that we take you through that in the 
least disruptive way possible but there's gonna be disruption and you're gonna feel it. And there are gonna be times 
when you're thinking, oh my God, I don't know what's coming. But know that's not because we're hiding things from 
you. We're just, we're trying to figure them out just like every company is, at this time. And this happens, normally but 
now this again is really unprecedented. This has never happened in this generation or several generations before of 
people and certainly hasn't happened in the technology age. The last time it happened was in the industrialization when 
companies were industrializing. So, it's gonna take a while to figure it out, but the more candid you can be and the more 
accepting you can be of acknowledging that people are gonna have anxiety, the more trust there is between employee 
and employer. 



 

- And I like that thinking of the, what do we know and what are we confident and clear about and what don't we know, 
but we're working on and acknowledging we get that may be that you want more. You're humans just like us, and we're 
all trying to figure this out. And Andy mentioned the Elisabeth Kubler-Ross stages of grief, which many of you listening, 
watching may be familiar with is, that's, I've leaned on that. So there are more traditional change management 
philosophies, which I think are important and leverage and I know Black Box uses one of those or probably more than 
one as you think about your work. And I always like to also then bring in that Elisabeth Kubler-Ross stages of grief 'cause 
any change is a loss. Any change is loss and the humans that are going through that change, and sometimes it's small 
and sometimes it's big. And when I talk to employees about it or managers or leaders, I say, here's the thing. At the end 
of the day we're still responsible for showing up and doing our jobs. Like that's what, we get paid for that. And how do 
we have human environments like, what does that look like? And so, if you're a manager or a leader and you see an 
employee, they're sad or they're angry and they're going through change, then they're gonna get past that phase. And if 
you're an employee, then you're dealing with that and you can be aware of your emotions. Then you can say, oh, I have 
to acknowledge how I'm feeling. So I can then do what I need to do today. 

 

- Yeah, well, let me give you an analogy from my own life. And this is specific, I mean, we're moving into change 
management and we'll get back to that. It's important because it's such a foundation of the future of work. My mom 
passed away very young in 1998, many many years ago, and I'll never forget talking about agita and Kubler-Ross and 
change management. We go to the hospital as a family and our doctor, her doctor or doctors would say something like, 
well, we don't really know what's going on but we'll do this one test and as soon as we do this one test we'll be able to 
tell you exactly what's going on. And anyone who's ever experienced the death of a loved one knows, that that one tests 
happens and you know more, but you don't know everything. And then you have to deal with that. So these doctors 
who say one more test and we'll know everything are not being authentic. They're not being honest. We want our 
doctors to know everything and the doctor has to be willing to say, we don't know everything. And here's what we know 
and here's what we don't know and here's what the next steps are. But if they set false expectations, like this test is 
gonna happen, then the family comes in. The doctor says, well, good news and bad news. We found out some things, 
but we still don't really know, then the family goes, what the hell? I mean, then you get angry, and then you get 
frustrated. So think about that companies and people, set managers, set these expectations. Be honest. If that doctor 
had said, this is gonna be a long road, it's gonna be a long journey. And we're gonna learn some things and then we'll 
discover, in learning things, we'll find things we don't know. So the answer, how long does my mother have to live, is not 
an answerable question and there's no tests that will finally answer that question. And if you set that expectation at the 
beginning, then the person is, I would have still been frustrated but at least I would have trusted my doctor a little more. 
So think about, I mean, that's kind of an analogy to how companies, how I would like to see companies communicating 
right now, is just be upfront because your employees know when you'll be answering them. 

 

- Yeah. Well, and I think that that type of communication is inherently human, which is certainly what Hummingbird 
Humanity and what we wanna champion for. And I think, again for all of you listening, watching, you might notice that 
Andy and I are both passionate about change management and communications. It's just a little bit about who we are. 
So I do wanna go back, as you mentioned a moment ago to some of the specifics here. So one of the, in the future of 
work, I think one of the questions that I hear in some of the conversations I'm having is, okay, so we have this reality 14, 
15 months ago where there were some companies that had moved into flexible working or remote working. Most 
companies were still in a five days, a week in the office with maybe some flexibility here and there. And there was this 
desire for remote working to become more of a norm. And then as you mentioned in one of your earlier examples, 
overnight, we actually and very few things in the work we do can be, flip a switch. We flipped a switch and we said, 
everyone worked from home, except for, and I wanna acknowledge those individuals who are frontline workers and 
individuals who don't have the ability to work from home and continue to put themselves in the harm's way, healthcare 



providers and frontline workers and in service of our communities. But by and large corporate environments went to 
remote working and now we're thankfully at least in our country and knowing that, acknowledging that not every 
country, is as in where we are today as much as we've had a hard journey, the United States is looking good, so fingers 
crossed that continues for us and hopefully that will happen around the world. Companies are announcing and saying, 
okay, what is the next phase? And you've mentioned earlier that remote work actually can be more taxing. I know 
companies like I know Twitter, I think just recently announced days of rest, I think they're like, we're gonna take a day 
off all of us 'cause we got to take a break, we're not taking breaks. PWC announced a program to incentivize people to 
take vacations. I think remote workers are working longer hours than in office workers. And then there's this other side 
of it where I'm also hearing and I've read some articles at which I wish I could reference specifically right now, and we 
might, we'll try to find them is that some people have said if my company says I have to go back to the office, I don't live 
there anymore, I moved. I moved, I live someplace completely different and I'd have to quit or leave and so there's a 
retention risk. So there's a lot here about hybrid, remote work. What are you hearing and what are you seeing leaders 
are leaning into as they're making these decisions? 

 

- So most of the companies and people that I talked to think that some form of remote work is here to stay. Now, the 
challenge, some companies are going more toward the remote side and some are going more to be in-person site. There 
are a bunch of challenges with that. And one of the things that's interesting as I've seen research over and over again, 
that true full on-site work organizations and 100% remote work organizations are easier to manage than hybrid ones. 
Having both options available and using both options is the most challenging option. So I've read some reports, there's 
a, it was McKinsey did, "Re-imagining the Post Pandemic Workforce" article and was talking about the fact that they 
interestingly think that remote work will start to lessen over time but I've heard a lot, I've seen a lot of other reports that 
say that that difficulty is worth tackling. Things like it's better for employees, the flexibility gives employees more 
satisfaction. There are studies that say it's better for DEI. Removing this in-person perception of someone and this 
knowledge of someone up close is actually allowing for more diverse workforces. It's taking the, what is your race, color, 
gender out of the equation because, interestingly, we're all Hollywood squares, we're all, rectangles on the screen, 
which, I wish there were, I wish there were better reasons for DEI to be more embraced but they're finding that cultures 
with a hybrid model or remote model actually less, are more blind to the demographics of the people who are working 
for them. So there are all sorts of benefits. I personally think that the hybrid model is really gonna happen. And you 
made a great point, the logistics using that three phase model, the strategy depends on culture, and the strategy also 
involves who can be remote, how often, what jobs lend themselves to being remote. What is our culture about in a 
remote environment? The logistics are definitely more complicated. When you think about the logistics for remote 
work, there are tax implications for individuals and for corporations. I can't remember which report it was but I read a 
report about the fact that companies that used to be in three states and three countries are now in 30 states in 40 
countries. Because all of these people who used to come to an office are now have dispersed and gone wherever 
they've gone. And so companies are having to drastically reevaluate their taxation strategies, their compensation 
strategies. So the logistics do get more complicated with hybrid. But here's the thing. What you said earlier is bang on, 
this idea of retaining talent. People, if you think about it, I worked with a company a science company in Midland, 
Michigan which is a relatively remote area in Michigan. And they were the employer in the Midland, Michigan area and 
surrounding area. So if you think about it they had a real recruiting advantage. If there is anyone who lived there or in 
that area and wanted to stay in that area or if there were people who wanted to move to Midland and experience the 
kind of smaller town out, more rural experience then this huge employer was an incredible choice, spanning incredible 
advantage recruiting people who wanted that. Well, think about it now. All of these people in the Midland area, they're 
suddenly able to work for Apple and Google and Facebook and Twitter and Intel and all of these companies who went 
from, you have to move to the Silicon Valley to work for us, to work wherever you want, we don't care. So the 
employees that you were talking about who say, I'm digging the remote thing, I don't really wanna go back but my 
company is forcing me to. That company is gonna put themselves at a huge disadvantage from a talent retention and 
attraction perspective when they're going up against companies that say, you work wherever you want, you do you, 
make yourself happy and we just care that you are good at what you do and like our culture and working for us. So that's 



why I think if 10 big companies have hybrid work, then the thousands small companies that are trying to compete with 
those 10 big companies, will have a real recruitment and retention challenges if they don't embrace some of this 
workforce, this hybrid work model, that's the talent management side, that's the third dimension we talked about. Go 
ahead, I'm sorry. 

 

- Yeah, no, I appreciate that. And I appreciate you keeping us honest with the model and, 'cause we are covering each of 
those parts of the puzzle. And I think, and you said this in your description there or as you answered the question, which 
is, that the hybrid model, which allows for more flexibility, I think the marketplace is gonna demand that. And it also 
allows for companies to meet the unique needs of individuals and various demographics. So we're not talking about 
some of those specific implications, but one I'll mention is when I've talked to colleagues of mine, who are parents, who 
have kids at home, they're like, some of them have said, I'd actually rather be at the office not because I don't love my 
kids, 'cause I do love my kids but I need quiet and I need a space to be able to focus on what I'm doing. And I think about 
people like myself and of course right now I work for myself and so that has its own implications. But let's say I worked 
for a company, working from home for me on a regular basis, I'm a social being, I like to be with other humans. And I 
know that there are a lot of people like me who, I worry about the potential loneliness as a society who are less 
partnered as a society and we have more people working remotely. Where did we lose that human connection that's so, 
so important. 

 

- Right, well, that's a really interesting point. And the human connection part of it, now I'll disclose, I've been working for 
companies and for myself out of my home for 17 years. So to me, even though I'm a hugely social person as you know 
Brian. 

 

- What? 

 

- Yeah, sound crazy, isn't it? 

 

- Shocking surprise. 

 

- The idea of going into an office every day or even three days a week, regularly makes my head explode. I'm so used to 
remote work. I'm so familiar with how it works, I'm so comfortable with the challenges and benefits of it. That going 
back seems inconceivable to me. But you're right, there are people who do wanna get back. And that again, falls into the 
strategy area. Companies need to think about not just, they're kind of two different lenses. One is, who can and who 
can't. Looking at all of their roles and saying which are the roles that can be remote and which are the ones that can't. 
And then of the roles that can't be, which are the tasks of those roles that they could do remotely that don't need them 
to be on site and maybe allowing them to be remote, to do those tasks. And then the third dimension of technology, 
what technology we can use to enable tasks that used to be onsite to the offsite. So that's the dimension of pushing 
people toward remote work or giving people the option of remote work and then determining which portion of your 
population for which parts of their jobs can be remote. But there's the flip side that you mentioned which is a lot of 
people wanna get back to the office. They miss the break room. They miss what I call knowledge accidents, these 
accidental conversations with coworkers. I had a CEO in the .com days when I was an HR director who used to talk about 
knowledge accidents. He said some of our most innovative moments come from two people in completely different 
departments, working on completely different things, meeting in the break room, having an incidental conversation and 
saying something completely random that sparks an idea. And then they go back to their desks and come up with a 



better solution. So there are a lot of people who miss the social interactions. There are a lot of people who fear that 
innovation will disappear if we're not in-person. And what I'm seeing, the trend I'm seeing, this goes to the logistical side 
and the logistics element, is there are technology platforms that, although not as good as in-person, are getting us 90% 
of the way there. There are all sorts of technology options for in-person, hosted brainstorming. The ability to have a 
whiteboard that you throw post-its on and move around as a group remotely. There's a technology add on to the Slack 
platform called Donut which is essentially in this platform, it's an add in that allows for accidental conversations. It is 
monitoring people and when they're available, people can say I like talking to people in this area and that area and it will 
randomly hook people up and say, hey, you two people are available, go have a chat. So, again, is it as good as sitting in 
the break room, sharing a cup of coffee, not quite but there are a lot of logistics. There are a lot of technology options 
that are coming up and around that will help to mitigate that. And if you think about a hybrid workforce where it's one 
of the models is part-time on and part-time off, those platforms like Donut or the white boarding tool or the .voting 
tools I've seen, can really help facilitated on and off-site meetings, work close to as well as in-person meetings. The 
biggest challenge there, again, going back to the fact that hybrid work is so important and we've all probably 
experienced this. Anyone at a global company has experienced this because we've been, The funny thing about hybrid 
work is we've had hybrid work for decades. Any global company has hybrid work. They might not be working in their 
homes, but if you're on a team that's in the US and India and China and Europe, then you're on a hybrid team. Because 
you're already dealing with people, you have people in a room together face to face and in the old days of phone bridge 
line and now a Zoom meeting with people in remote locations and it is being facilitated somewhere. So there is a 
facilitator in the room with some people and other people are remote. So these are not new challenges, any company 
that's not in one, the whole company in one office has to deal with this. And all the time zone issues, all the cultural 
issues that come up in international and global companies, are no different than the global work, the hybrid work 
companies that are now dealing with a partly in-person and partly remote workforce. So there are ways to overcome it 
because we've been at overcoming it with global companies for the last 20 years. It just means being more thoughtful 
and more deliberate about accommodating a dual culture, an in-person culture and a remote culture and being forever 
conscious. I'm an experienced facilitator having done this for so long and I can tell you, I've still been in meetings with 
global companies before COVID where I'm facilitating a meeting and the facilitation gets difficult and suddenly all of my 
energy goes to leading the room in front of me. And then I get through about 15 minutes and go, oh, jeez, there are 
people on the phone that I haven't even talked to. It's human nature, when someone's in front of you, and there's just, a 
speaker in the middle of the room with voices that you can't hear. So even an experienced facilitator like me, has to be 
mindful of that. I have to constantly reinvent ways to remind myself, oh there are people not in this room and that's a 
challenge that's gonna get more and more frequent when we have hybrid work. So, as managers, as facilitators we all 
have to think, how can we get to the point where we're 90% as inclusive with a partially remote and in-person audience 
as we are with a fully in-person audience. 

 

- Yeah, I do think that is an emerging, required capability or skill for professionals. I think whether you're an individual 
contributor or a manager or a leader or an executive. The ability to facilitate a conversation with people that are in the 
room and not in the room and everyone feel included is important. And actually, I could argue, or maybe I'll say I'll 
suggest that it's always been really important 'cause there are some voices that are louder than others. And in the work 
we do for inclusion and diversity, it's how do we get all the voices in the conversation, it's certainly important. 

 

- To your point there, Brian talking about talent, one of the talents things side of things is leadership and management in 
a hybrid environment. And it's funny, I've said this over and over to people I've even done a couple of webinars on it. 
You get advice, everybody has, so many people have been coming to me and saying, I'm a manager and it really freaked 
out, I don't know how to manage hybrid teams, I don't know how to manage remote teams, what should I do? And my 
long answer is to give them techniques. Things like situational leadership, setting clear and measurable goals, trust but 
verify, trust that your employees are gonna give you what you want but don't just delegate and leave them alone and 
come back to them a month later and say, are you done yet? Just keeping in touch with them regularly, regular touch 



points. But I have to laugh because if I were to summarize all of the advice I've been giving managers in this remote work 
time, my answer is be a good manager. Be a good leader because all of that advice I just gave about remote 
management was the same advice I was giving to leaders 10 years ago about how to be good leaders and managers 
anyway. It's just that the negative ramifications of not doing those things become more severe when you're dealing with 
a hybrid workforce and an in-person workforce because you can lock out when you're in-person due to those unplanned 
interactions. So it's the same advice. 

 

- Yeah, well, I hear you. And I might, this may be one of those moments that are on our live chat, where I'm gonna 
challenge and say 

 

- You're gonna disagree, oh my God, this is awesome. 

 

- Oh, I love it. Well, it's actually. I actually think it's a build, it's not a disagree. I think, one of the, I wanna go back to like 
the first of all, I wanna say #knowledgeaccidents, #knowledgeaccidents. I think that's so cool. And what I hear there, 
think sort of thinking back to some of what we've covered in the last few minutes is that community and connection are 
important to humans and the new ways we're working. And some of those have been around in global companies for 
awhile. How do companies find new ways in the logistics space to find, to create community and connection? I think the 
new manager leader skill, and there's probably a few of them that are that, and we could argue that they've been there 
for a long time and always been there, but have not been indexed in like, hey, we need to talk about it as being an 
empathetic, put yourself in the shoes of someone else to understand what they're feeling, to have honest, real, like 
human conversations. There's this post that has crossed one of my social feeds or a couple of my social feeds more than 
once, it was a manager says to an employee, how are you doing today? And the employee says, I'm good, it's a little bit 
challenging in the pandemic but I'm just plugging along. And the manager says, okay, let's actually, let's try that again. 
How are you doing today? Have a real answer and the employee says, I'm overwhelmed, I'm lost, I don't know which 
way is up, I've been living at home for I don't know how many days now and like it's, I don't, the space never changes. 
And the manager says, now we're talking, we're having a real conversation. And I don't think that those human 
conversations have really been part of our workplaces. And I think the world today requires them more than ever. 

 

- So I think we're actually both saying the same things 'cause I totally agree with you, but I do think that's something that 
has always been important. To me, that's part of leadership and management, is being able to empathize and have 
honest, real, full of integrity, authentic conversations with your employees. I've been doing that with my employees for 
years. So I think that falls into the category I talked about earlier of still the same advice, but way way more dire 
consequences, if you don't do it today than when we were all in the same office. 

 

- Yeah and well, of course I think hopefully you and I have tried for many years to embody those characteristics of 
leadership. I think about, now I don't have an MBA so I haven't been through an MBA program. So I just have to 
acknowledge that before I say what I'm about to say is, I don't think MBA programs are focused on humans, the humans, 
they're focused on the maximizing profit, efficiency, return on investment which are by the way, super important. And, 
but miss that sort of like, how do we make sure and anchoring it in this topic, what I believe and I'm curious what your, I 
don't know, we probably have talked about this MBAs. I believe that one of the potential positive outcomes of the 
pandemic in the future of work is that leaders and managers and executives, and decision-makers realized for the first 
time in a very powerful way, and I think in a really long time, oh, wait our companies are run by humans and we have to 
treat these humans like humans and 



 

- I very much agree. I've been saying employees don't check their humanity at the door for years. That's not to say that 
it's the same as going out with your friends necessarily but that means you do not become a robot or a widget the 
minute you come into the door of an office, you're still a person. And the acknowledgement and treatment of someone 
like a person is a huge thing in being a credible leader. It gives leaders credibility, it gives leaders trust that the leaders 
and employees have trust when that happens. And there's a line, there's an oversharing line too, like an old, like, but 
again, that's part of the job of a leader and a manager. Now one of the things this relates to also which is again in the 
talent management bucket, in this three level thing is we talked about culture a little bit. We mentioned earlier that your 
culture impacts your strategy but then your culture is impacted by the results. by executing your strategy. Because 
suddenly you have this hybrid work model and it's an interesting, I've had lots of conversations lately about the fact that 
in the past, traditionally culture is top-down. Culture is about the CEO and his or her executive team and how they want 
the company to behave and how ideally they model their own, it models their own behavior. Like the worst case is when 
you have all the posters in the conference rooms that have the six corporate values and then the leaders are acting 
completely differently because then you have a total disconnect and that's bad. But in the new world of hybrid work or 
remote work, culture is actually gonna have to become more flexible. It's gonna be a combination of top down and 
bottoms up, because think about it. Suddenly we have a modeled top-down culture that may or may not be propagating 
through in-person stuff which attends to when people are together, they tend to model the same. They tend to adopt 
the same cultural elements. But suddenly we have people like me, I'm at home right now, living in my home culture. This 
apartment that is my home office has a culture and all of the people in it, my husband and my cat and the friends who 
come are part of that culture. So when I'm working, this culture is part of my corporate culture. So suddenly these 
companies that are so used to saying, this is the way we behave at this company, are gonna have to open that up a little 
bit and see the humanity. It is part of seeing the humanity, realizing that each office at home, is its own pod of humanity 
with its own culture. And if there's a huge disconnect between that culture and the corporate culture, then it's not 
gonna work out. So suddenly these rigid cultures that companies are gonna have to be more flexible and accommodate 
a broader range of cultures, which again, I'll make the analogy, look at global companies. Again, that's not different than 
what global companies are facing. Because they're dealing with different global cultures. A company that's in Japan and 
India and the UK and South America and the United States, when you're having a meeting with all of those people, 
you're dealing with different human cultures, different individual, cultural tenets in where they were raised and where 
they live that impact the global culture. And it never works when a US-based company goes in with a cowboy hat and a 
pistol and comes in, throw in US culture and all of the other countries shut down because that culture is not 
accommodating the breadth of all of us. So this is not new, if you need to help with hybrid work, look at global 
companies, that's where to benchmark. 

 

- Well, yes and, I want to, I'm actually borrowing from your analogy 'cause you just gave me a new analogy that I may 
start to use in my work in diversity and inclusion is. You just said it of there are, and for those of us that have the 
opportunity to work in global companies, will have inevitably heard at some point, we may be a US-based company but 
we need to engage our colleagues in other places around the globe and not say, this is how it works, 'cause it may not 
work in that country or that territory or region. One of the things that we also have to challenge and I think, you just 
talked about this a moment ago, we've all entered each other's homes in the pandemic. And that has so many 
implications which we don't have time to unpack here, but this idea of this top-down approach of culture what we know 
is that the systems that have been at play in the United States have led to predominantly cisgender straight white men 
to be in those decision-making seats who are establishing the cultures for their companies. And that is not 
representative of the diversity of the populations, which they lead. And so it has to flip on its head because it has to 
change for those workplaces to be welcoming to everyone and to respect everyone and to engage everyone. Oh my 
gosh, we're at three minutes left. 

 



- Oh my gosh. 

 

- I know we have so much more we could cover, Andy but so I wanna just give you, a couple of minutes for any final 
comments you might have. I know that you have an event coming up where you're gonna share more about this 
conversation. And so if you'd love to share about that. So what are your sort of final thoughts as we wrap up? 

 

- Sure. So, first of all, this has been awesome. Thank you. Thank you for the opportunity. 

 

- Thank you for coming to the Hummingbird Hour. I'm so glad you could join us. 

 

- Happy anniversary, it's very exciting. Yeah, I guess all I'll say is, we're so excited here at Black Box about this future of 
work. It is such, there are a lot of challenging things that have happened during this COVID pandemic, but as we start to, 
not would hopefully come out the other end a little bit, with vaccine and starting to get things under control. What I'm 
excited about is seeing what's next and being a part of what's next, being able to be a part. I think, I'm in New York City 
and I think the same thing about New York City, I've had so many people say, oh, are you leaving New York, it must've 
been a drag being there during COVID. And I'm like, no, I feel, first of all, I feel more like a New Yorker than I ever have. 
And secondly, I'm excited to see what's next for New York. New York isn't dead, like read articles about, it's just gonna 
morph into something different. And I'm excited to be a part of that in the same way that I'm excited to be a part of the 
morphing of corporate operations and corporate culture and humanity at work and all of these things that are gonna 
come from this. So as bad as it's been, it's also been a pretty cool opportunity for the companies that choose to embrace 
that opportunity. There'll be companies and people who'll just go back to the old way of doing things, it's just human 
nature. But what I'm excited about and my job going forward, is pushing people to re-imagine, to use the lessons we've 
learned in the last 14 or 15 months, to reimagine what the future can be like. So, yeah, I think that's my last thought. 
And other than that, we're doing a webinar on the Future of Work, Black Boxes on June 16th, between two to three 
Eastern. And we'll talk about some of the things we've talked about here. Definitely share more details in each of those 
three areas, the strategic, the logistic, and the talent areas. And hopefully, we're hoping to leave everybody with the top 
three things they should be doing in each of those three areas to accommodate this future of work. And, it's really 
exciting. And I'm, it's so fun to be here. 

 

- Absolutely, absolutely. Well, and I'm gonna nudge and make sure that you focus on some humanity in that 
conversation, bringing in some of my influence. 

 

- I've a little tiny Brian on my shoulder talking into my ear, but I'll put the materials together. 

 

- Yeah. I love that. I love that. Well, and of course, the work you do is about humanity. The thing that I worry about 
which is why I give those nudges is when those of us that can play in that strategic space, talk strategy and start creating 
charts and Excel spreadsheets, is always just, I just really wanna encourage leaders and decision makers to say, there's a 
person or there are people behind every one of those boxes or strategic line items or work streams. 

 



- It's a super, it's a really really relevant and salient point because I know you and I have talked about this. I know that 
my outcome is happy humanity but usually when I'm talking to companies, they're more interested in operations and 
efficiency. Now, those operations and efficiencies that we consult with, lead to happier humanity, happier employees 
and that's our ultimate goal. But sometimes it's not explicit enough. And sometimes having done this for so many years, 
I get caught in the, how do I make this palatable for people looking on the business side? And that's a real opportunity 
for us at Black Box and other consulting firms to make sure that we emphasize that the ultimate goal, is happy, 
productive employees and humanity. So that's, I appreciate that feedback. I think that's really, really good. 

 

- Thanks, Andy. Thanks, Andy. Well, thank you for joining. Thank you for your mentorship and your friendship and 
helping me grow as a human and as a consultant. And for those of you who want to check out Andy and see that and to 
follow Andy and to join that conversation in June, you can definitely find Andy Rice on LinkedIn and we'll be back next 
week with another Hummingbird Hour. Next week, our Hummingbird Hour will be hosted by Lori Luszynski, principal 
consultant with Hummingbird Humanity. And she will be joined by Dr. Nika White, who, they're gonna talk about how 
the last year changed diversity, equity and inclusion work. So join us again next week. Andy, always a pleasure. I wish 
you health and happiness, and to all of you out there thank you for being with us. 

 

- Thanks so much Brian. Be well. 

 

- Bye everyone. 


