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PROLOGUE
We are halfway through 2020 and it has been a whirlwind of a year,
which has undoubtedly impacted us on personal levels, as well as
in business. Many companies have gone through, or are still going
through, a challenging time as a result of COVID-19 and the
financial crisis it has brought with it; business may have slowed;
employees may have been let go; and certain areas of the business
may have been shut down.
This has put a significant strain on human resource management
that have to operate in an, for many, uncharted territory of remote
working, interim hiring, managing recruitment processes with travel
restrictions in place, and restructuring.
At Alexander Daniels Global, we wanted to bring these issues to
light and discuss them with like-minded additive manufacturing HR
professionals and hiring managers, to share solutions and
encourage an open dialogue. The outcome was a series of
interactive webinars focused on the burning topics that HR
professionals in additive manufacturing are facing now, and will
face in the coming time.
This whitepaper has been created with an offset in these webinars
and the topics and issues brought up. The purpose of the
whitepaper is not to provide an extensive guide on hiring or
handling human resource issues, but to bring to light some key
issues, spark a thought process, and present possible solutions.
We hope you enjoy!
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1. WORKING ON AN HR
STRATEGY IN UNCERTAIN
TIMES
COVID-19 has brought with it an increased level of uncertainty for employers and
employees alike. So how do you work on and create an HR strategy in uncertain times?
It requires a solid foundation and a mature team. When facing uncertainty, a business
has to re-evaluate what kind of ground it is standing on and ensure clarity internally.

EXERCISE
To help your HR team and your organisation gain clarity, we have developed two
sets of questions; one set for the HR team or the people with HR functions, and
one to take to the leadership of the organisation. The following questions can
help as a first step to assess how clear the boundaries of your teams are, how
you work in good and bad times, and how clear the roles are within your
organisation. Without clarity, there is lack of safety and trust. Trust is what you
need to be able to hold yourself as an organisation in times of crisis and in
creative confrontation, the latter being crucial for growth.
Answering these questions will help you build a strong bridge that can hold
conflict, which may arise because of uncertain times.
10 Questions for the HR Department
1. What does the structure of our HR team look like?
2. What is the role of the HR team in our organisation?
3. How is our work impacting others and our surroundings?
4. How do key elements of our structure link to each other? For example, how do
the roles collaborate?
5. How are we as a team handling the good times?
6. How are we handling the down times?
7. What are we acknowledging?
8. What do we not tolerate?
9. How are we empowering ourselves?
10. How are we weakening ourselves?
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18 Questions for the organisation and the leadership
1. What does the structure of our organisation look like? (draw it together)
2. What are the key forces in our organisation now?
3. What key players can we identify (external or internal) who can significantly
determine the success of our teams?
4. How can we empower ourselves?
5. How can we weaken ourselves?
6. What are we creating for the world, for our surroundings?
7. What are our values?
8. How are we, as a business handling the good times?
9. How are we, as a business handling the down times?
10. What have we done in the past to ensure the safety of our organisation in
down times?
11. What are we acknowledging in our organisation?
12. What are we not tolerating in our organisation?
13. How are we as a business perceived on the AM talent market?
14. How are we competing with other businesses for talent?
15. In what sense can we say for sure that our organisation is a good place to
work at?
16. How do we know that the future of our organisation is certain?
17. What is it that we don’t have clarity about (but it would be important to know)
18. What is important for us, but very difficult to talk about?

NEED HELP FACILITATING TEAM WORKSHOPS?
Get in touch with Iulia Oprea to discuss facilitating such team
workshops.
Iulia.Oprea@alexanderdanielsglobal.com
+ 49 1515 0655 370 / +36 7039 18843
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2. INTERIM HIRING
The past six months have been colored by a global crisis, which has left many
companies with the need to downsize and implement hiring freezes across the
business. Among other factors, this has created a need for a low risk, low cost form of
hiring to fill a skills gap. Interim hiring is a solution to this problem.
An 'interim solution' is defined as a non-permanent hire by an organisation. ‘Interim’
appointments are very common in many large organisations, especially within
aerospace and automotive. ‘Interim Managers’ are typically Subject Matter Experts that
are recruited to have an Immediate Impact

FACTORS INFLUENCING 'INTERIM' SOLUTIONS IN
ADDITIVE MANUFACTURING

SUPPLY AND DEMAND
IS CHANGING

Over the past five years, since Alexander Daniels Global
started recruiting talent for the additive manufacturing
industry, there has not been a strong demand for interim
contracts. The reason being that for the past 10 years, the
AM industry has had almost 100% employment rate, so there
have been very few people with experience within AM that
have been unemployed. Because the companies and the
industry has grown, there has been a need for permanent
employees and there has not been a supply of experienced
people available and willing to do interim contracts. At the
same time, there has not been a demand for interim
contracts from businesses. These supply and demand
factors are changing massively now.
Due to COVID-19 and the economic crisis, we are seeing
significant decreases in demand; layoffs, people placed on
furlough, hiring freezes, people placed on short-time
working contracts, etc.
Therefore, there is an increased amount of talented
professionals in the market, who are willing and able to take
on interim contracts. Looking at the demand side,
businesses are experiencing slower growth and high
uncertainty, thus creating a need for a low cost, low risk
form of hiring.
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SOCIETAL FACTORS &
THE RISE OF THE
DIGITAL NOMAD

An increasing amount of young talented professionals want
to become digital nomads. Being a digital nomad is the
notion of living and working from anywhere, doing work
digitally, and with no need to come into an office. This factor
influences the availability of talented individuals who are not
looking for long term, permanent jobs, but who are
interested in supporting a company for a project for a
shorter period of time.

Both of these factors are creating this opportunity for employers within the AM industry.

WHERE AN 'INTERIM' HIRE FITS IN
TO BRIDGE A KNOWLEDGE GAP
Using an interim employee while finding the right permanent employee, which
can take a long time. Especially for very specific roles.
Support a defined project where additional/different skills are required.
To Test/Explore before making a commitment to hiring a permanent
person/team.
Manage Workload Fluctuations as a result of business fluctuations.

TIMING
An ‘Interim’ Solution might also be deployed where timing is critical

THINGS TO CONSIDER BEFORE HIRING AN INTERIM
SOLUTION
Intellectual Property
Contractual Agreement
Objectives and Deliverables
Management
Team Integration & Culture
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BENEFITS OF EMPLOYING AN INTERIM SOLUTION
TIMING
An ‘Interim’ solution can more
often be deployed much quicker

FLEXIBILITY
No long-term commitment,
especially important where there
is Market/Demand Uncertainty

EXPERTISE
An ‘Interim’ solution can bring
knowledge to a business that is
needed. Knowledge transfer from
the interim employee can also
help to augment and even develop
the skills you have in your
organisation in the long run

COST
Surprisingly, an ‘Interim’ solution
may be more cost effective than a
permanent employee when taking
into account the hidden costs of
employment (social security,
holiday, bonus, overheads, payroll
costs). These are costs you
typically do not have with an
interim employee.

COMMITTED
Versus using a consultancy firm

HANDS ON
Versus using a consultancy firm

NEED GUIDANCE WITH INTERIM HIRING?
Get in touch with Nick Pearce for further advice and guidance
on interim solutions..
Nick.Pearce@alexanderdanielsglobal.com
+ 44 7815 184 523 / +44 121 503 2170
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3. REMOTE WORKING
ENVIRONMENT
Another key issue right now for HR departments and managers is how to deal with the
new normal of remote working environments. Remote working is not a new concept;
however, it has been the focus of discussion on a global scale during the COVID-19
pandemic. In particular, the lockdown orders found in many areas have mandated
implementation. Moreover, there are requirements for social distancing once we do
return to the office, which creates more opportunities to work remotely.
When dealing with remote working, there are certain factors an organisation must
consider, both regarding the individual worker and the organisation as a whole.

FOR THE INDIVIDUAL
If considering offering remote work options to assist with social distancing
within the workplace, you may want to consider if the interested/identified
employees have demonstrated:
Flexibility
Self-Driven Initiative
Confidentiality
Positive Employee Performance Reviews
High productivity during previous “Shelter In Place” orders

FOR THE ORGANISATION
Are there essential employees that need to work in the building to have
access to equipment, materials, etc? As an example mechanical engineers
and materials scientists often have to be in the office to physically touch
the process.
Are there certain positions that are better suited for remote work?
Is it possible to install 3D desktop printers in employees’ homes to continue
work?
What are the associated insurance, safety considerations and utility costs
when installing equipment in personal residences? Theft, injury,cyber
security, electrical usage allowance, etc.
How do you insure confidentiality and IP protection outside of the office?
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THINGS TO CONSIDER

1

Not everyone thrives in a remote working environment: Some respond to
structured, collaborative environments with access to other people and their
ideas more positively, and some can significantly increase their productivity
with working from home.
Alexander Daniels Global did a poll, asking about the general feeling about
working from home:

2
3

Fairness and consistency: Be fair and consistent when permitting or
assigning remote work without regards to age, sex, marital or family status,
religion, race, etc. It is imperative that you do not inadvertently create an
occasion for an employee to feel discriminated against.

Set guidelines for remote work: Remote employees are likely to work flexible
days and hours and may work around personal appointments, thus creating
less “missed time” from actual work. In fact, many remote workers report
they actually work more due to unlimited access to their laptops, cell
phones and tablets. It is up to you, as an employer, to set guidelines to avoid
employee burnout and address both exceptional and poor work
performance. The “benefit” of working remotely does not equate to a benefit
that foregoes professional development or increased compensation
considerations. It also does not provide a means to shelter poor
performance.
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BEING A GOOD VIRTUAL MANAGER
Leading a virtual team comes with many challenges. Here are a few simple tips on how
to be a good virtual manager.

COMMUNICATE
REGULARLY

Both on a one-to-one basis and as a collective team, and
encourage your team to communicate with each other

CREATE ROUTINES

Schedule regular meetings and agendas and keep the line
of communication open

USE VIDEO

Now that we are not physically meeting each other, it is
important to use video as a tool of communication. Being
able to actually see people gives you insight into how the
other person is feeling, making it easier to manage them

TALK ABOUT
SOMETHING OTHER
THAN WORK

Make sure your meetings are not all about work – after all,
the watercooler moments now have to happen online
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4. REEVALUATING TIME OFF
POLICIES
The remote working environment topics ties into the next; remote workers tend to be
very flexible in how they work and are often constantly online. So how do you deal
with that? How do you set those boundaries and ensure that your remote employees
don’t work themselves into a burn-out? And opposite, how do you prevent your
employees from using too much sick time?

QUESTIONS YOU MAY WANT TO CONSIDER
How do you handle sick time now in your organisation?
How do you handle time off for the illness of a family member or significant
other?
How do you run a business if only a few are able to report to work – even
remotely due to illness?
Does your company currently have an FMLA policy/State leave in place
with defined procedures for requesting leave either full-time or
intermittently?
Do you know your limitations on requesting medical documentation and
who is permitted to access any medical documentation without violating
your employee’s rights under HIPPA?
Do you have a proper filing system in place for medical files, FMLA or
medical leaves of absence? How is that information stored? How will you
handle corrective action in the future for excessive absence and how will
you define it?

CONSIDERATION REGARDING QUARANTINE
OR SICKNESS DUE TO COVID-19

Will your company be in a position to pay employees their full-time pay if
they have an extended absence due to COVID-19?
Does your company offer short term disability insurance?
If so, is the waiting period 0 / 7 / 14 / 30 days before benefits begin?
Will you require employees to use their accrued vacation or personal leave
time to cover absences or is time off “untracked”?
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5. MANAGING RECRUITMENT
PROCESSES ONLINE
With the increase of remote working and the travel restrictions in place, how do you
manage a remote recruitment process?

CHALLENGES AND CONSIDERATIONS
Air travel is still quite restricted with fewer flights
available for travel.
Government advice is still in place to limit/restrict
travel.
Some countries still aren’t open to travel at all.
Some governments require 14 days self-isolation on
return.
Candidates may fear travelling, especially flying for
risk of infection either for themselves or for loved
ones who are more at risk.
Obtaining VISA’s for travel may take longer.
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SOLUTIONS AND IDEAS
PLAN YOUR PROCESS

Start with the ideal start date and work back from there –
be careful it may take longer than you think!

COMMUNICATION /
PLAN YOUR PROCESS

Who needs to be involved to make a decision?
Communicate clearly with all stakeholders the process,
timescales and their involvement. Having a clear
communication and clear course of action is crucial to
making remote hiring work. Make sure all of the
decision makers within the business have contact with the
intended candidate. Agree on a clear process and set
deadlines for everyone to follow the structure. Be in
consistent contact with the candidates to ensure their
engagement and limit their fears during this turbulent time

USE TECHNOLOGY

Teams, Zoom, Skype, Google – all very stable and highly
effective for initial rounds of interviews.

As an example of remote hiring, I have placed a
Senior VP of Sales into an organisation, who had five
interviews, all of which were conducted by video
conferencing. People from all over the world, from
different parts of the business were connected. The
decision to hire this very senior person was made,
without any one of the people inside the
organisation meeting the candidate physically

Another example is of a person who was required to
relocate to another country for a job. Seven video
interviews were held, and the person was hired
without having physically met the people in the
company that they were now moving countries for

Nick Pearce, Director and Founder of
Alexander Daniels Global

As long as these initiatives are taken, decisions can and should still be made using
video conferencing and remote hiring.
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6. DEALING WITH COUNTER
OFFERS
Dealing with ‘Counter-Offers’ may not immediately seem a hot topic to consider right
now. With many companies restructuring their workforce due to COVID-19, leading to
reductions in headcount, there are theoretically more candidates available in the
market.
When considering how to deal with a counter-offer, the obvious counter-offer is from a
current employer, who want to retain their talent. However, you may overlook a
previous employer who might want to try and hire back, somebody they previously laid
off.
The extent of the current restructuring going on in the AM market, especially in the US,
means that some companies are laying off people they may otherwise like to retain.
They are having to cut into the ‘muscle’ of the business, rather than just trimming the
fat, that would help them grow, when the market starts to return. This creates quite a
unique and previously unseen dynamic in the talent market.
The question for prospective employers is how to mitigate the risk of both types of
counter-offer? It is also worth understanding however, that in some circumstances, no
matter what you offer, for some candidates the counter-offer will be too ‘lucrative’ to
turn down.

POINTS TO CONSIDER
SCREENING FOR COMMITMENT
Understanding the motivations and drivers of a prospective employee will help
better determine whether they are likely to receive a counter-offer.
On what terms did they leave a previous employer?
Do they still have strong relationships with their previous employer?
What are their motivations for making a career move from their current
employer?
Be wary of any candidates that are directly motivated by improving their financial
situation in this case.
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BE FAIR AND CONSISTENT
Hiring managers should be fair and consistent with compensation packages when
making offers to potential candidates. The market conditions now may favour the
employer, but that can easily change and when it does, if your compensation is
not in line with the ‘true’ market, you could find you are at risk of losing
employees.

DEVELOP A PAY STRUCTURE
If you spend time investing in a fair, market based pay structure, that is clear and
can be communicated to potential employees, you can avoid the risk of entering
challenging negotiations and ‘over-paying’ just to secure the talent you want. You
won’t be drawn in to trying to compete with a counter-offer and equally will
create a more equitable balance with existing employees.

GLOBAL ADDITIVE MANUFACTURING SALARY SURVEY
To understand the compensation landscape in additive manufacturing,
you may want to refer to the Additive Manufacturing Salary Survey,
that Alexander Daniels Global has created.
Download a free version here: www.alexanderdanielsglobal.com/thesalary-survey-2019/

NEED GUIDANCE IN DEVELOPING A PAY STRUCTURE?
Get in touch with Nick Pearce for further advice and
guidance.
Nick.Pearce@alexanderdanielsglobal.com
+ 44 7815 184 523 / +44 121 503 2170
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7. RELOCATION
The COVID-19 virus and the consequent lockdowns and shelter in place orders have
appeared to directly affect candidates’ desire to relocate or where they will relocate to.
Alexander Daniels Global did a global poll to investigate the broader feeling around
relocation:

While this poll cannot represent the entire AM workforce, the results give an indication
about the general feeling towards relocation.
The results indicate that there is a diverse opinion about the question of relocation, but
for 61% of the respondents, COVID-19 has had an impact on their willingness to relocate
- be it more or less willing.
More willing to relocate
32% stating they are more willing to relocate can likely be explained by the move
towards remote working. A big part of the AM workforce has gotten used to doing
everything online during the lockdown period, and have proven their autonomy in
working remotely, resulting in increased trust by managers. If an employee can work
fully remotely, with only few travel requirements to the office, it gives them the
opportunity to move to where they please.
Less willing to relocate
Conversely, 29% state that they are less willing to relocate. Based on our conversations,
several additive manufacturing employees, in the US, have expressed hesitation to
relocate until the threat of future lockdowns or shelter in place orders are a thing of the
past. In these instances, they had family or friends that were dependent on their
assistance during the pandemic. Or they were dependent on family and friends.
Assistance may be groceries, childcare, quarantine requirements or medical care. Also,
if the new position was located in a US state that had a high number of cases or had
extensive restrictions, they were more reluctant to relocate. Relocation to a new area
may present new challenges and risks.
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POINTS TO CONSIDER REGARDING RELOCATION
Is it possible to allow the new employee to work remotely indefinitely in this
role versus relocation?
How did your State, Province or Country handle the first wave of COVID-19 in
terms of lockdowns or shelter-in-place orders?
Have you established a reliable video meeting platform to use during the
pandemic that has been proven to be a reliable form of communication?
Have you identified which positions within your organisation are better suited for
remote vs on-site work conditions?
Does the position you are hiring for require that the new employee work in the
office full-time, part-time or intermittently from the office? If part-time or
intermittently, can that be arranged with travel?
Do you limit candidate searches to remote employees in a certain region? For
example, a company in California may only be interviewing candidates from the
West Coast or South West Regions.
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8. LAYOFFS AND
OUTPLACEMENT
Sometimes firing is a necessary evil. For many companies, both in- and outside of the
additive manufacturing industry, this is the case now due to the Coronavirus pandemic
and the economic crisis that follows.
HR professionals who are performing these layoffs themselves without offering support
to their fellow colleagues, at some level often see themselves as doing harm to others.
This leads to feelings of anger, sadness, and guilt. It’s important to acknowledge the
feelings that go along with having to lay off people.
While there is no right way to fire someone, it is important to do it with compassion both for the sake of the employee being let go, and for the person letting them go.
Here are some simple principles to make the uncomfortable situation more graceful
and humane.

1.HAVE THE CONVERSATION IN PERSON
(OR IN A VIRTUAL MEETING)
Take your time to have the conversation
with the affected employee in person or
in a virtual call. Do not simply leave them
with a redundancy email. You want to
split with your employee on as good
terms as possible. This is especially true
if you are letting your employee go as a
direct consequence of the economic
crisis – because it may turn out, that you
will be able to hire back that person as
we come out of the crisis.
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2. KEEP IT SHORT AND TO THE POINT
Give your employees time to process the
news and give them the option to come
back to you to talk everything through once
the news have settled.

3. BE HELPFUL AND OFFER
OUTPLACEMENT SERVICES
Empathize with your employee and offer
them all the help you can give them –
offer to write a reference letter and offer
offboarding using an outplacement
service.
Group: Offer group based sessions
around the industry and job market. This
could act as an opportunity for former
employees to ask questions and get
clarification about their, sometimes,
uncertain future. This can be provided by
career coaches, consultancies and
recruitment companies.
Individual: Offer 1:1 sessions for
individuals focused on
career consulting with a CV/LinkedIn
review and rewrite, as well as interview
coaching.
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9. RESTRUCTURING
What happens after layoffs? There are the people who leave (with or without
outplacement services), and there are the people who stay. On those who stay, there
are great impacts. People have lost their colleagues, they are perhaps afraid of loosing
their jobs, or are perhaps upset about what happened. People who are left after
restructuring are overlooked – this has a profound impact on the organisation and the
performance of the organisation.
The impact of the feelings associated to a restructuring may not be visible, but they are
there. Not acknowledging those feelings is damaging the relation between the
employee and the company and can materialize themselves as decreased employee
engagement, loss of efficiency, lack of focus, among other.
Like the shadow of a flame, it is not visible to the eye, but the flame is still there.

IMPACTS OF LAYOFFS AND RESTRUCTURING
MANAGERS ARE AFFECTED
After a big round of layoffs, there are often increased feelings of denial, anger, sadness,
lack of company loyalty, frustration and depression – both at a shop-floor level, but
predominantly higher up in management.
Managers are expected to do the same and even better with the people who stayed
and ‘survived’ the layoffs. Be aware that you might be left with people who are
consumed with their attempt to hold on to jobs that have become devoid of joy,
spontaneity, personal relevancy. In this case, you are an organisation attempting to
thrive in a competitive global environment with a risk and responsibility averse,
depressed workforce.
"This is no way to lead a life and no way to run an organisation" (David M. Noer)
2020 HR Guide
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AN EMBITTERED WORKFORCE
The legacy of layoffs is often an embittered workforce without motivation. When you
lose many people at once, while remaining in a highly competitive environment, you
need motivated people who are willing to perform. If you do not address the aftermath
of restructuring, people will take longer to move on. It is crucial for the leadership to be
aware of these implications.

MITIGATING THE IMPACT
So as an HR professional or manger, what can you do? The basic thing to do is to ‘treat
others like you wish to be treated’.

THOUGHTS TO
REFLECT ON

What happens with the feelings we refuse to acknowledge
before moving on?
Why is this step overlooked and ignored?
What are the consequences of ignoring these steps
moving forward?
How to revitalise a downsized organisation after layoffs?

THE IMPACT OF
LANGUAGE
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Another big impact on people’s reactions and feelings
towards a layoff is the language used; be aware of the
symbolism of communication patterns: when the
organisation is using words such as “taking out” or
“terminating” employees, what association comes to
mind?
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10. BUILDING COMPANY
CULTURE IN A DIGITAL WORLD
COVID-19 has accelerated a move towards digital working, creating a lot of challenges,
including how to build a company and a culture in a digital world.
Culture can be defined as an evolving set of collective beliefs,
values and attitudes. Culture is a key component in business
and has an impact on the strategic direction of business.
Culture influences management, decisions and all business
functions from accounting to production (source:
businessculture.org/businessculture/)
Source: businessculture.org/businessculture/

WHAT DOES GOOD COMPANY CULTURE LOOK LIKE?

CASE STUDY: SOUTHWEST AIRLINES
Southwest Airlines is an example of a
company where the people truly embody
the culture of the company. The employees
in Southwest Airlines bring color, life, energy
and enthusiasm into typically quite boring
safety-related topics. The Southwest Airlines
culture empowers its employees to be
creative at a workplace, that really has to be
quite stringent and safe.
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CASE STUDY:

GOOGLE

Google is held up as an icon for what
good culture looks like. Google’s culture
is supported by the performance it has
shown over the years and the position it
has brought itself into.

13 ASPECTS THAT MAKES GOOGLE'S
CULTURE GREAT
1. True Flexibility
2. The Freedom To Be Creative
3. A Fun Environment
4. The People And Their Expertise
5. Dog-Friendly Workplace
6. Shared Values Across The Organization
7. Constant Innovation
8. Trust
9. Alignment With Employees' Wants And
Needs
10. A Growth And Improvement Mindset
11. A Dedicated Focus On Employee
Happiness
12. 'Radical Candor’
13. A Clear Purpose
Source: Forbes

THE IMPORTANCE OF CULTURE
"Culture eats strategy for breakfast"

Peter Drucker

Increased Turnover
Culture increases
employee
engagement

Employee
engagement
stimulates

Increased Earnings Growth
Reduced employee
turnover and absenteeism
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HOW TO BUILD CULTURE IN A DIGITAL WORLD
Knowing what great company culture looks like and the impact it has on a business,
helps us to answer the question “How do we build company culture in a digital world?”
Alexander Daniels Global has been built in a digital world, and from the beginning, we
have had employees working from different parts of the world. The below is a highlight
of the things we have learned throughout the years, good and bad, from building a
company culture digitally.

WHAT WORKS WELL

DEFINING THE PURPOSE CLEARLY
When you don’t see each other every day and perhaps don’t chat as much as
you would in a physical setting, having a clear purpose, and gathering people
around that purpose is crucial. Purpose is the starting point for developing any
great culture – people want and need meaningful work. Make sure you build
values that reflect the purpose and create organisational behaviours that will
lead to success.

COMMUNICATE OFTEN (ALSO INFORMALLY)
Use Skype, WhatsApp, Teams, Slack, Zoom, etc. to communicate regularly with
your teams. Host virtual coffee meetings, weekly one-on-one catch-ups, and
team catch ups, to ensure your team feels connected to the organisation and
to each other.
When everyone is coming into one place, you have the water cooler moments
and the cafeteria moments, where you talk about other than work and get to
know each other. It is important to try and recreate that in a digital context.
Having both formal meetings, team meetings, etc. and informal communication
through for example WhatsApp, really helps to recreate the watercooler
moments.
As a manager, you want to encourage communication between the employees
and stimulate an ‘open door’ policy in communication.
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CREATING A SHARED LEARNING PLATFORM /
KNOWLEDGE REPOSITORY

Creating a shared platform is a way of sharing the vision, purpose and values
throughout the organisation. Any big organisation may have an intranet that will
hold all this information, but for smaller organisations, it can be as simple as a
shared Word document.
Moreover, it provides a way to share knowledge, lessons you have learned, tips
and tricks, and so forth, in an informal way, where new information can be
added gradually. This shared learning platform can be an attempt to replace
the smaller day-to-day learnings and idea sharing, that often comes when
working together in a physical setting, where everyone will be allowed to
contribute and add things.
The document or intranet could include:
Purpose, vision, values, the story of the company
Tips and tricks to the company
Material for learning about the industry
Material for learning about the job and the collaboration with other roles
Guidelines for processes
Lessons we have learned
Useful links, processes, etc.
For this to be a useful tool, employees must be accountable for updating the
learning platform.

QUARTERLY / HALF YEAR GET-TOGETHERS

There is no true substitute for creating shared experiences, in a digital setting.
Although it may be challenging now with travel restrictions in place, creating
shared experiences is crucial for bonding the team together and creating a
strong culture.
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PROBLEMS AND PITFALLS
SYSTEMS AND PROCESSES
When you are operating in a remote context it is more difficult to embed and train
people in systems and processes. People tend to use systems and processes in a
different way, and it is difficult to discuss these and for everyone to align on one
way while being remote.
A key lesson we learned was that you have to be a bit flexible and allow people to
adjust and work the way they need to work. It is a fine line between necessary
alignment and flexibility, in order to optimize productivity for everyone –
especially when cultural differences, business process differences, and norms
vary from country to country in which your employees are based.

MANAGING CONFLICT
In a physical setting, conflict comes up quickly, but also goes away quickly. In a
digital world, conflict grows bigger and bigger before it comes to the surface and
starts to have an impact on the business and the culture. Managers and leaders in
digital organisations will need to learn and have training in managing and solving
conflicts in a digital world.

GETTING TO PERFORMING
Team formation and group development often follows stages known as “forming,
storming, norming, and performing”, coined by psychologist Bruce Tuckman
(https://hr.mit.edu/learning-topics/teams/articles/stages-development).
Getting to performing, where the team is working together cohesively, often
takes longer in a purely digital world. This is especially true if the organisation
does not have strong management, core values, purpose, alignment, and good
systems and processes. In a digital world, managers will need to understand that
it may take longer before their team is performing and working as a cohesive unit.
Moreover, managers need to learn how to manage the process through the
phases in a different way.
Additionally, every time someone new starts or leaves, the team starts over with
the forming, storming, norming and performing cycle. With the layoffs, as a
consequence of COVID-19, many organisations are having to manage this team
formation and development in a digital world. Getting to performing for the team
is crucial to performance for the organisation, so the ones that will master this
process the fastest, will accelerate the curve out of the crisis.
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HOW CAN WE HELP YOU?
At Alexander Daniels Global we are committed to helping the additive manufacturing
industry grow. Our contribution is talent. We help talented professionals find their next
job, and we help companies find the very best people for their organisation
We have a niche focus on recruitment for the AM industry and we possess in-depth
knowledge of the industry.

SERVICES WE OFFER
Recruitment for the Additive Manufacturing industry
Interim hiring solutions
Outplacement services and career counseling for laid off workers
HR workshops

COMPANIES WE HELP
Original Equipment Manufacturers
Software companies (design, optimization & topology, simulation workflow, machine
communication and control)
Material manufacturers
Adopters of advanced manufacturing and 3D printing in different industries
Resellers
Distributors
+5 years experience recruiting exclusively for
Additive Manufacturing

OUR EXPERTISE

+65,000 AM professionals in our network
A team with consultants experienced in
working in HR for AM OEM's

ANY QUESTIONS?
Reach out to us with any questions or needed help, and we will get back to
you!

WEBSITE
www.alexanderdanielsglobal.com

PHONE NUMBER
+44 121 503 2170

EMAIL
adminADG@alexanderdanielsglobal.com
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