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Brief abstract of the topic:

Geoprofessional firms are poised for a strong economic recovery in the face of the “Great Resignation” where a
silver tsunami of Boomer retirement and younger generations with more better paying and/or possibly more
meaningful opportunities. Keeping our key current and future staff has become a critical business concern
against these headwinds and is more challenging than ever by the loss of touch points in the virtual/hybrid
environment. Geoprofessional's peers will share their concerns, what's working, what not working and what the
future might hold.

Summarize 10 key points from the discussion, concerns expressed, advice given, solutions offered,
lessons learned, case histories presented, or anything else related to the topic:
1

The group objected to "Great Ones" in the title and chose to substitute it with "our people"

2 | The group included a wide mix of full remote, full in office, and various hybrid mix and all considered their
existing system to be working. The group included age and gender diversity.

3 |The group validated that actual attrition or at least a concern for attrition is a real contemporary issue.

4

Mix of feelings as to either full remote work environments are hindering career opportunities and mentoring.
There was consensus that new and evolved ways of engagement with staff are needed to address the
workplace changes. More, better and individualized interaction with staff is increasingly important.

> People like at least some hybrid to give them indivdual flexibility and this trend is sticky and seems likely to
stay.




People thriving in the remote/hybrid world include those with well defined tasks (e.g., billing), field staff who dont have to
report to the office and get social elements in the field, those with long comutes who can reedirect their time, people with
familiy issues (e.g., children or parent care) may be and feel more productive. The takeaway is there are many and
indivudalized situations and generalizations should be challnged.

7 | some people are not thriving in remote world including urban residents with small apartments, people with
home distractions (e.g., school age children, pets) and those that need regular informal collaboration (e.g.,
multi-disciplinary or complex design).

8 . . . .

Acceptance of remote communication by other staff and clients, and the required and abrupt and almost
universally adaptation of remote technology allow more optionality going forward.

° More real time feedback is needed for alignment as is more defined and transparent communication of
career path.

10

Work flexibility is now an expectation.

Summarize the 3 most important items from the discussion to share with GBA members:

1

Some form of hydrid is here to stay and can provide many opportunites to allow staff flexibilty to enhance
work/life options, recruitng staff from wider geographies and/or under-represented cohorts which, with other
life commitments (e.g., child-care), that can be exploited for retention and talent acquisition.

Historically utilized training, mentoring, and engagement methods need to change and evolve to embrace
and enhance the new hybrid environment.

Managers should receive training and development to embrace this change and learn and implement new
and evolving best practices for managing staff based on their individualized situation. Consistent
management in engineering was not necessarily a strength in the past, such that this evolution will be a
heavy lift requiring intentional focus.

. . . X
Should we consider a follow-up on this topic at a future conference? Y N

Include any additional notes here:

There were not enough people self-selecting for the second session, so the group was combined with the related
Table No. 1 for the second session.

Please complete and email this form by November 1% to sara@geoprofessional.org.
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