


As the COVID-19 situation around the world remains volatile, it’s more so important for business
leaders to stay ahead. We understand that managing people in these unpredictable times is
challenging, and therefore have produced some materials that you may find useful, including:

Tips on Going Virtual
Minimise disruptions to your business processes with our tips on conducting virtual
• Appraisals
• Onboarding
• Interviewing

Employee Sentiments Survey
We surveyed over 700 professionals in Indonesia to get their thoughts on 
• Working from Home
• Their Mental Health & Well-Being
• Leadership & Crisis Management

If you have further concerns or want to hear more from us on certain topics, know that we are 
always here to help. You can reach out to me anytime at:

email | ollyriches@michaelpage.co.id
phone | +62 811 8476 511

Most importantly, stay safe and take care of yourselves and your families. 

Olly Riches
President Director
Indonesia

We’re here for you.



The line manager’s guide to 

Virtual Appraisals
Plan processes in advance
Let the employee know the necessary steps that need to be completed prior to the virtual 
review session. Also, it is a good idea to set an agenda that outlines the key discussion 
topics, which allows expectations between all parties to be properly aligned. 

Fix a date and stick to it
Performance reviews are of paramount importance and should be treated as such, even if 
they are conducted virtually. After confirming on a date and time, stick to it as much as 
possible and avoid rescheduling. This helps to convey the importance of the session and 
allows the employee to be mentally prepared for the conversation ahead of time.

Book more time than needed
You would typically have several employees to review during the appraisal season. As 
such, we encourage each review to be spaced apart with some buffer time in between. If 
reviews are expected to last for an hour, block out 1.5 hours instead so that conversations 
can continue without being disrupted due to time constraints.

Videos should be turned on
A performance review is a critical conversation, which means that it is not just another 
meeting or phone call. As such, it is common courtesy to turn on cameras on both 
computers, so that the session can be conducted as close to a face-to-face conversation 
as possible. This also has the added benefit of allowing non-verbal cues like facial 
expressions and body language to be picked up.

Pay attention
Though the review might stretch on for some time, create a conducive environment that 
encourages open discussions. Keep your phones away or on mute and, if you’re a parent, 
choose a time when your children are likely going to be taking naps. Always be aware of 
how you are projecting yourself on screen, so that your employees know that you are 
engaged and 100% focused on the conversation. 

Speak and listen, 50:50
Performance reviews are oftentimes dominated by line managers sharing their thoughts. 
Instead of taking over the conversation completely, give the employee opportunities to 
raise concerns or give feedback. Hear what he or she thinks is working well or how your 
leadership style can be improved. At the end of the day, everybody enjoys dynamic, two-
way conversations. 

Work on next steps
Just as any other in-person review, clearly outline the next steps: are there specific 
changes in KPI or goals that need to be made? When will salaries and performance be 
reviewed again? Clear communications will conclude the review in a productive manner, 
and give indications on where their efforts should be focused.



6 Lead with transparency

Work with your business leaders to plan virtual town 
halls that cater to new hires. Potential topics include how 
the company is managing the outbreak, what the short 
and long-term goals are, as well as what the new hires 
can bring to the table. Allow time for questions so new 
hires feel heard and valued.

Don’t try to reinvent the wheel. Instead of changing the 
entire onboarding process, start by looking at your 
existing onboarding plan. Ask yourself: what activities 
can be moved online? Are there any activities you can 
add, remove or keep? 

1 Review your pre-crisis 
onboarding plan

With digital onboarding potentially lasting for weeks 
ahead, it can make new hires feel isolated. Maintain and 
encourage participation via communication platforms, 
even if it’s something as simple as creating messaging 
groups. Have themed weeks or fun competitions, such 
as lunch ideas, WFH complaints, best home workout 
routines or even virtual drinks on the last hour of Friday 
— the possibilities are endless!

5 Create engagement

Consider mixing job / technical trainings and casual 
virtual meetings with the new hires’ teammates, 
especially in the first few weeks. This prevents digital 
fatigue from setting in, and gives them a first taste of the 
company’s culture. Rather than fill up their calendars 
daily with onboarding activities, also allow breaks and 
free time so they can take a breather.

4 Mix business with casual

Make the necessary arrangements for hardware and/or 
software to be delivered or set up a few days prior to the 
new hires’ start date. This allows time for any technical 
issues to be sorted beforehand. If they are using their 
own equipment, let them know if they are eligible for any 
expense claims related to work-from-home (WFH) 
setups. 

2 Prepare in advance

We are here to help you navigate 
through these uncertain times. 
Start a conversation and share your most 
pressing hiring concerns and questions. 
We will do what we can to assist. 

Let us know

In the initial phase of onboarding, make sure that the 
new hires have plenty of opportunities to connect with 
their immediate managers. On top of that, you might 
want to allocate an onboarding buddy who can help 
conduct regular pulse checks and help assimilate these 
new hires into the organisation. After all, not having face-
to-face interactions can add to the anxiety as a 
newcomer, so creating routine and familiarity is key.

3 Communicate in 
abundance 7 Look ahead and get ready

It’s easy to get caught up in adjusting to the ‘new norm’ 
of remote work and engagement. At some point, the 
crisis will subside, so you want to be ready for that. Take 
a pause and plan how you will take digital onboarding 
forward after the company shifts back to business as 
usual. For example, how much of the digital onboarding 
do you want to keep? What were the best bits of digital 
onboard that new hires enjoyed during the WFH period? 
Think ahead and put the necessary processes in place. 

Tips on Digital Onboarding
amidst Covid-19



From offline to online: How to create seamless interview experiences in the virtual world

Going Virtual During the COVID-19 Outbreak
Best Practices for Virtual Interviews

• Prepare and test
Set up tests with colleagues to familiarise yourself with 
the video-conferencing platform. Ensure that the 
interviews are conducted in quiet, well-lit rooms and 
mute all incoming notifications to minimise disruptions.

• Give your candidates a heads-up
Be as detailed in your calendar invites as possible. Is 
the time zone accurate? Do they need to download 
additional apps/programmes? If all else fails, have an 
audio line available as backup.

• Go the extra mile
Some candidates find virtual interviews intimidating. To 
ease their fears, share technical guidelines or tips on 
how they can best prepare themselves – even if it’s just 
a well-written article on the internet.

• Schedule back-to-back interviews
Meeting multiple candidates for the same position? 
Consider scheduling, for example, two-hour interview 
blocks with 30-minute intervals. That way, all 
candidates can join the virtual meeting using the same 
link. Also, let them know the precise timing to dial in or 
leave some buffer time between interviews to minimise 
disruptions.

1 Pre-Interview 
Preparation 2 Mid-Interview 

Tips & Tricks

• Focus on what truly matters
Not all candidates are good with small talks or non-verbal 
cues in virtual environments. Rather than picking up on 
these characteristics, focus on the traits that actually 
matter, like their compatibility for the role and how they fit 
into existing teams.

• Enforce employer branding wherever you can
Done with the formal part of the interview with some extra 
time left? Think about how you can share office pictures or 
snippets of the team culture via a quick tour, videos, screen 
sharing or social media. Since they are not physically in the 
office, this is a good opportunity to show candidates what 
they are missing out on.

3 Post-Interview 
Engagement

• Have a template ready
Make arrangements for an email to be sent to the candidates 
after the interviews are done. Let them know when they can 
expect to hear back from you, as well as collect feedback on 
how the virtual sessions could be improved.

• Share experiences internally
As your organisation becomes more accustomed to virtual 
interviews, it’s helpful to speak openly with your colleagues, 
discuss challenges along the way and highlight best 
practices.

Approaching virtual interviews differently or have questions about other best practices? 

We’d love to hear it – start a conversation with us anytime!

Talk to us



87%
are satisfied with the 
levels of remote 
engagement when WFH

Employees have an 
average of

44% feel that it will impact 

team culture positively 

32% feel that it will impact 

team culture negatively

The elements of  team culture 
employees expect will be most 
negatively impacted are

#1 Communication
#2 Transparency
#3 Common vision

How employees have been 
keeping their WFH fun & engaging:

4 out of 5

2.4 virtual 
meetings daily

felt that their companies 
were prepared for the 
shift to WFH

built stronger 
relationships with their 
colleagues as a result of WFH

7/10

If WFH extends 
beyond 2 months, 

 Pizza parties, quizzes, hobbies and skills 
showcase – all done virtually and through apps 
like Houseparty

 Sending surprise coffees to colleagues using 
GO-FOOD

 Meet the family introductions, kids and pets 
included 

 Posting pictures of WFH setups and daily meals

 Shared music playlists so everyone grooves to 
the same tunes in different locations

 Keeping active by partaking in yoga and various 
exercise sessions

COVID-19: Indonesia Employees’ 
Sentiment on Working from Home
Working from home (WFH) has become the new normal for many employees as we contain the spread 
of the pandemic. How are we adapting to our new routines? Here are some insights. 

Survey methodology: A total of 708 respondents employed across various industries in Indonesia were surveyed between 31 March – 05 April 2020.  



4 out of 5
say that their 
professional stress 
levels have 
increased since the 
onset of COVID-19

COVID-19: Indonesia Employees’ Sentiment on 

Mental Health & Well-Being 
The pandemic has changed the way most of us work daily, but has also impacted our mental well-
being. We find out if professionals in Indonesia are coping well.

have mental & 
emotional support 
from their company40%

Some company initiatives shared by employees:

• Employee Assistance Programs
• Daily health tracking and check-ins
• Distribution of wellness packs
• Free subscriptions to mental health, 

entertainment or learning/educational apps
• Multiple interest groups created across regions 

to engage those with similar hobbies 
• Reimbursement for internet plans and WFH 

equipment expenses
• Webinars on various topics such as managing 

finances, stress, keeping fit and eating healthy

Out of those feeling pressured, 

3 in 5 say the pressure is 

self-inflicted rather than coming from 
their company

66%
feel pressured to be 
‘always on’ while 
working from home

65%
have adjusted their 
work hours since WFH

Survey methodology: A total of 730 respondents employed across various industries in Indonesia were surveyed between 31 March – 10 April 2020.  

found the adjustment in hours 
beneficial to their 

work life balance

72%

from their colleagues

Out of 100,

work 
less hours

work 
similar hours

work 

more hours

55% feel a little isolated

23% feel very isolated

Virtual interactions aren’t quite making 
up for face-to-face interactions:

273538



COVID-19: Indonesia Employees’ Sentiment on 

Leadership & Crisis Management 

83% of employees

1 in 2

The most popular internal 

communication channels
utilized by leadership teams are

#1 Email

These are the most common responses 

to what employees need from their 

leadership teams right now:

o Communicate frequently & be transparent

o Empower them to work from home efficiently by 

ensuring technology infrastructure

o Motivate, support and encourage to keep morale high

o Provide health insurance or relevant medical benefits

o Not for managers to micro manage. Trust that they 

will step up and pull their weight!

o Avoid assuming that employees are on 24/7, and give 

them space to have good work-life balance

What’s their employment status?
Out of the employed professionals surveyed,

31% of are currently job-hunting

9% are serving notice periods

employees reflected that their companies

responded quickly enough 

Speed of 

response: 

as an employee during 

this time of uncertainty
81%

Very satisfied

Satisfied

Dissatisfied

Very dissatisfied

18%

65%

14%

3%

are happy with their leadership’s 

overall response to COVID-19

#3 Virtual meetings 

#2 Social messaging 

applications

51% quickly enough

15% 

too slow

34% 

immediate

feel taken care of

Survey methodology: A total of 730 respondents employed across various industries in Indonesia were surveyed between 31 March – 10 April 2020.  

As the pandemic continues to spread anxiety and uncertainty in businesses, resilient management 

teams are more important than ever before. Are Indonesia’s leaders ready for the challenge? 
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