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YOUR POST-COVID
ORGANIZATION
We’ve all learned to work differently. A new balance between office and
remote work is likely to remain. Now is the time to reflect on the
learnings and fast forward your future of work with what we’ve dubbed,
the post-COVID Organization.
Each of the topics in this e-book will be full of tips, on smartly shaping your
organization, that you can apply today.
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HOW WILL YOU
ORGANIZE
POST-COVID?
Working from home has been a radical change in the way we see work. There
are challenges that all organizations had to face, and are still facing, without the
physical contact of the office, shop or factory floor. Nevertheless, these experiences
have started to make organizations realize that work is not so much defined by
where it is done, but more so by what is done. One thing is now for sure: Management now requires trust more than ever before.
As a manager, you don’t know what time your employees begin working; how
long they take for lunch; how long their coffee break is or how long they take to
walk their dog. They may even be taking afternoon naps without you knowing
about it. The challenge for managers is to show more confidence, control less
and focus more on output. KPIs and goals? They’re still important – perhaps,
more important now than ever.
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Organizing in the post-COVID organization
Now is a good time for many organizations to take their first steps towards
working more flexibly. The temporary measures they’ve put in place for working
from home can act as catalysts for lasting change. There’s bound to be a new
focus on mutual trust. But, are trust and shared control enough to make remote
working a true success?
When teams work remotely and take on more responsibility, team members have
to find their motivation within themselves. After all, there is no one checking
on whether you’re spending enough time on your work or not. There is a strong
connection between the degree of participation and motivation in teams. In
other words, employees are more motivated if they’re given the opportunity
to actually participate in, at least a part of, the decisions made by the team
and organization. If people are allowed to participate in the decision-making
process, they also ensure those decisions are carried out.
Especially now, in the time of COVID-19, this difference quickly becomes apparent.
When team members are part of the decisions, and can determine which ways
of working make the most sense, the work often continues as usual and people
find it easier to adapt. In such teams, people are motivated to contribute and, in
some cases, have to be slowed down in order to ensure they’re not working too
hard.
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The role of technology in the post-COVID organization
In recent times, organizations have seen a great deal of digital transformation.
Today, even those organizations that hadn’t embraced this transformation, to
a large extent, have begun meeting and communicating online. For example,
schools have switched to teaching remotely and work processes across industries
have been digitized in no time. Places where digital working seemed unlikely
have made it possible and are, in fact, doing well.
It’s now time to follow-up on these initial steps with measures to ensure conscious
and safe cooperation at work. How can we safely optimize cooperation, externally
and internally, on complex issues? How do we work with a distance of 6 ft. when
people cannot work from home? And, how do we develop best practices for working
online and offline; sharing knowledge and working together on achieving KPIs?
In short, now is the time to find a healthy and safe mix between the physical
and digital worlds, using the right software and hardware.
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CONFIDENCE
AND BEING IN
CONTROL
How do you stay confident and in control in the post-COVID Organization?
The post-COVID organization requires different ways of organizing. The past
year has fast forwarded the future when it comes to working remotely. The
question is: have you also adapted your mindset?
Many organizations now realize that the question of whether or not their
employees are allowed to work remotely is no longer relevant to being successful. In fact, in the current situation, much of the traditional, implicit controls
that the office set-up offers, have been dropped.
Abandoning control, however, is not the same as leveraging trust. What can you
do to strengthen this confidence?
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Go from implicit to explicit trust
Overall, the COVID-19 situation has proved that people can be trusted to do
what’s expected of them. For, work is continuing as usual despite some difficult
situations such as children being at home and needing help with schoolwork
or caring for sick relatives. With the mandatory work from home protocols in
place, managers need to have implicit confidence in their team – whether they
want to or not. But, implicit trust alone is not enough because freedom comes
with responsibility. And, that’s why it’s helpful to explicitly agree upon what
managers and team members can expect from each other.
Thinking together and making decisions together
It’s important to understand that trusting people doesn’t automatically
mean everyone’s decisions are aligned with what’s best for the company.
Many entrepreneurs are currently concerned about the survival of their
businesses. For their part, employees are doing their best to keep things
moving and are working fast to develop new methods and to attract new
customers. But, they often don’t know if all the time and energy they’re
spending will be sufficient. Are they doing the right thing to avert financial
disaster? Is the existing approach in line with the chosen strategy?
In the midst of such uncertainties, the current work situation connects us
because all of us are facing similar concerns and challenges. But, we also need
to remember that when we work remotely, it’s easy to lose sight of the common
thread.
So, it’s important to get employees onboard to tackle the challenges faced by
the company. Explore together what’s going on within the organization and
identify where the opportunities and threats lie.
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Share the short-term goals and progress made by being more transparent. Let
your employees think and participate in the decision-making process to help
the company get out of this difficult situation. Remember, nothing can be more
binding than surviving a crisis together. When you do it together the company
has not just one or two people, thinking and actively working to save it, but an
entire crew.
Show confidence
There’s no denying that the current work situation requires trust. But, it’s even
more important to demonstrate that trust by showing that you have confidence
in your people. Nothing can be more undermining to a work relationship than
the feeling that the other person does not trust you or think of you as an equal.
In short, managers have to really believe it themselves first before their people
can feel it.
Some practical tips to demonstrate confidence in your people:
Walk the talk: Trust depends more on feeling and less on words which is why
it’s so important to “walk the talk”. Acting on the basis of trust is crucial – so
don’t do unsolicited checks on the work of others or judge people on their
qualities.
Be vulnerable: Don’t be afraid to show your vulnerability and ask people to
give you feedback on points you could improve. It’s also a good idea to be
open and honest if, for instance, you find it difficult to function in this situation,
doing all that’s required of you as a manager.
Create psychological safety: A culture based on trust is characterized by people
having the courage to speak up. You can promote this by openly asking for
feedback on ideas and decisions, and, above all, not pushing through decisions
in conventional, top-down ways.
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REMEMBER, NOTHING CAN BE MORE
BINDING THAN SURVIVING A CRISIS
TOGETHER.
WHEN YOU DO IT TOGETHER THE
COMPANY HAS NOT JUST ONE OR
TWO PEOPLE, THINKING AND ACTIVELY
WORKING TO SAVE IT, BUT AN ENTIRE
CREW.

Steer not only on trust, but also on expectations
In our experience, we see that just trusting employees ultimately leads to
nothing. A strange statement perhaps, because we intuitively think we’re
certain to win by placing trust and confidence in our people. But, organizing
based on trust requires a little more – like clear agreements and unambiguous
statements on mutual expectations. This removes any gray areas and prevents
managers from suddenly pulling away the reins from the team – either because
the results are disappointing or because an exciting moment is coming up.
These agreements deal with the following questions:
What results do you want to achieve together?
What qualities do you expect from each other?
What are the important pre-conditions to take into account?
Please remember that the number of agreements you make should be defined
by the output and tangible results you’re aiming for. Agreements about things
like when you work, and how long you work, can not be checked and more
importantly, imply distrust.
Ensure everything is as transparent and as simple as possible. What are the
situations where people can make their own decisions about and which ones
require the intervention of managers or executives? Remember to keep this
as simple as possible because this is the way to foster trust within the team.
If you’re unsure about the steps that need to be taken towards teams, then
consider if giving away responsibility and trust feel like too much too soon.
In that case, start with one team or a single project. But, expressing what you
will start with explicitly and acting accordingly is crucial.
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THE NEW
ROLE OF
MANAGEMENT
In the previous chapter we described the first steps towards placing more trust
and responsibility within employees and teams. Now, let’s take a closer look at
how you can do this and how the role of management can be changed for the
better; by creating more impactful teams that act faster.
We’ve all learned new ways of working in the past year: digitally, remotely. But
has leadership in your organization made a shift as well? In this chapter you’ll
read how leaders can boost trust and responsibility, and build teams that have
more impact and decision making power.
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The first simple step is to involve employees in a discussion about the main
challenges of the moment. Here are some questions to drive the discussion:
What are the main issues of the moment?
What issues have led to the COVID-19 situation now?
Do we actually have more or fewer customers to serve now?
Is our revenue model under pressure and should we find a new way to offer
our service or product in the market?
It’s important to share these questions and dilemmas as soon as possible. While
doing so, make sure you’re clear about the direction in which you’re looking for
help. Do you want to check or test ideas with customers and are you looking
for teams who want to try this strategy? Or, are you looking for solutions to
specific problems? The more specific you can be the better the input from
employees or the team will be. This step seems simple, but it can be difficult for
managers who’re used to feeling responsible for coming up with all the solutions.

To organize this properly, you have to organize a platform on which employees
can make as many decisions as possible. As a manager you offer, as it were, a
helping hand within which the teams can make their decisions. Try to describe,
along with the team, “what” the results should be. The “how” should be left as
much as possible to the team to decide. This foundation will serve as a good
indicator for when the team is doing well and what factors must be taken into
account while making decisions or taking action. In other words, you will need
to draw up frameworks.
The framework contains agreements about:
Result (turnover, maximum expenditure, customer satisfaction or other
important result areas)
Quality (which minimum must the work meet?)
Regulations/ Legislation/ Procedures (only those laws and procedures that
are critical to the primary process)
Behavioral values (simple preconditions, for example around cooperation)

This is a pleasant way to begin “engaging” and involving employees, which
would in turn increase the agility of teams in your organization. But as always,
you could take it a step further.
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QUALITY

LAW & REGULATIONS

A foundation for participation
There is a great connection between the degree of participation and the
degree of motivation. In other words, employees are more motivated if they’re
given the opportunity to actually participate in, at least a part of, the decisions
made by the team and organization. If people are allowed to participate in the
decision-making process, they also ensure those decisions are carried out. The
additional advantage is that as a team, and company, you become more agile
when your people can do their work in any situation that presents itself.

RESULT

BEHAVIOR
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Additionally, it helps to provide insight and transparency about:
The strategic direction of the company, and possibly the department, and in
which direction decisions must be made
The most important financial information. Offer this in a simple format and
as frequently as possible to ensure the information is current as well as easy
to absorb
How do you come up with frameworks?
The answer to this question varies according to the organization. In one company,
these agreements may be presented to the team by the management as an
accomplished fact. In another company, there may be more room for coordination
and deeper collaboration.
Small organizations automatically make their frameworks less large and explicit.
Here, the management and employees seem to work more easily with each
other because they know each other well enough to be mutually confident. In
large organizations, trust is institutionalized more quickly – there are more
departments and more stakeholders to take into account.
Additionally, large organizations usually have more teams. If agreements have
to be drawn up separately, with every one of those teams, alignment may be
lacking while the teams often have to work closely together – a fact that needs
to be taken into account.
It’s important for a team to be able to say “yes” to managers voluntarily and
with intrinsic motivation. That is why we prefer to co-create these agreements.
Besides, it helps provide the team with the feeling that the goals are achievable.
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A new role for management
None of this is to say that the role of the manager is done and dusted. On the
contrary, managers are extremely important as connectors between departments
who disseminate crucial information. The only difference is that they will now
have to learn how to facilitate work rather than delegating or managing work.
Because, managers are no longer in charge and have to unlearn their reaction
to every problem.
In the initial phase, teams will often have practical questions and it can be quite
tempting for a manager to answer them. Still, it’s smarter to work with the team
to find out what it takes to solve those problems. This is a great way to make
the team feel like it’s being heard and learn how to cooperate with each other
as adults. But, it doesn’t mean the manager should only passively watch from
the sidelines. A manager can always start the conversation and think alongside
the team about challenges or problems. But, it’s important to remember to let
people own their problems.
A manager may still try to resolve matters that are beyond the sphere of the
team’s influence. When the team makes a clear request to the manager, it’s
important that the manager takes it seriously and ensures there are enough
resources and people to solve the problem. Some organizations choose to
place managers in the role of a coach. But, someone who guides the process
while simultaneously challenging and intervening when something goes wrong
can be confusing for the team. In our experience, it’s better to separate the role
of the coach from that of the manager.
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What should managers do?
Help others solve problems: The manager should coach, facilitate and advise
without actually making the decision. For instance, ask, “How would you solve
this problem if it were your own company?”
Foster confidence: Provide psychological safety and confidence by working
clearly and step-by-step on the team’s development and autonomy. Help the
team determine goals, roles and work arrangements.
Stay in conversation: Avoid misunderstandings by keeping the conversation
with the team alive. Make their vision and interpretation as tangible as possible.
Don’t refer to ISO manuals, but instead use anecdotes of others who made
similar mistakes and talk about the measures they took to fix the problem.
Remember, a good discussion can really push boundaries.

What should managers no longer do?
Don’t solve other people’s problems: Don’t put out fires or for example discuss
things with another department on behalf of a team member. Before you
know it, the team will go back to a “wait-and-watch” approach and all action
will once again center around the manager.
Stop checking: Workflows such as invoicing, billing or quotations are often
run by the manager in conventional set-ups. Try to reverse this as much as
possible. For instance, work with a budget or a mandate so that you appeal to
the responsibility and moral compass of your people.
Do not intervene: Even when difficult subjects or situations come up, resist the
temptation to step-in and take over. These are the moments when managers
have to place real trust in the team and believe they can resolve the issues
themselves.
The above principles can create a fertile ground for self-organizing teams to
grow. Of course, there will be regular adjustments that need to be made. But,
with the suggestions we’ve provided and some clear communication you will
notice that responsibility can be borne more widely in your organization.
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THE TEAM
IN THE
LEAD ROLE
Uncertain times require companies to make fast changes and continuous
adjustments. A flexible organization, with agile teams, has the power to steer
itself onto the right course. In this chapter, we deliver some great tips on
creating strong and agile teams.
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Intrinsic motivation & the team
The hierarchical model in which a manager determines the direction has some
obvious advantages. However, the issue with this model is that one person (the
manager) is always looked up to when the team is confronted with a problem.
If you put the team in the lead, the team and the manager begin jointly bearing
the responsibility. If you know how to create the ideal conditions, your team can
be as cohesive as a sports team or music band. There is a common, clear goal
and everyone does their best to help each other move forward. They not only
push each other to be better, but they also dare to talk openly about things that
can be done better. Together, as a team and as individuals, they become the
best versions of themselves.
From functions to roles and talents
When the team knows and begins experiencing what it’s like to take on more
mandate and responsibility, they slowly but surely get into a flow. This is partly
because of the fact that teams rotate roles and use their personal talents to
achieve the team goals.
In order to be agile, it’s important to look beyond functions. It’s more relevant
to look at everyone’s talents and assess which roles should be fulfilled by asking
questions like:
“How can the talents present in the team be used best to achieve the set goals?”
“Who should assume what role and how will it contribute to the common goal?”

Structure and coordination
Working remotely as a team requires structure. Which is why it’s very important
to structure into your own daily rhythms ways to find and maintain a healthy
work-life balance. Many managers mistakenly think that this balance is created
at the expense of work. But, more often than not, it’s the other way around.
It’s crucial to create the time and space to get in contact with your colleagues.
Create avenues to provide frequent mutual contact; set up “daily huddles” to
briefly discuss the goals for the day, figure out what’s needed from each other
and what each person can actively contribute to that day. Finally, don’t forget
to create space for the “small talk” that normally takes place – the water cooler
conversations are important too. This will ensure you’re in touch with the whole
team and that you have a deeper understanding of each other’s situation.
The COVID-19 pandemic may have forced us into new situations for working –
but overall, every company has the ingredients required to become the breeding
ground for effective and high-performing teams. Treat the pandemic as an
opportunity to take a critical look at how you’ve been organized so far and how
you can do things differently. Think about the kind of work culture you want to
offer to your employees and use this time to build an agile organization with
strong teams that revolve around the customer.

Make clear agreements about these questions and you’ll find you’re already
well on your way to building agile teams that can join hands and tackle challenges
effectively.
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Tools for implementing decision-making power
Trust and psychological safety: Whether a team stands tall or falls flat depends
on the extent to which the team members know each other. Trust and psychological safety are the keywords here. A good step in this direction is for teams
to explore each other’s talents as well as pitfalls. That promotes vulnerability in
the team and you begin to understand how best to use each other’s strengths.
Decision-making: Teams should gradually develop their own decision-making
strategies. A team must be able to make solid decisions fast and the more a
team and its members are able to do this on their own, the more agile the team
becomes. Agile teams can adapt faster to change because they’re not waiting
on their manager or leader to make the decisions for them.
Expert representation: Realize that it’s impossible to always reach full consensus.
The absence of a compelling objection is often sufficient ground for cutting
knots and it prevents endless discussions about the nitty-gritty details. It’s also
important to acknowledge that not everyone has all the knowledge needed
to make the right decisions. So, let the experts in the team make decisions on
issues that are related to their expertise. Or, let them do the research and feed
the team with information and expert advice in order to empower the team to
make a solid decision.
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Minority and feedback matter: Be careful with the notion that the “most number
of votes wins”. The decision that bags the most votes does not always have to
be the right one. A well-informed minority may have a more serious argument
for not doing or doing something. Which is why it’s important to realize that
giving feedback is not just a manager’s job. Teams can become stronger when
people give each other feedback. Therefore, regularly organize low-threshold
feedback sessions.
Rotate the leader: To develop leadership across the board in teams, it’s a good
idea to rotate the team leader/ spokesperson periodically. Once teams are
responsible for the choices they make, it’s important to make all necessary
information transparent, understandable and available. The personal development
of employees also deserves attention – when there is no room for personal growth,
the team cannot grow beyond a point.
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FAST
FORWARD
INNOVATION
Anyone who expected organizations to quit upon the outbreak of the COVID-19
crisis is likely to be disappointed. Rarely has innovation and switching gears
been done faster: from drive-in farmers, to restaurants chefs doing live athome cooking workshops, to virtual escape rooms - people and companies
have responded to the crisis with some intense creativity and responsibility.
Apparently, the old business wisdom that a burning platform is the best inspiration
for change and innovation has been proven right. Important however, is that you
reflect on the positives of a crisis and how they shaped your mindset.
In this context, how do you ensure your organization continues to move forward
and improve at the employee, team and organizational levels? How can you
respond to the challenges of today, while taking into account the challenges of
tomorrow?

// 33

Rhythm and space
As with many things, it’s better to delve into a subject more often briefly than
do an extensive deep-dive only once. You can provide rhythm and space by:
Taking fifteen minutes at each team meeting to walk through improvements /
renew ideas and check on their status
Planning weekly, monthly and quarterly meetings in which you shape new
ideas, see if you are on the right track and adjust according to the big picture.
Discipline
Ideas are not the problem but implementation, however, can be more difficult.
So, pick two processes and stick to what you and the team can agree upon.
A way to choose the right ideas: Think about what is important and how you
want the entire pallet to look. Think, for example, of a mix of low-hanging fruit
and radical, far-away innovations. Determining space (time) and budget is
also important in this step.
A process to ensure realization: This includes a lot of testing and trying, in
every step. Encourage team members to present the team’s concepts to
family and friends; send test products to loyal customers; actually sell your
product’s prototype and ask for feedback on it.
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House in order
Innovation can also come through when you arrange all those things that you
normally don’t get around to. Just as you tidy up the kitchen cupboards at
home and do a major cleaning, there may now be time to finally have a wellsearchable archive on your website. Or, to elevate your brochure and other
sales material to the next level.
Attract entrepreneurship
Especially today, many talented people have more time on their hands. Think
of the circle of freelancers or other professionals with whom you work or would
like to work with. Perhaps you can work together on new products or services
and share the future benefits with each other. By agreeing on a distribution
plan now (e.g. based on time invested, or based on the importance of the role
someone plays), everyone can get started and work on future benefits, while
nobody has to invest directly any money right away.
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MAKING BOLD
BUSINESS
DECISIONS
This is how you do it together.
We are in economically exceptional times. Stable environments can change
in the blink of an eye. Creating organizations that move accordingly is vital
to remain relevant. That said, uncertain times and situations like these
require far-reaching decisions. How do you deal with such a situation and
ensure that the decisions you make are supported by everyone?
There are two ways to act when there are radical decisions to be made – you can
make the decision for people, or you can make the decision with people.
Decisions that you make together will automatically generate more empathy
and be supported by everyone. Having a difficult conversation with each other
is easier in these times, because you don’t have to explain to people that the
company is currently in heavy weather. But, to make decisions together, it is
essential for everyone to think about the same facts and to have the same
knowledge. For that to happen, you need to do the following two things:
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1. Make numbers transparent
Without transparency, your employees will lack the fundamental understanding
on which they can base their decisions upon. It is, therefore, very important to
give your employees insight into the current financial situation.
2. Make numbers understandable
Making numbers transparent is one thing, but it’s more important to keep it
simple and clear. Be sure to show the key numbers that are understandable to
everyone, without making your employees suffer through lengthy spreadsheets
or feel like they need to take a crash course in finance.
Next steps
Once everyone is on the same wavelength, it is important to show the calculations
(or, to determine them together) that clarify which cuts will have to be made
in the near future. Of course, the first step is to provide insight into which cuts
may have already been made and which schemes you are eligible for (such as,
short-time working, credit relaxations and tax deferral).
And now that you have,
Clarified the figures involved
Discussed the budget cuts that were made from a business perspective, and,
Understood the governmental regulations that need to be followed,
it’s time to pose these questions to your employees:
What are you willing to do? In what way do you want to contribute so that we
get through the first critical phase, survive this situation and can pay everyone
at least a part of their salaries?
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Case study: Semco during the Brazilian crisis
When Brazil entered a major economic crisis in 1990, and many companies
went bankrupt, Semco employees collectively volunteered 20% of their salaries
(on average) while the management took a salary cut of 40%. In return,
employees got an increase in the share of profit and were given the right to
approve other expenses. Besides, voluntarily accepting salary cuts, employees
were encouraged to take on multiple roles. By performing multiple roles, during
the crisis, people gained deeper knowledge of the entire operation and offered
more holistic suggestions for business improvements. Reforms, at the time,
resulted in a 65% reduction in inventory, a marked reduction in product delivery
times and a product failure rate that fell below 1%. As the business environment
improved, Semco’s revenues and profitability improved dramatically.
How SSI International acts In the current situation
Since we practice what we preach, SSI International has also implemented
the above recommendations to handle the current situation. Thanks to clear
communication channels and great transparency, we decided early on that we
would offer up a part of our salary to bolster our financial reserves. This has
helped us to handle the uncertain period, and strengthened our confidence that
we can handle any uncertainty or challenge whenever we may face it.
Continue to build a solid foundation
We are currently living in economically uncertain times. By remaining transparent and involving your employees, you will see that confidence grows and,
with it, the commitment to work together. These are also the moments when
the bonds become stronger and the best new ideas emerge. To put things in
perspective, we are in a situation where we can (re)build a beautiful, new and
solid base together. So, we want you to realize that the current challenges can
turn into great new opportunities in the future.
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“Growth and profit are a product
of how people work together.”
- Ricardo Semler
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ABOUT US:
SEMCO STYLE
INSTITUTE
This campaign is an initiative of Semco Style Institute. The Semco Style
framework has its origins in the 80s, when a 21-year-old Ricardo Semler
took over the Semco Group, a mixer and agitator manufacturer in Brazil,
from his father.
Ricardo Semler and his company Semco gained international recognition for the
groundbreaking alternative approach to management and organization they
embodied.
The Semco Style Institute (SSI), which was built upon this strong foundation,
began operations in May 2016 in the Netherlands. Today, SSI is active in
11 countries and actively supports multiple organizations that range from
fast-growing small-to-mid sized enterprises to multinational corporate companies.
SSI’s mission is to shape the future of work and we do so by helping
organizations achieve more impact and better performance, with
employees who are happier and more engaged.
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IF YOU BUILD PYRAMIDS, YOU SHOULD
EXPECT MUMMIES.
IF YOU CREATE A HORIZONTAL
ORGANIZATION, YOU LEAVE ROOM FOR
AUTONOMY AND TRUST.
AUTONOMOUS, SELF-ORGANIZING TEAMS
SUCCEED BECAUSE THEY HAVE A GREATER
SENSE OF RESPONSIBILITY, CAN RESPOND
FASTER TO CHANGE AND ACCELERATE
INNOVATION. THE PEOPLE IN THESE
TEAMS ARE HAPPIER AND THEY IN TURN
LEAD TO HAPPIER CUSTOMERS.
JOIN US AND RELEASE THE INNATE
CAPACITY OF YOUR EMPLOYEES TO
ADAPT, PERFORM BETTER AND BE
ENTREPRENEURIAL IN THEIR THINKING.
THEN, SIT BACK AND WATCH YOUR
GROWTH NATURALLY SOAR.
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Inspired by the content?
Reach out to us! We’re happy to think along
with you to see how we can make your
organization future-proof - there are no
obligations.
Looking for more inspiration? We often
organize (free) webinars and post new blok
articles. Keep an eye out on our website and
socials for news, events and updates!
For more information about this content, or
any other topics related to self-management
and how to create autonomous teams, you
can contact us via hello@semcostyle.com
Semco Style Institute
Gebouw Regus Utrecht, Rivoli
Parijsboulevard 209
3541 CS Utrecht
The Netherlands
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