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Managing People in a Post-Pandemic World

Organizational management is virtually always difficult, though it has become significantly more complex in the twenty-first century, particularly with the rise of globalization and subsequent demands for intercultural competency. The COVID-19 pandemic has arguably exacerbated the challenges that render organizational management immensely difficult, especially as various organizations gradually transition themselves back to a sense of normality in a post-pandemic world. Unfortunately, as businesses begin to realign with the reawakening economy, a major factor continues to inhibit the operations of many enterprises: low levels of employee engagement, given that an average of only 25 percent of employees in a particular organization can be classified as “highly engaged” (Clark, 2012, p5). Moreover, the weakened engagement has been exacerbated by the difficulties of the pandemic and significant macroeconomic pressures (Jeha et al., 2022, p131), particularly as they pertain to inflation and other serious economic stressors. As noted by Kniffin et al. (2021), “the impacts of COVID-19 on workers and workplaces across the globe have been dramatic” (p63), calling fresh attention to the importance of employee engagement when optimizing organizational management.

In response to the pandemic and declining employee morale, corporations have taken several different actions to address employee needs, which have become known as “emergent changes in work practice” (Kniffin et al., 2021, p63). For instance, shortly after the onset of the pandemic, most businesses, barring those selling essential goods and services, transitioned to a remote working environment, which was designed to make employees feel safer and more comfortable. As part of this remote working environment, employees had greater freedom in terms of their working hours and other employment parameters. Even as employees began to transition back to in-person job duties and responsibilities, management took additional measures to ensure employee well-being, including the creation of “COVID-19 Safe” workplaces. However, despite these actions, employee engagement remains challenging for management, a dilemma that serves as the primary motivation for this report. 

The following report will provide ample insight into managing people in a post-pandemic world, especially as the future of the pandemic and work world remain relatively uncertain with the rise of new variants and other developments. Consequently, the report will begin by evaluating key drivers of employee engagement, including the distinction between intrinsic and extrinsic rewards and how management may account for such a distinction. After analysing various factors for employee engagement, the report will then detail various diagnostic tools that can be harnessed for evaluating relative levels of employee engagement, which in turn may be useful to management in the long run. The discussion of diagnostic tools will naturally segue to discussion regarding optimal employee value propositions, which will help ensure long-term loyalty and motivation to an organization.
Drivers of Employee Engagement


In order to evaluate the best means of improving employee engagement, determining the optimal driver of employee engagement constitutes one of the most important first steps to take, given that these drivers comprise the foundation of employee psychology. Fortunately for employers, numerous drivers for employee engagement exist, and when these drivers are successfully incorporated into the work environment, then employee morale is naturally improved. Of all the factors to consider, some of the most important pertain to intrinsic and extrinsic rewards and recognition. 

In addition, it is also important to evaluate the relative effectiveness of intrinsic and extrinsic rewards in terms of employee engagement, especially since the former may  be overlooked by an organization in favour of the latter. In essence, the primary difference between intrinsic and extrinsic awards can be detailed as follows: Extrinsic awards pertain to clearly quantifiable, measurable rewards, such as salary, performance bonuses, or other monetary rewards (Shantz et al., 2013, p62), otherwise known as goals that “narrow our focus” (Pink, 2011, p48) given their specific quantitative objective. For instance, if someone wants to surpass a certain salary or performance bonus in a given year, they have a clear objective to focus upon. On the other hand, intrinsic benefits pertain to less quantifiable rewards, such as continuous, genuine praise and recognition for one’s efforts may well prove to be the most valuable driver of all in the long run. In general, scholars have found “that enjoyment-based intrinsic motivation, namely how creative a person feels when working on the project, is the strongest and most persuasive driver” (Pink, 2011, p21).

Thus, the distinction between extrinsic and intrinsic rewards becomes especially clear when analysing employees’ sense of purpose and belonging within an organization, which oftentimes comprises a significant percentage of employee motivation. In other words, when employees believe that they are collectively contributing to a greater purpose, or that their individual efforts are enhancing the manifestation of the organization’s collective vision, they are more likely to not only remain engaged, but also deeply vested in the ongoing operations of the company. For instance, one way in which an employee will feel a sense of intrinsic motivation can occur when “mastering the challenge of a given software problem” or the “desire to give a gift to the programmer community” (Pink, 2011, p22).

Other drivers also routinely motivate employees, regardless of the industry, as revealed by the pandemic and its aftermath. For instance, flexibility tends to be highly prioritized by many employees, and flexibility can take various forms. Flexibility can include the option to work from home, at least part of the time, which in turn has benefitted both employees and companies. In addition, flexibility can also entail greater freedom in terms of work wardrobe and other key components of work life, which further strengthens employee morale. In general, employees that experience a fair degree of autonomy and ownership over their work are more likely to exhibit a greater sense of loyalty and engagement towards a given organization, which in turn favourably benefits all stakeholders. These employees are broadly considered to be “highly engaged,” especially when they “take personal and primary responsibility for their own engagement” (Clark, 2012, p13).
Diagnostic Tools for Measuring Engagement


While successfully implementing drivers of employee engagement into the work environment is an excellent means of ensuring optimal implementation of drivers of employee engagement. In general, companies have an array of different diagnostic tools at their disposal to evaluate relative degrees of measuring engagement, including formal and informal measurements. Regardless of whether an organization employs formal or informal diagnostic tools, it is important to remember that “engagement should not be examined in isolation; one must also consider how the broader social climate … may moderate the engagement-outcome relationship” (Shantz et al., 2013, p276), which helps place employees’ responses in context.

From a formal perspective, organizations can take several different actions to evaluate relative degrees of employee engagement. One of the most recognized formal tools for evaluating employee engagement includes surveys, which provide an opportunity for employees to express their relative sense of engagement in an anonymous format. Several surveys have been widely recognized as being highly useful formal diagnostic tools, including the Gallup Workplace Audit, the annual NHS staff survey, and the UK Civil Service “People Survey,” all of which can evaluate relative degrees of employee engagement (Shantz et al., 2013, p277). In addition, major companies, such as Intuit, also depend heavily on the results of annual employee surveys, which remain “the most comprehensive measure of engagement” for the company (Finney, 2008, p210). These surveys can evaluate relative degrees of employee satisfaction and employee engagement; for instance, employee satisfaction can be evaluated based upon employees’ relative contentment and gratification, and employee engagement can be measured by how passionate and involved they feel in a company’s operations (Schneider & Barbera, 2014, p574).

In addition to formal diagnostic tools, an organization can also employ informal diagnostic tools for evaluating relative employee engagement. Informal diagnostic tools are particularly important in work environments that have localized needs; even if an organization is multinational, its local offices will have specific engagement needs: “Whereas the basics of employee engagement are the same worldwide, how you align the needs of the organization with the needs of the local workforce is context-specific and relies heavily on the judgment and skills of local managers” (Schneider & Barbera, 2014, p574).
Thus, different leaders may adopt an array of different methods for evaluating employees as effectively as possible. For instance, U.S. Labour Secretary Robert B. Reich created “a smart, simple (and free) diagnostic tool for measuring the health of an organization,” namely by “[listening] carefully for the pronouns [employees] use” (Pink, 2011, p171), which can be an indicator of attitude towards an organization. The Chartered Institute of Personnel and Development (CIPD) may also play a useful role in devising diagnostic tools.
Devising an Employee Value Proposition 

When a corporation can align the drivers of employee engagement with appropriate diagnostic tools for measuring engagement, it makes promising progress towards devising a powerful employee value proposition, oftentimes referred to as EVP (Schneider & Barbera, 2014, p663). In general, the concept of EVP “has gained prominence as a way of understanding individual preference and specifically what employees look for in the employment relationship” (Schneider & Barbera, 2014, p663). In general, different measures can be used to evaluate how effective a given EVP may be, including the following: the Employee Commitment Index, the Employee Engagement Index, the Employee Retention Index, and the Offer-Fit Index (Turner & Kalman, 2014, p176). Therefore, an ideal EVP will be one that fuses the best elements of extrinsic and intrinsic rewards, with a particular emphasis on intrinsic rewards, as “altruistic, social, and intrinsic work values [have] a positive impact on employee brand attitude and behavior” (King et al., 2017, p92).

As mentioned previously, a core element of intrinsic rewards includes meaningful work, as “the level of intrinsic motivation of employees can be driven by the way their work is ordered” (Sharma et al., 2019, p105). By providing employees with meaningful work opportunities, companies continue to enhance the EVP they offer to employees, or “what the company is promising that the employees can count on from the company” (Finney, 2008, p5). Consistent follow through on promises is another way in which companies can enhance the EVP for employees, as well as a healthier environment overall. Promoting a healthy environment for employees will also strengthen collegial relations between different employees, which further enhances the intrinsic rewards available in a particular workplace facility. Studies have revealed “that informal appreciation from co-workers was significantly positively related to engagement” (Shantz et al., 2013, p62) in varied workplace settings, illustrating the immeasurable benefits of intrinsic awards.
Concluding Thoughts


Ultimately, managing people remains one of the greatest challenges facing organizations in the twenty-first century. This challenge is particularly magnified when accounting for reduced employee engagement, as engagement levels have declined precipitously over the past two years. The pandemic has caused enormous uncertainty, which in turn has adversely impacted individuals’ confidence in their long-term financial prospects and their subsequent motivation at work. Different firms have taken various measures designed to make employees feel more comfortable, including flexible and remote working opportunities. In addition, companies have also ensured cleaner facilities designed to prevent the flow of the pandemic, as well as make employees more comfortable. Despite the actions that corporations have taken during and after the onset of the pandemic, employee engagement remained persistently low, warranting a thorough analysis of drivers underlying employee engagement. 


Several different drivers motivate employee engagement, including extrinsic and intrinsic factors, both of which can jointly enhance employee well-being. Intrinsic drivers are particularly valuable, as scholars have found intrinsic drivers to be especially influential in the long run for employee motivation. In addition, other drivers, including flexibility, also strengthen employee engagement, as well as engender greater long-term loyalty towards an organization (Taylor, 2018, p45). Numerous diagnostic tools are also available to evaluate the relative effectiveness of employee drivers, including formal and informal tools. Through routinely utilizing formal and informal tools for evaluating employee engagement, companies can significantly improve the workplace environment and overall morale. Moreover, companies also move towards developing an optimal employee value proposition through emphasizing the most important drivers of employee engagement, thereby positioning themselves more competitively in the years to come.     
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