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The COVID crisis is perhaps the greatest 
challenge HR has seen in a few decades. HR 
teams are dealing with issues such as coming up 
with new policies for employee safety, enabling 
employees to work from home, measuring 
productivity and efficiency during remote work 
mode, and designing employee engagement 
programs. This changing business environment 
calls for different practices and strategies for 
organizations to become agile and adaptive.

Be it implementing strategies to ensure 
employees’ mental health and wellness, talent 
grooming, leadership development, performance 
management, compensation and rewards etc. 
HR is now engaged in multiple activities to 
safeguard their people and the business.

Organizations around the globe are restructuring 
their business operations to enable employees 
to work from home, they are looking for an 
efficient technology stack to manage the new 
dynamics of work from home reality. The 
concept of work-from-home is not something 
new and has been slowly on the rise globally, 
enabled by technology. However, work-from-
home is no longer an option but a necessity for 
organizations and it is here to stay in the post 
Covid-19 scenario.

INTRODUCTION

This eBook summarises and highlights the key aspects of workforce 
management practices post COVID-19 as follows:

HR teams are
dealing with issues such 

as coming up with new 
policies for employee 

safety, enabling employees 
to work from home, 

measuring productivity 
and efficiency during 

remote work mode, and 
designing employee 

engagement programs.

Winning performance management in the post Covid-19 world

Adopting a modern PMS to ensure the productivity of a remote workforce

How To Keep Employees Motivated During Work From Home

Ways to Keep Measuring the productivity of Employees

FAQs and myths on remote working1
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It’s an acknowledged fact that only change is permanent, and most of us accept disruptions 
and diversions with equanimity. We go through life making corresponding adjustments to 
our thoughts and actions. The disruption caused by the COVID-19 pandemic is gigantic in 
proportion to the minor disruptions encountered by the world itself, and by workplaces in 

particular. Our personal and professional lives are altered with the social distancing norms, with 
offices adopting work-from-home policies on a more or less permanent basis. Will remote work 

be the future of work? Let’s look at the various questions being raised in this regard.

1. Will the new normal include work-from-home
permanently to become the future of work?
There is no doubt that remote work ensured
that business and economic activities continued
despite having people locked down and unable
to step out of their homes. Remote work will
definitely continue to be a viable option for
many businesses, but not all can continue to be
remote. For any job, productivity is of the utmost
importance and unless it is possible to be equally
productive when working remotely, it may not
prove to be the future of work. However, it is
safe to assume that given the multiple benefits

FAQs AND MYTHS ON
REMOTE WORKING

of remote working, its adoption will continue to 
increase, aided by technology.  

2. Will organisations be open to their employees
working from their homes forever?
Businesses have found themselves enjoying
savings on overheads like supplies, equipment,
and real estate costs when permitting employees
to work remotely. Some have also found that it is
providing higher job satisfaction while promoting
greater productivity, leading to increased
profitability for the business. Such employers will
continue with the practice, and institute work-
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from-anywhere policies even post pandemic. 
They would need to juggle meetings across time 
zones, cope with interruptions. They need to use 
the different tools which enable communication 
like email, call/video apps to keep the information, 
needed for collaboration, flowing.

3. Does professional success depend on the
location from which we work?
As long as work is about what we do rather
than where we are located, we can be assured
of success even when we work remotely. We
need to inspire the necessary trust in our
capability and willingness to deliver on the job.
This is possible when we meet the required
performance levels.  Work can continue without
reference to where we are located. This would
make attendance at the office a matter of choice,
instead of a permanent commitment.

4. Can we replace an inquiry into ‘Where we are
working’ with interest in ‘how we are working’?
Organizations that can keep lines of
communication open and adopt performance
management systems to track results rather
than attendance, can transition easily to
remote work practices. Workplaces can easily
operate on a location-independent basis, across
geographies. To do so, they need to manage
information digitally, without using filing cabinets
and have systems in place to provide access to
all employees who need such access.

5. What kind of tools can make remote working
possible?
There are many calling apps and data sharing
apps offered by the Google suite of tools and
the Microsoft suite of tools. Then we have Slack,
Zoom, and Skype which make the remote work
option far more attainable to most businesses.
New tools are being created almost everyday.

6. What do employees today want from the
workplace?
The younger generation values the pay they get,

along with the flexibility they have in work hours 
and location. With technology facilitating their 
choices, more and more of them are happy to 
stay at home and manage their family’s needs or 
travel to exotic locations as they work. The tools 
which enable remote work have gone under the 
scanner with the increased need for them. They 
all are set to be improved significantly, possibly 
indicating a larger wave of remote working 
even post pandemic. Employees would expect 
employers to be open to remote working as long 
as productivity is not compromised. 

7. Is remote work an opportunity and a blessing
or quite the opposite?
With the right tools to optimize their day-to-day
performance, not only are employees engaged
and empowered, but they are also more
innovative and resourceful in the way they work.
Engaged and empowered employees deliver
better value to their organization. They also
connect with their team members better and
help them to improve too.

8. How can managers be assured of employee’s
productivity when they don’t see employees
seated at their desk?
Managers today cannot be assured of
productivity and achievement only through using
sensory cues. They typically love keeping tabs
on employees arriving early, leaving late, or just
the ambiance of a busy office filled with loud
voices and ringing phones. Such criteria do not
symbolize productivity, accomplishment, and
achievement anymore. It’s high time managers
learned to look for different cues to be assured
of productivity like status of goal attainment,
learning, meeting deliverables. It’s time to accept
that work can be productive, even without
supervision. Suspecting employees of logging in
and out on time but playing truant during the
intervening time would be an unnecessary waste
of time. Employers can set the right processes to
judge the employees by their output rather than
by the hours they clocked.
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Organizations today are unable to decide whether they 
should create workplaces which encourage involvement 
and commitment, assuming that employees will perform – or, 
use performance review and management processes to assess 
the productivity of each employee, knowing that some of the committed 
employees may be offended by this apparent lack of trust in their commitment. This situation 
is quite exacerbated by how most jobs are being executed remotely. Given the protracted 
periods of self-imposed or mandated lockdowns on account of the COVID-19 crisis, companies 
are changing the way they work. They are adopting digitization to incorporate more or less 
permanent work-from-home plans and preparing to make it the new normal for the longer term.

Proactively put processes in place to ensure that employees can 
give their best to their jobs, even when working from home. Use 
technology to offer them multiple options for communication. 
Establish a dashboard that can help them track the progress 
of ongoing projects against deadlines. Supplement emails with 
conference call online using tools like Skype, Zoom, Hangouts, or 
Slack for idea-sharing, brainstorming, and discussions between 
groups.

Provide every employee with simple but measurable goals which 
they must achieve in a specific time period, usually the end of a 
workday. Setting up goals is a way to help employees work harder 
and improve their performance. Such goal-setting is referred 
to  as SMART, with the letters representing Specific, Measurable, 
Actionable, Relevant and Time-bound, to help employees track their 
performance and to pull it up if necessary, to meet new standards. 
Inspire healthy competition by tracking performance regularly and 
by getting it updated on the shared progress dashboard.

MAINTAIN CLEAR LINES OF COMMUNICATION:

ESTABLISH SMART GOALS AND TRACK LEAD INDICATORS:

Against this background, employers need to adopt new strategies 
for performance review and management.

WAYS TO KEEP 
MEASURING THE
PRODUCTIVITY OF 
EMPLOYEES 

1

2
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Observe your employees, understand their performance standards 
and record your observations to maintain objectivity and for use as 
future reference. Use technology to maintain a log of daily activities 
and track the highs and lows of an employee’s daily performance. 
Whether an employee is working remotely or at the office, such 
tracking proves highly effective in conducting annual employee 
appraisals and helps to establish performance standards.

In the current day scenario, measuring the productivity of workers 
needs to be effective and agnostic to their physical location. 
Organizations are turning to HR technology not just to automate 
manual HR tasks but also to set more effective performance review 
and management processes in place and provide an improved 
employee experience to their workforces. Managers can track the 
key indicators of team performance using the right software and can 
plan to succeed despite the turbulence of the times. 

KEEP TRACK OF OBSERVATIONS, FOR FUTURE REFERENCE 
AND EVALUATION:

INVEST IN TECHNOLOGY AND DIGITAL TRANSFORMATION 
TO GAIN REAL CONTROL:

3

4

There is no better time than now to take advantage of these benefits to manage workforces, 
whether distributed or co-located as they strive to execute their various tasks to the expected 
levels of coordination and perfection. Building resilience through technology is the only way to 
go in tough times like these.
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The unprecedented change in work lifestyle is affecting different people in different 
ways. Organisations are learning that virtual management techniques are way 

different from the ones followed in usual office. 

So, how can organizations seize the opportunity and think long-term?

HOW TO KEEP
EMPLOYEES MOTIVATED 
DURING WORK FROM 
HOME

To keep employees motivated and connected, start by building a virtual office for your 
employees. Investing in technological tools like Virtual Conferencing Software and Collaboration 
Tools, the company should build an online community for employees to facilitate professional 
and personal conversations among colleagues. It will enable employees to feel a sense of 
belonging, being connected, and motivate them to be more productive. It is equally important to 
enable personal connections between the employees while they work from home.

Tip: Organize virtual team activities (like quizzes) or breaks to keep employees connected 
informally.

FOSTER A SENSE OF BELONGING
1
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With remote teams, a major challenge is how to communicate; given that people are not 
face-to-face, there is always a chance that things get lost in transition. If your overall internal 
communication strategy does not focus on ensuring clarity in communication, this could 
result in a regular communication gap among employees and low engagement of your remote 
employees.
Leveraging technology will be the key. Encourage the use of platforms for instant messaging 
like Hangout, Slack to allow quick and informal conversations between employees. Establishing 
regular check-ins and facilitating communication will keep your workforce connected and clear 
about what’s happening.

Tip: Informal Communication among colleagues can help keep them connected as a team.

You have effective internal communication and defined clear goals for your employees to 
achieve. But your employees still need visibility of their progress. Build a Visual Scoreboard that 
shows the individual and team progress and motivates employees to achieve their goals.
A Visual Scoreboard can also spell out the priorities and the Key Performance Indicators (KPIs) 
for each team. One can use analytics and graphics to convey the weekly or monthly progress 
or make use of modern applications like Trello for managers and teams to assign tasks and 
collaborate.
Conducting weekly and monthly meetings to discuss the scoreboard and the key objectives will 
keep employees connected, engaged, and motivated to work towards their assigned tasks.

Tip: Make use of Analytical tools with visual scoreboards to let employees/team know their 
progress in comparison with others.

HR executives should use digital tools and platforms to praise employees on the go. Horizontal 
and Peer recognition are equally important. The current situation where the entire world lies 
crippled with self-isolation, it is the need of the hour to fuel zeal in employees to do better.

IMPROVE THE OVERALL COMMUNICATION

BUILD A VISUAL SCOREBOARD

EMPLOYEE RECOGNITION

2

4

3
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For most employees, Working from home means that extra responsibility to manage both 
– office work and household chores. Manager’s micromanaging the “office time” can make
employees feel burdened and anxious.
Here, providing flexibility and focusing on accomplishment can prove more effective in managing
your remote employees. Highlight the broader collective and individual performance tasks/goals.
Provide the employees with a clear objective and overall timeline to achieve that objective. The
employees will feel more motivated to achieve their objectives.

Tip: Motivate employees to reach their goals and give them the flexibility to choose their own 
time.

Once you have defined the duties and responsibilities to your team with your expectations, you 
have to trust your team to get the job done. In remote working, it is not possible to walk up to an 
employee during the day and ask what they are working on.
As managers, you can only motivate and guide your employees in the right direction. After that, 
you have to place your trust in your employees to get the work done.

Tip: Avoid pinging or calling your employees multiple times in a day and wait for them to revert 
in time.

In today’s remote working scenario, technology plays a crucial role to keep the organization 
together and connected. Digital technologies make it easier to build online communities and 
conduct virtual meetings than ever before.
There are many digital solutions available to facilitate your online collaboration efforts. As 
per you and your employee needs, choose tools that are user-friendly and easily adaptable 
throughout the organization.
During working from home, employees need mails, video conferencing tools, instant messaging 
tools, specific task-related tools, access to online data storage, etc. for working efficiently. Invest 
in tools that will make it easy for employees to participate in work activities and accomplish their 
tasks.
A virtual meeting that is frequently interrupted and doesn’t allow effective sharing by employees 
would not only disrupt the entire meeting but discourage the employees from being proactive.

PROVIDE FLEXIBILITY AND FOCUS ON ACCOMPLISHMENTS

TRUST YOUR TEAM

LEVERAGE THE POWER OF TECHNOLOGY

5

7

6
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Given that work from home is not just a trend 
but is here to stay, it becomes critical to enable 
managers to effectively manage their team 
and their performance. We believe it becomes 
increasingly important to set and monitor clear 
objectives aligned to organizational priorities for 
each team, team members. It is also important 
to then evaluate them on a real-time basis.  
This approach will go a long way in keeping the 
workforce engaged and also drive the desired 
outcomes especially during work from home.

OKR or Objective and Key Results is a popular goal setting technique that helps organizations 
set, communicate, and track their goals. It is a holistic approach towards the management of 
goals and performance levels of employees at every level of the enterprise. It helps in creating 
better alignment and engagement around measurable goals.

Employees are often not aware of an organizational vision, core values, and objectives. This 
becomes further pronounced in a remote working environment. A modern OKR based PMS 
empowers employees to set challenging goals that are directly aligned to organizational 
objectives. This ensures that everyone is working towards the shared vision and are driven for 
the same outcomes.
Employees are more engaged when this alignment is clear and when it transparently shows 
how employee goals are contributing to his manager’s goals and how the manager’s goals are 
contributing up to the larger outcomes for the organization.

Highlighted below are some of the key components of a modern PMS that 
help this new working paradigm for organizations:

ADOPTING A 
MODERN PMS TO 
ENSURE EMPLOYEE 
PRODUCTIVITY

OKR-BASED APPROACH

TRANSPARENCY AND ALIGNMENT TO ORGANIZATIONAL OBJECTIVES: 

1

2
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The idea of goals is to help employees improve their performance. It is therefore equally 
important that the goals are understood and defined clearly. Poorly defined goals lead 
to confusion and poor performance. It is, therefore, important that the goals are Specific, 
Measurable, Actionable, Relevant, and Time-bound (SMART). SMART goals bring in the much-
needed clarity, inspire commitment, and provide employees with a sense of ownership in 
achieving their goals. SMART goals define clearly what needs to be achieved (specific), remove 
subjectivity (how to measure it), outline what needs to be done (actionable), set achievement 
(relevant), and set a time frame for achievement (time-bound).

Times like these warrant that managers are not just reviewing overall goal progress but 
also the underlying tasks/activities and regular updates on the same. This is important to 
ensure that employees are consistently focusing on these inputs which would determine the 
attainment of outcomes (Goal). Focus on completion of the underlying indicators improves 
the probability of achieving the goals. 

Your undivided attention is important for every team member. So, ensure that you conduct 
one-on-ones regularly. This will not only keep you updated but also provide your team 
members to speak directly about their problems and successes. Moreover, you can give 
constant feedback and discuss their progress with upcoming goals or tasks.

Tracking your employee’s progress regularly will help you understand and identify any 
troubles early on. Such identification can help course correction if needed. Reviewing long-
term and short-term goals weekly, even of high-performing employees, can make them more 
dynamic and involved.
They need ongoing feedback and coaching from their managers, especially with challenging 
goals or in tasks that they are doing for the first time. Managers can stay updated on the 
performance and deploy effective feedback processes with a proper employee performance 
management system. It also helps to keep track of employees’ performance and identify 
where they are in achieving the goals.

SMART GOALS: 

REGULAR MONITORING OF GOALS & LEAD INDICATORS:

SCHEDULE REGULAR ONE-ON-ONES: 

REAL-TIME/FREQUENT REVIEW OF GOALS: 

3

4

5
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Annual reviews are a thing of the past. A continuous performance management system is 
what keeps an organization’s and its distributed employees’ on the same page. While you give 
feedback, make sure you have clarity in your messages. Be specific about what’s working and 
what’s not, and ensure you discuss things not going well and about improvising on it. Features 
for manager and employee to do real-time conversational chats at each goal level ensures 
continuous and timely feedback.

Most organizations fail to explicitly consider employee’s competencies in the context of the 
goals assigned to them. Different goals need different competencies at different employee 
levels. Competency-based goal setting can help managers (and organizations) develop 
organization-wide competencies. They can link it to employees’ performance as well as career 
development. This way, you can link their competencies with the organizational goals and 
help them achieve work goals.

As humans, we are impacted with latency and recency effects which tend to impact employee 
assessments. Modern platforms allow managers to record all positive and negative 
observations specific to employee performance as a ready reckoner for objective year-end 
assessment.

Technology would play a very crucial role in 
making a success of remote work practices. 
Organizations need to adopt the right 
technology like a performance management 
system to track OKRs. They need to align 
individual goals to organizational goals and 
steer clear of their traditional approaches.  
They can then evaluate the employees 
solely on their performance. By establishing 
effective performance management 
processes, they can be assured of tracking 
and rewarding the exemplary performers.

CONTINUOUS FEEDBACK:

GOALS & EMPLOYEE COMPETENCIES:

RECORDING IMPORTANT OBSERVATIONS:

7

8

9



WORKFORCE MANAGEMENT & PLANNING DURING AND POST COVID-19

13

www.possibleworks.com

The economic uncertainties and fears of a deep recession are also major considerations 
for many employers, but they can’t take a short-term approach and focus only on cost 

containment. Many employers today have frozen hiring and changed recruitment practices. 
Here’re some talent management strategies to ensure that it would be business as usual when 

the world returns to a normal condition post-COVID.

WINNING TALENT MANAGEMENT IN A 
POST COVID-19 WORLD

FOCUS ON JOB SECURITY AND EMPLOYEE WELL-BEING: 

COMPENSATION AND BENEFITS: 

1

2

Employers need to prioritize job security even as reward programs change and 
take on a new form. Stability and growth opportunities take the front seat, while 
the severity of the economic impact of COVID on the specific industry sector will 
also play a role. The aim is to showcase a sense of purpose, provide responsible 
rewards while protecting the wellbeing of employees, and concern for the 
sustainability of the society at large.

As HR leaders reaffirm their commitment to offering stability with growth 
opportunities to their employees, they are also looking at pay and rewards as an 
overall employee experience. Revisiting comp-ben and reducing salaries may help 
in tough times, rather than opting for layoffs as companies need to make sure 
that they are in a position to resume on a full scale when the situation improves. 
It helps to prioritize employee health as well as income. Surveys show how some 
employers are paying full salaries (49%) even if quarantine rules curtailed the work 
of the employees. Many companies ensured that essential workers who continued 
working on-site even during lockdowns received increased pay by increasing 
hourly pay (14%), offering overtime, lumpsum bonuses, incentives, or hazard pay, 
or some other perk.
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CONTINUOUS LEARNING OPPORTUNITIES:

CREATE A CONNECTED WORKFORCE: 

ESTABLISH A NEW CULTURE: 

PROTECT YOUR EMPLOYER BRAND:

3

6

5

4

Focus on knowledge and innovation to stay agile and leverage capabilities to meet 
the requirements of exponentially evolving workplaces, even as you mitigate risk. 
Stay focused on augmenting the pool of talent available to you for a time when 
things return to normal. Invest in reskilling and upskilling. Help the employees 
to successfully adapt to the increasing adoption of digital technologies and 
automation at work. Learning opportunities need to be offered in a continuous 
stream as employees aspire to grow to their potential.

Ensure business continuity to the extent possible by adopting new processes and 
keeping critical roles and activities unaffected. Address any gaps and unexpected 
needs that may crop up in time. Design resilient systems that all people to survive 
and sustain themselves in an uncertain world. Reduce risks and salvage continuity 
in business operations. Adopt automation to simplify and digitize to enable remote 
execution of tasks. 

Establish a containment strategy for workforces required to come into the office 
and check with the others to ensure that their productivity will not be affected by 
a lack of connectivity. Keep everyone updated on new initiatives and efforts being 
put in regularly, as work-from-home extends into the foreseeable future and many 
people are getting stressed and unable to balance work with home. Decide which 
changes will be permanent and which will change post-pandemic. Have plans in 
place to manage resistance to change and initiate feedback mechanisms that keep 
you aware of employee expectations. Take an informed decision on the changes 
that will outlast the pandemic and changes which will return to normal when it 
ends.

Avoid short term measures which could create long term issues with one’s 
ability to attract new talent, employee engagement and productivity, and well as 
employee commitment. Ensure that their access to the talent supply chain stays 
intact.
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TAP INTO THE TALENT: 

7
Assess the availability of talent on hand to understand skill strengths, weaknesses, 
and gaps and to take advantage of available opportunities and even diversify to 
target new ones by drawing on all available options and skillsets. Have a clear 
understanding of the skills, capabilities, and experience of your workforce and the 
key influencers among them and co-opt them as mentors. 

Adopt technology to create an exponentially 
altered work culture, enable your 
employees to work from home, and re-
allocate them to projects across locations, 
based on their specific skill sets and areas of 
expertise.

Make informed talent plans and leverage 
the collective strengths of your talent 
community along with the gaps presented 
across distributed teams, as more and 
more workers execute their tasks remotely. 
Benefit the enterprise as a whole with a 
planned rotation of employees in cross-
functional roles.
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The COVID-19 crisis has thrown up myriad 
challenges, to test the resilience of mankind in 
general and various businesses and functional 
teams. HR teams everywhere are reinventing 
their processes and acting as enablers, while 
keeping the productivity and efficiency of their 
employees high. 
  
The way ahead for employers is certainly 
digitization and ensuring that employees receive 
the support by way of tools, technology and 
processes needed to ensure their performance. 
It’s also time to accept the importance of setting 
cleat goals to employees and measuring their 
performance using tangible measures like 
OKRs. Goal setting, monitoring and frequent 
reviews make it possible to keep employee 
assessments objective and ensure that remote 
working doesn’t affect employee efficiency. To 
ensure that the return to normalcy does not feel 
like major change once again, employers may 
also consider ways to build a culture of staying 
connected among their workforces and to keep 
them motivated and inspired.

CONCLUSION

PossibleWorks is an OKR based Agile Performance Management Software for Performance 
Review, Performance Appraisals and Continuous Feedback. We align employee goals to 

organizational priorities and drive exponential business growth.
We help organizations drive deeper engagement with our intuitive and interactive performance 

management software.

Our platform delivers value for Employees, Managers, HR & CEOs equally.

ABOUT US

FUTURE GROUP
“THE PLATFORM HAS HELPED US BUILD HIGH-PERFORMANCE TEAMS”

-HEAD OF TALENT MANAGEMENT

HR teams everywhere 
are reinventing their 

processes and acting as 
enablers, while keeping 

the productivity and 
efficiency of their 
employees high. 
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