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The post-Covid workplace – what 
does it look like and what are the 
challenges?

Whilst it is true that we are not quite there yet – with restrictions set 
to continue further into the summer - we are moving to a new phase 
and, as employers, we continue to be faced with the challenge of 
adapting and moving forward despite the difficult environment.  
Many organisations are acutely aware that their employees have 
been under enormous pressure to adapt and deliver against a 
backdrop of challenge – leaving little time to plan and develop 
careers.  We need to be mindful that, as the dust settles, employees 
could be left feeling unsatisfied, unsettled and, ultimately, 
unengaged.  In this briefing note, we share some thoughts and 
ideas about how employers can support and develop the careers of 
their people -  however uncertain the context.

This is based on our recent real-life experience as we are 
increasingly working in close partnership with our clients to help 
them adjust, adapt and re-set as we enter – what is hopefully - the 
post covid era.
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Adapting to change and the 
transition cycle

Change is a constant – we all have to deal with our lives and 
careers ever-evolving. However, few would argue that the last 
16 months have delivered change at a rate that none of us 
are used to, creating an increased level of uncertainty and 
angst.  Even as we embrace our ‘new normal’, with employees 
starting to return to the workplace and social situations 
starting to ramp back up, amendments to working practices 
and processes, organisational structures and, of course, the 
physical working environment continue to deliver change at an 
exponential rate.

The Transition Cycle

Although change itself can happen very quickly, personal 
transition usually occurs more slowly. Change is the external 
event or situation that takes place: a new business strategy 
or process, a change of leadership, a new product or physical 
change to the working environment.  Transition is the inner 
psychological process that people go through as they come to 
terms with the new situation that the change brings about. 

It’s widely accepted that change will only be successful if 
leaders recognise and address the transition that people ex-
perience during change. Supporting people through transition 
is essential if the change is to work as planned.  The model 
below shows the stages of personal transition together with 
the Leadership strategies required for success.

Find out. more about 
services to support each 
stage:

Managing change 

Coaching

Learning & Development

Outplacement
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https://www.workingtransitions.com/our-services/managing-change
https://www.workingtransitions.com/our-services/coaching
https://www.workingtransitions.com/our-services/learning-solutions
https://www.workingtransitions.com/our-services/outplacement


The current challenges 
for employers 

Situations and priorities vary from one 
organisation to the next, but overall 
these are the main themes we are 
seeing across our work:

Engagement 

Employers have had to make some 
very tough decisions since the start 
of the pandemic. No matter how 
necessary or carefully considered 
and communicated these decisions 
may have been, it’s inevitable that 
there will be some lasting impact on 
the psychological contract with your 
employees.

People react very individually to 
change. At times like this, when an 
employer is under pressure and 
reacting very quickly to events, it can 
be difficult to connect with people on 
an individual level.  The reality is that 
the impact of furlough, possible or 
threatened job loss, salary reductions 
and working from home will have 
made some people feel differently 
about their employer as well as slightly 
disconnected from work. Add an 
increased level of poor mental health 
into the mix, and it’s unsurprising 
that engagement levels are adversely 
affected, making it hard for employers 
to manage or support their teams 
effectively. Managers may need help 
and support to recognise the signs and 
offer support. (Link)

Retention  

For a large part of last year - especially during the first lockdown - job 
losses were continuously making the news.  However, we are now seeing 
a shift to a significant increase in vacancies. Many people - especially 
those with a need to increase earnings after furlough – or those who aren't 
enjoying the amended practices and processes within your organisation 
such as working from home - can see new opportunities opening up in 
demand sectors. Employers face losing people who have built up critical 
skills and experience over many years . In fact, 60% of UK workers are open 
to switching careers, which is an increase of seven percentage points since 
July 2020 (53%). (Link)

In addition, many employers have a skills gap – new  and emerging roles 
are driving new requirements making  attraction, retention and succession 
planning increasingly difficult.

https://www.aviva.co.uk/aviva-edit/surveys-and-reports/articles/how-we-live/
https://landing.workingtransitions.com/one-pagers/Mental%20Health%20Awareness%20%20Virtual%20Workshop%20Overview.pdf


The current challenges for 
employees 

Changed ways of working 

Many employees have faced a change in the way they 
work – the huge increase in working from home has 
been beneficial for many - but equally there are others 
who have found this very difficult.  As well as adapting to 
managing relationships remotely with colleagues, many 
people have had to adapt to new performance measures 
and KPIs as roles have been amended and new tasks 
have been introduced. For those that have been in the 
office or place of work, there will undoubtedly have been 
changes  - social distancing, testing, limited numbers, 
barriers, masks etc. have led to a completely different 
physical working environment.

New career paths 

Restructuring, and downsizing may have completely altered the career path that an employee thought they were on.  In some 
cases, new skills may be required to progress, and smaller teams and organisational structures may have limited the number of 
career progression opportunities.

As employers are faced with a myriad of people issues, it’s important to try and identify what the motivations of your employees 
might be and how they may have changed in the post-covid era so that you can tailor the support you are offering appropriately. 

From the work we have done with our clients, we are typically seeing people form into four broad groups. Whilst not definitive, 
the model below shows how these groups may be feeling – and some of the signs to watch out for:



”“ I can see that the world of work has changed and there are better opportunities 
elsewhere for me now, and there’s nothing to keep me here.

Signs
verbalising intentions to leave, potentially disruptive, may lack productivity

”“I feel very anxious and the future looks uncertain. I will just try and keep my head 
down and hope that I can get by here.

Signs
underperforming, unrealised potential, minimally engaged

motivated escapee

trapped captive 

”“Covid has shown me that there are more important things than my job. I will just 
do what I need to do but no more.

Signs
disengaged, potentially disruptive, unproductive 

passive passenger 

”“ I’m happy that things are starting to move forward. Although there is still 
uncertainty, I feel confident that there are opportunities here for me and want 

to stay.

Signs
engaged, productive, ambitious, going’ above and beyond.’ 

enthusiastic champion 



”
”
”
”

A new approach for 
Leaders 

Leaders faced with the task of tackling 
this situation may find that the old 
methods that have served them well 
in the past simply don’t work now and 
there is a need to adapt quickly.  

The new guiding principles

In our experience, the current climate 
requires the following principles:

Make it feel personal

Whatever type of change support or initiative you are engaged in, it’s important to make it have some personal 
meaning - people need to understand ‘what’s in it for them.’

Making something have personal meaning requires personal connection with people so that you understand what 
matters to them. Often the best way to do this is the simplest – individual conversations.  Line managers are key 
to this as they should understand their people and be able to talk to them and coach them in a way that helps the 
organisation and the individual objectives to align.  In our work though, we know that Line Managers often don’t have 
the skills required to do this effectively so it’s worth investing in some upskilling to help managers improve their 
coaching skills as this is the key to making things feel personal.

People should feel that you care about them as an individual - not just as an employee. This can involve looking 
more closely at what benefits you can offer that help their personal or family life. This can be something tangible 
via your employee benefits programme, but it can be as straightforward as improving your flexible working offer to 
accommodate family responsibilities and issues.

Provide maximum choice

If you are making any type of workplace change, try and build in an element of choice for people - they are more 
likely to engage with it if they don’t feel that it’s being imposed without their input or ‘done unto’ them.

Anything that helps people feel a little more in control of events helps. For example, if you are restructuring you 
might give people a choice regarding which team they join, or which office they work in, or what hours they work.  
If jobs have changed or disappeared, then helping affected individuals to understand their future career choices is 
critical.  Often, we see people who think that they have no choice during change but that’s rarely the case and a good 
coaching conversation that helps them to understand their transferable skills can open up a world of career choices 
and help you to retain talent.



Ensure personal growth opportunities

Many people have felt that their careers have been on hold 
over the last year. When looking at the post-Covid era in your 
organisation, it’s more important than ever that you reassure 
people that they have a future by offering them opportunities to 
learn and develop

Employers are facing skills gaps - anything you can do to offer 
learning opportunities is important, not just for addressing the 
skills gaps but for retention and engagement. This doesn’t have 
to be an expensive or a lengthy process. There are many excellent 
online learning platforms, which offer a wide choice of topics 
and allow people to learn at their own pace. You can think about 
group workshops too to tackle specific topics and also consider 
individual coaching support, especially for leaders so that they can 
put things into practice between coaching sessions which really 
accelerates learning.

Support wellbeing

Of course supporting wellbeing should be at the heart of all post-covid planning. Thinking about the impact on people’s 
mental health is critical.

Practical support for wellbeing depends on what your situation is and what issues you are trying to address. Whatever 
you do, make sure that it’s truly holistic and accessible to all. Often the people who most benefit from some support in 
this area are the least likely to take it up so think about a range of support options – individual, group. external, internal, 
company-led, employee-led, online and try to ensure that there are plenty of role models willing to share their own 
stories as this can be very powerful.

Create shared purpose

In order to bring people with you, it's vital to communicate a clear shared purpose or vision that people can believe in 
and get behind.

Try to find some shared purpose. During the early lockdown it was quite noticeable how people pulled together, there 
was a sense that we all needed to play our part and there was a strong sense of shared purpose. As we start to navigate 
towards the 'new normal', it's harder to maintain that shared purpose as people have different views and experiences.

Tapping into the things that really matter to people is the way forward here as this creates a sense - not just of shared 
purpose, but of shared values.  This means being really clear in all communications about why you are doing things and 
what that means for individuals, explaining the mutual benefits - not just the organisational goals.  If possible too, try to 
support causes and issues that your team is passionate about – whether that’s charities, local causes, or companywide 
wellbeing, diversity or environmental  initiatives, anything that aligns company and personal values is always beneficial 
in creating shared purpose.



A coaching culture for 
career success in the 
post-Covid era 

Although there are many things that you 
can do to support people’s careers, one 
of the most powerful and impactful is to 
develop a coaching culture.

To truly thrive, a strong culture of personal 
development supported by high-quality 
coaching helps to enhance performance, 
overcome barriers and accelerate skills 
development. The most forward-thinking 
and progressive organisations recognise 
the value in embedding a coaching culture 
– offering coaching support across 
all levels of a workforce, in a range of 
situations and developing the coaching 
skills of line managers is key to this.

When is coaching most effective?

Covid has dramatically changed the landscape when it comes to flexible working – necessity has demanded working from 
home as well as amended hours to support family and caring responsibilities.  As we move into the post-Covid era, this new 
way of working looks very much set to stay. 

A strong coaching culture ensures that the relationship that is built between manager and individual, and ultimately the 
“psychological contract” between employee and employer, can be effective without the constraints of the more traditional 
9-5 desk-based working routines.

Coaching can support and empower the individual to benefit from working more flexibly and ensure that the freedom does 
not distance them from the organisation’s goals and values but actually strengthens the link. The relationship becomes one 
of mutual trust and respect and the commitment that was given by both parties at the signing of the employment contract 
is strengthened.  

Coaching is also relevant when aiming to support employees who have taken longer absences, such as furlough, maternity, 
paternity or sickness leave, who may return to work with changed priorities and needs, to remain engaged and productive 
members of the workforce.

In addition, coaching can be incredibly effective in the following scenarios:

• Integrating new starters or returners effectively
• Accelerating results
• Meeting new challenges created by organisational or personal success
• An urgent or compelling issue is anticipated (a challenge, stretch goal or opportunity)
• Leaders are impacted by organisational restructuring
• Work and life are out of balance, creating unwanted consequences
• A life event impacts performance or behaviour at work



The different types of coaching 

Tech-Enabled Coaching

Each type of coaching has its own merits and considerations.  An increasing trend in the world of coaching is to offer 
technology enabled services.  There are an increasing amount of non-traditional coaching products available although 
few fully harness the power of human and technological combination.  An impressive entrant to this market is 'Poweramp 
Coaching'.



Tech-enabled coaching - the 
PowerAmp Solution

‘what if everyone on your team could have 
access to a coach?’

Traditionally, coaching has been inherently small scale 
within an organisation – often the preserve of the 
most senior executives. - due to its bespoke, 
one-on-one nature. 

Organisations are increasingly seeing the benefits 
of introducing coaching across all levels of an 
organisation – and the tangible business benefits that 
this can bring.  Technology is now making it possible 
for far greater numbers of employees to benefit from 
outside executive coaching at scale. 

At a basic level, platforms are making it easier to find 
and select a coach, to do long-distance coaching via 
video conferencing and to manage the administration 
involved.

PowerAmp is a combination of professional coaching 
amplified by technology which gives organisations the power 
to provide coaching at a fraction of traditional costs while 
minimising risk.  It helps organisations to:

• Makes coaching scaleable – across ALL levels of an 
organisation

• ‘Time Trials’ uncover hidden talent – and identifies those 
motivated by development

• Scientific methodology and cutting edge technology
• Assesses across 18 powerful dimensions
• Cloud-based web and mobile platform makes digital 

coaching sessions convenient 
• Designed, built and endorsed by industry experts
• Removes bias from 360 ratings 

PowerAmp coaching combines the expertise of proven 
coaches with the tracking and guidance of custom 
built and validated artificial intelligence. This unique 
solution starts by identifying those in the organisation 
who will most benefit from coaching then quickly 
identifies areas for improvement based on proprietary, 
peer-reviewed and validated assessments. 

With these highly accurate and precise tools, 
organisations and coaches can see which participants 
are on track and which need more support. By 
partnering with AI and utilising consolidated project 
management tools, coaches provide greater levels of 
support to more participants, opening the possibility of 
coaching to more employees than ever before.



Conclusion

Developing a coaching culture can be your secret weapon in the post-covid era – and the good news is that it doesn’t 
have to be a costly or lengthy process. 

You may have many people within your teams who, with a little development, could make significant contributions to 
your organisation by helping you to start embedding skills across the business, enabling you to build a coaching culture. 

You may decide to start small and just develop the coaching skills of some of your managers but that will quickly have a 
knock-on effect as those who’ve experienced being coached tend to replicate that behaviour themselves. 

You may want to work with an external expert for a short while to help you kick start a coaching culture. You may want 
to consider a light touch tech enabled coaching programme as part of identifying your potential future talent. Whatever 
way you approach it coaching will be a key tool for forward thinking organisations as we emerge from the challenges of 
Covid. 

Get in touch

We believe in the power of people to transform the success of every organisation.  We know that when people are 
motivated and happy at work it creates better businesses and better lives. When faced with change, working with 
our expert team, organisations and individuals can help to:
• Ensure a focus on productivity
• Overcome barriers to enhance performance
• Accelerate skills development 
• Provide practical and emotional support

Get in touch with the team to hear more about what we are seeing in the market place, see our case studies and find 
out how our high impact, cost-effective solutions can help you to transform your organisation.

hello@workingtransitions.com | 01604 744100


