
Building Back 
Better
Pandemic shifts HR narrative



Not since Henry Ford pioneered the way of the 
five-day, 40-hour workweek in the 1920s has the 
world of work had the opportunity to reset. The 
nigh-on century-old tradition held fast through 
the ebbs and flows of the twentieth century into 
the twenty-first, that is, until COVID hit the 
scene. Two years ago, the pandemic induced 
a mass societal reset—forcing businesses and 
employees the world over to reconsider how they 
operate, how they approach work and to realise 
the workplace of the future.

Employees are being compelled to rethink every 
preconception they have towards work, from 
how they go about it, the skills they have to their 
career path and to throw them out the window. 
For many, the pandemic has bought a sense of 
COVID clarity, changing their attitudes towards 
their employers and where they work. According 
to MojoDomo’s ESG White Paper, even though 

75% of employees report being satisfied with their 
jobs, 65% of those satisified employees are looking 
to move to greener pastures. Honnus Cheung, 
Chief Strategy Officer, Mojodomo, commented, 
“This discovery was quite surprising. I think one 
of the main reasons is that young talent, especially 
millennials and Gen Z, their values are different. 
They are of the mindset ‘if I have got the talent, 
why should I only work for one company, why 
not several?’” Microsoft’s Work Trend Index also 
discovered that 46% of the workforce is ready to 
move due to remote working becoming the norm. 

Yet, organisations too have had moments of 
clairvoyance, from how to entice talent to how 
to achieve operational needs whilst embracing 
dynamic ways of working. Never before has HR 
and businesses had the opportunity to innovate 
and wipe the slate clean whilst having the state-
of-the-art technological resources to do so.

The Rise of a New Generation
The rise of COVID also came at a time when a 
new generation of workers began to enter the 
workforce—Gen Z. Though the pandemic has 
taken a toll on all, it is Gen Z who are most at 
risk of feeling the effects of the past two years. 
In Hong Kong, 82% of Gen Z feel pressured to be 
constantly busy—the highest number globally. 
ADP’s People at Work 2021 report noted that 
the biggest stressors for Gen Z in Asia Pacific are 
family and career pressures. Microsoft similarly 
noted that globally, Gen Z along with women and 
frontline workers, are at risk of being disengaged 
from the workplace with 60% of Zoomers 
indicating they are struggling to get excited about 
the work they do.

After two years of reduced business travel and 
having suffered through restrictions that have 
impeded daily business activities, it is now 

Two years ago, Covid-19 changed the world of work in ways that 
none could have predicted. As the pandemic begins to subside, 
we examine HR’s role in tomorrow’s working world and explore how 
businesses can embrace the lessons they have learnt to successfully 
manage the workforce of the future.
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obvious that there are a number of pandemic 
induced changes that are here to stay, namely 
hybrid learning and working. An overwhelming 
70% of the global workforce want flexible 
remote work options to continue according to 
Microsoft’s Index.

Gen Z has indicated that they are no longer willing 
to accept the traditional way of working from the 
office. Deloitte’s Global Millennial Survey found 
that Gen Z is less likely to want a return to the 
office than their older colleagues and 22% of 
those surveyed would like to work in the office 
less often. Additionally, they are also rejecting the 
traditional nine-to-five culture and are instead 
opting for contract or part-time roles often citing 
burnout and lack of work-life balance as a top 
factor in their decisions.

Noticeably, in China, the sentiment is echoed. 
China’s Gen Z have shown a growing reluctance to 
enter the rat race with little desire to work under 
the notorious ‘9-9-6’ culture. The ‘9-9-6’ way of 
life that many aspiring tech workers have endured 
is in fact illegal, with the Chinese government 
taking a hands-off approach to enforcing the 
nation’s standard working hours. As a result, 
China’s Gen Z are ill convinced that hard work 
pays off and see little reward in exhausting 

themselves. As such, they are increasingly 
becoming inclined towards the idea of ‘lying 
flat’—people should not overwork and instead be 
content with more attainable achievements.   

More than profits 
As the pandemic lead to an increasingly remote 
and non-conventional workforce, a surprising 
discovery is that almost three-quarters of HR 
professionals believe that, despite the distance, the 
pandemic has strengthened employee-employer 

relationships. Going forward, maintaining a 
strong sense of engagement will continue to be 
a key theme that HR professionals will have to 
tackle in more ways than one. Undoubtedly, this 
will be felt across organisational CSR policies.
Unsurprisingly, 98% of the workforce now expect 
the organisation they work for to make a positive 
impact on the world, whilst 92% of employees 
agree that their organisations’ CSR policies 
should be relevant to their own. Given only half of 
Gen Z and millennials believe that organisations 
are a force for good and that they have a positive 
impact on society, there remains work to be done 
to improve these sentiments. 

Cheung noted, “What is needed, is to align 
your employees with your company’s purpose. 
Organisations need to consider the bigger 
picture, that is, in what way does the work they do 
benefit, contribute to or influence society. Once 
they have figured that out, business leaders then 
need to communicate clearly to their employees 
the benefits they are bringing to the table. When 
they do that, it helps employees to buy into the 
business’ agenda and mission statement. It makes 
them feel connected to causes that are important 
not only to society, but to the business as well. 
Businesses can no longer afford to be swayed only 
by investors and shareholders, they need to view 
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things from a multi-stakeholder perspective—one 
that includes investors and shareholders, but also 
employees, suppliers and their wider community. 
Doing so is more holistic and showcases that 
the business is driven by more than their 
profit margin.”

As HR takes on an increasingly central role in 
corporate CSR, the top-ranked areas that require 
prompt close attention include:

Nevertheless, there are still challenges faced by 
HR practitioners when it comes to implementing 
CSR programmes including time constraints, lack 
of awareness and difficulty in creating compelling 
content. Should firms fail to undertake work 
on these areas, it may result in an outward 
flow of talent as well as an inability to attract 
the next generation of skilled workers which 
further damages their reputation as an employer 
of choice. 

Get your priorities straight
As the pandemic continues to unplug and plug 
back in, HR professionals should likewise be 
aware of shifts in employee concerns that have 
occurred. Pre-pandemic, most employees in Asia-
Pacific would view their compensation package 
as the most important job concern along with 
healthcare and pensions. Nowadays, employees 
have recalibrated their priorities. 

Across Asia, the biggest causes for concern 
noted by employees were personal healthcare, 
personal financial situations and mental health 
and well-being. Generally, employees begin their 
working lives valuing personal finance as the most 
important benefit and healthcare the least. It is 
worth noting that this transgenerational finding 
applies to all those currently in the workforce 
with the exception of Gen Z who weigh them 
as equally concerning, with climate change and 
unemployment rounding out their top three. 

A focus on sustainable and social causes can 
no longer be ignored. Challenging as it may to 
strike a holistic balance between employee and 
organisational needs, HR should take sincere,  
authentic actions that speak to the entire business 
community. Prioritising employee concerns helps 
to address levels of engagement whilst at the 
same time showcases organisational commitment 
to the bigger picture. Businesses that have already 
begun to focus on social and sustainable causes 
are more attractive to younger job seekers and are 
also ensuring that their existing employees are re-
energised and committed to the longevity of their 
business

When calibrating a holistic benefit package 
of the future, HR needs to better understand 
what it is their workforce wants and should 
find ways to provide flexibility across benefits 
and generations. HR professionals responsible 
for multiple jurisdictions need to be aware that 
each location under their purview requires an 
independent analysis of the benefits sought by 
employees. In Europe and the US, for example, 
there is a preference amongst employees to seek 
out organisations that cater to flexible work 

arrangements whilst in Asia, especially Hong 
Kong, salary and benefits remain the top priority 
for job seekers. HR can leverage the vast amounts 
of data available and profit from them by building 
granular, localised benefit packages. By doing 
so, HR can shift the war on talent in their favour 
not only by attracting talent but by retaining 
them as well. 

Shifting the HR Narrative
As the world begins to adapt to living with 
COVID, HR may find themselves asking—where 
do we go from here? The answer, as proposed by 
Johnny C. Taylor Jr., CEO and President of the 
Society for Human Resources Management is 
simple, forget everything you thought you knew 
pre-pandemic. The pandemic has given HR 
and businesses alike the opportunity to renew 
their sense of purpose, rediscover their cultural 
identity and innovate pathways that will attract, 
retain and cultivate highly skilled talent.

Innovation will be most crucial to an organisation’s 
and HR team’s success in the future, recycling the 
same ideas over again will not do. Each pillar of 
HR needs to be recalibrated to determine its 
role in organisational and talent development. 
Taking the future of recruitment as an example, 
instead of focusing on academic achievements 
and previous work experience, Talent Acquisition 
Specialists should orient themselves towards 
candidates that have a flexible, varied skillset 
along with a niche set of specialised skills 
that can be utilised across departments and  
locations in order to complete workflows whilst 
maximising outcomes. 

For many recruitment professionals, there is a 
sense of hesitancy when it comes to sourcing 
this talent despite the pandemic dissolving the 
talent pool like never before. No longer bound 
by geographical constraints, limited technology 
or a technophobic workforce, the talent pool of 
today can be found anywhere, not just within a 
few kilometres of the office. Once organisations 
fully realise their global capability to access 
diverse, innovative ready-to-work talent can 
they then begin to move towards embracing the 
technological and generational shift that the 
pandemic has brought about.

1. Employee well-being policies

2. Environmental sustainability policies

3. Community engagement & philanthropy

4. Diversity & inclusion
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Empowerment
Create a plan to empower people for 
extreme flexibility - HR should identify 
opportunities that will empower their 
workers to take ownership of roles and 
workflow whilst trusting them to do so at 
their own pace and style. Pay attention to 
what each generation prefers and create 
policies that are flexible though in line with 
organisational objectives.

Bridging space
Invest in space and technology to 
bridge the physical and digital worlds 
- A virtual campus can easily connect 
the physical and digital workspaces. By 
creating virtual spaces and resources 
that mirror those available in the office, 
workers are able to enjoy remote benefits 
whilst organisations remain capable of 
supporting employees in whatever work 
environment they choose. 

Preventative measures
Combat exhaustion from the top - recognise 
the stressful and unusual circumstances 
that each level is experiencing, starting at 
the top. Leaders should proactively create 
a transparent culture of safety with clear 
coordination and communication between 
management and employees. This could 
include strategies for fatigue mitigation on 
the job, providing staff with enough time to 
get sufficient rest or establishing out-of-
hours communication bans.

Tips for cultivating 

transgenerational 

engagement

Redefine culture
Prioritise rebuilding social capital and culture 
– provide employees with time to spend 
with their co-workers through whatever 
resources are available. Increasing the 
frequency of one-to-one conversations 
without specific agendas will help to deepen 
relationships. Additionally, more frequent 
recognition of shared social occasions 
celebrating team members from time to time 
will empower and motivate employees.

Diversity
Rethink the employee experience to 
compete for the best and most diverse 
talent – diversity, equity and inclusion are 
key factors that will motivate the entire 
workforce. In order to make motivational 
programmes successful, HR should 
first eliminate factors that are causing 
dissatisfaction amongst employees then 
find ways to give employees a voice to help 
reshape the culture from the ground up.

Authenticity is key
Be sincere, be authentic and be actionable – leaders 
should consider promoting their brand’s activism 
to bring greater organisational awareness to the 
new generation. Business leaders should engage in 
activities and causes they are passionate about and 
not use them merely as an image tactic. HR leaders 
should promote authentic, sustainable social 
causes whilst ensuring access and participation 
across all levels. Focus on the positive impact the 
organisation contributes to society to help attract 
and retain talent. 

New metrics
Redefine metrics – traditional metrics such as 
overtime and sick days no longer apply to the 
decentralised workplace. Technology can help 
leaders to track both qualitative metrics such as 
focus groups, or one-to-one feedback sessions 
and quantitative measures such as pulse surveys 
to create an objective, holistic analysis of how staff 
are feeling. Leaders may consider utilising online 
coaching and therapy resources to help provide 
mental health support
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That is not to say the working world of the 
future is going to be without its challenges. 
With boundaries blurred, navigating cross-
cultural teams whilst retaining an integrated 
sense of brand identity throughout shared 
g l o b a l  e m p l o y e e  e x p e r i e n c e s  b e c o m e s 
challenging, but not impossible. The reset 
has caused HR to step back and examine what 
kind of employer they want to be and the 
type of talent they want to attract. Aspiring 
to imitate organisations that seem to have 
come through the last few years unscathed 
is all well and good, but it is important that 
business leaders remember —what may work 
for one, may not work for the other.

Managing a combined workforce
The combined workforce  of  the  future 
dictates careful, open-ended finetuning in 
order to balance organisational and employee 
needs. In the past, there were major concerns 
about how work is going to be done and 
by whom. In order to build back better, 
HR leaders have an obligation to carefully 
redefine the workplace to make it  truly 
twenty-first century and not just a hastily 
updated twentieth century 2.0.

HR can expect to see attitudes continue 
to evolve as more and more Gen Z enter 
the  workforce .  Z oome rs  are  notor ious 
for their sophisticated attitudes towards 
technology, lack of egocentricity, and their 
highly entrepreneurial spirit.  HR leaders 
should proactively seek to understand how 
to capture, engage and retain these talents 
without forsaking their older generations.

To successfully manage the workforce of 
the  future ,  one  that  spans  t imes  zones , 

locat ions  and generat ions ,  i t  i s  more 
important than ever that HR ensures that 
employees and teams are on the same 
page.  Updating policies,  restructuring 
workflows, and capitalising on effective 
communication tools are all strong ways 
to effectively manage both in-office and 
stay at home employees.  Furthermore, 
maintaining transparency between team 
me mbe rs  and  e nabl ing  opportuni t ies 
f o r  c o m m u n i c a t i o n  t h r o u g h  d i g i t a l 
tools are proven ways to build trust and 
invest  in  your  employees ’  success  for 
years to come.

Though hybrid  work is  not  for  every 
organisation or every team, there are many 
benefits that it can bring to an organisation. 
H R  l e a d e r s  t h a t  a r e  r e s p o n s i b l e  f o r 
remote teams should allow themselves 
flexibility, be quick to change and be more 
focused and thoughtful  in  everything 
they do. If in doubt, seek out best practices 
and leverage the knowledge of the wider 
HR community.

Employees  have  proven over  the  past 
t w o  y e a r s  w h a t  t h e  w o r k p l a c e  o f  t h e 
f u t u r e  c a n  b e  l i k e :  a g i l e ,  r e s i l i e n t 
a n d  r e m o te  y e t ,  p e r f e c t l y  c a p a b l e  o f 
e x c e e d i n g  e x p e c t a t i o n s  w h e n  t h e y 
synergise.  Workers have responded to 
the modernistic  tools  they were given 
and have used them to help businesses 
n o t  o n l y  s u s t a i n  b u t  to  t h r i v e .  Mo r e 
i m p o r t a n t l y ,  t h e y  h a v e  t a s t e d  t h e 
u n f o re s e e n  b e n e f i t s  t h a t  c a m e  a l o n g 
wi th  hybr id  w or k i ng  e nv i ronm e nt s— 
life without the commute, and there is no 
coming back from that. n

Businesses can 

no longer afford 

to be swayed only 

by investors and 

shareholders, 

they need to view 

things from a 

multi-stakeholder 

perspective.

Honnus Cheung
Chief Strategy Officer

Mojodomo
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