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STRATEGIES TO IMPROVE EMPLOYEE PERFORMANCE  
IN THE POST-COVID-19 PERIOD: LESSONS  

FROM HIGHER EDUCATION INSTITUTIONS IN ZIMBABWE

It is essential to have integrated approaches to building employees’ post-pandemic resilience, per-
formance, and coping in the workplace. This study aims to explore the strategies that can be adopted to 
improve the employees’ performance in the higher education institutions of Zimbabwe, post-COVID-19 
period. The study was conducted to determine the effective human resource management practices that 
can be used to tackle issues such as lack of resources, digitalization, and the adaptability of the work-
force in the academic environment that is currently undergoing a lot of changes. A qualitative phenom-
enological research approach was employed and 18 managers from three higher education institutions 
were purposefully selected to participate in semi-structured interviews. The data were analyzed themati-
cally to determine the keyways to improve the employee performance in the post pandemic period. The 
study found four key strategies: (1) Digital skill training and performance coaching, (2) Wellness and 
mental health programs, (3) Policy Adjustments and Flexibility, and (4) Communication and Engagement 
Enhancement. These strategies collectively increase the employees’ resilience, performance, and the 
overall institutional performance in the post-COVID era. The study recommends a holistic, evidence-
based HR interventions tailored to Zimbabwe’s socio-economic constraints. It is therefore important that 
institutions focus on the long term on skills, mental health, workplace flexibility and communication to 
sustain employee output. The study provides a novel view by incorporating digital transformation, well-
being, and policy changes into a single model for increasing the effectiveness of employees. 

Keywords: Employee Performance, Higher Education Institutions, Human Resource Strategies, Post-
COVID-19, Zimbabwe.
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COVID-19-дан кейінгі кезеңде қызметкерлердің  
тиімділігін арттыру стратегиялары:  

Зимбабве жоғары оқу орындарының тәжірибесі

Қызметкерлердің постпандемиялық орнықтылығын, олардың нәтижелілігін және жұмыс 
орнындағы стресс факторларымен күресу қабілетін қалыптастыру үшін кешенді тәсілдерді 
қолдану қажет. Бұл зерттеудің мақсаты – COVID-19-дан кейінгі кезеңде Зимбабвенің 
жоғары оқу орындары қызметкерлерінің тиімділігін арттыруға бағытталған стратегияларды 
зерделеу. Зерттеу қарқынды өзгерістерге ұшырап отырған академиялық ортада ресурстардың 
жетіспеушілігі, цифрландыру және кадрлардың бейімделгіштігі сияқты мәселелерді шешуге 
мүмкіндік беретін адами ресурстарды басқарудың тиімді тәжірибелерін айқындауға бағытталды. 
Зерттеуде сапалық феноменологиялық тәсіл қолданылды; үш жоғары оқу орнынан 18 менеджер 
мақсатты іріктеу арқылы таңдалып, жартылай құрылымданған сұхбаттарға қатысты. Жиналған 
деректер постпандемиялық кезеңде қызметкерлердің тиімділігін арттырудың негізгі бағыттарын 
анықтау мақсатында тақырыптық талдау әдісімен өңделді. Нәтижесінде төрт негізгі стратегия 
анықталды: (1) цифрлық дағдыларды дамыту және нәтижелілікті арттыруға бағытталған коучинг; 
(2) әл-ауқат пен психикалық денсаулықты қолдау бағдарламалары; (3) ұйымдық саясатты 
түзету және икемділікті арттыру; (4) коммуникацияны күшейту және қызметкерлердің қатысу 
белсенділігін арттыру. Аталған стратегияларды кешенді түрде жүзеге асыру қызметкерлердің 
орнықтылығын, олардың нәтижелілігін және жалпы институционалдық тиімділікті пост-
COVID-19 кезеңінде арттыруға ықпал етеді. Зерттеу Зимбабвенің әлеуметтік-экономикалық 
шектеулеріне бейімделген, дәлелдерге негізделген кешенді HR-интервенцияларды енгізуді 
ұсынады. Ұзақ мерзімді перспективада мекемелер қызметкерлердің өнімділігін тұрақты 
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психикалық денсаулықты қолдауға, жұмыс үдерістерінің икемділігіне және тиімді коммуника-
цияға назар аударуы тиіс. Зерттеудің жаңалығы – цифрлық трансформацияны, қызметкерлер-
дің әл-ауқатын және ұйымдық саясаттағы өзгерістерді қызметкерлердің тиімділігін арттырудың 
бірыңғай моделіне біріктіруінде.

Түйін сөздер: қызметкерлердің тиімділігі, жоғары оқу орындары, адами ресурстарды басқа-
ру стратегиялары, пост-COVID-19, Зимбабве.
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Стратегии повышения эффективности сотрудников  
в пост-COVID-19 период:  

опыт высших учебных заведений Зимбабве

Необходимо применять интегрированные подходы к формированию постпандемической 
устойчивости сотрудников, их результативности и способности к совладанию с рабочими стрес-
сорами. Цель данного исследования – изучить стратегии, которые могут быть использованы для 
повышения эффективности сотрудников высших учебных заведений Зимбабве в пост-COVID-19 
период. Исследование было направлено на выявление эффективных практик управления чело-
веческими ресурсами, позволяющих решать такие проблемы, как нехватка ресурсов, цифрови-
зация и адаптивность персонала в академической среде, находящейся в состоянии интенсив-
ных изменений. Применён качественный феноменологический исследовательский подход; 18 
менеджеров из трёх высших учебных заведений были целенаправленно отобраны для участия 
в полуструктурированных интервью. Полученные данные были подвергнуты тематическому 
анализу с целью определения ключевых направлений повышения эффективности сотрудников 
в постпандемический период. В результате были выделены четыре основные стратегии: (1) раз-
витие цифровых навыков и коучинг по повышению результативности; (2) программы поддержки 
благополучия и психического здоровья; (3) корректировка организационной политики и повыше-
ние гибкости; (4) усиление коммуникации и вовлечённости сотрудников. Совокупная реализация 
данных стратегий способствует повышению устойчивости персонала, его результативности и 
общей институциональной эффективности в пост-COVID-19 эпоху. Исследование рекомендует 
внедрение комплексных, основанных на доказательной базе HR-интервенций, адаптированных 
к социально-экономическим ограничениям Зимбабве. В долгосрочной перспективе учреждени-
ям важно сосредоточиться на развитии навыков, поддержке психического здоровья, гибкости 
рабочих процессов и эффективной коммуникации для поддержания устойчивого уровня про-
дуктивности сотрудников. Новизна исследования заключается в интеграции цифровой транс-
формации, благополучия персонала и изменений организационной политики в единую модель 
повышения эффективности сотрудников.

Ключевые слова: эффективность сотрудников, высшие учебные заведения, стратегии управ-
ления человеческими ресурсами, пост-COVID-19, Зимбабве.

Introduction

The COVID-19 pandemic has caused unprec-
edented disruption in workplaces all over the world 
and therefore, public institutions of higher learning 
were not an exception. These institutions in Zimba-
bwe faced several challenges in the context of con-
tinuing with the academic work and protecting the 
employees (Fujita et al., 2021). As a result, changes 
in the workplace culture including telework, change 
in work schedule, and alterations in job description 
were implemented. The COVID-19 pandemic has 
affected all aspects of life including social, eco-
nomic and institutional life and this pandemic has 

affected Higher Education institutions (Kaur & Gur-
nani, 2021). This has necessitated academic and ad-
ministrative staff to change to new forms of work 
such as online learning, virtual meetings and altered 
business processes (Krishna et al., 2021). This sud-
den change has also implied that there is the need to 
look at how the performance of employees has been 
transformed in the post COVID-19 period, which is 
the central theme of this study. 

Performance of employees is a critical factor in 
achieving the objectives of any organization and in 
the higher learning institution, both academic per-
formance and administrative efficiency are of con-
siderable importance (Hayashi et al., 2021). After 
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the pandemic, the concept of performance has not 
only been confined to accomplishment of tasks and 
attainment of organizational outcomes, but also 
includes bounce back, innovation, and emotional 
intelligence (Lim et al., 2020). The pandemic has, 
therefore, reminded the staff in the Higher Education 
institutions the need for flexible work arrangements, 
strong leadership and supportive environment 
(Skulmowski & Standl, 2021). Thus, performance 
of the employees in terms of effectiveness, viability, 
and job satisfaction became an important issue since 
the institutions struggled to achieve their academic 
and administrative goals under the conditions of re-
duced funding and increased demands.

The COVID-19 pandemic brought about several 
changes to the workplace culture and thus affected 
the productivity, motivation, and effectiveness of 
workers in the higher learning institutions in Zim-
babwe. Employees have faced issues such as techni-
cal difficulties, depression, and the new normal of 
working from home (Salju et al., 2023; Wang et al., 
2021). As institutions move to the next level after 
COVID-19 there is the need for sound strategies to 
enhance and sustain employee performance. How-
ever, the existing literature lacks a contextualization 
of the strategies within the socio-economic environ-
ment of Zimbabwe, which is characterized by re-
source constraints and systemic issues (Chimene et 
al., 2021). Therefore, it is still not clear how the in-
stitutions can strike a balance between the resource 
issues, cultural issues, and workforce issues in order 
to develop sustainable solutions. This research is 
therefore designed to investigate how higher edu-
cation institutions in Harare can enhance employee 
performance as a way of adding to both the academ-
ic literature and practical management practices.

Purpose of the study
The purpose of this research is to investigate 

approaches that can be taken to enhance employee 
performance in higher education institutions in Zim-
babwe, after the COVID-19 pandemic. Focusing on 
these institutions and the general challenges of lim-
ited resources and socio-economic issues, the study 
will attempt to establish the best human resource 
practices that can boost employee motivation, re-
silience and performance (Chimene et al., 2021; 
Hanu & Khumalo, 2023). The research will focus 
on organizational policies, employee adaptability 
and post pandemic recovery and thus will be useful 
in developing sustainable performance management 
practices that can aid in the success of institutions 
and their global competitiveness in the environment 
of rapid change (Judi & Kurniawan, 2024).

Literature review

Theoretical framework
The study is based on Herzberg’s Two-Factor 

Theory and the Resource-Based View (RBV). Her-
zberg’s theory looks at the motivational factors 
of recognition, career development, and achieve-
ment, as well as the hygiene factors of workplace 
safety, job security, and equitable policies to boost 
employee satisfaction and performance (Herzberg, 
1968). These factors are particularly important af-
ter the COVID-19 pandemic, and institutions must 
pay attention to employee well-being and engage-
ment to recover from the pandemic’s effects (Rena 
and Mbukanma,2023; Salju et al., 2023). The RBV 
strengthens this by explaining the strategic use of or-
ganizational resources like technological infrastruc-
ture, employee training, and leadership develop-
ment to secure improved and sustained performance 
(Barney, 1991). This perspective is particularly 
important in resource scarce environments such as 
Zimbabwe where the institutions have to harness the 
existing strengths to create their competitive advan-
tage (Chimene et al., 2021).

These theories provide an elaborate model that 
explains both intrinsic and extrinsic motivators and 
the role of institutional resources in enhancing em-
ployee productivity. Thus, the study deploys both 
theory and practice in addressing the dual issue 
of employee needs and resource management to 
enhance sustainable performance in Zimbabwe’s 
higher education sector (Wang et al., 2021).

Impact of COVID-19 on employee performance 
Both employees and organisations experience 

some form of crisis at some point in time that deploys 
organisational and personal resources while also in-
terrupting the normal course of work (Rena,2023; 
Hanu & Khumalo, 2023). The COVID-19 pandemic 
outbreak brought many uncertainties to the manage-
ment/ supervisors and employees in the workplace. 
The COVID-19 outbreak has affected the educa-
tion sector in Zimbabwe, resulting in the closure of 
schools and disruption of learning processes nation-
wide (Mbunge et al., 2020). Popa et al (2022) found 
that the psychological effects of the COVID-19 pan-
demic on employees include fear of death of close 
friends and colleagues, job loss and uncertainty 
about the future as well as changes in work envi-
ronment that decreased employees’ motivation and 
performance. 

Mohammed, Ibrahim, and Kawugana (2021) ex-
amined the effects of COVID-19 on employee per-
formance at certain universities in Bauchi State and 
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discovered that the pandemic had a negative effect 
on the motivation and performance of employees, as 
well as their well-being. The pandemic especially 
affected the 50-64 years old employees (Moham-
med et al., 2021). In some cases these employees 
were laid off and sent home and the young and inex-
perienced employees had to be left behind to do the 
job. So, the motivation and the performance of the 
young and inexperienced employees suffered (Rena 
and Mbukanma,2023). 

The COVID-19 pandemic has normalised 
working from home for millions of employees 
worldwide. Many employees and businesses had 
to switch to remote work for the first time with no 
prior experience because of the pandemic (Rena and 
Mbukanma,2023; Kwieciński, 2023; Langry and 
Rena,2023). Early Eurofound estimates indicated 
that because of the pandemic, about 50% of employ-
ees worked from home (to some extent), up from 
12% before the outbreak (Stofkova & Seemann, 
2021). Many employees and organizations have 
adapted to the work-from-home model even after 
the pandemic. Like any organizational change, both 
the advantages and disadvantages of working from 
home are present (Rena and Mbukanma,2023). This 
flexible work environment is generally perceived as 
a cultural shift that requires time to develop poli-
cies and rules to support work performance and bal-
ance (Toscano & Zappalà, 2020). The COVID-19 
pandemic has forced most firms to adopt this model 
while equipping most of its employees with the 
skills for remote work (Molino et al., 2020; Langry 
and Rena,2023). As already stated, both advantages 
and disadvantages of remote work have been found 
in the literature (Vander Elst, Verhoogen, & God-
deris, 2020). 

Post-COVID-19 HR Strategies to Enhance Em-
ployee Performance in Higher Education

After the COVID-19 pandemic, the human re-
source departments in the higher education institu-
tions have employed new strategies to build up the 
organization’s capacity for resilience, performance, 
and meeting new challenges in the workplace (Rena 
and Mbukanma,2023). These include flexibility, 
skill development, mental health support, and com-
munication, to ensure that the new normal in the 
educational sector is sustainable (Atiku & Ganiyu, 
2022; Sokolic, 2022). This has included the imple-
mentation of a flexible work policy which allows 
employees to choose between working from the 
office, from home or a combination of both, to re-
duce burnout and increase engagement. Atiku and 
Ganiyu (2022) state that such policies increase job 

satisfaction and productivity, especially among aca-
demic staff who must balance between research and 
teaching because they get to choose when they want 
to work. Similarly, Sokolic (2022) report that higher 
education institutions that adopted flexible work ar-
rangements had positive performance outcomes be-
cause employees were better at juggling work and 
personal life.

Training and digital skill development have also 
been identified as specific strategies that add value. 
The shift to online learning, which was forced by 
the pandemic, required institutions to invest in their 
employees’ technological skills (Rena,2023). Afri-
anty et al. (2022) establish that training in the use 
of digital platforms improves the quality of teach-
ing and engagement in the virtual classroom. It also 
covers related areas such as management of devel-
opment and lifelong learning that contribute to in-
stitutional resilience and work performance (Rena, 
2023; Urbanek et al., 2023). The attention has also 
been paid to the mental health of the employees as 
the pandemic has brought many psychological chal-
lenges to the workplace. Organisations that have put 
in place facilities and services such as counselling, 
stress management workshops and wellbeing days 
have seen employee morale and engagement im-
prove (Kelloway et al., 2023). Shipman et al. (2023) 
states that mental health support boosts motivation 
and commitment, which leads to high productivity 
at work. Communication and feedback are very im-
portant in aligning the employees with the organiza-
tion’s objectives. Shipman et al. (2023) established 
that the organizations that provided the employees 
with the regular feedback cycles and open commu-
nication had high trust and clarity, which in turn was 
associated with improved performance. Positive 
feedback is a part of the organization’s commitment 
to growth; it makes the employees feel valued and 
motivated to work (Judi & Kurniawan, 2024). 

Materials and methods 

As explained by Williams (2021), phenomenol-
ogy is the study of the meaning of the experiences 
of individuals, hence the most appropriate paradigm 
for identifying HR strategies that can be used to en-
hance employee performance post COVID-19. The 
design therefore allowed the researchers to under-
stand the perception of the participants in detail to 
come up with useful conclusions regarding institu-
tional responses.

A convenience sampling strategy was used to 
identify the higher education institutions that partic-
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ipated in the study. This method was chosen because 
it was a convenient way of identifying institutions 
with employees who were available and willing to 
participate within the given time frame. Eighteen 
participants, who are Human Resource Managers 
and Deans of Students, were purposively selected 
from three higher education institutions, with six 
participants from each institution. Purposive sam-
pling, as noted by Andrade (2021), is a technique 
used by researchers to select participants deliberate-
ly with the aim of having a sample that is represen-
tative of the population in terms of the study objec-
tives. Semi-structured interviews were held with the 
participants and with the consent of the participants, 
the sessions were recorded and transcribed in full 
(McGrath, Palmgren, & Liljedahl, 2019). Thematic 
analysis was used to identify patterns and themes in 
the data.

Ethical considerations were not forgotten. Con-
fidentiality was kept throughout the study and per-
mission was obtained from the participants and in-
stitutional authorities. According to Naidoo (2019) 
“the focal point of ethics in research is to protect the 
respondents from harm and safeguard their dignity, 
anonymity, and confidentially”. The analysis of 
the study was shared with the participants to build 
confidence and transparency. The limitation of this 
study is that it only focused on respondents who 
held managerial positions in few institutions which 
were conveniently selected, and this may limit the 
generalization of the findings.

Results and discussions

From the thematic analysis, one main theme 
was identified: Empowering Employee Skills De-
velopment, which is supported by four key strate-
gies: Digital skill training and performance coach-
ing, Wellness and mental health programs, Policy 
adjustments and flexibility, and Communication 
and engagement enhancement. These strategies 
are important for employee performance before 
and after COVID-19. They focus on training and 
development initiatives to fill the skill gap and en-
hance digital competence. Wellness and mental 
health are prioritized in wellness programs. Policy 
adjustments and flexibility emphasize adaptable 
work environments, while enhanced communica-
tion fosters trust and alignment with institutional 
goals. Analysis of how these strategies aid long-
term employee performance and institutional resil-
ience in the post COVID-19 era is provided in this 
section. 

Digital skill training and performance 
coaching

This strategy is aimed at closing skill gaps and 
enhancing digital competencies to enhance employ-
ee performance post COVID-19. Key interventions 
include investing in digital tools, reintroducing and 
refining the online performance management sys-
tem with supportive training and implementing per-
formance coaching to build adaptability. Training 
on digital tools improves greatly the performance of 
teaching and technical proficiency, while other skill 
development initiatives build resilience and sustain 
engagement in a dynamic work environment. This 
is confirmed by the following participant:

We reinstated and enhanced the online perfor-
mance management system, providing training to 
ensure effective use. Performance coaching was in-
troduced to shift perceptions of performance man-
agement from periodic reviews to continuous en-
gagement (Interviewee 10, 2024).

This result is also in accordance with Bahmani-
OSKooee and Feinberg (2022) who state that re-
training and enhancing performance management 
systems are vital in the post-pandemic recovery 
phase. The focus on the reintroduction and improve-
ment of online performance management systems, 
backed by training and performance coaching, is in 
line with Urbanek et al. (2023) who stated that con-
tinuous engagement improves the employee perfor-
mance in the long run. The development of digital 
infrastructure and the education of employees to use 
these tools properly makes the performance systems 
strong and flexible in the event of organizational 
changes (Afrianty et al., 2022). The integration of 
digital literacy initiatives also supports Urbanek et 
al. (2023)’s claim that technical competency en-
hances creativity and strength. The skill acquisition 
and mental health management also echo Salju et 
al. (2023) suggesting that effective programs should 
encompass both the professional and emotional as-
pects of employees’ development. 

Wellness and Mental Health Programs
This sub-theme explains the HR strategies that 

help in supporting the mental and emotional well-
being of employees in the post COVID-19 period. 
Wellbeing initiatives such as wellness events and 
the employee assistance programs for staff and their 
dependents were also mentioned by participants as 
being involved in helping with managing the mental 
health issues and building up resilience. Other mea-
sures also included debriefing sessions and mental 
health resources to assist the employees in their tran-
sition to the physical workplaces. These well-being 
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efforts are holistic and, therefore, complementary 
to the training efforts and conducive to overall per-
formance. Positive strategies to mental health have 
therefore aided in making the transition to tradi-
tional work environments more seamless, thus en-
hancing resilience, well-being, and productivity in 
the changing workplace. This was also echoed by a 
participant who gave:

The strategies we employed to improve perfor-
mance post COVID 19 included; training and de-
velopment interventions for all the staff, wellness 
events and the launch of Employee Assistance Pro-
grams to support both the staff and their families. 
We also have support programs like debriefing ses-
sions and mental health resources (Interviewee 4, 
2024).

These findings are similar to those of Atiku and 
Ganiyu (2022) who state that employee assistance 
programs are very useful in improving organiza-
tional performance because they help in solving 
the problems of mental health. In a manner like Ur-
banek et al. (2023) stress that a holistic approach to 
mental health strengthens resilience and well-being 
and is consistent with training initiatives. Partici-
pants noted significant institutional investments in 
mental health resources, a commitment that sup-
ports Mohammed et al. (2021) assertion of orga-
nizational responsibility in promoting employee 
welfare. Skill development and mental health in-
terventions are also integrated as Atiku and Ganiyu 
(2022) recommended holistic approaches to manag-
ing professional and emotional needs in the context 
of changing workplaces. Furthermore, the focus 
on debriefing sessions is in line with Bahmani-OS-
Kooee and Feinberg’s (2022) claim that such mea-
sures are necessary for helping employees transition 
back to physical workplaces. Also, Kelloway et al. 
(2023) point out that sustained mental health strate-
gies are essential for smoother workforce adaptation 
and enhanced productivity in post-pandemic work-
place dynamics. These integrated wellness pro-
grams show that a holistic approach to enhancing 
employee resilience and performance is important.

Policy Adjustments and Flexibility 
This strategy includes the adoption of hybrid 

work models as an important HR strategy in the 
post COVID 19 period to give the employees the 
option of working from home and coming to the of-
fice. Participants stated that the phased reintegration 
and retraining measures enabled a safe return to the 
workplace with minimal disruption to productivity 
and wellbeing. These institutions have recognized 
the need to change and have developed working 

from home policies to formalise flexible work and 
ensure that workers have what they need to do their 
job. These changes in the policies of the organiza-
tion are in line with the changes in the work environ-
ment, in order to meet the needs of the employees 
and achieve the organizational goals. By integrating 
flexibility and resource support these policy changes 
have improved the resilience and productivity of the 
workforce and have reinforced the balance between 
employee well-being and organizational perfor-
mance during and after the pandemic. This perspec-
tive is also supported by a participant who stated:

We have also implemented hybrid work models 
as one of our strategies and this has enabled staff to 
work from home. For instance, we have developed 
a work from home policy to ensure that the employ-
ees have what they need to work. (Interviewee 12, 
2024).

This study finds consistency with Bahmani-
OSKooee and Feinberg (2022) in that the imple-
mentation of the hybrid work models improves 
employee well-being and productivity due to flex-
ibility. Phased reintegration and retraining are also 
supported by Kwieciński (2023) who maintain that 
sticking to strategies of transitioning to the work-
place is most useful in achieving the goals of em-
ployees and organization. Mathews et al. (2022) 
also establishes that the use of the hybrid model de-
picts organizational learning, which has a positive 
influence on employee satisfaction and performance 
during the recovery period. The development of 
working-from-home policies is in line with the idea 
of Stofkova and Seemann (2021), who state that 
rules are important for the management of flexible 
work arrangements. In addition, the provision of re-
sources is related to Toropova et al. (2021) who dis-
covered that remote work becomes more effective 
with appropriate tools and equipment. Atoko (2021) 
also argues that changes in policies should be made 
in relation to changes in the work environment in 
order to arrive at a balance between the organiza-
tion’s goal of building resilience and enhancing pro-
ductivity in the post pandemic world. 

Communication and Engagement Enhance-
ment

This strategy is an explanation of how the com-
munications and engagement personnel should 
prepare for the post COVID 19 normal. Employ-
ees were prepared to tackle the challenges of the 
pandemic through mandatory training on tools like 
Moodle and MS Teams, online seminars and tai-
lored awareness programs. A COVID 19 task team 
set up and guided by experts in Health Sciences cre-
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ated a structured support system to facilitate collab-
oration, skill development and resilience. Monthly 
operational planning and strategy meetings as part 
of the structured communication strategies were 
also seen as important in setting targets, monitoring 
progress and ensuring coherence with the organi-
zational objectives. These initiatives also enhanced 
accountability, improved interactivity between the 
staff and management, and created a collaborative 
culture that would foster the necessary change and 
growth in the shifting academic environment. One 
participant stated:

A great deal of focus was placed on training es-
pecially on Moodle and MS Teams. Support mecha-
nisms were also given to the academics on COVID 
19 and its implications. A professor from Health 
Sciences was the head of the COVID 19 task team 
that was led by staff members. Moreover, I and my 
team attended a monthly Operational Planning and 
Strategy meeting where we set targets for the month 
(Interviewee 8, 2024). 

This outcome is also in line with the findings 
of Rana and Singh (2022) who state that training 
in digital platforms like Moodle and MS Teams 
enhances communication and productivity in aca-
demic institutions. The mandatory training and 
awareness programs described here are a form of 
structured digital skill development for fostering 
resilience in the crisis, as Bahmani-OSKooee and 
Feinberg (2022) also highlighted. Moreover, the 
formation of the COVID 19 task team is an example 
of a collaborative approach which is also supported 
by Atiku and Ganiyu (2022) in the sense that such 
initiatives which are led by experts help in solving 
the issues that are specific to the sector. In addition, 
Toropova et al. (2021) maintain that systematic 
communication strategies, including monthly prog-
ress meetings, are necessary for coherence with in-
stitutional objectives, while Kelloway et al. (2023) 
and Afrianty et al. (2022) stress that frequent feed-
back and interaction enhance accountability, trust, 
and engagement in transition.

Conclusion

This study examines the measures that universi-
ties in Harare, Zimbabwe, have put in place to en-
hance employee performance after the COVID-19 
pandemic. The findings show that the enhance-
ment of performance needs multiply approaches 
that include skills training, wellness support, policy 
modifications, and communication enhancement. 
Skill and digital competency gaps were addressed 

through training and development initiatives that 
promoted adaptability and resilience. It also identi-
fied that wellness programs, including mental health 
resources and Employee Assistance Programs, are 
vital for addressing the emotional well-being of em-
ployees in addition to their professional responsi-
bilities.

Policy changes including hybrid work models 
and resource allocation showed that the institution 
is flexible and responsive to the changing needs of 
the employee, boosts productivity and increases job 
satisfaction. Improved communication strategies 
were also because of digital training and structured 
meetings to enhance collaboration, accountability 
and engagement in order to achieve institutional 
objectives. These interventions show that holistic 
and evidence-based approaches are crucial for last-
ing performance in constrained environments. The 
study contributes to academic literature and pro-
vides practical advice on managing workforce dy-
namics during the post-pandemic period. However, 
the findings indicate that more resources should be 
allocated to employee support and the use of avail-
able resources to maintain resilience, innovation 
and productivity in Zimbabwe’s higher education 
sector.

Recommendations 
Based on the findings of the study, the follow-

ing recommendations can be proposed as to how to 
enhance employee performance in higher education 
institutions in Harare, Zimbabwe during the post 
COVID 19 recovery period. In the first place, insti-
tutions should make sure that continuous skill de-
velopment is encouraged through targeted training 
programs that address the emerging technological 
needs and digital competencies. This ensures that 
the employees can meet the changing needs of the 
job by having performance coaching and ongoing 
professional development as part of the institutional 
policies. Thirdly, wellness and mental health initia-
tives should be expanded to include regular debrief-
ing sessions, comprehensive Employee Assistance 
Programs, and easy access to mental health services 
for employees and their dependents. These institu-
tions should make sure that they promote the well-
being culture and these programs should be part of 
their long-term plans. Fourthly, the flexible work 
policies such as the hybrid model and work from 
home should be formalized and frequently discussed 
to meet the needs of the employees and the goals 
of the organization. These institutions should also 
ensure that necessary resources and clear guidelines 
are available for supporting these policies. Lastly, 
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communication and engagement efforts should be 
enhanced through structured feedback mechanisms, 
regular progress meetings, and training on collab-
orative platforms like Moodle and MS Teams. This 
is because, formation of specialized task teams to 
address organizational challenges and fostering an 

inclusive decision-making environment is most ef-
fective in building trust, accountability and align-
ment to goals. These recommendations are intended 
to help maintain the level of employee performance, 
well-being, and innovation to support institutional 
resilience and long-term success.
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