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ABSTRACT

Purpose: This study aims to examine the new challenges for human resource
management amidst the COVID-19 pandemic with implications for HR
professionals in dealing with their employees.

Approach/Methodology: The study is a general review that attempts to explore
the impact of COVID-19 on human resource management. Between December
2019 and July 2021, the researchers did a manual search for the papers that
have been published in Scopus, Google Scholar, JSTOR, and Semantic Scholar
databases along with many websites. The researcher included the articles based
on the scope, area, and variable, where biomedical and epidemiological research
has been excluded.

Findings: HR management is facing some invisible challenges that are not new,
but during COVID-19, these were multiplied and reached the peaks. Employee
health, safety, and mental well-being; employee maintenance, engagement, and
flexibility; employee skill and talent management and motivation are the most
common challenges.

Practical Implications: The importance of this study lies in its implications on
organizations to develop appropriate behavioral strategies to adapt the human
resources to the new reality. HR practitioners can use the findings of this study to
create effective interventions for dealing with their human resources in any
uncertain situation like COVID-19.

Originality/Value: The study presents multiple perspectives on the recent
challenges that HR encounters. It is related to the behavioral implications of
employees’ mental well-being and motivation for the HR professionals of the
organizations.

INTRODUCTION

The COVID-19 pandemic has had a major impact on human resource management within
organizations, resulting in unprecedented shifts in the business landscape. The digital
transformation, remote working system, and COVID-19 associated measures have shifted the
traditional HRM and brought many new challenges for human resource management. It has left
organizations with uncertainty, volatility, and ambiguity (Nangia & Mohsin, 2020). The
pandemic also imposed many challenges for organizations, including remote working culture,
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performance management, low employee motivation as well as business sustainability (Singh
et al.,, 2021; Yoosefi Lebni et al., 2021). Organizations worldwide are making various
adjustments regarding work practices and employee management. As human resource
management is critical for sustaining organizational operations, ensuring effective performance
and employee well-being is of utmost priority in the current crisis (Risley, 2020; Davidescu et
al., 2020). Both the employers and the employees need to adjust to the unexpected alteration to
their lives and workplace (Rahaman et al. 2021). The HR professional, in this regard, has a
crucial role to play as they are well connected with both the employees and the management.

HR professionals are responsible for managing human resources during this crisis as HRM
policies and practices can directly influence employee behavior and performance (Gigauri,
2020, Anjum & Islam, 2020). The COVID-19 pandemic has created demanding conditions for
human resource management (Al-ahdal et al. 2020). Therefore, HR has to revise its previous
policies in the context of COVID-19 new norms. Amidst the pandemic, HR managers are
encountering challenges specifically in employee maintenance and engagement, employee
health and well-being, boosting morale, restoring productivity and motivation, skill
management, etc. (Ghewari et al., 2021; Roy, 2021). Human resource managers, along with
their regular functions, are also looking for innovative and effective ways to solve employee
problems and provide them with additional support to cope with the current scenario (Nisha
Chanana, 2020; De Leon, 2020).

Currently, employees’ mental health and well-being are becoming a significant concern
because of less socialization, job insecurity, virus infection, and uncertainty worldwide
(Singer-Velush et al., 2020). HR managers should focus on ensuring employee safety and
managing their anxiety, depression, or level of stress. Furthermore, managing a distributed
workforce is also very tough (Gigauri, 2020); monitoring and controlling employee activities is
far more complex in remote working. In this regard, managers need to use various digital tools
for assessing employee performances (Narayandas et al., 2020). Employees also need to learn
using technological tools and update their digital skills (Parry and Battista, 2019), which
contributes to their employability and sustain their careers in the long run (Sheppard, 2020).
When ensuring higher flexibility or using hybrid work amidst this pandemic, employee
productivity, job satisfaction, engagement, and private life balance should also be considered
significant concerns (Van der Lippe and Lippényi, 2019; Rahman et al., 2020, 2019; Peasley
et al., 2020).

Therefore, HRM is facing some critical challenges amidst the COVID-19 pandemic in the case
of employee management and engagement. HR practitioners are taking the lead to help
organizations navigate the uncertainties considering the challenges of their human resources.
They are playing the dominant role in the transportation phase caused by the COVID-19 crisis
(Rahaman et al., 2021). This comprehensive review study attempts to identify the core
challenges of human resource management amidst the COVID-19 pandemic. It will help the
HR practitioners look closely at the critical issues of human resource management during this
pandemic and thus, take appropriate strategies or decisions to address the challenges
systematically. Finally, the study has practical implications for HR leaders in dealing with the
current employee management issues to ensure business continuity, sustain the competition,
and improve organizational performances.
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METHODOLOGY AND PROCEDURES

The study is a general review that attempts to examine the impact of COVID-19 on human
resource management and its implications for HR professionals. It has been observed that just
a small amount of research has been conducted on this essential phenomenon, which is
surprising. As a result, researchers follow a straightforward procedure when writing the
paper. Researchers first addressed the problem (HRM challenges during COVID-19), then
searched for COVID-19 and human resource management-related papers using the keywords
human resource management; HRM; HRM Practices, manpower management, pandemic,
HRM challenges, and COVID-19. Finally, researchers were looking for specific papers that
addressed the pandemic's impact on contemporary HR management challenges (employee
health, safety, and mental well-being; employee maintenance, engagement, and flexibility;
employee skill and talent management; and employee productivity and motivation). After
that, the researchers write down their observations and critically examine & summarize the
information. Finally, the paper presented a logical argument relevant to the specific
occurrence under consideration. Between December 2019 and July 202, in Scopus, Google
Scholar, JSTOR, and Semantic Scholar, among other databases, were considered for the
study. The researcher included all of the articles whose scopes, areas, and variable kinds are
similar and related to the phenomenon. All articles focusing on biological and
epidemiological research, on the other hand, have been excluded from consideration. All of
the themes that have been covered in this work are included in the section under
"References."

RESULTS AND DISCUSSION
HRM amidst COVID-19: Challenges and Behavioral Implications

Human resource management is concerned with hiring, managing, and developing human
resources within organizations (Anjum & Zahan, 2021). COVID-19 has had a tremendous
impact on it, providing significant challenges for managers and human resources. This
section discusses the implications and challenges of HR behavioral circumstances like
employee health, safety, and mental well-being; employee retention, engagement, and
flexibility; employee skill and talent management; and employee productivity and motivation
(Rahman et al. 2021). Each HRM topic is discussed separately; however, they are all linked
up to maintain the employees. As a result, during COVID-19, any modification in one human
resource management issue will influence the other.

Health, Safety and Mental Well-being

The COVID-19 pandemic has brought the employees' health issues to the front seat. During
these days, employees' overall health and mental well-being have been badly affected by the
world's higher level of anxiety (Dennerlein et al., 2020). The shift in work culture, fear of job
security, own health issues, concern for loved ones, and isolation have negatively influenced
the workers' psychological wellness (Hasteer, 2020). The COVID-19 lockdown could result
in an epidemic of employees' burnouts and stress-related absenteeism in the latter days
(Sanders, 2020). Thus, wellness, particularly mental health, has become a key priority for
employers these days (Rice, 2021; Anjum, 2020). Today, people want organizations that truly
care for them and are committed to their physical and psychological health. While physical
well-being includes keeping with the trend of recent month's measures such as wearing face
masks, having access to clean and sanitized office spaces, availability of equipment needed to
work safely, etc. At the same time, psychological well-being includes practices that can help
address employees' mental and emotional health apart from other offerings (Magsood et al.,
2021). Though health and well-being have already started an organization's overall
philosophy, implementing comprehensive safety plans is also vital to keep employees feeling
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safe and supported at work (McNeill, 2021). Attention to employee morale is of utmost
priority for HR professionals as the pandemic has changed the employees' perceptions and
expectations toward the workplace. Effective communication is vital to recover the
employees' shock and adjust them to the new way of working, therefore, empathy from
management and dealing with the employee needs. The biggest challenge is that human
resource needs to be monitored more consistently than ever; HR teams need to expand their
involvement in employees' lives, keeping a close eye on employees' well-being (Singh,
2020).

Maintenance, Engagement, and Flexibility

The sudden shift to the work-from-home method has changed business practices and
workforce preferences (Morse 2020). It is tough to maintain a systematic workflow in remote
working environments, keeping employees aligned with the work objective and ensuring their
engagement (Roy, 2021). Consequently, the comparative confines of home working and the
risk of loneliness amidst the COVID-19 pandemic can distract employee efforts and get them
disconnected from the company's purpose (Hasteer, 2020). Effective communication and
coordination are compromised in a virtual setting, making it difficult to ensure transparency
and address possible employee concerns (NIU, 2021). Virtual practices reduce in-person
contact, resulting in less interaction, limited scope for body language, trouble expressing and
chances of fraud, etc. So, HR professionals need to find common digital tools and resources
to keep everyone on the same page (Singh, 2020; Sulaiman et al., 2020). They need to
enhance a relationship-oriented system and maintain cohesion among these dispersed teams
to keep them engaged with the work (Carnevale & Hatak, 2020). Regular updates, meetings,
and learning sessions are needed to keep the employees on track (Gaikwad, 2020).
Additionally, the COVID-19 lockdown has changed the way employee manage their work
and personal duties (Rahman et al. 2021). The mixture between job duties and family
responsibilities has made it difficult for employees to maintain adequate work-life balance
(Rahman, et al., 2021; Giurge & Bohns, 2020). As a result, workplace flexibility is becoming
a highly valued support employees are expecting during these days. HR needs to develop
formal policies regarding how the employees make their work fit into their lives by taking
into account the individual needs of each employee (Lefter et al., 2018). Moreover, HR needs
to maintain its existing workforce to balance out again correctly. Thus, HR leaders must
design better employee retention policies (Rahman et al., 2017; Nasir, 2017) and focus on
succession planning.

Skill and Talent Management

The massive changes in the work environment due to redundancies, restructuring, and
furlough during the COVID-19 pandemic have left organizations lacking skilled manpower.
Additionally, the altered work environment demands different skills for both management
and staff (Rice, 2021). Adaptability, resilience, problem-solving skills, etc., have been
identified as critical roles these days (Baker, 2020; Morse 2020). Moreover, the growing
remote work culture pressures recruiters to look at the digital collaboration skill of the job
applicant (Singh, 2020). HR needs to modify its talent acquisition policies because remote
work allows candidates to pick up positions in entirely different locations and pushes a
greater workforce diversity with a broader pool of available talents (Colantuono, 2021).
Shifting traditional education-based and skill-based hiring would be of paramount importance
as the cost of training someone inexperienced could hinder business performance in the
current situation (Hasteer, 2020). For those, who do not wish to rehire employees, an
alternative has been to re-skill their existing employees. Internal mobility can create
opportunities for organizations to redeploy internal employees with the right skill sets and
also can help to improve the retention of top talent (Gigauri, 2020). In that case, training is
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essential to fill the skill and knowledge gap of those who took on different roles or additional
responsibilities (Hite and McDonald, 2020). Thus, HR needs to develop a competency
framework that defines the skills and expertise required for performing the job efficiently,
which will help revitalize the workforce and lead to excellence. Rather than focusing on
specific job skills, an organization's training program must focus on its employees' overall
growth and career development (Nasir, 2017). Encouraging employees to develop critical
skills that potentially open up multiple opportunities for their career development is also
becoming an important activity of HR practitioners. Both the employers and the employees
today recognize the need for agility; Employees need to up-skill, and employers need to
provide workers with opportunities to learn new skills and grow (Friedman, 2021).

Productivity and Motivation

Businesses worldwide have been facing rough weather and finding it tough to survive since
the outbreak of COVID-19. An employee is least productive when their job becomes insecure
as they remain uncertain about the future (Sulaiman et al., 2020). Moreover, remote working
makes it difficult to control and monitor employee activities. Team members become less
productive, and the overall team performance lowers when the members work remotely (Van
der Lippe and Lippényi, 2019). The HR professionals must have a facilitating and supporting
role to improve employee performances (Parry & Battista, 2019). To retain employee
productivity, skill development and resilience should be equally prioritized within a
company's strategy (Saeed et al., 2021). While coordinating hybrid work, individual
performance factors such as work characteristics, satisfaction, and commitment should also
be taken into account (Narayandas et al., 2020, Abdul et al., 2018). Besides, employees' well-
being also has implications for their job outcomes. HR, thus, need to give more concern to
both the physical and psychological well-being of people, especially when they are working
remotely. Additionally, to face the intense market competition, companies need highly
developed people with relevant knowledge who can adapt quickly to the environment, master
new competencies, be receptive to innovations, and learn innovative skills. HR can plan and
implement various motivational techniques for raising employee productivity (Azizi et al.,
2021). It can reshape the organization's reward strategy by adding different incentive plans
that are cost-effective to management. While monetary rewards such as salary hikes, bonuses,
incentive programs, etc., have been preferred to appreciate people, non-monetary benefits
such as flexible working hours, health care, transportation facility, etc., could also motivate
the workers (Anjum et al., 2021).

This study examined core human resource management issues amidst the COVID-19
pandemic. The study addressed the first challenge as employees' health, safety, and mental
well-being, which is vital for overall performance (Lépez-Cabarcos et al., 2020; Su et al.,
2021). The sudden outbreak of coronavirus disease and shift in the work culture has greatly
affected employees' well-being. HR managers need to actively participate by paying close
attention to employee safety regulations and addressing their level of stress, anxiety, and
other psychological issues (Wu et al., 2020; Dennerlein et al., 2020). Secondly, HR managers
embrace challenges in effective maintenance of employees in a remote working environment
during the COVID-19 pandemic. Remote workers are isolated and less connected by nature
(Rahman et al., 2021). It is not easy to administer the HR following the traditional way in this
situation. Therefore, HR professionals recommend effective communication mechanisms for
engaging these workers (Gaikwad, 2020). HR also needs to ensure greater employee
flexibility and must engage them in the issues related to new work policies. Employees need
flexibility in terms of working hours, rest periods, leave facilities, and even role or task
distribution, especially in the case of remote work arrangements (Peasley et al., 2020).
Thirdly, HR professionals must take responsibility to face the challenge of employee
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retention by upgrading their skills and abilities at this pandemic time (Parry and Battista,
2019). Additionally, HR professionals must apply creative talent management methods to
ensure their career growth and survival in the organization (Gigauri, 2020). In this situation,
establishing employee performance evaluations for a remote working context is also
necessary (Baker, 2020). Finally, ensuring employee productivity and keeping them
motivated in COVID-19 new normal must be in the front seat for HR professionals. HR
practitioners need to respond to this challenge through higher transparency, effective
monitoring, addressing employee needs and maintaining healthy relationships (Singer-Velush
et al., 2020; Dash Mohapatra, 2020; Sanders, 2020). Since the COVID-19 pandemic created a
challenging environment for human resource management, the issues presented in this study
could be a good source for HR practitioners to respond to the crisis, revive organizational
operations and ensure effective manpower management.

Implications of the Study

The word crisis is unavoidable in the world of business. The new crisis inflicted by COVID-
19 turns traditional approaches to encounter many problems for managers and HR
practitioners who lacked the requisite knowledge, skills and abilities to deal with the
unforeseen event. Not only that, it gives tremendous opportunity to the HR practitioners to
utilize HR effectively and efficiently. This study is a thorough literature analysis that
provides key issues for managers and HRM practitioners to grasp a better idea about the
challenges and implications associated with COVID-19 to run the organization. The insights
into future manpower management directions provided in this paper should help them build
an intervention plan specific to their companies and people's requirements.

CONCLUSION

The main goal of any organization in the current COVID-19 situation is to survive, ensure the
safety of employees, and maintain effective management of human resources. Employers
need to keep in touch with the workforce and their lives more closely during this crisis. The
HR professionals have a facilitating and supporting role in this transformation. The COVID-
19 pandemic has made it visible for HR professionals to gain more knowledge in manpower
management issues. While outlining the human resource challenges amidst the COVID-19
crisis, this study suggested that some HR practitioners ensure employee health and well-
being, welfare, productivity, motivation, engagement, adaptation to change, skill and talent
management, career growth retention, flexibility, etc. Therefore, the study has significant
behavioral implications for HR practitioners and is worth empirical study on manpower
management in the pandemic scenario. However, further studies are recommended on the
short or long-term impact of COVID-19 on human resources or the post-pandemic human
resource challenges based on the survey. Quantitative research methods can also be applied to
a specific group of people to understand their perceptions about this contemporary issue.
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