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Abstract 
All organisations have been profoundly shaken by the COVID-19, which 

has made things difficult and complex for managers and human resource 
management (HRM) professionals. These professionals must come up with 
creative solutions to keep their businesses running smoothly and assist their 
staff in overcoming this unprecedented crisis.  

There are few studies discussing how this crisis has affected HRM. This 
analysis of the general literature attempts to extend the reach of management 
research by examining the COVID-19's effects on human resource 
management. It highlights the primary difficulties and chances brought about 
by this new pandemic and provides managers and HRM professionals with 
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information on potential future organisational paths that may result from these 
opportunities. 

 
Keywords: remote work, work from home, COVID-19, crises, Human 

Resource Management (HRM). 
 
JEL Classification:J81, J88, M12,M54,I18, O33 

 
 

Introduction 
The world has been rocked by the unprecedented COVID-19 health catastrophe, 

which has caused widespread dread and anxiety. It has had a significant effect on 
workers, organisations, society, and economies. The outbreak of the severe acute 
respiratory syndrome coronavirus 2 (SARS-CoV-2) in December 2019 in Wuhan, 
China, marked the beginning of this crisis. The virus spread quickly, and on March 
11, 2020, the World Health Organisation declared a global pandemic (WHO, 
2020). 

These nations have put in place a number of non-pharmaceutical measures, like 
social separation, in an effort to slow the COVID-19 virus's rapid spread. People 
were placed under quarantine, lockdown procedures were implemented, schools, 
colleges, non-essential companies, and non-governmental organisations were 
temporarily closed, travel was restricted, flights were cancelled, and social 
gatherings and large public gatherings were outlawed (Brodeur, Grey, Islam, & 
Bhuiyan, 2020; Gourinchas, 2020). 

In addition to these steps, the COVID-19 pandemic had caused a notable 
slowdown in global economic activity (Brodeur et al., 2020; Gourinchas, 2020), 
which had resulted in furloughs and layoffs (World Economic Forum, 2020), 
raising the unemployment rate in numerous nations. According to Kretchmer 
(2020), "The current G7 jobless totals vary widely, from 30 million in the United 
States to 1.76 million in Japan." Gourinchas (2020) claims that COVID-19 has 
created a situation in which 50 percent or more of the workforce may not be able to 
work in the near future. 

In an attempt to recover from the economic shock, businesses have begun to 
reopen in the midst of the pandemic (Major & Machin, 2020) under extraordinary 
rules and a new functioning that involves physical distancing in the workplace 
(Shaw, Main, Findley, Collie, Kristman, & Gross, 2020) and whose end is 
unpredictable. As a result, it is clear that this pandemic has created a complex and 
demanding environment for managers and human resource management (HRM) 
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professionals, who must come up with creative solutions to maintain their 
business's operations and assist staff members in overcoming the difficulties of this 
extraordinary circumstance. 

There are not many studies on the effects of COVID-19 on HRM, its 
difficulties, and its prospects for HRM in organisations in this context, while 
managers and HRM practitioners require pertinent data to help them navigate this 
crisis successfully and efficiently in order to support their staff and keep their 
business afloat. In actuality, organisations typically lack the necessary resources to 
handle crises when they arise (Wang, Hutchins, & Garavan, 2009).  

This is why it is crucial that the scientific community help organisations by 
giving them pertinent knowledge about this new pandemic. Therefore, the main 
objectives of this study are to examine how COVID-19 has affected HRM, to 
pinpoint the major obstacles and possibilities, and to offer suggestions for future 
developments in this field. Given the dearth of studies on this subject, the scientific 
goal of this work is to increase the scope of management research. 

 
Methodology 
This work is a general assessment of the literature with an educational goal, 

looking at pertinent and recent studies that looked into how COVID-19 affected 
HRM. Studies looking into this influence are quite rare. As a result, we began 
looking for publications that looked at the connection between COVID-19 and 
HRM in general. Next, we looked for articles that looked at the specific effects of 
the pandemic on each HRM function and practice, such as staffing (recruitment) 
and remuneration. Using a mix of terms relating to coronavirus OR COVID-19; 
human resource management; HRM; pandemic and HRM functions (e.g., 
compensation and staffing), we searched Google Scholar, Ebsco, and Semantic 
Scholar for papers. The process of finding articles was done by hand. Articles 
released between December 2019 and February 2021 were the focus of our search. 
Articles about epidemiology have been omitted. All of the articles that were 
examined for this work are included in the "References" section. 

 
Literature Review 
 

COVID-19 and Human Resource Management: Consequences and 
Obstacles 

HRM is "the study of how individuals are hired, developed, and managed in 
organisations." (Taylor & Armstrong, 2020). COVID-19 has had a major impact on 
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it, posing serious difficulties for managers and HRM professionals. In relation to 
strategic HRM and working conditions, as well as HRM functions—specifically, 
staffing, performance management, training and development, pay management, 
safety and health management, and employee relations—this impact and these 
problems are examined in this section. Although each HRM function is explained 
separately, they are all connected. This implies that modifications made to one 
HRM function will have an impact on the other (Mondy & Martocchio, 2016). 

 
COVID-19 and the Strategic Management of Human Resources 
According to Wright and McMahan (1992), strategic HRM is the vertical 

relationship between HRM functions and organisational strategy as well as the 
horizontal coherence between HRM functions. According to Chapman, Sisk, 
Schatten, & Miles (2018), Navío-Marco, Solórzano-García, & Palencia-González 
(2019), and Schuler (1992), its primary goal is to efficiently use human resources 
to support the organization's strategic needs. Strategic agility is necessary to 
guarantee the accomplishment of the organisational goals during a crisis (Liu, Lee, 
& Lee, 2020). According to Liu, Lee, and Lee (2020), organisations must possess 
the ability to plan and distribute their resources, coordinate the necessary 
mechanisms, and make appropriate use of their organisational knowledge and 
resources. In this particular context, the COVID-19's uniqueness and complexity 
provide a serious obstacle that could jeopardise the accomplishment of 
organisational objectives.  

Baert, Lippens, Moens, Sterkens, and Weytjens (2020) state that traditional 
economic models in establishments are primarily developed using data from the 
perspective of "normal times." Predictions concerning "abnormal times" are so 
difficult. This may imply that forecasting matters pertaining to the operations of the 
corporation, such as the planning and distribution of resources, may be a 
challenging task. In actuality, COVID-19 has caused ambiguity. While many 
economists believe the effects of this pandemic will persist until 2021, some 
authors (Regmi & Lwin, 2020) go so far as to anticipate the COVID-19 endemic 
(Akkermans, Richardson, & Kraimer, 2020). Even with the recent invention of 
several vaccines, nobody now knows when this virus will cease or if its effects on 
work patterns in organisations will be temporary or permanent (Bartik, Cullen, 
Glaeser, Luca, & Stanton, 2020). (Yu et al., 2021). Thus, for managers and HRM 
practitioners, carrying out strategic planning or putting the first one into practice 
can be difficult.  
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While having clear workplace guidelines during difficult times helps to reduce 
employees' stress and to increase their motivation and confidence (Wong, Ho, 
Wong, Cheung, & Yeoh, 2020), most organisations in this case were unable to 
provide their employees enough information about their management plan or their 
intended reactions towards the pandemic (Elsafty & Ragheb, 2020). According to 
Elsafty and Ragheb's (2020) study, staff retention is strongly correlated with 
having access to information and updates regarding the pandemic. However, given 
the novelty of this pandemic, it may be challenging for organisations to attain this 
goal if they are unable to obtain this information, particularly when they are in a 
reactionary and survival mode. To maintain the organization's longevity in the 
COVID-19 era, it is imperative to enhance organisational resilience, 
notwithstanding its challenges (Ngoc Su, Luc Tra, Thi Huynh, Nguyen, & 
O'Mahony, 2021). In fact, organisations must create creative strategies to deal with 
disruptions that endanger their survival, even in the midst of the uncertainty this 
epidemic has created (Ngoc Su et al., 2021). In fact, organisations must build 
creative strategies to deal with disruptions that endanger their survival, even in the 
midst of the uncertainty this epidemic has created (Ngoc Su et al., 2021). 

 
Conditions of Work 
According to the ILO (2020), working conditions are "the core of paid work and 

employment relationships." "A wide range of topics and issues are covered, 
including working time (hours of work, rest periods, and work schedules), 
compensation, and the physical and mental demands that are present in the 
workplace."(ILO, 2020). The COVID-19 pandemic has had a significant impact on 
workplace conditions. In fact, the majority of businesses have adopted remote 
working policies that mandate employees work from home in order to maintain 
business continuity (Aitken-Fox et al., 2020a, 2020b; Gourinchas, 2020; Koirala & 
Acharya, 2020). For instance, whereas Twitter employees were granted the option 
to work remotely permanently, Google declared that its staff will remain remote 
until at least Summer 2021 (Leonardi, 2020). However, the percentage of workers 
who work from home is still relatively low (Gourinchas, 2020). This is primarily 
due to the fact that remote work is not appropriate for manufacturing industries 
(Koirala & Acharya, 2020) and cannot be used for all job positions (Bartik et al., 
2020).  

For businesses whose operations prevent them from adhering to these kinds of 
working standards, there were two options available in this situation. Employers 
should decide whether to fire staff members or mandate that they be physically 
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present, wearing personal protective equipment, and according to physical 
distancing protocols (i.e., allowing two minutes between people) (Blustein, Duffy, 
Ferreira, Cohen-Scali, Cinamon, & Allan, 2020). According to a 2020 study by 
Adams-Prassl, Boneva, Golin, and Rauh, workers who are unable to complete their 
work from home are at a higher risk of losing their jobs. In such cases, HRM 
professionals are advised to determine which job roles are capable of being 
completed remotely, which ones may be performed in an office setting, and which 
positions require layoffs as a result of the pandemic-induced crisis. Consequently, 
managers and HRM professionals face substantial hurdles as a result of these 
abrupt and dramatic organisational changes.  

Furthermore, they may have a major impact on workers' mental health 
(Hamouche, 2020), their perception of the person-environment fit (Carnevale & 
Hatak, 2020), and their experience with their jobs, workspace, and interactions 
with coworkers and managers (Aitken-Fox et al., 2020a). Work schedules for 
distinct employee groups have been implemented, and strict protective measures 
(such as physical separation and the wearing of protective masks) have been used 
to preserve physical presence in workplaces (Akbarpour et al., 2020). Ensuring 
adherence to these protective measures and creating work plans that take into 
account the circumstances of the employees present the main challenges in this 
situation. 

As for remote working, it seems that managers and HRM practitioners have 
faced major challenges. First, to ensure that employees working from home have 
the necessary tools to perform their job (Aitken-Fox et al., 2020b; 
Hamouche, 2020). Actually, remote working requires the availability of 
technological tools which will facilitate communication between employees and 
managers, such as Zoom, Microsoft remote desktop, team viewer, and Microsoft 
team (Prasad & Vaidya, 2020), that cannot be afforded by all organizations, 
considering that the financial capacity varies from one organization to another. 
Secondly, to guarantee efficient communication, oversight, assistance, performance 
evaluation, and remuneration restructuring for remote workers (Aitken-Fox et al., 
2020b). Additionally, managers who are managing remote teams for the first time 
require assistance from HRM practitioners (Caligiuri, De Cieri, Minbaeva, 
Verbeke, & Zimmermann, 2020). Lastly, HRM practitioners should be aware that 
working remotely may cause employees to become more isolated because of the 
lack of peer support, one-on-one communication, and workplace interaction. These 
factors can all be stressors that can negatively impact an employee's mental health 
(Prasad & Vaidya, 2020).  

https://www.ncbi.nlm.nih.gov/pmc/articles/PMC8111198/#ref5
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC8111198/#ref34
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC8111198/#ref56
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Given the potential for family distractions and the various tasks that they must 
play when working from home, it can also be psychologically taxing for these 
workers (Prasad & Vaidya, 2020). Furthermore, the growing usage of information 
and communication technology (ICT) may create expectations regarding 
employees' constant availability by creating a sense of perpetual urgency (Molino 
et al., 2020). Given that employees frequently utilise their emails when working 
from home, this could also result in an increase in the amount of information 
handled by them (Leonardi, 2020). According to several writers, employees who 
work remotely are seeing a rise in technostress associated with their usage of ICT 
(Molino et al., 2020). Employees' psychological well-being may be harmed by this, 
particularly if they choose to communicate only via email and isolate themselves. 

Creating virtual socialisation activities, such virtual lunch or coffee breaks, is 
one of the many HRM practitioners' initiatives to support their staff members 
(Carnevale & Hatak, 2020; Maurer, 2020). These procedures unquestionably aid in 
supporting workers throughout this trying time when they are separated from one 
another and their place of employment (Hamouche, 2020). They also pose a 
significant challenge to organisations because, in addition to being implemented in 
an environment of unanticipated change, these practices are novel to managers and 
staff, who have not received prior training or psychological preparation for such 
adjustments. This could increase their perceptions of person-environment misfit 
and dissatisfaction if they long for the in-person interactions they had before the 
pandemic outbreak (Carnevale & Hatak, 2020). Additionally, virtual contacts may 
have an impact on the socialisation process, which is acknowledged as being 
crucial in assisting staff members in learning the implicit knowledge associated 
with the company culture and in fostering its growth (Asatiani, Hämäläinen, 
Penttinen, & Rossi, 2021). 

 
Recruitment 
According to Ployhart (2006), recruitment also known as staffing is "the process 

of attracting, selecting, and retaining competent individuals to achieve 
organisational goals." COVID-19 had a significant impact on it, changing the way 
that it functionsed in organisations (Campello, Kankanhalli, & Muthukrishnan, 
2020). The majority of COVID-19's effects on industries were asymmetric (Aitken-
Fox et al., 2020; Giupponi & Landais, 2020). The majority of COVID-19's effects 
on industries were asymmetric (Aitken-Fox et al., 2020; Giupponi & Landais, 
2020). During the pandemic, several sectors had a severe fall in business, forcing 
some of them to temporarily close their doors (Bartik et al., 2020). Conversely, 
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other industries saw a rise in revenue (Giupponi & Landais, 2020). As such, the 
effects of COVID-19 on staffing vary depending on the organisation. 

Due to the pandemic, organisations that were having financial difficulties have 
resorted to downskilling, which involves hiring fewer people for high-skill 
positions relative to those for low-skill positions in an effort to cut costs and 
maintain operations (Campello, Kankanhalli, & Muthukrishnan, 2020). 
Alternatively, they have frozen or reduced hiring altogether, or they have let go of 
staff members (Campello, Kankanhalli, & Muthukrishnan, 2020; Giupponi & 
Landais, 2020). In fact, the COVID-19 pandemic caused millions of individuals to 
lose their jobs (Blustein et al., 2020; Elsafty & Ragheb, 2020). Cheng et al. (2020) 
noted that the return of employees to their physical workplace during lockdown is 
mostly responsible for the increase in employment activities following the 
companies' reopening in several US states. However, the chances of reemployment 
significantly decrease for workers who took a longer leave of absence from their 
place of employment. 

 
Performance Management 
The definition of performance management is "a continuous process of 

identifying, measuring, and developing individual and workgroup performance and 
aligning performance with the organization's strategic goals" (Aguinis, 2019: 8). 
Making sure that worker performance is in line with the organization's strategic 
goals is essential (Ismail & Gali, 2017). Employees must continue to work well in 
order to keep the business afloat in the face of a catastrophe such as COVID-19 
(Sembiring, Fatihudin, Mochklas, & Holisin, 2020). But it appears that the 
COVID-19 pandemic has also changed how companies handle performance. 
According to some authors, the complexity and novelty of COVID-19 caused most 
organisations to become overwhelmed with the challenges it presented, including 
how to measure employee performance and the disruption to performance-based 
pay. As a result, some of these organisations reduced or even abandoned 
performance management (Aguinis & Burgi-Tian, 2020). Given the changes to 
working circumstances during this crisis, it can sometimes be difficult to gauge 
how well staff are performing. Additionally, a variety of COVID-19-related issues 
could affect how well employees perform. 

Within this framework, Prasad and Vaidya's (2020) study found that 
occupational stress factors (role ambiguity, role conflict, career, and job-control) 
and workplace isolation—which have emerged as a result of COVID-19, primarily 
among employees working from home—as well as a lack of communication, role 
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overload, and family distractions are significant predictors of employees' 
performance. Additionally, managers' comprehension of what it takes to manage a 
remote team affects how well their staff performs when working remotely (Aitken-
Fox et al., 2020b). According to some authors, managers may be reluctant to allow 
remote work because they believe it will have a negative impact on workers' 
performance. This could result in the adoption of micromanagement, which 
workers may interpret as a sign of their lack of trust (Aitken-Fox et al., 2020b), 
which could exacerbate tensions between workers and their supervisor. 

 
Training and Career Development 
In times of crisis, like pandemics, training is crucial (Devyania, Jewanc, Bansal, 

& Denge, 2020; Hamouche, 2020). It aids in the development of the necessary 
skills for workers (Akkermans, Richardson, & Kraimer, 2020); raises awareness of 
COVID-19, lowers the chance that the virus will spread, and guards against mental 
health problems (Quaedackers et al., 2020). Supporting workers as they make the 
switch to remote work is also helpful. Since some employees lack the digital skills 
necessary to handle the changes brought about by ICT use, it is necessary to train 
them in its use. This will help to facilitate their work and allow them to 
communicate with their manager and peers while they are not in the office (Greer 
& Payne, 2024). In order for organisations to meet the demands of the new 
"distance economy," reskilling and upskilling their staff is a challenge, according to 
Przytuła, Strzelec, and Krysińska-Kościańska (2020).  

The primary challenge for HRM practitioners in this situation may be creating a 
training program that is tailored to the new reality of the company and the 
employees, as well as selecting the appropriate training techniques while taking 
physical distance measures and the need for employees to start working as soon as 
possible to maintain business operations into account. This implies that managers 
and HRM professionals should look beyond the conventional approaches to 
training. In this instance, Devyania et al. (2020) advised modifying staff training 
curricula to guarantee a sustained shift to the new working practices. Managers' 
comprehension of the virtual supervision of staff members is also essential to the 
effectiveness of remote working (Aitken-Fox et al., 2020b).  

In this situation, HRM professionals should take a proactive approach by 
assisting and educating these managers on how to lead a remote team, helping them 
get beyond these obstacles, and assisting them in adjusting to the demands of 
working remotely so they can better support their colleagues (Hamouche, 2020). In 
addition to training, COVID-19 has presented substantial obstacles for professional 
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advancement within companies. Some authors (Akkermans, Richardson, & 
Kraimer, 2020; Baert et al., 2020) claim that COVID-19 has caused a major career 
shock. Based on an analysis of the effects of COVID-19 on career outcomes and 
aspirations among a panel of 3,821 employees, Baert et al. (2020) found that 
employees were fearful of losing their jobs in the near future as a result of the 
COVID-19 issue. Furthermore, a few of them anticipated that if this crisis had not 
occurred, they would have missed out on a promotion that they were due to earn. 

 
Compensation Management 
The term "compensation management" describes the internal and external 

benefits that workers obtain for carrying out their duties. It includes both monetary 
(bonuses and base salary) and non-monetary (benefits to employees) rewards 
(Martocchio, 2017). Salary has an impact on workers' performance, motivation, 
and retention (Safuan & Kurnia, 2021; Sembiring et al., 2020; Elsafty & Ragheb, 
2020). According to Elsafty and Ragheb's (2020) research, there is a substantial 
correlation between staff retention and financial advantages like bonuses during 
COVID-19. 

In response to the COVID-19 pandemic, several nations have put laws into 
place that urge workers and organisations to abide by the stay-at-home directives 
while also offering financial support during this health emergency. For example, in 
the United States, the federal government implemented a temporary paid sick leave 
program that grants employees in both the public and private sectors two weeks of 
paid sick leave for isolation, COVID-19 treatment, caring for a family member 
afflicted with the virus, and childcare resulting from the closure of a school or 
nursery school (Andersen, Maclean, Pesko, & Simon, 2020).  

Part-time work, sometimes referred to as short-term compensation, has also 
been embraced to support the economy and safeguard employment opportunities 
for businesses and workers. This involves providing workers with a short-term 
reduction in hours worked, which will aid companies facing a decline in demand in 
keeping their workforce and preventing layoffs (Giupponi & Landais, 2020). These 
actions change an organization's policy and strategy for paying employees. 
Moreover, they could produce a complicated and demanding environment for 
managers and HRM professionals.  

Some scholars claim that paid sick leave may cause workers' absences from 
work to rise (Maclean, Pichler, & Ziebarth, 2020). However, it also serves to keep 
workers from reporting absenteeism when they are ill (Schneider, 2020). 
Furthermore, policies of this kind, like paid sick leave, aid in expanding their 
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application in sectors where workers have never received such benefits (Maclean, 
Pichler, & Ziebarth, 2020). This implies that managers and HRM professionals 
should consider how to maintain them in order to keep workers motivated in the 
wake of the pandemic. Przytuła, Strzelec, and Krysińska-Kościańska (2020) 
discussed the significance of intrinsic motivation in this setting, emphasising the 
need to increase employee autonomy as one way to retain staff. 

 
Safety and Health Management 
It is the duty of employers to ensure their workers' safety during work hours. 

They are responsible for making sure that there are no hazards at work that could 
hurt employees physically or psychologically or even result in their death. A new 
workplace risk brought about by COVID-19 has been identified by Hecker (2020), 
Shaw et al. (2020), and Hamouche (2020) as a major cause of stress for workers 
and a major problem for managers and HRM professionals. The influence on 
workers' well-being differs according to the workplace and the individual's 
professional function (Brooks, Dunn, Amlôt, Rubin, & Greenberg, 2018). In this 
situation, it is possible to identify two major challenges: how to stop the virus from 
spreading and shield employees from infection, and how to raise employee 
understanding of the significance of respect the safety precautions put in place at 
work. 

Guidelines for organisations to follow in order to protect workers have been 
issued by the WHO (WHO, 2020a); nonetheless, managing employee behaviour 
may prove difficult, since some individuals may choose to disobey directions to 
isolate themselves (Gourinchas, 2020). The development of COVID-19 vaccines 
has been a source of hope for people all over the world, but it has also presented 
two new challenges for organisations: managing workplace vaccination campaigns 
and their ability to sponsor and pay for them in light of the financial difficulties 
these organisations have experienced as a result of the pandemic (Rothstein, 
Parmet, & Reiss, 2021). 

According to several studies (Brooks et al., 2020; Chen, Ning, Yu, Huang, Li, 
& Luo, 2020; Hamouche, 2020; Qiu, Shen, Zhao, Wang, Xie, & Xu, 2020), 
COVID-19 poses a serious risk to people's mental health in addition to their 
physical health. Employees who work from home may find it mentally taxing since 
they may feel alone and conflicted about their personal and professional lives 
(Prasad & Vaidya, 2020). Additionally, workers who must be physically present at 
work may be afraid to return to work for fear of getting the virus or passing it on to 
their family (Tan et al., 2020). This could raise their stress levels and raise their 
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risk of mental health problems (Hamouche, 2020), particularly for people who, 
before the pandemic, were subjected to high psychological demands at work 
(Quaedackers et al., 2020) or who hold a high-risk employment, like healthcare 
personnel (Hamouche, 2020). In this situation, identifying risk factors and putting 
appropriate preventative measures in place at work, including for employees who 
work from home, provide the most challenges for managers and HRM practitioners 
(Hamouche, 2020). 

 
Employment Relationship 
According to Budd and Bhave (2010), an employment relationship is "the 

connection between employees and employers through which individuals sell their 
labour." From the standpoint of labour law, COVID-19 has presented significant 
difficulties for both employers and workers (Biasi, 2020; Sagan & Schüller, 2020). 
Both parties were unable to fulfil their contractual responsibilities as a result of the 
lockdown and the required company shutdown (Biasi, 2020). The typical 
connection between an employee and his company has actually changed as a result 
of the issues brought about by COVID-19 (Leighton & McKeown, 2020; Spurk & 
Straub, 2020). 

Many nations and businesses have adopted work from home policies (Spurk & 
Straub, 2020). As a result, the lines that once defined the workplace have vanished 
(Leighton & McKeown, 2020). According to Sachs (2020), COVID-19 has 
positioned the government more as a planner than a regulator in this context. This 
presents a challenge for organisations that must modify government plans and 
regulations to fit their organisational structure while also taking the needs of their 
workforce into account. 

Given the uniqueness of this epidemic, the majority of nations don't only 
depend on current laws. In order to assist employers and safeguard employees, they 
have quickly and efficiently modified a number of labour regulations (Sagan & 
Schüller, 2020; Alhambra, 2020; Mangan, 2020; Sachs, 2020; Sagan & Schüller, 
2020). The primary obstacle was how to safeguard workers without jeopardising 
the economy's viability (Sachs, 2020). A few nations have enacted legislation to 
regulate and temporarily forbid layoffs of employees in groups (Biasi, 2020). For 
instance, a decree law forbidding organisations from starting a collective layoff 
procedure for a duration of sixty days has been issued in Italy (Biasi, 2020). In 
addition, a number of regulations and legal measures have been implemented to 
assist workers during the school lockdown and closure. For example, workers were 
granted paid time off to care for their families. The primary obstacle is that it is still 
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unknown when nations will be able to declare the pandemic to be at "end" (Spurk 
& Straub, 2020). This poses a serious problem for figuring out how long workers 
should be protected, which could damage the rapport between employers, workers, 
and their representatives (Biasi, 2020). COVID-19 is a unique crisis that has led to 
unique responses.  

Businesses cannot force employees to work remotely, as is the case in France 
and many other nations. Nevertheless, in many cases, businesses have forced 
workers who have jobs that can be done from home to adopt this working style 
(Sachs, 2020). The primary issue in this situation is the potential for disagreements 
to occur between employers and workers who were not given the option to work 
from home or who became infected with COVID-19 while at work (Sachs, 2020).  

In fact, Sagan and Schüller (2020) state that it is feasible to dispute an 
employer's compliance with labour rules in the absence of a contractual agreement. 

Since the development of COVID-19 vaccines recently, managing the 
vaccination campaign in terms of application and costs while guaranteeing 
compliance with national regulations has become the primary challenge for 
organisations when it comes to employment relationships (Rothstein, Parmet, & 
Reiss, 2021). This development also calls into question the employer's authority to 
enforce it on their staff. A strict, aggressive approach may exacerbate the hesitation 
of those who are still unsure about the vaccine, according to Rothstein, Parmet, and 
Reiss (2021). Instead of enforcing vaccinations, these authors recommended that 
employers inform staff members about the advantages of immunisations and help 
them obtain one by providing time off for immunisations (Rothstein, Parmet, & 
Reiss, 2021) 

 
Possibilities, Prospective Organisational Paths, and Perceptions of HRM 

Interventions 
In addition to presenting significant problems for managers and HRM 

professionals, COVID-19 has also created opportunities that should be recognised 
and understood in order to guide organisations' future activities. In fact, a crisis 
may present organisations with unanticipated chances, claim Demirkaya and Aydın 
(2006). We will talk about these prospects and how they relate to possible future 
directions in HRM in this section. 

COVID-19 has prompted conversations about the future of work and tested 
organisations' inventiveness and inventiveness (Hite & McDonald, 2020). It has 
expedited the introduction of future-oriented scenarios and the disruption of HRM 
(Hite & McDonald, 2020). Additionally, it has forced businesses to reconsider their 
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HRM plans and move past the conventional approaches to managing human 
resources by highlighting new IT as a vital ally for their continued existence and 
long-term viability. In this regard, new laws have been passed in a number of 
nations to assist organisations through this abrupt and unplanned change. For 
instance, new laws in Germany have been passed to allow video conferencing in 
two domains (Sagan & Schüller, 2020), to aid in the adoption of remote work 
within businesses. 

Consequently, the adoption of remote working appears to be the new norm in 
offices at the time. Nonetheless, other writers assert that it is too early to say with 
certainty that every company that has embraced remote work will do so going 
forward, even after COVID-19 (Aitken-Fox et al., 2020b). Given that this is their 
first time implementing the work organisation, they are likely evaluating its 
efficacy before making a choice. As a result, they are yet unsure of how it may 
impact workers' output and performance (Aitken-Fox et al., 2020b). However, it 
appears that remote work and virtual meetings will continue, albeit less intensely 
than during the height of COVID-19, according to a recent report released by 
McKinsey Global Institute. The study evaluated the long-term impact of COVID-
19 on labour demands, occupations, and workforce skills in eight countries (China, 
France, Germany, India, Japan, Spain, the United Kingdom, and the United States) 
(Lund et al., 2021). 

Despite its drawbacks, remote work gives workers the chance to try new ICT, 
have flexible work hours, reduce commute times, and maintain job control (Prasad 
& Vaidya, 2020). Additionally, it gives businesses the chance to maximise the 
utilisation and reduce the expenses of their resources, such office space. In fact, 
business sectors in certain nations—like Korea, for instance—see room for 
expansion in the non-contact industries, which include online education, telecom, 
and remote support services (Liu, Lee, & Lee, 2020). 

Additionally, COVID-19 gives organisations the chance to improve employee 
autonomy, modernise their digital competencies, and extend the scope of their 
competency development. In addition, the epidemic has made new technology an 
attractive strategic ally for businesses. It has aided in the survival of companies and 
reduced the gap between workers and their bosses while maintaining worker safety. 
It has encouraged managers' and HRM practitioners' innovation and made the shift 
from conventional in-person socialisation techniques to virtual ones—such as 
virtual meetings, lunches, and coffee breaks—easier (Carnevale & Hatak, 2020). 
Maintaining staffing levels in organisations while adhering to physical separation 
regulations has also been made easier by it. 
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The administration of health and safety in the workplace has also benefited from 
modern technology. The choice to keep workers at home and shield them from 
infection risk while they continue to work for the company has been implemented 
with its assistance. Additionally, it has aided medical professionals—such as 
psychologists—who have persisted in providing telemedicine services to the public 
while honouring physical segregation laws. For example, during the pandemic, 
mental health services have been offered in China through a variety of channels, 
including hotlines, online consultations, online courses, and telemental health 
services (Gao et al., 2020). (Zhou et al., 2020).  

Lund et al. (2021) suggest that COVID-19 could hasten the implementation of 
automation and artificial intelligence (AI) in industries that include significant 
human interaction, like healthcare and personal care (e.g., gyms and hair salons). 
Therefore, in order for organisations to be able to continue operating during 
extreme crises, it is imperative that they grasp ICT and make it available to all of 
its members. While maintaining physical distance and employee safety, several 
authors emphasised the significance of utilising AI for HRM during a health crisis 
and suggested doing so as a useful tool to avoid operations and management 
procedures from being disrupted (Devyania et al., 2020).  

In a similar spirit, Liu, Lee, and Lee (2020) suggested the creation of predictive 
models that account for risk factors and uncertainties in proactive supply 
scheduling and planning. These models may assist decision makers in developing a 
variety of dynamic scenarios that can be automated through the use of artificial 
intelligence. During this pandemic and beyond, the use of new technologies also 
supports data analytics that can assist HRM practitioners in optimising and 
improving HRM functions and practices in organisations, such as talent 
management, recruitment, and workforce planning (AM, Affandi, Udobong, & 
Sarwani, 2020). 

Recognising the potential presented by COVID-19 can assist HRM 
professionals in creating effective HRM interventions and future plans of action. 
However, it is crucial to remember that organisations around the globe are still 
dealing with the widespread effects of this pandemic, which does not appear to be 
ending anytime soon. Enhancing organisational resilience is definitely necessary. 
Organisations in this situation must be able to create creative answers in order to 
successfully absorb and deal with disruptions that endanger their existence (Ngoc 
Su et al., 2021).  

HRM professionals should collaborate with managers and staff to turn COVID-
19's challenges into opportunities. They should also reevaluate their HRM 
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functions and practices, such as performance management and compensation, and 
modify them to fit the new working conditions that the COVID-19 crisis has 
brought about for employees. By redefining the new trends in HRM practices, 
organisations need to create new foundations, according to Przytuła, Strzelec, and 
Krysińska-Kościańska (2020). Actually, after operating primarily remotely for 
almost a year, organisations need to reassess their situation, examine the new HRM 
trends brought about by this unanticipated catastrophe, and determine whether they 
still make sense. 

Organisations should choose to adopt a hybrid workplace model in light of the 
unpredictable nature of the current situation and the high degree of uncertainty 
surrounding its end (AM et al., 2020; Kaufman, Lovich, Bailey, Messenböck, 
Schuler, & Shroff, 2020; Przytuła, Strzelec, & Krysińska-Kościańska, 2020). This 
model is adaptable enough to enable the organisation to quickly and effectively 
adjust to the demands of this new situation and beyond. HRM professionals must 
modify job roles and concentrate on job redesign inside the company. Here, Lund 
et al. (2021) proposed that in order to improve an organization's operational 
flexibility and agility, it would be better to highlight the essential tasks and 
activities associated with a job rather than the job itself.  

Workers should be given the organisational assistance they need to learn the 
skills they'll need for this pandemic and beyond, as well as career trajectories that 
will improve their employability and provide opportunities for upward mobility 
(Ngoc Su et al., 2021). These kinds of interventions ought to improve employee 
motivation and retention while also cutting down on recruitment-related expenses 
(Lund et al., 2021). In order to help employees learn how to adapt to the 
uncertainty that can be generated by an unexpected crisis and to thrive in a 
dynamic environment, some authors even go so far as to suggest that organisations 
should reinvent themselves by integrating entrepreneurship competencies among 
their employees (Carnevale & Hatak, 2020; Liu, Lee, & Lee, 2020).  

Given that entrepreneurship is based on exploration, evaluation, discovery, and 
the ability to turn obstacles brought on by an unclear context into opportunities, it 
may be able to assist employees in exploring, evaluating, and taking advantage of 
opportunities that arise in a dynamic and unstable environment (Carnevale & 
Hatak, 2020). 

Furthermore, managers and HRM professionals should be compelled by the 
new technology's crucial role in the epidemic to investigate efficient methods of 
incorporating it into HRM and customising it to their organization's needs. 
Furthermore, since not every employee—including managers—has the necessary 
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technological competencies, they must determine the individual training needs. 
Employee participation is necessary to make sure that this organisational reform is 
successful. Maintaining contact with them should also assist in lowering their stress 
levels and boosting their confidence in the company (Hamouche, 2020). 

 
Contribution and Practical Implication for Organisations 
In the world of business, crises are unavoidable. Nobody could have predicted, 

nevertheless, the scope of the COVID-19 pandemic, which has accelerated the 
disruption of conventional HRM techniques and presented serious challenges for 
managers and HRM practitioners who lacked the knowledge, tools, and skills 
necessary to handle the pandemic's complexity and novelty. In addition to these 
difficulties, COVID-19 has created opportunities that companies need to be aware 
of in order to appropriately guide their future HRM initiatives. This basic literature 
study can assist managers and HRM practitioners in understanding the primary 
opportunities and difficulties associated with COVID-19. It offers pertinent and 
helpful information. They ought to be able to create an intervention plan that is 
tailored to the requirements of their companies and workforce with the aid of the 
insights this paper offers regarding the future directions in HRM. 

 
Conclusion and Future Studies 
However, there are some limitations that should be taken into account while 

evaluating this paper's contribution. First off, the fact that our study is a general 
assessment of the literature with an instructive goal raises the chance that the 
literature was chosen subjectively. Nevertheless, the most referenced publications 
are available in the databases we have used, which include Google Scholar, Ebsco, 
and Semantic Scholar. Furthermore, a thorough analysis of the literature is not 
necessary for this paper's goal or useful nature. Secondly, COVID-19 was still 
active at the time this study was written. As such, it is impossible to pinpoint the 
long-term opportunities and problems with accuracy. To find these potential and 
problems, longitudinal analysis should be the focus of future study. 

 
References 

[1] Adams-Prassl, A., Boneva, T., Golin, M., & Rauh, C. (2020). Inequality in the impact 
of the coronavirus shock: Evidence from real time surveys. Journal of Public 
Economics, 189, 104245. [Google Scholar] 

[2] Aguinis, H. (2019). Performance management for dummies. New Jersey: John Wiley & 
Sons. [Google Scholar] 

https://scholar.google.com/scholar_lookup?journal=Journal+of+Public+Economics&title=Inequality+in+the+impact+of+the+coronavirus+shock:+Evidence+from+real+time+surveys&volume=189&publication_year=2020&pages=104245&
https://scholar.google.com/scholar_lookup?title=Performance+management+for+dummies&publication_year=2019&


 

Issue 3/2024 

 140

[3] Aguinis, H., & Burgi-Tian, J. (2020). Measuring performance during crises and beyond: 
The performance promoter score. Bus Horiz, 64(1), 149–160. [PMC free 
article] [PubMed] [Google Scholar] 

[4] Aitken-Fox, E., Coffey, J., Dayaram, K., Fitzgerald, S., Gupta, C., McKenna, S., & Wei 
Tian, A. (2020a). COVID-19 and the changing employee experience. LSE Business 
Review. Retrieved from https://blogs.lse.ac.uk/businessreview/2020/06/24/covid-19-
and-the-changing-employee-experience/ 

[5] Aitken-Fox, E., Coffey, J., Dayaram, K., Fitzgerald, S., Gupta, C., McKenna, S., & Wei 
Tian, A. (2020b). The impact of Covid-19 on human resource management: avoiding 
generalisations. LSE Business Review. Retrieved 
from https://blogs.lse.ac.uk/businessreview/2020/05/22/the-impact-of-covid-19-on-
human-resource-management-avoiding-generalisations/ 

[6] Akbarpour, M., Cook, C., Marzuoli, A., Mongey, S., Nagaraj, A., Saccarola, M., … 
Yang, H. (2020). Socioeconomic Network Heterogeneity and Pandemic Policy 
Response. University of Chicago, Becker Friedman Institute for Economics Working 
Paper (2020-75). 

[7] Akkermans, J., Richardson, J., & Kraimer, M. (2020). The Covid-19 crisis as a career 
shock: Implications for careers and vocational behavior. Journal of Vocational 
Behavior, 119, 1–6. doi: 10.1016/j.jvb.2020.103434 [PMC free article] [PubMed] 
[CrossRef] [Google Scholar] 

[8] Alhambra, M. A. G.-M. (2020). Covid-19 and labour law in Spain. European Labour 
Law Journal, 11(3), 319–323. doi: 10.1177/2031952520934576 [CrossRef] [Google 
Scholar] 

[9] AM, E. N., Affandi, A., Udobong, A., & Sarwani, S. (2020). Implementation of human 
resource management in the adaptation period for new habits. International Journal of 
Educational Administration, Management, and Leadership, 1, 19–26. [Google Scholar] 

[10] Andersen, M., Maclean, J. C., Pesko, M. F., & Simon, K. I. (2020). Effect of a federal 
paid sick leave mandate on working and staying at home: Evidence from cellular 
device data (0898-2937). Retrieved from https://www.nber.org/papers/w27138 

[11] Armstrong, M., & Taylor, S. (2020). Armstrong's handbook of human resource 
management practice. USA: Kogan Page Publishers. [Google Scholar] 

[12] as the first priority in global distribution. Open Medicine, 16(1), 134–138. [PMC free 
article] [PubMed] [Google Scholar] 

[13] Asatiani, A., Hämäläinen, J., Penttinen, E., & Rossi, M. (2021). Constructing 
continuity across the organisational culture boundary in a highly virtual work 
environment. Information Systems Journal, 31(1), 62–93. [Google Scholar] 

[14] Baert, S., Lippens, L., Moens, E., Sterkens, P., & Weytjens, J. (2020). How do we 
think the COVID-19 crisis will affect our careers (if any remain)?, GLO Discussion 
Paper, No. 520, Global Labor Organization (GLO), Essen. 

https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7505577/
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7505577/
https://pubmed.ncbi.nlm.nih.gov/32981944
https://scholar.google.com/scholar_lookup?journal=Bus+Horiz&title=Measuring+performance+during+crises+and+beyond:+The+performance+promoter+score&volume=64&issue=1&publication_year=2020&pages=149-160&pmid=32981944&
https://blogs.lse.ac.uk/businessreview/2020/06/24/covid-19-and-the-changing-employee-experience/
https://blogs.lse.ac.uk/businessreview/2020/06/24/covid-19-and-the-changing-employee-experience/
https://blogs.lse.ac.uk/businessreview/2020/05/22/the-impact-of-covid-19-on-human-resource-management-avoiding-generalisations/
https://blogs.lse.ac.uk/businessreview/2020/05/22/the-impact-of-covid-19-on-human-resource-management-avoiding-generalisations/
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7205633/
https://pubmed.ncbi.nlm.nih.gov/32390655
https://doi.org/10.1016%2Fj.jvb.2020.103434
https://scholar.google.com/scholar_lookup?journal=Journal+of+Vocational+Behavior&title=The+Covid-19+crisis+as+a+career+shock:+Implications+for+careers+and+vocational+behavior&volume=119&publication_year=2020&pages=1-6&doi=10.1016/j.jvb.2020.103434&
https://doi.org/10.1177%2F2031952520934576
https://scholar.google.com/scholar_lookup?journal=European+Labour+Law+Journal&title=Covid-19+and+labour+law+in+Spain&volume=11&issue=3&publication_year=2020&pages=319-323&doi=10.1177/2031952520934576&
https://scholar.google.com/scholar_lookup?journal=European+Labour+Law+Journal&title=Covid-19+and+labour+law+in+Spain&volume=11&issue=3&publication_year=2020&pages=319-323&doi=10.1177/2031952520934576&
https://scholar.google.com/scholar_lookup?journal=International+Journal+of+Educational+Administration,+Management,+and+Leadership&title=Implementation+of+human+resource+management+in+the+adaptation+period+for+new+habits&volume=1&publication_year=2020&pages=19-26&
https://www.nber.org/papers/w27138
https://scholar.google.com/scholar_lookup?title=Armstrong%27s+handbook+of+human+resource+management+practice&publication_year=2020&
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7811367/
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7811367/
https://pubmed.ncbi.nlm.nih.gov/33521319
https://scholar.google.com/scholar_lookup?journal=Open+Medicine&title=COVID-19+vaccine:+Call+for+employees+in+international+transportation+industries+and+international+travelers+as+the+first+priority+in+global+distribution&volume=16&issue=1&publication_year=2021&pages=134-138&pmid=33521319&
https://scholar.google.com/scholar_lookup?journal=Information+Systems+Journal&title=Constructing+continuity+across+the+organisational+culture+boundary+in+a+highly+virtual+work+environment&volume=31&issue=1&publication_year=2021&pages=62-93&


 

Issue 3/2024 

 141

[15] Bartik, A. W., Cullen, Z. B., Glaeser, E. L., Luca, M., & Stanton, C. T. (2020). What 
jobs are being done at home during the COVID-19 crisis? Evidence from firm-level 
surveys (No. w27422). National Bureau of Economic Research. 

[16] Biasi, M. (2020). Covid-19 and labour law in Italy. European Labour Law Journal, 
2031952520934569. [Google Scholar] 

[17] Blustein, D. L., Duffy, R., Ferreira, J. A., Cohen-Scali, V., Cinamon, R. G., & Allan, 
B. A. (2020). Unemployment in the time of COVID-19: A research agenda. doi: 
10.1016/j.jvb.2020.103436 [PMC free article] [PubMed] [CrossRef] 

[18] Brodeur, A., Gray, D. M., Islam, A., & Bhuiyan, S. (2020). A literature review of the 
economics of COVID-19, GLO Discussion Paper, No. 601, Global Labor 
Organization (GLO), Essen. 

[19] Brooks, S. K., Dunn, R., Amlôt, R., Rubin, G. J., & Greenberg, N. (2018). A 
systematic, thematic review of social and occupational factors associated with 
psychological outcomes in healthcare employees during an infectious disease 
outbreak. Journal of Occupational and Environmental Medicine, 60(3), 248–257. doi: 
10.1097/jom.0000000000001235 [PubMed] [CrossRef] [Google Scholar] 

[20] Brooks, S. K., Webster, R. K., Smith, L. E., Woodland, L., Wessely, S., Greenberg, 
N., & Rubin, G. J. (2020). The psychological impact of quarantine and how to reduce 
it: Rapid review of the evidence. The Lancet, 395(10227), 912–920. doi: 
10.1016/S0140-6736(20)30460-8. [PMC free article] [PubMed] [CrossRef] [Google 
Scholar] 

[21] Bucea-Manea-Țoniş, R., Prokop, V., Ilic, D., Gurgu, E., Bucea-Manea-Țoniş, R., 
Braicu, C., & Moanță, A. (2021). The relationship between eco-innovation and smart 
working as support for sustainable management. Sustainability, 13(3), 1437. 

[22] Budd, J. W., & Bhave, D. (2010). The employment relationship. In Wilkinson 
(Ed.),Sage handbook of human resource management (pp. 51–70). London: 
Sage. [Google Scholar] 

[23] Caligiuri, P., De Cieri, H., Minbaeva, D., Verbeke, A., & Zimmermann, A. 
(2020). International HRM insights for navigating the COVID-19 pandemic: 
Implications for future research and practice. Journal of International Business 
Studies, 51, 697–713. [PMC free article] [PubMed] [Google Scholar] 

[24] Campello, M., Kankanhalli, G., & Muthukrishnan, P. (2020). Corporate hiring under 
Covid-19: Labor market concentration, downskilling, and income inequality (No. 
w27208). National Bureau of Economic Research. 

[25] Carnevale, J. B., & Hatak, I. (2020). Employee adjustment and well-being in the era 
of COVID-19: Implications for human resource management. Journal of Business 
Research, 116, 183–187. [PMC free article] [PubMed] [Google Scholar] 

[26] Chapman, E. F., Sisk, F. A., Schatten, J., & Miles, E. W. (2018). Human resource 
development and human resource management levers for sustained competitive 
advantage: Combining isomorphism and differentiation. Journal of Management & 
Organization, 24(4), 533–550. [Google Scholar] 

https://scholar.google.com/scholar_lookup?journal=European+Labour+Law+Journal&title=Covid-19+and+labour+law+in+Italy&publication_year=2020&
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7206417/
https://pubmed.ncbi.nlm.nih.gov/32390656
https://doi.org/10.1016%2Fj.jvb.2020.103436
https://pubmed.ncbi.nlm.nih.gov/29252922
https://doi.org/10.1097%2Fjom.0000000000001235
https://scholar.google.com/scholar_lookup?journal=Journal+of+Occupational+and+Environmental+Medicine&title=A+systematic,+thematic+review+of+social+and+occupational+factors+associated+with+psychological+outcomes+in+healthcare+employees+during+an+infectious+disease+outbreak&volume=60&issue=3&publication_year=2018&pages=248-257&pmid=29252922&doi=10.1097/jom.0000000000001235&
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7158942/
https://pubmed.ncbi.nlm.nih.gov/32112714
https://doi.org/10.1016%2FS0140-6736(20)30460-8
https://scholar.google.com/scholar_lookup?journal=The+Lancet&title=The+psychological+impact+of+quarantine+and+how+to+reduce+it:+Rapid+review+of+the+evidence&volume=395&issue=10227&publication_year=2020&pages=912-920&doi=10.1016/S0140-6736(20)30460-8&
https://scholar.google.com/scholar_lookup?journal=The+Lancet&title=The+psychological+impact+of+quarantine+and+how+to+reduce+it:+Rapid+review+of+the+evidence&volume=395&issue=10227&publication_year=2020&pages=912-920&doi=10.1016/S0140-6736(20)30460-8&
https://scholar.google.com/scholar_lookup?title=Sage+handbook+of+human+resource+management&publication_year=2010&
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7266413/
https://pubmed.ncbi.nlm.nih.gov/32836500
https://scholar.google.com/scholar_lookup?journal=Journal+of+International+Business+Studies&title=International+HRM+insights+for+navigating+the+COVID-19+pandemic:+Implications+for+future+research+and+practice&volume=51&publication_year=2020&pages=697-713&
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7241356/
https://pubmed.ncbi.nlm.nih.gov/32501303
https://scholar.google.com/scholar_lookup?journal=Journal+of+Business+Research&title=Employee+adjustment+and+well-being+in+the+era+of+COVID-19:+Implications+for+human+resource+management&volume=116&publication_year=2020&pages=183-187&pmid=32501303&
https://scholar.google.com/scholar_lookup?journal=Journal+of+Management+&+Organization&title=Human+resource+development+and+human+resource+management+levers+for+sustained+competitive+advantage:+Combining+isomorphism+and+differentiation&volume=24&issue=4&publication_year=2018&pages=533-550&


 

Issue 3/2024 

 142

[27] Chen, C., Ning, X., Yu, F., Huang, Q., Li, X., & Luo, Y. (2020). The mental health of 
neurological doctors and nurses in Hunan Province, China, during the COVID-19 
outbreak. Research Square, 1, 1-11. doi: 10.21203/rs.3.rs-22061/v1 [PMC free 
article] [PubMed] 

[28] Cheng, W., Carlin, P., Carroll, J., Gupta, S., Rojas, F. L., Montenovo, L., … Simon, 
K. I. (2020). Back to business and (Re) employing workers? Labor market activity 
during state COVID-19 reopenings.(No. W27419). National Bureau of Economic 
Research. 

[29] Delia, O. S., & Elena, G. (2009). TRENDS IN THE 21st CENTURY 
MANAGEMENT. Annals (Constanţa Maritime University), 10(12). 

[30] Demirkaya, H., & Aydın, A. (2006). The strategic management and reorganization of 
human resource management in crisis process. Paper presented at the International 
Strategic Management Conference, Dedeman Oteli, İstanbul. 

[31] Devyania, R. D., Jewanc, S. Y., Bansal, U., & Denge, X. (2020). Strategic impact of 
artificial intelligence on the human resource management of the Chinese healthcare 
industry induced due to COVID-19. IETI Transactions on Economics and 
Management, 1(1), 19–33. doi: 10.6897/IETITEM.202007_1(1).0002 
[CrossRef] [Google Scholar] 

[32] Elsafty, A. S., & Ragheb, M. (2020). The role of human resource management 
towards employees retention during Covid-19 pandemic in medical supplies sector – 
Egypt. Business and Management Studies, 6(2), 5059–5059. [Google Scholar] 

[33] Gao, J., Zheng, P., Jia, Y., Chen, H., Mao, Y., Chen, S., … Dai, J. (2020). Mental 
health problems and social media exposure during COVID-19 outbreak. PLoS 
One, 15(4), e0231924. [PMC free article] [PubMed] [Google Scholar] 

[34] Giupponi, G., & Landais, C. (2020). Building effective short-time work schemes for 
the COVID-19 crisis. VoxEU,CEPR Policy Portal. Retrieved 
from https://voxeu.org/article/building-effective-short-time-work-schemes-covid-19-
crisis 

[35] Gourinchas, P. -O. (2020). Flattening the pandemic and recession curves. Mitigating 
the COVID Economic Crisis: Act Fast and Do Whatever, 31, 1–227. [Google Scholar] 

[36] Greer, T. W., & Payne, S. C. (2014). Overcoming telework challenges: Outcomes of 
successful telework strategies. The Psychologist-Manager Journal, 17(2), 87. doi: 
10.1037/mgr0000014 [CrossRef] [Google Scholar] 

[37] Hamouche, S. (2020). COVID-19 and employees’ mental health: Stressors, 
moderators and agenda for organizational actions. Emerald Open Research, 2(15), 15. 
doi: 10.35241/emeraldopenres.13550.1 [CrossRef] [Google Scholar] 

[38] Hecker, S. (2020). Hazard pay for COVID-19? Yes, but it's not a substitute for a 
living wage and enforceable worker protections. New Solutions: A Journal of 
Environmental and Occupational Health Policy, 30(2), 95–101. doi: 
10.1177/1048291120933814 [PubMed] [CrossRef] [Google Scholar] 

https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7474327/
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7474327/
https://pubmed.ncbi.nlm.nih.gov/32891124
https://doi.org/10.6897%2FIETITEM.202007_1(1).0002
https://scholar.google.com/scholar_lookup?journal=IETI+Transactions+on+Economics+and+Management&title=Strategic+impact+of+artificial+intelligence+on+the+human+resource+management+of+the+Chinese+healthcare+industry+induced+due+to+COVID-19&volume=1&issue=1&publication_year=2020&pages=19-33&doi=10.6897/IETITEM.202007_1(1).0002&
https://scholar.google.com/scholar_lookup?journal=Business+and+Management+Studies&title=The+role+of+human+resource+management+towards+employees+retention+during+Covid-19+pandemic+in+medical+supplies+sector+%E2%80%93+Egypt&volume=6&issue=2&publication_year=2020&pages=5059-5059&
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7162477/
https://pubmed.ncbi.nlm.nih.gov/32298385
https://scholar.google.com/scholar_lookup?journal=PLoS+One&title=Mental+health+problems+and+social+media+exposure+during+COVID-19+outbreak&volume=15&issue=4&publication_year=2020&pages=e0231924&pmid=32298385&
https://voxeu.org/article/building-effective-short-time-work-schemes-covid-19-crisis
https://voxeu.org/article/building-effective-short-time-work-schemes-covid-19-crisis
https://scholar.google.com/scholar_lookup?journal=Mitigating+the+COVID+Economic+Crisis:+Act+Fast+and+Do+Whatever&title=Flattening+the+pandemic+and+recession+curves&volume=31&publication_year=2020&pages=1-227&
https://doi.org/10.1037%2Fmgr0000014
https://scholar.google.com/scholar_lookup?journal=The+Psychologist-Manager+Journal&title=Overcoming+telework+challenges:+Outcomes+of+successful+telework+strategies&volume=17&issue=2&publication_year=2014&pages=87&doi=10.1037/mgr0000014&
https://doi.org/10.35241%2Femeraldopenres.13550.1
https://scholar.google.com/scholar_lookup?journal=Emerald+Open+Research&title=COVID-19+and+employees%E2%80%99+mental+health:+Stressors,+moderators+and+agenda+for+organizational+actions&volume=2&issue=15&publication_year=2020&pages=15&doi=10.35241/emeraldopenres.13550.1&
https://pubmed.ncbi.nlm.nih.gov/32567480
https://doi.org/10.1177%2F1048291120933814
https://scholar.google.com/scholar_lookup?journal=New+Solutions:+A+Journal+of+Environmental+and+Occupational+Health+Policy&title=Hazard+pay+for+COVID-19?+Yes,+but+it%27s+not+a+substitute+for+a+living+wage+and+enforceable+worker+protections&volume=30&issue=2&publication_year=2020&pages=95-101&doi=10.1177/1048291120933814&


 

Issue 3/2024 

 143

[39] Hite, L. M., & McDonald, K. S. (2020). Careers after COVID-19: Challenges and 
changes. Human Resource Development International, 23(4), 427–437. [Google Scholar] 

[40] ILO. (2020). Working conditions. Retrieved from 
 http://www.ilo.ch/global/topics/working-conditions/lang--en/index.htm 

[41] Ismail, H., & Gali, N. (2017). Relationships among performance appraisal 
satisfaction, work–family conflict and job stress. Journal of Management & 
Organization, 23(3), 356–372. [Google Scholar] 

[42] Kaufman, E., Lovich, D., Bailey, A., Messenböck, R., Schuler, F., & Shroff, A. 
(2020). Remote work works – where do we go from Here? Retrieved 
from https://www.bcg.com/publications/2020/remote-work-works-so-where-do-we-
go-from-here 

[43] Koirala, J., & Acharya, S. (2020). Dimensions of human resource management 
evolved with the outbreak of COVID-19. Available at SSRN 3584092. 

[44] Kretchmer, H. (2020). How coronavirus has hit employment in G7 economies. Retrieved 
from https://www.weforum.org/agenda/2020/05/coronavirus-unemployment-jobs-work-
impact-g7-pandemic/ 

[45] Leighton, P., & McKeown, T. (2020). Work in challenging and uncertain times: The 
changing employment relationship. New York: Routledge. [Google Scholar] 

[46] Leonardi, P. M. (2020). COVID-19 and the new technologies of organizing: digital 
exhaust, digital footprints, and artificial intelligence in the wake of remote 
work. Journal of Management Studies. 
 https://ideas.repec.org/a/bla/jomstd/v58y2021i1p249-253.html. [Google Scholar] 

[47] Liu, Y., Lee, J. M., & Lee, C. (2020). The challenges and opportunities of a global 
health crisis: The management and business implications of COVID-19 from an Asian 
perspective. Asian Business & Management, 19, 277–297. [Google Scholar] 

[48] Lund, S., Madgavkar, A., Manyika, J., Smit, S., Ellingrud, K., Meaney, M., & 
Robinson, O. (2021). The future of work after COVID-19. Retrieved 
from https://www.mckinsey.com/featured-insights/future-of-work/the-future-of-work-
after-covid-19 

[49] Maclean, J. C., Pichler, S., & Ziebarth, N. R. (2020). Mandated sick pay: Coverage, 
utilization, and welfare effects. National Bureau of Economic Research, (No. 
w26832). Retrieved from  
https://www.nber.org/system/files/working_papers/w26832/w26832.pdf. 

[50] Major, L. E., & Machin, S. (2020). Covid-19 and social mobility. Centre for 
Economic Performance, London School of Economics and Political Science, 
(No.004). 

[51] Mangan, D. (2020). Covid-19 and labour law in the United Kingdom. European 
Labour Law Journal, 11(3), 332–346. doi: 10.1177/2031952520934583 
[CrossRef] [Google Scholar] 

[52] Martocchio, J. J. (2017). Strategic Compensation: A Human Resource Management 
Approach. US: Pearson Education. [Google Scholar] 

https://scholar.google.com/scholar_lookup?journal=Human+Resource+Development+International&title=Careers+after+COVID-19:+Challenges+and+changes&volume=23&issue=4&publication_year=2020&pages=427-437&
http://www.ilo.ch/global/topics/working-conditions/lang--en/index.htm
https://scholar.google.com/scholar_lookup?journal=Journal+of+Management+&+Organization&title=Relationships+among+performance+appraisal+satisfaction,+work%E2%80%93family+conflict+and+job+stress&volume=23&issue=3&publication_year=2017&pages=356-372&
https://www.bcg.com/publications/2020/remote-work-works-so-where-do-we-go-from-here
https://www.bcg.com/publications/2020/remote-work-works-so-where-do-we-go-from-here
https://www.weforum.org/agenda/2020/05/coronavirus-unemployment-jobs-work-impact-g7-pandemic/
https://www.weforum.org/agenda/2020/05/coronavirus-unemployment-jobs-work-impact-g7-pandemic/
https://scholar.google.com/scholar_lookup?title=Work+in+challenging+and+uncertain+times:+The+changing+employment+relationship&publication_year=2020&
https://ideas.repec.org/a/bla/jomstd/v58y2021i1p249-253.html
https://scholar.google.com/scholar_lookup?journal=Journal+of+Management+Studies&title=COVID-19+and+the+new+technologies+of+organizing:+digital+exhaust,+digital+footprints,+and+artificial+intelligence+in+the+wake+of+remote+work&publication_year=2020&
https://scholar.google.com/scholar_lookup?journal=Asian+Business+&+Management&title=The+challenges+and+opportunities+of+a+global+health+crisis:+The+management+and+business+implications+of+COVID-19+from+an+Asian+perspective&volume=19&publication_year=2020&pages=277-297&
https://www.mckinsey.com/featured-insights/future-of-work/the-future-of-work-after-covid-19
https://www.mckinsey.com/featured-insights/future-of-work/the-future-of-work-after-covid-19
https://doi.org/10.1177%2F2031952520934583
https://scholar.google.com/scholar_lookup?journal=European+Labour+Law+Journal&title=Covid-19+and+labour+law+in+the+United+Kingdom&volume=11&issue=3&publication_year=2020&pages=332-346&doi=10.1177/2031952520934583&
https://scholar.google.com/scholar_lookup?title=Strategic+Compensation:+A+Human+Resource+Management+Approach&publication_year=2017&


 

Issue 3/2024 

 144

[53] Maurer, R. (2020). Job interviews go virtual in response to COVID-19. Retrieved 
from https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/job-
interviews-go-virtual-response-covid-19-coronavirus.aspx 

[54] Molino, M., Ingusci, E., Signore, F., Manuti, A., Giancaspro, M. L., Russo, V., … 
Cortese, C. G. (2020). Wellbeing costs of technology use during Covid-19 remote 
working: an investigation using the Italian translation of the technostress creators 
scale. Sustainability, 12(15), 5911. [Google Scholar] 

[55] Mondy, R. W., & Martocchio, J. J. (2016). Human resource management. USA: 
Pearson. [Google Scholar] 

[56] Navío-Marco, J., Solórzano-García, M., & Palencia-González, F. J. (2019). Human 
resource management as key pillar of company strategy: Analysis of the line 
managers’ perception. Journal of Management & Organization, 25(2), 175–
188. [Google Scholar] 

[57] Ngoc Su, D., Luc Tra, D., Thi Huynh, H. M., Nguyen, H. H. T., & O'Mahony, B. 
(2021). Enhancing resilience in the Covid-19 crisis: Lessons from human resource 
management practices in Vietnam. Current Issues in Tourism, 1–17. doi: 
10.1080/13683500.2020.1863930 [CrossRef] [Google Scholar] 

[58] Olaru, S. D., & Gurgu, E. (2009). New Challenges In The Corporate 
Management (No. 2009/54). 

[59] PISTOL, L. V., GURGU, E., GURGU, I., & GURGU, I. A. Stress Management for 
Sustainable Workplaces: Clinical Psychology Strategies in Leadership. Annals of 
Spiru Haret University, 608. 

[60] Ployhart, R. E. (2006). Staffing in the 21st century: New challenges and strategic 
opportunities. Journal of Management, 32(6), 868–897. [Google Scholar] 

[61] Prasad, K., & Vaidya, R. W. (2020). Association among Covid-19 parameters, 
occupational stress and employee performance: An empirical study with reference to 
agricultural research sector in Hyderabad Metro. Sustainable Humanosphere, 16(2), 
235–253. [Google Scholar] 

[62] Przytuła, S., Strzelec, G., & Krysińska-Kościańska, K. (2020). Re-vision of future 
trends in human resource management (HRM) after COVID-19. Journal of 
Intercultural Management, 12(4), 70–90. [Google Scholar] 

[63] Qiu, J., Shen, B., Zhao, M., Wang, Z., Xie, B., & Xu, Y. (2020). A nationwide survey 
of psychological distress among Chinese people in the COVID-19 epidemic: 
Implications and policy recommendations. General Psychiatry, 33(2), 1–3. doi: 
10.1136/gpsych-2020-100213 [PMC free article] [PubMed] [CrossRef] [Google Scholar] 

[64] Quaedackers, J. S., Stein, R., Bhatt, N., Dogan, H. S., Hoen, L., Nijman, R. J., … 
Bogaert, G. (2020). Clinical and surgical consequences of the COVID-19 pandemic 
for patients with pediatric urological problems. Statement of the EAU guidelines 
panel for paediatric urology, March 30 2020. Journal of Pediatric Urology, 16, 284–
287. [PMC free article] [PubMed] [Google Scholar] 

https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/job-interviews-go-virtual-response-covid-19-coronavirus.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/job-interviews-go-virtual-response-covid-19-coronavirus.aspx
https://scholar.google.com/scholar_lookup?journal=Sustainability&title=Wellbeing+costs+of+technology+use+during+Covid-19+remote+working:+an+investigation+using+the+Italian+translation+of+the+technostress+creators+scale&volume=12&issue=15&publication_year=2020&pages=5911&
https://scholar.google.com/scholar_lookup?title=Human+resource+management&publication_year=2016&
https://scholar.google.com/scholar_lookup?journal=Journal+of+Management+&+Organization&title=Human+resource+management+as+key+pillar+of+company+strategy:+Analysis+of+the+line+managers%E2%80%99+perception&volume=25&issue=2&publication_year=2019&pages=175-188&
https://doi.org/10.1080%2F13683500.2020.1863930
https://scholar.google.com/scholar_lookup?journal=Current+Issues+in+Tourism&title=Enhancing+resilience+in+the+Covid-19+crisis:+Lessons+from+human+resource+management+practices+in+Vietnam&publication_year=2021&pages=1-17&doi=10.1080/13683500.2020.1863930&
https://scholar.google.com/scholar_lookup?journal=Journal+of+Management&title=Staffing+in+the+21st+century:+New+challenges+and+strategic+opportunities&volume=32&issue=6&publication_year=2006&pages=868-897&
https://scholar.google.com/scholar_lookup?journal=Sustainable+Humanosphere&title=Association+among+Covid-19+parameters,+occupational+stress+and+employee+performance:+An+empirical+study+with+reference+to+agricultural+research+sector+in+Hyderabad+Metro&volume=16&issue=2&publication_year=2020&pages=235-253&
https://scholar.google.com/scholar_lookup?journal=Journal+of+Intercultural+Management&title=Re-vision+of+future+trends+in+human+resource+management+(HRM)+after+COVID-19&volume=12&issue=4&publication_year=2020&pages=70-90&
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7061893/
https://pubmed.ncbi.nlm.nih.gov/32215365
https://doi.org/10.1136%2Fgpsych-2020-100213
https://scholar.google.com/scholar_lookup?journal=General+Psychiatry&title=A+nationwide+survey+of+psychological+distress+among+Chinese+people+in+the+COVID-19+epidemic:+Implications+and+policy+recommendations&volume=33&issue=2&publication_year=2020&pages=1-3&doi=10.1136/gpsych-2020-100213&
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7144609/
https://pubmed.ncbi.nlm.nih.gov/32291208
https://scholar.google.com/scholar_lookup?journal=Journal+of+Pediatric+Urology&title=Clinical+and+surgical+consequences+of+the+COVID-19+pandemic+for+patients+with+pediatric+urological+problems.+Statement+of+the+EAU+guidelines+panel+for+paediatric+urology,+March+30+2020&volume=16&publication_year=2020&pages=284-287&pmid=32291208&


 

Issue 3/2024 

 145

[65] Regmi, K., & Lwin, C. M. (2020). Impact of social distancing measures for 
preventing coronavirus disease 2019 [COVID-19]: A systematic review and meta-
analysis protocol. medRxiv. doi: 10.1101/2020.06.13.20130294 [CrossRef] [Google 
Scholar] 

[66] Rothstein, M. A., Parmet, W. E., & Reiss, D. R. (2021). Employer-mandated vaccination 
for COVID-19. American Public Health Association, ahead of print. Retrieved 
from https://ajph.aphapublications.org/doi/pdf/10.2105/AJPH.2020.306166 [PMC 
free article] [PubMed] 

[67] Sachs, T. (2020). Covid-19 and labour law in France. European Labour Law 
Journal, 11(3), 286–291. doi: 10.1177/2031952520934565 [CrossRef] [Google 
Scholar] 

[68] Safuan, S., & Kurnia, T. (2021). Literature review of pandemic Covid 19 effects on 
employee compensation. Journal of Business Management Review, 2(1), 57–
64. [Google Scholar] 

[69] Sagan, A., & Schüller, C. (2020). Covid-19 and labour law in Germany. European 
Labour Law Journal, 11(3), 292–297. doi: 10.1177/2031952520934566 
[CrossRef] [Google Scholar] 

[70] Schneider, D. (2020). Paid sick leave in Washington state: Evidence on employee 
outcomes, 2016–2018. American Journal of Public Health, 110(4), 499–504. [PMC 
free article] [PubMed] [Google Scholar] 

[71] Schuler, R. S. (1992). Strategic human resources management: Linking the people 
with the strategic needs of the business. Organizational Dynamics, 21(1), 18–
32. [Google Scholar] 

[72] Sembiring, M. J., Fatihudin, D., Mochklas, M., & Holisin, I. (2020). Banking 
employee performance during pandemic Covid-19: Remuneration and 
motivation. Journal of Xi'an University of Architecture & Technology, 12(VII), 64–
71. [Google Scholar] 

[73] Shaw, W. S., Main, C. J., Findley, P. A., Collie, A., Kristman, V. L., & Gross, D. P.. 
(2020). Opening the workplace after COVID-19: What lessons can be learned from 
return-to-work research?. Journal of Occupational Rehabilitation, 30, 299–
302. [PMC free article] [PubMed] [Google Scholar] 

[74] Spurk, D., & Straub, C. (2020). Flexible employment relationships and careers in 
times of the COVID-19 pandemic. Journal of Vocational Behavior, 103435, 1–4. [PMC 
free article] [PubMed] [Google Scholar] 

[75] Tan, W., Hao, F., McIntyre, R. S., Jiang, L., Jiang, X., Zhang, L., … Luo, X. 
(2020). Is returning to work during the COVID-19 pandemic stressful? A study on 
immediate mental health status and psychoneuroimmunity prevention measures of 
Chinese workforce. Brain, Behavior, and Immunity, 87, 84–92. doi: 
10.1016/j.bbi.2020.04.055 [PMC free article] [PubMed] [CrossRef] [Google Scholar] 

https://doi.org/10.1101%2F2020.06.13.20130294
https://scholar.google.com/scholar_lookup?journal=medRxiv&title=Impact+of+social+distancing+measures+for+preventing+coronavirus+disease+2019+%5bCOVID-19%5d:+A+systematic+review+and+meta-analysis+protocol&publication_year=2020&doi=10.1101/2020.06.13.20130294&
https://scholar.google.com/scholar_lookup?journal=medRxiv&title=Impact+of+social+distancing+measures+for+preventing+coronavirus+disease+2019+%5bCOVID-19%5d:+A+systematic+review+and+meta-analysis+protocol&publication_year=2020&doi=10.1101/2020.06.13.20130294&
https://ajph.aphapublications.org/doi/pdf/10.2105/AJPH.2020.306166
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC8101589/
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC8101589/
https://pubmed.ncbi.nlm.nih.gov/33539177
https://doi.org/10.1177%2F2031952520934565
https://scholar.google.com/scholar_lookup?journal=European+Labour+Law+Journal&title=Covid-19+and+labour+law+in+France&volume=11&issue=3&publication_year=2020&pages=286-291&doi=10.1177/2031952520934565&
https://scholar.google.com/scholar_lookup?journal=European+Labour+Law+Journal&title=Covid-19+and+labour+law+in+France&volume=11&issue=3&publication_year=2020&pages=286-291&doi=10.1177/2031952520934565&
https://scholar.google.com/scholar_lookup?journal=Journal+of+Business+Management+Review&title=Literature+review+of+pandemic+Covid+19+effects+on+employee+compensation&volume=2&issue=1&publication_year=2021&pages=57-64&
https://doi.org/10.1177%2F2031952520934566
https://scholar.google.com/scholar_lookup?journal=European+Labour+Law+Journal&title=Covid-19+and+labour+law+in+Germany&volume=11&issue=3&publication_year=2020&pages=292-297&doi=10.1177/2031952520934566&
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7067115/
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7067115/
https://pubmed.ncbi.nlm.nih.gov/32078341
https://scholar.google.com/scholar_lookup?journal=American+Journal+of+Public+Health&title=Paid+sick+leave+in+Washington+state:+Evidence+on+employee+outcomes,+2016%E2%80%932018&volume=110&issue=4&publication_year=2020&pages=499-504&pmid=32078341&
https://scholar.google.com/scholar_lookup?journal=Organizational+Dynamics&title=Strategic+human+resources+management:+Linking+the+people+with+the+strategic+needs+of+the+business&volume=21&issue=1&publication_year=1992&pages=18-32&
https://scholar.google.com/scholar_lookup?journal=Journal+of+Xi%27an+University+of+Architecture+&+Technology&title=Banking+employee+performance+during+pandemic+Covid-19:+Remuneration+and+motivation&volume=12&issue=VII&publication_year=2020&pages=64-71&
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7303572/
https://pubmed.ncbi.nlm.nih.gov/32562129
https://scholar.google.com/scholar_lookup?journal=Journal+of+Occupational+Rehabilitation&title=Opening+the+workplace+after+COVID-19:+What+lessons+can+be+learned+from+return-to-work+research?&volume=30&publication_year=2020&pages=299-302&pmid=32562129&
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7204672/
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7204672/
https://pubmed.ncbi.nlm.nih.gov/32382161
https://scholar.google.com/scholar_lookup?journal=Journal+of+Vocational+Behavior&title=Flexible+employment+relationships+and+careers+in+times+of+the+COVID-19+pandemic&volume=103435&publication_year=2020&pages=1-4&
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7179503/
https://pubmed.ncbi.nlm.nih.gov/32335200
https://doi.org/10.1016%2Fj.bbi.2020.04.055
https://scholar.google.com/scholar_lookup?journal=Brain,+Behavior,+and+Immunity&title=Is+returning+to+work+during+the+COVID-19+pandemic+stressful?+A+study+on+immediate+mental+health+status+and+psychoneuroimmunity+prevention+measures+of+Chinese+workforce&volume=87&publication_year=2020&pages=84-92&doi=10.1016/j.bbi.2020.04.055&


 

Issue 3/2024 

 146

[76] TOMA, B. C., & Gurgu, E. (2022). Quality Management in the Romanian 
Pharmaceutical Field during the COVID-19 Pandemic. Annals of Spiru Haret 
University. Economic Series, 22(3), 421-453. 

[77] Wang, J., Hutchins, H. M., & Garavan, T. N. (2009). Exploring the strategic role of 
human resource development in organizational crisis management. Human Resource 
Development Review, 8(1), 22–53. [Google Scholar] 

[78] WHO. (2020a). Critical preparedness, readiness and response actions for COVID-19: 
Interim guidance, 24 June 2020. Retrieved from 
https://www.who.int/publications/i/item/critical-preparedness-readiness-and-
response-actions-for-covid-19 

[79] WHO. (2020b). WHO Director-General's opening remarks at the media briefing on 
COVID-19 – 11 March 2020. Retrieved from 
https://www.who.int/dg/speeches/detail/who-director-general-s-opening-remarks-at-
the-media-briefing-on-covid-19---11-march-2020 

[80] Wong, E., Ho, K., Wong, S., Cheung, A., & Yeoh, E. (2020). Workplace safety and 
coronavirus disease (COVID-19) pandemic: survey of employees. Bull World Health 
Organ. E-pub, 20. 

[81] World Economic Forum. (2020). COVID-19's workforce impact. Strategic 
Intelligence. Retrieved from 
https://intelligence.weforum.org/topics/a1G0X000006O6EHUA0?tab=publications [
Google Scholar] 

[82] Wright, P. M., & McMahan, G. C. (1992). Theoretical perspectives for strategic 
human resource management. Journal of Management, 18(2), 295–320. [Google 
Scholar] 

[83] Yu, Z., Wang, G., Goldman, E., Zangerl, B., Xie, N., Cao, Y., … Maida, M. 
(2021). COVID-19 vaccine: Call for employees in international transportation 
industries and international travelers  

[84] Zhou, X., Snoswell, C. L., Harding, L. E., Bambling, M., Edirippulige, S., Bai, X., & 
Smith, A. C. (2020). The role of telehealth in reducing the mental health burden from 
COVID-19. Telemedicine and e-Health, 26(4), 377–379. [PubMed] [Google Scholar] 

https://scholar.google.com/scholar_lookup?journal=Human+Resource+Development+Review&title=Exploring+the+strategic+role+of+human+resource+development+in+organizational+crisis+management&volume=8&issue=1&publication_year=2009&pages=22-53&
https://www.who.int/publications/i/item/critical-preparedness-readiness-and-response-actions-for-covid-19
https://www.who.int/publications/i/item/critical-preparedness-readiness-and-response-actions-for-covid-19
https://www.who.int/dg/speeches/detail/who-director-general-s-opening-remarks-at-the-media-briefing-on-covid-19---11-march-2020
https://www.who.int/dg/speeches/detail/who-director-general-s-opening-remarks-at-the-media-briefing-on-covid-19---11-march-2020
https://intelligence.weforum.org/topics/a1G0X000006O6EHUA0?tab=publications
https://scholar.google.com/scholar_lookup?journal=Strategic+Intelligence&title=COVID-19%27s+workforce+impact&publication_year=2020&
https://scholar.google.com/scholar_lookup?journal=Journal+of+Management&title=Theoretical+perspectives+for+strategic+human+resource+management&volume=18&issue=2&publication_year=1992&pages=295-320&
https://scholar.google.com/scholar_lookup?journal=Journal+of+Management&title=Theoretical+perspectives+for+strategic+human+resource+management&volume=18&issue=2&publication_year=1992&pages=295-320&
https://pubmed.ncbi.nlm.nih.gov/32202977
https://scholar.google.com/scholar_lookup?journal=Telemedicine+and+e-Health&title=The+role+of+telehealth+in+reducing+the+mental+health+burden+from+COVID-19&volume=26&issue=4&publication_year=2020&pages=377-379&pmid=32202977&

	0a_Copint_Issue 3_2024
	Economic Series
	Volume 15(24), Issue 3, 2024
	Bucharest, 2024


	5_Aremu_Akintayo_Osuolale_Adegboye_Abdulazeez_The Covid-19_1
	Abstract
	Introduction
	References



