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ABSTRACT 

Because of the unforeseen changes in company practices brought about by the COVID-19 
epidemic, human resource (HR) professionals are working hard to advise and assist 
employees in adapting to the new way of working. On the other hand, HR managers must be 
prepared to deal with any challenges that may arise as firms adjust to the new normal. The 
purpose of this paper is to examine challenges with human resources in the post-COVID-19 
period. The report highlights and specifies some of the particular challenges that every 
organization's human resource department would face following the pandemic. Secondary 
data for this narrative literature research were collected from a variety of sources, including 
published articles, reports, and websites. The study's conclusions are the outcome of a 
thorough analysis of relevant data. 
This study identified remote working issues, worker engagement, maintenance, greater 
flexibility, preserving work-life balance, and increasing employee morale as long-term Human 
Resource Management (HRM) difficulties in the COVID-19 new normal. The significance of 
this study resides in the implications it has for businesses as they adapt to change. HR experts 
may use the study's results to design effective strategies for responding to the new reality 
brought forth by the COVID-19 outbreak. This might help HR leaders be more prepared for 
the post-pandemic new corporate world. The COVID-19 pandemic highlights the significance 
of "Human Resources Management" in enterprises, particularly in light of the additional 
problems posed by the virus. 
Employee support is crucial, especially given the uncertainty of the future and the risk of job 
loss or wage reduction. Employers increasingly rely on their HR department to provide 
effective HR strategies for addressing emerging issues. This article highlights the challenges 
posed by the COVID-19 pandemic, including increased unemployment, salary deductions, 
psychological effects on employees, remote work management, working hours, employee 
tensions, and social distance. 
Keywords: COVID-19; Employee; Human Resource Challenges; Human Resource 
Professionals; Post-Pandemic. 

INTRODUCTION 

Human capital is an organization's most valuable asset, driving success over other resources such as 
finances and intangible assets. Human capital is the single resource that makes things happen, even while 
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other resources make things feasible. HRM, or Human Resources Management, has become increasingly 
important due to the impact of the coronavirus outbreak on employee performance. HRM encompasses 
policies, systems, and practices that can influence employee attitudes, behavior, and outcomes. 
HRM activities play an important role in the overall operation of the organization. HRM methods that deal 
with people, performance, information, and work produce a "environment" and "infrastructure" that 
influences the efficacy of workers, customers, stakeholders, and an organization's overall performance. It 
stated that HRM has evolved in response to various factors such as the economy, technological access, 
changes and the formation of new laws, political transformation, and socio-cultural diversity around the 
world, resulting in a sophisticated business environment that has an impact on markets, organizations, and 
individuals. 
The Covid-19 epidemic is driving one of the world's most significant digital revolutions. Human resource 
management (HRM) is at the heart of this shift, assisting firms in navigating from the confusing present to 
the uncertain future. COVID-19 has not only impacted the workplace, but it is likely to permanently alter 
the fabric of the workforce — and work itself. The opportunity and challenge for HR teams is to respond 
positively to this situation and shift from a static to an agile and flexible approach, in which one can 
constantly reshape the workforce and redefine HR practices to incorporate changes in skills and policies 
required during and after the pandemic. Now that we have moved beyond the pandemic response phase, 
HR must seize this opportunity: the moment has arrived for HR to reimagine not just its own future, but 
also the future of the business. 

 
RESEARCH OBJECTIVES 

This article explores the impact of pandemics, namely COVID-19, on the new roles of HR practitioners. This 
study aims to answer the following research questions: How do HR professionals anticipate supporting their 
firms during and after crisis? To answer this research topic, the author studied publications and interviews 
with HR leaders from various firms worldwide, published in HR periodicals and websites. 

 
RESEARCH METHODOLOGY 

This literature review examines current articles on the influence of COVID-19 on HRM and post- COVID 
problems. The researchers searched Scopus, Web of Science, Google Scholar, DOAJ, JSTOR, and other 
websites for relevant publications on COVID-19 management, HRM, post- pandemic, and HRM challenges. 

 
DISCUSSIONS ON HR CHALLENGES IN THE POST-COVID ERA 

To prepare for COVID-19, more organizations are implementing work-from-home policies. The epidemic 
will provide further hurdles for organizations already trying to handle distant operations. Employees who 
work remotely have become accustomed to the lifestyle and are increasingly enjoying it. Employees may 
experience frustration while returning to the office. To satisfy the demands of an expanding workforce, 
firms must be more receptive to work-from-home options. Leaders should seek strategies to relocate 
present organizational positions to remote sites. However, many firms that have successfully transitioned 
to remote work environments may still lack remote workplace rules and processes. 
Organizations must develop remote work methods, which will provide a significant issue for policymakers 
in the near future. A dispersed workforce poses issues for firms, including difficulty in administering HR, 
payroll, attendance, and leave management. Paperwork and face-to-face contacts will change. Effective 
communication is a significant challenge in distant employment. The HRM challenge is to gain the trust and 
confidence of all employees through effective communication mechanisms that are universally accepted. 
Remote employees require digital collaboration skills, and HR should build performance goals and 
assessment systems tailored to remote work. These requirements should also be conveyed clearly and 
immediately across the firm. This means that the whole employee life cycle inside the firm must be 
overhauled. Thus, it is up to HR officials to decide what is acceptable in the future. Remote employees 
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require digital collaboration skills, and HR should build performance goals and assessment systems tailored 
to remote work. These requirements should also be conveyed clearly and immediately across the firm. This 
means that the whole employee life cycle inside the firm must be overhauled. Thus, it is up to HR officials 
to decide what is acceptable in the future. 

ENGAGEMENT OF EMPLOYEES WITH WORK AS A CHALLENGE 

Technology has its advantages, but it cannot replace the human contact and emotional bonding that 
employees feel at work. Remote employees may miss out on little team-building activities like lunches and 
celebrations. Employees may feel isolated from trustworthy networks when working from home. In that 
circumstance, employers must monitor and recognize the employees' danger of isolation. HR executives 
have hurdles in motivating and aligning employees with the company's vision in a virtual context. 
Maintaining an organized workflow and adhering to a tight schedule can be challenging while working 
remotely, especially for cross-functional teams. Employees may feel disconnected from the company's 
purpose if they lack the same drive to achieve goals as in a physical office setting. Maintaining the current 
company culture will be a significant issue for HR professionals in the post-pandemic era. 
Organizations are cutting expenditures by eliminating training and programming. Training personnel is 
crucial for their motivation and retention, ultimately impacting the organization's performance and 
success. In this environment, businesses must maintain employee engagement by being adaptable and in 
tune with employee preferences. Regular updates, meetings, and learning sessions, as well as an expanded 
employee engagement program, are required to maintain staff productivity after the epidemic. The leader 
must collaborate with the remote team and encourage team members to follow organizational practices. 
Thus, HR must encourage engagement through innovation and find strategies to re-establish the status 
quo in the near future. 

 
FLEXIBILITY OF REMOTE WORK AND MAINTAINING WORK-LIFE BALANCE AS CHALLENGE 

COVID-19 has led to workplace changes that require greater flexibility. Companies that downsize or cut 
personnel may need to change employee schedules, affecting payroll, leave, and other procedures. Firms 
that modify their product line to satisfy shifting market needs may need to adjust their reporting and staff 
administration processes. To handle remote work challenges, firms must coordinate time schedules and 
payments across several locations. Creating a flexible and open organizational structure will be a significant 
issue for HR professionals following the epidemic. To maintain employee motivation, companies should 
engage them in policy redesign. Flexibility in the workplace is becoming a common expectation among 
employees. 
 
Employees prioritize integrating their job with their personal life. Employees will greatly benefit from 
workplace assistance following the COVID-19 epidemic. To foster a flexible culture, firms should encourage 
innovation and agility, while also considering employee demands. Employees prioritize integrating their 
job with their personal life. Employees will greatly benefit from workplace assistance following the COVID-
19 epidemic. To foster a flexible culture, firms should encourage innovation and agility, while also 
considering employee demands. HR must navigate the problem of balancing work and home life when 
working remotely. The COVID-19 lockout has impacted how employees balance work and family duties. 
New expectations have caused confusion between work and home obligations, making it difficult to 
maintain a healthy work-life balance. Organizations should help employees in balancing work and family 
commitments, including implementing leave policies, job sharing, and flexible scheduling. 

 
SUGGESTIONS AND RECOMMENDATIONS 

HR practitioners may help company leaders promote a favorable brand image by fostering compassion, 
inventiveness, and kindness. HR can promote resilience in individuals and organizations during crises by 
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taking a proactive and strategic approach. HRD can help leaders in five roles during a crisis: sense-making, 
technology enablement, emotional stability and staff welfare, innovative communication, and maintaining 
financial health. Strategic HR can support and develop leaders during the pandemic by providing reliable 
data, expanding professional networks, promoting innovation, ensuring employee learning, facilitating 
regular meetings, and creating a platform for employee recognition. Leaders increasingly rely on HR to 
advance their agenda and obtain a place at the strategic table. HR practitioners that think like business 
executives are more effective at influencing business strategy and developing initiatives that benefit the 
whole organization. Properly planned HRM practices may serve as a source of inspiration and coordination 
for the global knowledge environment. Authors can do quantitative research to explore the impact of 
changes. 

ANALYSIS AND CONCLUSION 

Organizations must be prepared for unexpected occurrences caused by the COVID-19 pandemic. HR 
professionals have made major contributions throughout the epidemic, but must now go above and beyond 
to satisfy post-pandemic business objectives. This study aimed to identify key HR concerns in the post-
pandemic environment. This report highlights important concerns for HR practitioners to address in the 
future. The transition from traditional to remote working environments is rarely simple. Online tools can 
help organizations design new rules for working hours, leave, compensation, and performance evaluation. 
Secondly, distant workers are typically less connected. 
Establishing cooperation, motivating and engaging workers are among the challenges of managing such a 
divided workforce. This promotes openness and addresses employee concerns. Prioritize issues and work 
cooperation. Next, higher stress due to COVID-19 has altered employees' perceptions of their workplace 
and lifestyle. Organizations should prioritize improving staff morale. HR professionals must carefully listen 
and respond to employees' needs to ensure their safety. HR professionals are concerned about 
maintaining and engaging valued workers after the COVID-19 epidemic. This includes providing flexible 
work arrangements and ensuring proper work-life balance. 

 
HR managers should identify the necessary skills for efficient job performance when individuals return to 
work following a traumatic time. Employee training is crucial for adapting to the epidemic and preparing for 
future growth and development. To tackle the challenges of the COVID-19 problem, HR directors must 
encourage and involve employees, keep them informed, and consider their feedback. As a result, the new 
HR policies should motivate their employees to overcome uncertainties and fully commit to professional 
and personal development. The report revealed potential issues for HR leaders in the near future. As a 
result, the study has important implications for HR professionals and politicians. This will assist firms with 
human resource management planning after the epidemic. 
HR practitioners may use the data to develop methods for rethinking work environments, increasing 
employee motivation, assuring participation, and redefining programs in remote locations. Employees 
who feel encouraged and secure in their jobs tend to perform better and stay focused on the organization's 
goals. This will assist policymakers in adapting existing policies to meet changing corporate demands and 
maintain competitiveness. The study adds to the current literature by identifying emergent HR concerns in 
the post-pandemic new normal. Further analysis may uncover additional significant HR difficulties beyond 
those identified. 
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