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Abstract 

Human resource management is crucial to any firm. While anything can be copied, competent 

human resources won't. The purpose of this study is to determine the factors influencing current 

practices in electronic human resource management. Massive technological improvements have 

significantly impacted how humans are managed, improving e-HRM. All organizations are 

affected by the spread of COVID-19, which causes disruption, uncertainty, complexity, and 

ambiguity. This research traces the use of a technology interface associated with computerized 

human resource management prior to adoption. Unexpected events like external crises, which 

heighten employee insecurity and represent direct challenges to the performance of the firm, force 

today's enterprises to stay vigilant and adaptable. The goal of this research is to present an 

empirically supported framework for managing crises that combines complementary human 

resource management bundles and can be used to manage the COVID-19 pandemic-driven health 

crisis, financial crisis, and business operations disruptions caused by lockdown and other 

government restrictions. This research critically evaluates the state of e-HRM today based on a 

survey of the literature and empirical studies. The work advances and broadens our understanding 

of HRM in the context of a worldwide pandemic. The study discovered that the epidemic changed 

how businesses typically operate and promoted the use of e-working. However, the research 

suggests that stronger HR can help employees advance their abilities, particularly in information 

technology. Implementing the right electronic human resource management solutions would 

improve employees' mental health, satisfaction, productivity, motivation, and workplace health 

safety. 
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INTRODUCTION 

The world has been severely rattled by the unheard-of health disaster known as COVID-19, which 

has left it paralyzed with fear and uncertainty. The severe acute respiratory syndrome coronavirus 

type 2 (SARS-CoV-2) epidemic that gave rise to this crisis initially occurred in the Chinese city 

of Wuhan in December 2019. Due to the virus' quick spread, the WHO declared the outbreak a 

worldwide pandemic on March 11, 2020. (WHO, 2020b). Businesses closing down, frequent 

lockdowns, terrifying encounters, rising sickness rates, and similar things hindered individuals 

from leading regular lives. People have become weary of the constant pressures and tensions of 

trying to live their lives while facing risks to their livelihoods as a result of the widespread loss of 

work. Countries implemented a number of safety measures designed to slow the spread of the 

COVID-19 virus, including social seclusion, lockdown, quarantine, and temporary closure of 

schools, colleges, nonessential companies, and non-governmental groups. Travel was restricted; 

planes were canceled, and social activities and public meetings were outlawed. 

One of the most difficult moments any country has ever experienced was the COVID-19 pandemic. 

Numerous multimillion-dollar organizations and businesses suffered significant and unexpected 

losses, others just made it through, and many were forced to shut down. We have all seen the doors 

of several brands close in shopping centers and other locations nearby, and this is nothing new. 

Due to the pandemic and how E-HRM techniques replaced the conventional HRM procedures as 

they developed. It critically examines the change and how it affected the workers' productivity and 

mental health. Additionally, the authors conducted a survey to gauge how many different people 

felt about the viability of the work-from-home paradigm. It also focuses on the development of 

operational, relational, and transformational E-HRM techniques and how they came about to solve 

the issues and difficulties encountered during and after COVID-19. Despite covering the entire 

planet, the infection is still undetectable. Companies should respond with a workplace Covid-19 

plan as a strategy that will help them get through the situation if they are resolved to be shock-

resistant rather than stagnant in the face of the pandemic. Business groups' COVID-19 reaction 

plans should include the following elements: 

❖ Taking precautions against COVID-19 

❖ Frequently disinfecting the workplace 

❖ Ensuring there are enough supplies of the proper masks, alcohol wipes, gloves, 

disinfectant, etc.;  

❖ Establishing a system for deciding who is given access to the workplace. 

❖ Know where employees are and where they have been; Rehab for sick workers returning 

to the workplace 

❖ Maintain accurate information at all times 

❖  Use communication techniques to interact with staff. 

❖ Improve employees' professional abilities by giving them the training necessary for remote 

work. 

❖ Permit remote or flexible working arrangements. 



 

 

Review of Literature 

 Jihad Fraij. (2021), “E-HRM to Overcome HRM Challenges in the Pandemic”, this research study 

examines how the workplace changed from an offline to an online environment and how this 

changed human resource management, which has been negatively impacted by the epidemic. The 

HR department needs to concentrate on a number of new organizational issues that weren't a 

concern before, like work-life balance, online hiring, employee training for working from home, 

etc. Therefore, this paper provided in-depth knowledge about how various facets of HRM were 

impacted by the pandemic and possible strategies to deal with the problem and gain the greatest 

performance from the workforce. 

Nisha, Chanana. Sangeeta. (2020), “Employee Engagement Practices During Covid‐19 

Lockdown”, The pandemic has significantly altered business dynamics, and companies are now 

utilizing work-from-home models. Most significantly, the pandemic has significantly impacted the 

role of human resource managers, who now play a major role in developing, original, and 

successful strategies to engage staff in healthier behaviors that will increase productivity and 

effectiveness. In order to boost people's strong positive attitudes regarding their work and 

organization, this study explicitly discusses employee engagement programs during and after the 

lockdown. Other aspects of employee engagement, such as job satisfaction and organizational 

commitment, were also covered. 

Kevin, K M et al (2020), “COVID-19 and the Workplace: Implications, Issues, and Insights for 

Future Research and Action”, In addition to analyzing how COVID-19 has affected workers and 

businesses, this essay also assesses the social, economic, and psychological changes brought on 

by the shift in working habits. This essay assesses the long-term impact of the current working 

paradigm and makes some comparisons between the current crisis, potential threats in the future, 

and crisis-adaptive measures. In order to further organizational objectives, this paper also discusses 

the shift in its response to the worldwide epidemic. 

Joel B.Carnevale IsabellaHatak (2020), “Employee adjustment and well-being in the era of 

COVID-19: Implications for human resource management.” In order to help enterprises' 

workforces cope with and adapt to their newly transformed work environments, this article 

explored some of the issues while emphasizing the consequences COVID-19 has for HRM. In 

addition, a number of directions for future study are reviewed, and supporters of an integrated 

research agenda are made. How during the COVID era since many employees were experiencing 

psychological issues during the lockdown, HRM has been crucial in preserving job satisfaction 

and employee well-being. Due to the current COVID-19 outbreak, firms have had to quickly deal 

with the unforeseen and discover new, creative ways to keep their employees productive. HRM 

plays an essential part in this process. 

Objectives of the Study 

1. To study the concept of the Covid-19 pandemic and e-HRM practice in the area of information 

technology.  

2. To be aware of how the organization's purpose, principles, processes, and performance have 

been influenced 



 

 

3. Coordinate dynamic HR practices with long-term planning for a sustainable future. 

4. The study focuses how due to the change in working norms and further evaluates the role of 

HRM in facilitating the work.  

Electronic Human Resource Management 

The full integration of HR systems employing web-based technologies for system and HR process 

management within the company is known as electronic human resource management. The system 

enables a wide range of tasks, such as hiring, paying, rewarding, reviewing performance, educating 

and training employees, and monitoring how they behave at work for every employee in every 

division of the company. 

Change in the Work-Norms 

 Everything had to be moved from desk work to in-office work due to the global pandemic 

breakout and shutdown. Evidently, neither individuals nor organizations were prepared for such a 

sudden transition. Knowing how much the policies have changed within the organizations was 

vital because the work pattern needed to be substantially altered. It was found that most 

organizations needed to alter their working practices more than usual in order to conform to the 

circumstances. Working as efficiently as can, especially online, is a pressing necessity. Globally 

active multinational organizations enjoyed a competitive advantage over locally focused 

businesses. This is due to the fact that these firms have higher technical knowledge because they 

already use digital tools to conduct meetings with stakeholders across borders, communicate with 

employees online, and other things. The MNCs nevertheless needed to make significant 

modifications to their working practices even after having an advantage in order to adapt to the 

environment and perform well. Workplace conventions needed to change, and this has assisted 

many firms in balancing employee and organizational objectives. 

Alteration in the Performance Management 

 One of the main duties of the HRM staff in every firm is performance management. Employee 

retention in a business is aided by it as well as employee motivation. The relational role of the E-

HRM is to assist business activities through performance management, recruitment, training, and 

other ways. 

Training for Work-from-home 

Only a small number of people, such as expectant mothers and those with severe health conditions, 

used to work from home prior to the viral outbreak. However, the bulk of people was accustomed 

to going to offices and working there, so they were instructed to do so. As it promotes employee 

productivity, training is a crucial component of HRM. It aids in motivating them and assisting 

them in understanding the organization's aims. Relational E-HRM focuses on facilitating company 

processes through initiatives including performance management, recruitment, and training. The 

HRM teams had to teach the staff members to operate remotely due to the pandemic-related global 

closure. It was their responsibility to provide them with the necessary training, teach them the 

necessary skills, and prepare them for work from home. It was noted that more than half of the 

staff members had received training to function under the new conditions and had learned how to 

work digitally. 



 

 

Change in the work-load 

Nearly all news outlets broadcast headlines about businesses reducing their workforces during the 

outbreak. Due to the losses they sustained, large firms like Uber had to reduce to just 50% of their 

whole workforce. It is technically correct to assume that the workload for the remaining employees 

will have to increase when the number of employees is reduced. Therefore, it was crucial to 

understanding how much their workload had increased following the outbreak. Their demotivation 

may also be caused by an increase in the workload. Using relational, operational, and 

transformative E-HRM techniques, the staffs were able to continue working despite the increasing 

workload. 

Recruitment Needs of the Organization 

People lost their employment as a result of the pandemic; many firms had to reduce their staff 

sizes, and some ceased employing new personnel, and so on. The relationship-based role of the E-

HRM team is to determine the need for new hires in their businesses. Even while the remaining 

organizations added new hires, they did so at a slower rate. Online hiring has developed into a 

common and efficient method for hiring these days. As a replacement for online recruitment, 

traditional advertising, print media, pamphlets, and magazines are no longer used. One of the 

general trends for HR duties is online recruitment, often known as e-enrollment. It has developed 

into a highly developed interactive engine with the capacity to essentially automate each step of 

the hiring process. Online recruiting, often known as e-recruitment, is the process of identifying, 

luring, interviewing, and choosing new hires by using technology, such as web-based resources. 

Recruitment Portal: This is a job or career portal that assists job seekers in their hunt for 

employment and supports employers in their search for qualified and ideal employees. 

Work-related facilities at Home: Employees' options for jobs that not only provide a wage but also 

other benefits like pick-up and drop-off services, basic amenities at the company, a pleasant 

working atmosphere, etc. These in-office services lost their meaning as a result of the work-from-

home model because they were no longer required. It was required for people to have technologies 

like a desktop computer or laptop, Wi-Fi connection, etc. to manage proper working and 

effectiveness of the employees, though, as the work was moved from the office to everyone's 

house. Moreover, half of the sample had access to laptops and Wi-Fi through their employers, 

enabling them to work remotely. In order to comply with the new regulations, employees had to 

put up with hardships and incur their own costs. While some people could afford to buy new 

laptops, for others, it just became an excuse to abandon their employment. 

The motivation of Employees: The ability to keep people motivated to work harder and more 

efficiently, which in turn helps firms achieve optimum productivity, is one of the most crucial roles 

of human resource management. Giving employees the correct credit for their job, fostering a 

democratic workplace where staff members may express their opinions, providing raises and 

timely promotions, and so on are some methods of motivating employees. Many businesses and 

organizations were forced to make hasty changes as a result of the abrupt COVID outbreak, 

forgetting to maintain employee motivation in the process. Organizations that adopted E-HRM 



 

 

practices, such as hosting webinars, expressing gratitude by holding meetings online, and similar 

strategies, were successful in keeping employees motivated. 

Change in Remuneration 

Administrative tasks including payroll and employee personal information are addressed by 

operational E-HRM. The most significant portion of any person's income is their salary. When 

everything else fails, a worker's need for the compensation their employers give them for the labor 

they do is the only thing that keeps them motivated. It was crucial to understanding how COVID 

affected employee compensation and how E-HRM approaches determined how much the payroll 

would grow or decrease. However, when it comes to those who had their pay reduced, it was due 

to the efficient E-HRM procedures, such as holding counseling sessions, explaining the decrease 

in detail, and maybe promising them full payrolls once things return to normal. 

A Threat to Job Security- Covid-19  

Many workers had noticed an increase in workload together with a decrease in payroll. It was 

crucial to know whether, in addition to dealing with several issues, they also faced the possibility 

of losing their jobs. Millions of employees across the G20 have lost their jobs in spite of 

governments' courageous attempts to help businesses and protect jobs through job retention 

programs. The sustainability of the digital operations of the companies and the effect they had on 

people's mental health were of utmost concern after examining the dangers, difficulties, and threats 

that Corona posed to numerous organizations and businesses. 

Sustainability of the Work from Home 

In the long run, the digital working model will be ideal. The types of jobs also play a role. For 

instance, when this question was addressed to professors and teachers at different universities, they 

discovered that this approach was completely inappropriate. However, when the same question 

was presented to the staff at several MNCs, they indicated that this approach was somehow viable. 

As a result, the human resource functions in accordance with the types of employment, leading to 

the conclusion that the WFH is somewhat sustainable. 

Effect on Employees' Mental Health  

Suicide rates reached an unanticipated high during the Corona era. This was due to the significant 

negative consequences working from home or not being able to work had on people's health. 

Effects of COVID-19 on Working Conditions 

Working conditions are the cornerstone of paid work and employment relationships; they span a 

wide range of themes and issues, including pay, working time (hours of work, rest times, and 

timetables), as well as the physical and mental demands that are present at the workplace. 

Organizational working circumstances have significantly changed as a result of the COVID-19 

crisis. These unanticipated and radical organizational changes provide considerable issues for 

managers and HRM practitioners. To ensure company continuity, the majority of firms have 

shifted to remote working, asking their workers to work from home. 

All organizations have been impacted by COVID-19, which has complicated and demanded the 

environment for all managers and practitioners of human resource management. Human resource 

professionals are working around the clock to develop practical solutions for maintaining the 



 

 

viability of their organizations and assisting staff in adjusting to the new working conditions 

brought on by this pandemic. With the establishment of work schedules for various groups of 

employees, physical presence in workplaces has been preserved with exact protective measures 

(e.g., social separation and constantly wearing protection masks). In this situation, the main 

challenges are ensuring that these protection measures are followed and creating work schedules 

that take into account the context of the personnel. 

Managing remote work requires the availability of technological tools that will facilitate 

communication between employees and managers, such as Zoom, Microsoft remote desktop, team 

viewer, and Microsoft team, which cannot be afforded by all organizations given the financial 

capacity of the workforce, human resources practitioners have faced significant challenges. First, 

they must ensure that employees on flex time have the necessary tools to perform their job. Second, 

to guarantee effective performance monitoring, supervision, assistance, and communication for 

workers who work from home. 

Human resource management and employee effectiveness (new standard) 

 The effects of COVID-19 on workers and workplaces around the world have been incredibly 

significant and traumatizing for business owners. The global lockdown of companies and 

industries that was imposed and required to stop the virus's spread created a wide range of 

particular and basic issues for both workers and employers globally (Kevin, M. 2020). 

Socioeconomic activity ceased with the initial outbreak of the devastating virus. The most horrific 

pandemic in history has changed commonplace after the slow reopening of the international 

economies in the post-COVID19 period. Unexpectedly, find ourselves in a new environment that 

requires fresh approaches to corporate success and personal survival. 

HR professionals are undoubtedly excluded from this cycle of dramatic global change, but they 

still face the challenge of adapting to the peculiarities imposed by the pandemic through fresh 

waves of creative and innovative approaches to maintain organizational effectiveness in the face 

of the crisis. One means of achieving this is technology adaptation, which has been shown to be 

more successful in the new normal. The current dilemma that their firms are currently confronting 

requires organizational leaders to develop sophisticated HR training and technological 

advancement programs to address it on a different level. In order to maintain organizational 

harmony in the new corporate climate, employees are urged to think creatively and approach their 

jobs with a high feeling of productivity and effectiveness, even though the majority of them work 

remotely or from home. 

Remote working (Work-life balance) 

When the COVID-19 pandemic struck, many employers switched to virtual work. Being forced to 

work from home makes it more difficult for many people to strike a balance between work and 

personal life. Those who provide care have found this to be particularly true. The highest-paid and 

most favored employees frequently had the privilege of working from home before the pandemic. 

But when the epidemic hit, millions learned how to use Zoom meetings and collaborate with 

children and other family members while at home. Even so, skilled workers were still more likely 



 

 

to work remotely as front-line employees like waiters, nurses, and delivery drivers were unable to 

do so. 

Virtual Communication 

 Method of communication that substitutes technology for face-to-face interaction by using audio 

or visual technological devices. The common HR challenges that guarantee the correct HR for the 

right work are planning, recruitment, development, maintenance, retention, and socializing. These 

also manage and control the preconditions for performance. In charge of Virtual Teams, Managers 

face difficulties in keeping team members on the same page when they are not in the same location. 

As communication technology advances, employees frequently share information and ideas with 

distant coworkers. The majority of workers can gain by having the ability to communicate with 

people outside of a specific set of boundaries. But what happens when a task or project requires 

constant collaboration amongst coworkers who are geographically separated? The solution might 

be virtual teams, which are typically created when geographical distances cannot be crossed. They 

are by definition made up of people who hardly ever actually interact with one another. 

Virtual Platforms 

 A computer-based system that is used to create and improve online training modules as well as to 

facilitate teaching and learning. The ways that businesses discover new personnel has been 

significantly impacted by the growth of the Internet. E-recruiting has opened up more job chances 

for applicants from around the world, while formerly employers had a more limited pool of 

candidates from which to choose. There are still difficulties in locating talent that is a good fit for 

a company, despite the fact that this new approach to hiring has several advantages for 

organizations. 

E-recruiting is the practice of using digital tools to aid in the hiring process. Companies have been 

able to save the time and expense involved in hiring talent by using the Internet to communicate 

with candidates all over the world. For posting job openings, there are various job portals available, 

which give firms access to a large pool of potential candidates. 

Digital Resume Checking 

 E-recruiting streamlines the application and resumes submission processes for both job seekers 

and companies. However, there are distinct difficulties with digital resumes as opposed to paper 

resumes. 

Virtual Human Resources 

E-recruiting has evolved with the human resources industry. The use of virtual HR platforms that 

are accessible to both employees and HR experts has been made possible by the integration of new 

technology, software, and social media. 

Remote Working 

A way of working that takes place at home or anywhere else other than the company's headquarters 

or place of business. Recent statistics show a 44% growth in remote work over the last five years. 

Since the COVID-19 pandemic began, many businesses have implemented some variation of a 

remote office. As a result of this rapid expansion, human resource (HR) departments must manage 

a dispersed workforce of remote workers, some of whom may be distributed throughout the entire 



 

 

country. The game has changed for HR departments all across the world as a result of rising trends 

in remote employment. Companies nevertheless need to give their employees the same tools, 

whether they work in an office or at home, despite these obstacles. 

Work Redundancy 

 Reduction in force since the job is no longer required. Redundancy in the workplace refers to the 

procedure where employers must fire one or more workers because of reasons unrelated to work 

performance or behavior. Here are a few scenarios where businesses could have to fire workers 

due to redundancy. 

High-Performance Work System 

The system combines HR practices, procedures, and organizational structures to improve 

employees' knowledge, skills, attitudes, dedication, involvement, and flexibility. Many corporate 

executives have chosen to reduce labor expenses, hire part-time workers to avoid expensive fringe 

benefits, and adopt a "lean and mean" management strategy to run their firms in an effort to 

successfully compete in today's challenging economic circumstances. Although it is silly for 

businesses to waste money on inefficient human resource management, a growing body of 

research-based evidence also shows that "high-performance work systems" (HPWS) are worth the 

time and effort spent. It offers value and maximizes chances to establish and retain competitive 

advantage to align human resource strategies to treat employees as valued owners and partners. 

Hybrid Workplace Model 

This is a method of working or a set-up wherein the position makes use of both an in-office and a 

remote working arrangement. A work style is known as the "hybrid working model" enables 

employees to mix working from home, on the go, and in the office. Autonomy is promoted through 

a successful hybrid work system like Flexibility and exemplary performance. The role of HR is 

more important than ever as the COVID-19 pandemic continues to devastate enterprises all over 

the world like a quiet storm. The main focus is on helping businesses break out of the old cocoon 

and adapt to the digital revolution as HR's function changes with each passing day. According to 

a recent study by Gartner, 41% of employees will work remotely at least occasionally after the 

pandemic, up from 30% before COVID-19. This demonstrates in particular how hybrid working 

is not a short-term solution but a workforce paradigm that must be implemented in all sizes of 

businesses. 

CONCLUSION 

The COVID-19 pandemic posed numerous adverse consequences, such as economic shock, global 

health crisis, change in social behaviors, and challenges at the organizational level to continue 

business operations. The pandemic has severely affected the economy at large, many businesses 

could not bear the heat of such a difficult situation, and people need to shut their businesses. The 

only thing that has helped the businesses to survive is a good strategy and effective implementation 

of such strategies. HRM has played a very crucial role in the transition of work from offline to 

online mode not only from a business perspective but as a great source of constant motivation for 

employees as well. 



 

 

The HR manager needs to seek the right balance between cost-cutting and staff growth. To 

facilitate HR functions most organizations have moved to e-HRM as this serves as a way to avoid 

human contact and also help in increasing the efficiency of the HR department HRM should make 

use of its most strategic levers such as training and development programs in order to reinforce 

employees’ identification, motivation, and engagement to the organizational project. The review 

places a strong emphasis on the adoption and implementation of e-HR systems and practices since 

they are more likely to produce favorable results for the businesses, such as cost reduction through 

increased HR-related activity efficiency. To put it another way, e-HRM appears to assign line 

managers with the crucial responsibility of administering HR, giving HR managers more room to 

focus on strategic organizational planning. Furthermore, timely and reliable data made available 

through IT will aid in developing effective plans for enhancing client services. Additionally, they 

can receive quality training or counseling so that their attitudes will understand and accept the 

value of web-based technologies. Employees' worries about the confidentiality of their data are 

related, as well. By creating firewalls, the management should work to ensure the confidentiality 

of its personnel. 
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