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ABSTRACT: 

The ongoing global pandemic poses many challenges to human resource management. Some 

of the most frequently asked questions are what will happen to the labor market after the 

pandemic, what competencies should managers and employees will need and how will the 

pandemic and its consequences affect HRM theory and practice? From this point of view the 

aim of the article is to analyses the main challenges in human resource theory and practice, 

by answering the above stated questions. The methodology of the article includes theoretical 

and data-based analysis for a better understanding of the changing role of human resource 

management in the context of COVID-19. The finding of the research will be grouped and 

could help both theoreticians and practitioners to note the fact that the paradigm of HRM has 

changed-we have to consider human capabilities not only as skills related to the automated 

processes, but also as skills of ability to judge between different social roles, emotional 

intelligence, as well as personal skills for adaptability in crises. 
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Introduction  

A rapidly changing of  social and economic environment, characterized by such phenomena 

as Covid -19 and its consequence the digitalization of work and life, changing human 

resources behavior and brings new solutions to many areas of organizational behavior and  

human capital. Therefore, the research is focus on the theory of human resource management 

and employee well-being in terms of Covid -19 situation. The idea of the text is focused on 

crises, vulnerability and challenges in Human Resource Management in Terms of Pandemic 

and after it.  In order to get a deeper understanding of how Covid -19 pandemic has 

influenced on human resources, it is necessary first to define the meaning of HRM, Human 

capital and the meaning of Digital transformation. According to Watson (2009, p. 9), human 

resources can be defined as “(...) the efforts, knowledge, capabilities and committed behaviors 

which people contribute to a work organization as part of an employment exchange (...)”. 

Further, HRM can thus be explained as the managing of human resources in order to enable 

the organization to develop (Watson, 2009). Moreover, Bredin and Söderlund (2006) explain 



HRM as practices concerning the management of the relationship between the employees and 

the organization in which they work.  Armstong added (2015, p. 21) HRM covers activities 

such as human capital management, knowledge management, organization design and 

development, resourcing (workforce planning, recruitment and selection, and talent 

management), performance management, learning and development, reward management, 

employee relations and employee well-being. Human capital theory, from another hand, is 

concerned with how people in an organization contribute their knowledge, skills and abilities 

to enhance organizational capability and the significance of that contribution. As Jackson and 

Schuler (2007: 25) stated: ‘Organizations can use HRM in a variety of ways to increase their 

human capital... For example, they can “buy” human capital in the market (eg by offering 

desirable compensation packages) or “make” it internally (eg. by offering extensive training 

and development opportunities)’. This understanding will help us to better understand the 

changing role of human resource management in the future at least of three positions: what 

will happen to the labor market after the pandemic, what competencies should managers and 

employees in organizations have and  how will the pandemic and its consequences affect 

HRM theory and practice?  

Human resources management in the conditions of a crisis and after it 

In terms of labor market implications, the following major trends come to the fore
1
: 

Short-term consequences: 

- Decline in demand for labor. This will be a result of the slowdown of the world and 

European economies. The most vulnerable groups in this hypothesis are older workers, as 

well as people with lower education and skills.  In this case the decline can be offset in part by 

demand in other sectors that will remain less affected by the crisis. 

-  Another hypothesis is that employment will maintain certain levels, as the virus 

spreads more easily in people of working age. If you also belong to the group of people of 

working age and you are a young professional or student looking for a job, then you can join 

labor market.  

Long-term consequences 

- Work from home 

Social exclusion has forced many companies to introduce compulsory work from home - 

something that before the pandemic was unique to some of them, especially the liberal 

                                                           
1
 Analysis of Bulgarian Employment Confederation in "What will happen to the labor market after the 

pandemic?  



professions. On the one hand, if working from home proves to be as productive as working 

from an office, it can become much more common after the end of the virus crisis. If it works 

well, many companies will have more confidence in the people in their teams to work outside 

the office. At the same time, the offices of many companies can be an unnecessary expense in 

terms of rent, consumables and overheads. This would also depend on the dynamics of work 

at home and what results the companies will show. 

- Strengthening the electronic public services - the social distance inevitably necessitated 

changes in the work of the state administration. It will be necessary to introduce new 

electronic administrative services and optimize the existing ones. The inability to physically 

go to the institutions will require the administration to change its way of working 

- Technology development - technology development is one of the few positive long-term 

consequences of the crisis, according to experts. The need for remote work will accelerate the 

process of developing new and improving existing technologies. Therefore, it is expected that 

high technology will have an even greater rise, especially people who create software and 

hardware. It is these technologies that are especially needed when working remotely. 

- Even stronger robotics of the industry - the industry, in particular production, will continue 

on the path of robotics, but at a higher speed, due to the needs of the market. Automation is 

one of the solutions to reduce the pandemic in the manufacturing sector, where many people 

usually work in one room. This will provide more personal space for employees in factories 

and other manufacturing enterprises. 

With regard to future competencies, it should be clear that the term competencies is not new, 

but it has become particularly popular in a pandemic environment, when the focus is on what 

knowledge and skills should be possessed by managers and employees in organizations  in a 

way  to overcome some of the consequences and limitations of the crisis.  

In terms of future competences, the biggest challenge is digital competences and 

transformation. The essence of the digital transformation of human resources lies in the 

creation of a culture, a strategy for digitalization. This includes not only learning how to use 

automated solutions, but also how to use them so that they improve human capabilities. 

Moreover, in the context of Covid-19 we must consider human abilities not only as skills 

related to digital processes, but also as skills for judgment between different social roles, 

emotional intelligence, and personal skills for adaptability in crises - this is the most 

significant challenge for HRM theory and practice in the future.  Those challenges are shown 

in the figure below: 

 



Figure 1:  Challenges to the Digital Transformation of HR
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In brief, there are at least 5 new chalenges that HR managers have to deal with under and after 

the Covid-19 pandemic: 

 Creating a strategy for digital transformation; 

 Expirience in digiatal transformation process; 

 Agility and flexibility to new digiatal solutions; 

 Enough budget resources to enable and develop the digital transformation; 

 Resistance from the C-suite policy to invest and focused on all employments.   

The essence of HR’s digital transformation lies in creating a culture, a strategy of 

digitalization. This involves not just learning how to use automated solutions but learning 

how to use them to enhance human capabilities. Even more, in conditions of Covid-19, we 

have to consider human capabilities not only as skills related to the  automated proseses, but 

also as skills of ability to judge between different social roles, emotional intelligence, as well 

as personal skills for adaptability in crises. The ability of organizations and emploees to 

acquire new competencies is defined as one of the most important factors for overcoming the 

crisis and ensuring a competitive position. That is why competence management is fast 

becoming a key HR strategy for recovery.  

To help human resources directors and leaders in this emergency, the World Economic Forum 

last year recommended several principles for managing people during the COVID-19 

pandemic. These are a total of 5 principles and 4 mandatory management steps that can 

respond to the crisis, according to the authors of these recommendations. 
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In the past two decades, researchers in strategic human resource management (HRM) have 

examined why and how organizations achieve their goals through the use of human resource 

(HR) practices
3
. This reserch problem become the main focus also, when the pandemic strarts. 

In order to take emergency masures the World Economic Forum provides five principlas for 

better deal with the crisis and even recovery.  

Those are:
4
 

1. To view the crisis as a defining moment for leadership and to continue to pay attention 

to the best possible results for all stakeholders; 

2. To adopt the attitude of fast and continuous learning in order to convince managers 

that their response is appropriate to the circumstances; 

3.  Identify prospects and involve all stakeholders (ie employees, shareholders, 

customers, suppliers, partners, communities, etc.) in decision-making; 

4.  Focus on the intersection between employees and the good condition of the 

organization; 

5.  Make decisions and take actions that are relevant to medium-term needs and long-

term goals. 

 The forum also provide the four steps in management
5
: 

• Prioritize planning, well-being and communication - clearly formulate key policies and 

procedures, encourage local leaders and managers, and prioritize personal and empathetic 

communication; 

• Focus on the experience, commitment and motivation of employees - lead them to a goal, 

listen to them, connect with them using new technologies; 

• Ensure a responsible way of working - Manage employees' working hours sustainably by 

enabling flexible / remote work, consider talent sharing, progress through long-term training 

and retraining programs .; 

• Balance long-term costs with medium-term sustainability - Protect jobs, focus on the 

financial well-being of the most vulnerable employees, monitor employees individually. 
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 From theorotical poin of view - understanding the relationship between HRM and 

organizational outcomes is one of the long standing goals of macro HRM research. Drawing 

on Dyer and Reeves's (1995) work, researchers in strategic HRM have categorized 

organizational outcomes into three primary groups related to HRM: HR outcomes, 

operational outcomes, and financial outcomes. HR outcomes refer to those most directly 

related to HRM in an organization, such as employee skills and abilities, employee attitudes 

and behaviors, and turnover…
6
 For us  this first meaning is important  in conditions of crises 

and after it.   

As economies become more knowledge-based, demand for highly qualified and skilled 

employees continues to rise, because these human resources offer a potential source of 

sustained competitive advantage
7
. This statement is absolutly valied in terms of recovery after 

two years period of restraint.  What will be the new moment in this type of words. This is the 

theory of competencies – more precisely the digital competences.  

The concept of digital competence “has emerged concurrently with technological 

development and as society has recognised the need for new competences. Development of 

technologies enables and constantly creates new activities and goals, and the importance of 

digital competence is therefore constantly changing and must always be seen in relation to the 

current technology and its application”
8
. This trend was enforced by Covid – 19 as well and as 

a consequence brings new challenges to the management and employees. However, the most 

important challenge is how to combaine human capabilities not only as skills related to the  

automated proseses, but also as skills of ability to judge between different social roles and in 

the same time to increase the organizational  outcomes.  Although we know that we have to 

view the crisis as a defining moment for leadership and to continue to pay attention to the best 

possible results for all stakeholders it is absolutly dificalt to find the balance between 

organizational outcomes and emploee wellbeing. That is why to consider HR theory and 

practice as well as in the past is absolutly unworkable. So the theorists and practitioners 

should know the fact that the paradigm of HRM has changes and we need to implementing 

the future strategies in the study area.  
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Conclusion 

Based on the research, we can outline several types of implications for HRM after the end of 

the coronavirus crisis: 

First of all, the most natural and inevitable process is change. Human resource management is 

changing significantly as a result of the pandemic, and the most important change that is 

emerging is working from home. This consequence, in turn, requires flexibility in the work of 

both managers and employees. The theory and practice of human resource management has 

already proven that the success of organizations depends on the abilities, motivation and 

satisfaction of each employee. Therefore, employers' approaches to dealing with the crisis 

should be developed with their employees, not in spite of them. This, in turn, necessitates the 

view of the crisis as a defining moment for leadership, focusing on the best possible results 

for all stakeholders, focusing on the experience, motivation, commitment and satisfaction of 

employees. 

Second, the competency model, as part of management approaches to people in organizations, 

needs to change. Adaptability to the situation and skills for working in a digital environment 

has become the focus of the current debate on human resources in times of crisis. Therefore, 

the criteria for digitality, formally introduced at least in the Bulgarian public practice, should 

be introduced in the practice in an appropriate way. Moreover, the essence of the digital 

transformation of the Czech Republic lies in the creation of a culture, a strategy for 

digitalization. This includes not only learning how to use digital solutions and, but also how 

to use them so that they improve human capabilities. 

Last but not least, it should be noted that both the short-term and long-term consequences of 

labor market trends impose additional challenges on people governance. Crises such as 

Covid-19 have shown in general that we need to look at human capabilities, both those of 

managers and employees, not only as skills related to digital processes, but also as skills for 

judgment between different social roles. , emotional intelligence and personal skills for 

adaptability - this is the most significant challenge for the theory and practice of HRM in the 

future.  
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