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ABSTRACT: Any organization depends on their Human Resource Management (HRM) team to get the right talented manpower and 
retain the right skilled team for the growth of the organization and yield profit in the business. The importance of the HRM team is 
increasing day by day during this pandemic. The role of the HRM team before and after the pandemic is discussed in this paper. 
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1. INTRODUCTION 

Human Resource Management (HRM) is a modern approach to maintaining people at the workplace which focuses on the 
acquisition, development, utilization, and maintenance of human resources. HRM is development-oriented. It is a concern of managers 
of all levels and provides space for employee involvement, performance, and growth. Several companies nowadays prefer HRM to 
personnel management because HRM plays a vital role in maintaining a quality team of working experts. 

 
At present, many of the major cities are in lockdown due to Covid-19 where the end of the pandemic is not predictable. This 

is affecting all the employees as they cannot travel to the offices. Thus, it is the responsibility of the HR team to provide the 
possibilities to the employees to work from home and deliver the maximum. The impact of Covid-19 on the world’s economy had 
become massive from January 2020. This resulted in the loss of jobs, downfall in the income of the employees as well as in the 
businesses. 

 
2. LITERATURE REVIEWS 

The World's first management book, titled “ArthaShastra” was written by Kautilya (the most reputed economist and 
management guru of Indian history, advisor to King Chandragupta Maurya). 

 
The first reference of HRM was provided by Kautilya as early as the 4th century B.C. In his book ‘Arthashastra’. The work 

environment had logical procedures and principles in respect of labor organizations such as ‘SHRINE’ Wages were paid in terms of 
quantity and quality of work. Workers were punished for unnecessary delays or spoiling of work. Kautilya's contribution was based on 
‘Shamrastra’ concepts like a job description. Qualifications for jobs, selection procedures, executive development, incentive system, 
and performance appraisal were effectively analyzed and explained. 

 
The guild system prevailed in the Indian economy too. It was based on the varnashrama or caste system and resulted in the 

division of labor accordingly. Over time, professions became hereditary. From the 14th century B.C to the latter half of 10th century 
B.C., the relationship of employer-employee was marked with justice and equity. 

 
Purang (2006) compared the human resource management perceptions of middle-level managers of five Indian organizations 

operating in different sectors. Two of them are public sector organizations, the two are private sector and the fifth one is a 
multinational organization. The study hypothesized that the human resource development climate perceptions of the managers in the 
private and multinational organizations would be more positive than in the public sector. 

  
Bharathi (2009) explained the value of HR functions in business and their impact on higher productivity, enhanced quality, 

better customer service, good industrial relations, and lower cost which influence the profitability of an organization. Effective HR 
practices could play important role in achieving all the above-said factors. 
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3. HRM FUNCTIONS 

                                                      
Figure 1 Functions of Human Resource Management 

 
 Human resource planning: The principal function of HR is to know the future needs of the company. What sort of individuals 

does the company need, and how many? Understanding this will shape the recruitment, determination, execution of the 
executives, learning & development, and all other functions of HRM. 

 Recruitment: The second function of HR includes recruiting people to work for the organization and selecting the best suitors. 
Recruiting individuals generally begins with an employer brand. Being an alluring employer has many advantages and vice 
versa. For instance, a tobacco business that battles to pull in talent because of its tainted reputation. With a reliable employer 
brand and the privilege of sourcing policies, you’re almost halfway there. When candidates apply, the selection process is an 
HR instrument to pick the best qualified and most potential candidates. 

 Performance Appraisal: Performance management is essential in ensuring that workers stay productive and engaged. Good 
performance management includes sound leadership, clear goal-setting, and welcoming feedback. Performance management 
tools include the (bi) annual performance evaluation, in which their manager reviews the performance of the employee. It also 
incorporates 360-degree feedback tools in which peers, directors, subordinates, and even clients evaluate the employee’s 
performance.  

 Learning & development: Empowering representatives to build the skills they require in the future is one of the fundamental 
functions of HRM. Every organization understands the value of investing in the deskilling of its employees. It is one of the 
vital functions of the HR department to lead these efforts in the right direction. 

 Rewards & recognitions: Recognition & rewards, one of the many functions of HRM, is to appreciate employees’ efforts and 
to sustain notable talent. Rewards and recognition make employees feel worthy of their work as appreciation serves as 
motivation. They can be financial or non-monetary rewards. 

 Compensation & Benefits: This function of HR requires continual observation of industry pay benchmarks and keeping up 
with the industry standards, including new and variable payment parameters in salary, simple pay expectations, and faster 
processes. Money is the prime motivation that drives individuals to work. Nonetheless, to retain individuals, this function is 
very important. 

 Industrial relations: Another crucial function of HR is managing and cultivating relationships with labor unions, other 
forums, and their members. 

 Managing Change: Effective HRM should manage the change effectively whether the change is internal or external. This 
includes engaging the employees to put maximum effort, implementing any required change in multiple phases, and 
communicating the change to the employees and management in an effective manner. 

  
4. CHALLENGES OF HRM DURING COVID-19 

The novel coronavirus pandemic, known as Covid-19 made us remain vulnerable and also taught us to face such challenges 
in the future. Its impact is affecting the economy all over the world. Businesses are not running and hence not making money due to 
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the lockdown. If they are not producing, there will not be any sales and thus no income either to management or to employees. The 
impact depends upon the type of business. Certain businesses are closed completely. Certain businesses like food processing, digital 
payments, e-learning, online media, etc are surviving and creating more job opportunities. 

 
Organizations took the step to define new strategies to get the work done instead of layoffs, furloughs, and shutdowns. 

Protecting the health and safety of the employees has gained priority for the organizations. 
 
Covid-19 taught us to utilize technological advances effectively and integrate them into the work culture of the organizations. 

This helped a lot to face the crisis. In this situation, the HRM played a major role by defining the work-from-home facility. HRM is 
implementing certain short-term and long-term measures that suit their work culture and current requirements. The traditional HRM 
functions are changed due to these current measures. 

 
A few of the measures implemented by HRM are explained below 
 Mental Health and Wellbeing: The sudden shift in work culture took a toll on overall employee health and wellbeing. Stress, 

anxiety, and other mental health issues have always been there, and it is no new story. Organizations have always been 
initiating wellness programs and providing employees with security, health benefits, and flexibility to help them overcome their 
health issues. But the sudden COVID-19 outbreak has brought the employees’ mental problems to the front seat. 

 Flexibility and creativity: The attributes demonstrated by HRM during work from home are flexibility and creativity. The 
employees are made to log in remotely from their homes. The brick-and-mortar offices transformed into virtual workplaces. 
HRM had taken relevant measures to make the work from home comfortable for the employees. They are supported with 
desktops, laptops, data cards, etc to ensure that they can work without interruptions. The other measures are taken to motivate 
the employees are hosting virtual coffee chats, conducting daily team video discussions, and getting updates on the progress of 
the work. 

 Managing Remote Work: The transition to remote work culture is not as seamless as it seems. Before the COVID-19 
outbreak, less than 50% of companies had a remote work program. Banks, regulated industries, and many financial services 
companies did not encourage remote working. Now almost all of them rushing to build remote work strategies. 

 Reduced infrastructure costs: The work from home concept enables many of the employees to balance both personal and 
official work. The costs on the fixed office places have come down drastically and employees are comfortable working 
remotely. HRM will move towards technology adoption and digitalization to perform their regular activities like attendance, 
leave policies. The best part of this pandemic is that the organizations are finding new ways to make the employees productive. 
More productivity with fewer workforces has become the mantra of organizations. 

 Employee Communication: Communication is another major challenge that is on the priority list. Communication, in itself, is 
a critical aspect that needs to be taken into account whether or not the workforce is working remotely. Without the right 
communication channels, it becomes difficult to manage a workforce. The COVID-19 crisis had the HR professionals on their 
toes and kept them looking for the right remote working tools that suit their culture. Though tools like Zoom or Slack are 
commonly used to meet the needs of the workforce, it certainly is not enough to get everyone on the same page. 

 Employee and employer relationship: The employer should communicate to the employees the vision of the organization 
during this tough situation and assure them that both employees and employers should work together to move forward and to 
get benefits for both of them. They should be informed that their health and safety are important to the management. HRM 
educated the employees on safety protocols, emergency numbers, hygiene practices, and a few organizations conducted online 
yoga and meditation classes to handle the mental stress and motivate them. 

  
5. CONCLUSION 

The current Covid-19 pandemic made the organization learn new ways of working styles and accelerate into the digital world 
by utilizing the advancement in technology. HRM in the organization has to implement the measures to run the business without 
interruptions. These measures will keep the business running and improve the productivity of the employees. They will have to define 
a sustainable version of the future. 
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