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Abstract 
One of the deadliest epidemic situations that the globe has seen recently is the novel infection COVID-2019. The World Health 

Organization (WHO), on 11th March 2020, classified it from epidemic to pandemic, which has changed all our lives irrespective of age, 
education, and working sector. Due to the exceptionally transmittable nature of this virus, it rapidly spread across the world, created 
hotspots in densely populated areas, and created great havoc in all sectors of life. Due to the impact of covid-19 and the lockdown in the 
different countries, most companies have been acting promptly to defend and safeguard their employees and migrated to a new level of 
working style that companies have never envisioned. Companies largely started to investigate work-from-home procedures and policies. 
The paper focuses on the i) the changes that the companies introduced during the pandemic, ii) how the employees are experiencing the 
pre and post covid-19 situations, iii) suggesting an architectural framework for returning to the workplace, and finally, iv) challenges 
faced by the employee working remotely from their home. 

 
Keywords: COVID-19, Pandemic, The Business Community, Transformation Process, Revolution, Challenges Faced.  
 
Introduction  

Universally the impact of the Covid-19 pandemic on employees and companies has been intense. The covid-19 pandemic has 
created a terrific threat for the human community regarding health and the international economy. Due to the highly contagious virus 
that was spreading quickly in the population, the companies and various organizations started closing their offices to control the spread 
of the virus, and in doing so, the organizations have taken courageous steps and tried to implement the unprecedented challenge for the 
companies and their employees. The companies opted to i) work from home (WFH) for the employees, ii) all the employees need to 
have a regular medical check-up, and iii) laid-off many employees due to the economic downfall. Since the companies were facing the 
economic crisis, they have a) started to restructure the company policies and procedures, b) focus only on the priority projects, and c) 
opened opportunities for the other companies to merge.  

 
According to McKinsey (2020), since covid-19 is uncertain and studying the current pandemic situation has brought a new way of 

doing business according to which organizations must change how they operate along with the role of offices in generating secure, 
successful, and rewarding careers (Catalyst, 2020; McKinsey, 2020b; PricewaterhouseCoopers, 2020a; World Economic Forum, 2020b). 
Furthermore, since the pandemic has brought unmatched challenges, the companies need to restructure their management plans and 
policies and create new working conditions to protect their employees from the pandemic situations.  

 
Many of the flaws and the issues that existed in the organization and the business before were exposed. But in the new way of 

working techniques, the companies were forced to identify the new roles for the employees and to what extent it needs to be satisfied. 
So, the employee needs to plan all his working assignments in an organized manner since depending upon the requirement, the workplace 
will be sometimes either from his home or from office, thus making the employee work in the hybrid situations. Using the different 
workplace models, companies can decide what type of work can be done on the remote site and who will work locally. Using these 
models will be beneficial for the companies and the employees, as it may give some motivation for the employees, ensuing greater 
productivity for the organizations (BCG, 2020; Diligent Insights, 2020).  

 
Based on the studies carried out by Meyer and Rowan (1977), Ritzer (1996, 2005) or DiMaggio and Powell (1983), regarding the 

organizations and organizational life, it is established that there can be dehumanization of the organizations, which can be a threat for 
the employees and their relationship with one another. Furthermore, it is also learned that the extensive internal and external impact of 
the capital can also affect the organization's production and economic growth (Rico & CabrerBorras, 2020).  

 
Changes introduced by the companies  

According to the (Cambridge Dictionary, 2020), a workplace can be defined as a building or a place where different people come 
together to perform their tasks. However, this definition can still be extended by adding a few more magnitudes such as social 
associations, congregation, inspiration, training, enthusiasm, commitment, and self-realization (Endrissat et al., 2015; Fisher, 2010; Gill, 
2019; Goffee & Jones, 2013). Today, the covid-19 pandemic has disturbed the countries working procedures and practices. As a result, 
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it caused a huge speeding up of trends concerning the migration of work to online or virtual environments. In some circumstances, the 
work from home (WFH) was only approachable to some employees based on their preferences, but the covid-19 pandemic has forced 
all of us for Compulsory Work from Home (CWFH).  

 
Following are the changes that companies applied during the pandemic time  

a) Work From Home (WFH): According to Gartner (2020), a survey conducted by the human resources department showed that 
more than 70% of the employees were working from home during the primary stages of the covid-19 pandemic. As a result, it 
increased the remote working trends, thereby increasing technologies and communication. WFH can be classified extensively as 
work from anywhere (WFA) since the employee does not need regular communications with his subordinates. Despite getting 
the advantage of WFH, many employees faced huge challenges and difficulties concerning their living space, Internet 
connections, and fewer resources. They were not able to adjust their working time and personal time. (Ramarajan & Reid, 2013). 
In many instances, the employees had to undergo quarantine periods, which has also affected work productivity, creativity, lack 
of motivation, and the work's authenticity also needs to be checked. Due to WFH, the employers could not monitor the employee's 
whereabouts. With socio-metric sensors (Bhave, Teo, & Dalal, 2020), tried to develop some technologies to monitor the 
employee's whereabouts, but this is not feasible since the employees may be working in remote sites.  
 
The following figure shows the newly adopted method of work from home (WFH) during the covid-19 pandemic  
  

                 
b) Simulated Teamwork: According to (Martins, Gilson, & Maynard, 2004) and (Mortensen & Hinds, 2001), earlier research 

shows that stimulated teamwork was not in the fashions due to insufficiency of communication, conflict, and the non-
synchronization between the team members. But during this pandemic time, the organizations were forced to have simulated 
teamwork. Here the term simulated can also be called virtual or computer-generated teamwork which focuses on the multi-
dimension’s characteristics such as environmental distribution of the team members and the amount of electronic communication 
they carry out between them. (Hoch & Kozlowski, 2014). To avoid the drawbacks of stimulated teamwork, the organizations 
have to develop a proper framework to help reduce all the communications gaps and conflicts so that the stimulated team members 
will do proper and safe working. Maintaining social distancing was one of the protocols of covid-19, which was fully satisfied 
and accepted by all the organization and all the team members of the stimulated teamwork. By having stimulated teamwork, 
personal privacy was maintained by the team members and the customers also. When could-19 spread drastically over all the 
countries, every organization, every educational institution, big and small, used stimulated teamwork irrespective of the nature 
of the work. Prior research shows that the people working in the stimulated teamwork are more effective in thinking than the 
faceto-face team. One of the major issues that the stimulated teamwork faced was that the teamwork members could not share 
their sentiments, strain, and missed all their creative welfares that they used to receive while working in a face-to-face team.  
  

c) Virtual Governance and Administration: In the crucible of a crisis, the role of leaders in determining organizational outcomes 
that have a broad influence on personnel at all levels is extremely evident and crucial in basic ways. It's encouraging to know 
that leadership can function effectively from a distance, especially with the COVID-19 situation requiring millions of employees 
from various hierarchical levels to WFH. (Antonakis & Atwater, 2002). According to the previous study, great leaders are skilled 
in a domain. They can make the appropriate judgments while reassuring others with a balanced combination of optimism and 
reality about the future. (Antonakis, Bastardoz, Jacquart, & Shamir, 2016). Another hypothesis worth exploring in the future 
study is that the shift to high-virtual work arrangements will create more participatory interactions because physical indications 
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Figure  1:   Work f rom Home (WFH)   
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of dominance (e.g., size) are less important in virtual environments. The degree to which remote leaders are convincing depends 
on the factors such as if they (a) clearly state their values that will guide institutional actions, (b) understand and openly discuss 
the travails and hopes of their collectives, (c) communicate an ambitious vision of the direction that the unit will head toward, 
and (d) demonstrate confidence that strategic goal to be achieved. According to Antonakis, 2016 these skills can be referred to 
as charisma or captivation, which needs the leader to be a domain expert. Indeed, crises can lead to shifts in leadership styles 
(Stoker, Garretsen, & Soudis, 2019); as a result, organizations might expect to be better prepared if they engage appropriately in 
professional development. At a more fundamental level, it will be critical to analyze how COVID-19-induced changes in training 
programs (e.g., migrating online) would affect their accessibility, efficiency, and efficacy (Cascio, 2019; Salas, Tannenbaum, 
Kraiger, & Smith-Jentsch, 2012). One important thing that needs to be examined during the    covid-19 pandemic is how 
assessment and appraisal systems will work without supervising the subordinates as in an office setting. The appraisal system 
may shift to results-focused assessment, which has shown much more beneficial (Pritchard, Harrell, DiazGranados, & Guzman, 
2008). On the other hand, working remotely may diminish the opportunity for subordinates to receive regular feedback from 
leaders over longer periods, and prior research suggests that a lack of learning opportunities is linked to weaker organizational 
commitment and a higher likelihood of turnover (Vandenberghe et al., 2019).   

  
Employees' experiences in Covid-19 situation  

Due to the covid-19 pandemic, all the employees in the organizations faced different types of social-psychological, health-related 
and economic issues concerning those (a) whose work was made virtual or remote, (b) who continued as "essential" workers, and (c) 
who were laid off either temporarily or permanently.  

 
The following the experiences that the employees faced during the covid-19 pandemic situation  

a) Social Distancing and Loneliness:  Employees who the organization laid off, either temporary or permanent, and those working 
long hours from the remote sites are likely to influence workers negatively. According to the previous studies carried out 
(Mogilner, Whillans, & Norton, 2018), high-quality social interactions, including informal discussions among co-workers, have 
been important for mental and physical health. Thus, WFH and reducing the employees from the workplace makes the physical 
separation among the employees, which is likely to have great negative consequences among the active community that weaken 
people's mental and physical health (Brooks et al., 2020). Loneliness without social connection is a mentally agonizing emotion 
resulting from the individual's feelings that their important and the social requirements are not fully considered (Cacioppo et al., 
2006). According to Ozcelik &Barsade (2018), loneliness at work is associated with poor performance, reduced commitment, 
and affiliative behaviors. In addition, due to the lack of productivity in virtual communications and the absence of nonverbal 
prompts, there is a high risk for misunderstandings that could lead the employee to feel lonely since they are worried about 
interpersonal rejection. Therefore, prior research suggests that HR policies, programs, and practices should recognize and 
consider workplace loneliness as a key indicator of employee well-being going forward.  

b) Healthiness, Happiness, and Comfort: Considering the pandemic uncertainties, organizations should actively support their 
employees' health and well-being. Based on the job demand-resource theory (Bakker & Demerouti, 2017), it is noteworthy that 
measures of covid-19's influence on the demands and resources of different jobs vary across and within industries. The working 
conditions of many employees have deteriorated, as evidenced by recent reports. Covid-19 may be contributing to a greater 
likelihood of employees experiencing job burnout, a chronic state characterized by feelings of exhaustion and a distant attitude 
toward work (Demerouti, Mostert, & Bakker, 2010).   
  
The study (Obradovich, Migliorini, Paulus, and Rahwan, 2018) found that people exposed to Hurricane Katrina had higher stress 
levels and depression a year after the catastrophe, suggesting mental health issues may persist even after a crisis. Employees will 
require resources to deal with pandemic-specifically and generically uncertain employment demands appropriately. 
Organizations may utilize top-down (or support bottom-up) initiatives to care for employee health and well–being to restore the 
balance between job demands and resources.   
 
To start with, the organization should a) provide the instantaneous concrete resources such as WFH, taking care from the virus, 
employee support program should be carried out, proper counseling and training need to be given to the employees b) provide 
some psychological or mental resources such as regular feedback, assistance, and motivation by regularly contacting their 
employees through some communication channels. Taking such determinations and efforts from the organization will extensively 
benefit the organization and optimize the working conditions even in this covid-19 pandemic.   
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Earlier research and studies show that those employees whose jobs are in high demand even go job during sickness and stress 
conditions as they don't want to lose their salary (Miraglia & Johns, 2016). Hence, the organization's human resource department 
should develop a new set of policies such as compensation and incentives for employees who do their jobs even during sickness 
time. Furthermore, in this pandemic time, employees working from remote sites need to have a regular health check-up; they 
need to safeguard themselves from the sickness. Therefore, the leaders and the superiors of the organization should regularly 
monitor and assess the employees' health condition, thereby maintaining all the organization's policies and rights.  
  

c) Unemployment and Unfairness:  Due to the covid-19 pandemic situation and the regular lockdown has affected all the parts of 
the countries forcing them to close down all the working sectors such as all the educational institutions, business, travel, and 
tourism, entertainments, hotels, and restaurants, etc. for a specific period which has created a losing the incomes and 
unemployment among the populations. People laid off from the organization, people whose income was reduced, and people 
whose businesses were collapsed and shut down due to pandemics were in a state of total depression, nervousness, and some 
mental and physical disorders. Lack of finances can mostly be demoralizing, prompting a spiral of difficulty affecting the entire 
family (McKeeRyan & Maitoza, 2018). According to Jahoda's (1982) study, unemployment creates a very destructive effect on 
the psychology of human beings; on the other hand, employment brings income to the families, there is proper discipline, social 
contact, and sharing goals and objectives and activities among the employees.   
 
Adding to the consequence of unemployment for the employees, there are many adverse effects compared to those employed. 
Studies show that when an organization plans to reduce the staff from the departments, that might create a lesser level of 
commitment in the employees toward the organization. Their job involvement might create some stress among the employees 
who will survive in the organization. The reduction of the staff in the organization might affect the productivity and the economic 
growth of the organization. To some extent, this might also create some sort of unfairness among the employees.    The mass lay-
off due to the covid-19 pandemic has created inequality among the people, since the people who survived in the organization 
with employment have got promotions and some benefits. Studies show that due to the unfairness and inequality among the 
employees that there are high chances of negative trends and growth in the inequality even after the post-covid-19 pandemic in 
the organization, which can result in the decrease of centralized working, increased stress, being absent from the work, rude 
behavior, etc. (Bapuji et al., 2020).   Adding to this, the pandemic that has brought job insecurities will motivate the low-paid 
employees as they might be regularly present in the organization, increasing the spread of covid-19 disease in the organization. 
Hence, the organization should take the necessary steps to control the unfairness and inequality among the employees and, if 
possible, control the level of layoffs from the organizations.  

  
Suggested Architectural Framework for return to the organization  

Since the pandemic has affected all the working sectors and forced all the employees to WHF, there are currently no proper 
guidelines or literature that should be followed by the employees working in their respective organizations. Therefore, the author in this 
paper tries to develop an architectural framework that will help the organization and the human resource department plan the post-covid-
19 pandemic situation to support their employees to come back to their respective organizations to work with the least health risk and 
to the organizations.  

 
The suggested framework is developed based on the five basic principles and five-fold methodology, keeping in mind the safety 

and the effectiveness of the employee who will return to their normal face-to-face working pattern from WFH.    
 

Basic Principles  
The following figure shows the five basic principles that need to be followed during the return to office after the covid-19 pandemic  
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a) Comfort and Welfare:  Here, the primary focus is on the safety, health, security, and welfare of the organization's employees.  
b) Prevention: Only the required amount of employees will be called for the work while the others will work from the remote sites; 

the gathering of the employees and social distancing should be maintained between the employees working for the organization.  
c) Agreement: All the instruction and the protocols that the government and the authority given has to be followed by the employees 

and the organization.  
d) Flexibility: The organization and the employees need to be flexible and responsive to all dynamic, uncertain events.  
e) Batch approach: Instead of calling all the employees of the organization, it is will advisable that the organization will group or 

batch the employees according to the objective and the priority of the work and call them to the workplace on a round-robin basis 
instead of crowding and gathering all the employees together and spreading the diseases.  
 

Five-Fold Methodology  
The below figure shows the suggested architectural framework that should follow a five-fold methodology when the employees 

return to the office after the covid-19 pandemic.  
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Figure 2: Five Basic Principles   
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Figure 3 :  Suggested Architectural Framework shows return to office   
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a) Approach: Every organization should have the Catastrophe Controlling Squad (CCS) to take care of all the unexpected crises. 
If required, the organizations should alter the mission, vision, objective, and goal depending upon the present circumstances. All 
the restructuring done in the organization due to the pandemic should be properly circulated to all the employees. The developed 
policies should mention all the rescheduled batches and how the batches are made.   

b) Mental and Physical Development of the staff: The organization should take all the necessary steps to prepare the employees 
of the organization mentally and physically, by creating the conventions for well-being, health, visitors and vendor moments, 
transportation safety, regularly having thermal screening and if possible, should have a small health clinic that will regularly 
communicate with the employees of the organization and explain them the new conventions of the organization.  

c) Sanitation of the Organization: The organization's surroundings and entire premises should always be clean and sanitized. The 
sanitizer should be installed at all the common gathering points, and all the employees should be encouraged to have frequent 
hand wash. Employee movements should be restricted. All the electronic and electrical gadgets should be cleaned and serviced 
regularly. Group transportation should be restricted and wearing the mask should be made mandatory in and out of the 
organizations.  

d) Communication: After this covid-19 pandemic, many employees have the hesitation to come back to the organization and work 
as before. The necessary confident steps and the regular communication taken by the organization's human resource department 
will play a key role in enhancing the employee's self-confidence. They need to properly convey to all the employees about the 
safety from virus and infection and their work schedule to work in the organization like before without any fear.  

e) Health and Wellness: Employees' health and happiness are the two key elements for any organization. The human resource 
department should regularly conduct some health development training programs for the employees. The points such as employee 
food chart, immunity booster, reduction of stress and adjusting to the circumstance, etc., should be discussed. In addition, the 
human resource department should have regular communication and virtual meetings with the employees.  

  
Challenges faced by employee  
Following are the few challenges that are faced by the employee while WFH during the covid-19 pandemic situation;  

a) Difficulty in maintaining the personal and office timings  
b) The distorted line between the personal and professional line  
c) Huge amount of distractions  
d) Less supervision and reduced directions  
e) Improper communication and insufficient coordination between the employees and their supervisors  
f) No proper performance evaluation and feedback  
g) No proper motivation long term goals and objectives  
h) Isolated socially  
i) Not getting the proper mood, attire, and environment for working  
j) No proper administration of the work  
k) Irregular payments by the customers  
l) Lack of proper networks and Internet facilities.  

  
Conclusion  

The covid-19 pandemic had changed human life in all aspects and created a new dimension to life that humans had never thought 
of. The pandemic has given a new dimension to the organizations in the working style and introduced a new working pattern, WFH. By 
introducing stimulated and virtual teamwork, organizations started a new cost-effective working method, thereby reducing the 
employees and keeping only contract-based employees in the organization. As a result, less office space was required, which reduced 
the health risks. However, because of the covid-19 pandemic, many people lost their jobs and were unemployed, leading to mental and 
physical health disorders. The pandemic has also given rise to a new leadership and management level. Virtual leadership faced many 
challenges in monitoring their employees and tracing the work's progress. Due to a lack of performance evaluation, the human resources 
department needs to develop new appraisal criteria. The suggested framework can be applied to the organization with necessary changes. 
Due to the uncertainty of the current situation keeping in mind that the covid-19 pandemic situation will last for a few more years, the 
human resource department should frame a new set of policies for the employees without disturbing the current policies maintaining the 
psychological well-being of the employee and objective, mission and vision of the organization. Finally, all of us should cooperate in 
fighting against the COVID-2019 pandemic; everybody should think positively so that we can come to our normal life very soon and 
always try to be safe and negative.   
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