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HYBRID MODE OF WORKING DURING THE PANDEMIC AND ITS IMPLICATION FOR H.R.M. STRATEGY- EXPLORATION 

Aims and Objectives
This paper will examine how COVID-19 affects human resources to extend the focus of management research. It will highlight the critical difficulties and occasions brought on by this outbreak and provide administrators and H.R.M. experts with knowledge of potential future operating instructions that may affect these prospects.

Background and introduction
As a consequence of the COVID-19 outbreak, the world has been charged with fear and confusion, and it has had a substantial impact on the economy, society, employees, and institutions. The coronavirus epidemic causing severe acute respiratory syndrome in Wuhan (China) began in December last year, and its rapid spread prompted the W.H.O to declare an international outbreak on March 11, 2020. 
The wild spread of the COVID-19 disease has driven these nations to implement a change of non-pharmaceutical countermeasures, like social distance, to edge its spread. Individuals were isolated; institutions, colleges, companies, and agencies were partially closed; travel was regulated; flights were halted; large communal gatherings and mass gatherings were banned. 
Additionally, due to the COVID-19 epidemic and these actions, the global economy has slowed significantly, resulting in a significant increase in the number of people unemployed around the world. Current G7 unemployment figures range considerably, from 30 million people in The U.S. to 1.8 million in Japan, conferring to the I.L.O. (International Labor Organization). Approximately 50% of the workers may be unable to operate within a short time due to COVID-19. 
While this outbreak continues, businesses have begun restarting under unusual regulations and a new operating model that no one can foresee when it will stop. As a result of this epidemic, executives and H.R.M. experts had to provide creative answers to keep their productions afloat and aid their staff cope with the enormous demands of this situation. Administrators and H.R. consultants need necessary details about how COVID-19 influences H.R.M., its difficulties, and its possible prospects for H.R.M. in businesses; however, there is research on this topic, and managers and H.R. consultants need this information (Wontorczyk, & Rożnowski 2022). 
Administrations, on the whole, aren't well-equipped to handle crises when they arise. Therefore, researchers should help organizations by providing essential knowledge about this potential epidemic. This study's primary purpose is to explore the impact of COVID-19 on H.R.M., identify the most significant difficulties and likelihoods, and provide guidance for future paths in H.R.M. This effort tries to extend the administration study area from a technical viewpoint, considering the absence of papers on this topic.

Literature review
Human resource management facing COVID-19
HRM focuses on how employees are hired, managed, and established in a business. COVID-19 has had an incredible impact, posing substantial difficulties to Human Resource experts and administrators. H.R. purposes, including enrolment, presentation evaluation, coaching, reimbursement practices, and protection and well-being of managerial staff, are surveyed concerning strategy Human Resource Management and workplace circumstances in addition to Human Resource Management purposes. The numerous aspects of H.R.M. are examined in isolation, although they are all intertwined. Therefore, this suggests that any alteration to one aspect of Human Resource Management will influence the other.

COVID-19 and strategic human resource management
Concerning organizational strategy, Human Resource Management functions are vertically connected to them, and H.R.M. functions are horizontally consistent. Its main goal is to maximize the usefulness of the organization's H.R. in meeting its specific priorities. Deliberate agility is required to ensure the administration's aims are achievable during a disaster. Organizations should be able to design and distribute their resources, integrate the essential mechanisms, and adequately customize corporate resources and proficiency. This mechanism is essential. Because of its novelty and complexities, COVID-19 poses a significant risk to attaining corporate goals. Organizations' basic economic frameworks are mainly designed to use information from the viewpoint of regular periods (Wontorczyk, & Rożnowski 2022).
Consequently, the creation of forecasts about "unusual areas" is problematic. Expectations about the corporation's operations, such as the preparation and allocating of resources, could be challenging to make in light of this. As a consequence of COVID-19, there is uncertainty. COVID-19 outbreaks are foreseen by particular researchers, while many economic experts believe the disease will continue until at least 2021. 
Even with the new phenomenon of many vaccines, no one is sure when this disease will be eliminated or whether its effects on administrative work routines will be enduring at this time. Subsequently, directors and H.R. experts may find it challenging to carry out tactical planning or to begin implementing it. As a result, many firms could not offer their workers adequate details on how they planned to reply to the epidemic or how they hoped to ease their workers' pressure and boost their confidence. Employee engagement is strongly correlated with having easy access to current knowledge about the pandemic. Since the nature of this outbreak, it may be challenging to collect this data, mainly when corporations are in a proactive and endurance mode (Oseghale, et al., 2022). Increasing the organization's endurance in the COVID-19 period is difficult, but it is essential if the organization is to survive. This epidemic has prompted organizations to adopt innovative strategies that can assist them in dealing with disturbances that undermine their survival, given the uncertainty.

Working conditions
The workplace is the foundation of interactions, including paid jobs and employment. Some of the themes and issues they discuss include: 'the physically and psychologically strains of the profession; working conditions; and compensation.' The COVID-19 crisis has dramatically impacted workers' conditions. As a result, several companies have implemented teleworking, demanding their workers to work from the household to keep their businesses running smoothly. For instance, Twitter workers were granted the option to work perpetually, while Google indicated that its staff would keep working remotely through the summertime of 2021. Despite this, remote workers structure just a tiny fraction of the whole labor force, mainly since remote working is not perfect for businesses and cannot be implemented in all available jobs (Oseghale, et al., 2022). If your company cannot comply with these kinds of working conditions because of the nature of the business, you have two options. Workers must be available while observing safety guidelines and wearing protective gear, or they will be expelled. To keep their duties, people who can't do their work from households are more likely to be laid off. Experts in human resources management are needed to explore activities that can be handled remotely, those that ca n be completed in an occupational setting, and which require layoffs because of the outbreak impact. Managers and H.R. professionals face significant hurdles due to these sudden and abrupt organizational changes. Aside from the impact on workers' psychological health and person-environment fit, they could also substantially impact their work environment and relations with colleagues and administrators (Oseghale, et al., 2022). 
With the formation of work plans for diverse categories of workers, physical occurrence in workspaces has been preserved with firm safety precautions. Keeping safety procedures in place and generating work plans considering the workforce's surroundings is the most incredible difficulty here. Executives and Human Resource Management experts have met considerable problems in working remotely. First, ensure that workers who labor from home have all the gears they want to ensure their work effectively. This strategy means that all organizations can't afford to implement telecommuting because of their differing monetary resources. Therefore this comprises the need for solutions that endorse interaction among employees and administrators like Zoom and Microsoft remote desktops, team viewers, and Corporate teams. Second, ensure that workers who work from home are well-communicated, well-supervised, well-supported, and whose progress is being monitored and compensated appropriately. H.R.M. practitioners should also support managers who are new to guiding remote teams (Adu, et al., 2022). 
Finally, H.R.M. experts need to remember that telecommuting may contribute to employees' separation since the lack of engagement among workforces, absence of peer counsel, and lack of one-on-one interaction can be stressful and may damage workers' psychological health. As a result of family disruptions and the different roles they must play while working remotely, these workers may find it difficult to focus. Furthermore, the rising usage of I.C.T. can contribute to the insight of an eternal urgency, resulting in probable assumptions regarding the continuous availability of staff. Employees who work from home may be dealing with extra information since they regularly check their electronic messages. Technostress, as described by some authors, is thought to be on the rise among staff who perform from home or in other remote locations. There is a risk to employees' mental health if they rely solely on email to communicate with their coworkers (Weerarathna et al., 2022). 
According to Weerarathna et al., (2022), Many H.R.M. professionals have used virtual interaction events such as lunches or coffee breaks to inspire their staff. Although they may be miles apart, these practices will help staff cope during this difficult time. As a result, institutions face a significant challenge in implementing these techniques because they are new to staff and management; they have not initially been practiced or mentally and emotionally equipped for such adjustments, which could increase their understanding of person setting misfit and discontent if they desire the face-to-face connections that they had previously. The socialization process, which is critical in providing workers with acquiring tacit knowledge about the company's culture and aiding its growth, may also be impacted by virtual contacts (Weerarathna et al., 2022).

Staffing
Staffing is the process of identifying and attracting, recruiting, and keeping qualified employees to meet organizational objectives.' In the wake of COVID-19, it has had a profound impact on the dynamics of organizations. There was a severe decrease in business in several sectors, causing some businesses to close partially during this outbreak, while others saw an increase in sales. Consequently, the influence of COVID-19 on workers differs from company to company (Brandão et al., 2022). 
In this situation, companies who were having financial matters as a consequence of the pandemic have embraced downsizing by limiting the hiring of high-skill occupations than with low-skill occupations to minimize expenses and attempt to maintain their operations; they have also reduced all of their hirings, or they have laid off their workers. The COVID-19 outbreak left billions of people without work, but as businesses reopened in several U.S. states and workers returned to their physical workplaces after the shutdown, employment increased (Wontorczyk, & Rożnowski 2022). 
While corporations dread having to make layoffs, they may be inevitable during outbreaks like COVID 19. The fundamental strain for H.R. specialists in this occurrence is to provide adequate data and assistance to administration and workforces throughout this process. However, it may not be accessible in a situation of ambiguity. It's safe to say that no one anywhere in the globe has any idea when this outbreak will stop or whether or not its effects on institutions will be brief or lasting. Companies that have enlarged their actions due to the outbreak have experienced diverse staffing matters. The COVID-19 unpredictability has caused many to seek more elastic work schedules and sub-contracting labor, such as momentary agency work and freelancing (Sengupta et al., 2020).
Even though these companies have upped their staffing efforts, they were nevertheless forced to contend with a workforce shortage. Recruiting new staff might be difficult when people are worried about spreading disease (Hamouche, 2021). The physical separation mechanisms prevent face-to-face interviews, so how do you select the workforce? As an outcome, these firms were required to focus their policies on virtual engagement and picking workers, which might be problematic for Human Resource Management experts and work hunters. I.C.T. apparatuses might be threatening for some individuals. Many Human Resource authorities were also unprepared for this type of unexpected shift. Virtual hiring practices may also make it more problematic for companies and job applicants to regulate whether a candidate would fit in with their organization, which could negatively affect staff performance and motivation. In addition, the transient nature of flexible employment relationships provided a problem in retaining personnel (Hamouche, 2021). 

Research Methods
This paper will use both quantitative and qualitative approaches to investigation. Only a small number of researchers have looked into the implications of this. Thus, I will look for publications that investigate the general connection between COVID-19 and HRM, trailed by studies that look mainly at the influence of this outbreak on each Human resource role and exercise, such as recruitment and remuneration. I will use various expressions connecting to coronavirus OR COVID-19, H.R. practices, and HRM responsibilities to search for journals in Google Scholar, Semantic Scholar, and Ebsco. Finding information will be manual, and I'll look for publications released in December 2019 and February 2021.

Data Collection Strategies and analyzing strategy
When conducting an evaluation, it will be critical to determine the particular questions that will be asked in the process. Given the plan's tactic and outcomes, assessment questions will be genuine, accountable, and appropriate. Objectives, stakeholders' demands, and real-world conditions that affect program effectiveness will be considered while developing well-defined questions for an evaluation. Local attitudes and behaviors, system capabilities, constraints in capacity, technologies, and required resources are all essential contextual knowledge for rural locations. Quantitative and qualitative information will be gathered to address the research questions. Examinations and questionnaires, focus sets, interviews, remarks, and development monitoring are instances of quantitative and qualitative data gathering methods.
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Conclusion
Some experts assert that in the current setting of this outbreak, worker engagement may provide another substantial struggle for enterprises. Throughout these difficult times, marked by rapid and unexpected adjustments, service relationships may be destroyed, resulting in a severe reduction in staff self-esteem and a spike in revenue (Oseghale, et al., 2022). It's difficult for businesses in the post-COVID-19 period to get skilled employees since these people are mainly looking for work in industries that weren't hit hard by the epidemic. To guarantee that the business succeeds and avoids recruitment costs, it is imperative that employees, particularly those who work remotely, have a sense of connection and participation (Varma, 2022).
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