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[bookmark: _Toc94123188]Executive Summary 
Coronavirus pandemic (Covid-19) impacted everyone’s lives, work environment and significant effect on world economy. These financial difficulties have a significant impact on talent management, and how Human Resource Management effectively manages in those difficult times. This report includes Human Resource Management internal and external challenges caused by world pandemic. In addition, this report will relate retail organisation, which is TJ Morris is trading as Home Bargains. The retail industry is believed to be one of the most powerful sector because on average employs 1 in 12 people. The studies states that the pandemic has impacted significantly on talent management in many companies such as retail for example cancelling majority work benefits or high increase in mental health (Korn & Ferry, 2020).  This report proves how crucial the Human Resource Management role is for increasing engagement and productivity, but also creating new policies caused by unexpected disruptions during Covid-19. At the end of the report some recommendations with ideas are provided for HRM for the post pandemic.  
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[bookmark: _Toc94123189]Introduction 
The objective of this report is to explore how climate change which is COVID-19 is affecting the workplace, employees and Human Resource Management. This study will analysis external and internal factors influencing talent management and justify the workplace of the future is going to be with post Covid-19 pandemic. Initially, it seems that use of technology and Artificial Intelligence determining the survival of the workplace during the pandemic period.  This report will relate to the writers’ well known organisation and workplace, TJ Morris is trading as Home Bargains Retail Store. This report will highlight Human Resource Management challenges for talent management during the global COVID-19 pandemic. In addition, the writer will provide recommendations for Human Resource and organisations for future practise.  
[bookmark: _Toc94123190]Home Bargains 

TJ Morris trading as Home Bargains was first store was open in 1974 in Liverpool, England. Home Bargains is a discount retailer store runs by two brothers Tom and Joe Morris selling top brands as low driven prices.  This family run giant operates with over 500 stores across United Kingdom and it is planning to expand into 1000 stores in the next few years (homebargains.co.uk). 

[bookmark: _Toc94123191]Coronavirus (Covid-19) 

According to World Health Organisation (WHO, 2019) “ Coronavirus is a high transmittable infectious disease as a result of newly discovered coronavirus and the COVID-19 virus spreads though close contact with humans”. 
The coronavirus (Covid-19) pandemic has unexpectedly intrudes to everyone’s lives and  work environment significantly changed since March 2020, leading to a serious impact to work environment, and the significant effect during and after Covid-1 (McKinsey, 2020; Bachman, 2020; Sarkis et al., 2020; Reinicke, 2020) .  
[bookmark: _Toc94123192]Talent Management 	

Armstrong (2007) defined talent management as:
 “the processes of ensuring that talented people are attracted, retained, motivated and developed in line with the needs of the organization” (Armstrong, 2007).
Talent Management in another word is developing talents in your organisation. It is a process that organisations follow to attract and develop the best employees, but also improving employee retention (Niedźwiecka, 2016). 
[bookmark: _Toc94123193]A challenging climate
[bookmark: bb19]According to Clark (2016) global pandemic will have devastating impact on global economy and humans as previous pandemic such as “Spanish Flu” that led economic and health into crisis. Another research confirms the world is in the direction to another recession as COVID-19 influencing supply chain and disturbed stock market (Bachman, 2020; Sarkis et al., 2020).  It will result in many businesses require decreasing their cost of workforce ensuring they retain the best talent to recover from the economic crisis. Through the outbreak of the crisis, Covid-19 caused an increased demand for effective talent management due to the intensified challenges for internal cooperation and leadership while keeping social distancing (Caligiuri et al., 2020). This ongoing situation is challenging HR and talent management strategy, and thus it is perceived that and thus it is perceived that managing skilful workers becomes more demanding when they are affected by the crisis.

The global pandemic has significant effect on world economy with decrease of 35% in U.S and 12% in Europe (Reinicke, 2020). These financial difficulties have a significant impact on talent management.  Covid-19 pandemic have put pressure and challenges on many industries for social distancing and move to working from home. According to McKinsey (2020) research working online has become a new “norm” and majority organisations enforced working from home for most employees. Nevertheless, people working from home only accounts for a handful proportion of the total employees (Gourinchas, 2020), for the most part because working from home is not suitable for retail or factories (Koirala and Acharya, 2020) and it is impossible to adjust for many positions (Bartik et al.,2020).

Covid-19 pandemic affected every business in the world some closed down, but on the other hand other industries increased their revenue during this pandemic (Giupponi & Landais, 2020). According to latest business information Home Bargains revenue increased by 15%, therefore sales double since 2013 (financialtimes,2022). 

 The research sates that retail industry is believed to be one of the most powerful sector because on average employs 1 in 12 people. Nevertheless, as a result of COVID- 19 pandemic and all the restrictions associated retail sector is also facing difficult interruption. Besides, organisations of all sizes experienced significant revenue declines and faced enormous talent management challenges. The studies states that the pandemic has impacted significantly on talent management including cancelling bonuses, pay reductions and redundancy (Korn Ferry, 2020). These are the challenges for some degree; it already existed but increased during the pandemic.  
[bookmark: _Toc94123194]Performance Management 

Research believes performance management is unsuccessfully recognised and frequently ignored or left behind, which is why talent management is often underused which can support businesses to deal with emergencies as Covid19 pandemic (Aguinis,et.al, 2021).

However, investing effective and efficient performance management it can help the organisation during pandemic and in addition enable it to achiebe success after the pandemic ends. The result conducted of the research states that performance management and intrinsic motivation has important influence on talent management, therefore the result can affect job satisfaction, business success and downward tendency to leave the workplace (Ghaffari, 2018). On the other hand majority of employees do not feel performance management fully reflect their contribution and commitment to the business. As well as management believe their performance management system do not recognise best performance (McKinsey,2020). 

[bookmark: bbb0070]For instance, from the writer’s internal company experience with outgoing pandemic forced Home Bargains to cancel bonuses for management team across a whole country, however increase the monthly salary, still resulting in 5% overall deductions. In case of performance management, there are targets that individual store have to hit each quarter and achieved targets result in bonuses. The research states, bonuses improve employee motivation and increase of company productivity (Engellandt and Riphahn, 2011). Another previous research conducted that cancelling bonuses can contribute to demotivation and decrease in employee performance (Kong, 2014). On the other hand Home Bargains and many businesses use promotion scheme as a motivation tool as reward for a great effort (Gusdorf, 2008). It can be greater motivational tool, other than materialistic reward. 
[bookmark: _Toc94123195]Human Resource Management (HRM) and Talent Management during COVID-19


During the pandemic, HR played a key role in managing employee well-being and organisational performance at a high level. Human Resource has proven effecting impact for keeping great engagement and productivity level for employees and organisations during those difficult times. The unexpected changes showed the true value of HR and proved how vital it is to promote in flexible policies, processes and structures. The covid-19 pandemic introduces a rare chance for HR to rebuild and take the lead in increasing the business’ strength and security (Berman et al., 2016). 

Outgoing restriction and high number of people self- isolating involve increases workload (Carnevale et al., 2020). Therefore, many workers in Home Bargains have resigned during those difficult times. Moreover, Elsafty and Ragheb (2020) indicated, employment relationships can be destroyed during difficult times, which can lead to a possible employee low morale and an increase in staff reduction (Caligiuri et al., 2020; Schuster et al., 2020).

Additionally, Covid-19 resulted in extension of trading hours, previous experience of customer panic buying and being in contact with many different people created a fear in retail (Konstantopoulou, 2021). Besides, numbers of work absences increased therefore it contributes to high level of stress and burnouts for retail workers (Caligiuri et al., 2020; Shaw et al.,2020 ; Carnevale et al., 2020). HR support is crucial in those "unknown" times as they provide great support for employees and help them to adapt with unexpected and extreme changes taking place in the workplace and society. As well as reduce employee stress during the crisis (Bierema, 2020, Kopp et al., 2011; Mankin & Perry, 2004; Perry & Mankin, 2005; Schuster et al., 2020). 

According to research number of millennials entering the job market continuously decreasing, whist the ageing population is increasing in more and less developed countries in the world (Deloitte, 2005). This study suggests it will create massive underemployment across all the countries. Recruitment and retention in the retail industry is identified as one of the biggest challenges. It has been reported in the last months demand for workers in retail industry, hospitality and wholesalers drastically increased (theguadian.com, 2021) and employers have difficulty to recruit and retain due to the fact of competitive labour market. Therefore, companies aim to develop and retain loyal and skilled labour force, which in particular is a key to achieving a sustainable competitive advantage (Bell et al., 2017). Research states that if employment rate is low in certain areas, the organisations may have to do a lot more to attract new people and retain existing employees (Acigoz,2019).

 However, employees who hold valuable skills and competencies become more and more difficult to attract and retain, while the growth and development of an organization depend on having talented and experienced people. This result in the lack of employee loyalty among employers is an increasing threat to organizations in the field of talent retention. Therefore, employees lacking loyalty towards their employer can lead to a negative impact on organization and talent management (Younas and Bari, 2020).

The writer believes in Home Bargains or in majority of retail workers perhaps switching into different departments due to low contracts, work overloads and stress caused by COVID-19 pandemic and in addition for better work benefits e.g. hybrid working or more flexible arrangements. Perhaps, many retail employees switching different work environment due to fear being in close contact with other people. Nevertheless, retail workers follow government guidance and keeping the safe distance with customers, there is still a high risk that customer can transmit the virus to the retail employees (Sulaiman, et al., 2020).  

[bookmark: bb0225]On the other hand, research states that Covid-19 pandemic results increase of unemployment in result of restrictions and lock-downs (Al Harthy&Wigley: 2020).  During restrictions in hospitality and other non-essential businesses caused huge amount of loss in businesses revenues, therefore lay-off and cut pays were necessary for businesses to survive, however many closed down increasing unemployment rate in the United Kingdom (Beli, et.al.,2020). Resulting massive lay-off in hospitality sector and changing customer demand have created temporary increase in hiring in retail sector. However, effective hiring and finding the right people is a key to increase business productivity (Maurer, 2020). 

The organisation has to adapt their Human Resource practising in result of COVID-19, and understand how the uncertainty can influence employee’s experience. The organisation has to adapt a new way of attracting, recruiting, developing and retaining employees. It will be more crucial to understand how the new ways of interaction can certainly attract and retain individuals in different time to better assess the strengths of their team in order to recognise the strongest talents experiencing novelty and uncertainty. 

Many organisations have increased recruiting (Akkermans,2020; Giupponi & Landais, 2020) but nevertheless faced the pressures of a labour shortage (Giupponi & Landais, 2020). The covid-19 crisis and social distancing gave no choice to organisations, but to conduct their recruitment and selection process connected via online platforms. (Carnevale & Hatak, 2020; Maurer,2020; Richardson,2020).  It caused significant challenge for applying candidates including HR department. Many people were trained more traditional way therefore using virtual platforms might be still a significant challenge for many employees. No organisations or HRM were prepared for this type of unexpected change. In addition, conducting virtual recruitment process can be very inflexible for both sides as it is difficult to recognise person-environment fit, therefore it can create damaging effect on efficiency and staff resignation rate (Carnevale & Hatak). 

The Covid-19 outbreak obligated all businesses to make appropriate use of information and communication technologies (ICT) such as; Amazon Chime, Zoom or Google Meet. Therefore, Human Resource needs to establish suitable training and re-skilling employees with elementary ICT knowledge. According to Lund (2021) Covid-19 can speed up the use and adaptation of automation and AI in all organisation with close contact with working people, for example in retail where employees are in close contact with customers on a regular basis. That is why it is so important for organisations to tackle ICT and make it available to every employee to benefit and support their tasks in present of unpredictable times. Current research indicates the importance of using AI in HRM during a pandemic crisis, and has advocated using the most effective online tool will benefit management operations and practices at the same time keeping social distancing and employee’s health and safety (Devyania et al., 2020).  On the positive side increasing the use of AI and new technologies effectively improves efficiency and productivity in HR tasks for instance recruiting, storing database, planning and managing talents (Udobong & Sarwani, 2020). 

The purpose of the technological use is to conduct recruitment process or business meeting to reduce the human contact. According to McKinsey (2021) research states technological skills increase by 2.2%, and manual work decreased. This confirms it is possible that a pandemic may change the way we work permanently in the future. Besides, as claimed by Deloitte (2022) the use of technology and Artificial Intelligence will be the new future of post pandemic work.
 
As stated previously a retail industry  create employment opportunities for many people, therefore HRM role in retail environment is more challenging due to COVID-19 pandemic. For managing covid-19 cases to low level it is crucial for human resource to plan, design and train front-line employees. COVID-19 poses great challenges for HRM, and besides opened up new opportunities to be worth exploring and worthwhile understanding that can help organisations guide their future activities. The research of Demirkaya and Aydın (2006) believes the world emergency as pandemic could develop new opportunities for future growth.
.
One of the most challenging tasks for HRM is to adapting the new hires to new policies and procedures and the transition to remote working. In addition HRM have to ensure they communicate with employees and review their training needs that supports during the pandemic crisis. Another duty for human resource department is ensure health policy in up to date with Covid-19 pandemic. HRM has to make sure appropriate health and safety policies are adapted. Promoting health and safety in the workplace is a key activity in human resource management, and the benefits of a safe and healthy work environment include many benefits such as increased productivity with fewer sicknesses and job losses, better ownership will lead to more employee retention.

 For instance, retail industry TJ Morris trading as Home Bargains introduced new Covid-19 policy to support their employees’ health and safety due to coronavirus pandemic. The new policy includes two weeks extra pay if absence employee has to self-isolate or confirmed case of virus. Therefore, absence will not affect their attendance. In addition, all home bargains staff received 10% pay-raise for dealing with uncertainty and unknown (employeebenefits, 2020;CIPD, 2022). 

Directing into post pandemic HRM should aim to assess the financial side of the business such as cost structure or cash flow to create a suitable plan for the business to survive thought the crisis. Research states the covid-19 did not only bring all negativity but also this situation improved technological transformation in several fields of work. To keep the business successful technology is a key to for the new normality. The discovery of Pan & Zhang, (2020) that HR managers need to urgently consider if internal business processes fully support the automation and use of AI. All HR tasks such as employee recruitment and online selection, performance management, and monitoring must be implemented in a more optimal way to contribute to the strategic business decision-making process. Therefore, HR leaders have a duty to react fast and implement the suitable system.

The state of critical time during covid-19, the involvement of HRM professionals as well as local governments has the power to recognize effective policies and procedures that are relevant to managing employees in difficult times and emergencies (Mann & Islam, 2015; Goodman, et al., 2010; Bailey & Breslin, 2020; Caligiuri et al., 2020).The responsibility of Human Resource Management is to create specific policies that they have never experience such us leave protection law (Caligiuri et al., 2020; Carnevale et al., 2020; Schuster et al., 2020) . Besides, some could associate to succession planning (CIPD, 2022), It allows accessibility of competent employee, who is trained to be able to take higher role when available (Bolander et al.: 2017, Ali & Mehreen: 2018). This process helps the organisations in retaining and developing the internal talents and supports the business with replacement in the future, in order with COVID-19 increasing cases. For instance, Home Bargains trains competent team members to be able to cover management roles in case of high numbers of absences. In addition, this company introduced new management positions such as “Team Leader”, which is combining two positions (Leads Sale, Supervisor) into one. 





[bookmark: _Toc94123196]Conclusion 
In conclusion, HRM have significant role for employees and an organisations. Especially, unexpected world crisis that caused covid-19 pandemic, forced HMR to act quickly to create new procedures and policies that they have never dealt before to keep employees safe and organisations profitability. In those difficult times, health safety & policies are crucial, and every employee should have been effectively communicated due to risks of catching/passing the virus and high rates of mental health issues as a result of pandemic. It is vital for HRM to maintain employee well-being as stress and fear will not disappear quickly even in post-pandemic times. Besides, the information technology supported HMR and business to bring a small amount of “humanity” during the pandemic. Using Zooms and other communication online platforms help workers to communicate and have that “human contact”, which could reduce loneliness that could again lead to mental health issues. This study believes that the HRM future is the use of information technology in business. Overall, the coronavirus pandemic strengthen HRM practises, strategical thinking and planning for the uncertainty and exploring further how to manage employees human resources during such a difficult times.




[bookmark: _Toc94123197]Recommendations
Training and development is plays a vital role for the Human Resource Management, with the main priority on preparing organisations for post COVID-19. According to survey three-quarters of workforce for the first time used online platforms during the COVID-19 crisis enounce they will continue using them even when pandemic will end (McKinsey, 2021). HR practitioners should consider upgrading their current labour force with transferable and specific skills that will give them a competitive and adaptable advantage to upcoming and unpredictable changes. These skills enable workers to be re-employed elsewhere while in the crisis. This would help to decrease the need for organisations to take urgent and unnecessary actions, such as layoffs and pay cuts. COVID-19 proved how important the impact of the use of technology influence our lives and work life, and many believe technology is the new future of work (McKinsey, 2021, Deloitte, 2021, Thaha, 2020). A main recommendation for HRM is to identify specific training and development needs for workforce to gain appropriate technological skills (Hamouche2020).

It is recommended for Human Resource Management is to aim to develop successful wellbeing programs that protects employee’ mental health (Hamouche, 2020). The Covid-19 outbreak has caused unexpected changes to the employees work and organisations. Returning to work it resulted in adaptation of new the rules and habits to ensure health and safety of employees is guaranteed. It is recommended for human resource to take the crucial steps to provide high level of health and safety. The Covid-19 pandemic had significant impact on well-being of employees and it could even result in the long term affect. It is important for human resource to focus on physical and as well mental health condition, as HR's role is to take the necessary steps to ensure the safety and well-being of employees due to Covid-19(CIPD,2022). 
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