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Corporations have modified human resource policies on employee retention due to enforced Covid-19 containment measures and online working practices. Covid-19 pandemic impacts established recognition programs that increases employee retention (Florentine, 2020). Human resource specialists have adopted new hyper relevant recognition measures applicable for formal and information practices. The policy impacts types of rewards, financial incentives, celebrating remote working to effectively engage employees through recognition program. Covid-19 impacts recognition policy like the type of rewards can be availed once in a month or in quarterly basis depending on the spread of the disease (Hastwell, 2020). Besides, the retention policy is revised to advocate for reduced financial inducements due to poor economy and contactless celebrations to combat the spread of the illness. Remote working recognition programs are now accomplished through emails, phone calls and online celebrations. Therefore, online working and Covid-19 impacts formal and informal recognition programs as an employee retention strategy. 
Professional Development Policy
Employees are encouraged to retain their jobs in companies by being offered development opportunities towards their career or professionalism. However, online working practices and Covid-19 contactless measures have altered the methods used to provide development opportunities. Employees can and new proficiencies and grow by creating time repurpose towards individual profession (Elsafty and Ragheb, 2020). Presently, employees are given opportunities to learn through virtual trainings to equip employees with new skills. Human resource development policy is also done by hosting online conferences, where specialists educate employees on selected topics (Wilson, 2021). Besides, employees are arranged in teams to learn from online material (Newman and Ford, 2021). Previously, the development policy advocated for physical trainings and conferences, but online working has eliminated this culture. Professional development policy increase employee retention because of motivating workers. Besides, the productivity increases as workers gain new abilities of approaching respective duties. 
Perquisites Policy 
Provision of benefits to employees positively impacts corporate retention rate because workers feel valued beyond the services offered. Online working has impacted perquisite policy, where employees are given flexible working schedules, but must consider tight deadlines (Stella et al., 2020). Therefore, workers can perform corporate duties without supervision and within the given duration. Covid-19 pandemic has also impacted perquisite policy because corporate duties are accomplished by working remotely (Svensson and Danielsson, 2021). This is a new corporate culture that companies provide as a benefit, and a strategy to reduce physical interactions among employees towards reducing the spread of Covid-19. Employees value their duties when working remotely, which increases productivity (Svensson and Danielsson, 2021). Perquisite policy also advocates for paid leaves, where employees receive salaries without working. The policy advocates for weekly and monthly paid leaves depending on health status of employees (Florentine, 2020). Health is a major among employees, where workers are allowed to skip jobs and seek medical attention due to Covid-19 pandemic. Companies have also established safety and wellness programs that are conducted virtually within perquisite policy to support employees when affected by Covid-19 (Chaturvedi and Rathore, 2021). This enables employees to value a frim and individual responsibilities, which reduces turnover.
Defining Roles and Responsibilities
Online working enables companies to effectively delegate critical duties and planning for back-ups if some workers require time off. There are various health concerns associated with Covid-19, where employees may require time off to accommodate these needs (Stauart et al., 2021). Therefore, firms plan the duties to delegate by assuring sick employees to take adequate time needed to health, while health workers can share complete available duties (Rangachari and Woods, 2020). Besides, complexity of duties and critical tasks are assessed and workers allowed to perform duties based on their professional capabilities. Workers feel appreciated by performing duties based on personal abilities ta flexible work schedules. Therefore, the plan ensures continuity of the business and raises employee retention.
Remote Working Practices  
The human resource department has adopted new practices concerning employee wellness when working from home. Workers are supported through constant check-ups through emails or phone calls to ensure that employees handle respective duties effectively (Chanana, 2020). This increases interactions between workers and employers. The check-ups are done to ensure that workers have adequate resources for tackling specific duties. Besides, employee health wellness is now considered than before. The practice impacts a sense of value to workers from corporations, which motivates then to work hard. Additionally, remote working practices aid in increasing engagements between human resource department and workers (Wilson, 2021). Employees are engaged by being supplied with up-to date information concerning their duties and requested to give opinions related to work (Chanana, 2020). These practices ensure that improve relationships between employees and employer, which ensures that workers are considered. Increased relations between workers and employers raises employee satisfaction and personal value towards work. Remote working practices are applied to retain workers through engagement and sense of value during the Covid-19 period. 
Information Dissemination Practices
Human resource department has a crucial role of ensuring works can easily access information related to their working. During the Covid-19 era, communication and dissemination of information to workers is more valuable than before due to elimination of physical working to online (Ahmed et al., 2020). Presently, communication is done virtually through video calls and emailing. This practice ensures workers access essential message because physical chains of conveying information are reduced. Online working practices have substituted traditional in-person conversations and meetings. Therefore, communication is done using zoom and Microsoft tools, which improves the effectiveness of disseminating information (Danilova et al., 2020). The practice increases interactions between workers and the company, which retains personal attachments to a firm. This results to employee retention because individuals remain attached to the firm. 
Inter-personal interaction between employees has improved, which increases dissemination of essential information. Through online working, employees exchange information during and after working periods (Wilson, 2021). This ensures that workers pass information related to specific duties. Employees are willing to share ideas of tackling duties and checking on each other’s wellbeing, which make them feel part of a company. This ignites a sense of belonging between workers and increases team work, which is a human resource practice of retaining employees. 





Figure 1: Impact of Covid-19 and Online Working on HR policy- Employee retention 
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Literature Review
Selection and Recruitment Practices 
The human resource practices of hiring and selecting proficient employees is impacted by online working and Covid-19. Online working requires employee to have skills like computer techniques to enable them handle specific tasks (Chanana, 2020). The existing workers without required abilities are fired by companies, while new workforce is hired. This human resource practice affects employee retention because some workers quit due to lack of skills to avoid humiliation of being fired (Howe et al., 2020). Besides, the contracts between employees and employers are violated when workers are fired due to lack of skills. Existing workers without skills perform poorly in their duties, which affects worker retention. 
Remote working and Covid-19 limits physical interactions between workers and employers; therefore, individuals are unable to track their contracts (Serrano and Kazda, 2020). The practice results to increased turnover, hence, affects retention. Presently, employees are virtually recruited and selected, which makes it hard for individuals to are unable to assess potential areas that could fit their abilities (Rassiene et al., 2020). Researches that focus of virtual selection and recruitment indicate that lack of physical interacts reduces the confidence of new recruits towards job security. When employees are not sure about security of their jobs, chances of quitting are high.  
Security of Employees
The human resource practices provide essential resources to employees with disabilities like favorable working environment to increase personal performances (Banks et al., 2021). Due to Covid-19 lockdowns, disabled workers are forced to work in remote areas, which are unfavorable to them (Carnevale and Hatak, 2020). The conditions of remote working do not align with employee’s needs and preferences due to reduced job autonomy. Employees are virtually supervised; therefore, managers are not aware of the challenges affecting employee in remote working. Virtual supervisions do not fully address issues affecting workers like providing resources to disabled people. Therefore, employee needs are not met, which affects personal performance and retention policy. 
Responsibilities and duties of disabled employees in online working are not effectively described, which makes it makes it hard for employees to tackle duties as expected (Turk and McDermott, 2020). Workers are facing challenges related to overall direction of work due to virtual monitoring and supervisions (Banks et al., 2021). These practices reduce the abilities of workers to perform as expected, which affects retention because workers are not fully engaged and satisfied with human resource practices. 
Training Practices 
  Employees working in online platform require computerized abilities to handle different tasks. The human resource practices on training employees are altered by Covid-19 pandemic. Therefore, workers are subjected to virtual trainings or conferences to acquire specific abilities (Wolor et al., 2020). Virtual trainings entail theoretical strategies of applying abilities and some demonstrations. Therefore, workers are required to comprehend the ideas and apply the skills in handling tasks. Besides, the trainings are offered in reduced intervals compared to physical trainings before Covid-19 (Costa et al., 2020). Workers lack the effective measures of utilizing learned abilities virtually in handling duties under strict deadlines. This affects the performance of workers, which increases dissatisfaction and engagements of workers.
 Lack of constant and effective training practices affects the ability of workers to value and embrace duties in online working (Chanana, 2020). Companies report increased dissatisfaction from workers because lack of proper job descriptions and trainings that enable individuals to handle duties as expected. Therefore, workers are seeking companies offer trainings to employees, which reduces employee retention practices. Covid-19 limits the provision of physical training, which forces workers to secure jobs to sustain their lives. Employees must be constantly trained, especially in online working and change of working environment. Reduced training reduces the ability of workers to engage with employers because relationships are limited, which makes them feel dissatisfied (Barnes, 2020). Therefore, companies cannot protect from sourcing corporations that offer physical training, therefore, affecting employee retention policy. 
Rewards and Compensation Practices 
Remote working has reduced competition between employees and provision of rewards by corporations. Online working and the presence of Covid-19 pandemic has affected employee retention policy due to reduce compensations and rewards (Kniffina et al., 2021). Covid-19 has affected the economic performance of organizations, which impacts the provision or rewards. In remote working, worker’s professional boundaries are weak because workers are forced to perform duties in weekends. These practices increase the weekly hours that employees are expected to work, but the compensation of these practices are uneven (Benfer and Wiley, 2020). Workers with proficiencies in online working are overworked compared to those with limited abilities. However, the monetary funds provided do not effectively compensate employee hard work. Therefore, employees are seeking for corporations that compensate hard work efficiently.
Virtual monitoring practices adopted by human resource practices reduce rewards like bonuses and overtime (Pandey and Pal, 2020). This is because workers work and submit tasks virtually; therefore, physical hard work. Employee rewards are also affected by application of new short-term contracts given to employees. Therefore, workers lack solid strategies of securing rewards because they are virtually selected without physical interactions, which makes it hard to confront managers. Workers are unevenly compensated in issues related to health like paid sick leaves. Employees are vulnerable to Covid-19 illness or other disease, which affect their availability to perform duties (McMahon et al., 2020). The human resource practices fail to compensate workers for these health issues. Employees on the other hand feel dissatisfied. Failure of human resource to compensate workers during the Covid-19 period like before affects productivity and engagement of workers. Therefore, employees are willing to find jobs in companies that are willing to compensate health and sick leaves. 
Resolving Employee Disputes 
Human resource practices of monitoring employees in determining the issue affecting workers are done virtually. Therefore, physical issues affecting workers like internet issues or lack or resource to accomplish issues. Virtual monitoring of workers is ineffective in determining actual issues compared to physical environments (Elayan, 2021). Workers feel dissatisfied when working online because their issues are not considered. Companies that solve issues affecting employees encourages employee to retain jobs. Covid-19 pandemic and online working have severe impacts on human resource practices, which makes employees to source companies that are effective in addressing the policies.

	Proposal and Areas of Further Research
Problem Statement
The Covid-19 pandemic and online working has negative impacts to human resource practices in relation to employee retention. Corporations have less knowledge concerning the working conditions of workers and different resources required for online working (Dirani  et al., 2020). This is facilitated by lack of human resource strategies of monitoring workers in remote areas in relation on health and productivity. Besides, human resource practices like continuous trainings and rewards are ineffectively accomplished due to Covid-19 and online working, which affect employee retention (Gigauri, 2020). These issues have weakened the ability of workers to remain attached to their companies. The relationship between workers and employers have widened due to remote; which, generates mistrust because employees are not sure about job security. Therefore, implementation of human resource practices affects employee retention. 
Objectives
1. To investigate whether and how employees are entitled to continuous training during Covid-19 pandemic. 
2. To identify whether and how health and safety human resource policy is applied to protect workers in online working environments. 
3. To determine whether employees are rewarded or compensated when working remotely by companies during Covid-19 pandemic. 
4. To investigate whether employees are utilizing skills and resources used in physical working area during online working. 
5. To investigate whether workers are entitled to salary increment and the rate of job security during Covid-19 and remote working.
Methodology
There are different methodologies that can be used to investigate the impact of Covid-19 and online working towards employee retention. Interviews and qualitative methods of research can be used to determine by various companies to collect data from employees concerning human resources policies and practices (Diab and Al-Enzi, 2020). The rate of employee turnover and productivity can be evaluated using the questioners and interviews. 
Questionnaires can be distributed through emails and google tools to employees working in remote areas to assess productivity and rate of turnover (Inuaesiet et al., 2021). Some workers are forced to work with families or in separate rooms at home, which cause distractions and affects productivity. The lockdown imposed due to Covid-19 safety protocols limit employees from making choices of working from offices (De Leon, 2020). Such situations offset workers by making them unhappy and dissatisfied. Human resource practice of addressing the issues affecting employees when working are not accomplished. Therefore, employee supervision and monitoring is not done by companies to ensure that individuals have harmonious working environments. Therefore, implementation of human resource practices that increase satisfaction and productivity are not achieved. 
Employees can be interviewed to provide details concerning rate of upgrading skills related to the duties handled during Covid-19 that aid in online working. Due to lock down and containment measures companies can request workers to visit the company one by one for physical interviews. In critical periods like complete lockdown, employees can be interviewed through phone calls. Workers can be requested to discuss how remote working environments impacts job performance and team work. Besides, the practices of human resource in training workers, and issues concerning salaries or rewards.   
Online surveys can be conducted to assess the changes in human resource practices affecting employees in remote working (Inuaesiet et al., 2021). Covid-19 safety measures also ensure that workers respond to issues affecting employee performance. Some factors like poor performance due to unfavorable working areas at home should be addressed using survey questions. Employees can be requested to describe how human resource policies like employee safety and health is addressed when working online working during Covid-19. 
Research Gaps
There are various research gaps that can be identified when investigating how human resource practices and policies are impacted by remote working and Covid-19. Companies that unable to integrate advanced technologies in employees new working environments to increase productivity and reduce mental stress of handling tasks without proper equipment (Feng and Savani, 2020). The methods used by organizations to research and investigate impact of Covid-19 and online working towards employee retention should be different. Corporations should understand specific issues affecting employees that the importance of addressing the issues. The effects caused by lack of professional boundaries between workers and employees should be addressed in relation to employee retention (Zhong et al., 2021). The types of data collected in relation to human resource practices and employee do not fit all companies. Different companies have adopted separate methods of collecting data, which produces different results.  
Recommendations
Corporations should address human resource practices and policies that undermine employee retention during the Covid-19 era and online working. Some practices and policies should be amended or enactment of new regulations to accommodate remote issues that affect employees when working (Adikaram et al., 2021). For instance, hybrid working from home options should be considered to ensure workers have working alternatives. The policy will address issues like job security where workers can know company progress towards contracts and trust or relationships with employers. 
The human resource practice of providing resources, technological advances and employee wellness should be reviewed to establish better ways of increasing employee productivity as assurance of securing jobs in the company. Companies should develop new structure and strategies of monitoring employees in Covid-19 period to address retention policy (Hamouche, 2021). The strategy should align with technologies used in online working to ensure that all workers are engaged. Clarity of working hours for employees should be addressed by human resource experts to ensure that workers are able to balance personal and official duties. Compensation policy should be evaluated by human resource to ensure that employees working extra hours online are rewarded.  
Areas of Further Research
Clarification and specification of the types of companies that can be used to research and investigate the impact of human resource policies and Covid-19 should be given. This is because, some corporations interact with workers more, while others have few workers due to installation of advanced technologies. For instance, service and consultation companies can be used in this research to provide wide data. These organizations should be advised about the most appropriate method of collecting data when addressing human resource practices concerning employee retention. This is to ensure that data from the company and employees in integrated.
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