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ABSTRACT

This research article attempts to review the existing literature and further extend
the scope of management research by identifying the emerging HR trends that
are likely to impact the future of work, exploring the impact that the pandemic
exerts on virtual employment practices, and identify the factors that enhance
employment experiences in a virtual workplace in post-Covid scenario. The
research identified certain trends that are likely to impact work approach in the
post pandemic scenario, such as increase in remote work, greater tracking of
workers, emergence of new top-tier employers, and expanded use of contingent
workers. The research also identified certain factors enhancing employment
experiences in a virtual workplace, namely- the degree of social cohesion of the
workforce, the extent of communication and coordination among the members,
the level of mutual trust, and the degree of knowledge, experience, and skill
sharing, all of which collectively affect employee performance and the results
achieved. This study indicates the need to develop strategies, training programs,
and HR policies to give greater emphasis to interpersonal interactions during
implementing virtual work practices, to take measures to improve effectiveness
of virtual communication, and to train workforce to schedule their work at home
more efficiently.

Keywords: Impact of Covid-19, Virtual Employment Practices, Virtual Work,
Remote Work, Human Resource Strategy.

INTRODUCTION

Organizations continuously adapt to the improved operating procedures, new
business models, updated regulations, and better exponential systems, based on
technological development and human experience, to bring sustainable changes

at behavioral, cultural, and organizational level as an attempt to compete and
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survive in globalized markets (Victor et al., 2021). With the increasing

globalization of business, it is becoming more and more common for diverse
employees and teams to use technology to cooperate and communicate with each
other, to coordinate their activities (Ahuja & Carley, 1999). In a more globalized
and diversified world, prompt advances in the field of information technology
have transformed the work model and environment from traditional Work From
Office to non-traditional Work From Home or working through a remote virtual
center (Ahmed & Bedawy, 2015).

In addition to planned transitions in business models and work arrangements,
unforeseen events, such as the recent outbreak of pandemic, often force
organizations to change the work environment and develop new strategies for
managing performance at the workplace. The pandemic has strongly impacted all
organizations and created an intricate and challenging environment for human
research practitioners and managers, who need to find efficacious solutions to
maintain the stability of their organization. With social distancing, travel bans,
virtual meetings, virtual teams, and remote work becoming the new norms to
contain the global pandemic, dramatic transition was evidenced at workplace and
organizations of all sizes and industries faced the need to develop new strategies
to rapidly adapt to a predominantly virtual employment practices.

Virtual employment practices or arrangements, where an employee works
remotely from other co-employees and managers using modern technology, are
now a reality in the current global and corporate landscape than ever (Cascio,
2000). The virtual work environment or virtual workplace exists digitally through
virtual networks and workspaces. It has no physical existence. It is created and
maintained with the help of various technology-enabled tools to connect,
collaborate, and complete work.

Organizations also support such an approach for a variety of reasons, including
improving customer service, increasing productivity, reducing real estate costs,
environmental benefits, increasing profits, and entering more global markets
(Cascio, 2000). However, Virtual employment practices require better managerial
styles and administrative skills of subsisting leaders, including formal and
informal communication (Cascio, 2000). Hence, virtual employment practices are
not always suitable for all organizations, jobs, managers, and employees (Cascio,
2000); as such, organizations must consider carefully when choosing to support

or adopt virtual or remote practices (Choudhury & Larson, 2018; Rock & Smith,

2020).
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REVIEW OF LITERATURE
Adamovic et al. (2021) studied the predictive factors and conditions predicting
individuals' virtual work adoption by examining the degree to which self-
efficacy, work atmosphere, and their interactions. The results evidenced that an
effective virtual work atmosphere encourages employees with low virtual work
self-efficacy to enhance their virtual work engagement and experience.
Bennett (2021) studied the pandemic impacting organizations from a
“multidisciplinary approach” focusing on how supporting technologies,
continuity plans, and employee health/safety and welfare have shaped human
resource management practices. The author challenges human resource managers
to turn to models with great flexibility in work practices by appropriately
removing the organization’s dependence on the physical structure.
Emanuel and Harrington (2021) studied the call center employees of a large
US company, including those who suddenly moved from Work from Office to
Work from Home due to Covid-19. The research observed that the average
productivity of remote workers was lower than that of office workers. They
concluded that remote work has an adverse selection effect and that more
productive employees prefer to work in the office.
Gibbs et al. (2021) used the personnel and analysis data of more than 10,000
skilled Information Technology professionals to study the impact of working
from home on productivity. The study observed that working hours have
increased by about 18% and productivity has fallen by 8%-19%. Compared with
employees without children, employees with children at home have more
working hours and a greater decline in their productivity. The productivity of
women employees has fallen even more. The time spent coordinating activities
and conducting meetings increased significantly, while uninterrupted working
hours have been greatly reduced. The results of the study raise key issues that
companies need to address when implementing virtual work policies.
Jooss et al. (2020), in their paper, systematically and comprehensively reviewed
100 articles on flexible work arrangements. They asserted that global human
resource functions must be considered in response to unstable changes such as
the COVID-19 pandemic, through remote work arrangements, to support the
development of strategies and sustainable considerations for organizational

mobility.
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Lund et al. (2021) conducted a study to examine how the pandemic acceleration

trend will reshape the future of work in the long run by exploring working trends
in eight economies with different business and labor market models: United
States, United Kingdom, Spain, Japan, India, Germany, France, and China. The
study concluded that after the pandemic, jobs in closer work areas may undergo
greater changes, and the shift in business models will trigger a chain reaction in
other work areas.

Minbaeva (2021) published a paper focusing on three emerging global trends,
namely virtual workforce, adoption of digital trends, and artificial intelligence,
aiming to study their overall impact in the context of post-pandemic scenario and
emerging HRM strategies. In addition, it discusses potential paradigm shifts that
can ultimately provide HR practitioners with the knowledge needed to deal with
the disruption caused by these trends.

Newman and Ford (2021) observed that leading virtual teams in diverse home
office environment is quite dissimilar from leading work teams in a traditional
face-to-face office environment. HR managers must be aware that when
workforce is dispersed, a transition in leadership style, communication
procedures, and techniques will be needed. Leaders can use the following five
recommended steps to maximize the efficiency of remote workplaces and
improve the performance virtual teams: upgrade leadership style and
communication tools for informed virtual team; encourage leadership among
team members; build and sustain a culture of mutual trust; establish and explain
new realities; and create and regularly perform consistency audits to ensure that
virtual employees conform to the organizational objectives and cultural values.
Zhong et al. (2021) carried out a systematic review of emerging research in the
field of management and human resource to explore the issues and approaches
arising during the period of pandemic. The results of this study show that the
pandemic strongly impacted traditional human resource management. The
proposition of the research nominates relevant strategies and practices to deal

with emerging HR issues.
RATIONALE & OBJECTIVES

Although there is a large amount of research indicating the biomedical impact of
Covid-19 on the safety, welfare, health, and wellbeing of employees (Casafont et
al.,, 2021), there is a scarcity of research on employment practices that

organizations must consider for long-term success in the post-Covid situation. In
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addition, as businesses continue to become more technology-dependent and

globalized in nature, there exists a need to enhance virtual employment
experiences. As such, more research is needed to understand what arrangements
can be successful in the post-Covid scenario, along with their long-term impacts
(Brynjolfsson et al., 2020). In the above-stated context, the present article is an
attempt to achieve the following objectives:
1. To identify the emerging HR trends that are likely to impact the future of
work.
2. To explore the impact of the Covid-19 pandemic on virtual employment
practices.
3. To identify the factors that enhances employment experiences in a virtual
workplace.
Therefore, this research aims to help companies understand the techniques
and methods that can be used to better support their virtual employment

experiences.
METHODOLOGY

There is a lack of research studies to gain an insight of the influence of
Covid-19 pandemic on employees’ virtual practices. Keeping this in mind, the
researcher based her current study on recent research on the impact of the
pandemic on Human resource policies and practices. As classified by Grant &
Booth (2009), the research methodology adopted in this article is of the nature of
general literature review that systematically and comprehensively examines
recent and relevant literature. This article is characterized by the narrative form of
its review.

The search for articles was manually carried out in international electronic
databases including Semantic scholar and Web of Sciences, as these are
academically considered to be the most recognized and widely used databases,
covering of high-quality peer-reviewed management journals (DeJesus et al.,
2018). The researcher used a set of keywords like “coronavirus” or “Covid-19” or
“pandemic” and “virtual employment practices” or “trending HR strategy” or
“remote work”, combining them to search for various articles.

Articles relevant to current research topic providing studies regarding the
influence of Covid-19 on virtual employment practices were chosen, focusing on
articles published recently between October 2020 and September 2021. The

search initially returned 48 articles. Keeping in mind the purpose of the current
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research, the researchers analyzed articles that help build bridges between

management, business, human resources, and employment practices. In the
process of selection, articles concerning bio-medical impact of the pandemic
were ignored; non-English and duplicate articles were excluded. Finally, 9
articles were reviewed and included in this article.

The researcher must admit that either due non reflection of searched
keywords in the title or keywords of the articles or due to the unavailability of the
database, or due to oversight, the search process might not have succeeded in
analyzing all articles published on the current topic. However, the researcher is
confident to have covered most of the relevant articles published during the
research period, which allows her to outline the existing literature, theories,
trends, and research gaps.

RESULTS AND FINDINGS

The support for virtual work practices seems to accelerate abruptly in the
post pandemic world. As compared to working together in a normal physical
workplace, a successful virtual work practice requires an understanding of the
differences in personal experience. In order to avoid affecting team performance,
employees need to react to differences and find alternative operating methods
with the support of their managers and employers. Therefore, human resource
managers need to be challenged to rethink their approaches to recruit and manage
skilled workforce.

The research identified certain human resources trends that are likely to
impact the future of work in the post pandemic scenario. First, the future of work
seems to be flexible, and the virtual work environment will continue to exist.
Second, organizations are expanding data collection to increase passive tracking
of their employees. Third, a new class of top-tier employers is emerging in the
post-pandemic world, desiring to balance currently, the future concerns about the
long-term impact on their brands. Fourth, organizations are expanding the use of
contingent workers to provide greater flexibility in workforce management.

Virtual employment practices provide each member of the virtual team
with an opportunity to become a leader by successfully responding to
transformative management style. This includes creating a strong team hierarchy,
empowering and mentoring the team, involving them to participate in setting
team goals and decision-making, and supporting them to actively reflect on

results. Virtual practices can be more challenging for employees with less
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experience, shorter tenure, and jobs that involve a lot of coordination and

collaboration.

Virtual work practices affects team dynamics and social interaction, the
degree of harmony and disputes, and the quality of communication and
coordination. All these factors affect employee performance and the results
collectively achieved by them. The effectiveness of virtual work practices
depends on various factors, such as the degree of the social cohesion of the
workforce, the extent of communication and coordination among the members,
the level of mutual trust, and the degree of knowledge, experience, and skill
sharing. When people work in a virtual environment, these factors seem to be the
most vulnerable and thus, are needed to be consciously understood and actively
managed.

CONCLUSION

This research aims to help organizations get an insight of the emerging
HR trends that are likely to impact the future of work (i.e., increasing adoption of
virtual & remote work, increased tracking of employees, emergence of top-tier
employers, and use of contingent workforce) and to identify the factors that
enhance employment experiences in a virtual workplace (i.e., social cohesion,
communication and coordination, mutual trust, and knowledge and experience,
and skill sharing among the members). The research findings evidenced
challenges for less experienced employees in implementing virtual employment
practices that provides scope to future research to search for measures to resolve
those challenges. Further, this study indicates the need to develop strategies,
training programs, and HR policies to give greater emphasis to interpersonal
interactions during implementing virtual work practices, to take measures to
improve effectiveness of virtual communication, and to train workforce to

schedule their work at home more efficiently.
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