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Corporate Human Resources Strategy Before and After 
Covid-19 2020-2022 

 

YUH-SHYANG Lin 

 

Wenzao Ursuline University of Languages, 2022 

Abstract 

Human resources played a significant role in operating a company. Human 

resources covers many parts, from employee recruitment, formulation of the 

company's manpower plan, salary, welfare, training, labor relations management, and 

finally retirement. The main question of this research is that has the company's human 

resources changed before and after the 2020- Covid-19 pandemic? Is the evolution of 

human resources management inevitable? If it were not for the impact of the 

pandemic, would human resources management change? Or the pandemic has led to 

the acceleration of changes in human resources faster than before? This paper 

reviewed the texts and compared the human resources before and after the Covid-19 

pandemic, and used qualitative in-depth interviews as the research methods. 

The findings are, first, the evolution of human resources is inevitable, in order to 

cope with the wave of globalization, many human resources content has changed 

significantly. Second, pandemic is a catalyst for changes in human resources 

management and it accelerated the whole process. Third, the pandemic can be seen as 

a watershed moment, during which human resources management has developed 

many new policies to cope with the changes in the general environment. 

In sum, this research suggested that all kinds of business strategy must adapt to 

the changing world, it is the key for the survival of corporates. 
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探討公司人力資源策略 2020-2022的改變 

 

林鈺翔 

文藻外語大學國際事務系 

 

摘要 

人力資源管理，在經營公司中有著舉足輕重的地位，同時人力資源管

理也涵蓋了很多層面，上從員工聘用；到制定公司人力需求計畫，薪資福

利、培訓養成、再到勞資管理關係、最後員工退休撫卹，這些都是人資管

理的工作範疇。本篇文章主要探討的問題是，疫情前後公司的人力資源管

理有何變化嗎?人力資源管理的演變是必然嗎?假如沒有疫情的影響人力資

源管理會有變化嗎?又或者是疫情的催化導致人力資源管理的變化加速，最

後是疫情的發生讓人力資源管理有何新的配套措施，讓公司繼續營運下去。

本文回顧文本，比較 2000-2022 前後的人力資源管理文本，以及使用質化

深度訪的方式來做為本文章的研究方法。經過深度訪談以及文本探討以後，

筆者發展出以下三個觀點，第一是人資管理的演變是必然的，為了因應企

業全球化的浪潮，許多人資管理的內容都有了明顯的變動。第二疫情是人

資管理改變的催化劑，是可以確定的疫情前人資管理就有許多改變，疫情

加速了整個進程。最後是疫情可視為一個分水嶺，在疫情期間人力資源管
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理發展出許多新政策，來因應大環境的改變。 

 

關鍵詞:人資管理， Covid-19 ，公司人力資源管理 
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Introduction 

Background 

Globalization brings economic growth and new development of society and 

business relation. The international company combined with lots of factor. Including 

Factors of production: 8M elements: Man, Machine, Money, Material, Method, Moral, 

Market and Management, etc.
1

 Management elements: planning, organization, 

leadership and control, etc. Efficiency factor: that is, the pursuit of high productivity 

(Productivity). Risk factors: The enterprise itself is risky because it operates in an 

uncertain environment say. Profit factor: the enterprise aims to pursue the maximum 

economic profit.
2
 

Among them human recourse is playing a significant section. human resources 

management plays an important part in the company, whether it is the employment of 

employees, or the dismissal is handled by human resources management. In addition, 

the most important capital of the company is employees, so human resources 

management is a very important part of the company
3
. But after covid-19 the situation 

is totally different. All industries have suffered huge losses due to the pandemic, so 

                                                      
1
David P. Lepak Kaifeng Jiang, Jia Hu and Judith C. Baer, "How Does Human Resources Management 

Influence Organiizational Outcomes? A Meta-Analyttic Iinvestigation of Mediating Mechanisms,"  
(December 2012). 
2
 Anandhi S. Bharadwaj, "A Resources-Based Perspective on Information Technology Capability and 

Firm Performance: An Empirical Investigation,"  (Mar., 2000). 
3
 Brucw E. Kaufman and Benjamin I. Miller, "The Firm's Choice of  Hrm Practiices: Economics Meets 

Strategic Humanresources Management,"  (April 2011); ibid. 
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we should re-examine the company's operating ethics, in which human resources play 

a significant part, and we should think about how to create benefits for the company. 

Therefore we need to consider if we need to downsizing or not, or maybe we can hire 

more employee to create more profit for the company. Besides we also can consider 

about investment in two different sights, first if we are facing a problem like covid-19 

we can get more investment to create more profit to balance company’s income.
4
 In 

the other side we may also consider reducing investment or not, because when 

company spend less money it also can let company save more money it can also 

balance company’s income
5
. 

The purpose of this study is to provide "strategic people" from a practical point 

of view, in corporate practice the fracturing practices related to the human resources 

management system are used as a reference for human resources practitioners.
6
 In 

academics In terms of research, we also hope to assist future scholars in their research 

and provide practical actions in the industry Suggested direction.  

Motivation 

The drastic changes in the external competitive environment make enterprise 

organizations more flexible in order to grasp the pulse of the market in response to 

                                                      
4
 Mark A. Youndt and Scott A. Snell, "Human Resources Configurations, Intellectual Capital, and 

Organizational Performance,"  (Fall 2004). 
5
 Laurent Taskin and Steve Vincent Yves Hallée, "A Renewed Approach to Human Resources 

Management (Hrm),"  (WINTER 2018). 
6
 David P. Lepak Kaifeng Jiang, Jia Hu and Judith C. Baer, "The Human Resources Architecture: Toward a 

Theory of Human Capital Allocation and Development,"  (Jan., 1999). 
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changes in the environment, when the development of scientific and technological 

equipment can no longer create an irreplaceable competitive advantage for enterprise 

organizations.
7
 The resilience of human resources is the key to the success of the 

organization, and the way to increase the flexibility of human resources is.
8
 It is 

through the accumulation and development of employee talents to enhance the 

competitiveness of the organization.
9
 

As the development of information technology has changed the operating model 

of enterprises, and the evaluation model of enterprise value has gradually changed, the 

emerging corporate assets in the era of knowledge economy regards knowledge 

resources, human resources and customer resources as important assets.
10

 From 

emphasizing physical assets to invisible intangible assets, so how to face the dynamic 

change of the operating environment, how to strategy use corporate human resources 

management to achieve corporate goals? It will be an important research topic for 

contemporary enterprises. 

After the outbreak of the pandemic, the company's operating conditions have 

become more difficult, and human resources management has become relatively 

                                                      
7
 Carolyn Wiley, "Ethical Standards for Human Resources Management Professionals: A Comparative 

Analysis of Five Major Codes,"  (May, 2000). 
8
 Marianne J. Koch and Rita Gunther McGrath, "Improving Labor Productivity: Human Resources 

Management Policies Do Matter,"  (May, 1996). 
9
 Mark A. Huselid, "The Impact of Human Resources Management Practices on Turnover, Productivity, 

and Corporate Financial Performance,"  (Jun., 1995). 
10

 James P. Guthrie and Patrick M. Wright Deepak K. Datta, "Human Resources Management and Labor 
Productivity: Does Industry Matter?,"  (Feb., 2005). 



4 
 

important
11

, so I hope to understand through this study how to maximize the benefits 

of the people in the case of self-management difficulties. 

Signification 

Modern company operation is very difficult, which involves many levels, human 

resources management is a very important part of it, so how does human resources 

management help the company? For example, during the pandemic, many companies 

cannot hold normal meetings, at this time many companies choose online meetings, 

which helps companies to hold more efficient meetings and saves a lot of money, then 

people will consider, is the conference room necessary?
12

 So all the equipment 

company assets use, these are managed by human resources, so a good people asset 

management strategy can help companies save a lot of money. 

Research question 

Nowadays, difficult to operation has been exacerbated after the pandemic, so this 

situation makes me want to talk more about how to adjust human resources to 

maximize the company's interests. 

Question: What are the human resources differences between covid-19? 

Research Purpose 

                                                      
11

 Orlando C. Richard and Nancy Brown Johnson, "Orlando C. Richard and Nancy Brown Johnson,"  
(Summer 2001). 
12

 Clint Chadwick and Adina Dabu, "Human Resourcess, Human Resources Management, and the 
Competitive Advantage of Firms: Toward a More Comprehensive Model of Causal Linkages,"  (Jan. - 
Feb., 2009). 
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Nowadays enterprises and organizations are facing a changeable situation, how 

to effectively control the environmental situation and guide the development of the 

organization challenges such as creating a good organizational culture are challenges 

that leaders need to take on. And it's worth noting, either way in a variety of 

organizational styles; leaders can assist members in "creating better performance and 

retaining good talent" often in companies a goal to pursue together. Therefore, in 

addition to innovative thinking and macro vision, leaders need to have a reason. The 

right leadership model motivates subordinates to accomplish tasks and stay in the 

organization. In other words, the management model has become one of the means by 

which the organization achieves its ends, because the company's personnel movement 

is an important part of the company. How human resources help companies remain 

competitive in a market and how it works. Besides find how human resources helping 

companies saving more profit.  

Contribution 

The contribution of this research is helping company find the best strategy to 

improve their management. Therefore this research will be used as a watershed to 

clarify the transformation of human resources management after the pandemic, and 

the differences in human resources management before and after the pandemic. 

Limit  
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A profitable company often has many factors, not only the goods sell well or 

there is a good business policy, of which human resources management also plays a 

very important role in the operation of the company, Besides, there are a few cases of 

successful case, and we can’t regard it as the most successful method .so we should 

compare the characteristics of companies with good human resources management, 

and companies without good human asset management. Through the comparison of 

the two, to prove the importance of a good person's asset management to the company 

Delimit 

There are many different sizes and different business parties in Taiwan, and my 

research will focus on small and medium-sized companies in Kaohsiung to do 

interviews. 
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Literature Review 

Nowadays human resources is often seen as a bridge of communication between 

employers and employees, whose work is extensive and requires a lot of professional 

knowledge and communication skills, and because it is often necessary to deal with 

disputes between labor and management, it is not so much a bridge, it is more 

appropriate to call it a sandwich biscuit, and it must have a certain degree of 

enthusiasm and strong psychology.
13

 We often say that human resources can be 

divided into two categories: human resources management and personnel 

management, the biggest difference between human resources and personnel is that 

the professional ability and the right to dominate affairs are different, but they all 

belong to the field of human resources, and compared with the traditional handling of 

salaries, administrative affairs of personnel, human resources need to further assist in 

leading corporate culture, create a corporate image.  

What are the human resources? 

The so-called selection, breeding, use and retention skills of human resources 

can be roughly divided into eight functions, each function to achieve different goals 

for the company, but they are interlinked with each other, and the target direction must 

                                                      
13

Denice Welch and Ingmar Björkman, "The Place of International Human Resources Management in 
International Business,"  (2015,  ).  
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be adjusted according to the different situations of each enterprise to help the 

enterprise find the right talent
14

. The six skills are as follows: personnel management, 

human resources management, enterprise structure analysis, recruitment of 

outstanding talents, corporate education and training, employee performance 

management, salary and benefit planning, and employee relationship building. 

Enterprise Architecture Analysis: If you want to understand what kind of 

employees need to be recruited for each position in the enterprise
15

 You must first 

understand the organizational structure and resources of the enterprise analyze and 

plan the manpower allocation that meets the needs according to the existing situation, 

and at the same time set the work specifications and put forward clear work content 

for all positions. 

Recruit talent in order to solve the company's talent problem, assists various 

departments in planning vacancies, through recruitment, recruitment, and according to 

the personality, ability, experience, etc. of job seekers, select suitable candidates 

corresponding to the vacancies.
16

 Corporate Education and Training: Plan internal 

training courses and formulate relevant policies, including pre-job training and on-

the-job training of employees, research and evaluate training methods or cooperate 

                                                      
14

 Rosie Cooney Ashish Kothari, Danny Hunter, Kathy MacKinnon, Eduard Müller, Fred Nelson, Krishna 
Oli, Sanjeeva Pandey, Tahir Rasheed and Lubomira Vavrova, "Chapter 25 Managingresources Useand 
Development,"  (2015). 
15

 Michel Ferrary, "A Stakeholder's Perspective on Human Resources Management,"  (Jun., 2009). 
16

 Pedro M. Romero-Fernández and Gonzalo Sánchez-Gardey Fernando Martín-Alcázar, "Transforming 
Human Resources Management Systems to Cope with Diversity,"  (June 2012). 
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with external professional vocational training consultants to provide employees with 

career advice and improve the quality and efficiency of work. Salary and Benefits 

planning according to the enterprise human resources budget to develop a salary 

system, the establishment of a fair and open salary and welfare system. Including 

bonus system, salary adjustment and policy employee benefits, they are effective 

incentives for employees to promote performance and retain outstanding talents. 
17

 

Employee Relationship Creation: Assist in establishing a good and positive 

employee relationship, familiar with labor-related policies and regulations and solve 

labor disputes side by side, become a communication channel between labor and 

management, assist employees in psychological and emotional counseling and 

counseling, and increase employees' sense of belonging and trust in the company, in 

order to improve employee productivity. 

Human resources management in the old days 

Performance appraisal and succession planning were all practices developed in 

the 1950s. Today, the environment is complex and uncertain, but many companies still 

cling to past human resources practices and are reluctant to change. "I don't think 

there are any millennial at all." Peter Cappelli", the world's leading human resources 

                                                      
17

 Mary Hartog and Diana Winstanley, "Ethics and Human Resources Management: Professional 
Development and Practice,"  (Summer 2002). 
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scholar.
18 What exactly does the boss want? Want talent to be more refined? Find 

more talent to join? In fact, it is very simple, the boss's idea is unchanged, and what 

he wants to see is the business results. The key to the success of the enterprise lies in 

the team and organizational ability, and is the organizational ability enough to be 

exerted19? In fact many human resources practices, such as performance appraisal and 

succession planning, developed in the 1950s. Today, the environment is complex and 

uncertain, and many companies are still clinging to these practices and are reluctant to 

change them. This is a topic that companies need to rethink.
20

 

For the definition and imagination of human resources, the more turbulent the 

more able to break through the siege to find a way out, human resources chooses the 

concept of incubation, will expand outward more comprehensively and even reach a 

full range of talent strategy layout.
21

 If human resources still stay in the old thinking, 

it will be difficult to exert the value of human resources and become a victim of the 

times. 

The problem that human resources management facing right now 

After many articles, it was found that human resources work could not be 

                                                      
18

 Fali Huang and Peter Cappelli, "Applicant Screening and Performance-Related Outcomes,"  (May 
2010); ibid.; ibid. 
19

 Paula Caligiuri, "Many Moving Parts: Factors Influencing the Effectiveness of Hrm Practices Designed 
to Improve Knowledge Transfer within Mncs,"  (January 2014). 
20

 Sami A. Khan, "The Future of Hr Function and the Challenges before the Hr Managers,"  (Jan., 2007). 
21

 Kendrith M. Rowland and Gerald R. Ferris Patrick M. Wright, "Perspectives on Human Resourcess 
Management,"  (1994). 
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improved because of five common problems: frequent updates of policies, and 

regulations rigid organizational management of the system inability to demonstrate 

efficiency difficult management of actions, and doubts about security risks.
22

  

Most significant is the lack of systematic tools to assist personnel administrative 

operations, most of the time has been occupied by cumbersome personnel 

management, from time to time also have to respond to a variety of strange colleagues 

to ask about the company's rules, and the final talent effectiveness goal is not time to 

take care of itself.
23

 However, in the era of efficiency and speed, it is impossible to 

bring out the purpose effect with an effective working mode, but it deepens the gap 

between human resources and the boss.
24

 

Besides, there are lots of challenges for human resources right now. Attracting 

the workforce Employee engagement has been a concern for human resources 

professionals for decades. Initial engagement metrics are on the rise, which is due to 

increased transparency and communication, but these gains are difficult to sustain as 

people's conversations shift to whether or when people return to office work. 

Absorbing talent for your business Talent acquisition is one of the top human 

resources challenges this year. Unemployment hovers at historic lows, and many 

                                                      
22

 Barry Gerhart, "Human Resourcess and Business Performance: Findings, Unanswered Questions, 
and an Alternative Approach,"  (2005). 
23

 Randall S. Schuler and Susan E. Jackson, "A Quarter-Century Review of Human Resources 
Management in the U.S.: The Growth in Importance of the International Perspective,"  (2005). 
24

 Kailash B. L. Srivastava, "Rethinking Hr: Role of Hr Professionals in a Changing Business 
Environment,"  (Apr., 2000). 
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organizations find it difficult to fill vacant positions in a timely manner during a labor 

reshuffle commonly referred to as the "Great Resignation." Competitive 

compensation and employee benefits programs are essential to attract talent to your 

organization. However, to really compete, you need to dig deeper and provide your 

employees with meaningful experiences and a greater sense of purpose.  

Managing relationships in current, workplace relationships are more important 

than ever. Supporting healthy relationships is one of the many challenges facing 

human resources this year. Companies are finally adapting to their long-term hybrid 

or remote work model, which has had a significant impact on the way employees 

interact with each other.
25

 The work model in the new economy is supported by the 

relationships established between managers and team members and their colleagues. 

Training and development strategy rapid up skilling and retraining is becoming the 

norm in the new economy. However, the world of work is evolving faster than static 

learning management systems can keep up.
26

   

The pandemic crisis and transformation 

No one has experienced such a pandemic crisis, and personal and family health 

                                                      
25

 Bruce E.Kaufman, "The Theoretical Foundation of Industrial Relations and Its Implications for Labor 
Economics and Human Resources Management,"  (October 2010)). 
26

 Maarten van Riemsdijk Anna C. Nehles, Irene Kok and Jan Kees Looise, "Implementing Human 
Resources Management Successfully: A First-Line Management Challenge,"  (2006), https://www-
jstor-
org.wenzao.idm.oclc.org/stable/pdf/41783521.pdf?refreqid=excelsior%3A220236c73e65aefbe50f20e
19ba67ead&ab_segments=0%2FSYC-6427%2Ftest&origin=&acceptTC=1. 
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has always been paramount. However, the impact on businesses due to travel 

restrictions, social distancing, and the global shutdown of restaurants and shops is also 

profound. Personal well-being often depends on the environment, in which we live 

and work, and many industries such as tourism, entertainment, consumer goods and 

consulting services are more directly affected, but all businesses must respond to this 

crisis
27

. In the midst of a crisis, stress amplifies action and leaves indelible memories, 

so the role of human resources is more important than ever. 

Recently, useful and substantive advice has been made to help provide basic 

services, such as how to work remotely and manage personal health. In addition to 

these practical tips, human resources personnel also play an important strategic role in 

responding to business disruptions.
28

 Besides pandemic just like catalysts pushing 

human resources management forward and we can separate human resources 

management’s different between old days and recently in three parts. Here are 3 key 

takeaways from human resources staff's response to the pandemic. First Caring for 

employees and protecting the business Employees are the center of gravity of any 

business, and the traditional and future task of human resources personnel is to be the 

caregivers of all employees
29

. But at the same time, human resources personnel must 

                                                      
27

 M. Srimannarayana, "Human Resources Management in Small Business,"  (Jan., 2006). 
28

 Fan-Yun Pai ；Tsu-Ming Yeh ； Cheng-Wen Chang ； Yu-Hung Cheng, "Lean Systems, Human 

Resources Management, Total Quality Management and Operational Performance: An Empirical Study 
of Smes,"  (2021 / 04 / 30). 
29

 Anil Kumar Singh, "Hrd Practices & Managerial Effectiveness: Role of Organisation Culture,"  (July 
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pay attention to the organizational structure of the enterprise, become the 

organizational architect of the enterprise, and ensure that the enterprise has the right 

culture and capabilities. Strike a balance between addressing individual needs and the 

needs of the business, and adopt policies that benefit both employees and the 

business.
30

 Second, now proceed to the shunting and plan for the next step. In the face 

of emergencies such as closures, working from home, employee illness, and cost 

reduction, it is necessary to react boldly in real time, triaging the situation to 

determine the priority order. With the necessary triage procedures, human resources 

personnel can ensure that the work that must be done is done. At the same time, 

human resources personnel should continue to plan for the next step, conceive of 

future goals, and make today's decisions for tomorrow's vision.
31

 Last but not least is 

now proceed to the shunting and plan for the next step. Make decisions alone, but let 

others be the decision makers In the midst of a crisis, how decisions are made often 

reflect underlying values. There is not always one choice between the command and 

control model and the mode of directed and cooperative decision-making. By simply 

asking others, "What do you think?" Or help decide whether to take a top-down or 

bottom-up approach. For example, a company must quickly cut labor costs by 20 

                                                                                                                                                        
2011)). 
30

 Bharadwaj, "A Resources-Based Perspective on Information Technology Capability and Firm 
Performance: An Empirical Investigation." 
31

I-Chiang Wang, "Enterprises Implement the Industry-University Plan of Human Resources 
Management - Taking the S Chemical Plant as an Example,"  (2021 / 09 / 01)). 
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percent to solve a financial crisis.
32

 Human resources can also help clarify the 

decision-making process: what decisions to make? Who makes the decision? When 

will the decision be made? And who is responsible for following up? By clarifying the 

decision-making process, human resources can ensure that the company is better 

profitable. 

  

                                                      
32

Anna C. Nehles, "Implementing Human Resources Management Successfully: A First-Line 
Management Challenge". 
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Methodology 

This paper aimed to understand human resources management has been changed 

after pandemic and what has been changed in human resources management. By 

using qualitative content analysis researchers try to discover data that supports or 

refutes previous scholars' claims, leading to new theories, arguments, and 

assumptions. Data is collected from a variety of websites, including J-STOR, Z-

library, etc., and checklists are also used to ensure their reliability and effectiveness. 

Previous scholars who have researched human resources management and its strategy 

to operate company, theories, hypotheses, and arguments are included in the literature 

review. This research is trying to contribute better understanding of the difficulty 

around human resources management is applied to interpersonal affairs management 

and welfare to enable companies to operate smoothly. The following part will go 

through using the content analysis approach also how to gather and analyze data.  

Source of data 

The content analysis for this research is to find the human resources case or 

theory in the old days and compare with the human resources in recently or human 

resources after pandemic. To see the turning of human resources is because of the 

crisis or not? Besides I will choose the human resources article or book classic form 
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the Jestor. Besides I will using airiti library(華藝線上圖書館) to be my data too and 

all the data that I chose are publish between (2000~2022). 

The interview for this research was the human resources management in Taiwan. 

There have many different scale of company in Taiwan, and it’s not every company 

suitable for this research. As for the company case that I will visit, I will choose a 

small and medium-sized enterprise of the company to conduct an asset management 

visit, and I will record the whole process with a recording.  

Table 1 The list of interviewees 

No. 
Date of  

Interview 
Name COMPANY Title 

1 2022/08/07 李○○ 雲水人間股份有限公司 
Human 

Resources  

Management 

2 2022/08/15 林○○ HOTEL Z CEO  

3 2022/08/20 王○○ 三菱汽車 
Human 

Resources  

Management 

4 2022/08/22 陳○○ 
榮紹塑膠射出成型一 

廠(股)總公司 

Human 

Resources  

Management 

5 2022/08/26 吳○○ 諾基亞股份有限公司 
Human 

Resources  

Management 

6 2022/08/28 劉○○ 世丰有限公司 CEO 

7 2022/08/30 陳○○ 聰文水產股份有限公司 CEO 
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Research Design 

Content analysis is commonly used by researchers to help understand the 

potential themes that are useful to describe an event. The particular perspective or 

point of view to see, how human resources management is applied to interpersonal 

affairs management and welfare to enable companies to operate smoothly.
33

 

In-depth interview interviews have been widely used for data collection in all 

disciplines of social science and educational research. As suggested in the literature, 

there are many types of interviews. However, this article does not attempt to study 

every type of interview. Instead, it focuses on a specific type — in-depth interviews. 

In the presentation, the speaker will briefly explain her interpretation of the in-depth 

interview and report how she used this research method to collect data for her 

research. This study is further analyses is human resources turning because of the 

pandemic, or the turning just inevitable. 

Figure 1 Progress of the Research 

                                                      
33

 Reiner Keller, "Analysing Discourse. An Approach from the Sociology of Knowledge,"  (2006). 
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Data Analysis 

Recently, it is difficult to describe the rapid changes in terms of the times, and 

the new actions of the new situation have been changed before they have become 

normal. Leaving the word 'era' alone may be a better way to describe the magnitude of 

the changes. The pandemic has hit the economies of many countries hard, accelerating 

the change of business operations, people's consumption and living patterns, most 

enterprises with a more positive attitude, the formulation of goals and budgets, to 

meet the post-pandemic changes in human resources a small number of enterprises are 

chaotic and overwhelmed, and there are very few enterprises that are not aware of the 

changes.  

From the perspective of human resources management strategies and operations, 

it is recommended that CEOs and human resources executives be familiar with the 

following six trends. Through the transformation of the essence and content of human 

resources operations, we assist enterprises and human resources departments to 

develop appropriate transformation practices. 

After the pandemic, we can find that the public's opinions are tilted at both ends 

of the scale, and in our concept, we will feel that the impact of the pandemic on the 

economy is huge, but after the interview. We can find the different attitude, when 
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human resources management facing problem. First, is using the same way when they 

facing the financial crisis. In the different way some human resources management 

create the whole new procedure to deal with the problem that covid-19 cause on the 

human resources. As we know human resources management can separate in many 

different parts In fact, it can be divided into two categories: human resources 

management and personnel management.  

Actually this problem is not serious as you think. We dealing with this problem 

by using the same way, when we facing the financial crisis to stop our loss. 

Interviewee C  

Personnel management handling changes in company personnel, assisting the 

company in inquiries and replies to personnel information, labor health insurance and 

group insurance affairs, handling attendance information such as employees who are 

late for leave and leaving early for overtime, salary calculation and issuance, income 

tax declaration, making the company's new personnel certificates or filling in the 

resignation certificates of departing personnel, keeping the company's personnel files, 

and various personnel administrative support, etc., are the first line and foundation of 

human resources.  

Job analysis if you want to know what kind of employees are needed for each 

position, you must first establish a job analysis system that can help you standardize 

the requirements for employees' work. To this end, the person responsible for the 
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work analysis must have a clear understanding of the setting of the entire 

organizational structure of the enterprise for the planning analysis of human 

resources. Recruitment selection Recruitment and selection is to select potential 

employees of the company, while the goal of effective personnel recruitment and 

selection is to match the personal characteristics (ability, experience, etc.) of 

employees to the job requirements. It can be mainly divided into two ways: internal 

and external recruitment, and personnel recruitment, selection and appointment can be 

carried out in a variety of ways.  

Training development Responsible for the company's training and development 

policy, implement pre-employment and on-the-job training for employees, plan 

learning courses, research and evaluate the introduction of new training and 

development methods, and provide consulting services for employee career 

development, create a learning organization, let employees improve their quality and 

skills in learning and training, and continuously improve the quality and efficiency of 

work. Performance evaluation Responsible for planning and implementing the 

company's performance management system, and using the performance evaluation 

results, providing management decision-making reference, formulating KPIs (key 

performance indicators) and evaluation methods for each department and position, 
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and setting up a system to link performance and remuneration to motivate employees 

to improve work performance.  

We have also adjusted a lot of company benefits or policies during the 

pandemic. Just to keep good employees 

Interviewee G 

Compensation and benefits implement the budget for manpower utilization, be 

responsible for the company's salary system, establish salary adjustment policies, 

reward systems, welfare systems, pension plans, establish and implement incentive 

salaries, so that employees' hard work is rewarded, and excellent talent assets are 

retained. This essay is comparing this six different part in human resources after 

covid-19 and before covid-19. 

Trend-1 Changes in the structure of employment relationships 

Human resources in our impression are just a way of management, but human 

resources are actually an important part of the company's operation. In this part, we 

will discuss human resources management in the old and new eras, taking the 

pandemic as a cutting point. 

Before pandemic employment relationships is more like family. Because Taiwan 

has never had a lifetime employment system, and social mobility contains unlimited 

opportunities. In the past, Taiwan is an industrial structure dominated by small and 
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medium-sized enterprises, achieving economic development, even if there is no high 

education, you can be the boss, this kind of small and medium-sized enterprises 

continue to appear, this type of company, often fewer employees, so the relationship is 

often closer, employees will be more loyal to the company, the company will continue 

to hire employees, forming a benign and long-term cooperation. 

In the past, Taiwan's structure of employment relationships was different from 

that of ordinary countries, and Taiwan was dominated by small and medium-sized 

enterprises during economic take-off 

Interviewee A 

However, in recent years, with the impact of globalization, Taiwan has 

introduced more international large companies, and also changed the employment 

relationship. Although Taiwan's economy is mainly based on small and medium-sized 

companies, but the employment relationship has still changed physically, hiring 

employees began to move closer to part time, the company has become more interest-

oriented, rather than the feelings between employees, in this process of evolution, the 

pandemic is the catalyst for the whole event 

Technology, business, marketing, problem solving type employees, and the 

enterprise, will change from the role relationship between the top and bottom, to the 

more two-way equal and reciprocal role of the customer and the capability technology 
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provider. The respective niche points of the employment and talent capabilities of 

enterprises will be platform and commoditized.  

Today's companies prefer short-term employment relationships, all based on 

the company's profit 

Interviewee A 

The matchmaking mode of the traditional human resources bank has evolved to: 

the work results and performance of talents in the enterprise over the years, as well as 

a large number of evaluations on the network, will become an important parameter for 

evaluation, and the advantages and disadvantages of the enterprise side are no longer 

a secret, both parties can master a large amount of data and information, and the 

enterprise and talents can understand each other's situation and match in real time. 

Some areas of work that used to have one- or two-year employment relationships 

no longer exist (if you see long-term relationships associated with lifetime 

employment or more than 5 years, it is recommended to bring back to reality, it was 

the world of 20 years ago and 5 years ago), and become shorter transaction 

relationships, but may be converted into long-term partners, especially non-core 

business or semi-core outsourcing business. (Semi-core business refers to short, 

medium and long-term outsourcing work that supports the company's core business).  
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Trend-2 Changing of the corporate’s job analysis 

Job analysis plays an important role in manpower planning and productivity 

management. Because the person to be recruited by the company must have sufficient 

conditions to be recognized as a suitable person for this position. If the company does 

not analyze the various positions, there may be a gap between the people recruited 

and the work to be performed. Therefore, if the company does not have a clear 

definition of work, it will not be able to have a good work management system, 

evaluation mechanism and salary appraisal method.  

Job analysis is important because if you don't have the heart to analyze your 

job needs, you don't know what your human needs are. Job analysis seems to be the 

beginning of human resources 

Interviewee E 

Job analysis before covid-19 is more focus on realistic manger more care about 

the profit. Using observation method and interview method are the most common way 

for the manager to job analysis. The observation method is in which the work analyst 

goes to the site to observe the work situation of the employee, and records the content 

of the work analysis according to the observed phenomenon.  

Before the pandemic, interviews were the mainstay, and online videos were 

used during and after the pandemic, but the effect was limited 

Interviewee B 
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The advantage is that the analysis of the work can be completed without 

interfering with the constraints of the employee, and the results of the analysis are 

affected by the subjective perception of the observer. This applies to routine work 

(e.g. factory workers). The interview method it can combine work, personnel, and 

behavior-oriented work analysis methods at the same time, select representative 

interviewees, interview them, and collect the content of work analysis from the other 

party's answers. The biggest advantage of this method is that it can collect in-depth 

work information and apply to newly set work or job redesign. 

In recent years, work analysis has begun to AI, and the pandemic has accelerated 

this situation, which will blur the rank and power of managers, especially after the 

introduction of AI assisted related operations in enterprises, the work or service 

capabilities of professionals + AI will jump sharply to a state that existing managers 

cannot understand and master, unless managers also have the same ability. In the 

future, enterprises are very likely to turn managers who do not need "people" 

(Supervisor), management into a service (AI) replaced, and the results and related 

parameters of the service are left to the judgment and decision-making of the leader.  

Our company recently introduced an AI system to help us work, so it saved a 

lot of work and a lot of labor costs, which greatly changed our work 

Interviewee F 
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Leadership, communication, coaching, conflict, exception handling, value 

judgment, customer orientation, strategic thinking, talent development, vision and 

values, etc., will become more prominent skills for the new generation of managers. 

In a company the advantage of seniority will be completely broken, and the higher 

probability will be part of the obstacle, unless you can keep up with the overall 

learning speed of the company and the pace of new technology, you can stand firm in 

the next challenges. 

Trend-3 Redesigning pay roll 

Salary design is about the implementation of the budget for the use of manpower, 

responsible for the company's salary system, the establishment of salary adjustment 

policies, reward systems, welfare systems, pension plans, the establishment and 

implementation of incentive compensation, so that employees' hard work is rewarded, 

and excellent talent assets are retained. Covering a wide range of aspects, 

compensation design also plays an important part of running a company. Salary 

design will shift from the traditional job quota + bonus approach to a large number of 

individual and team profit center systems. Team profit center systems is the operation 

of the entire company is subdivided into several units, and the operators of each unit 

are given responsibility for their own profits and losses and the success or failure of 

the operation, and a system of benefit-sharing is implemented.  
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Traditional salary design has two basic payment bases, one is "output" and the 

other is "time". According to these two The payment basis has developed a system of 

piece-based remuneration and daily remuneration, simply put, the traditional salary 

design is fixed salary + commission But now the pay system is far more than before 

Miscellaneous things should also introduce such as the Cost of Living Adjustment 

Act, the standard working hour system, the total bonus system, and the skill 

benchmark salary of category payment system. 

Traditional salary design, multi-office is fixed salary + commission. But in 

recent years, it has become more complicated, with more additional salaries added, 

and the tide of change has come and gone, and the pandemic has accelerated this 

situation. 

Interviewee C 

Current trends when evaluating fairness, employees consider both internal 

fairness and external fairness. Internally In terms of fairness, employees will compare 

salaries at all levels within the organization, while in terms of external fairness, 

employees will refer to market salaries outside the organization. Besides Taking the 

profit center system with individuals or project teams as the core as an example, now 

when companies encounter operational difficulties, they can find out the best benefit 

through big data and AI, whether profit is the priority, or the market share is the first, 

or the income can meet the standard? How reciprocal is the employee's work to 
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achieve these different business strategic goals? The cost of using internal resources, 

short-term and long-term contributions can be quantified as charts, and the time and 

extent of using other services of the company can also be quantified as charts, 

quantifying individual and team benefits to maximize performance.  

In recent years, there have been many new salary designs, but what has not 

changed is that it is more towards fairness in order to bring the treatment between 

employees closer 

Interviewee B 

It sounds a bit scary like total surveillance, and individuals don't want to work in 

such companies, but similar practices are being implemented in several world-

renowned companies 

Trend-4 Analysis and application of new policies in corporate 

In recent years, with the acceleration of globalization, all companies in order to 

adapt to this trend, have introduced different policies and regulations, so that the 

company will not tend to be weak, in the pandemic this situation has become more 

common, because the pandemic has a great impact on our lives, the pandemic makes 

people unable to commute to work and social life normally, and even food and 

entertainment are different from before, this part is to discuss the company's new 

policies to pick the whole human resources to facing covid-19. 
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Next, I will introduce 5 new policies added by the company to face the pandemic 

in the midst of the pandemic. 1 Strengthen employee health management policies and 

implement self-health protection 2 Confirm the group insurance coverage provided by 

the company 3 How to effectively adjust organizational manpower to ensure the 

continuity of business operations 4 Promote flexible work environments to avoid or 

reduce the spread of the pandemic 5. Strengthen employee communication and 

supporting measures related to diagnosis.  

1 With the gradual expansion of the new crown pneumonia pandemic, enterprise 

human resources management should first strengthen employee health management 

policies during this critical period, think about how to help employees face the spread 

of the pandemic to implement self-health protection, and provide relevant education 

and training to ensure the health and safety of employees and their families as a 

priority. For example, review the company's current health promotion measures to 

ensure that employees can grasp their health status at any time, reduce employees' 

anxiety and panic about the spread of new crown pneumonia through the company's 

(Employee Assistance Program), discuss response strategies with doctors or nursing 

staff who are on site with the company, improve the corporate health management 

system and improve workplace health management standards. 
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 2 Confirm the group insurance coverage provided by the company. Companies 

can review the current corporate group insurance policy terms through professional 

insurance brokers to understand the insurance company's claim coverage against the 

coronavirus. Coronavirus is not an exclusion from inpatient medical insurance or 

outpatient medical treatment; therefore, if the insured person needs to receive 

outpatient or inpatient treatment due to this disease during the insurance period, it can 

apply for inpatient medical insurance compensation by reference to general illness.  

In order to protect the rights and interests of employees during the 

pandemic, our company has set up many new policies, such as employee health 

management policies and strengthening employee insurance. 

Interviewee E 

3 How to effectively adjust organizational manpower to ensure the continuity of 

business operations Due to the current global spread of novel coronavirus pneumonia, 

especially in China and North Asia. Companies should assess the personnel costs 

associated with the next three to six months and consider how to most effectively 

align the organization's manpower to support business development needs in this 

particular situation to ensure the continuity of operations. Judging from the current 

development of the pandemic, it is expected to cause a long-term impact on the 

overall economy and supply chain. Some domestic enterprises have taken measures to 
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control the extent of cost losses by reducing manpower and implementing unpaid 

leave.  

4 Promote flexible work environments to avoid or reduce the spread of the 

pandemic Companies can think about flexible work environments, such as working 

from home, to ensure that critical businesses continue to operate. In the face of the 

rapid outbreak of the pandemic, domestic enterprises must ensure the health and 

safety of employees, while reducing the impact of the new coronavirus on the 

operation and development of enterprises. The coronavirus pandemic is menacing, 

and its impact has exceeded the experience of many companies in dealing with crises 

in the past. If companies can take advantage of the trend to strengthen the flexible 

work environment, it will not only be in line with the future of work, but also improve 

the corporate image.  

5 Strengthen employee communication and supporting measures related to 

diagnosis. The company’s human resources shouldn’t ignore good communication 

with employee. Keep employees informed of the company's response to the pandemic 

control measures and updates on relevant policies and regulations. For example, is the 

pandemic prevention care leave or home quarantine paid? Is the trip to the affected 

country cancelled? Will face-to-face meetings be changed to voice or video 

conferencing? Will the company implement unpaid leave? Whether subsidies or 
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assistance are provided to those stationed in affected areas. Besides there is also 

company support some daily necessities for, which get infect to support they 

continuous their life.  

Our company has taken it, adjusting manpower and remote work and 

employee education as our way of coping with the pandemic. 

Interviewee D 

Trend-5 The corporate recruitment and selection has changed 

Recruitment and selection is to select potential employees of the company, while 

the goal of effective personnel recruitment and selection is to match the personal 

characteristics (ability, experience, etc.) of employees to the job requirements. It can 

be mainly divided into two ways: internal and external recruitment, and personnel 

recruitment, selection and appointment can be carried out in a variety of ways.  

For example: recruitment methods such as talent recruitment expo, human 

resources bank recruitment, appointment of human resources intermediary, 

establishment of the company's talent recruitment system, and then selection through 

interviews, written tests, physical fitness tests, suitability assessments, credit 

investigations, etc., to solve the company's talent demand problems. The interview is 

the most important part, but during the pandemic tine it really hard to achieve. What’s 

different with others trend is after covid-19 interview become more significant? AI 
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technology speeds up and delivers the efficiency and accuracy of corporate 

interviews, but don't forget, it's a two-way street. Because talent parties can also use 

AI tools to understand whether the work content and description of corporate culture 

described by enterprise personnel are true, whether the communication and 

management skills of the interview supervisor are appropriate, or find out various 

materials in real time to judge whether the interview supervisor is a good leader and a 

supervisor worth following. AI technology will make it impossible to determine 

whether the candidate is the candidate in the online interview, and in the end, face-to-

face interviews in key positions will become a necessary 'traditional method' unless a 

third party adopts a stronger review mechanism or technology.  

Our company has also invested a lot of AI to assist in this technological 

era, and we also use more interviews to vet our employees 

Interviewee G 

Strengthen the management constitution of the enterprise, improve the leadership 

style and ability of the supervisor, the long-term survival strength of the enterprise is 

the focus of the brand image of the enterprise employer, and other excessive 

beautification packaging is not necessary and ineffective. 
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Trend-6 New training and development strategy and downsized 

Training Development is responsible for the company's training and 

development policy, implementing pre-employment and on-the-job training for 

employees, planning learning courses, researching and evaluating the introduction of 

new training and development methods, and providing consulting services for 

employee career development, creating a learning organization, allowing employees 

to improve their quality and skills in learning and training, and continuously 

improving the quality and efficiency of work.  

The common impact of the pandemic on training and training is that the 

scheduled physical training courses have been postponed or suspended, and most of 

them have been able to flexibly change the training type and adopt remote online 

learning instead. Some industries have also taken advantage of the slowdown in the 

pandemic operation to strengthen training and seize the opportunity to strengthen the 

competitiveness of talents. 

We have postponed a lot of staff training because of the pandemic. Instead, the 

web, we all trains our employees through video. But recently, the pandemic has 

slowed down, and we have also begun to accelerate the training of employees. 

Interviewee E 
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With the change of the general environment, not all jobs can be changed to work 

from home and can continue to have income during the control period, relying on the 

catering industry, service industry, taxi drivers served by the entity, and because the 

enterprise changed to working from home, the unskilled workers involved and even 

people at the bottom of the society, the manpower demand has been greatly reduced. 

During the pandemic, most companies have adopted downsizing departments or 

laying off employees. Therefore, after the pandemic, this situation has led to a large 

manpower gap in most companies, but some companies are not too late to make up 

for the manpower gap, but first adopt a policy of manpower reduction. 

We have lay off a lot of employees during the pandemic, but the economic 

recovery has slowed down, and we have no plans to increase the number of 

employees, and we will continue to operate by current department employees. 

Interviewee A 

Some place decrease their labor need the other place will need more, during the 

pandemic, online shopping, online courses, cloud consultations, digital transactions... 

And so on demand has grown significantly, people as long as they have a network at 

home can solve the big and small things in life, convenience and future development 

is limitless, but as long as there is demand, there will be a market, stores use network 

platforms to increase orders, increase software development job opportunities, 
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network platforms need design and marketing talents and so on. In the future, the 

trend of work will be broader towards digital and technology, and it is inevitable that 

many occupations will be eliminated by the general environment and replaced by AI 

or robots. In the face of this trend, enterprises should also prepare in advance, such as 

the digital transformation and initial digitalization of the company in advance, and 

employees also need to strengthen their soft and hard power. 
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Conclusion 

Human resources management thinking must evolve to provide a warm 

management environment. In the face of difficultly and changeable situations and 

workplace leaps and bounds, human resources management thinking must also 

evolve, and enterprises must adjust past talent management methods and establish 

long-term and stable partnerships with employees in the process. Accordingly, human 

resources played a significant role in operating a company. Human resources covers 

many parts, from employee recruitment, formulation of the company's manpower 

plan, salary, welfare, training, labor relations management, and finally retirement. The 

main question of this research is that has the company's human resources changed 

before and after the 2020- Covid-19 pandemic? Is the evolution of human resources 

management inevitable? If it were not for the impact of the pandemic, would human 

resources management change? Or the pandemic has led to the acceleration of 

changes in human resources management faster than before?  

Human resources transformation is not only to reduce the cost of enterprise 

operation, but also to enable performance growth. Enabling employee experiences to 

help them do their jobs and improve the efficiency of your organization's operations. 

Hence the organization in In addition to adopting digital technology, we should also 

think about what strategies and developments can be used to improve organizational 
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efficiency. And then enhance the competitiveness of the organization. To answer all 

the questions and puzzles, this paper reviewed the texts and compared the human 

resources management before and after the Covid-19 pandemic, and used qualitative 

in-depth interviews as the research methods. 

The findings are, first, the evolution of human resources is inevitable, in order to 

cope with the wave of globalization, many human resources content has changed 

significantly. Second, pandemic is a catalyst for changes in human resources 

management and it accelerated the whole process. Third, the pandemic can be seen as 

a watershed moment, during which human resources management has developed 

many new policies to cope with the changes in the general environment. 

In sum, this research suggested that all kinds of business strategy must adapt to 

the changing world, it is the key for the survival of corporates. This kind of changing 

will continue. The author hopes that in the near future, Taiwanese business leaders 

will no longer regard human resources and management as scientific theories in a 

narrow sense, but will be an important driving force that can provide temperature and 

lead the transformation of corporate value. 
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