Role of Human Resources Management during and after COVID — 19 Pandemic

CENTRE FOR SECURITY COOPERATION

Security Sector Governance Pillar

“Role of Human Resources Management during and after COVID - 19”
On-line lecture

27" October 2020

Introduction

The “Role of Human Resources Management
during and after COVID — 19” on-line lecture
was conducted on 27" October 2020 in
cooperation with the Human Resources
Development Consulting Company “FLAME
Consulting d.o.0.”, via the on-line platform
“Cisco WebEX”.

The purpose of this on-line lecture was to point
out the role of Human Resources
Management (HRM) professionals as the best
strategic partner and support to organizations
in the process of adaptation to the new
circumstances, by examining the following
questions of crucial importance for HRM
function nowadays:

. How do we enable learning and agile
organizations?

. How do we help our leaders lead with
empathy and resolve?

. How do we help our employees cope
with the changing and uncertain world around
them?

Execution

The on-line lecture was opened by the
welcome address of RACVIAC Director, MG
(ret.) Jeronim Bazo, who emphasized that “the
role of human resources professionals and
their expertise has increased in significance in
many organizations as they seek to make
effective adaptations. They need to support
their people and organizations to be more
agile, to learn new skills, develop new
expertise and disrupt some old practices.”

The lecture covered three topics:

- The impact of COVID-19 pandemic on
the workplace
- Key focus areas for HRM
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- Helping people and organizations
cope with the changing and uncertain
world

The lecturer, Ms Kristina Priseker pointed out
that effects of pandemic will result in increased
work from home which will probably become
our permanent practice. It will also contribute
to the increase in flexible work arrangements.
As a consequence we can expect, in some
cases, significant cost reductions. On the
other hand, pandemic has already caused
economic crisis and it is difficult to assess its
scale and long—term consequences. Overall
digitalization of societal life and business
activities is another important change initiated
by this crisis. On the top of the human
resources function agenda should be
wellbeing, health and safety of employees.

Within future work developments some
accelerating trends can be identified, such as
increase in remote work, expanded data
collection, employer as a social safety net and
expansion of contingent workers. There are
also some new impacts reflected in separation
of critical skills and critical roles, humanization
(and dehumanization) of workers and
emergence of new top-tier employers. Another
work trend is a pendulum swing — shift from
designing for efficiency to designing for
resilience and increase in organizational
complexity.

Key focus areas for HRM can be examined
through roles and responsibilities of HRM
experts. They are expected to be Business
Partner focusing on strategic workforce
planning, culture and image, Change Agent
focusing on recruitment and talent
management, organizational design, surveys
and action plans, performance management,
learning and development, Administrative
Experts focusing on compensation, benefits,
HR information systems and compliance, and
Employee Advocate focusing on relations with
employees, labour relations, safety at work,
diversity and equal opportunities for
employment.

Ms Priseker also emphasized that pandemic
crisis put HR function in the spotlight and
although responsibilities haven't changed —
the context has, and some things are
becoming increasingly important, such as
health and safety of employees, business
continuity, managing costs, engagement and
leadership

In order to help people and organizations to
cope with COVID-19 crisis HR professionals
should perform their actions within three
phases:

1. Respond - to protect health and safety
of employees and ensure business
continuity. Some  examples  of
responses are teleworking, physical
distancing at work, A and B teams,
reduced face-to-face contacts with
clients and public, postponing in-
person recruitment or classroom
training and/or exchanging them with
virtual, mapping transferable
competencies and reassigning people,
making some things available online
(medical teleconsultations, mental
health support lines), bringing retired
people back to work, educating
volunteers.

2. Recover —to help employees deal with
change and uncertainty. In this phase
HR experts should manage return to
work by preparing workplaces for safe
return of employees. Some practices
are: staggered arrival times, protective
equipment, rearranging office space,
hybrid way of working where possible,
having in mind flexibility which is the
key for success. They can also help
people deal with the ongoing change
by being visible, transparent and
vulnerable, permanently present,
communicating what they can, work
with employees to understand their
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concerns and develop solutions .
together, and by teaching leaders how N
to understand and work with change
reactions.

3. Thrive — by using the momentum to
make the needed changes. HR
professionals should support
organizations to reflect on new
practices that should be kept in the
long term, redesign processes and
practices where needed, promote
learning and curiosity to become more
agile and act and test scenarios quickly
in order to take from that after the
crisis. Finally, lessons learned should
be considered having in mind that
failure is a great teacher.

When considering the next priorities on the
agenda of HR experts, they will certainly be
health and safety of workers, keeping
business  continuity, = managing  costs,
engagement in crisis response, and
supporting leadership to listen, facilitate,
communicate and adapt quickly.
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