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Introduction

In January 2020, the World Health Organization (WHO) warned of the spread of a global pandemic, it is the Covid-19 virus that is driving the global health crisis.

An exceptional crisis which certainly hit Moroccan companies hard, discovering themselves in a dilemma situation for the reconciliation between the gravity of the crisis, their financial vulnerability and manage their human resources.

The health crisis has had serious repercussions on economies, national social activities and political decisions. These effects were seen at all levels: stock markets, national production, the economic fabric, health and public safety, employment and social policies. All economic players are thus invited to find solutions to ensure the continuity of their business while preserving the health of their employees. This large-scale health experience is a natural opportunity in terms of human resources management (HRM), companies are in a phase of reconsideration of their HRM practices, thus putting their relationships with employees in a new challenge in order to better manage this crisis, by developing strategies and action plans based on social integration, economic and environmental values into their daily HRM activities.

The Covid-19 crisis has put many people in a new situation: that of working from residence. Although many companies have already been doing it for several years, for other organizations, this situation is completely new. This is not just a few employees functioning from home from time to time, but most times, the entire personnel working from residence with no preparation or training. Especially since schools are closed, many parents have had to take care of their children at the same time. Quite a challenge for human resources!

The crisis of recent months has forced companies to reinvent themselves in order to continue their activities in the best possible conditions. Rules and certainties have been shaken up. Some companies, still reluctant to telecommute at the start of the year, are now seriously considering offering this opportunity to their employees.

Human resources play a central role in this crisis management. They are in direct contact with employees in order to respond to their fears and questions. They are also responsible for taking the steps to ensure their protection and the proper payment of wages.

The post-crisis period will be synonymous with new challenges for human resources (HR). Indeed, the HR function must today meet the expectations of general management to improve HR processes [START_REF] Hamouche | Human resource management and the COVID-19 crisis: implications, challenges, opportunities, and future organizational directions[END_REF], increasing the competence of the function and digitalization [START_REF] Akkermans | The Covid-19 crisis as a career shock: Implications for careers and vocational behavior[END_REF]. It must also integrate the expectations of employees who aspire to a more participative and collaborative management [START_REF] Hite | Careers after COVID-19: Challenges and changes[END_REF], to more flexible working methods [START_REF] Aitken-Fox | COVID-19 and the changing employee experience[END_REF], and wish to find meaning in their work. [START_REF] Hamouche | Human resource management and the COVID-19 crisis: implications, challenges, opportunities, and future organizational directions[END_REF].

Aspirations for a better quality of life at work that human resources will have to learn to foster while meeting very concrete human and organizational needs. Their priorities will therefore be to guarantee health security, strengthen social ties and integrate new ways of working [START_REF] Carnevale | Employee adjustment and well-being in the era of COVID-19: Implications for human resource management[END_REF].

To meet these expectations, company human resources (HR) departments plan to adjust their organizational model by developing areas of HR expertise and decentralizing certain HR activities. The emergence of these new priorities therefore pushes the HR function to rethink itself. Its representatives also identify several ways of adaptation to which human resources policies could be transformed. A considerable proportion of them therefore consider that their collective agreement would benefit from changes in terms of work organization, health and quality of life at work and the working time adaptation to changes in activity. This article will be presented in six parts: After the first introductory part, the second part will be dedicated to a contextualization around the human resources management in the pandemic's context, a third part will be devoted to the theoretical framework of the research, the fourth part will highlight the research methodology and fifth section will discuss the human resources concerns in the post-COVID-19 environment, the last part will be devoted to a general conclusion.

Research background

The job tendencies have changed as a result of COVID-19; therefore, HR directors must revamp workforce care, employee engagement, or alternative office regulations [START_REF] Morse | Addressing Post-COVID HR Issues[END_REF][START_REF] Bieńkowska | COVID-19 oriented HRM strategies influence on job and organizational performance through job-related attitudes[END_REF]. Companies must also get ready regarding impending shifts [START_REF] Sheppard | A guide to thriving in the post-COVID-19 workplace[END_REF].

The human resources managers play a critical part in helping the workers handle the challenges brought on by sudden events in both the company and community [START_REF] Bieńkowska | COVID-19 oriented HRM strategies influence on job and organizational performance through job-related attitudes[END_REF]. Although, if natural touch with the people is a requirement of the work, offices have previously begun redesigning its layouts to maintain social distance. As a result, protecting the security of its members is of the greatest preference. It is also crucial to look after employees' psychological health and raise staff feeling as they recover from a traumatic time. As a result, HRM should put in an attempt to maintain work commitment along with adaptability and understanding.

Additionally, businesses must train its staff members to develop capacity and properly handle uncertainty. More mobility, preserving job satisfaction, and attending to work requirements also are of utmost importance.

Businesses should react to the transformations brought on by the COVID-19 if they wish to maintain their strategic advantage in the presence of the tremendous modifications induced by the COVID-19 [START_REF] Carnevale | Employee adjustment and well-being in the era of COVID-19: Implications for human resource management[END_REF][START_REF] Branicki | Surviving Covid-19: The Role of Human Resource Managers in Shaping Organizational Responses to Societal Paradox[END_REF]. In order to deal with the developments, companies should make certain that all their human resources are knowledgeable about the very recent practices and technologies. So executives and workers need to be ready to face the challenges in the current surroundings if they want to produce the desired outcomes.

As a consequence, the human resource specialists should handle the open requirements of the modern environment. The main issues facing human capital in the post-pandemic era are now the subject of extensive debate [START_REF] Rice | The 6 Biggest Challenges HR Faces in a Post COVID World[END_REF][START_REF] Bieńkowska | COVID-19 oriented HRM strategies influence on job and organizational performance through job-related attitudes[END_REF]. In the post-COVID-19 "new reality," this article underscores the underlying HR challenges which must be resolved, especially for all those looking to rebuild and create workplaces fully equipped to handle crises in the upcoming years.

Theoretical background

Before the First World War, there were few companies that could justify the personnel function existence. It was often exercised by the boss himself. In addition, with the legal framework being less restrictive, the boss has no difficulty in coping with the social management of his company. Sometimes, he is assisted by an accountant mainly for payroll and sometimes by a general secretary to take charge of general administration. Personnel administration comprises securing the workforce by carrying out a set of activities of an administrative rather than a managerial nature, i.e., by ensuring rigorous payment of salaries and bonuses, by monitoring attendance management and absences, overtime, planning annual leave, organizing replacements.

There are two managerial theories representing a frame of reference for the structuring of the personnel function: the scientific organization of work and management by objectives will serve as the basis for the activities of the human resources function.

The management of human resources as a formal activity of the organization is closely linked to the design and implementation of the system of the Scientific Organization of Work (OST) as it was designed by Taylor at the end of the past century. Thus, this model inspired, at the 20th century beginning, changes in the organization of work in companies, for example, in the Renault factories. He found in Ford's doctrine the founding principles of the production chain, which made up for him a fertile ground for experimentation. According to Henry Ford "The two most important things do not appear on the balance sheet of the company: its reputation and its people" [START_REF] Leblanc | The Handbook of Board Governance: A Comprehensive Guide for Public, Private, and Not-for-Profit Board Members[END_REF] in the desire to prevent the reactions of braking and voluntary restriction of production by the workers the theorists of the OST were led to research what were the main determinants of human behavior faithful to their rational view of things, they stated a set of postulates on human nature according to which:

Man would be an essentially lazy being who must be encouraged to work by monetary incentives.

His irrational nature made him unable to control himself; if you want to get him to work in the organization's service, organize his work, plan it, control it within the framework of a strict hierarchy of authority.

The evolution of human resources management is strongly linked to the economic, technological and sociological evolution of society and to the strategies of companies put in place to respond correctly to various labor relations according to an approach suitable for its mode. Management.

As being an essential stakeholder and the one who suffered the most damage from the start of this health crisis. Company's human resources affected in their role as employees, but also as citizens, parents, consumers and stakeholders, have become a number one to manage for human resources executives. The complexity of the situation calls into question the practices of human resources management in their purely managerial sense. The responsible character remains essential to confront the crisis.

In this sense, the human resource management practices of companies should take into consideration that an employee is above all a collaborator and a stakeholder who contributes to the economic and social role of his recruiter, the salary offers him purchasing power and he gains a social status in society. Losing a job leads to a drop in consumption and a devaluation of social status. In this sense, human resource management practices challenge all other social roles and not just the employee as an individual [START_REF] Ferrary | La DRH et la responsabilité sociale de l'entreprise[END_REF].

With these practices evolution related to customer social responsibility, some authors even speak of the responsible management of human resources. A management style that is concerned with the expectations of employees [START_REF] Dubrion | Gestion des ressources humaines et responsabilité sociale des entreprises : éclairer des évolutions nouvelles à la lumière de questionnements anciens[END_REF]. The list of responsible human resources management practices is not limited to just one or two. These include information, consultation of employees, integration of disabled people, continuing vocational training and employment, compensation and benefits, accident prevention in the workplace, employees covered by health and safety measures, working conditions, work-life balance [START_REF] Chakor | La santé et sécurité au travail au sein des congrès de la communauté AGRH: retour sur 25 ans de travaux et perspectives futures de recherche[END_REF].

Responsible management of human resources stipulates human resources should be treated as a stakeholder and not in the same way as other factors of production. During this coronavirus crisis, socially responsible companies must show this commitment, and allow employees to have self-esteem and confidence in the decisions of their human resources directors. It therefore seems that the employees of a company grasp the responsible management of human resources in a way that affects their behavior. This helps to strengthen their self-esteem, their sense of pride in their company and their confidence in it [START_REF] Gond | Social Reporting as an Organisational Learning Tool? A Theoretical Framework[END_REF].

Methodology

This article is a comprehensive review of the broad literature that attempts to view the latest and pertinent papers on the pandemic effects on human resource management and the difficulties that followed the pandemic. Following settling on the investigation's features and goals, the poets used selected keywords related to the pandemic control, human resource management, post-COVID-19, and human resource management difficulties to scan for pertinent papers in Web of Science, Scopus, Emerald, Springer, Wiley Online Library, Google Scholar as well as alternative internet sources.

The investigators next focus on finding material that is particularly relevant to the subject. Just a few studies have examined this impact. In order to explore the postpandemic and human resource problems, the authors ultimately selected 15 released journal papers, 7 studies from reliable websites. The part marked "References" contains a list of all the papers acknowledged in the research. 

Being challenged by virtual jobs as a habit

To combat COVID-19, an increasing volume of businesses have switched to the employment-from-residence model [START_REF] Anjum | Challenges for HR Professionals in the Post-COVID-19 Era[END_REF]. Even whereas businesses are nevertheless finding it difficult to operate in a distant setting, the pandemic shall make things even exceptionally difficult. Workers who move casually in the modern era have become accustomed to it, and many have turned to appreciate it.

Whenever they are asked to return to their workplaces, these employees might be disgruntled [START_REF] Lewis | HR Managers Rethink Their Role During the Coronavirus Pandemic[END_REF]. Organizations should be highly accommodating to employment-from-residence practices to fulfill the demands of a rising workforce.

The best way to change existing organizational functions is to distant areas; therefore, executives must explore this option [START_REF] Morse | Addressing Post-COVID HR Issues[END_REF]. Nevertheless, several companies that were ready to transition and to work in a virtual environment may indeed lack processes and programs for virtual workplaces.

Therefore, it is crucial for businesses to develop teleworking solutions, which might pose a significant burden to executives in the coming years (Roy, 2021). Additionally, a scattered worksite may present firms with a number of difficulties. With several workers conducting their business from residence, it would be challenging to run human resources, salary, absenteeism, or time tracking in the conventional manner [START_REF] Anjum | Challenges for HR Professionals in the Post-COVID-19 Era[END_REF]. The processes that currently involve documentation and inperson encounters would not anymore be used.

A further significant barrier to a virtual workplace situation is interaction [START_REF] Gaikwad | Future challenges for HR in COVID-19 world[END_REF]. In this context, the human resources management's goal is to gain all workers' confidence and loyalty by employing suitable communication techniques which are widely accepted [START_REF] Sulaiman | Covid-19 challenges and human resource management in organized retail operations[END_REF].

Furthermore, human resources must build alternative techniques for defining performance targets and worker assessment systems that are appropriate for virtual workplace conditions. Distant workers must also acquire crucial virtual collaboration skills [START_REF] Anjum | Challenges for HR Professionals in the Post-COVID-19 Era[END_REF]. Therefore, now is the moment for human resources managers to do what is appropriate for such a development.

Getting workers involved in their job as a struggle

Although virtual technology provides advantages, this cannot substitute the sentimental attachment and personal contact that occurs in the organization. Operators who work virtually just might lose out on little nuances which help people think as a unit at the job, including dinner with coworkers, birthday parties for coworkers, and other special celebrations [START_REF] Anjum | Challenges for HR Professionals in the Post-COVID-19 Era[END_REF].

The restrictions of performing a task from residence and the sense of isolation from reliable systems would strangle the personnel. For this reason, employers need to keep an eye on and recognize the danger of separation among staff. In a remote environment, human resources managers also can face difficulties in maintaining their employees' motivation and alignment with the corporation's objective [START_REF] Imam | New normal: An HRM perspective of post COVID-19 in the airline industry[END_REF]. Additionally, it might be difficult to stick to a strict timetable and keep an organized workflow whenever working remotely, especially if groups are multi-practical (Roy, 2021).

As employees lack the very identical drive to achieve targets that they could achieve in a traditional workplace environment, employees risk losing sight of the firm's objectives. Therefore, in the post-COVID-19 era, maintaining the current organization behavior will become a significant issue for human resources experts.

Companies are continually attempting to cut expenses by eliminating coaching and, perhaps, alternative activities.

Since individuals cannot progress without coaching, this shall have an impact on staff preservation, which could then influence the efficacy and business productivity [START_REF] Gigauri | Influence of Covid-19 Crisis on Human Resource Management and Companies' Response: The Expert Study[END_REF]. Companies have to be adaptable and aware of workplace diversity throughout this environment to secure worker commitment [START_REF] Sanders | The 10 biggest HR challenges and how to overcome them post COVID-19 lockdown[END_REF].

To maintain worker capacity after the COVID-19, constant notifications, conferences, and coaching periods should be held, in addition to an improved worker commitment action. The squad's coach must keep the group representatives engaged in interaction and persuade them to uphold entrepreneurial orientation. To re-establish the established order in the coming years, human resources must allow users to interact through creativity [START_REF] Gaikwad | Future challenges for HR in COVID-19 world[END_REF].

Increasing staff morale and accepting compassion as a problem

Most of us have had it hard throughout the pandemic, both emotionally and cognitively. During the COVID-19, several businesses saw high staff turnover, cutbacks, compensation reductions, overdue vacations, etc., that affected how people felt about their employers [START_REF] Adikaram | Battling COVID-19 with human resource management bundling[END_REF]. The anxiety, fear, and work instability have reduced the employees' commitment [START_REF] Gigauri | Influence of Covid-19 Crisis on Human Resource Management and Companies' Response: The Expert Study[END_REF]. Therefore, human resources must be mindful of its employees and provide them compensation while they adapt to a different workplace environment.

Another of the biggest issues facing human resources in the post-COVID-19 age is raising staff mood, and as such, it's one of the utmost importance [START_REF] Rice | The 6 Biggest Challenges HR Faces in a Post COVID World[END_REF].

Employees returning to the job should be handed over the chance to revive the prepandemic job environment and organization environment. The COVID-19 such, significantly altered people's perspectives as well as their demands, goals, and aspirations, so personnel should view the job otherwise [START_REF] Gigauri | Influence of Covid-19 Crisis on Human Resource Management and Companies' Response: The Expert Study[END_REF][START_REF] Rice | The 6 Biggest Challenges HR Faces in a Post COVID World[END_REF].

Throughout this situation, the human resources units must keep in touch with the employees in such a productive manner [START_REF] Adikaram | Battling COVID-19 with human resource management bundling[END_REF]. Recognizing whether workers have responded to the COVID-19 and also what workers require for a safe resumption is of the utmost significance. Addressing every worker equally in this situation is crucial and, although many workers could regard the COVID-19 as being a minimal influence on regular workdays, much may see it as having a major effect on the future goals and mode of living [START_REF] Gigauri | Influence of Covid-19 Crisis on Human Resource Management and Companies' Response: The Expert Study[END_REF]Adikaram et al., 2021a).

Whereas the COVID-19 could give certain workers a chance to invest more moments with loved ones, it could also have a massive effect on their wellness or the welfare of those who are close to them [START_REF] Hite | Careers after COVID-19: Challenges and changes[END_REF]. In addition, younger individuals can develop prevalent psychiatric illness as a result of being separated from social media whilst performing remotely after the COVID-19 [START_REF] Anjum | Challenges for HR Professionals in the Post-COVID-19 Era[END_REF].

To reduce the threat among the people, human resource managers have to create relationship-focused processes [START_REF] Carnevale | Employee adjustment and well-being in the era of COVID-19: Implications for human resource management[END_REF]. After the COVID-19, compassion will be among the very important abilities, and respect for people in all situations can indeed be critical to preserving a strong link with colleagues. As a result, following the pandemic, certain organizational behavioral "standards" require updating [START_REF] Sanders | The 10 biggest HR challenges and how to overcome them post COVID-19 lockdown[END_REF]Adikaram et al., 2021a).

Greater freedom and challenges in achieving job satisfaction

Increased adaptability is required in the company as a result of the pandemic effects.

For instance, businesses that have cut back on staffing must change the timetables of their employees, that may have an impact on their compensation, absence, as well as diverse regulations.

Many businesses that altered their whole range of products to accommodate shifting consumer expectations must alter existing roles and responsibilities and hiring procedures. Companies must organize timings and compensation among several sites to handle challenges with teleworking [START_REF] Chow | Teleworking from home experiences during the COVID-19 pandemic among public health workers (TelEx COVID-19 study)[END_REF]. Therefore, creating a malleable and transparent organization culture may present a significant problem for human resources experts after the COVID-19 [START_REF] Branicki | Surviving Covid-19: The Role of Human Resource Managers in Shaping Organizational Responses to Societal Paradox[END_REF].

To maintain workers' interested, businesses should involve them in the revision of these kinds of rules. Each employee now needs and expects mobility in the job [START_REF] Anjum | Challenges for HR Professionals in the Post-COVID-19 Era[END_REF]. Making job outburst into their activities is a crucial goal for workers.

Just after the pandemic, such worksite benefits would be beneficial to the workers [START_REF] Rice | The 6 Biggest Challenges HR Faces in a Post COVID World[END_REF]. To create a customized environment, firms must, nevertheless, inspire innovation and adaptability while take into consideration member demands [START_REF] Branicki | Surviving Covid-19: The Role of Human Resource Managers in Shaping Organizational Responses to Societal Paradox[END_REF]. The blending of particular and work activity when operating remotely may be the main difficulty human resources must handle inside the contemporary reality [START_REF] Branicki | Surviving Covid-19: The Role of Human Resource Managers in Shaping Organizational Responses to Societal Paradox[END_REF].

Workers are now managing both job and household obligations differently than they did before the pandemic lockout. The current expectations have complicated job and family responsibilities, making it difficult for people to keep a healthy job satisfaction [START_REF] Giurge | 3 Tips to Avoid WFH Burnout[END_REF]. As a result, businesses must provide greater assistance to employees so that they may find a middle ground across their obligations at home and at office. This assistance should take the form of vacation amenities, career breaks, flextime, etc.

The issue in shifting worker training from efficiency to resiliency

Companies often prioritize worker productivity; however, adaptability is more important after the COVID-19 era. Cutbacks, downsizing, and furloughs over the previous period have dropped firms short on competent staff.

Human resources managers should efficiently control its current personnel. HR specialists must participate in helping workers rehabilitate and maintain their careers after the COVID-19. The primary human resource job is to foster resistance in order to help people recuperate first from the trauma of the pandemic [START_REF] Hite | Careers after COVID-19: Challenges and changes[END_REF]. The human resources manager may demand to step up coaching to close potential awareness and knowledge deficiencies so that workers can feel empowered and thrive in the strange reality [START_REF] Anjum | Challenges for HR Professionals in the Post-COVID-19 Era[END_REF].

Following this circumstance, human resources managers must change the attention from conventional training recruitment to talent employment. Since educating a novice employee can have a negative impact on the company's productivity and result in significant expenditures [START_REF] Collings | Strategic Human Resource Management and COVID-19: Emerging Challenges and Research Opportunities[END_REF].

Although a few employment responsibilities may soon be less important, there would further be a rise in a need for fresh ones. Within this instance, human resource managers must determine how to employ current skills in a multi-practical means of fulfilling those advanced positions [START_REF] Gaikwad | Future challenges for HR in COVID-19 world[END_REF].

It is crucial to create specific transition action plans that assist a business in meeting prospective requirements through worker training and skill acquisition in order to address the post-COVID-19 issue. Since every worker is unique, companies must use several techniques that inspire and keep them [START_REF] Bieńkowska | COVID-19 oriented HRM strategies influence on job and organizational performance through job-related attitudes[END_REF]. Maybe the biggest human resource problem after the pandemic is getting the labor pool used to significantly different operating conditions [START_REF] Carnevale | Employee adjustment and well-being in the era of COVID-19: Implications for human resource management[END_REF].

Conclusion, practical implications and future research

Each company must continue to be on guard and ready to respond to any unplanned developments brought on by the COVID-19 crisis. Although human resource management played a crucial role through the COVID-19, human resource managers now need to go above and above to satisfy the expectations of the post-pandemic corporate environment. The research made an effort to define the main human resources difficulties in the post-COVID-19 era.

Plenty of the concerns found in this research will be of utmost importance to human resource professionals in the next years. Making transition from a regular office setting to a virtual one may not be simple at the start. Companies must generate new job rules founded on internet resources for workdays, break options, compensation, production assessment, etc. Furthermore, distant employees are poorly engaged.

Building a cohesive job environment, encouraging and keeping employees are difficult tasks with that kind of dispersed personnel. As a result, maintaining visibility, attending to staff issues, and coordinating work should be handed over top attention. Second, the time pressure brought on by COVID-19 has altered how workers understand the jobs or personal lives. Therefore, businesses must offer particular consideration to staff spirit.

To help workers feel comfortable, the human resource specialist should pay careful attention to their needs and react to their issues. Arrangements with a suitable working stability are still additional important worry for human resource rulers to keep and inspiring cherished personnel after the pandemic. Since the lines between job and personal time have been blurred over such periods, there would likely be more worklife conflicts once firm's return.

The workforce may call for further freedom in terms of job hours, employment place, or perhaps alternatives over how they choose to complete their jobs. Businesses should design an environment which strikes a harmony between workers' and employers' demands in order to address the drawbacks of additional agility.

Last but not least, businesses need to prioritize retraining and retraining the staff. Whenever workers return to work past such severe suffering, HR executives have to determine the abilities they will have to do their jobs better. Additionally, it's indeed crucial to provide staff with the training so they can adapt to the pandemic's alterations and get ready for professional advancement.

The pandemic has provided the impetus for accepting transformation in order to surmount the new difficulties. Human resource management must inspire the employees, involve them and consider individual thoughts. Employees are much possible to generate good performance and keep their attention on the company's purpose if they feel encouraged and protected in current position. The modern human resources practices must, therefore, inspire the staff to embrace unpredictability and devote time to the career enhancement.

In the coming years, human resource directors will face a few notable obstacles, according to this paper. The findings thus have important ramifications for human resource professionals and legislators. After the COVID-19, this should aid companies in designing their human resource policies.

The article's conclusions will indeed assist human resource professionals in developing several techniques for rethinking the workplace, increasing employee inspiration, assuring worker satisfaction, reinventing skills, and maintaining laborers in distant communities. Additionally, this will assist executives in adapting current regulations towards the needs of both the evolving corporate environment and surviving in a cutthroat economy.

By identifying the additional human resource issues in the post-COVID-19 current baseline, the research significantly adds to the body of current information. Even though these data highlight some of the human resource obstacles, more research could also uncover additional significant problems.

Remote jobs aren't just a millennial phenomenon but considerably a mode of living, wherever people are contented and highly useful, and businesses function more effectively as well as financially.

The corporate system is prone to catastrophes. Nobody, nevertheless, could have foreseen a disaster of the pandemic amplitude, that had speeded up the conventional human resource management practices interruption and posed major difficulties for supervisors and human resource management professionals who lacked the knowledge, assets, and skills necessary to address the intricacy and unexpectedness of the COVID-19.

To such difficulties, COVID-19 also created chances which businesses must really know in order to plan the upcoming human resource management activities. In order to support executives and human resource management professionals recognize the primary problems and possibilities linked to the pandemic, our study conducts a general literature search. They must be able to build an action agenda that is tailored to the requirements of their businesses and individuals with the aid of ideas presented in this article in the prospective scope of human resource management.

Nonetheless, it is important to keep in mind certain restrictions while evaluating the article's contribution. The fact that this study is a comprehensive review of the literature with an educational goal raises the probability that the literature was chosen subjectively.

Future study must concentrate on understanding workers' opinions about the use of telework either during or after the pandemic, as well as the appraisal of the state of teleworking inside enterprises. Longitudinal study will be the focus of forthcoming investigation to pinpoint such difficulties as well as chances.

  The investigators manipulated the successive steps in organizing the study: • Establish the analysis problem • Analyze the data origins • Gather the relevant information • Incorporate and match accessible data • Deliberations on the compiled information • Review the human resource challenges linked to COVID-195.Human resources concerns in the post-COVID-19 environment discussions