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1. Introduction 

The COVID-19 pandemic, caused by the novel coronavirus SARS-CoV-2, emerged in late 

2019 and swiftly evolved into a global health crisis. Characterized by its highly contagious 

nature, the virus prompted widespread illness, overwhelmed healthcare systems, and led to a 

staggering loss of lives worldwide [1]. Governments implemented stringent measures such as 

lockdowns and travel restrictions to curb the virus's spread, causing profound disruptions to 

economies, industries, and daily life on an unprecedented scale. The pandemic necessitated a 

reevaluation of traditional recruitment and selection practices as organizations faced 

challenges in adapting to the new normal. With remote work becoming the norm and 

economic uncertainties influencing job markets, studying the impact on recruitment and 
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selection is crucial for understanding how organizations pivot in times of crisis. Insights into 

altered candidate expectations, the adoption of technology in hiring processes, and shifts in 

workforce dynamics provide valuable knowledge for businesses striving to remain 

competitive and resilient in the face of ongoing uncertainty [2]. Organizational performance 

during the pandemic became a critical determinant of survival and success. The ability to 

adapt swiftly, maintain operational continuity, and safeguard employee well-being shaped an 

organization's resilience. As the world transitions into a post-pandemic era, the importance of 

sustained organizational performance remains paramount. Factors such as flexible work 

arrangements, employee morale, and strategic agility are integral to navigating the evolving 

business landscape. Understanding the link between organizational performance and long-

term success is imperative for leaders seeking to positiontheir organizations for growth and 

stability in the aftermath of the pandemic [3]. In fig 1. Companies and their activities during 

different phases of covid have been summarized. 

 

 

 

Fig 1. Companies and their activities during covid 

 

2. The Evolution of Recruitment and Selection Practices  

2.1.Inthe Past: Manual Processes and Localized Outreach 

Manual procedures have always been the backbone of the recruiting architecture. People 

looking for jobs used to painstakingly write out paper resumes, highlighting concrete skills 

and experiences [4]. Personal encounters, such as those that took place during interviews, 

were fundamental to the recruiting process. Until recently, people could only find job 

openings via more conventional means, such as newspapers, specialized periodicals, and 

physical bulletin boards [5]. Although it worked at the time, this method limited job postings 
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to local or regional areas and severely limited their reach. When making decisions during 

interviews, a lot of subjective factors were considered. Personal intuition, judgement, and the 

capacity to evaluate interpersonal skills during in-person encounters were crucial for 

recruiters. The lack of objectivity and standardization in the assessment of applicants was a 

result of this subjectivity[6]. 

2.2.Contrastingly, in Modern Recruitment: Embracing Technological Advancements 

In the present day, there has been a dramatic shift in the recruiting scene. Online job portals 

and digital platforms, exemplified by sites like Indeed and LinkedIn, have transformed the 

employment landscape[7]. These platforms have connected recruiters and job-seekers all 

around the world, regardless of their physical location. Because of this change, more people 

are able to take advantage of chances, and job-seekers are no longer limited to the jobs and 

companies in their local area[8]. A watershed milestone in contemporary recruiting occurred 

with the development of applicant tracking systems, or ATS. By automating processes like 

resume screening and candidate database maintenance, applicant tracking systems (ATS) 

simplified the once labor-intensive application process. This not only made the hiring process 

go more smoothly, but it also made applicant data management more easier and more 

centralized[9]. Decisions in the current age of recruiting are more based on data. Improving 

the hiring process now relies heavily on metrics like time-to-fill and cost-per-hire. Recruiters 

are able to make better judgements using data-driven insights, which improves the efficacy 

and efficiency of talent acquisition as a whole. In addition, social networking sites like 

Twitter, Facebook, and LinkedIn have become indispensable in the world of recruiting. 

Employer branding and applicant connection are two of the primary functions of these 

platforms[10]. Beyond the limitations of conventional job applications and interviews, 

companies are increasingly turning to social media to tell a story about company values, 

culture, and USPs. Finally, a data-driven paradigm in decision-making has been established, 

and opportunities have been made more accessible to more people as a result of the shift from 

manual, regional recruiting procedures to contemporary, technology-driven ways. The use of 

data analytics, automated tools, and digital platforms has not only made recruiting more 

accessible, but also allowed for a more dynamic, informed, and inclusive process of acquiring 

talent[11]. 

3. Technological Advancements in Recruitment Pre-COVID-19: A Revolution in 

Talent Acquisition 

There was a sea change in the recruiting scene when Applicant Tracking Systems (ATS) 

emerged, ushering in a slew of technical innovations that greatly improved and simplified the 

recruiting procedure. Essential ATS functions like applicant tracking and resume processing 

were transformed by automation. This not only helped recruiters save a ton of time, but it also 

made sure that the massive volumes of candidate data were handled in a more organised and 

standardised way[12]. The ability to centralise candidate information was a crucial feature of 

ATS. The applicant tracking system (ATS) allowed the recruiting teams to work together 

more efficiently by providing a single location for all candidate information. By working 

together, we were able to enhance communication, make better decisions, and set the stage 

for a continuous supply of talented individuals. This pool, which was created from past 

interactions and applications, was very helpful for meeting future recruiting 

requirements[13]. Another step forward in the development of recruiting was the 

incorporation of AI. Beyond the scope of conventional keyword matching, AI techniques 

were used to examine resumes. The screening process may be made more efficient and 

objective with the help of these algorithms, which could find suitable individuals using 

established criteria[14]. This change made it easier to find qualified applicants with the 

correct skills and less biased. An innovative method for the first contacts with candidates was 
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introduced with the advent of chatbots. Prospective employees were first contacted by these 

chatbots powered by artificial intelligence, which gathered basic information about them, the 

firm, and the employment process. This freed up human recruiters to concentrate on the more 

strategic and intricate parts of the hiring process while simultaneously improving the 

applicant experience with rapid answers[15]. Because they are standardised and objective, 

online tests quickly became the norm for gauging job applicants' abilities. A fair and 

consistent evaluation framework was given by these tests, which were often customised to 

meet the needs of individual jobs. A more precise fit between talents and work requirements 

may be achieved if employers could objectively evaluate applicants' abilities. Recruiters were 

able to communicate with prospects remotely via the rise of video interviews[16]. This not 

only made screening easier, but it also made evaluating candidates more open-minded and 

flexible. Because of the lowering of geographical boundaries, organisations may now access 

a wide pool of talent regardless of their physical vicinity. The use of mobile recruiting apps 

has significantly expanded the scope of what is accessible during hiring[17]. With the advent 

of smartphones, the recruiting process became more mobile, allowing candidates and 

recruiters to participate from any location. This change was in line with the mobile-centric 

workforce and enhanced the user experience overall[18]. In conclusion, technical 

developments prior to COVID-19 caused a dramatic shift in recruiting strategies. Online 

assessments, video interviews, chatbots, artificial intelligence (AI)-driven screening, and 

applicant tracking systems (ATS) have all contributed to a more efficient and accessible 

hiring process. This technical framework shaped a changing and adaptable talent acquisition 

environment by laying the stage for further advances in the COVID-19 period and beyond. 

4. The Disruption Caused by COVID-19: A Paradigm Shift in Work Dynamics 

Organisations entered a new age of remote work and virtual recruiting with the COVID-19 

epidemic, which caused a seismic shift in work dynamics. This revolutionary change 

rethought the conventional wisdom of the workplace and was crucial to maintaining company 

operations and protecting workers' health[19]. Organisations quickly adopted new standards 

in the field of remote work, with virtual communication platforms such as Zoom and 

Microsoft Teams replacing traditional in-person meetings. While this rapid adoption helped 

keep things running smoothly, it also revealed problems like digital weariness, 

communication breakdowns, and the need for new approaches to management[20]. The lack 

of physical presence forced a change in thinking about how to build team unity, necessitating 

creative solutions. At the same time, as lines between work and personal life began to blur, 

the effect on work-life balance was a hot topic. A comprehensive review of worker well-being 

was prompted by employees' struggles with defining work hours. At the same time, virtual 

recruiting saw a digital revolution, with technologies like online evaluations, virtual 

interviews, and AI-driven applicant screening being widely used[21]. The need for strong 

cybersecurity measures was further highlighted by the fact that digitization altered the 

recruiting process. Organisations now have access to a varied pool of applicants that go 

beyond conventional geographical limits, thanks to the trend towards virtual recruiting. This 

expands the global reach of talent acquisition and fosters diversity. Candidates' soft skills, 

cultural fit, and team chemistry were especially hard to gauge during this change[22]. 

Therefore, effective techniques to overcome these obstacles and assess applicants without 

face-to-face meetings became critical, calling for creative solutions. Concurrently, the 

epidemic altered the goals and expectations of job searchers, who had to reassess what was 

important to them in their careers. More and more, candidates were looking for companies 

that could accommodate their needs for remote or hybrid work[23]. Flexibility, which was 

formerly only a personal preference, is now a major factor in people's choice of employment. 

In addition, the pandemic had a significant influence on employer branding; companies who 

were clear about their support for remote work saw an uptick in goodwill from prospective 
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employees[24]. The reassessment of employment priorities was driven by economic 

uncertainty, and job security and stability emerged as focus themes. As a result, businesses 

learned to be open and honest about their financial situation and the possibility of layoffs. 

Candidates looking for companies that care about their health and happiness increasingly 

choose competitive benefit packages that include healthcare, mental health assistance, and 

remote work stipends[25]. Because of the pandemic's emphasis on social concerns, diversity 

and inclusiveness have become more important, and applicants are looking for companies 

with strong programmes in this area. As a result of this demand, businesses had to reevaluate 

and strengthen their commitment to equality[26]. Nevertheless, there were distinct obstacles 

to diversity and inclusion in remote work settings, calling for solutions including inclusive 

communication practices and virtual team-building exercises to promote remote 

inclusiveness. In conclusion, COVID-19 ushered in an age of adaptability for both applicants 

and organisations, hastening shifts towards remote employment and online recruiting. Worker 

objectives and expectations were transformed by this new environment, which placed an 

emphasis on wellness, inclusivity, and adaptability [27]. 

 

5. Impact of COVID-19 on Recruitment and Selection 
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Neha Vashistha et al. (2021) acknowledged the pervasive negative impact of COVID-19 on 

businesses, disrupting everything from the economy to individuals' livelihoods. Faced with 

these challenges, companies actively sought innovative solutions to maintain business 

continuity[28]. Every aspect of company staffing, encompassing recruitment to retention, 

encountered difficulties in the wake of the pandemic. The conventional process of job 

advertising, application solicitation, data analysis for positions, application review, candidate 

screening, and selection faced unprecedented hurdles as the pandemic compelled businesses 

and their employees to operate remotely. Amid this paradigm shift, Electronic Recruitment 

(E-recruitment), also known as online recruitment, emerged as a crucial tool for streamlining 

employment processes through the internet. This method aimed to assist businesses in saving 

costs related to hiring, reducing the time spent on candidate searches, and enhancing overall 

efficiency. The research conducted by Vashistha et al. sought to investigate the extent to 

which E-recruitment replaced human participation in the employment process against the 

backdrop of the COVID-19 pandemic.RubaKutishet et al. (2022) embarked on a research 

endeavor to explore the impact of New Human Resource Management Practices (NHRM) on 

innovation performance within the academic sector, particularly amidst the challenges posed 

by the COVID-19 epidemic. The study specifically investigated this relationship through the 

lenses of corporate innovation and creative work behavior. Recognizing the need for more 

than anecdotal evidence, the research employed quantitative analytic methods to provide a 

robust foundation for its conclusions [29]. In Fig 2 Summary of various challenges occurred 

at the  ofcovid 19 is mentioned. 

 

Fig 2: Various factors and challenges occurred during Covid -19 in recruitment process 

 

5.1.Cost involved in recruitment process 

The COVID-19 pandemic has had a profound impact on the cost involved in the recruitment 

process for organizations worldwide. As businesses had to adapt to remote work 

environments and implement social distancing measures, traditional recruitment practices that 
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involved face-to-face interactions and on-site assessments became impractical[30]. This 

necessitated a shift towards virtual hiring methods, which introduced new costs and 

challenges.One of the major cost implications of the pandemic on recruitment is the need for 

investment in technology and infrastructure. Organizations had to procure or upgrade their 

digital tools and platforms to enable remote interviewing, video conferencing, and online 

assessments. This includes expenses related to software licenses, video conferencing 

subscriptions, and cybersecurity measures to ensure data protection during virtual recruitment 

processes.Additionally, organizations had to allocate resources for training HR personnel in 

utilizing these new technologies effectively[31]. HR professionals needed to develop skills in 

conducting virtual interviews, managing remote assessments, and evaluating candidates 

through online platforms. This training investment was necessary to ensure the recruitment 

process maintained its integrity and reliability despite the shift to virtual interactions.Another 

cost factor is the increased competition for talent due to the broader geographical reach of 

remote hiring. With virtual recruitment, organizations gained access to a wider pool of 

candidates, including those residing in different cities or even countries[32]. However, 

attracting and securing the best candidates from this expanded talent pool often requires 

additional financial incentives, such as relocation packages or higher compensation offers, to 

compensate for the challenges and uncertainties associated with remote work 

arrangements.Moreover, the extended duration of the recruitment process during the 

pandemic can also impact costs[32]. With the transition to remote operations, organizations 

faced logistical challenges, including scheduling conflicts, technological issues, and 

coordination difficulties. These factors can contribute to delays in the hiring process, 

resulting in prolonged recruitment timelines. Extended recruitment periods may require 

organizations to allocate additional resources for candidate engagement, follow-ups, and 

maintaining a positive candidate experience throughout the extended duration[32].Overall, 

the COVID-19 pandemic has increased the cost of recruitment through the need for 

technology investments, training, enhanced compensation packages, and extended 

recruitment timelines. Organizations must carefully manage their recruitment budgets and 

strategies to adapt to the changing landscape while ensuring cost-effectiveness and aligning 

with their overall organizational goals[33]. 

Advertising and Marketing Expenses: With the shift to virtual recruitment, organizations have 

had to invest more in online advertising and marketing to attract a larger candidate pool. 

Traditional methods like job fairs, career events, and print advertisements became less 

effective during the pandemic. As a result, organizations have increased their spending on job 

boards, social media advertising, and targeted online campaigns to reach potential 

candidates[31]. 

Candidate Screening and Background Checks: Verifying the credentials and conducting 

thorough background checks on candidates is a crucial step in the recruitment process. 

However, the pandemic has made it challenging to conduct these checks, especially for 

international candidates. Organizations may incur additional costs in outsourcing background 

checks to specialized agencies or investing in reliable online verification tools[32]. 

Candidate Onboarding: Onboarding new hires virtually presents its own set of challenges. 

Organizations have had to invest in developing robust virtual onboarding programs and tools 

to ensure a smooth transition for new employees. This includes expenses related to setting up 

virtual training modules, creating interactive onboarding materials, and providing IT support 

for remote access to company systems[33]. 

Remote Work Infrastructure: The sudden shift to remote work has necessitated investments in 

remote work infrastructure, including providing laptops, software licenses, and other 

necessary tools for newly hired employees. Organizations have had to bear the cost of 
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procuring and shipping equipment to ensure that employees have the necessary resources to 

perform their jobs effectively from home[34]. 

Recruitment Agencies and Outsourcing: Some organizations rely on recruitment agencies or 

outsourcing firms to handle parts of the recruitment process. However, the pandemic has 

disrupted the operations of these agencies as well. Organizations may incur additional costs 

or renegotiate contracts with recruitment agencies to adapt to the changing circumstances and 

ensure a smooth recruitment process[35]. 

5.2.Quality of applicants 

The COVID-19 pandemic has brought about notable changes in the recruitment and selection 

process, consequently impacting the quality of applicants. Several factors have influenced the 

quality of applicants during this time.Firstly, the increased competition in the job market has 

resulted in a larger pool of applicants. The economic downturn caused by the pandemic has 

led to widespread job losses, prompting many individuals to actively seek new employment 

opportunities[36]. While this may result in a higher volume of applications, it also means that 

organizations need to carefully evaluate the qualifications and suitability of candidates to 

identify the most promising individuals.Secondly, the pandemic has caused significant shifts 

in various industries and job sectors. Certain sectors, such as hospitality and travel, have been 

heavily affected, while others, like healthcare and technology, have seen increased demand. 

Consequently, the applicant pool has also experienced changes, with individuals from 

affected industries exploring opportunities in different sectors[37]. This shift can impact the 

quality and relevance of applicants, as their previous experience and skill sets may need to be 

evaluated in the context of the new sector they are applying to.Furthermore, the transition to 

remote work and the reliance on digital platforms have highlighted the importance of specific 

skills and adaptability. Candidates who possess strong digital literacy, remote collaboration 

abilities, and adaptability to new work environments are considered valuable assets[38]. 

Evaluating these skills during the recruitment process has become essential to identify high-

quality applicants who can thrive in the current work landscape.The shift to virtual interviews 

and remote hiring practices has also introduced challenges in assessing the quality of 

applicants. Non-verbal cues and in-person interactions that provide valuable insights into a 

candidate's suitability for the role may be limited in a virtual setting[39]. Organizations must 

adapt their selection methods to effectively evaluate the qualifications, competencies, and 

cultural fit of candidates, ensuring they make informed decisions when selecting the best 

applicants.In conclusion, the COVID-19 pandemic has impacted the quality of applicants in 

recruitment and selection processes. Increased competition, shifts in the job market, the need 

for specific skills and adaptability, and the challenges of virtual interviewing have all 

contributed to this change. Organizations must carefully assess candidates to ensure they 

attract and select high-quality applicants who can positively contribute to the organizational 

performance and success in the evolving work environment shaped by the pandemic[40]. 

5.3.Wider choice of candidates 

The COVID-19 pandemic has presented an interesting dynamic in the recruitment and 

selection process by providing organizations with a wider choice of candidates. The shift to 

remote work and the increased use of virtual platforms have eliminated geographical 

boundaries and allowed companies to consider applicants from diverse locations[41]. This 

expanded reach has opened up opportunities to access talent from different regions, cities, 

and even countries.The wider choice of candidates has several implications for organizations. 

Firstly, it increases the diversity of the applicant pool, bringing in individuals with unique 

backgrounds, perspectives, and experiences. This diversity can foster innovation, creativity, 
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and problem-solving capabilities within the organization, leading to improved performance 

and competitiveness[42]. 

Secondly, organizations now have access to a larger talent pool, enabling them to select from 

a broader range of skills, qualifications, and expertise. This increased selection of candidates 

enhances the chances of finding individuals who possess the specific skills and competencies 

required for a particular role or project. It allows organizations to match job requirements 

more effectively, resulting in better performance and productivity.Moreover, the wider choice 

of candidates provides organizations with an opportunity to select individuals with niche 

skills or specialized knowledge[43]. With a larger applicant pool, organizations can identify 

candidates who possess unique qualifications or industry-specific expertise that can 

contribute significantly to the success of the organization. 

However, the wider choice of candidates also presents challenges. Organizations may face 

difficulties in managing and evaluating a larger number of applications, requiring robust 

selection processes and screening mechanisms to identify the most suitable candidates. 

Additionally, organizations need to invest time and resources into assessing and verifying the 

qualifications, experience, and cultural fit of a larger candidate pool.In conclusion, the 

COVID-19 pandemic has expanded the choice of candidates for organizations due to the 

elimination of geographical constraints and the use of virtual platforms[44]. This wider 

selection provides organizations with the opportunity to enhance diversity, access specialized 

skills, and find the best-suited individuals for their needs. However, it also demands effective 

selection processes to manage the larger applicant pool and ensure the selection of high-

quality candidates who can positively contribute to the organizational performance and 

success.The COVID-19 pandemic has significantly impacted the time involved in the 

recruitment process for organizations[45]. Traditional recruitment methods often involved 

multiple stages, including advertising, reviewing applications, conducting interviews, and 

conducting background checks. However, with the advent of the pandemic and the 

implementation of remote work arrangements, the recruitment process has undergone 

significant changes.One of the key effects of COVID-19 on the recruitment process is the 

acceleration of certain stages and the streamlining of others[46]. The shift to virtual 

interviews and online assessments has eliminated the need for travel and logistical 

arrangements, resulting in time savings. Organizations can now conduct interviews and 

assessments more efficiently, reducing the overall time required for these stages.Moreover, 

the remote work environment has enabled faster communication and coordination between 

recruiters and candidates[46]. With the use of video conferencing tools and instant messaging 

platforms, scheduling interviews, sharing feedback, and making hiring decisions can be 

accomplished more promptly. As result, the recruitment process can be expedited, allowing 

organizations to fill vacant positions more quickly.However, it is essential to acknowledge 

that the pandemic has also introduced certain delays in the recruitment process[46]. The 

increased number of applicants due to the wider reach and accessibility of virtual platforms 

may require additional time for reviewing applications and shortlisting candidates. 

Additionally, the need for virtual onboarding and training for new hires may require 

additional time and resources.Overall, the time involved in the recruitment process during the 

COVID-19 pandemic has experienced both positive and negative impacts. While certain 

stages of the process have become more streamlined and efficient, other aspects may require 

additional time and attention. Organizations must adapt their recruitment strategies and 

leverage technology effectively to mitigate any potential delays and ensure a smooth and 

timely hiring process[47]. 

5.4.Time involved in recruitment process 
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The COVID-19 pandemic has brought about significant technological challenges during the 

hiring process for organizations. The shift to remote work and the reliance on virtual 

platforms have necessitated the adoption of new technologies and tools to facilitate the hiring 

process. However, these technological advancements have also presented certain challenges 

that organizations must navigate to ensure a seamless and effective recruitment 

experience[47].One of the primary technological challenges is the need for reliable and 

secure communication tools. Virtual interviews and assessments rely heavily on video 

conferencing platforms, such as Zoom, Microsoft Teams, or Google Meet. Organizations 

must ensure that their chosen platform offers stable connections, clear audio and video 

quality, and robust security measures to protect the privacy of candidates and 

interviewers.Another challenge is the adaptation to virtual recruitment processes[47]. Many 

organizations were accustomed to in-person interviews, where candidates could showcase 

their interpersonal skills and presence. However, virtual interviews require candidates to 

convey their qualifications and suitability through a screen. This shift may pose challenges in 

assessing non-verbal cues and interpersonal dynamics, making it essential for interviewers to 

develop new strategies for evaluating candidates effectively[48].Additionally, the reliance on 

technology during hiring introduces the risk of technical glitches and connectivity issues. 

Unstable internet connections, audio or video disruptions, or compatibility problems with 

different devices can hinder the smooth flow of interviews or assessments. Organizations 

must be prepared to troubleshoot such issues promptly and provide alternative solutions, such 

as rescheduling interviews or utilizing backup communication channels.Furthermore, 

organizations must consider the accessibility and user-friendliness of their recruitment 

platforms[49]. Candidates may come from diverse backgrounds with varying levels of 

technological proficiency. Ensuring that the platforms used for applications, assessments, and 

interviews are intuitive, easy to navigate, and compatible with different devices and operating 

systems can help mitigate technological challenges and ensure a positive user 

experience[50].To address these technological challenges, organizations can invest in 

comprehensive training and support for recruiters and interviewers to familiarize them with 

the virtual hiring process and the associated technologies. Providing guidelines, resources, 

and technical support can enhance the proficiency of recruitment teams and minimize 

potential issues.In summary, the COVID-19 pandemic has necessitated a rapid transition to 

virtual recruitment, bringing forth technological challenges that organizations must 

overcome. By embracing reliable communication tools, adapting assessment strategies, 

addressing technical issues promptly, and ensuring platform accessibility, organizations can 

navigate these challenges and leverage technology effectively to facilitate successful hiring 

processes[51]. 

6. Technological challenges during hiring 

Recruitment practices have undergone significant changes and adaptations in response to the 

COVID-19 pandemic. The traditional methods of recruitment, such as job fairs, on-site 

interviews, and in-person assessments, have been significantly impacted, prompting 

organizations to rethink and modify their recruitment practices.One of the key changes in 

recruitment practices is the increased reliance on online platforms for sourcing and attracting 

candidates[52]. Job boards, social media platforms, and professional networking sites have 

become crucial tools for organizations to advertise job openings and connect with potential 

candidates. Virtual job fairs and online recruitment events have also gained prominence, 

providing opportunities for organizations to engage with a larger pool of candidates 

remotely.Additionally, organizations have modified their recruitment strategies to 

accommodate remote hiring and onboarding processes[53]. Virtual interviews and 

assessments have become the norm, enabling organizations to evaluate candidates' skills, 

qualifications, and cultural fit without the need for in-person interactions. The use of video 
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conferencing tools allows for real-time communication and evaluation, replicating aspects of 

face-to-face interviews.Furthermore, recruitment practices have focused on creating a 

positive candidate experience in a virtual environment. Organizations have implemented 

streamlined and user-friendly application processes, ensuring that candidates can easily 

navigate online applications and submit their materials without complication [54]. Prompt 

communication and regular updates throughout the recruitment process have become even 

more crucial to keep candidates engaged and informed.Another aspect of recruitment 

practices that has gained importance is the emphasis on virtual onboarding and integration of 

new hires into remote work settings. Organizations have developed comprehensive virtual 

onboarding programs to familiarize new employees with the company culture, policies, and 

their roles and responsibilities. Virtual training sessions, online resources, and mentorship 

programs are used to facilitate a smooth transition for new hires, despite the absence of 

physical presence in the workplace.Moreover, organizations have also adapted their 

recruitment practices to ensure diversity and inclusion. With virtual recruitment, geographical 

barriers are minimized, allowing organizations to access a more diverse talent pool[55]. 

Efforts are made to mitigate biases and ensure fair evaluation of candidates based on their 

skills and qualifications, rather than factors such as location or appearance.In summary, 

recruitment practices have experienced significant changes due to the COVID-19 pandemic. 

Online platforms, virtual interviews, streamlined application processes, virtual onboarding, 

and diversity-focused approaches have become integral components of recruitment strategies. 

By embracing these changes and leveraging technology effectively, organizations can 

continue to attract and select top talent while adapting to the new realities of remote work and 

social distancing[56]. 

7 Selection 

The process of candidate selection has also been impacted by the COVID-19 pandemic, 

necessitating adjustments to ensure effective decision-making while maintaining safety and 

adhering to social distancing measures. Organizations have implemented various strategies 

and techniques to adapt their selection processes to the new circumstances[57].One of the 

primary changes in the selection process is the increased reliance on virtual interviews and 

assessments. Video conferencing platforms enable organizations to conduct interviews 

remotely, allowing for face-to-face interactions without physical proximity. These virtual 

interviews assess candidates' qualifications, skills, and cultural fit, providing an opportunity 

to evaluate their suitability for the role.Organizations have also utilized technology to 

conduct online assessments and tests as part of the selection process. Cognitive ability tests, 

situational judgment tests, and personality assessments can be administered remotely, 

ensuring a fair and standardized evaluation of candidates' competencies. Virtual assessment 

centers have also emerged, where candidates participate in group exercises, role plays, and 

simulations through video conferencing tools[58]. 

Another aspect of selection that has gained importance is the use of data-driven decision-

making. With the availability of applicant tracking systems and online assessment platforms, 

organizations can collect and analyze data on candidates' performance and suitability for the 

role. This data-driven approach enables organizations to make informed decisions and select 

candidates based on objective criteria and predictive analytics[59]. 

Additionally, organizations have placed emphasis on assessing candidates' adaptability, 

resilience, and ability to work in a remote or hybrid work environment. With the shift towards 

remote work, employers seek individuals who can thrive in a digital work environment, 

collaborate effectively in virtual teams, and demonstrate self-motivation and time 

management skills. 
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Furthermore, organizations have revisited their selection criteria to align them with the 

changing needs and priorities brought about by the pandemic. Employers may prioritize skills 

such as remote communication, digital literacy, and the ability to navigate virtual 

collaboration tools. Flexibility, agility, and the capacity to handle uncertainty and rapid 

changes are also considered valuable attributes in the selection process[60].Lastly, 

organizations have focused on enhancing the candidate experience during the selection 

process. Clear communication, timely feedback, and transparency in the decision-making 

process have become even more important to ensure a positive candidate experience, 

regardless of the remote setting. Providing candidates with a comprehensive understanding of 

the selection process, including the timeline and expectations, helps to maintain their 

engagement and commitment[61].In conclusion, the selection process has been adapted to 

accommodate the challenges posed by the COVID-19 pandemic. Virtual interviews and 

assessments, data-driven decision-making, assessing adaptability, and revisiting selection 

criteria are some of the key aspects that have been modified. By leveraging technology 

effectively, organizations can continue to identify and select candidates who possess the 

necessary skills, competencies, and attributes to contribute to the organization's success in the 

new normal. 

8 Organizational performance 

The COVID-19 pandemic has had a significant impact on organizational performance across 

various industries. The disruptions caused by the pandemic have forced organizations to 

adapt their strategies, operations, and workforce management to navigate the challenging 

business landscape. Here are some key aspects of organizational performance affected by the 

pandemic[62]: 

Financial Performance: Many organizations have experienced a decline in revenue and 

profitability due to reduced consumer spending, supply chain disruptions, and economic 

uncertainties. Lockdown measures, travel restrictions, and decreased consumer confidence 

have affected sales and overall financial stability. Organizations have had to make tough 

decisions such as cost-cutting measures, budget reallocation, and restructuring to mitigate the 

financial impact[63]. 

Productivity and Efficiency: With the transition to remote work and the implementation of 

safety protocols in physical workplaces, organizations have had to adapt their workflows and 

processes. Remote work arrangements have brought both challenges and opportunities. While 

some organizations have reported increased productivity and flexibility, others have faced 

challenges in maintaining collaboration, communication, and employee engagement. 

Adapting to new technologies and providing necessary resources and support to remote teams 

have been crucial for maintaining productivity and efficiency[64]. 

Employee Well-being and Engagement: The well-being and engagement of employees have 

become paramount during the pandemic. Organizations have had to prioritize the physical 

and mental health of their workforce, implementing measures such as remote work, flexible 

schedules, and employee assistance programs. Employee engagement initiatives have played 

a critical role in maintaining motivation, commitment, and a positive work culture. 

Organizations that have effectively supported their employees' well-being have seen 

improved performance and retention rates[65]. 

Customer Satisfaction and Service Delivery: The pandemic has disrupted traditional customer 

interactions and service delivery channels. Organizations have had to rapidly adapt to remote 

customer service, online transactions, and contactless delivery methods. Maintaining high 

levels of customer satisfaction and ensuring a seamless customer experience have been 

essential for retaining existing customers and acquiring new ones. Organizations that have 
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successfully pivoted their customer service strategies and maintained open communication 

with customers have been able to sustain and even enhance their performance[66]. 

Innovation and Adaptability: The pandemic has forced organizations to innovate and adapt 

their business models to the new realities. Companies that quickly identified emerging trends, 

customer needs, and market demands were able to pivot their strategies and offerings 

accordingly. Adopting digital transformation initiatives, exploring new revenue streams, and 

diversifying product/service portfolios have been key drivers of organizational performance 

in the face of the pandemic[67]. 

Supply Chain Management: Disruptions in global supply chains, including transportation 

limitations, material shortages, and border restrictions, have posed significant challenges to 

organizations. Managing and optimizing the supply chain has become crucial for maintaining 

operational efficiency and meeting customer demands. Organizations that have developed 

agile and resilient supply chain strategies, such as local sourcing, alternative logistics routes, 

and inventory management, have been better positioned to minimize disruptions and maintain 

performance[68]. 

Implication in future 

The trend of working remotely was already in full swing when the epidemic hit, and it's not 

going anywhere. To facilitate effective remote teamwork and communication, businesses 

should put resources into solid remote work infrastructure. Future workforces may be based 

on flexible work arrangements[49–51]. Adaptable recruiting tactics are necessary in the ever-

changing post-pandemic context. It will be crucial to embrace new technology, such as virtual 

recruiting tools powered by AI. Companies should priorities evaluating individuals' capacity 

to adapt and persevere, since these traits are essential in a constantly evolving work setting. 

The importance of employee well-being was highlighted during the epidemic. In the future, 

HR and recruiting efforts should put a premium on physical and mental wellness. To entice 

and keep the best employees, businesses may implement wellness programmes, provide more 

flexible work hours, and improve health benefits. Organisational culture and values will be 

influenced by the long-term effects of the epidemic. A rethinking of cultural norms on trust, 

responsibility, and teamwork may be in need in the face of remote employment. Fostering 

resilience and unity within the organisation will be greatly aided by values relating to 

adaptation, creativity, and inclusion [52]. 

Conclusion 

The COVID-19 pandemic has caused unparalleled disruptions in multiple domains of society, 

significantly influencing recruitment and selection procedures in addition to organizational 

performance. Traditional hiring practices quickly changed as companies struggled with 

lockdowns, remote work policies, and unstable economic conditions. It was necessary to 

implement digital platforms, video interviews, and remote assessments as part of the shift 

toward virtual recruiting and selection. This change created new opportunities to access talent 

regardless of location, but it also brought with it new problems like technological limitations 

and the need for adaptability. Organizational performance, however, faced two challenges in 

the middle of these developments. On the one side, personnel planning and talent acquisition 

were impacted by downsizing, hiring freezes, and budget constraints brought on by the 

pandemic-induced economic slowdown. However, for businesses to continue operating and 

adapting to the changing environment, they now urgently need to possess agility, resilience, 

and innovation. Hence, even though COVID-19 changed hiring and selection procedures, its 

effects on organizational effectiveness highlighted the value of strategic workforce 

management, worker resilience, and well-being in adversity. The lessons learned during this 
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time are crucial in guiding future recruitment tactics and promoting organizational success in 

a post-pandemic world, as firms continue to manage the aftermath of the pandemic. 

Finally, the COVID-19 epidemic has sparked revolutionary shifts in how organisations 

function in areas such as hiring and selection. Strategically shifting towards remote work, 

making recruiting procedures more adaptable, and consistently prioritizing employee well-

being are all necessary for the future. It is critical for organisations to make sure their values 

and culture are in line with how the world is changing. Businesses may survive the epidemic 

and thrive in the future of work if they adapt to these changes and use the best practices that 

experts have suggested. A plea for further study resounds as we make our way through this 

shifting landscape; researchers and industry professionals are being encouraged to investigate 

the new ideas, tools, and techniques that will shape the way people operate in the years to 

come. Flexibility, creativity, and an unwavering dedication to the welfare of the workers 

characterise the path towards post-pandemic greatness. 

 

References 

1. Ahmed T, Khan MS, Thitivesa D, Siraphatthada Y, Phumdara T. Impact of employees 

engagement and knowledge sharing on organizational performance: Study of HR 

challenges in COVID-19 pandemic. Human Systems Management. 2020 Jan 1;39(4):589-

601. 

2. Tomčíková L, Svetozarovová N, Cocuľová J, Daňková Z. The impact of the global 

Covid-19 pandemic on the selected practices of human resources management in the 

relationship to the performance of tourism companies. GeoJournal of Tourism and 

Geosites. 2021 Apr 1;35(2):525-30. 

3. Abbas SI, Shah MH, Othman YH. Critical review of recruitment and selection methods: 

understanding the current practices. Annals of Contemporary Developments in 

Management & HR (ACDMHR). 2021 Aug 1;3(3):46-52. 

4. Pradhan IP, Saxena P, Ganguly C, Penava MB. Artificial Intelligence in Recruitment: An 

Impact Assessment of Organizations. InDisruptive Artificial Intelligence and Sustainable 

Human Resource Management (pp. 123-137). River Publishers. 

5. Herrera-Espejel PS, Rach S. The Use of Machine Translation for Outreach and Health 

Communication in Epidemiology and Public Health: Scoping Review. JMIR Public 

Health and Surveillance. 2023 Nov 20;9(1):e50814. 

6. Monjur KM. Recruitment and selection process of Abul Khair Steel. 

7. Chowdhury MH. The evolving landscape of hiring: perceived impact of AI based 

recruitment. 

8. Farrell G. How has modern employer branding impacted organisations overall 

recruitment strategy? (Doctoral dissertation, Dublin, National College of Ireland). 

9. Donald W. COVID-19 and the future of careers. 

10. Pirhonen J, Lolich L, Tuominen K, Jolanki O, Timonen V. ―These devices have not been 

made for older people's needs‖–Older adults' perceptions of digital technologies in 

Finland and Ireland. Technology in Society. 2020 Aug 1;62:101287. 

11. Centre for Economics and Business Research. (2020, April 6), Coronavirus lockdown is 

costing the British economy £2.4 billion a day, says alarming report. CEBR. Retrieved 

from https://cebr.com/reports/the-sun-coronavirus-lockdown-is-costing-the-british-

economy-2- 4billion-a-day-says-alarming-report/ 

12. International Energy Agency. (2020, April 8). COVID-19: Exploring the impacts of the 

COVID-19 pandemic on global energy markets, energy resilience, and climate change. 

IEA. Retrieved from https://www.iea.org/topics/covid-19 International Monetary Fund. 

(2020, April 9).  

https://cebr.com/reports/the-sun-coronavirus-lockdown-is-costing-the-british-economy-2-%204billion-a-day-says-alarming-report/
https://cebr.com/reports/the-sun-coronavirus-lockdown-is-costing-the-british-economy-2-%204billion-a-day-says-alarming-report/


Page 9296 of 9299 

Himani Saini /Afr.J.Bio.Sc. 6(5)(2024). 9282-9299 

 

13. Worst economic crisis since 1930s depression, IMF says. BBC News. Retrieved from 

https://www.bbc.co.uk/news/business-52236936 Ipsos Mori. (2020, April 9). Life under 

lockdown: coronavirus in the UK. Ipsos Mori. Retrieved from 

https://www.ipsos.com/ipsos-mori-en-uk/life-under-lockdown-coronavirus-uk 

14. Rehman S, Ullah A, Naseem K, Elahi AR, Erum H. Talent acquisition and technology: A 

step towards sustainable development. Frontiers in Psychology. 2022 Oct 18;13:979991. 

15. Baabdullah, A. M. (2018). Consumer adoption of Mobile Social Network Games (M-

SNGs) in Saudi Arabia: The role of social influence, hedonic motivation and 

trust. Technol. Soc. 53, 91–102. doi: 10.1016/j.techsoc.2018.01.004 

16. Barba-Sanchez, V., Calderón-Milán, M. J., and Atienza-Sahuquillo, C. (2018). A study of 

the value of ICT in improving corporate performance: A corporate competitiveness 

view. Technol. Econ. Dev. Econ. 24, 1388–1407. doi: 10.3846/tede.2018.3114 

17. Barba-Sánchez, V., Orozco-Barbosa, L., and Arias-Antúnez, E. (2021). On the Impact of 

Information Technologies Secondary-School Capacity in Business Development: 

Evidence From Smart Cities Around the World. Front. Psychol. 12:731443. doi: 

10.3389/fpsyg.2021.731443 

18. Beh, P. K., Ganesan, Y., Iranmanesh, M., and Foroughi, B. (2021). Using smartwatches 

for fitness and health monitoring: The UTAUT2 combined with threat appraisal as 

moderators. Behav. Inf. Technol. 40, 282–299. doi: 10.1080/0144929X.2019.1685597 

19. Bhatiasevi, V. (2016). An extended UTAUT model to explain the adoption of mobile 

banking. Inf. Dev. 32, 799–814. doi: 10.1177/0266666915570764 

20. Bondarouk, T., Parry, E., and Furtmueller, E. (2017). Electronic HRM: Four decades of 

research on adoption and consequences. Int. J. Hum. Res. Manag. 28, 98–131. doi: 

10.1080/09585192.2016.1245672 

21. Breaugh, J. A. (1981). Relationships between recruiting sources and employee 

performance, absenteeism, and work attitudes. Acad. Manag. J. 24, 142–147. doi: 

10.5465/255829 

22. Breaugh, J. A. (2008). Employee recruitment: Current knowledge and important areas for 

future research. Hum. Res. Manag. Rev. 18, 103–118. doi: 10.1016/j.hrmr.2008.07.003 

23. Breaugh, J. A. (2017). ―The contribution of job analysis to recruitment,‖ in The Wiley 

Blackwell handbook of the psychology of recruitment, selection and employee retention, 

eds H. W. Goldstein, E. D. Pulakos, J. Passmore, and C. Semedo (Hoboken, NJ: Wiley 

Blackwell), 12–28. doi: 10.1002/9781118972472.ch2 

24. Chang, C. M., Hsieh, H. H., Liao, L. A., Huang, H. C., and Lin, B. C. (2022). Teaching 

Evolution: The Use of Social Networking Sites. Sustainability 14:1521. doi: 

10.3390/su14031521 

25. Chen, S. C., Li, S. H., Liu, S. C., Yen, D. C., and Ruangkanjanases, A. (2021). Assessing 

Determinants of Continuance Intention towards Personal Cloud Services: Extending 

UTAUT2 with Technology Readiness. Symmetry 13:467. doi: 10.3390/sym13030467 

https://www.ipsos.com/ipsos-mori-en-uk/life-under-lockdown-coronavirus-uk


Page 9297 of 9299 

Himani Saini /Afr.J.Bio.Sc. 6(5)(2024). 9282-9299 

 

26. Chua, P. Y., Rezaei, S., Gu, M. L., Oh, Y., and Jambulingam, M. (2018). Elucidating 

social networking apps decisions. Nankai Bus. Rev. Int. 9, 118–142. doi: 10.1108/NBRI-

01-2017-0003 

27. Claus, L. (2019). HR disruption—Time already to reinvent talent management. BRQ 22, 

207–215. doi: 10.1016/j.brq.2019.04.002 

 

 

28. Vashisthaa N, Goelb A, Dhimanc AA. A Study on the Impact of COVID-19 Pandemic in 

the Recruitment Process: With Special reference to IT companies of Noida Region. 

Turkish Online Journal of Qualitative Inquiry. 2021 Jul;12(7):12024-43. 

 

 

29. Muhammad G, Siddique M, Dahri AS. Innovative e-recruitment strategies as a tool for 

human capital management effectiveness: a mediating role of talent attraction. Middle 

East Journal of Management. 2022;9(5):504-23. 

 

30. Allen R, Moskalyk H, Peredalo K, Hurman O, Samarchenko I, Revin F. Using the pattern 

method for the comprehensive organization of recruitment and selection of personnel. 

International Journal of Advanced Research in Engineering and Technology (IJARET). 

2020 May 13;11(4). 

 

 

31. Kathiravan M, Madhurani M, Kalyan S, Raj R, Jayan S. A modern online interview 

platform for recruitment system. Materials Today: Proceedings. 2021 Jul 17. 

 

32. Vance RJ . Organizing for customer service. In L. Fogli (Ed.), Customer service delivery: 

Research and best practices (pp. 22-51). San Francisco, Calif.: Jossey-Bass. 2006. 

33. RisleyC . Maintaining Performance and Employee Engagement During the COVID-19 

Pandemic. Journal of Library Administration. (2020) ;60: (6):653–9. 

34. Harter JK , Schmidt FL , Hayes TL . Business-unit level relationship between employee 

satisfaction, employee engagement, and business outcomes: A meta-analysis. Journal of 

Applied Psychology. (2002) ;87: :268–79. 

35. AbrahmaS . Development of Employee Engagement Programme on the Basis of 

Employee Satisfaction Survey. Journal of Economic Development, Management, 

Information Technology Finance and Marketing. (2012) ;4: :27–37. 

36. IlyasaM ,Mansyur R . The Effect of Organization Culture, Knowledge Sharing and 

Employee Engagement on Employee Work Innovation. International Journal of Scientific 

Research and Management (IJSRM). (2018) ;6: (1):57–63. 

37. Shuck B ,Wollard K . Employee engagement and HRD: A seminal review of the 

foundations. Human Resource Development Review. (2010) ;9: (1):89–110. 

38. AmhalhalA , Anchor J , Dastgir S . The Effectiveness of the Use of Multiple Performance 

Measures: The Influence of Organizational Contingencies. London: Sage. 2015. 

39. YalabikZY , Bruce AR , Andriana R . Facets of job satisfaction and work engagement. 

Evidence based HRM: A Global Forum for Empirical Scholarship. (2017) ;5: (3):248–65. 

https://doi.org/10.1108/EBHRM-08-2015-0036. 

40. SundarayBK . Employee engagement: A driver of organizational effectiveness. European 

Journal of Business and Management. (2011) ;3: (8):53–9. 

https://doi.org/10.1108/EBHRM-08-2015-0036


Page 9298 of 9299 

Himani Saini /Afr.J.Bio.Sc. 6(5)(2024). 9282-9299 

 

41. Andrew OC , Sofian S . Engaging People Who Drive Execution and Organizational 

Performance. American Journal of Economics and Business Administration. (2011) ;3: 

:569–75. 

42. Bakker AB , Albrecht SL , Leiter MP . Key questions regarding work engagement. 

European Journal of Work and Organizational Psychology. (2011) ;20: :4–28. 

43. Blanchard PN , Thacker JW , Ram VA . Effective Training: Systems, Strategies and 

Practices. Fourth Edition. Noida, UP: Dorling Kindersley. 2012. 

44. NassaziA . Effects of training on Employee performance. Evidence from Uganda 

(Unpublished doctoral dissertation). Vaasa University of Applied Sciences, Vaasa, 

Finland. 2013. 

45. AktarA ,Pangil F . Antecedents and Consequences of Employee Engagement: A 

Conceptual Study. IOSR Journal of Business and Management. 2017;(Vol. 19). 

https://doi.org/10.9790/487X-1906065467 

46. HanayshaJ . Testing the Effects of Employee Engagement, Work Environment, and 

Organizational Learning on Organizational Commitment. Procedia - Social and 

Behavioral Sciences. (2016) ;229: :289–97. https://doi.org/10.1016/j.sbspro.2016.07.139 

 

47. Wang S , Noe RA . Knowledge Sharing: A Review and Directions For Future Research. 

Human Resource Management Review. (2010) ;20: (2):115–31. 

 

48. Becerra-Fernandez I , Xia W , Gudi A , Rocha J . Task Characteristics, Knowledge 

Sharing and Integration, And Emergency Management Performance: Research Agenda 

and Challenges. Paper Presented at The Proceedings of The 5th International ISCRAM 

Conference Washington, DC, USA. 2010, 88-92. 

 

49. Khan M , Bilal H , Mateen A , Haq Z . The Mediating Effect of Knowledge Management 

System and Learning Culture on Human Capital Development. International Journal of 

Management and Applied Science. (2017) ;4: (5):14–7. 

 

50. Khan M , Sentosa I , Salman F . Exploring the role of transformational leadership in 

human capital effectiveness. World Journal of Entrepreneurship, Management, And 

Sustainable Development. (2018) ;14: (2):191–204. Doi: 10.1108/wjemsd-10-2017-0075. 

 

51. Khan M ,Chongcharoen D , Jankaweekun P . Transformational Leadership, Mediating 

Effect of Knowledge Management System and Moderating Effect of Training in Human 

Capital Development: SEM-SMART PLS Approach. International Journal of Scientific & 

Technology Research. (2020) ;9: (4):929–42. 

 

52. Khan MS ,Chongcharoen D , Ulhaq Z . The Mediating Effect of Employee Learning 

between Job Rotation and Employee CareerDevelopment: Empirical Evidence from the 

Banking Sector of Pakistan. 2019, 66-80. 

 

53. Witherspoon LC , Jason B , Cam C , S. Dan N . Antecedents of businessal knowledge 

sharing: a meta-analysis and critique. Journal of Knowledge Management. (2013) ;17: 

(2):250–77. 

 

54. ZannahjuanUN ,Yelli ES . Knowledge Sharing Implikasinyaterhadap Employee 

Engagement. FakultasBisnis dan ManajemenUniversitasWidyatama. 2013. 

 

https://doi.org/10.9790/487X-1906065467


Page 9299 of 9299 

Himani Saini /Afr.J.Bio.Sc. 6(5)(2024). 9282-9299 

 

55. Maldonado-Guzmán G , Lopez-Torres GC , Garza-Reyes JA , Kumar V , Martinez-

Covarrubias JL . Knowledge management as intellectual property: evidence from 

Mexican manufacturing SMEs. Management Research Review. 39: (7):830–50. 

 

56. PinhoJC . Social capital and export performance within exporter-intermediary 

relationships: the mediated effect of cooperation and commitment. Management Research 

Review. (2016) ;39: (4):425–48. 

 

57. Markos S . Employee Engagement: The Key to Improving Performance. International 

Journal of Business and Management. (2010) ;5: (12):89–96. 

 

58. AkterK . The Role of Non-Financial Factors in Measuring Organizational Performance. 

Proceedings of International Conference on Business Management. (2011) ;8: :245. 

 

59. ShamilaVJ . Employee Engagement—An Approach to Organizational Excellence. 

International Journal of Social Science & Interdisciplinary Research. (2013) ;2: :111–7. 

 

60. HromeiA . Non-Financial Factors That Influence the Success of a Merger Transaction. 

Economic and Management. 2014;504-11. 

 

61. TakI . Misleading the Financial Situation Users by Frauds. CCI3 Economy and 

Management. 2014, 547-56. 

 

62. Nawaz S , Hassan M , Hassan S , Shukat S , Asadullah AM . Impact of Employee 

Training and Empowerment on Employee Creativity through Employee Engagement: 

Empirical Evidence from Manufacturing Sector of Pakistan. Middle-East Journal of 

Scientific Research. (2014) ;19: :593–601. 

 

63. RaytonB ,Yalabik Z . Work Engagement, Psychological Contract Breach and Job 

Satisfaction. The International Journal of Human Resource Management. (2014) ;25: 

(17):2382–400. 

 

64. ShekariH . Evaluating the Three Dimensions of Work Engagement in Social Security 

Organization of Yazd Province in Iran. Journal of Educational and Management Studies. 

(2015) ;5: (3):168–74. 

 

65. Questica. The Importance of Measuring Non-Financial Factors. 2015. 

http://www.questica.com/budgeting-tips-and-tricks/the-importance-of-measuring-

nonfinancial-factors 

 

66. Schaufeli WB ,Salanova M , Gonzalez-Roma V , Bakker AB . The measurement of 

engagement and burnout: A two simple confirmatory factor analytic approach. Journal of 

Happiness Studies. (2009) ;3: :71–92. 

 

67. Karumuri . Employee Engagement: Hotel Industry SCMS Journal of Indian Management, 

July - September 2016, 2016;120. 

 

68. Tejaswi B, Raya RP . Employee engagement: Key to organizational success. SCMS 

Journal of Indian Management. (2014) ;11: (4):61–71. 

 

Author Biographies 



Page 9300 of 9299 

Himani Saini /Afr.J.Bio.Sc. 6(5)(2024). 9282-9299 

 

 

First Author: Ms. Himani Saini is a Ph.D. scholar in Management at Institute of Business 

Management, GLA University in Mathura. She has completed her post-graduation with First 

Division in Master of Business Administration (MBA) from Banasthali University in Tonk, 

Rajasthan. She graduated from Uttrakhand Technical University, Dehradun, Uttrakhand with 

a Bachelor of Science in Information Technology. She is currently employed as a HR in a 

private organization in Noida, Uttar Pradesh, India. 

Second Author: Dr PreetiTarkar is a Research Supervisor and Assistant Professor in Institute 

of Business Management, GLA University, Mathura, UP, India. 


