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Abstract 

As a result of the lack of rules and sometimes conflict of values owing to the COVID-19 pandemic, new 
challenges impacting the HRM practices and working conditions of the companies were generated. This 

paper examines the impact of the COVID-19 pandemic on HRM practices and working conditions and 

analyze the moderating role of ethical orientation that affects this relationship. A survey of 172 managers 
and HRM practitioners from Saudi Arabian companies was conducted as the data collection method. To 

investigate the direct effect of COVID-19 pandemic on HRM practices and working conditions, and its 

moderating effect through development of ethical orientation we used linear regression analysis. The 
findings indicate that ethical orientation plays a moderating role and impact positively and strongly the 

relationship between the COVID-19 pandemic and the enhancement of the organizational structure, the 

organizational leadership, the HRM practices, the corporate culture and the responsibility for health.  
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1. Introduction 

The COVID19 pandemic as a crisis situation has 

forced organizations to make quick decisions in 
order to manage catastrophic social and financial 

disasters. Coronavirus risks and requirements 

have impacted HRM practices and working 
conditions, and the managers have to play a major 

role in this crisis situation to sound employees’ 

performance. Therefore, managers and HRM 
practitioners are required to take appropriate 

measures to protect all stakeholder interests 

(employees, customers, suppliers…). Several 

emerging HRM practices and working conditions 
can be adopted by an organization under COVID-

19 pandemic situation as remote working, 

autonomous work culture, flexible organization of 

working time, balance between work and personal 

life, anticipation and management of absenteeism 
and commitment to the job, appropriate leadership 

style, pay cuts instead of layoffs, etc. The 

implementation of these emerging HRM practices 

and working conditions has provided new 
challenges that employers need to meet to achieve 

organizational objectives. Considering the 

possibility of incorrect operation during the 
COVID-19 pandemic, it becomes essential to 

reinforce into the organizational structure a set of 

ethical values and principles to guide the behavior 
of stakeholders in crisis situations (Lichtenstein et 

al., 1995). 
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In the absence of valid norms and standards that 

can guide the managers' decisions, the 
development of ethical orientation becomes 

required (Kohlberg, 1981). COVID-19 should be 

considered as opportunity to maintain and further 

develop ethical norms and values in this regard. 

This paper investigates the moderating role of the 
ethical orientation in the relationship between 

COVID-19 pandemic effects and emerging HRM 

practices and working conditions. This is 
theoretically through literature review, and 

empirically through a survey conducted with a 

number of managers and HRM practitioners from 

Saudi Arabia companies. 

 

2. Literature Review and Research 

Hypothesis Development 

COVID-19 pandemic has strongly impacted 
economies, societies, organizations and 

employees. This pandemic has indeed slowed 

global economic activity (Gourinchas, 2020), 
resulting in temporary layoffs and partial 

unemployment across many countries (OECD & 

International Labor Organization, 2020). This 

pandemic requires companies to meet a variety of 
challenges, and the manager and the HRM 

practitioners have to find solutions to maintain 

their companies’ stable position. To overcome this 
crisis situation, it is essential to enhance the social 

responsibility to the human resource practices and 

develop ethical practices and appropriate working 
conditions (Gama et al., 2012). In addition, 

improving the organizational structure, the 

leadership, and the corporate culture through the 

development of the managers’ and HR 
practitioners’ ethical orientation. Another domain 

has been added and related to the responsibility for 

Health vis-à-vis the employees, this will positively 
affect the quality of the work environment when 

companies assume their social responsibilities. 

 

2.1. Effect of COVID-19 pandemic on HRM 

practices 

To protect the health and safety of populations, all 

countries are moved through the institution of 
restrictions "Covid risk" protocols. The companies 

are forced to respect rigorously these protocols, 

and where possible, to relocate certain activities 
and use home teleworking (Tokarchuk, et al. 

2021). The managers particularly the HRM 

practitioners make efforts to cope with the 

complex and challenging environment, so as to 
ensure company’s survival and provide assistance 

to employees facing issues related to COVID-19 

pandemic. They need go through this crisis 

effectively and efficiency. 

 

2.2. Effect of ethical orientation on HRM 

practices 

The HRM practices and their related sub-activities 

(recruitment, training and development, wage and 

rewards, appraisal of the employees’ performance, 
and task autonomy) embody employees’ ethical 

behaviors (Al-Tarawneh, 2020). Consequently, 

HRM during COVID-19 period requires practices 
allowing the promotion of positive attitude among 

employees and encouraging of their commitment, 

involvement, and engagement for the change 
(Manuti et al., 2020). The development and 

promotion of ethical behaviors becomes necessity 

to develop new practices and appropriate 

workplace conditions contributing to reassure 
employee welfare and safety, and support them in 

meeting challenges related to the COVID-19 

period.  

Behaviors are affected by ethical orientations that 
provide leaders and HRM managers with 

sufficiently legitimate points of reference that 

direct their engagement in HRM practices. The 

ethical orientation is characterized by four 
dimensions: (1) justice encouraging ethical values 

as honesty, equity and rightness (Aupperle, 2008), 

(2) deontology focusing on the fit of the behavior 
with the unwritten rules, law, universal principles, 

duties and responsibilities, and obligations 

(Tamunomiebi & Elechi, 2020), (3) relativism 
taking into account the preferences of societies, 

cultures, families, and individuals (Gupta, 2010), 

and (4) teleology emphasizing on the individual 

and/social benefits for behaviors or decisions (Beu 

& Bucley, 2001). 

Development of ethical orientation may be argued 

as a moderator between COVID-19 effects and 

HRM practices. Indeed, the direct relationship 
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between COVID-19 effects and HRM practices 

could be enhanced if positive ethical climate is 

developed and promoted. 

 

2.3. Moderating roles of ethical orientation in 

the relationship between COVID-19 pandemic 

and HRM practices and working conditions 

The COVID-19 pandemic has affected the HRM 

practices and working conditions (Hamouche, 
2021). HRM processes and practices are discussed 

and grouped by five interrelated dimensions: 

organizational structure, leadership, HRM 
practices, responsibility for health, and corporate 

culture.  

 

2.3.1. COVID-19, Ethical orientation and 

organizational structure 

The achievement of organizational goals under the 

COVID-19 pandemic requires more agility. For 
organizations to succeed in addressing this grand 

societal challenge, they should be capable of 

allocating resources, harmonizing work processes 
to be in place, and mobilizing and leveraging all 

resources (financial, human, and technological) 

(Liu et al., 2020). In fact, despite crisis situation 

generated by the complexity of the COVID-19 
pandemic, organizations have to updated practices 

and processes that help managers and precisionists 

to face challenges provided by drastic 

organizational changes. 

The COVID-19 has influenced the companies’ 

organizational design because of physical distance 

becoming an important contingency (Foss, 2020). 

With the COVID-19 pandemic, home teleworking 
has been used more frequently than ever before, 

allowing more autonomy in terms of attributions 

and methods used for work and tasks execution, 
and greater level of work time flexibility in terms 

of ways of performing the tasks (Lodovici et al., 

2021). Having greater degrees of autonomy and 
flexibility generates positive effects, such as 

increased employees’ job satisfaction and ensure 

equilibrium between their professional and 

personal life, or negative effects, such as increased 
workload and work-life imbalance (Messenger et 

al., 2017). Thus, the first hypothesis is proposed: 

H1a: The companies’ organizational structure is 

affected by the COVID-19 pandemic. 

The use of home telework allows employees more 
autonomy to organize and perform their work. 

This margin of freedom can be treated differently, 

particularly in the absence of mechanisms of 

traditional direct control. Indeed, the employees 
will be more responsible for their actions. 

Decisions taken by them should be based on moral 

principles and directed towards achieving the 
intended outcomes. So, they are engaged in a 

dynamic process to generate ethical values 

guiding their decisions. This study postulated that: 

H1b: The ethical orientation moderates the impact 

of COVID-19 pandemic on the companies’ 

organizational structure. 

 

2.3.2. COVID-19, Ethical orientation and 

Organizational Leadership 

Many leaders need to meet new challenges in 

COVID-19 time, including quick decisions on 
work organization, policies related to the 

exceptional circumstances characterized by high 

level of uncertainty. Leading an organization 

during COVID-19 pandemic is stressful, and three 
leadership practices become more required; 

developing a trusting relationship with employees, 

communicating clearly and frequently with 
stakeholders, and engaging staff and distributing 

leadership throughout the organization 

(Fernandez & Shaw, 2020). Consequently, leaders 
encourage employee behavior in organization 

through trust, develop employees’ positive 

organizational relationships. Those this study 

proposed the following hypothesis: 

H2a: The companies’ organizational leadership is 

affected by the COVID-19 pandemic. 

The COVID-19 period requires a radical shift in 

attitude and values of leader. Leaders who exhibit 

authentic leadership demonstrate ethical 
behaviors that affects the quality of employee 

relationships (Chen & Sriphon, 2021). Leadership 

can therefore be enhanced by promoting ethical 

values and norms (Walumbwa et al., 2008). Based 

on this argument, hypothesis H2b is formulated: 
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H2b: The ethical orientation moderates the effect 

of COVID-19 pandemic on the leadership. 

 

2.3.3. COVID-19, Ethical orientation and HRM 

practices 

Strategic HRM and HRM functions have been 
impacted by COVID-19 pandemic (Hamouche, 

2021). During COVID-19 period, uncertainty has 

been increased and the achievement of 
organizational goals have been compromised. 

This makes performing strategic planning risky, 

especially since the organizations can’t provide 
enough and clear information about the 

employees’ management plans and their intended 

reactions to the pandemic. In addition, as a result 

of the COVID-19 crisis working conditions have 
dramatically changed (Gourinchas, 2020), has 

reshaped staffing dynamics (Campello et al., 

2020), has altered performance management 
within organizations (Aguinis & Burgi-Tian, 

2021), has increased the need to reskill and upskill 

the workforce in order to respond to the new 
context of the new distance economy, and has 

altered the compensation management to prevent 

employees from losing the will to act ethically 

after the pandemic (Przytuła et al., 2020). 

According to (Ngoc et al., 2021), despite the 
challenges and disruption caused by the COVID-

19 pandemic, companies develop new practices 

allowing them to meet these challenges and 
navigate threats that menace their survival. Based 

on this argument, hypothesis H3b is stated as 

follows:  

H3a: The COVID-19 pandemic affects the HRM 

practices. 

In crisis times, particularly in the COVID-19 
period, businesses are highly committed to 

business ethics and social responsibility (Attiany, 

2016). To improve employees’ performance, the 
organizations need to adopt ethical considerations 

in development of HRM practices as fairness, 

justice, and rights (Mathenge, 2011). The practice 

of ethical aspects based on justice, rights, fairness, 
transparency, integrity, and impartiality on HRM 

practices has a profound impact on raising 

organization’s ethical culture, which in turn 

reflects on employees’ satisfaction and therefore 

performance. Thus, this study postulated that: 

H3b: The ethical orientation moderates the effect 

of COVID-19 pandemic on the HRM practices. 

 

2.3.4. COVID-19, Ethical orientation and 

corporate culture 

The COVID-19 pandemic has caused unexpected 

changes requiring a hybrid workplace model (AM 

& Affandi, 2020; Yang et al. 2022), an 
enhancement of organizational resilience (Heredia 

et al., 2022), a development of the autonomy of 

employees (Carnevale & Hatak, 2020), an 
implementation of remote working (Tanpipa et al., 

2021), a positioning new information technology 

(Sagan & Schüller, 2020), a maintaining 

communication with employees, and an adapting 
performance management system (AM & Affandi, 

2020). These changes need the development of an 

emerging culture helping organizations to meet 
challenges and as possible avoid threats related to 

COVID-19. Therefore, we proposed that: 

H4a: The COVID-19 pandemic affects the 

corporate culture. 

In the COVID-19 period, develop and promote 

ethical values become crucial to affect the 
socialization process and therefore assist 

employees to develop the favorable culture 

contributing to the promoting and the maintain of 
ethical values and norms (Asatiani et al. 2021). 

Indeed, ethical behaviors facilitate the transition to 

a hybrid working model and a flexible work 

arrangement. Then, employees become more 
encouraged to use updated information 

technologies and home teleworking and increase 

autonomy at work. Thus, hypothesis H4b is set as 

follows: 

H4b: The ethical orientation moderates the effect 

of COVID-19 pandemic on the corporate culture. 

 

2.3.5. COVID-19, Ethical orientation and 

responsibility for Health 

COVID-19 pandemic has caused employees to be 

stressed at work (Shaw et al., 2020). HR 
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departments, in particular, are responsible for 

protecting employees and ensuring safe and secure 
working environment. To respond to COVID-19 

and related welfare issues, they need safety units 

to keep the employees safe and ease stress on 

employees and enhance their general well-being in 
the pandemic (Ochalski, 2016). Thus, we 

postulated that: 

H5a: The COVID-19 pandemic affects the safety 

and health management. 

During COVID-19 period, corporate social 
responsibility was observed to intersect with 

human resource management (Omidi & Dal Zotto, 

2022) requiring HRM activities rooted in ethical 

imperative. These activities are not just about 
ensure appropriate working conditions for 

employees based on legal requirements. 

Furthermore, HRM departments need to develop 
healthcare and prosocial work practices which 

promote employee welfare and safety well-being 

to lessen the effects of burnout and stress (Florea 
et al., 2013). Thus, the hypothesis H5b is 

proposed: 

H5b: The ethical orientation moderates the effect 

of COVID-19 pandemic on the responsibility for 

Health. 

 

3. Research model 

According to the reviewed literature, the study’s 

research model is illustrated in Figure 1. Through 

this study, the impact of pandemic COVID-19 on 
the HR practices and working conditions [H1a, 

H2a, H3a, H4a, H5a], on the one hand, and the 

moderator role of ethical orientation in the relation 
between COVID-19 effects, and HRM practices 

and working conditions [H1b, H2b, H3b, H4b, 

H5b], on the other hand were analyzed. 

Figure 1. Exhibits the hypothesized relationships of the study. 

 

 

4. Material and Methods 

4.1. Methodology and Sampling 

Correlating Coronavirus effects with HR practices 

and working conditions is the methodology used, 
as well as using ethical orientation variable as a 

moderator for this relationship. A sample of 172 

managers and HRM practitioners were surveyed 

in Saudi Arabian companies to examine the 

research problem and hypotheses. 

Through a pilot test among 22 managers and HRM 

practitioners, the questionnaire content was 
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validated and the reliability of the statements used 

in the survey was confirmed (Cronbach’s alpha 

value above 0.7).  

Using a Google platform, 217 questionnaires were 

sent out and 179 of them were returned, resulting 

in an 82% return rate. The usable response rate 

was 79% after seven questionnaires were partially 

completed. 

Of the 172 respondents, male respondents 

represent 54.7% and female respondents represent 

45.3%, with a mean age of 35.56. Most of 
respondents were Middle managers (50.6%), 25% 

were high managers, 13.4% were basic managers 

and 11% were HRM practitioners. The mean 

experience of respondents was 7.2 years.  The 
respondents’ companies belong to different 

sectors: 38.4% wholesale Business; 30.2% Retail 

Business; 19.2% Service Business; 12.2% 
Manufacturing/Factory. The respondents 

represented companies of different sizes: less than 

10 employees (10.5%), 10-49 (19.2%), 50-99 
(30.1%), 100-199 (26.2%), or 200 employees or 

more than people (14%). 

 

4.2. Measurement model analysis 

Employing a five-point scale ranking (strongly 

disagree, neutral, disagree, strongly agree), 

questionnaire multi-measurement items were used 

for each variable to avoid the limitation of the 
focus on a single item (See Table 2.). Specifically, 

five measurement items were used for measuring 

the effect of COVID-19 pandemic. The ethical 

orientation was measured through a total of four 
statements. Each of organizational structure, 

organizational leadership, HRM practices, 

corporate culture, and responsibility for health is 

measured through three items.  

To evaluate the measurement model by the 

calculation of convergent validity and 

discriminant validity, on the one hand and to test 
the study hypotheses by the using of multiple 

linear regression, on the other hand, we used the 

statistics software SPSS 26 (IBM, Armonk, NY, 

USA). 

To explore the interrelation between the Impact of 
COVID-19 Pandemic (ICP), on one side and 

Organizational Structure (OS), Organizational 

Leadership (OL), HRM Practices (HRMP), 
Corporate Culture (CC), and Responsibility for 

Health (RH) on other side, we used the Pearson 

correlation. In this study the Ethical Orientation 

(EO) was moderating variables. The means and 
standard deviations of variables are showed in 

Table 1. The variables’ standard deviations are 

close to zero indicating that the data are clustered 

closely around the mean (more reliable). 

 

Table 1: Means and standard deviations of variables. 

 ICP EO OS OL HRMP CC RH 

Mean 3.712 3.743 3.729 3.700 3.715 3.705 3.793 

Std. Deviation 0.569 0.561 0.592 0.571 0.604 0.604 0.535 

 

The validity of the measurement model was 

assessed from two perspectives: convergent 
validity and discriminant validity. Indeed, the 

calculation of Cronbach’s alpha (α), Composite 

Reliability (CR), and Average Variance Extracted 

(AVE) allow the assessment of the convergent 

validity. In addition, all item factor loadings were 

measured. The assessment of the discriminant 
validity was done through the using of the square 

root of the AVE for each variable. This is essential 

to ensure the distinguish of each variable latent 

from all other variables in the model. 
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Table 2: Convergent validity. 

Constructs and Items Factor 

Loading 

α CR AVE 

Impact of COVID-19 pandemic (ICP)  0.856 0.938 0.75

4 

My job performance is negatively affected during the COVID-19 time. 

(ICP1) 

0.883    

Because of the COVID-19 pandemic, I am apprehensive. (ICP2) 0.896    

I feel stress from my work due to the COVID-19 pandemic. (ICP3) 0.817    

Current corona crisis will affect my future career once I have returned to 

normal work. (ICP4) 
0.925    

I perceive a negative impact of the crisis on my private life due to the 

COVID-19 pandemic. (ICP5) 

0.817    

Ethical Orientation (EO)  0.773 0.931 0.77

2 

The COVID-19 pandemic made ethical values as justice, fairness and 

rightness more applied frequently at work. (EO1) 

0.925    

In the COVID-19 period, I insist in my work that all decisions being for 

my family, culturally, and traditionally acceptable. (EO2) 

0.885    

In the COVID-19 period, I insist in my work that all decisions taken 

maximize benefits and minimize damages. (EO3) 
0.807    

In the COVID-19 period, I insist in my work that all decisions are not a 

violation of unwritten rules or an abusive practice. (EO4) 

0.895    

HRM Practices and Working Conditions     

Organizational Structure  0.734 0.930 0.81

8 

In the COVID-19 period, I have been forced to break with traditional 

models as well as working methods, as well as interpersonal relationships. 

(OS1) 

0.896    

In the COVID-19 period, the decision-making processes have been 

shortened, requiring the flat organizational structure emphasizing 

exchange, sharing of new forms of interpersonal solidarity. (OS2) 

0.929    

The COVID-19 pandemic was a trigger for companies to realize the 

advantages of a culture of worker autonomy faced with the uncertainty of 
demand, disruptions in supply chains, pressures on costs and on cash flow. 

(OS3) 

0.888    

Organizational Leadership  0.755 0.852 0.65

8 
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Because of COVID-19, leaders are face a serious and urgent adaptive 

challenge.  (OL1) 

0.817    

During COVID-19 pandemic, the leadership is focused on the employees' 

health, safety and well-being. (OL2) 

0.784    

In the COVID-19 period, I prefer communal relationship and social 

exchange relationship. (OL3) 
0.833    

HRM practices  0.794 0.877 0.70

6 

In the COVID-19 period, our priority is to preserve our workforce. 

(HRMP1) 

0.772    

It is difficult to maintain the previous employee performance evaluation 

criteria adopted before the crisis situation caused by the coronavirus 

pandemic. (HRMP2) 

0.854    

In the COVID-19 time, employees are not subject to the same working 

conditions and availability. (HRMP3)  

0.891    

Corporate culture  0.776 0.869 0.69

5 

During the COVID-19 pandemic, it is preferable to implement a hybrid 

workplace model in order to provide flexibility and support to employees. 

(CC1)  

0.896    

In the COVID-19 period, I prefer more autonomy to choose work hours 

and location. (CC2)  

0.935    

I prefer more flexibility and autonomy during the COVID-19 period 

because it will increase job satisfaction and happiness, which will improve 

performance. (CC3)  

0.639    

Responsibility for Health  0.708 0.811 0.59

1 

The COVID-19 variants are an ongoing threat, so the design of office 

space must take safety and health into consideration. (RH1) 
0.676    

In the COVID-19 period, I prefer working in shifts / alternate days. (RH2) 0.834    

In the COVID-19 period, employees are regularly trained and sensitized 

COVID-19 risk factors and protective measures. (RH3) 

0.788    

 

To measure convergent validity, the factor 

loadings should be greater than 0.7 (Hair et al., 

2011). As shown in Table above the majority of 
factor loading are greater than 0.7 except CC3 and 

RH1who are near 0.7 and we keep them because 

their factor loadings aren’t lower than 0.4 (Chin, 

2010). 

The convergent validity of the measurement 

model is acceptable because, as shown in table 3, 

the Cronbach’s alpha values exceeded the cutoff 
point 0.7 (Joseph et al., 2016) and the results of 

AVE of all latent variables exceeded the threshold 

of 0.5 (Hair et al., 2011) 
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Table 3: Discriminant validity. 

 ICP EO OS OL HRMP CC 

ICP 0.869           

EO 0.846 0.879         

OS 0.809 0.934 0.905       

OL 0.636 0.605 0.568 0.812     

HRMP 0.427 0.603 0.568 0.793 0.840   

CC 0.528 0.763 0.795 0.655 0.648 0.834 

RH 0.719 0.719 0.694 0.804 0.593 0.525 

 

According to Table 3, the square root of the AVE 
for each latent variable is higher than all other 

values in the same column, indicating that the 

model is discriminately valid. 

 

5. Results 

The relationships between model variables are 

presented in table 4. Organizational Structure 

(OS) and Impact of COVID-19 Pandemic (ICP) 

are positively and strongly correlated (β = 0.676) 
with a significance level of p < 0.001. Thus, as the 

impact of COVID-19 increased, so did interest in 

the enhancement of organizational structure. 
Hypothesis H1a was accepted. Furthermore, the 

other direct relationships have a positive and 

strong associations with a significance level of p < 
0.001: relationship between Impact of COVID-19 

Pandemic (ICP) and Organizational Leadership 

(OL) (β = 0.620), relationship between Impact of 

COVID-19 Pandemic (ICP) and HRM Practices 
(HRMP) (β = 0.587), relationship between Impact 

of COVID-19 Pandemic (ICP) and Corporate 

Culture (CC) (β = 0.426), and relationship 

between Impact of COVID-19 Pandemic (ICP) 
and Responsibility for Health (RH) (β = 0.539). 

The results show that when the impact of COVID-

19 Pandemic increased, managers and HRM 

practitioners bring more concerns to 
organizational leadership, HRM Practices, 

Corporate Culture, and Responsibility for Health. 

Hypothesis H2a, H3a, H4a, and H5a are fully 

supported. 

Moreover, all hypotheses with moderating effects 

(H1b, H2b, H3b, H4b, H5b) were supported by the 

study results. As a consequence of the findings, it 

seems that the role of Ethical Orientation (EO) in 
strengthening the relationship between each two 

original variables is positively significant. The 

direct relationship between Impact of COVID-19 
Pandemic (ICP) and Organizational Structure 

(OS) with (β) = 0.676 is enhanced to become (β) 

= 0.752 through the moderating effect of Ethical 
Orientation (EO). The other testing models H2b, 

H3b, H4b, and H5b also have same outcomes. The 

details are presented in Figure 2. 

 

 

Table 4: Multiple correlation Results. 

Variables Relationship Beta Value Hypothesis Test 

ICP ↔ OS 0.676 H1a is accepted 

EO_ICP ↔ OS 0.752 H1b is accepted 
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ICP ↔ OL 0.620 H2a is accepted 

EO_ICP ↔ OL 0.774 H2b is accepted 

ICP ↔ HRMP 0.587 H3a is accepted 

EO_ICP ↔ HRMP 0.620 H3b is accepted 

ICP ↔ CC 0.426 H4a is accepted 

EO_ICP ↔ CC 0.462 H4b is accepted 

ICP ↔ RH 0.539 H5a is accepted 

EO_ICP ↔ RH 0.610 H5b is accepted 

Notice: For all variable relationships p < 0.001: Correlation is significant at the 0.001 level and N = 172. 

 

Figure 2: The direct effect and moderating effect of test model. 

 

Notice: Correlation is significant at the 0.001 level and N = 172. 

 

6. Discussion 

According to the results of the study and in order 

to achieve objectives under COVID-19 pandemic, 

the companies surveyed emphasized the need to 
become more agile, flexible, and collaborative. 

But succeeding individually and collectively is a 

challenge, and the Covid-19 pandemic has 

disclosed the maturity of companies to operate in 

agile mode on five dimensions: 

- Organizational Structure (hypotheses H1a & 

H1b): The COVID-19 pandemic has imposed 

organizational changes requiring the acceleration 
of management by objectives, the strengthening of 

the technological infrastructure of organizations, 

the acceleration of the digitization, and the need 

for empowerment and confidence. First, the 
managers and employees have been forced to 

break with traditional models as well as working 

methods, as well as interpersonal relationships. 
Second, the decision-making processes have been 

shortened, requiring the flat organizational 

structure emphasizing exchange, sharing of new 
forms of interpersonal solidarity. Third, the 

COVID-19 pandemic was a trigger for companies 

to realize the advantages of a culture of worker 

autonomy faced with the uncertainty of demand, 
disruptions in supply chains, pressures on costs 

and on cash flow. The study found, that it is as if 

the pandemic has encouraged an ethical behavior 
oriented to the self-sacrifice and collective-



3645                                                                                                         Journal of Positive Psychology & Wellbeing  

© 2021 JPPW. All rights reserved 

interest. Therefore, the companies are invited to 

take a standpoint and adopt a strategy for dealing 

with ethical issues. 

- Organizational Leadership (hypotheses H2a & 

H2b): The Covid-19 pandemic acts as an incentive 

for the strong leadership.  In fact, the strong 

leadership allowed to manage and transmit 
positive energy as best the leaders can despite the 

uncertain context created by the coronavirus. 

During the COVID-19 pandemic, exercising a 
leadership is focused not only on the reinvention 

of technical and technological capacities but also 

on the employees' health, safety and well-being. 
It's time to reimagine or reinvent a social contract 

that instills confidence and creates a workforce 

that's resilient and dynamic. For this purpose, the 

need of ethical leader is accentuating. Four 
qualities are considered essential to ethical 

leadership: motivate remote teams, communicate 

with scattered teams, strengthen technological 
tools, and flexibility. Indeed, the COVID-19 

pandemic has encouraged employees to consider 

more efforts to realize actions, develop 

compromises, and take initiatives. It has 
encouraged employees to consider actions, 

compromises and sacrifices that they otherwise 

would not have considered. In this way, the study 
Shows that the COVID-19 pandemic has affected 

various dimensions of leadership causing a review 

of processes, a questioning of employee support 
choices, an establishment of leadership using 

company’s digital resources and technology, and 

increase employee empowerment through 

privileging collaborative social networks, and 
developing a social dialogue promoting ethical 

behavior of employees. 

- HRM practices (hypotheses H3a & H3b): 

Concretely, the expected consequences of 
COVID-19 pandemic result in a tendency towards 

precarious employment with also more restrictive 

and less well-paid jobs. The quality of conditions 

of employees is the responsibility of companies. 
Regarding the human resources planning, the 

respondents are more interesting to preserve their 

workforce sometimes by means of temporary cost 
optimization measures than to make social plans 

and then to lost employees with core 

competencies. Therefore, the COVID-19 
pandemic has led search for new models of needs 

and expectation of workers, better consideration 

of the health and working conditions, and the rise 
of connectivity and communication technologies. 

These new orientations are influenced by the 

development of the manager’s ethical conduct. In 

this regard, minor organizational changes such as 
adopting measures of internal mobility or 

adjustment of working time because they are less 

costly and easier to manage compared to radical 
changes with heavy social impacts such as going 

to the dismissal of workers all over the place. 

Under COVID-19 pandemic, training plays an 
important role generating the need diversity in 

order to ensure, in these particular circumstances, 

temporary replacement or to meet the 

requirements of new job profiles. 

Because of the COVID-19 pandemic, 
performance evaluation has become a challenging 

as a result of for several reasons: first, it is difficult 

to maintain the previous evaluation criteria 
adopted before the Covid-19 pandemic with 

objectives not updated to reflect the realities 

experienced by the companies. Second, working 

conditions and availability are not the same. Third, 
Individual evaluations well as collective 

evaluations are inadequate in this context and may 

be damage team motivation and confidence. It 
seems necessary to establish a clear and 

transparent evaluation modality which take into 

account the commitment and the efforts 
undertaken in crisis time. Fourth, the 

organizational changes due to the COVID-19 

pandemic as the use of use home teleworking, the 

acceleration of digitization and the increasing of 
employee empowerment, require revisiting of the 

performance evaluation methods. The 

implementation of teleworking has significantly 
modified collaborations and working methods; 

team management, delegation, motivation, the 

definition of objectives must be redesigned. 
Consequently, the performance evaluation needs 

to be adapted. Many surveyed companies have 

seen their objectives unachieved by the COVID-

19 pandemic, some on the contrary, see new 

opportunities to be explored. 

Therefore, as founded by the study, with the 

redefinition of the strategic objectives in which 

many surveyed companies are engaged, the 
development of ethical values and the adoption of 
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ethical behavior have to be considered in HRM 

practices. 

- Corporate culture (hypotheses H4a & H4b): Due 
to the COVID-19 pandemic consequences, 

effective teleworking arrangements were 

developed. Before the crisis situation caused by 

the COVID-19 pandemic, the implementation of 
teleworking was made possible by a company 

culture prepared for digital technology and depend 

on the characteristics and the requirements of the 
tasks. When the COVID-19 pandemic started, 

many companies were quick to act. Their 

employees are clearly and openly communicated 
with about the processes and the potential risks of 

the pandemic, and they are encouraged to promote 

and adopt teleworking. In the long run, they have 

benefited from a highly motivated workforce, an 
increased level of trust, and a positive impact on 

the organizational culture. Their objective is to 

ensure continuity and flexibility in 

implementation of activities. 

During the Covid-19 the managers were placed in 

a situation of uncertainty and complexity. In the 

face of complicated problems and to seek optimal 

solutions, the data on which they base their 
management reasoning is multidimensional, 

unstable and often elusive. In particular, it is 

essential to establish a high quality of interaction 
with all company stakeholders, as well as to 

develop innovative solutions with a view that 

transform the environment instead of simply 
adapting to it. This requires reviewing decision-

making habits, by privileging collective 

intelligence, and no longer just individual 

autonomy and expertise, while developing the 

individual responsibility and ethical orientation. 

These achievements in terms of organizational 

infrastructure, technological investments, and 

openness to e-learning collaborative tools make 
rolling back impossible. In the postcrisis period, 

companies will have to take into account these 

new skills, experiences and expectations of staff 

but also those of external stakeholders in terms of 
sustainable development, social and societal 

responsibility, business ethics and strategy. 

- Responsibility for Health (hypotheses H5a & 

H5b): As managers today, they should strike a 
balance between the need for compliance with 

health and safety regulations for their employees, 

on the one hand, and a return to economic 
efficiency and effectiveness that can ensure their 

survival by preserving jobs and ensuring their 

future development, on the other. In additional, an 

important challenge is to implement hygiene 
measures in every workplace, aiming to protect 

the workers’ health and safety more than 

previously. Concretely, the companies conduct 
awareness-raising and information actions and 

adopt a protocol for employees contaminated or 

suspected of being infected. The employees’ 
duties are to safeguard their safety and that of 

other people in the workplace. Therefore, they 

have an obligation to follow the instructions to use 

the sanitary equipment properly.  

Social dialogue is maintained between companies 
and employees in order to negotiate not only 

safety and health conditions, but also support 

plans to ensure the social equity. According to the 
survey, companies publish fact sheets, guides and 

videos explaining the preventive measures to 

ensure employees’ safety in order to reorganize 

the work of employees. A "Covid risk" protocol is 
posted in the workplaces of companies to better 

adapt their hygiene systems. It is also used, after 

deconfinement, for all those who will be 
authorized to resume their activities. Concretely, 

the companies have favor telework when it is 

possible. Otherwise, other companies have opted 
for other alternatives, such as group work to 

reduce the number of employees. 

 

7. Managerial implication 

It was founded that the COVID-19 pandemic has 
placed managers and HRM partitionists in crisis 

characterized by challenges. It imposed changes in 

HRM practices and working conditions to become 

more agile, flexible, and collaborative. 
Furthermore, this study provided managers with 

valuable information regarding the role that 

ethical orientation played during the COVID-19 
period. This study confirms the hypothesis that 

ethical orientation can be used as a moderating 

factor to improve the relationship between impact 
of COVID-19 pandemic and HRM practices and 

working conditions. In this paper we argue that 

managers should be aware and understand the 
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importance of developing an ethical orientation 

during COVID-19 pandemic. 

 

8. Conclusion 

The COVID-19 pandemic affected HRM practices 
and working conditions requiring the development 

of innovative solutions to meet new challenges. As 

a result of the crisis, organizations committed 

themselves to a greater level of humanization in 
management, impacting the organizational 

structure, the organizational leadership, the HRM 

practices, the corporate culture, and the health 
responsibilities. To control these changes and 

support employees in accepting and positively 

committing to challenges associated with COVID-
19 period, the development of ethical values and 

orientation is required. Managers taking the ethics 

of care approach avert situations of confusion and 

dilemmas caused by the lack of rules and the 
conflict of values by building and improving 

relationships with others and the corporations. 

The results of the study of 172 managers and HRM 

practitioners from Saudi Arabian companies 
found that the COVID-19 pandemic imposes new 

challenges to managing the crisis effectively and 

efficiently. Indeed, this crisis has imposed 

organizational changes that have strengthen the 
digitization, encouraged solidarity and enabled 

exchange. Leaders stress the importance of 

adopting a strong leadership style that fosters a 
sense of responsibility for each other’s welfare 

and encourage employees to support one another. 

The implemented new HRM practices aimed at 
preserving their workforce and implementing 

effective teleworking arrangements. In order to 

improve the level of trust and promote open and 

transparent communication, an emerging culture 
was developed. Hygiene measures were also 

implemented at all workplaces to provide and 

maintain a health and safe working environment. 
An analysis of the moderating role of the 

development of the ethical orientation between the 

impact of the COVID-19 pandemic and the HRM 
practices and working conditions found that the 

stronger the ethical orientation was enhanced, the 

more the managers are engaged in improving 

HRM practices and related sub-activities. 

In this study managers and HRM practitioners are 

helped to understand importance of developing 
ethical values and orientation to face 

consequences caused by the COVID-19 

pandemic. The COVID-19 pandemic is one of the 

crisis situations and it will soon be over, but we 
have learned something else that may be useful in 

other crisis situations. However, this result 

analysis of this study was limited on 172 
respondents, which doesn’t allow to generalize the 

results. 

 

References 

[1] Aguinis, H. & Burgi-Tian, J. (2021). 
Measuring performance during crises and 

beyond: The performance promoter score. 

Business Horizons, 64(1), 149–160. 
https://dx.doi.org/10.1016%2Fj.bushor.202

0.09.001 

[2] Al-Tarawneh, K. I. (2020). Business ethics 

in human resources management practices 
and its impact on the organizational 

performance. Business: Theory and 

Practice, 21(1), 402–411. 
https://doi.org/10.3846/btp.2020.11344 

[3] AM, E. N., Affandi, A., Udobong, A. & 

Sarwani, S. (2020). Implementation of 
human resource management in the 

adaptation period for new habits. 

International Journal of Educational 

Administration, Management, and 
Leadership, 1(1), 19–26. 

https://doi.org/10.51629/IJEAMAL.V1I1.4 

[4] Asatiani, A., Hämäläinen, J., Penttinen, E. 
& Rossi, M. (2021). Constructing continuity 

across the organizational culture boundary 

in a highly virtual work environment. 
Information System Journal, 31, 62–93. 

https://doi.org/10.1111/isj.12293 

[5] Attiany, M., Al-hawajreh, K., & Abu-

Hussain, A. (2016). Social responsibility 
and business ethics in the Context of 

operation function and its influence on 

business performance: an empirical study in 
Industrial companies. Dirasat Journals - 

University of Jordan, 43, 1–34. 

https://doi.org/10.12816/0028455 

[6] Aupperle, K. (2008). Moral Decision 
Making, Searching for the Highest 



Taoufik Radouche1, Abdulrahman Alshimai2, Houcine Chatti3, Rafia Gulzar4  3648   

© 2021 JPPW. All rights reserved 

Expected Moral Value. International 

Journal of Organization Theory & 
Behavior, 11(1), 1–11. 

https://doi.org/10.1108/IJOTB-11-01-2008-

B001 

[7] Beu, M. R. & Bucley, D. (2001). The 
Hypothesized Relationship Between 

Accountability and Ethical Behavior. 

Journal of Business Ethics, 34(1), 57–73. 
https://www.jstor.org/stable/25074622 

Accessed on 2 November 2020. 

[8] Campello, M., Kankanhalli, G. & 
Muthukrishnan, P. (2020). Corporate hiring 

under Covid-19: Labor market 

concentration, downs killing, and income 

inequality. NBER Working Papers, 27208. 
National Bureau of Economic Research, 

Inc. 

https://ideas.repec.org/p/nbr/nberwo/27208
.html Accessed on 4 March 2021 

[9] Carnevale, J. B. & Hatak, I. (2020). 

Employee adjustment and well-being in the 
era of COVID-19: Implications for human 

resource management. Journal of Business 

Research, 116(C), 183–187. 

https://ideas.repec.org/a/eee/jbrese/v116y2
020icp183-187.html 

[10] Chen, J. K. C. & Sriphon, T. (2021). 

Perspective on COVID-19 Pandemic 
Factors Impacting Organizational 

Leadership. Sustainability, 13(6), 3230. 

https://doi.org/10.3390/su13063230 

[11] Chin W. W. (2010). How to write up and 
report PLS analyses. In Esposito Vinzi V.; 

Chin W., Henseler J., Wang H. (eds) 

Handbook of Partial Least Squares. 
Handbooks of Computational Statistics 

(pp.655–690). Springer, Berlin, Heidelberg. 

https://doi.org/10.1007/978-3-540-32827-
8_29 

[12] Fernandez, A. A. & Shaw, G. P. (2020). 

Academic Leadership in a Time of Crisis: 

The Coronavirus and COVID-19. Journal 
of Leaderships Studies, 14(1), 39–45. 

https://onlinelibrary.wiley.com/doi/pdfdire

ct/10.1002/jls.21684  
[13] Florea, L., Cheung Y. H. & Herndon. N. C. 

(2013). For All Good Reasons: Role of 

Values in Organizational Sustainability. 
Journal of Business Ethics, 114, 393–408, 

https://doi.org/10.1007/s10551-012-1355-x 

[14] Foss, N. J. (2020). The impact of the 

COVID-19 pandemic on firms’ 
organizational designs. Journal of 

Management Studies, 58(1), 1–6. 

https://doi.org/10.1111/joms.12643 

[15] Gama, N., McKenna, S. & Peticca-Harris, 
A. (2012). Ethics and HRM: theoretical and 

conceptual analysis: an alternative approach 

to ethical HRM through the discourse and 
lived experiences of HR professionals. 

Journal of Business Ethics, 111, 97–108. 

https://doi.org/10.1007/s10551-012-1479-z 
[16] Gourinchas, P. O. (2020), Flattening the 

pandemic and recession curves, Mitigating 

the COVID Economic Crisis: Act Fast and 

Do Whatever, CEPR Press: London, UK, 
2020; pp.1–227. 

file:///C:/Users/DAU%20Faculty/Downloa

ds/COVIDEconomicCrisis.pdf Accessed on 
9 March 2021. 

[17] Gupta, S. A. (2010). Multidimensional 

Ethics for Indian Managers' Moral Decision 
Making. Electronic Journal of Business 

Ethics and Organization Studies, 15(1), 5–

14. http://urn.fi/URN:NBN:fi:jyu-

201010052956 Accessed on 4 November 
2020. 

[18] Hair J. F., Ringle C. M. & Sarstedt M. 

(2011). PLS-SEM: Indeed a silver bullet. 
Journal of Marketing Theory and Practice, 

19, 139–152. 

https://doi.org/10.2753/MTP1069-

6679190202 
[19] Hamouche, S. (2021). Human resource 

management and the COVID-19 crisis: 

Implications, challenges, opportunities, and 
future organizational directions. Journal of 

Management & Organization, 1–16. 

https://doi.org/10.1017/jmo.2021.15 
[20] Heredia, J., Rubiños, C., Vega, W., Heredia, 

W. & Flores, A. (2022). New Strategies to 

Explain Organizational Resilience on the 

Firms: A Cross-Countries Configurations 
Approach. Sustainability, 14(3), 1612. 

https://doi.org/10.3390/su14031612 

[21] Joseph, F., Hair, Jr. G., Tomas, M., Hult, C., 
Ringle, M. & Sarstedt, M. A. (2016). Primer 

on partial least squares structural equation 

modeling (PLS-SEM), 2nd ed., Sage 
Publications, Inc: Thousand Oaks, 

California,; pp. 1–390 



3649                                                                                                         Journal of Positive Psychology & Wellbeing  

© 2021 JPPW. All rights reserved 

[22] Kohlberg, L. (1981). Essays on moral 

development: Moral stages and the idea of 
justice, 1st ed, San Francisco, Harper and 

Rows, volume 1, pp. 1–441. 

https://www.worldcat.org/title/essays-on-

moral-development/oclc/7307342 
Accessed on 2 November 2020.  

[23] Lichtenstein, B. M., Smith, B. A. & Torbert, 

W. R. (1995). Leadership and ethical 
development: Balancing light and shadow. 

Business Ethics Quarterly, 5(1), 97–116. 

http://dx.doi.org/10.2307/3857274 
[24] Liu, Y., Lee, J. M. & Lee C. (2020). The 

challenges and opportunities of a global 

health crisis: The management and business 

implications of COVID-19 from an Asian 
perspective, Asian Business & 

Management, 19, 277–297. 

https://doi.org/10.1057/s41291-020-00119-
x 

[25] Lodovici, M.S., Ferrari, E., Paladino, E., 

Pesce, F., Frescassetti, P., Samek Lodovici, 
M., Aram, E. & Hadjivassiliou, K. (2021). 

The impact of teleworking and digital work 

on workers and society, Policy Department 

for Economic, Scientific and Quality of Life 
Policies, European Parliament L-2929 - 

Luxembourg, pp. 1–171. 

https://www.europarl.europa.eu/RegData/et
udes/STUD/2021/662904/IPOL_STU(2021

)662904_EN.pdf Accessed on 3 January 

2022. 

[26] Manuti, A., Giancaspro, M. L., Molino, M., 
Ingusci, E., Russo, V., Signore, F., Zito, M. 

& Cortese, C. G. (2020). “Everything Will 

Be Fine”: A Study on the Relationship 
between Employees’ Perception of 

Sustainable HRM Practices and Positive 

Organizational Behavior during COVID19. 
Sustainability, 12(23), 10216. 

https://doi.org/10.3390/su122310216 

[27] Mathenge, D. (2011). Ethical considerations 

in human resource management in Kenya: 
Theory and practice. Public Policy and 

Administration Research, 1(4), 8–20. 

https://iiste.org/Journals/index.php/PPAR/a
rticle/view/1257/1178 

[28] Messenger, J., Vargas Llave, O., Gschwind, 

L., Boehmer, S., Vermeylen, G. & Wilkens, 
M. (2017). Working anytime, anywhere: 

The effects on the world of work. Eurofound 

and the International Labour Office, 

Publications Office of the European Union, 
Luxembourg, and the International Labour 

Office, Geneva, pp. 1–74. 

http://eurofound.link/ef1658 Accessed on 2 

November 2020. 
[29] Ngoc Su, D., Luc Tra, D., ThiHuynh, H. M. 

& Nguyen, H. H. T., O’Mahony, B. (2021). 

Enhancing resilience in the Covid-19 crisis: 
Lessons from human resource management 

practices in Vietnam. Current Issues in 

Tourism, 24, 3189–3205. 
https://doi.org/10.1080/13683500.2020.186

3930 

[30] Ochalski, S. (2016) The Moderating Role of 

Emotional Intelligence on the Relationship 
Between Transformational Leadership and 

Work Engagement, International 

Leadership Journal, 8(1), pp. 68–87. 
http://internationalleadershipjournal.com/ar

chives/ Accessed on 2 November 2020. 

[31] OECD., International Labor Organization. 
(2020). The impact of the COVID19 

pandemic on jobs and incomes in G20 

economies. G20 Saudi Arabia, pp. 1–46. 

https://www.ilo.org/wcmsp5/groups/public/
---dgreports/---

cabinet/documents/publication/wcms_7563

31.pdf Accessed on 7 June 2021. 
[32] Omidi, A. & Dal Zotto, C. (2022). Socially 

Responsible Human Resource 

Management: A Systematic Literature 

Review and Re-search Agenda. 
Sustainability, 14(4), 2116. 

https://doi.org/10.3390/su14042116 

[33] Przytuła, S., Strzelec, G. & Krysińska-
Kościańska, K. (2020). Re-vision of future 

trends in human resource management 

(HRM) after COVID-19. Journal of 
Intercultural Management, 12(4), 70–90. 

https://doi.org/10.2478/joim-2020-0052 

[34] Sagan, A. & Schüller, C. (2020). Covid-19 

and labour law in Germany. European 
Labor Law Journal, 11(3), 292–297. 

https://doi.org/10.1177%2F203195252093

4566 
[35] Shaw, W. S., Main, C. J., Findley, P. A., 

Collie, A., Kristman, V. L. & Gross, D. P. 

(2020). Opening the workplace after 
COVID-19: What lessons can be learned 

from return-to-work research? Journal of 



Taoufik Radouche1, Abdulrahman Alshimai2, Houcine Chatti3, Rafia Gulzar4  3650   

© 2021 JPPW. All rights reserved 

Occupational Rehabilitation, 30, 299–302. 

https://dx.doi.org/10.1007%2Fs10926-020-
09908-9 

[36] Tamunomiebi, M. D. & Elechi, B.Chim. 

(2020). Ethical Managerial Orientations: 

Emerging Issues. European Journal of 
Human Resource Management Studies, 

4(1), 36–48. 

https://doi.org/10.5281/zenodo.3633057 
[37] Tanpipat, W., Lim, H. W. & Deng, X. 

(2021). Implementing Remote Working 

Policy in Corporate Offices in Thailand: 
Strategic Fa-cility Management 

Perspective. Sustainability, 13(3), 1284. 

https://doi.org/10.3390/su13031284 

[38] Tokarchuk, O., Gabriele, R. & Neglia, G. 
(2021). Teleworking during the Covid-19 

Crisis in Italy: Evidence and Tentative Inter-

pretations. Sustainability, 13(4), 2147. 
https://doi.org/10.3390/su13042147  

[39] Walumbwa, F. O., Avolio, B. J., Gardner, 

W. L., Wernsing, T. S. & Peterson, S. J. 
(2008). Authentic Leadership: 

Development and Validation of a Theory-

Based Measure. Journal of Management, 

34(1), 89–126. 
https://doi.org/10.1177%2F014920630730

8913 

[40] Yang, L., Holtz, D., Jaffe, S., Suri, S., Sinha, 
S., Weston, J., Joyce, C., Shah, N., 

Sherman, K., Hecht, B. & Teevan J. (2022). 

The effects of remote work on collaboration 

among information workers. Nature Human 
Behaviour, 6, 43–54. 

https://doi.org/10.1038/s41562-021-01196-

4 


