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Abstract: This article focuses on human resources management in relationship to organizational performance in global Covid-19
pandemic times, particularly in the tourism companies operating in the Slovak Republic. From the theoretical part, the paper focuses on
the evaluation of the situation in hospitality caused by Covid-19 in tourism companies in the current business environment and look at
the more detailed human resources management, as many scholars point to some irregularities. The paper also presents the research
results that was carried out on 274 respondents of managers who work in hospitality and the other sectors in this field. For research
purposes, we suggested and tested the research hypothesis to analyze the statistically significant relationship between the i mpact of
Covid-19 on the selected human resource management practices and the performance development of tourism companies in the
Slovak Republic. There were the following practices: recruitment and selection of employees, education (training) and develop ment,
evaluation and management of employees” performance, rewarding and employee participation. The hypothesis was verified by
correlation analysis with the use of inductive statistic. The hypothesis was verified at the end. The article points at the fact, that the
procedures and practices of human resources are affected by Covid-19, as the other sector of human resources management. Also, the
impact of Covid-19 affects the changes in the performance development of tourism companies operating in the Slovakia.

Key words: tourism, organizational performance, global Covid-19 pandemic, practices and procedures of human resources
management in tourism services.

INTRODUCTION

The economic, political and finally technological environment has changed in recent years significantly both on a national and
international scale. The most significant challenges affecting current developments include the economic surroundings, explicitly,
globalization, knowledge economy, demographic changes and the last pandemic Covid-19 crisis. These influences have their
impacts on the area of human resources management in tourism companies, and of all other resources stepping into the
reproduction process and can be easily imitated, but only human resources can create a very incomparable competitive
advantage. The organizations at the beginning of the 21st centuries have found themself in global competitiveness. The
transformation from industrial to knowledge organization and the growing tasks of human capital have put the organization
to face the new challenges of finding procedures to stay competitive. The changes in demographic, globalization, and as
well as lack of a highly qualified workforce, in particular, have a significant effect on the organization ability of individual
countries to sustain their stability. At the early beginning of the year 2020, all companies areas face up global pandemic
issue caused by a new virus. The most affected among all companies are those related to tourism. In fact of dramatic
changes regarding covid-19, the companies must react and adapt to the changes and manage human resources responsibly.
All these changes require organizations to identify and implement new recruitment and development strategies. The
employees must acquire a variety of skills that enable them to cope with new technologies and functions in companies
affected by global pandemic effects. The technological progress, deployment of informative communicative technologies
and growing radical globalization create a new business environment. These changes are affecting both the workforce and
the methods of how human resources are managed. Gallo et al. (2019) state, that business companies must respond to ever-

* Corresponding author
http://gtg.webhost.uoradea.ro/


http://gtg.webhost.uoradea.ro/
https://doi.org/10.30892/gtg.35233-680

LCuba TOMCIKOVA, Nella SVETOZAROVOVA, Jana COCULOVA, Zuzana DANKOVA

changing market situation and be able to adapt to these changes professionally. In this context, companies need to employ
appropriate managers with innovative approaches bringing new business ideas and trends. The companies that want to
remain competitive and efficient today still need to respond adequately to human resource management practices in line
with these technological and structural changes (Moyo, 2020; Donthu and Gustafsson, 2020; Carnevale and Hatak, 2020)
state, that the pandemic has affected the operation of businesses and the management of human resources.

LITERATURE REVIEW

1. The global pandemic Covid-19 and tourism sector in current

In the current turbulent times, it is inevitable for human resources to face many challenges, so the most significant assets,
so-called human resources, should remain vital to fulfil the function of idiosyncratic competitive advantage. The pandemic
Covid-19 presents the major challenge for the managers of all tourism companies operating in various field to consider the
implementation of new managerial methods and tools in this unstable and changeable world. The pandemic Covid-19 presents
the major challenge for the managers of all tourism companies operating in various field to consider the implementation of new
managerial methods and tools in this unstable and changeable world. Remotely work, creating virtual teams, knowledge
management is some of the many practices that most companies adopt as a concept to keep the companies run smoothly
(Carnevale and Hatak, 2020). Most managers try to help their workforce adapt to the current pandemic situation and
subsequently cope with the radical changes that take place in the work and social environment (Baert et al., 2020). Belzunegui-
Eraso and Erro-Garcés (2020) suggest that one of the main challenges in the field of human resources management, caused by
pandemic Covid-19, are difficulties to adapt new and current employee as well as to copy very radical changes in working
conditions which include both transportation to working place in a remote location and the implementation of new undesirable
working conditions, policies and procedures in the workplace. Based on literature analyses, we can state that among the main
challenges that need to be addressed for a long time, we can include the globalization process, transformation to the knowledge
economy, talent management, diversity management, conversation of human resources practices, demographic development,
strategic human resources management, manager’s professionalism in human resources management and as well the changes
in activities of human resources departments. It is therefore inevitable to face such challenges and react to their impact during a
pandemic. Varma et al. (2008) state that currently international companies have to dominate position when doing business
because their advantage is the ability to do business in a wide range of business environment. In addition, they employ
worldwide workforces and face importance due to the transition of systems in human resources management.

What does it mean for companies operating in tourism during the current business environment? These companies are
nowadays in the middle of turbulent and complicated business environment. Over the decades, tourism has become one of the
most progressive and most developed economic sector based on the growth and deepening diversification. Modern tourism
included a growing number of new destinations and was closely linked to development, as a result of which tourism has become a
key factor in socio-economic progress. It was significant and valid only for the period that was not affected by pandemic Covid-
19. The global expansion of tourism in the industrialized, developed countries have increased pre-pandemic economic advantages
for employment in many sectors and contributed to economic prosperity (UNWTO, 2018). Tourism in many countries is
considered the dominant pillar of the economy and its significant source of employment. However, regarding the outbreak of
Covid-19, there is a high level of unemployment in this business area. World Travel and Tourism Council (WTTC, 2019)
refered the importance of the tourism sector and hospitality and the importance of employment in this industry for
industrialized and developed countries. In 2018, the industry sector represented 10.4% of world GDP and activities related to
travel and tourism for 319 billion workplaces equal to 10% of the worldwide workplace (WTTC, 2019). Nowadays, however,
the sector of tourism and hospitality is particularly vulnerable in such uncertain economic cycles. Based on the literature it is
said that common crisis reasons are unforeseen events. Laws et al. (2006) define a tourism crisis as an exceptional event
associated with increasing media attention, economic losses, accidents/injuries or deaths. These are unfavourable events that
caused stable situations into the crises (Glaesser, 2006). They can often occur without warnings and with effects that are
serious and disastrous for the government and the business communities. There are inevitable episodic events that continuously
disturb the industry and cause shock for tourism companies (Pforr and Hosie, 2008). According to Bakri et al., 2014; Matijova et
al., 2019, the tourism sector has an ability to generate and increase income, employment, and raise the living standards. Therefore,
the investment in tourism development should be of interest to the governments as it helps ensuring the economic benefits.

2. Human resources management (HRM) in tourism companies

Tourism is an essential part of modern society, a dynamically evolving phenomenon that affects the economic and social
sphere of most countries around the world (Kiralova and Malec, 2016). To look at human resources management in tourism,
many authors point to irregularities. Baum (2007, 2015), Nickson (2007) and Saad (2013) found irrational approaches in the
field of human resources practices in companies related to tourism and hospitality, such as the fact that companies have an
interest in providing excellent services, but yet most employees are either partially or not enough qualified. Instead of
adequate training for the employees, managers do not take steps to improve this situation caused by high turnover in the
industry. Another not very clear fact is that managers tend to employ low qualified workers to solve current issues like low
productivity or turnover, instead of permanent positive impacts of human resources management (Saad, 2013).

The profitability and competitiveness of tourism companies should be one of the main goals of its management. In order to
meet these goals, it is necessary to accomplish a particular performance and employees engagement, which are the main pillars
of each company. The performance has a direct impact on the achievement of the organizational goals, but the performance is
affected by the employees' skills, their motivation and other factors. We can state that performance is a particular and required
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set of skills, abilities and characteristics that an employee uses to fulfil his working tasks. A similar definition affirmed by
several authors Wagner (2009), Wagnerova (2008). The performance reported by Turieckova (2004) is characterized as the
essential criteria for organizational success. It is the so-called performance precondition. It results from the set of values,
values from all society and individuals who are their part (Wagner, 2009). Many human resource management studies suggest
that HRM has a positive impact on an organization's performance. According to Becker and Huselid (1998), there is
remarkable evidence of the relationship between human resources management practices and organizational performance.
Jiang et al. (2012) state that these practices and procedures in human resources related to financial results, which both, directly
and indirectly, influence the human capital and employees motivation (Andresen and Nowak, 2015). The employee's
performance as a result of their behaviour, such as engagement, quality and flexibility on which the many procedures have an
enormous impact in human resources management: such as recruitment, training and development of employees, evaluation
and rewarding of employees (Andresen and Nowak, 2015) which are significant to examine for our research in the relationship
to performance development in tourism companies in the Slovak Republic during pandemic Covid-19.

MATERIALS AND METHODS

This article aims to research and to analyze the relationship between the impact of the covid-19 pandemic on the selected
practices of human resources management and performance measures of tourism companies in the Slovak Republic, in these
uncertain and turbulent times. The Covid-19 is considered the most urgent and actual topic with its impact on all business
sectors, not only in Slovakia but in the world. In the tourism sectors and many others, the effect of human resources
management and its way of managing changes rapidly. Companies are increasingly using the digital tools to identify, recruit
and retain employees by online or telephone recruitment, and the adaptation of employees as many others are common to use.
The survey in Estonia (Vésa, 2010) points to the recruitment of employees during the crisis that is a significant challenge
regarding the organization’s incapability to employ a new staff member. On the other side, companies can benefit from many
skilled and experienced or key job seekers, regarding unemployment in the labour market. Employers are also in a better
position to negotiate wages due to the higher labour supply. Within the main objective, the partial goals are related, that focus
on gathering and determining the degree of the Covid-19 pandemic impact on the selected practices of human resources
management (it was surveyed by managers of tourism companies operating in Slovakia on the Linkert scale, where 1 -
represents a very strong impact, 2 - strong impact, 3 - weak impact, 4- very weak impact, 5 - no impact) and subsequently
finding out the rate of performance development in tourism companies, which ranged on an interval scale, where 1 means a
very positive development, 2 - positive development, 3 - average development, 4 - negative development and 5 - very negative
development. The online questionnaire was addressed to 274 managers who work in tourism companies in Slovakia. Out of the
total number, were 64% women and 36% men. In one of the questionnaire questions, we found out the sector in which the
managers work. The vast majority of respondents, work in the hospitality sector, specifically (41% of managers), 15%
managers work in coffee and bars, 21% of managers work in a restaurant and the same number 12% of respondents work in
travel agencies, 11% of managers work in pensions, and the least number of respondents work in spas, ski resorts, aquaparks
(under 9%). For the needs of the research, the following scientific research hypothesis were formulated:

H1: It is assumed that there is a statistically significant relationship between pandemic Covid-19 impact on the selected practices
of human resources management and the degree of performance development in tourism companies in the Slovak Republic.

To test the above hypothesis, we used the statistical analysis, the aim of which is to know the regularity, context and
developmental tendencies of mass phenomena. Out of the nonparametric tests, Chi-Square goodness of fit test was used, which
tests the null statistical hypothesis, which states that the abundances in the individual categories are equal to the expected
abundances. We can state that if the P-value is lower than the chosen level of significance (traditionally 5% = 0.05), the null
hypothesis is rejected. At the same time, it can be stated, that the difference between the frequencies found in the sample and the
expected frequencies is too large to be the result of random sampling alone, i.e. it is statistically significant. If the P-value is equal
to or higher than the chosen level of significance, the null hypothesis cannot be rejected. It means that the difference between the
frequencies found in the sample and the expected frequencies may be due to random selection, i.e. it is not statistically significant
(Ostertagova, 2013). In the process of testing the hypothesis H1 were used non parametrical methods, therefore we proceed
another testing Spearman's rank correlation coefficient rS, which measures the tightness of any statistical dependence that is
monotonic. This is the coefficient that we can use to test the level of correlation intensity of two statistical forms, anywhere those
statistical forms are measured on scales, and enables us the obtained results of testing to put in two orders. At the same time, the
Kendall rank correlation coefficient was used, which measures the intensity of dependence between two ordered variables and
provides the test of significance of the coefficient. Kendall’s tau represents the difference between the probability that the values
of two variables are in the same order against the probability that values are not in the same order (Ostertagové, 2013).

RESULTS AND DISCUSSION

The research we carried out in the tourism companies operating in the Slovak Republic, examines the relationship
between the selected practices of human resources management and performance development during the pandemic
COVID-19. Boselie (2014) state that there are five fundamental practices and so-called ,,best practices®, in human resources
management: recruitment and selection of employees, employee training and development, evaluation and performance
management, rewarding and participation of employees. Meantime, it points out that these practices in human resources
management can be described as personal intervention or action contributed to the formation of legal relationship in each
company regardless of the field in which they operate. Also, they help companies to survive because they can positively
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affect financial results. The economic outcomes depend on organizational performance from the productivity, innovations
and fluctuation point of view. For our research, we examined those practices of human resources management in which we
can assume the considerable impact of Covid-19 on the management methods. The surveys in this particular field from the
year 2020 points to the fact there were either none or only the occasional recruitment and selection in the companies
provided. It is related to the effects of pandemic Covid-19 that redundancies occur rather than recruitment due to restricted
movement. The other practices we can mention are training and development of employees, which often took place only in
an online environment to which associated is the work from home. Therefore many virtual teams are nowadays being used.

The global crisis caused by the Covid-19 pandemic has recorded the dramatic increase of teamwork that reached perhaps
the highest level we have ever seen in the last couple of years. The virtual teams act as a significant implication of global
pandemic Covid-19 in human resources management. (Ichniowski et al.,1996; Truss et al., 2012) state that some of the
practices of human resources management, e.g. individual or team promotion, are insufficient to accomplish high
performance. Therefore, it is inevitable to use additional procedures to support employee’s motivation and their relation to
the organization. Training and education, communication mechanism, the participation of employees are also needed and
necessary to use. In one of the significant part of the questionnaire, we asked respondents to rate the impact of pandemic
Covid-19 on the management by our selected practices within the human resources management process in their companies.

There were the following practices:

- Recruitment and selection of employees (R&S),

- Training and development (T&D),

- Evaluation and management of employees” performance (E),

- Rewarding employees (R),

- Employee participation (P).

The results for the individual items with the characteristic of descriptive statistical methods can be visible in Table 1. For
research purposes, it was necessary to find out to what extent the performance indicators have developed due to the pandemic
Covid-19 impact on the companies. The primary task was to indicate the level of individual indicators of organizational
performance in companies in which they worked during the last year and was significantly affected by the global pandemic
crisis. The rate of performance development ranged on the interval scale, where 1 means very positive development, 2 - a
positive development, 3 - average development, 4 - negative development and 5 - very negative development. Out of the
performance indicators, were included in the questionnaire: return on assets, return of sales, work productivity and total
inventory turnover. Durkacova and Kalafusova (2012; Tomcéikova, 2020), state that returns on assets refer to indicators of
profitability and indicate the management capability to use the resources and property of the company to gain profit, i.e.
profitability of business efforts. Return on assets expresses total profit/total assets. Among the profitability indicators, we also
include the profitability of sales, which we can suggest as net profit/sales. Subsequently, we will approach the indicators of
activity, namely the total inventory turnover. Activity indicators make it possible to quantify how efficient and effective a
company uses its assets. Total inventory turnover expresses the following relationship: sales/average inventory. From the
research results, we can state that not any of the analyzed tourism companies for the last year didnt develop very positive or
negative at once total inventory turnover, labour productivity, return on sales and return on assets. The vast majority of
companies show average or possibly negative, to very negative results of the above - mentioned indicators and their
development. We conducted a similar survey in the year 2013, where we examined the impact of globalization on selected
human resource management practices regarding organizational performance in multinational companies.

Table 1. Descriptive characteristics: the degree of the Covid-19 pandemic
impact on the selected practices of human resources management (Source: developed by the authors)

Practices of HRM N Average | Median SD | Dispersion | Min Max
Recruitment and selection (R&S) 274 1.65 2.00 0.65 0.43 1 3
Training and development (T&D) 274 1.75 2.00 0.71 0.51 1 3
Evaluation and management of employees* performance (E)| 274 1.72 2.00 0.63 0.40 1 3
Rewarding employees (R) 274 1.62 2.00 0.70 0.46 1 3
Employees Participation (P) 274 1.55 2.00 0.80 0.64 1 3

In connection with the mapping of the relationship between the impact of the covid-19 pandemic on the selected practices
of human resources management and performance measures of tourism companies in the Slovak Republic, a null and an
alternative hypothesis H1 were formulated:

Hpy (null hypothesis): =60
Ho: It is assumed that there is not a statistically significant relationship between pandemic Covid-19 impact on the selected practices
of human resources management and the degree of performance development in tourism companies in the Slovak Republic.

H1 (alternative hypothesis): 6=0
H;: It is assumed that there is a statistically significant relationship between pandemic Covid-19 impact on the selected practices
of human resources management and the degree of performance development in tourism companies in the Slovak Republic.

The results regarding the hypothesis testing are included in the following Table 2 and Table 3. In the case of testing the
relationships between the above variables, all tested relationships showed p <0.05, so we reject the null hypothesis. We can
state that the difference between the frequencies found in the sample and the expected frequencies is too large to be the
result of random sampling alone, so it is statistically significant.
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Table 2. Results of testing H1: values of Chi-Square test (Source: developed by the authors)

The degree of the Covid-19 The rate of performance development (performance indicators)
pandemic impact on the | Return on assets (P11) | Return on sales (P12) | Labor productivity (PI3) | Total stock turnover (P14)
practices of HRM Value P-value Value P-value Value P-value Value P-value

R&S 35.005 0.000 31.006 0.000 30.500 0.012 38.810 0.011

T&D 24.002 0.000 30.030 0.000 41.500 0.006 46.623 0.000

E 57.700 0.000 53.300 0.000 90.004 0.007 52.270 0.000

R 52.100 0.000 67.200 0.000 16.008 0.000 27.947 0.000

P 100.12 0.000 19.009 0.000 33.020 0.000 46.002 0.000

Table 3. Results of testing H1: values of correlation coefficients (Source: developed by the authors)
Practices of Values of correlation coefficients
HRM*performance Kendall's tau-b Kendall's tau-c Spearman Correlation
indicators Value P-value Value P-value Value P-value

R&S*PI1 0.401 0.000 0.458 0.011 0.439 0.011
R&S*PI2 0.212 0.000 0.271 0.000 0.218 0.000
R&S*PI3 0.300 0.011 0.325 0.000 0.352 0.000
R&S*PI4 0.421 0.000 0.455 0.000 0.556 0.000
L&D *PI1 0.400 0.000 0.365 0.012 0.556 0.000
L&D *PI2 0.350 0.000 0.441 0.000 0.464 0.000
L&D *PI3 0.402 0.000 0.344 0.000 0.405 0.000
L&D *Pl4 0.311 0.000 0.247 0.000 0.249 0.000
E* PI1 0.201 0.000 0.198 0.000 0.228 0.020
E* PI2 0.219 0.012 0.205 0.000 0.222 0.000
E* PI3 0.212 0.000 0.192 0.000 0.208 0.000
E* P14 0.302 0.000 0.301 0.000 0.354 0.015
R*PI1 0.408 0.000 0.394 0.000 0.459 0.000
R*PI2 0.102 0.000 0.187 0.000 0.197 0.000
R*PI3 0.122 0.000 0.072 0.000 0.116 0.000
R*P14 0.241 0.000 0.207 0.000 0.172 0.000
P*PI1 0.324 0.011 0.365 0.002 0.431 0.000
P*PI2 0.405 0.000 0.329 0.000 0.304 0.000
P*PI3 0.171 0.000 0.104 0.000 0.089 0.000
P*PI4 0.121 0.000 0.279 0.000 0.232 0.000

As mentioned above, the correlation analyses with the use of two correlations coefficients were used. The Spearman
coefficient takes values from the interval <-1, 1> and is interpreted as a selection correlation coefficient. The values close to 0
indicate a weaker dependence of the variables, the value closer to 1 or -1 indicates the closer dependence. The extreme value 1
indicates a complete match of two orders, the extreme value of - 1 corresponds to exactly opposite orders. Positive values mean
that the variables tend to change in the same direction, the negative values tend to change in different directions. It can be stated,
that in all tested relations, the p-values of correlation coefficients are <0.05. In the case of the p-values of the Kendall rank
correlation coefficient, which is a test of the coefficient significance, these values are lower than the selected significance level of
0.05, i.e. the null hypothesis is rejected. It means that the difference between coefficients, as a result of the tested sample and zero,
is too enormous to be a consequence of random selection, and it is therefore significant. We can state that there is a relationship
between variables. Based on the above values, it is possible to verify and confirm hypothesis H1, that there is a statistically
significant relationship between the Covid-19 pandemic impact on the selected practices of human resources management and the
level of developmental performance in the tourism companies operating in the Slovak Republic in the last year.

CONCLUSION

Human resources management signify a critical function to secure effective company operating. It is the function that
influences most of the company’s significant resources, and it is usually the source of lasting competitive advantage in an
unsustainable business environment. Many studies, including Huselid (1995), focused on the analyzes and they confirmed, that
accurately implemented practices have significant effects on the companies™ performance. The system of human resources
management, according to Lado and Wilson (1994), is referred to as "organizational capabilities”, and it is the dynamic
process (recruitment and selection of employees, evaluation of their performance, training and promotion). It allows the
company to acquire, develop and deploy its sources to enable the company to gain a competitive advantage.

In conclusion, we can state, that procedures and practices of human resources management, including the management
itself, are affected by Covid-19 also the other sectors in a company. It is, therefore, to say that aim of our research was
verified: to research and to analyze the relationship between the impact of the covid-19 pandemic on the selected practices
of human resources management and performance measures of tourism companies in the Slovak Republic, in these
uncertain and turbulent times. We can state, that the impact of the Covid-19 pandemic on the selected practices of human
resources management effect the changes in organizational performance in tourism companies operating in Slovakia.

The hypothesis H1 which formulated for the needs of the research is confirm and we can state, that there is a statistically
significant relationship between the Covid-19 pandemic impact on the selected practices of human resources management
(recruitment and selection of employees, training and development, evaluation and management of employees
performance, rewarding employees, employee participation) and the level of developmental performance in the tourism
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companies operating in the Slovak Republic in the last year. The selected practices of human resources management are
affected by Covid-19 pandemic, as the other sector of business management. Also, the impact of Covid-19 affects the
changes in the performance development of tourism companies operating in the Slovak republic. The quality of human
resources has become a precondition of success for each company. Success, in recent days, depends on the ability to
maximize the potential and talents, not only for individuals but also for the teams.
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