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  Abstract 
The world’s orderly development model has been disrupted by the COVID-19 
pandemic. During the COVID-19 period, the world has to press the pause button. 
Our world has to looking another way for living. For keeping our life running, 
human being has innovate everything ‘online’ to avoid COVID-19 spreading 
wildly in the world, as this reason, many industries have had to find other ways to 
cut their losses, this is a dark time for our society. After three years’ human-virus 
struggle now we are looking for coexistence ways of human being and coronavi-
rus at post-pandemic era. Human capital as basic productivity is so important for 
economic, pandemic push our world forward, human resource development needs 
to do more for social sustainability development. This article refers to compre-
hend the bibliographic review and articles about COVID-19 and related to human 
resource development, as well as the connection between to human resource de-
velopment and regional economic for proposes directions for further research. 
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1. Introduction 

The COVID-19 pandemic has led to a dramatic increase in global deaths and a worsening economic situation, 
despite the unpredictable economic impacts of COVID-19, it caused the decreasing employment and changes to the 
structure and status of human capital. The epidemic has caused economic shocks, there is no denying that the up-
side-down landscape will affect companies' behavior in terms of their intentions to internationalize, accelerating the 
existing global trend to embrace modern technology and leading to shifts in business practices, working patterns 
and corporate strategies (Lee, J. Y., Yang, Y. S., Ghauri, P. N., & Park, B. I., 2022), such as supply chain shocks, 
describing global and domestic demand, market pressures, declining incomes, and weak consumer spending, and so 
on. 

2. Research context and relevant definitions  

The COVID-19 pandemic may also exacerbate inequality, exclusion, discrimination and global unemployment in 
the medium and long term, particularly against members of the most vulnerable social groups, and it continues to 
affect the population, including those living in poverty, the elderly, people with disabilities, youth and indigenous 
peoples. Economic crisis in virtually all parts of the world: trade disruption, business closures, bankruptcies, mass 
unemployment, sharp decline in tourism activities and massive public deficits. The unprecedented impact of 
COVID-19 on the economic and social relations all around the world as well as on the labor markets was to in 
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many ways due to the ongoing globalization that made the transmission of the virus across continents a matter of 
weeks and days. Globalization might be viewed as a useful feature of the progress but it also has its adverse effects 
that might result in job loss, deprivation, and economic downturns, as many examples show especially during 
COVID-19. Recent study (Smite et al., 2023) investigates more than 17 companies developing software-intensive 
products, their aim to gain an understanding of how employees and companies are approaching work-from-home 
after the pandemic, and their research results is most of companies have established new work-from-home policies, 
instructions or regulations (Kalyugina, S., Pyanov, A., & Strielkowski, W., 2020).  

2.1 Human resource development theory 

Human resource development based on the existing human resources to investigate, analyze, plan and adjust 
human resources and corporate strategic objectives and organizational changes. Improve the existing level of hu-
man resources management in organizations or groups. In the post-epidemic era, the significance of human re-
source development is particularly important, for example, because COVID-19's highly contagious nature compels 
people to have the need for quarantine, a shift in shopping practices forces businesses or organizations to train em-
ployees for new vocational skills to adapt to the needs of society for new human resources. The demands of society 
for human resource certainly consistent with the goal of human resource development: An educational or learning 
program provided by an organization to employees to help them improve their skills and change their attitudes and 
behaviors, a process that promotes both individuals and organizations. The most successful companies are switch-
ing to social media such as Facebook, Twitter, LinkedIn and other social networks to communicate with remote 
employees (Wang et al., 2020). They convey messages that show empathy, build trust and connect with workers 
who are now in a different working climate. 

Dvořák considered recent pandemic contracted a devastating blow to the labor market and personnel security 
worldwide. Many people lost their jobs but most importantly the sense of insecurity and helplessness was even 
worse. Virus including its effects, mortality rates, features and peculiarities, there was no better option other than to 
lock oneself at home and work remotely. Under the influence of the new crown epidemic, the production and oper-
ation order of enterprises in the world has been impacted to varying degrees. It can be said that in this complex and 
changeable environment, the human resource management and planning used by most enterprises can no longer 
match the actual operation of enterprises at present stage. Human resource development is a complex systems en-
gineering. Human are both the subject of development and the object of development. At the same time, the devel-
opment process is influenced by both subjective and objective factors. COVID-19 epidemic puts forward strict re-
quirements and tests for the movement and gathering of people. To recruit large-scale employees as in the past, 
short-term time must be restricted and constrained. 

Globalization has benefited humanity and contributed to the further development of global civilization, but coun-
tries had to relatively restrict the free movement of people when the COVID-19 emerged. This phenomenon is an-
ti-globalization; anti-globalization forces the rapid development of informatization to adapt to the needs of society, 
in another hand COVID-19 advanced technological innovation (Smite D et al., 2022). 

The integrated economy created by all the population in the region is the regional economy. Scientific and ra-
tional distribution of power for all, wisdom is human resource management in the region. Changes in human capital 
can be achieved by inhibiting the diminishing marginal benefits of labor and capital inputs. The progress and de-
velopment of the regional economy can be achieved through the effective use of knowledge stocks. Therefore, we 
want to promote the development of modern innovation ideas and innovation technology enterprises. We should 
pay attention to the effective use of labor and capital and strengthen the quality of the population by concentrating 
enterprises with higher comprehensive strength. From a point of view, the diversification of research results and 
development directions in the process of human capital enrichment can minimize the decreasing effect of labor and 
capital inputs, thereby improving the development efficiency and economic level in the region. In addition, the sto-
rage of human capital improves the efficiency of knowledge production and the efficiency of research and devel-
opment again. As a result, the target of training in the industry is generally well-established and highly educated 
employees. 

Human resource development is an important way of human capital investment. With the development of science 
and technology and the strong competitive environment, human resource development activities further have a de-
cisive impact on economic activities through investment in human capital. The process of human resources devel-
opment itself is a long and sustainable development process with economic activities, which is to evaluate individ-
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uals and find out the characteristics of employees, motivate employees according to their characteristics, manage 
and use their characteristics, and educate and train employees in combination with the strategic development goals 
of the organization to achieve the common realization of personal goals and organizational goals. 

3. Methodology 

This article use the qualitative research to select the articles that match with our topic, we select sampling of lite-
rature that about human resource development, regional economic, economic stability and COVID-19 that related 
to our topic, generalization and summarization used in discovering what problems exist in general academic results 
scene and how other researcher handle them. Depend on what we have found combination with our article then 
give the results that can develop our theory of human resource development is significant for the regional economic 
stability after the post-pandemic era. 

4. Results and discussion 

4.1 Regional economic stability  

There are several factors that can contribute to stability in regional economics, included that diversification of the 
economy: a region with a diverse economic base is less vulnerable to economic shocks because it is not reliant on a 
single industry or sector. A strong infrastructure such as roads, ports, and airports, can help support economic activ-
ity and make it easier for businesses to operate. A region with a well-trained and educated workforce is more likely 
to attract and retain businesses, which can contribute to economic stability. Regions with effective governance and 
regulatory frameworks are more likely to attract investment and support economic growth. Regions with a strong 
sense of community and social support are more likely to foster a positive business environment and support eco-
nomic stability. 

Human economic activities are restricted by resources and technology. Human capital differs from other capital 
in that other capital recovery is fast and other costs can be effectively accounted for in different ways. Human capi-
tal is not the same, but its investment is obvious, but the recovery is long-term, as investments in education and 
technology, especially education, are transferred to the benefits of other products, and the benefits it creates for the 
country are not direct but indirect. That is why human capital is overlooked by some. 

4.2 Influence of HR development on economic development factors 

Human resource development (HRD) refers to the process of improving the knowledge, skills, and abilities of 
individuals in an organization or community. In the context of regional economics, HRD can play a significant role 
in supporting economic growth and stability. First of all, companies can invest in the education and training of the 
local workforce, a region can increase its competitiveness and attract businesses that require a skilled workforce for 
enhancing the skills of the local workforce. Second, HRD programs can help individuals develop the skills and 
knowledge needed to start and grow their own businesses, which can create jobs and stimulate economic growth for 
supporting entrepreneurship. Third, HRD programs can help individuals develop the skills and knowledge needed 
to develop new products, services, and technologies, which can drive economic growth and competitiveness for 
promoting innovation. Fourth, by investing in the development of local talent, a region can help keep highly skilled 
individuals in the area, rather than losing them to other regions or countries for retaining talent.  

HRD can play a vital role in supporting economic growth and stability in a region by helping to build a skilled 
and innovative workforce that can attract and retain businesses. In the COVID-19 era, most enterprise employees 
face varying degrees of safety, health and other threats, especially when it comes to isolation, which can have a 
significant impact on their physical and mental health. It can be said that at special times, employees of various en-
terprises have a generally weak sense of security and belonging, and many people are worried that businesses will 
be operating poorly due to the impact of the epidemic, and even fear that they will be cut or laid off. Affected by 
the potential risk of viruses, the health and safety of enterprise employees is difficult to guarantee, which makes 
employees feel nervous from the bottom of their hearts and affects the work climate of the enterprise. To strengthen 
your employee's sense of belonging and security, and to reduce the anxiety and anxiety of employees, it is neces-
sary to relieve stress and anxiety through the construction of corporate culture. But at this stage many of the con-
struction of corporate culture is obviously insufficient. The regulation of the emotions and relationships of individ-
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ual employees is even less effective. It also makes the atmosphere of the whole business too tense. 

4.3 Human Resource Development Strategy in Post-Epidemic Era 

4.3.1 Reformulating Human Resources Development Planning 
Formulate detailed plans in conjunction with the prevention and control of the new crown outbreak and the de-

velopment plan of the enterprise to ensure the rationality and scientific nature of human resource development pro-
grammes and plans. Increasing organizational efficiency with new technologies is a trend, with core kinetic energy 
coming from technology applications such as artificial intelligence, block chain, cloud computing, robotics, and big 
data over the next decade. At the same time, stable and convenient networks change workspace and time, and tele-
working at home becomes a trend.  

4.3.2 Develop a training plan in conjunction with the COVID-19 and build an emergency response system 
At this stage, the new Crown epidemic has put a huge test on the training of employees in the enterprise, not to 

mention the centralization of employees for training as in the past. At the present stage, the training of staff adopts 
online conference, short video publicity, etc., and should fully combine the new crown outbreak to formulate the 
plan, not only to ensure that employees can receive effective training, but also to do a good job of epidemic preven-
tion to ensure the health and safety of employees. Cheng et al. summarized the impacts of the COVID-19 on sus-
tainable development on 17 goals and the implementation priority as short-term, medium-term and long term goals. 
Therein, they set the quality education as a goal4 including the impacts of COVID-19 in the development of human 
capital and they suggested that to ensure knowledge and skills for all learner. Firstly, it is necessary to train the staff 
in the prevention and control knowledge and emergency response capability. Help to grasp and understand personal 
protection, work protection, medical process training, home isolation psychological counseling education, etc., so 
as to improve staff emergency response ability and knowledge. Second, train in business knowledge and competen-
cies. When training employees in their personal competencies, they are able to conduct their training online through 
video lectures, work meetings, operational demonstration videos, etc. Finally, enterprises should build emergency 
management systems.  

4.3.3 Combine performance pay and employee benefits 
For most enterprises, employee pay is associated with performance appraisal, and after adjusting and changing 

performance appraisal standards, employee pay will change more or less. Companies want to keep their employees 
motivated and active. Require the human resource managers of the enterprise to give relevant explanations and in-
structions. Let every employee be aware of what changes have been made, why adjustments have been made, and 
what benefits employees will have after adjustments. Let employees know that the adjustment of performance ap-
praisal is based on employee compensation and health safety. Ensure that employees are aware of salary setting 
standards and salary composition.  

4.3.4 Psychological Instruction 
Mental health is also important for employee during COVID-19, company need to help employees adjust their 

bad feelings to avoid the impact of their bad feelings on work and co-worker relationships. First of all, because of 
the particularity during the epidemic, enterprises should provide employees with the necessary protective items, so 
that employees can appreciate their care and protection. Second, provide employees with the opportunity to vent 
and confide. To alleviate your staff's anxiety, you can express your own thoughts through online communication, 
which greatly relieves your staff's emotions in an atmosphere of discussion and talk. In particular, the enterprise 
shall organize employees to take turns to communicate with the isolated personnel online to relieve the unhealthy 
emotions of employees and avoid causing psychological burdens. Finally, psychologists are invited to conduct 
psychological counseling on a regular basis. By means of online lectures, psychological experts are hired to give 
psychological lectures within the staff, so as to realize the mental health of the staff (Gary Dessler, 2010). 

5. Conclusion 

The main problems faced by enterprise human resource development under the new crown outbreak are: Staff 
recruitment cost compressed, talent selection scale decreased, staff training experience was lacking, human re-
sources development was hampered, "performance" and "efficiency" failed to balance, personnel management im-
balance, pay setting did not take into account reality, employee motivation weakened, enterprise culture construc-
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tion weak, employee relationship management strained. To optimize these problems effectively, it is also necessary 
for enterprises to formulate employee recruitment plans based on their own actual situation. Focusing on running 
existing talents, formulating training in conjunction with the new crown outbreak, construction of emergency sys-
tem adjustment performance appraisal, construction of online and offline management system, combine perfor-
mance salary adjustment, attach importance to employee benefits, strengthen humanistic care, and build good em-
ployee relations. 
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