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influence of information technology (IT) challenges on the connection between
pandemic-induced international human resource management (IHRM) practices
and the competitiveness of multinational corporations (MNCs) in Malaysia with
focusing on sustainable development. Through the analysis of data collected from
172 respondents via self-administered questionnaires in Malaysian MNCs across
various sectors including education, general services, ICT, property, construction,
and healthcare, the study employs partial least squares structural equation modeling
(PLS-SEM) to validate the proposed hypotheses. The findings highlight the
substantial impact of compensation and staffing practices on technology transfer
challenges within MNCs. Furthermore, the study reveals that the implementation
of remote work, particularly during and post-lockdowns, is associated with
elevated compensation and enhances overall company competitiveness. These
outcomes offer theoretical and practical insights, furnishing human resource
managers, especially in multinational corporations, with valuable guidance for
maintaining competitiveness amidst the disruptions of a pandemic and promoting
sustainability in HR practices. By highlighting the potential benefits of working
from home in terms of both IHRM outcomes and competitiveness, the study
contributes to ongoing discussions about the future of work and the role of
technology-enabled practices in driving organizational success and sustainable
development.
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1. Introduction

In the contemporary discourse on global business practices, sustainability has emerged, and it has been more

articulated, as a focal theme, in the wake of the COVID-19 pandemic. This concept challenges

This work is licensed under a Creative Commons Attribution License (https://creativecommons.org/licenses/by/4.0/) that allows others @ G)
to share and adapt the material for any purpose (even commercially), in any medium with an acknowledgement of the work's authorship
and initial publication in this journal.
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multinational corporations (MNCs) to reassess and realign their operational and strategic frameworks. As
organizations navigate through the intense changes induced by the pandemic, the emphasis on sustainability
offers a lens through which the adaptation and transformation of international human resource management
(IHRM) practices can be critically examined. The integration of sustainability into the core operations of MNCs
not only addresses immediate challenges but also sets the foundation for long-term organizational health and
competitiveness. In this context, this study delves into the significant impact of the pandemic on MNCs'
performance and competitiveness, highlighting the evolution of IHRM practices in response to unprecedented
global challenges. The shift towards more 1T-based support and remote working arrangements underscores a
broader trend toward sustainable business models that prioritize adaptability, employee well-being, and reduced
environmental impact. As this study explores the intricate dynamics between the pandemic's challenges and the
strategic responses of HR departments within MNC:s, it underscores the critical role of sustainability in shaping
the future landscape of international business and HR practices.

Since December 2019, amidst the COVID-19 global pandemic, which has brought about economic crises and
significant human costs, including mental and physical health concerns, the world has been on high alert. It is
crucial to overlook how dramatically the world has changed due to the pandemic. The COVID-19 pandemic has
influenced every sphere of business globally and caused unexpected changes, especially in the workplace. The
recent COVID-19 pandemic has also introduced new norms, novel policies, and innovative strategies adopted
by human resource management (HRM) [1]. Due to all the existing disruptions and huge worries caused by the
COVID-19 pandemic, HR managers tried to describe more flexible policies, practices, and systems. Most
companies and their HRM were going forward to handle the current situation and adjust employees’ retention,
recruitment, job security, and compensation (reward-based policy), besides their training and development
program (T&D) [2]. Therefore, the importance of IHRM practices adjustment and effectively managing
employees are pointed out as priorities in [IHRM criteria that contribute to the MNCs’ performance and remain
competitive [3-7].

MNCs’ performance can be challenging, especially in crisis events because of the various standards including
profitability, competitiveness and sustainability, and willingness to deal with economic and environmental
changes [8]. With the new COVID-19 outbreak, MNCs’ performance has been affected in effectiveness and
competitiveness [9]. The pandemic effects have been presented in all social and business circumstances as
important issues and noticeable concerns to remain competitive and effective [10]. Findings explained the
necessity of early decisions, which are made by the IHRM department before the full crisis comes [11]. Simply
put, HR managers are required to act smartly besides working to tackle the situation. Therefore, HRM criteria
must include the perfect practices in job design [12] and any interrelated activities [13]. However, to maintain
the competitive advantages of MNCs in markets, IHRM is required to adjust and standardize its practices and
policies to stay competitive with a strong capacity for dealing with any changes [14].

Thus, the recent pandemic can be blamed for the largest transformations in the workplace after the year 2020
[11]. For instance, Information technology (IT) in a broader range of workplace policies and job design has
been critically implemented by international HR managers during the pandemic [15]. Simply put, the
technological functions that manage employees’ tasks, and attendances, secure online meeting platforms to
shape the organization’s needs [16]. Virtual HRM [17, 18], web-based HRM systems, and e-HRM [19-22] are
all considerable technology-based roles appointed in the HRM departments and their practices that may have a
great impact on MNCs’ performance and competitiveness in the global business environment. This study found
that understanding the impact of the COVID-19 pandemic on workplace policies and HRM systems is essential
to investigate. The challenges in HRM have significantly increased during the pandemic, necessitating detailed
exploration, particularly in developing countries and the ASEAN region, such as Malaysia where MNCs have
experienced rapid growth across various industries [23].

This research contributes to finding out the IT-based challenges due to the pandemic, which will influence the
IHRM in MNCs to maintain competitiveness in productivity to control employee turnover [24]. By specifically
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focusing on the impact of these challenges on IHRM practices, the study offers valuable insights into how
MNCs navigate the unprecedented disruptions caused by the pandemic while striving to maintain
competitiveness and productivity levels. This study determines the technology-based challenges that IHRM
may face due to external factors such as the COVID-19 pandemic. The level of transformation in HRM systems
regarding IT and internet usage has also been discussed based on the MNC managers from different industries.
The following sections in this research reviewed and discussed the institutional theory, hypothesis development,
and conceptual framework. In order, research methodology has been described along with focusing on sampling
design, data collection, and data analysis. Finally, the study has been wrapped up with results and findings,
theoretical and practical implications, and limitations for future studies.

1.1. Underpinning theory

This research conceptualized the IHRM function at the MNC level as comprising global HRM practices during
the COVID-19 pandemic. According to the existing literature [25], MNCs are under pressure to align with their
institutional environment and strive for recognition by adopting practices and structures perceived as
appropriate within their current context. Institutional theory is generally concerned with both external and
internal pressure and force factors that organizations face [26, 27]. Findings suggest that the institutional
environments can be barriers to successful transfers of IHRM practices, thus, raising various challenges for the
MNCs with their complexity [28]. This theme of institutional has been built on the fundamental idea that MNCs
respond to the forces of the new environment. Researchers [29] have developed a conceptual model to evaluate
the COVID-19 impact on institutional theory and explained how service firms and organizations make the
transition to effective crisis management [30], specifically with constructive resilience strategies in HRM
practices. Previous IHRM studies have made various references to institutional theory and discussed that
institutionalization ideas can help understand the determinants of international HRM practices in MNCs [25,
27, 31, 32]. This study offers institutional theory to address how and why HRM practices and policies are
required to be effective in this kind of pressure, such as a pandemic.

1.2. International human resource management (IHRM)

IHRM practices are essential for multinational corporations (MNCs) to manage their global workforce and
achieve organizational objectives effectively [33]. The rapid growth of global competition has increased the
number and significance of MNCs operating around the globe in recent years. In the current environment, the
extent to which IHRM strategy can be effective across MNCs in multinational countries like Malaysia depends
on HRM practices regarding the importance of perceived value [34]. To achieve the MNCs’ goals, IHRM
practices help to enhance the implementation of management strategy [35]. Adaptability requires HR managers
to anticipate even worst-case scenarios such as economic crises or pandemics, thus, leading HRM to make a
quick decision to respond to unpredictable conditions [36]. While belonging to the current pandemic situation,
IHRM practices might have changed [37].

Research in the field of IHRM has identified various practices that are crucial for MNCs operating across
borders [38]. For instance, strategic staffing [39-41], rewards-based policies such as compensation [42, 43],
cross-cultural training [44, 45], job security, and performance management are among the key IHRM practices
emphasized in the literature [46]. According to [47], effective IHRM practices are critical for ensuring the
alignment between global business strategies and human resource strategies. They highlight the importance of
strategic staffing, which involves the deployment of employees to international assignments based on their skills
and competencies to meet organizational needs in different markets. Therefore, These practices help MNCs
overcome the challenges of managing a diverse and geographically dispersed workforce while maximizing
performance and competitiveness [48].

1.3. COVID-19 and MNCs competitiveness

Multinational corporations (MNCs) have been defined as vehicles to transport HRM practices and policies from
their home country across national boundaries globally [49]. MNCs continue to grow in terms of foreign direct
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investment (FDI), conducting services and products across borders, and the value of trade between countries
even during the pandemic. MNCs must consider how to be sensitive to the competitive business environment
and also how to balance competing pressures for integration and differentiation, which is typically facilitated
by HRM activities [50]. In the context of MNCs typically refers to the impressment of the surplus value
produced by employees in the form of intensification. As such, global competition has already forced many
MNCs to improve their quality and innovation while keeping low cost [51]. Competitiveness is a marketing and
industry-level source of competitive advantage [52] and should be the key concern to the MNCs and their HR
managers, as their performance is ultimately related to them [53], especially during unforeseen situations such
as the COVID-19 pandemic.

The majority of researchers such as [54], discussed the negative impact of the pandemic on firm’s performance.
However, the main problem addressed by this study is to identify how both positive and negative impacts of a
pandemic could be more considerable to oversee and cope in MNCs in Malaysian industries and what could be
the suggestion given for foundation for sustainable businesses in this current situation. From the lens of MNCs’
competitiveness and in a term of existing academic evidence from COVID-19 impact [55-57], and consistent
with previous findings [24, 54, 58] the following hypothesis is proposed:

H1: The COVID-19 pandemic has a direct effect on MNCs’ competitiveness.

1.4, COVID-19 and IHRM practices

Generally, international HRM is considered from a global perspective referring to the management processes
in the international context [59], which is related to the competitive enterprises and strategic goals in the global
environment in which effective practices and policies play a crucial role in organization performance [60]. The
success of IHRM practices depends on how the employees make sense of their working status and cope with
the current workplace environment [61].

With the most recent pandemic, HR departments in MNCs have to navigate a situation that was never known
to have happened before, thereby finding instant solutions across any changes in different areas of their
operations [62]. Researchers [63] argued that HRM releases the statement and inquiries followed regarding the
obligations, new policies, and recruitment and staffing design associated with the workplace and pandemic.
Researchers [61] also explained that managing the COVID-19 crisis with insights into IHRM practices has been
recognized when MNCs and their employees are uncertain and experiencing stress. The majority of recent
studies demonstrated that the COVID-19 pandemic can propose different responses and work support, which
may trigger changes in HRM functions [37, 56-58, 64]. The reward-based policies or compensation are
controversial in IHRM practice during the pandemic since the company goals are still the same while job design
and workplace environment faced noticeable changes [65, 66]. Based on the above findings the following
hypotheses are developed:

H2: The COVID-19 pandemic has a direct effect on staffing practices.
H3: The COVID-19 pandemic has a direct effect on compensation.

1.5. IHRM practice and IT challenges

Information technology plays a pivotal role in facilitating global business operations and enabling
communication and collaboration within multinational corporations. However, along with its benefits, IT also
presents various challenges for organizations, particularly in the context of international operations [67, 68].
These challenges encompass issues related to infrastructure, cybersecurity, data management, and digital
transformation [69]. On the other hand, dimensions of IT challenges include cybersecurity risks, technological
infrastructure, digital skills, and IT governance mechanisms [70]. The existing literature emphasizes the role of
digital skills and IT governance mechanisms in leveraging IT capabilities for competitive advantage, stressing
the need for MNCs to invest in training and development programs to enhance employees' digital literacy and
ensure effective governance of IT resources [71, 72]. The sudden shift to virtual work environments has
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highlighted the importance of effective E-HRM systems and practices in supporting remote workforce
management including recruitment [67]. Thus, the top management and HR are the key people who have a
dealing role in implementing new practices due to any external or internal changes [73]. Although 100% security
is not achievable and the IHRM system cannot be fully equipped with IT and internet-based management
practices, adopting technology and its challenges are some of the key factors that influence IHRM practices in
the global business environment. The desire to establish online networks of teamwork and remote work to fight
against COVID-19 conditions can teach HR managers how to care for and modify their staffing practices and
workplace policies. The rapid technological advancement such as IT in the globalized environment in Malaysia
has been increasing the digitalization changes in all aspects as a buzzword, even as a new HRM trend [74]. At
the beginning of the 21st century with exploring the HRM trends, digital HR is a noticeable part of the changes,
which means the transformation of the HR function from paper-based and F2F to the digital and electronic
system (E-HRM) [75]. According to [14], before the pandemic only a few departments were leading remotely
or through IT activities but due to COVID-19 most sectors in different companies are rushing to employ
technology and build work from home strategy, which may not be easy for HR managers in some sectors to
manage remote work effectively. The workers who are employed under performance-based IHRM practices are
significantly more involved in working remotely [76]. The role of IT infrastructure capabilities in the
relationship between digital transformation initiatives during the pandemic and organizational agility, suggests
that effective IT infrastructure is essential for enabling organizational responsiveness and adaptability to
changing business environments [77]. Moreover, the mediating role of E-HRM systems in enhancing HRM
effectiveness and organizational performance, emphasizes the transformative potential of digital HRM
technologies in supporting strategic HRM initiatives and driving organizational competitiveness [78]. E-HRM
has the potential to significantly contribute to sustainable development in MNCs by global sustainability
objectives, even post-pandemic. By leveraging digital technologies and platforms to enhance HRM
effectiveness, efficiency, and strategic alignment, MNCs can create value for their employees, stakeholders, and
society as a whole while simultaneously advancing sustainable development goals and principles [79].
Therefore, more practices arise, such as staff well-being, and organizations become more conscious of ensuring
that all employees are in good health conditions. Findings confirmed that higher pay and compensation are
significantly related to remote work [80]. Consistent with previous findings the following hypotheses are to be
assessed in this study:

H4: Staffing has a direct effect on working from home.

H5: Staffing has a direct effect on E-HRM.

H6: Compensation has a direct effect on working from home.
H7: Compensation has a direct effect on E-HRM.

1.6. Direct effect of IT-based challenges on MNCs’ competitiveness

Most businesses and MNCs globally experienced the mass implementation of working from home and
telecommuting during the isolation caused by the COVID-19 pandemic [81]. Working from home can increase
the productivity and efficiency of workers based on random control of MNCs’ performance in a competitive
business environment [82]. However, some previous findings explained that working from home negatively
influences competitiveness in the productivity of dull jobs or positive implications on creative tasks [83]. In
addition, technology implementation has become one of the current managerial practices, particularly in HRM
and the entire multinational company. Several researchers and HR practitioners attempt to define the concept
of E-HRM as a new trend. Simply put, E-HRM is defined as the form of technologies that allow employees to
have direct access to HRM services while supporting the administrative activities and strategies of HRM [84,
85]. Findings showed that E-HRM can truly offer MNCs a competitive advantage and presents an actual
competitive necessity [86]. Based on the above literature, the following hypotheses have been proposed to
evaluate the direct effect of 1T-based challenges and trends on MNCs' competitiveness:

H8: Work from home has a direct effect on MNCs’ competitiveness.
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H9: E-HRM has a direct effect on MNCs’ competitiveness.
1.7. IT challenges during COVID-19

Nevertheless, IT has been very active in educating staff on security importance such as cybercrime training,
password management how to keep licenses active, and how to avoid malware functions [81]. Information
technology comes with a policy; data protection is more emphasized on system security and how to keep
documentation safe. IT has a challenging time to make sure all staff can work remotely well [87] like educating
staff on new tools like web cameras, new Microsoft introductions, and many more [23]. Remote work and work
from home (WFH) as a new dimension, gradually developed during the pandemic, is a flexible task supported
by IT technology and information communication systems [11]. With understanding the importance of 1T-based
tools, HR managers are required to focus more on their practices on the implementation of internet-based
communications [82]. Moreover, HRM must deal with various confidential information and ensure that all
employees are working from a secure system remotely [2]. Therefore, among the existing research, work from
home is probably the best-suited method to work with minimizing or avoiding any physical contact with a higher
level of efficiency, and staff well-being based on the HRM practices, and tasks description within MNCs in
Malaysia during the pandemic [88-90]. Simply put, since employees are able to work from home, companies
should consider creating opportunities that will encourage them even with a shared platform where employees
can interact with other team members [91]. The following hypotheses are proposed to assess the indirect effect
of work-from-home E-HRM between IHRM practices and MNCs’ competitiveness:

H10: Work from home mediates the relationship between staffing and MNCs’ competitiveness.

H11: Work from home mediates the relationship between compensation and MNCs’ competitiveness.
H12: E-HRM mediates the relationship between staffing and MNCs’ competitiveness.

H13: E-HRM mediates the relationship between compensation and MNCs’ competitiveness.

2. Research method

This study is framed based on a quantitative research method to assess the relationship between selected
variables. The population for this research is the companies that are restricted to multinational corporations
(MNCs) that invest and work in the service and manufacturing sectors in Malaysia. The cross-sectional survey
method was adopted [92] to provide important insights into how the immediate shift to working from home may
affect organizational performance, such as remaining competitive during the pandemic. According to the [93],
to fulfill research objectives, primary data were collected as the most appropriate and suitable method when the
structural equation model (SEM) was employed for analysis. The selected MNCs in Malaysia in this present
study range in size from small to medium enterprises. The size of these MNCs can vary significantly, with
employee counts ranging from a minimum of five employees to a hundred. Some of the larger MNCs may have
extensive networks of subsidiaries and affiliates across the country, employing a substantial workforce in
various roles and functions. Some of these MNCs may be engaged in manufacturing, education, property,
general services, hospitality, ICT, and healthcare. Additionally, financial services MNCs, including banking
and insurance institutions, play a crucial role in Malaysia's financial sector. According to the MIDA [94], the
investment and annual turnover of these MNCs can also vary widely depending on their industry and market
positioning.

The stratified random sampling method is employed to ensure that the collected information from the
respondents as a sample should roughly show the same results as if the whole population had been surveyed
[95]. This method involves dividing the MNCs’ population in Malaysia into distinct groups based on specific
characteristics, such as HRM positions, number of employees, and sectors. Some MNCs only have one person
as an HR manager in an HR position, while others may have more than one level of HR professionals such as
executive, non-executive, junior, or senior HR managers. According to the sampling method employed in this
study, the stratum has been collected from various levels of HR professionals in HR departments. Once 250
MNCs had been identified from the population, the questionnaire was sent to the HR departments. Although
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documented data and empirical evidence on active MNCs in Malaysia are limited, the MNCs have been
identified from available official government sources such as [96], [94], and [97]. Each MNC was given a set
of questionnaires based on the number of HRM positions, which were classified at various levels from senior
management and above to the non-executive. A 5-point Likert-scale questionnaire was utilized to measure
responses. A total of 172 responses were collected to analyze. Based on the research hypotheses and following
the institutional theory, the research model for this study is developed, as shown in Figure 1.

( IHRM Practices

CoVID-19
Staffing
Impacts
: -

MNCs’

Competitiveness

Compensation

Figure 1. Research framework

3. Results and discussion

3.1.1. Demographic profile of respondents and descriptive analysis

Analyzing the characteristics and demographic information of respondents is provided in Table 1 to confirm the
credibility of the collected data in his research.

Table 1. Respondents' demographic information

Demaographic Frequency Percentage
Female 105 61.0%
Gender Male 64 37.2%
Prefer not to answer 3 1.7%
Diploma/ College degree 11 6.4%
. Bachelor/ Master’s degree 157 91.3%
Level of Education Doctorate 3 1.7%
Not formal education 1 0.6%
Non-Executive 8 4.7%
Executive 38 22.1%
Position Senior Executive 54 31.4%
Assistant Manager 34 19.8%
Manager 17 9.9%
Senior manager & above 21 12.2%
Less than one year 7 4.1%
1t03 30 17.4%
Job Experience 4106 46 26.7%
7t09 53 30.8%
10 years & Above 36 20.9%
Back to the position 0 0.0%
1to5 72 41.9%
Employee No. 6to 10 33 19.2%
More than ten 67 39.0%
MNCs’ Sector Manufacturing 33 19.2%
Services & other sectors 139 80.8%

According to the collected data, the majority of multinational companies in this study were from the service
sector (80.0%). This includes sectors such as banking (16.9%), education (13.4%), hospitality and tourism,
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which encompasses hotels, food, and beverage (F&B) establishments, and airlines (13.4%), as well as general
services such as telecommunications and ICT services (12.8%). Additionally, other sectors represented in the
study include property and construction, healthcare, retail, legal, and engineering. Despite the prevalence of
service sector companies, the manufacturing sector still constitutes the largest group, accounting for 19.2% of
the total respondents in this survey. Moreover, the background of respondents presents that many international
managers in MNCs in Malaysia are female (61.0%) Malaysian citizens. Of the total of 172 respondents, 54
(31.4%) were senior executives, 22.1% executives, 19.8% assistant managers, 9.9% managers, and 21 (12.2%)
of the respondents were senior managers & above. The sample of this research also indicated that most of the
HR managers have more than three years of work experience in their positions. Most of them have 1 to 5
employees under their supervision (41.9%), which is followed by 39.0% of HR managers who supervise more
than ten employees, and 19.2% who supervise 6 to 10 employees.

3.1.2. Testing and measurement model

The partial least structural (PLS) is performed in this study by assessing the convergent validity of constructs
in accordance with [98] guidelines in order to examine the causal relationship among key variables. This
research performed SEM analysis to evaluate direct and indirect effects among all variables and relevant
dimensions. PLS-SEM is employed over covariance-based technique [99]. Therefore, SEM-PLS is used over
the covariance-based technique due to the minimum requirements of the assumptions such as sample size,
distribution, measurement scales, and normality assumptions of data [100]. Testing measurement model has
been done by using factor loading, reliability, and average variance extracted (AVE).

The loadings for all reflective items, except two items each from staffing and work-from-home had been deleted,
exceeding the recommended value of 0.5. Composite reliability values (see Table 2) that displayed the degree
to which the items indicated the latent construct ranged between 0.737 and 0.962 and exceeded the
recommended value of 0.7. The average variance extracted ranged between 0.522 and 0.737, which exceeded
the recommended value of 0.5 [101, 102].

Table 2. Factor loading and reliability for first-order construct

Construct Item Scale type Loading AVE CR Cronbach’s a
COVID-19 impacts covli Reflective 0.680 0.522 0.837 0.846
Cov2 0.780
Ccovs 0.737
Ccov4 0.653
COV5 0.783
COV6 0.692
E-HRM EHRM1 0.920 0.792 0.868 0.881
EHRM2 0.855
EHRM3 0.893
MNCs Competitiveness MNC1 0.839 0.629 0.901 0.921
MNC2 0.802
MNC3 0.812
MNC4 0.808
MNC5 0.730
MNC6 0.728
MNC7 0.823
Compensation RP1 0.842 0.673 0.903 0.910
RP2 0.804
RP3 0.863
RP4 0.816
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Construct Item Scale type Loading AVE CR Cronbach’s a
RP5 0.808
RP6 0.785
Staffing ST1 0.803 0.611 0.842 0.868
ST3 0.817
ST4 0.713
ST5 0.793
ST7 0.779
Work from home WFH1 0.837 0.609 0.870 0.882
WFH2 0.829
WFH3 0.813
WFH4 0.654
WFH5 0.799
WFHS 0.735

Table 3 presents the inter-construct correlations (below the diagonal) and the square roots of the average
variance extracted (on the diagonal) of the constructs. The table shows that the square root of the average
variance extracted for all factors was higher than their shared variances. Based on the criterion outlined by
[103], this result reaffirmed the discriminant validity of the model constructs. All variables in this study meet
the criterion as each square root of the average variance extracted (AVE) exceeds the respective inter-
correlations on the construct correlation matrix. This indicates sufficient discriminant validity across all
constructs.

Table 3. Inter-construct correlation for first-order constructs

Construct Compensation COVID-19 EHRM MNCS Staffing Work from
competitiveness home
Compensation 0.820
COVID-19 0.482 0.723
EHRM 0.652 0.387 0.890
MNCs’
. 0.710 0.453 0.626 0.793
competitiveness
Staffing 0.722 0.327 0.561 0.629 0.782
Work from
0.766 0.558 0.608 0.695 0.664 0.781
home

3.1.3. Assessing the structural model

The PLS analysis is performed to determine a significant level of level and path coefficient and allowed to
estimate the relationship between IHRM practices, MNCs’ competitiveness, and IT-based challenges during the
COVID-19 pandemic. As shown in Table IV the following direct effect has been illustrated: (1) the predictor
COVID-19 didn’t display a positive influence on MNCs’ competitiveness, (2) COVID-19 exhibited a
significantly positive influence on staffing (B= 0.327), (3) COVID-19 exhibited a significantly positive
influence on compensation (= 0.482), (4) Staffing showed a significantly positive influence on work from
home (= 0.664), (5) Staffing showed a significantly positive influence on E-HRM (B= 0.194), (6) The predictor
compensation displayed a significantly positive influence on work from home (0.605), (7) Compensation
displayed a significantly positive influence on E-HRM (0.605).

Second, the indirect effect of staffing on MNCs’ competitiveness and compensation and MNCs’
competitiveness was determined by using the bootstrap approach, as prescribed by [104], which appeared to be

629



HSD Vol. 6, No. 2, October 2024, pp.621- 638

more suitable than the Sobel test and the causal steps [105]. The p-value was applied, which was significant at
p < 0.05. Table 4 showcases the significance of both the positive and indirect impact of staffing on the
competitiveness of multinational corporations (MNCs) through work from home. Additionally, it highlights the
importance of the positive and indirect influence of compensation on MNCs' competitiveness through work
from home. Moreover, Table 4 underscores the significance of the positive and indirect effects of compensation
on MNCs' competitiveness through E-HRM.

Table 4. The results of the assessment of the structural model (Direct effect and indirect effect)

Direct t Effect Path coefficient  P-value f Square VIF
H1 COV— MNC 0.073 0.334 0.008 1.459
H2 COV— ST 0.327 0.000 0.120 1.000
H3 COV— RP 0.482 0.000 0.302 1.000
ST— WFH
H4 0.664 0.000 0.788 1.000
H5 ST—EHRM 0.194 0.046 0.032 2.079
H6 RP—WFH 0.605 0.000 0.453 2.079
H7 RP— EHRM 0.652 0.000 0.738 1.000
H8 WFH — MNC 0.676 0.000 0.548 1.540
H9 EHRM — MNC 0.253 0.000 0.128 1.519
Indirect Effect
H10 ST->WFH—MNC 0.103 0.013 - -
H11 RP—WFH—MNC 0.279 0.000 - -
H12 ST—-EHRM—MNC 0.062 0.150 - -
H13 RP—EHRM—MNC 0.164 0.011 - -

Notes: *p<0.05 Not 0.01

3.2. Discussion

To enhance understanding of the source of competitive advantage during the COVID-19 pandemic, and to the
extent how MNCs’ performance remains competitive, the IHRM department should establish a flexible structure
at the corporate level to differentiate its practices based on the current situation on the various subsidiary roles.
This article presents the means of the COVID-19 pandemic impact, IHRM practices, and IT-based challenges
in MNC’s competitiveness. From the study findings, the direct effects of the COVID-19 pandemic on staffing
and compensation were significantly supported which is consistent with [61], [54], [57], and [106] findings. For
example, Caligiuri et al. [61] stated that the pandemic increases cross-border distance and reduces international
mobility which leads to difficulties, in terms of employee selection, training, support, health and safety, as well
as leadership and virtual collaboration. Moreover, these results are consistent with previous studies such as
[106] and [107]. For example, [106] argued that staffing design is associated with the pandemic and Caligiuri
stated that staffing has been recognized when the employees are experiencing stress. In addition, [107] stated
that compensation was controversial during the pandemic when the workplace environment faced noticeable
changes.

The result of the study also found a positive relationship between staffing and working from home as well as a
positive relationship between staffing and E-HRM. This result is consistent with previous results such as
Mathew and Jain [71] who emphasized training and development programs to enhance employees’ digital
literacy and ensure effective governance of IT resources. Moreover, the result of the study found a positive
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relationship between compensation and work from home as well as the positive relationship between
compensation and E-HRM. This result is consistent with [108] who stated that higher pay is related to remote
work. WFH demands employees’ creativity which serves as a challenges to attain the targeted goal. Companies,
as a business entity, are required to provide an appropriate compensation formula without damaging employees’
financial aspects. In addition, the study found that working from home mediates the relationship between
compensation and MNCs' competitiveness as well as the relationship between staffing and MNC
competitiveness. This result is consistent with previous results such as [109] who stated that working from home
increases staff well-being by decreasing physical contact at a higher level and increases MNC competitiveness
with a shared platform where employees can interact with other team members. Furthermore, the result of the
study revealed that E-HRM mediates the relationship between staffing and MNCs' competitiveness as well as
the relationship between compensation and MNC competitiveness. This result is consistent with the result of
previous studies such as [82]. For example, [82] stated, that HR managers are required to focus more on the
implementation of internet-based communication and ensure that employees work from a secure system
remotely to increase competitiveness.

3.2.1. Theoretical implications

In this research, existing theoretical formation in the literature on IHRM practices and IT-based challenges by
investigating the impact of the COVID-19 pandemic within the MNCs context in Malaysia gave direction to
the research questions. This leads to recognition of the fact that, depending on the nature of the IHRM system,
institutionalization ideas can help understand the determinants of the international IHRM practices in MNCs
[25, 27, 28, 31, 32, 107]. The institutional theory provides a set of new methods and program development to
understand how MNCs are able to redirect normative or escape external factors such as the political system,
budgetary crisis, or the COVID-19 pandemic that may affect limitations in IHRM activities and impact the
power of businesses. Thus, this study provides several important theoretical interfaces for those in research and
academia. In addition, this research contributes to theoretical advancements in the field of IHRM by integrating
insights from institutional theory, introducing methodological innovations, and offering theoretical interfaces
for research and academia. These theoretical implications enrich our understanding of how MNCs navigate IT-
based challenges during the COVID-19 pandemic and provide valuable guidance for future research and
practice in the field of IHRM.

3.2.2. Practical implications

From the managerial view, the findings of the present study demonstrate the importance of understanding the
role of IHRM practices and considering IT usage, especially when the company faces unforeseen conditions
such as a pandemic. This study introduces important managerial implications for those who work in the
profession, particularly those international HR managers who have supervision roles in multinational companies
and will become an important voice on the impact of the COVID-19 pandemic on IHRM practices. From a
managerial view, the findings of this research highlighted the importance of understanding the role of IT in
IHRM practices. With internalization evolving and continuing to grow rapidly the IT factor would be one of the
major contributors to the success factors of IHRM practices at MNCs.

Through empirical analysis and theoretical exploration, this study not only identifies the key IT-based
challenges faced by MNCs during the pandemic but also examines their repercussions on various aspects of
IHRM, including talent management, remote work policies, and employee retention strategies. By elucidating
the complex interplay between IT challenges and IHRM practices, the research provides a clear understanding
of the mechanisms through which MNCs adapt and innovate in response to the evolving business landscape,
specifically multinational companies. Furthermore, the study contributes to practical implications by offering
actionable recommendations for MNCs seeking to effectively manage IT challenges and enhance their HRM
strategies amidst the disruptions of the pandemic. By identifying best practices and effective coping
mechanisms, this research equips MNCs with valuable insights and guidance for fostering resilience,
maintaining competitiveness, and promoting sustainability in HRM practices during times of crisis.
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4, Conclusions

This pandemic has had a major impact on MNC's performance and competitiveness, and it has changed the
typical flow of IHRM practices which solely operates on its own. At this stage, the HR department in MNCs
has learned to collaborate with more I1T-based support and work from home as a new job design. This could be
regarded as changes from IT, however, deftly eases the process of HR during the pandemic. The challenges
from IT to IHR were in-depth as they occurred in many unforeseen situations. Based on the analysis, E-HRM
would be a principal implication for the future of the HR department. Overall, this study was able to trace the
influence and impact of COVID-19 brought into IHRM practices. The conclusion of this study suggests that the
findings of this study will serve as the base, guidance, or benchmark to monitor the impact of COVID-19 on
IHRM practices and MNCs. Additionally, the findings of the current study highlight the importance of
integrating sustainability into the core strategies of IHRM, encouraging MNCs to not only navigate the
challenges posed by the COVID-19 pandemic but also to emerge as more resilient and responsible entities in
the global marketplace.

As with any other study, this present study has its limitations. In this research, data were collected from all
MNCs’ categories, either local-based or international companies that have chosen Malaysia as a host country,
but there has not been any comparison or differentiation done between these two categories. Another
shortcoming of the research design was limited to the quantitative survey, as it is based on a close-ended
guestion which may not have allowed to represent the actual arising in a comprehensive form. Otherwise, if the
research is done by qualitative method, it is possible to have control over the respondent. To provide some
direction for future study, it could be more comprehensive if the researcher adopted the mixed method to achieve
more information for instance, mixed-method (qualitative and quantitative) or triangulation, as well as providing
insights to get more reliable responses. Therefore, future studies can focus on the specific managerial level to
interview. Future research could also be focused on industry to evaluate the pandemics caused, as for HR
professionals it may vary according to the industry with being focused on one industry which may allow to
differentiate the impact and find a solution accordingly. Additionally, future can consider research to analyze
the level of ‘cyber-attack’ in E-HRM at MNCs because HR is a very close department with the highest protected
data.

Lastly, it is necessary to observe that integrating a sustainability perspective into the examination of the
pandemic's impact on MNCs and IHRM practices may be essential. The shift towards IT support and remote
work arrangements would not only address immediate operational challenges but also it would present an
opportunity for sustainable organizational practices. Sustainable IHRM emphasizes the long-term well-being of
employees while having an economic impact and addressing societal and environmental issues. For instance,
the adoption of E-HRM and work-from-home policies can reduce the carbon footprint associated with
traditional office spaces. Moreover, these initiatives foster a conducive environment for work-life balance,
prioritizing employee well-being. By allowing flexibility in work arrangements, companies adopting such
policies create inclusive opportunities for a broader demographic, promoting diversity and equal access to
employment. Beyond the social and environmental benefits, embracing E-HRM and work-from-home practices
can yield substantial cost savings. This includes reductions in resource consumption and the need for physical
office spaces, thereby emphasizing the economic facet of sustainability for MNCs. These strategic changes not
only enhance corporate sustainability but also position MNCs to navigate a dynamic global marketplace with
resilience and responsibility.

Declaration of competing interest

The authors declare that they have no known financial or non-financial competing interests in any material
discussed in this paper.

Funding information

No funding was received from any financial organization to conduct this research.

632



HSD Vol. 6, No. 2, October 2024, pp.621- 638

Author contribution

The contribution to the paper is as follows:

Alireza Jalali: Analysis and interpretation of results and discussion; Ramo Palalic and Sara Abhari.
Corresponding Authors: study conception, Literature review, Conclusions, and implications and design;
Mastura Jaafar and Thripurasundere A/P K. Maharaja prepared the literature review and collected data. All
authors approved the last version of the manuscript.

References

[1] S. Solanki, "An Exploratory Study on Behavioral Science Of HR Mangers to Respond the COVID-19
Challenge," Available at SSRN 3590050, 2020.

[2] M. Kaushik and N. Guleria, "The impact of pandemic COVID-19 in workplace," European Journal of
Business and Management , vol. 12, no. 15, pp. 1-10, 2020.

[3] R.Fablingand A. Grimes, "HR practices and New Zealand firm performance: what matters and who does
it?," The International Journal of Human Resource Management, vol. 21, no. 4, pp. 488-508, 2010.

[4] M. T.SADAT, "Best Practices in Human Resources; Their Validity, Limitations and Benefits: A Critical
Overview," 2018.

[5] S. Kitchot, S. Siengthai, and V. Sukhotu, "The mediating effects of HRM practices on the relationship
between SCM and SMEs firm performance in Thailand,” Supply Chain Management: An International
Journal, 2020.

[6] J. Mahadevan and A. P. Schmitz, "HRM as an ongoing struggle for legitimacy: A critical discourse
analysis of HR managers as “employee-experience designers”," Baltic Journal of Management, 2020.

[71 A.R.Wheeler, K. J. Harris, and P. Harvey, "Moderating and mediating the HRM effectiveness—intent
to turnover relationship: The roles of supervisors and job embeddedness," Journal of Managerial Issues,
pp. 182-196, 2010.

[8] G. Anwarand N. N. Abdullah, "The impact of Human resource management practice on Organizational
performance,” International journal of Engineering, Business and Management (IJEBM), vol. 5, 2021.

[9] W. A. Mala, "How COVID-19 Changes the HRM Practices (Adapting One HR Strategy May Not Fit to
All)," Available at SSRN 3736719, 2020.

[10] S. M. Gbémez, O. E. O. Mendoza, J. Ramirez, and M. R. Olivas-Lujan, "Stress and myths related to the
COVID-19 pandemic’s effects on remote work," Management Research: Journal of the Iberoamerican
Academy of Management, 2020.

[11] J. Koirala and S. Acharya, "Dimensions of human resource management evolved with the outbreak of
COVID-19," Available at SSRN 3584092, 2020.

[12] M. V. Karimian, S. Safari, A. Khosravi, and M. Moradi, "10. Organizational performance measurement
based on human resource management indicators using fuzzy MADM techniques (Case study:
Organizations affiliated to Isfahan Municipality)," Journal Archive, vol. 12, 2020.

[13] A.P. Schotter, K. Meyer, and G. Wood, "Organizational and comparative institutionalism in international
HRM: Toward an integrative research agenda,” Human Resource Management, vol. 60, no. 1, pp. 205-
227, 2021.

[14] A. Ghewari, S. Pawar, and T. Jadhav, "CHALLENGES TO HR PROFESSIONALS DUE TO COVID-
19 PANDEMIC," International Journal of Management (1JM), vol. 12, no. 3, 2021.

[15] I. Gigauri, "Effects of Covid-19 on Human Resource Management from the Perspective of Digitalization
and Work-life-balance," International Journal of Innovative Technologies in Economy, no. 4 (31), 2020.

[16] 1. EI Ouizgani, M. Jidour, L. Aboudrar, and A. E. A. El Hassani, "IT IN THE HRM PRACTICES: A
BLESSING OR A CURSE? THEORITICAL OVERVIEW," 2018.

[17] A. B. Holm, "Virtual HRM and Virtual Organizing," in Encyclopedia of Electronic HRM: De Gruyter
Oldenbourg, 2020, pp. 95-98.

[18] R.R.J. A.i. D. H. R. McWhorter, "Exploring the emergence of virtual human resource development,”

Advances in Developing Human Resources, vol. 12, no. 6, pp. 623-631, 2010.

633



HSD Vol. 6, No. 2, October 2024, pp.621- 638

[19]
[20]
[21]
[22]

[23]

[24]

[25]

[26]

[27]
[28]

[29]

[30]

[31]

[32]

[33]

[34]
[35]

[36]

[37]

[38]

M. Yusliza and T. Ramayah, "Determinants of attitude towards E-HRM: an empirical study among HR
professionals,” Procedia-Social and Behavioral Sciences, vol. 57, pp. 312-319, 2012.

M. Voermans and M. van Veldhoven, "Attitude towards E-HRM: an empirical study at Philips,"
Personnel review, 2007.

H. H. Alshibly, "Evaluating E-HRM success: A validation of the information systems success model,"
International Journal of Human Resource Studies, vol. 4, no. 3, p. 107, 2014.

M. Basu, "Implementing E-HRM in Cross-Country Environment: The Key to Organizational Growth,"
in Proceedings of 10th International Conference on Digital Strategies for Organizational Success, 2019.

S. Abhari, A. Jalali, M. Jaafar, and R. Tajaddini, "The impact of Covid-19 pandemic on small businesses
in tourism and hospitality industry in Malaysia," Journal of Research in Marketing and Entrepreneurship,
pp. 1-17, 2021, doi: DOI 10.1108/JRME-07-2020-0091.

S. Kalogiannidis, "The Impact of COVID-19 on Human Resource Management Practices and Future
Marketing," 2021.

I. Bjorkman, C. F. Fey, and H. J. Park, "Institutional theory and MNC subsidiary HRM practices:
Evidence from a three-country study," Journal of International Business Studies, vol. 38, no. 3, pp. 430-
446, 2007.

E. S. Merlot, M. Fenwick, and H. De Cieri, "Applying a strategic international human resource
management framework to international non-governmental organisations,” International Journal of
Human Resources Development and Management, vol. 6, no. 2-4, pp. 313-327, 2006.

A. C. Lewis, R. L. Cardy, and L. S. Huang, "Institutional theory and HRM: A new look," Human resource
management review, vol. 29, no. 3, pp. 316-335, 2019.

T. Kostova, K. Roth, and M. T. Dacin, "Institutional theory in the study of multinational corporations: A
critique and new directions,” Academy of management review, vol. 33, no. 4, pp. 994-1006, 2008.

D. P. Mishra, "COVID-19 Disruption and Service Firms’ Adaptation Strategies: Institutional Theory
Perspectives," The Future of Service Post-COVID-19 Pandemic, Volume 2: Transformation of Services
Marketing, pp. 175-203, 2021.

Z. Ghaderi, G. A. Holden, S. Abhari, L. Béal, and Z. Behboodi, "Crisis management, resilience and
organizational learning in the event management sector: An insight from Malaysia," Event Management,
vol. 28, pp. 311-327, 2024, doi: https://doi.org/10.3727/152599523X16957834460330.

K. Clark and M. L. Lengnick-Hall, "MNC practice transfer: Institutional theory, strategic opportunities
and subsidiary HR configuration,” The International Journal of Human Resource Management, vol. 23,
no. 18, pp. 3813-3837, 2012.

B. Comyns, "Climate change reporting and multinational companies: Insights from institutional theory
and international business," in Accounting Forum, 2018, vol. 42, no. 1: Elsevier, pp. 65-77.

J. Bonache and M. Festing, "Research paradigms in international human resource management: An
epistemological systematisation of the field,” vol. 34, ed: SAGE Publications Sage UK: London, England,
2020, pp. 99-123.

S. Raleti¢-Jotanovié, M. Ratkovi¢, and D. Dasi¢, "The differences between human resource management
in domestic and international environment," Vojno delo, vol. 67, no. 6, pp. 159-175, 2015.

D. Rottig, "Institutions and emerging markets: effects and implications for multinational corporations,”
International Journal of Emerging Markets, 2016.

L. Smerek, "CONVERGENCE AND DIVERGENCE IN HUMAN RESOURCES MANAGEMENT IN
SELECTED COMPANIES IN THE SLOVAK REPUBLIC," International journal of multidisciplinarity
in business and science, vol. 5, no. 8, p. 32, 2019.

E. Karadogan, "Working conditions and protective measures in multinational companies during the
pandemic: The case of Inditex," SEER Journal for Labour and Social Affairs in Eastern Europe, vol. 24,
no. 1, pp. 71-92, 2021.

J. Lee, C. Chae, J. M. Lee, and R. Fontinha, "Understanding the evolution of international human resource
management research: a bibliometric review over the past 25 years (1995-2019)," Journal of Global
Mobility: The Home of Expatriate Management Research, 2024.

634


https://doi.org/10.3727/152599523X16957834460330

HSD Vol. 6, No. 2, October 2024, pp.621- 638

[39]

[40]

[41]

[42]

[43]

[44]

[45]

[46]

[47]
[48]

[49]
[50]

[51]

[52]

[53]
[54]
[55]
[56]
[57]

[58]

[59]

S. Lakshman, C. Lakshman, and C. Estay, "The relationship between MNCs’ strategies and executive
staffing," International Journal of Organizational Analysis, 2017.

Y. Kim and R. E. Ployhart, "The effects of staffing and training on firm productivity and profit growth
before, during, and after the Great Recession,”" Journal of Applied Psychology, vol. 99, no. 3, pp. 361-
389, 2014.

L. Knappert, H. Peretz, Z. Aycan, and P. Budhwar, "Staffing effectiveness across countries: An
institutional perspective,” Human Resource Management Journal, vol. 33, no. 1, pp. 17-46, 2023.

K. A. Abston, P. C. J. C. Bryant, and B. Review, "Compensation and Benefits in a Pandemic and Post
Pandemic World: Introduction to Compensation & Benefits Review Volume 53, Issue 1," Compensation
& Benefits Review, vol. 53, no. 1, pp. 3-7, 2021.

G. Wagari, "The Relationship between Compensation Management and Employee Performance: The
Case of Development Bank of Ethiopia Main Branch and Addis Ababa District,” i-Manager's Journal on
Management, vol. 15, no. 2, p. 39, 2020.

S. Majumder and N. Dey, "International HRM," in The Vogue of Managing People in Workplace:
Springer, 2023, pp. 69-82.

R. M. Munoz Castellanos and M. Y. Salinero Martin, "Training as a source of competitive advantage:
performance impact and the role of firm strategy, the Spanish case," The International Journal of Human
Resource Management, vol. 22, no. 03, pp. 574-594, 2011.

P. J. Dowling, M. Festing, and A. D. Engle, International human resource management. Cengage
Learning, 2017.

C. Brewster and H. Harris, International HRM: contemporary issues in Europe. Psychology Press, 1999.

H. A. Patrick and V. R. Kumar, "Managing workplace diversity: Issues and challenges," Sage Open, vol.
2, no. 2, p. 2158244012444615, 2012.

O. Novitskaya and C. Brewster, "The impact of national context effects on HRM practices in Russian
subsidiaries of Western MNCs," Journal of East-West Business, vol. 22, no. 1, pp. 1-27, 2016.

R. S. Schuler, S. E. Jackson, and I. Tarique, "Global talent management and global talent challenges:
Strategic opportunities for IHRM," Journal of world business, vol. 46, no. 4, pp. 506-516, 2011.

B. Hussain, A. Sheikh, S. Timmons, T. Stickley, and J. Repper, "Workforce diversity, diversity training
and ethnic minorities: The case of the UK National Health Service,” International Journal of Cross
Cultural Management, vol. 20, no. 2, pp. 201-221, 2020.

L. Moutinho and P. Phillips, "The impact of strategic planning on the competitiveness, performance and
effectiveness of bank branches: a neural network analysis,” International Journal of Bank Marketing,
2002.

M. Biscak and J. Bencina, "The Impact of HRM Practices on the Performance of Municipalities. The
Case of Slovenia," Transylvanian Review of Administrative Sciences, vol. 15, no. 58, pp. 5-23, 2019.

H. Shen, M. Fu, H. Pan, Z. Yu, and Y. Chen, "The impact of the COVID-19 pandemic on firm
performance,” Emerging Markets Finance and Trade, vol. 56, no. 10, pp. 2213-2230, 2020.

J. S. Eduardsen, "COVID-19, Global Value Chains, Risk, and Resilience,"” in COVID-19 and
International Business: Routledge, 2020, pp. 180-191.

M. B. Bedi and S. Khurana, "HR Outbreak Management and Organizational Performance in the Emerging
Pandemic Scenario: A Comprehensive Review," 2021.

N. Tasnim, "The Impact of COVID-19 on Overall HRM Practices of Healthcare Pharmaceuticals
Limited," School of Business and Economics, 2021.

S. Przytuta, G. Strzelec, and K. Krysinska-Kos$cianska, "Re-vision of future trends in human resource
management (HRM) after COVID-19," Journal of Intercultural Management, vol. 12, no. 4, pp. 70-90,
2020.

L. Feng, An Assessment of International Human Resource Management (IHRM) Practices in Chinese
Multinational Corporations (MNCs) in Africa: Standardisation or Adaptation. The University of
Manchester (United Kingdom), 2017.

635



HSD Vol. 6, No. 2, October 2024, pp.621- 638

[60]

[61]

[62]
[63]

[64]

[65]

[66]

[67]

[68]

[69]

[70]

[71]

[72]

[73]
[74]
[75]
[76]

[77]

[78]

I. Ehnert, S. Parsa, I. Roper, M. Wagner, and M. Muller-Camen, "Reporting on sustainability and HRM:
A comparative study of sustainability reporting practices by the world's largest companies,” The
International Journal of Human Resource Management, vol. 27, no. 1, pp. 88-108, 2016.

P. Caligiuri, H. De Cieri, D. Minbaeva, A. Verbeke, and A. Zimmermann, "International HRM insights
for navigating the COVID-19 pandemic: Implications for future research and practice,” ed: Springer,
2020.

J. B. Carnevale and I. Hatak, "Employee adjustment and well-being in the era of COVID-19: Implications
for human resource management,” Journal of Business Research, vol. 116, pp. 183-187, 2020.

V. De Leon, "Human resource management during the Covid-19 pandemic," California State University,
Northridge, 2020.

M. Mihalache and O. R. Mihalache, "How workplace support for the COVID-19 pandemic and
personality traits affect changes in employees' affective commitment to the organization and job-related
well-being," Human resource management, 2021.

R. M. Faris, N. Aktaviana, A. Firmansyah, and D. Apriliani, "Company Policies in Indonesia in
Overcoming Employee Compensation and Job Satisfaction During the Covid-19 Pandemic Period,"
Nusantara Science and Technology Proceedings, pp. 153-162, 2021.

Y. Aungsuroch, J. Gunawan, and M. L. Fisher, "Rewards and Benefits," in Redesigning the Nursing and
Human Resource Partnership: Springer, 2022, pp. 61-68.

L. K. Khor and C. L. Tan, "Workforce management in the post-pandemic era: Evidence from
multinational companies using grounded theory," Global Business and Organizational Excellence, vol.
42, no. 4, pp. 93-104, 2023.

E. Galanaki, A. Lazazzara, and E. Parry, "A cross-national analysis of e-HRM configurations: integrating
the information technology and HRM perspectives,” in Organizing for digital innovation: Springer, 2019,
pp. 261-276.

L. Turulja and N. Bajgoric, "Information technology, knowledge management and human resource
management: Investigating mutual interactions towards better organizational performance,"” VINE
Journal of Information and Knowledge Management Systems, 2018.

T. Alam, "Cloud Computing and its role in the Information Technology," IAIC Transactions on
Sustainable Digital Innovation, vol. 1, no. 2, pp. 108-115, 2021.

M. Mathew and H. C. Jain, "International human resource management in the Indian information
technology sector: A comparison of Indian MNCs and affiliates of foreign MNCs in India," in The Global
Diffusion of Human Resource Practices: Institutional and Cultural Limits: emerald group publishing
limited, 2008.

G. F. Ochieng and S. P. Nyanga’u, "EFFECT OF TECHNOLOGY TRANSFER ON MULTINATIONAL

COMPANY SUBSIDIARY PERFORMANCE; A CASE OF STANDARD BANK GROUP IN
KENYA," International Journal of Social Sciences and Information Technology, vol. 7, no. 5, 2021.

I. Bjorkman and J. E. Lervik, "Transferring HR practices within multinational corporations," Human
Resource Management Journal, vol. 17, no. 4, pp. 320-335, 2007.

H. Halid, Y. M. Yusoff, and H. Somu, "The Relationship Between Digital Human Resource Management
and Organizational Performance,” in First ASEAN Business, Environment, and Technology Symposium
(ABEATS 2019), 2020: Atlantis Press, pp. 96-99.

E. Braun and K. Veresne Valentinyi, "HR Trends at the beginning of the 21st century," 2019.

D. Kawaguchi and H. Motegi, "Who can work from home? The roles of job tasks and HRM practices,"”
Journal of the Japanese and International Economies, vol. 62, p. 101162, 2021.

P. C. Hong, N. P. Singh, N. Elangovan, and G. Yeon, "Responding to pandemic challenges: leadership
lessons from multinational enterprises (MNES) in India," Journal of Management Development, vol. 41,
no. 4, pp. 205-222, 2022.

A. Ayari, A. Alzayer, A. Albarboori, M. Salem, and S. Sanosi, "The effectiveness of E-HRM adoption in
the banking industry of Bahrain during the pandemic,” International Journal of Research in Human
Resource Management, vol. 4, no. 1, pp. 30-38, 2022.

636



HSD Vol. 6, No. 2, October 2024, pp.621- 638

[79]
[80]
[81]
[62]
[83]
[4]
[85]
[86]
[87]
[88]
[89]
[90]
[91]
[92]
[93]

[94]

[95]
[96]
[97]
[98]

[99]

Ishta and D. Dubey, "Advancement of E-HRM Practices and Organisational Behaviour in Times of
Covid-19," Issue 4 Int'l JL Mgmt. & Human., vol. 4, p. 2517, 2021.

C. Stubstad, "Case Study on the Impacts of COVID-19 on Remote Work and Compensation in the San
Francisco Bay Area," CMC Senior Theses. 2916, 2022.

I. Gurova, "Remote work as a trend of time: results of mass testing,"” MIR (Modernization. Innovation.
Research), vol. 11, no. 2, pp. 128-147, 2020.

N. Bloom, "How working from home works out," Stanford Institute for Economic Policy Research, pp.
1-8, 2020.

E. Thorstensson, "The Influence of Working from Home on Employees' Productivity: Comparative
document analysis between the years 2000 and 2019-2020," ed, 2020.

L. Tamnine, "Contribution de 1’e-RH a la modernisation de la fonction ressources humaines dans
I’administration publique: Le cas du Maroc," Revue Marocaine de Gestion et d’Economie, no. 6, 2016.
S. Nayak, P. Budhwar, V. Pereira, and A. Malik, "Exploring the dark-side of E-HRM: a study of social
networking sites and deviant workplace behavior," International Journal of Manpower, 2021.

S. Hosain, "The impact of E-HRM on organizational performance: Evidence from selective service
sectors of Bangladesh," International Journal of Human Resources Management pp. 2319-4936, 2017.

O. Balabanova and I. Balabanov, "The Use of Digital Technology in Personnel Management (HRM)," in
International Scientific Conference™ Far East Con"(ISCFEC 2020), 2020, vol. 17: Atlantis Press.

K. Pouliakas, "Working at Home in Greece: unexplored potential at times of social distancing?,” 2020.

K. D. Prihadi, E. S. Lim, K. C. Chan, S. M. Lee, and A. Ridwan, "Efficacy of working from home among
urban professionals in Malaysia during the pandemic: The robust predictive role of mattering,"
International Journal of Public Health Science, pp. 215-220, 2021.

H. Henning, J. Zhiyang, and S. Simen, "Who and how many can work from home? Evidence from task
descriptions," Journal for Labour Market Research, vol. 55, no. 1, 2021.

V. Le and R. Wood, "Has the Value Proposition Regarding Total Rewards Changed Post-COVID?,"
Cornell.edu, 2021.

U. Sekaran and R. Bougie, Research methods for business: A skill building approach. John Wiley & Sons,
2016.

J. Hair, M. Sarstedt, L. Hopkins, and V. G. Kuppelwieser, "Partial least squares structural equation
modeling (PLS-SEM)," European Business Review, pp. 106-121, 2014.

MIDA. "Malaysia’s approved investments in 2021 to surpass three-year feat."
https://www.mida.gov.my/mida-news/malaysias-approved-investments-in-2021-to-surpass-three-year-
feat-mida/ (accessed September 10, 2021).

J. R. Brown, P. Stafford, S. A. Johnston, and V. Dinu, "Statistical methods for analyzing
immunosignatures,” BMC bioinformatics, vol. 12, no. 1, pp. 1-15, 2011.

InvestKL. "Number of MNCs." https://www.investkl.gov.my/contact-us (accessed December 10, 2020).

BursaMalaysia. "Listed company, Market Information."
https://www.bursamalaysia.com/trade/trading_resources/listing_directory/main_market (accessed March
15, 2024).

J. F. Hair, J. J. Risher, M. Sarstedt, and C. M. Ringle, "When to use and how to report the results of PLS-
SEM," European Business Review, pp. 1-25, 2019.

J. Henseler and G. Fassott, "Testing moderating effects in PLS path models: An illustration of available
procedures,” in Handbook of partial least squares: Springer, 2010, pp. 713-735.

[100] W. W. Chin, B. L. Marcolin, and P. R. Newsted, "A partial least squares latent variable modeling approach

for measuring interaction effects: Results from a Monte Carlo simulation study and an electronic-mail
emotion/adoption study," Information Systems Research, vol. 14, no. 2, pp. 189-217, 2003.

[101] J. F. Hair, R. E. Anderson, B. J. Babin, and W. C. Black, "Multivariate data analysis: A global perspective

(Vol. 7)," ed: Upper Saddle River, NJ: Pearson, 2010.

[102] N. Urbach, F. Ahlemann, and application, "Structural equation modeling in information systems research

using partial least squares,” Journal of Information technology theory, vol. 11, no. 2, pp. 5-40, 2010.

637


https://www.mida.gov.my/mida-news/malaysias-approved-investments-in-2021-to-surpass-three-year-feat-mida/
https://www.mida.gov.my/mida-news/malaysias-approved-investments-in-2021-to-surpass-three-year-feat-mida/
https://www.investkl.gov.my/contact-us
https://www.bursamalaysia.com/trade/trading_resources/listing_directory/main_market

HSD Vol. 6, No. 2, October 2024, pp.621- 638

[103] C. Fornell and D. F. Larcker, "Evaluating structural equation models with unobservable variables and
measurement error," Journal of marketing research, vol. 18, no. 1, pp. 39-50, 1981.

[104] K. J. Preacher and A. F. Hayes, "Asymptotic and resampling strategies for assessing and comparing
indirect effects in multiple mediator models," Behavior research methods, vol. 40, no. 3, pp. 879-891,
2008.

[105] D. P. MacKinnon, C. M. Lockwood, and J. Williams, "Confidence limits for the indirect effect:
Distribution of the product and resampling methods," Multivariate behavioral research, vol. 39, no. 1,
pp. 99-128, 2004.

[106] L. Tomcikova, N. Svetozarovova, J. Coculova, and Z. Dankova, "The impact of the global Covid-19
pandemic on the selected practices of human resources management in the relationship to the performance
of tourism companies," Geo Journal of Tourism Geosites, vol. 35, no. 2, pp. 525-530, 2021.

[107] 1. Bjorkman and P. N. Gooderham, "International human resource management research and institutional
theory,” in Handbook of Research in International Human Resource Management, Second Edition:
Edward Elgar Publishing, 2012.

[108] De Leon, V. (2020). Human Resource Management During the COVID-19 Pandemic. (Master).
California State University, Northridge, US.

[109] H. Holgersen, Z. Jia, and S. Svenkerud, "Who and how many can work from home? Evidence from task
descriptions,” J Labour Mark Res, vol. 55, no. 1, p. 4, 2021, doi: 10.1186/s12651-021-00287-z.

638



