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Abstract:- Maintaining employee productivity during the
Covid-19 pandemic is a challenge for the company.
Maintaining employee productivity is also a challenge for
the Micro Capital Service Unit (ULaMM) of PT. National
Capital Mandani (Persero). The company's effective
strategy is expected to have an important role in keeping
the Micro Account Officer (AOM) productive during the
pandemic. This study provides an overview of the
company's strategy that can be understood and applied
by all stakeholders in order to maintain employee
productivity. Long-term implementation can be more
optimal when we can all anticipate and adapt better to
this concept. This concept is expected to be part of the
new order (new normal) for employees in carrying out
our daily lives so that productivity during the pandemic
becomes a necessity.

Keywords: New Normal Phase, Leader Participation,
Employee Productivity.

l. INTRODUCTION

The Covid-19 pandemic that has hit almost all over the
world has forced countries in the world to formulate strategies
for how daily activities can run side by side with the existing
pandemic and this condition also applies in Indonesia. In
response to this situation, the Indonesian government took
strategic steps to stop the spread of Covid-19. Not long ago,
the World Health Organization (WHO) released a report
related to the condition of Covid-19 in every country in the
world. One of them is Indonesia. In the WHO Indonesia
Situation Report published on June 10, 2020, one of the points
mentions the New Normal. Responding to the WHO report,
the Indonesian government immediately took strategic steps
amidst the ups and downs of the spread curve in every region
in Indonesia and tends to increase and is still not safe. Taking
into account the economic recovery and avoiding a recession,
the Indonesian government has no other choice to immediately
implement the New Normal or commonly called a new
adaptation for living for the community. The purpose of
implementing the New Normal phase is to break the chain of
the spread of Covid-19, but on the other hand, it has an impact
on the sustainability of companies in Indonesia. PT. National
Capital Mandani (Persero) as a non-bank financing institution
with a business line for distributing financing to Micro
businesses through the Micro Capital Service Unit (ULaMM)
also had an impact on the pandemic that occurred. The Covid-
19 pandemic forced the company to temporarily suspend
financing distribution for the period March to May 2020. This
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temporary suspension had an impact on the performance of the
Micro Capital Service Unit (ULaMM) of the ULaMM
Business Development Division 1 (PBU 1) as shown in the
table below:

TABLE 1. PBU 1 PERFORMANCE

Month Cair Nett Outstanding Income OsPAR  OsNPL Os3R

March 2020 121,261 3,450,352 65,564 1,107,883 157,430 394,323
April 2020 0 3,365,820 43,428 1,092,351 151,524 799,037
May 2020 0 3,305,505 42413 1,109,806 147,909 1,291,865
Grand Total 121,261 10,121,677 151,405 3,310,040 456,863 2,485,225

The implementation of the New Normal received various
responses from the community and of course for PT. Madani
National Capital (Persero) which in its daily activities must
deal with the application of regulations in support of this New
Normal. The company continues to explore strategic steps on
how to run its business and keep employees productive while
still supporting government regulations related to the New
Normal. This is the beginning of a new order in carrying out
daily activities where we are required to continue to carry out
normal and productive activities and fight the spread of the
Covid-19 outbreak. The company has also developed a
strategy for implementing the New Normal phase and
balanced with employee productivity to support the company's
performance. The formulation of an effective corporate
strategy in the midst of the New Normal phase is very
dependent on the company's readiness to prepare a new order
to support the New Normal phase. In the current New Normal
phase, every company will implement effective strategies to
create stable productivity. In achieving the desired
productivity of the company, several factors include: level of
education, motivation, age and work experience of employees.
However, the challenge is to ensure that these factors can run
side by side with natural conditions, namely the
implementation of the New Normal phase as part of an effort
to break the chain of spread of the Covid-19 virus in
Indonesia.

Furthermore, the increase in productivity for employees is
to meet the needs of self-actualization which has an impact on
improving the quality of life of each individual. Meanwhile,
for companies, increasing employee productivity is used as a
tool to measure whether the strategies set during the
implementation of the New Normal Phase have had a good
impact on the company.
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The focus on maintaining employee productivity during
the implementation of the New Normal phase is also the
business focus of the Micro Capital Service Unit (ULaMM) of
PT. Permodalan Nasional Madani (Persero) which is engaged
in the distribution of non-Bank financing for Micro
entrepreneurs. The company is trying to increase productivity
amidst the restrictions that occur in the field as a result of the
implementation of the New Normal phase.

The purpose of this study was to determine the factors that
affect the productivity of Micro Account Officer (AOM)
Micro Capital Service Unit (ULaMM) PT. Madani National
Capital in DKI Jakarta and Tangerang Branches in the midst
of implementing the New Normal phase. The analysis that will
be presented is how the employees of the Micro Account
Officer of the Micro Capital Service Unit (ULaMM) of PT.
Madani National Capital (Persero) can carry out daily
activities while still implementing health protocols according
to the New Normal phase productively, namely: Can it
increase the target of achieving Number of Accounts (NoA),
how much AOM can manage Number of Accounts and AOM
Productivity

1. LITERATURE REVIEW

A. Grand Theory

Productivity is a patriotic mental attitude that looks at the
future optimistically, rooted in the belief that today's life is
better than yesterday and tomorrow is better than today.
Productivity can be defined as a comparison between the
totality of output at a certain time with the totality of inputs
during that period, or a level of efficiency in producing goods
and services, Sinungan (1997). According to Simanjuntak,
(2001) there are three factors that influence labor productivity,
namely the quality and physical ability of employees,
supporting facilities and motivation and better future
orientation. Meanwhile, Anoraga (1992) states that there are
ten factors that make workers want to increase their work
productivity, namely: attractive work, good wages, security
and protection at work, good work environment or
atmosphere, promotion that continues to grow, feels involved
in every activity. organization, understanding and
understanding of personal problems, loyalty of leaders to
workers and hard work discipline.

Corporate Strategy

According to David, (2010) strategy is a shared means
with long-term goals to be achieved. It is an action potential
that requires top management decisions and a large amount of
company resources. Strategy affects the long-term
development of the company and is oriented towards the
future. Long Term Goals are needed both at the corporate,
division or business unit level, as well as at the functional
level. The strategies of the three organizational levels are:
Corporate strategy at the corporate level (parent company)
Generic strategies at the division or business unit level.
Functional strategy at the departmental level. Corporate
strategy, also called Grand Strategy, is a strategy used to
determine what business a corporation will choose. The goal
of strategic management is to exploit and create new and
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different opportunities for long-term planning and seeking to
optimize current trends for the future.

Implementation of Phase New Normal

According to Buheji & Ahmed, (2020) new normal is a
term used to describe conditions that are different from
previous conditions which will eventually become a new
normal thing. New normal is here to ensure the response of
various aspects in society starting from the macro, meso, and
micro and the efficiency of adaptation to the changes that
occur. This will ensure the community's readiness to rebuild
what has been created by a crisis or pandemic with stronger
conditions. In Indonesia, the implementation of the New
Normal phase is stated in the Decree of the Minister of Health
number HK.01.07/MENKES/328/2020 concerning Guidelines
for the Prevention and Control of Covid-19 in Office and
Industrial Workplaces in Supporting Business Continuity in a
Pandemic Situation.

Business Sustainability During the New Normal Phase

Through circular letter No. M/7/AS.02.02/\//2020 The
Ministry of Manpower issued a policy on Ensuring Business
Continuity When Facing the COVID-19 Pandemic and the
Protocol to Prevent the Spread of the COVID-19 Pandemic in
Companies that have resumed operations, stating that every
company must prepare various things that must This is done to
prevent the spread of COVID-19, which has a high risk of
spreading back en masse under New Normal conditions.This
Circular is intended to provide protection for workers and
business continuity from the impact of the pandemic and
prevent the spread of Covid-19 in companies that are still
carrying out business activities and producing in accordance
with the provisions of laws and regulations.

Health Protocols in the New Normal Era

In addition to the complex problems of handling the
COVID-19 pandemic, the challenge currently being faced by
the government is how to ensure that health protocols are
implemented in every daily economic activity. The New
Normal will actually boomerang with the increasing number
of positive COVID-19 if health protocols are not implemented
strictly.

B. Key Concept

In connection with the implementation of the New Normal
phase and in order to break the chain of transmission of
Covid-19, the Indonesian government made a policy of
restrictions for all citizens and workers, Nasution, (2020). This
restriction causes workers to have to deal with new
arrangements such as: working from home every day and a
shifting system in carrying out their activities. There is a
disruption in carrying out daily activities such as limited space
for work. The implementation of the New Normal Phase can
be done in a gradual manner and adjusts to conditions that
occur in the field. This is simply so that employees can adapt
to new habits.

In relation to these new habits, employees are expected to
be able to understand well the implementation of the New
Normal phase in carrying out daily activities, namely that each
individual and his environment is able to adapt to current
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conditions. For example, in the work environment, every
employee who is carrying out activities always applies health
protocols such as wearing masks, diligently washing hands
and always keeping a distance. The practice of implementing
health protocols that have become new habits must be applied
from the family environment and the workplace environment
so that the new norms in the implementation of the New
Normal phase also support daily work activities.

The implementation of the New Normal for employees in
carrying out daily activities must of course be supported by
company regulations. The company is required to carry out the
function of continuous monitoring and review of each
regulation in order to be effective in responding to new
conditions. The key word is that employee productivity is
maintained even during the Pandemic.

Adapting to digital use and working remotely, companies
must maintain employee opportunities to improve the
knowledge and skills of a team. Webinars, virtual talk shows,
and virtual workshops are currently popular among the public
as a means to share educational and informative content
virtually.

According to Hardesty, (1986), the actual adaptive process
as far as possible is a combination of several biological
mechanisms and cultural modifications, so that adaptation can
be called an active human strategy. Adaptation can be seen as
an attempt to maintain living conditions in the face of change.
In the end, the implementation of the New Normal in daily life
is an obligation for employees and their families in breaking
the chain of the spread of Covid-19. The shifts that occur
require companies to formulate effective ways of working for
their employees. A survey conducted by Agrawal, (2020),
companies have not been able to effectively determine the
appropriate work patterns and tend to be confused. The shift in
the work system by prioritizing technology has forced
companies to adapt. Furthermore, that at this time workers
must be able to make adjustments quickly and companies are
required to make new work patterns that are adapted to the
duties and responsibilities of their employees during the
pandemic. In order to obtain a good work pattern during the
New Normal phase, the leadership factor becomes a
determinant in carrying out reskilling and upskilling programs.
The existence of new cultural dynamics at work and the need
to formulate strategic steps in making policies that support
company performance to be more effective and able to adjust
to future economic uncertainties, the role of the Human
Resources department becomes more important Yawson,
(2020).

The research questions that were asked based on the above
conditions were:

1. What are the shifts in job skills that occurred during the
Covid-19 pandemic?

2. How can the concept of strategy flexibility analysis (SFA)
be used by HRD to answer the trend of shifting worker skills
during the Covid-19 pandemic?
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C. Theoritical Framework
Based on these theory above, it could be described a
theoritical framework for these titles as follows:

Initial Employees Have Not Emgloylegs: Low
Condition I:> Implemented New |:> Productivity

Normal

New Normal through
Work WFO and WFH

Employees Adopt New
‘::> Normal |:> Use of Digitization at
Work

Condition
O —

It is suspected that the application of new
Fig 1: -Theoritical Framework

habits and the application of digitalization

can increase employee productivity

1. METHODOLOGY

This type of research is qualitative research. This research
has the intention that in its preparation through the process of
summarizing various scientific articles from across fields in
order to provide a comprehensive review of an ongoing
phenomenon Whittemore & Knafl, (2005). There are six steps
taken by researchers in compiling an integrative review Souza,
(2010). Based on this explanation, it is related to the
Implementation of the New Normal Phase Strategy to Increase
AOM ULaMM Productivity at PT. Madani Nasional
Permodalan (Persero) in the Madani National Capital Branch
Tangerang and DKI Jakarta, which the author arranged, the
research design using indicators of increasing employee
productivity in the New Normal phase. These indicators
include: indicators of increasing the Number Of Account
(NOA) target and increasing AOM ULaMM productivity.

The data analysis method that will be used in this research
is Qualitative Data Analysis. A type of research in which the
findings are not obtained through statistical procedures or
other forms of calculation. Trying to understand and interpret
the meaning of an event of human behavior interaction in
certain situations according to the researcher's own
perspective. Done in a reasonable situation (natural setting).
Qualitative methods are more based on the nature of logical
phenomena that prioritize appreciation.

IV. RESULTS AND DISCUSSIONS

Based on the various study findings that have been
discussed, the researcher tries to integrate the theory,
Yawson, (2020) with other references that can support the
writing of this integrative review. The COVID-19 pandemic
leaves various challenges for HRD to be able to maintain its
operational activities. There is a trend of shifting worker
skills that are rapidly changing along with the emergence of a
pandemic such as the emergence of the concept of remote
working, economic digitization, and changes in the supply
chain.
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A. Shift at scale and Meaning of Work

According to Yawson (2020), HRD activities that can be
carried out by HRD in shifting workers to new normal
conditions are by redesigning work that focuses on flexibility
and speed of work. Cooperating with all stakeholders related
to the learning process to adjust work patterns to suit the
health protocols imposed by the local government. This
collaboration can also be in the form of delivering updates
regarding the condition of the spread of the virus so that the
company's operational activities can be monitored, McLean
& Jiantreerangkoo (2020).

B. New Normal Leadership

Leadership in the New Normal period by Prideaux et al.,
(2020) is a leadership pattern that is able to calm his
subordinates not to dissolve in conditions of mass panic.
Leaders are able to process their emotions to stay calm in
making every decision related to saving business and are able
to form communication with their subordinates. The workers
expect a harmonious and humane communication network
from the company leadership (including HRD) related to
providing motivation and enthusiasm in facing the pandemic
era Dirani et al., (2020). More specifically, Salanova (2020)
in her article stated that to overcome the post-traumatic
impact caused by the Covid-19 pandemic, it is expected that
company leaders are able to guarantee three things, namely
strengthening  worker  resilience  through  positive
psychological interventions, positive emotional conditions,
optimism. , and flexibility can be the most influential
resource in the effort to survive during the pandemic and
Leaders through their organizational tools must foster
positive relationships among their employees as a strength to
help them deal with adverse situations.

C. Healthy Organizational Practices

During a pandemic like this, leaders are expected to be
able to maintain healthy organizational practice practices,
such as maintaining a balance between work and home
(work—family balance practices), enforcing protocols to
protect workers from various psychological disorders,
ensuring communication patterns remain positive, and leaders
who are positive. able to continue to inspire workers and be
able to instill courage during periods of crisis.

D. Contactless Commerce and Education

In supporting a comprehensive digital transformation of
the field of transactions and knowledge transfer within the
company, HRD must be able to guarantee several
components related to the contactless commerce and
education process, including ensuring data security,
conversation security, data transfer security, security
guarantees with financial guarantee institutions if transactions
occur. involves using corporate accounts, and ensuring
application sites are free from hackers (Waizenegger et al.,
2020).

E. Shift at scale and Meaning of Work

HRD plays an important role in maintaining solidarity
between workers and companies to jointly face COVID-19.
This form of volunteerism can be realized by forming a
donation collection team to provide compensation to workers
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who are struggling to recover from COVID-19. In addition,
this activity can also be realized by volunteering to be part of
the team for virus prevention starting from the worker health
screening team and the emergency response team if there are
incidents that arise during the pandemic (Yawson, 2020). In
essence, this pandemic is a momentum for mutual concern for
fellow workers because this pandemic is a humanitarian
disaster that requires cooperation and volunteerism from all
parties to be able to resolve it.

V. CONCLUSSION AND SUGGESTIONS

Conclusion

The Covid-19 pandemic leaves various challenges that
must be faced by the company's HRD. Various challenges that
arise such as changes in work patterns, digitalization of the
economy and changes to the supply chain system create an
urgency for HRD to re-skill and up-skill all of its employees.
The SFA concept used includes worker shifting arrangements,
leadership patterns and coordination patterns, operational
arrangements without going through physical contact and
setting workers to take part in handling the pandemic, which is
the right step to take considering the level of uncertainty when
this pandemic will end is very high. This uncertainty is of
course also very threatening the company's operational
activities considering that there is not a single company that is
not affected by the pandemic (Agrawal et al., 2020).

Suggestions

For further researchers, it is hoped that they will be able to
specifically investigate the impact of the COVID-19 pandemic
on remote working/work from home because this variable is
strongly influenced by many things and there are many
paradoxes related to remote working. On the one hand, this
kind of work pattern is very helpful for companies in
suppressing the spread of the virus, but on the other hand this
kind of work pattern causes the inability of workers to divide
roles fairly between work and domestic life. Boundaries are
biased and raise a lot of pros and cons including the relation to
data security which is very interesting to discuss.References

REFERENCES

[1] Aan Komariah dan Djam’an Satori. 2017. Metodologi
Penelitian Kualitatif. Bandug: Alfabeta.

[2] Arikunto, Suharsimi. 2010, Prosedur Penelitian Suatu
Pendekatan Praktik

[3] Astridya Paramita dan Kristina Lusi. 2013. Teknik Focus
Group Discussion dalam Penelitian Kualitatif. Jurnal
Pendidikan, Vol 16. Surabaya.

[4] Afrizal, Metode Penelitian Kualitatif: Sebuah Upaya
Mendukung PenggunaanPenelitian Kualitatif Dalam
Berbagai Disiplin llmu, Jakarta: RajawaliPers, Ed. 1,
Cet. 2, 2016.

[5] Agrawal, S., Smet, A. De, Lacroix, S., & Reich, A. 2020.
To Emerge Stronger from the COVID-19 Cirisis,
Companies Should Start Reskilling their Workforces
Now.In McKinsey Insights (Issue May)
https://www.mckinsey.com/businessfunctions/organizati
on/our-insights/toemerge-stronger-from-the-covid-19-
crisis-companies-should-start

WWW.ijisrt.com 914


http://www.ijisrt.com/

Volume 6, Issue 8, August — 2021

[6] Agung Minto Wahyu & Mochammad Sa’id (2020),
Produktivitas Selama Work From Home Sebuah Analisis
Psikologi Sosial, Jurusan Psikologi, Fakultas Pendidikan
Psikologi, Universitas Negeri Malang

[7] Anoraga, Pandji. 1992. Psikologi Kepemimpinan. Rineka
Cipta : Jakarta

[8] Anis Eliyana, Syamsul Ma’arif, Muzakki, 2019. Job
satisfaction and organizational commitment effect in
thetransformational  leadership  towards employee
performance.European Research on Management and
Business Economics (2019)

[9] Agustin, R. P. 2014. Hubungan antara produktivitas kerja
terhadap pengembangan Kkarir pada karyawan PT Bank
Mandiri Tarakan. E Journal Psikologi, 02 (01) 24-40

[10]Ayu Kammawati, Novendra Priyo Subekti, Ermita
Yusida, Lustina Fajar Prastiwi (2021), perubahan
produktivitas Makahsiswa Selama Pandemi Covid-19,
January 2021 Jambura Economic Education Journal
3(1):45-51

[11] Banister, P. 1994. Qualitative Methods in Psychology A
Research Guide. Buckingham: Open University Press.

[12] Buheji, M., & Ahmed, D. 2020. Planning Competency in
the New Normal- Employability Competency in Post-
COVID-19 Pandemic. Business Management and
Strategy, 160-179.

[13] Burhan Bungin. 2012. Analisa Data Penelitian Kualitatif.
Jakarta: Rajawali Pers.

[14] Creswell, J.W. (2013). Research Design (Pendekatan
Kualitatif, Kuantitatif dan Mixed) Edisi Revisi.
Yogyakarta: Pustaka Pelajar

[15]David, Fred R. 2010. Strategic Management: A
Competitive Advantage Approach, Concepts and Cases
(13th Edition). Prentice Hall International, London

[16] D’ Auria, G., & De Smet, A. 2020. Leadership in a crisis:
responding to the coronavirus outbreak and
futurechallenges. In McKinsey & Company (Issue
March).

[17]DeRossette, Zachary Glenn, 2016. Variation in Job
Performance Among Telecommuters. A thesis submitted
to the faculty of San Francisco State University. San
Francisco, California

[18] Dirani, K. M., Abadi, M., Alizadeh, A.,Barhate, B.,
Garza, R. C., Gunasekara,N., & lbrahim, G. (2020).
Leadershipcompetencies and the essential role ofhuman
resource development in times ofcrisis : a response to
Covid-19 pandemic

[19]Emmy  Nurhayati (2017), Startegi Peningkatan
Produktivitas Untuk Mencapai Target Produktivitas dan

Efisiensi  Perusahaan, Program  Studi  Teknik
IndustriUniversitas Sarjanawiyata Tamansiswa
Yogyakarta

[20]1Enrico William Bossi Hamonangan Marpaung (2020)
dinamika Mortalitas Dalam Kejadian Luar Biasa: Studi
Kasus Pandemi Corobirus Disease 2019 (Covid-19),
Fakultas Ilmu Sosial dan Illmu Politik Departemen
Sosiologi, Universitas Indonesia.

[21] Faisal, Sanapiah. 1990. Penelitian Kualitatif (dasar-dasar
dan aplikasi).Malang: Ya3 Malang.

[22] Gasson, S. 2004. Rigor in grounded theory research: An
interpretive perspective on generating theory from
qualitative field studies.

NISRT21AUG684

International Journal of Innovative Science and Research Technology

ISSN No:-2456-2165

[23]G.K. Gupta, Agrawal Deepika ,R.K. Arya. 2016.
Prevalence risk factors and socio demographic co —
relates of adolescent hypertension in  district
Ghaziabad.Indian Journal of community
Health[internet].c2013[cited 2016 Jan 20]:25(3):296-
301.Availablefrom:http://www.iapsmupuk.org/journal.

[24]Hardesty, Donald L. 1980. The Use of General
Ecological Principles in Archaeology.Advances in
Archaeological Method and Theory, Vol. 3: 157-
188.New York:Academic Press

[25] http://Kemenkopmk.go.id, 23 Juli 2020, Budaya Baru
Sebuah Keniscayaan di Era New Normal

[26] Kresno, S, et al. 1999, Aplikasi Penelitian Kualitatif
dalam Pencegahan dan Pemberantasan Penyakit
Menular, Fakultas Kesehatan Masyarakat Universitas
Indonesia bekerjasama dengan Direktorat Jenderal
Pencegahan dan Pemberantasan Penyakit Menular
Departemen Kesehatan RI.

[27]Krueger, Richard A. 1988. FOCUS GROUPS: A
PracticalGuide for AppliedResearch. SAGE Publications.

California.
[28] Kompas.com "Ini Arahan Lengkap Jokowi Demi
Mencegah Meluasnya Corona di

Indonesia:://nasional.kompas.com/read/2020/03/15/1543
2101/ini-arahan-lengkap-jokowi-demi-mencegah-
meluasnya-corona-di-indonesia
https://ternate.tribunnews.com/2020/06/13/who-beri-
peringatan-untuk-indonesia-soal-penerapan-new-normal-
ini-isinya.

[29] Kompas.com 14/03/2020, Hadapi Virus Corona, ini 4
Langkah yang Perlu Dilakukan perusahaan

[30] Keputusan Menteri Kesehatan nomor
HK.01.07/MENKES/328/2020 tentang Panduan
Pencegahan dan Pengendalian Covid-19 di Tempat Kerja
Perkantoran  dan  Industri  dalam  Mendukung
Keberlangsungan Usaha pada Situasi Pandemi

[31] Liputan6.com, 22 Mei 2020, Target dan Strategi
Perusahaan Harus Berubah di Era New Normal

[32] Lincoln, Yvonna S. dan Egon S. Guba. 1985. Naturalistic
Inquiry. California: SAGE, 1985.

[33] Lena Waizenegger , Brad McKenna , Wenjie Cai &
Taino Bendz (2020) Anaffordance perspective of team
collaboration and enforced working from home during
COVID-19,European Journal of Information Systems

[34] McLean, G. N., & Jiantreerangkoo, B. (2020). The role
of national HRD in an era of COVID-19. Human
Resource Development International

[35] Miles, Mathew B., dan A. Michael Huberman. 1994. An
Expanded Sourcebook: Qualitative Data Analysis.
London: Sage Publications.

[36] Moleong, Lexy J. 2009. Metode Penelitian Kualitatif.
Bandung: RemajaRosdakarya

[37]Morrow, K Settoon, R. P, Benett, N, & Liden, R. C.
2005. "Social exchange in organizations: "Perceived
organizational support, leadermember exchange, and
employeereciprocity. Journal of psychology.

[38] Mungkasa, O. 2020. Bekerja dari Rumah (Working From
Home/WFH): Menuju Tatanan Baru Era Pandemi
COVID 19. Jurnal Perencanaan Pembangunan: The
Indonesian Journal of Development Planning, 4(2), 126—
150.

WWW.ijisrt.com 915


http://www.ijisrt.com/

Volume 6, Issue 8, August — 2021

[39] Mudrajad Kuncoro. 2013. Metode Riset untuk Bisnis &
Ekonomi Edisi 4. Jakarta : Penerbit Erlangga.

[40]Muchammad  Ishak ~ Shabuur dan  Wustari L.
Mangundjaya. 2020. Pengelolaan Stres dan Peningkatan
Produktivitas Kerja Selama Work From Home pada masa
pandemi Covid-19 Faculty of Psychology Universitas
Indonesia, Depok.

[41]Mohamed Buheji, Haitham Jahrami, Ali Sabah Dhahi
(2020), International Journal of Psychology and
Behavioral Sciences

[42] Nasution, D. A. D., Erlina, E., & Muda, 1.2020. Dampak
Pandemi COVID-19 terhadap Perekonomian Indonesia.
Jurnal Benefita, 5(2), 212.

[43] Peraturan Kepala Lembaga IImu Pengetahuan Indonesia
Nomor 06/E/2013 Tentang Kode Etik Peneliti

[44] Prideaux, B. (2000). The role of the transport system in
destination development. Tourism Management, 21(1),
53-63

[45]Uma, Sekaran. 2011. Metodologi Penelitian untuk
Bisnis, Edisi 4. Jakarta: Salemba Empat.

[46] Reips, U.-D. 2011. Journal impact revisited. International
Journal of Internet Science

[47]Sanchez, R. 1997. Preparing for an Uncertain Future:
Managing Organizations for Strategic Flexibility.
International Studies of Management & Organization,
27(2), 71-94.

[48] Salanova, M. (2020). How to survive COVID-19? Notes
from organisational Resilience, International Journalof
Social Psychology

[49]Siti Nurbaya, Ellyn Eka Wahyu dan Cahya Nova
Kurniawan. 2020, Analisis Strategic, Flexibility Dalam
Melakukan Penyesuaian Fungsi HRD Dalam Masa
COVID-19, Politeknik Negri Malang

[50]Singhal, S., & Sneader, K. 2020. From thinking about the
next normal to making it work : What to stop , start , and
accelerate. In McKinsey & Company (Issue May).

[51] Simanjuntak, Payaman. 2001. Pengantar Ekonomi
Sumber Daya Manusia, Jakarta : LPFEUI.

[52] Sinungan, Muchdarsyah. 1997. Produktivitas Apa dan
Bagaimana. Jakarta: Bumi Aksara.

[53] Sugiyono. 2007. Metode Penelitian Kuantitatif Kualitatif
dan R&D. Bandung: Alfabeta.

[54] Sugiono, Arief dan Edi Untung. 2016. Panduan Praktis
Dasar Analisa Laporan Keuangan. Jakarta: PT Gramedia

[55]Surat Edaran No. M/7/AS.02.02/V/2020 tentang
Pemastian Keberlanjutan Usaha Saat Menghadap
Pandemi COVID-19 dan Protokol untuk Mencegah
Penyebaran Pandemi COVID-19

[56] T Yuwono, N Wiyono, M Asbari, D Novitasari, N
Silitonga (2020), Analisis Pengaruh  Efektivitas
Kepemimpinan Transformasional dan Kesiapan untuk
Berubah terhadap Kinerja Karyawan Wanita di Masa
Pandemi Covid-19, Ekonomi Manajemen Universitas
Syah Kuala

[57] Whittemore, R., Knafl, K. 2005. The integrative review:
updated methodology. J. Adv. Nurs. 52, 546 553.

[58] Waltz, Kenneth N. Millennium: Journal of International
Studies, (1954).

[59] Yawson, R. 2020. Strategic flexibility analysis of HRD
research and practice post COVID-19 pandemic. Human
Resource Development International, 23(4), 406-417.

NISRT21AUG684

International Journal of Innovative Science and Research Technology

ISSN No:-2456-2165

[60] Yawson, R. M., & Greyman, B. C. (2016). A Systems
Approach to Identify Skill Needs for Agrifood
Nanotechnology: A Multiphase Mixed Methods Study.
Human Resource Development Quarterly, 27(4), 517—
545,

WWW.ijisrt.com 916


http://www.ijisrt.com/

	I. Introduction
	II. LITERATURE REVIEW
	A. Grand Theory
	B. Key Concept
	C. Theoritical Framework

	III. METHODOLOGY
	IV. RESULTS AND DISCUSSIONS
	A. Shift at scale and Meaning of Work
	B. New Normal Leadership
	C. Healthy Organizational Practices
	D. Contactless Commerce and Education
	E. Shift at scale and Meaning of Work

	V. CONCLUSSION AND SUGGESTIONS
	Conclusion
	Suggestions
	REFERENCES



