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Abstract.
BACKGROUND: Existing literature lacks in-depth analyses and identification of barriers to implementing HR practices that
affect employee health and well-being, especially during and after the pandemic. Moreover, existing studies primarily focus
on large organizations with generic HR contexts. Therefore, this research contributes by evaluating the contextual relationship
between barriers to implementing pandemic Human Resource Management (HRM) practices in Indian manufacturing SMEs.
OBJECTIVE: The post-pandemic landscape has necessitated a reevaluation of Human Resource (HR) practices, particularly
in terms of employee health and well-being while balancing organizational performance goals. This study seeks to identify
and evaluate the significant barriers hindering the implementation of re-designed HR policies, focusing on Small and Medium-
sized Enterprises (SMEs) in the manufacturing sector in developing countries during and after the pandemic transition.
METHODS: The study initially identified ten barriers through a thorough literature review, which was then validated
by experts. Subsequently, the interrelationships among these barriers were explored, and their structural hierarchy was
established using the Total Interpretive Structural Modelling (TISM) approach. Additionally, a MICMAC (Matriced Impact
Croises Multiplication Applique) analysis was performed to assess the driving-dependence power of each barrier.
RESULTS: “Manager’s resistance to change” and “employee’s resistance to change” were found to be highly dependent
on the other identified barriers. Among these, “lack of skilled managers at affordable costs” and “implementation expenses
of new normal HRM practices” emerged as the most critical barriers, with the potential to impact all other barriers in the
implementation of re-designed policies.
CONCLUSIONS: The study helps owners of manufacturing SMEs and managers to understand the significant barriers to
implementing HR policies, particularly in frequent pandemic situations for enhancing employees’ health and well-being while
ensuring organizational performance. The planned framework might make it easier for practitioners and decision-makers to
comprehend how the various implementation barriers relate to one another. The study’s focus on Indian manufacturing SMEs
limits the generalizability of findings to other contexts. Reliance on expert opinions introduces bias, and further validation
through empirical research is needed.
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1. Introduction

The pandemic transformation has prompted orga-
nizations of all sizes to reassess their operational
strategies and swiftly adapt to new work policies.
This global crisis has underscored the need for busi-
nesses to revamp their long-term strategies to remain
competitive in an evolving market while ensuring the
well-being of their employees [1]. The sudden shift
to remote work has altered traditional work environ-
ments and conditions, emphasizing the importance of

technology, knowledge-based work, reduced phys-
ical interactions, and employee well-being [2].
However, existing Human Resource Management
(HRM) practices were predominantly designed for
on-site work, posing challenges for remote work
arrangements, especially in sectors like manufactur-
ing [3–5]. As organizations navigate these changes,
there is a growing recognition among HRM prac-
titioners of the need to align HR policies with
digitalization trends to enhance employees’ techno-
logical skills and organizational competitiveness [6,
7].

While existing literature has extensively studied
HRM practices, there remains a gap in understand-
ing the challenges and barriers faced in implementing
HRM practices, particularly in manufacturing set-
tings, and more so in the context of post-pandemic
work policies [8, 9]. The dearth of research in
this area is notable, especially regarding Small and
Medium Enterprises (SMEs) in the manufacturing
sector, where dedicated HR managers are rare, and
HR functions are often handled by owners or man-
agers with limited resources [10]. This study aims to
address this gap by focusing on Indian manufactur-
ing SMEs, which play a crucial role in the country’s
economy, particularly in reducing social inequalities
and unemployment [11]. By identifying barriers to
implementing re-designed HRM practices in Indian
SMEs, this study seeks to contribute to the under-
standing of HRM challenges in the post-pandemic
era, particularly in developing countries like India.

Despite efforts by developing-country researchers
to establish the HRM framework [11], their contribu-
tions are minimal in terms of identifying challenges
and barriers to implementing HRM practices in the
post-pandemic environment. In developing countries
like India, SMEs are considered the backbone of
the country’s economy, and they have been a deter-
mining sector in eradicating social inequalities, and
unemployment, and improving economies. Further,
the literature body state proves that there is a dearth
of studies analyzing the redesigned HRM hurdles in
the post-pandemic Indian scenario. As a result of this
discussion, this current study is intended to focus on
manufacturing SMEs in India. Also, it intends to iden-
tify the barriers to the implementation of newer HRM
practices in Indian SMEs and aims to accomplish
identified literature gaps with the following research
objectives:

i) To identify the barriers to implementing re-
designed HRM practices in the post-pandemic
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era in manufacturing SMEs with the context of
employee well-being.

ii) To establish hierarchical relationships among
each barrier and to analyze the driving and
dependence power of the barriers related to re-
designed HRM practices.

To address our research objectives, Total Inter-
pretive Structural Modelling (TISM) is considered
the most appropriate methodology. The robustness
of TISM lies in its ability to uncover intricate
relationships among variables and structure their
interdependence [12], aligning precisely with our
objective to understand these relationships and their
hierarchical structuring. TISM’s holistic approach
ensures a comprehensive analysis of the multidimen-
sional aspects of Lean HRM implementation, while
its prior empirical success in analogous contexts, as
evidenced by previous studies [13, 14], further rein-
forces the appropriateness of this methodology for
our specific research objectives.

The article is structured as follows: Section 2
presents a comprehensive literature review focusing
on the barriers to implementing re-designed HRM
across different contexts, with a specific emphasis
on the Indian manufacturing sector. Section 3 details
the TISM methodology and the development of the
model, highlighting the intricate relationships among
various factors. In Section 4, the research findings
are unfolded, while Section 5 discusses how these
results contribute to existing theories. Section 6 out-
lines the managerial and policymaking implications
of the findings, providing practical insights. Section
7 discusses policy recommendations, and Section
8 encapsulates the study’s conclusions, exploring
the research’s limitations and charting directions for
future investigations.

2. Literature review

2.1. Theoretical background

The study adopts the Resource-Based View (RBV)
[15, 16] theory to identify the barriers to implement-
ing re-designed HRM practices in the post-pandemic
era, specifically focusing on SMEs within the context
of employee well-being. RBV posits that orga-
nizations must effectively manage their resources
and capabilities to achieve a sustainable competi-
tive advantage. In the context of HRM practices in
SMEs post-pandemic, RBV provides a framework to

understand how the lack of certain resources, such
as skilled HR managers, knowledge, infrastructure,
and financial resources, can hinder the successful
implementation of re-designed HRM practices. This
perspective sheds light on how organizations can
leverage their resources and capabilities to overcome
these challenges and drive successful post-pandemic
HRM policy re-design. Additionally, RBV helps
to elucidate how organizational factors, including
culture, leadership quality, and agility, can influ-
ence employee and manager attitudes toward change,
thereby impacting the implementation of new HRM
practices and ultimately, employee well-being [17,
18]

In our examination of barriers to implement-
ing re-designed HRM practices in post-pandemic
manufacturing SMEs, with a focus on employ-
ees’ well-being, we underscore our commitment to
theoretical rigor by strategically incorporating the
Resource-Based View (RBV) theory. Guided by [19]
and [20], these foundational frameworks inform our
analysis by emphasizing the value, rarity, and diffi-
culty of imitating attributes crucial for sustaining a
competitive advantage. To enhance the integration of
RBV, each identified barrier is intricately linked to
these foundational principles. We establish explicit
connections between the theoretical foundations of
our analysis and the core tenets of RBV, ensuring that
these principles underpin our understanding of the
barriers to re-designed HRM practices. Furthermore,
recognizing the need for robust theory development
to advance knowledge in the field, our adoption of
TISM is not merely a methodological choice but a
deliberate strategy to facilitate theory development
[21–24]. TISM, with its unique ability to comprehen-
sively elucidate causal relationships among factors
[25] serves as a powerful tool in our effort to advance
theoretical understanding of the implementation of
re-designed HRM practices in post-pandemic manu-
facturing SMEs.

2.2. Challenges and adaptations in HRM
practices amidst pandemic

The pandemic has posed numerous obstacles to
organizational performance regardless of their own-
ership and operating nature and also heightened
employees’ mental stress. Further, the uncertain cri-
sis leads to alterations in the workplace, working
conditions and workloads, fewer job options for
employees, wage cuts, feelings of insecurity, and a
decline in well-being [26, 38]. Further, a wide range
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of changes in HRM techniques occurred as busi-
nesses altered operating procedures in response to
this crisis [1, 27]. The theoretical basis for empha-
sizing the impact of HRM in normal times will also
support effectively connecting with employees even
in the scenario of a pandemic. The inherent role of
HR managers for organizations in times of disaster
and post-pandemic [16, 28] and their responsibil-
ity concerning employees [39] are well-researched
in literature. These theories suggest the importance
of HRM on complementary sequences and from a
systemic perspective (at the macro level), but they do
not address the specific actions of HR managers in
individual scenarios (at the micro level), especially
in the post-pandemic era. Therefore, the subsequent
section explores the challenges of implementing
re-designed HRM practices in this post-pandemic
era.

Earlier, HRM practices were developed to shape
the performance, attitude, and behavior of employ-
ees in the workplace [40], however, its significance
shifted during the outbreak of coronavirus with travel
restrictions and social distancing at workplaces. The
HR department has a greater obligation to adopt
digitalization allowing employees to update their
skills [7, 29]. Subsequently, HR needs to understand
the feelings of employees and respond proactively
in terms of protecting employees’ health and well-
being [30, 3, 38]. Also, existing literature offers
various recommendations to firms’ HR managers
concerning employees and work management: show-
ing compassion and empathy [31, 41]; perceived
organizational support [32, 42]; continuous interac-
tion with employees [14]; training on technology,
updates in terms of new developments, changes in
procedures [43, 44] giving employees trust and hope
to enhance their well-being [33, 42]; creating a car-
ing culture; providing an atmosphere of coordination
and collaboration [34, 2]. However, these traditional
HRM practices are meant for managing employ-
ees at the workplace, not at home (a “Work from
Home” atmosphere) [3]. Therefore, this gap moti-
vated the researchers to explore several barriers and
discover their potential in improving HRM imple-
mentation in manufacturing SMEs’ post-pandemic
environment.

Several scholars [35–37] have looked at several
HRM aspects that can help an organization achieve
improved organizational performance for long-term
sustainability. However, identifying HRM barriers is
difficult as the literature body lacks it under given
situations. So, initially, a thorough literature analy-

sis was conducted to identify a set of barriers to the
implementation of a re-designed HRM. These barri-
ers were then given to experts for finalization. These
barriers are supported by literature as follows.

2.3. Barriers to re-designed HRM

In this section, we have identified ten barriers that
influence the implementation of re-designed HRM
practices in the post-pandemic environment. These
barriers, detailed in Table 1, will be further discussed
in subsequent sections. Interpretive Structural Mod-
elling (ISM) has gained attention in human resource
research for its ability to provide a comprehensive
understanding of how systems work and how dif-
ferent factors interact [45–47]. However, [48] and
[25] have highlighted limitations in ISM, prompt-
ing us to explore alternative approaches. To address
these limitations and contribute to existing literature,
we propose using Total Interpretive Structural Mod-
elling (TISM) as an extension [21, 25]. In integrating
insights from the Resource-Based View (RBV), we
strengthen our theoretical foundation. The applica-
tion of TISM to construct theoretical models related
to re-designed HRM is underrepresented in current
literature. Therefore, our decision to use the TISM
model, informed by RBV theory, aims to fill this
research gap and provide a nuanced perspective on
factors related to re-designed HRM in the post-
pandemic environment.

2.3.1. Lack of knowledge and skills in handling
online tools/techniques

The protective measures of the pandemic have
forced organizations to intensify digital transition
for business continuity. Innovation, social media,
and internet use have been pivotal in this transition,
enabling effective work performance and HR func-
tions such as resource recruitment, selection, and
performance management [72, 75]. The pandemic
and technology have underscored the importance of
allowing employees to work from home, necessitat-
ing them to acquire relevant technical knowledge and
skills to ensure their employability in remote work
settings. However, existing HR practices may not
fully consider the nuances of online arrangements
and the desired level of automation in manufacturing
SMEs’ workplaces [73, 76], highlighting the need
for further integration of innovation, social media,
and internet use into HRM practices for successful
post-pandemic adaptation.
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Table 1

Barriers influencing re-designed HRM implementation

S.No. Barriers Description References

1 Lack of knowledge

and skills in handling

online

tools/techniques (B1)

Lack of knowledge and skills in handling online tools/techniques

refers to the absence or inadequacy of expertise among employees

in using digital tools and technologies necessary for implementing

re-designed HRM practices in the post-pandemic environment.

[49]; [50]; [107]; [44];

Expert opinion

2 Lack of skilled HR

managers at

affordable costs (B2)

The lack of skilled HR managers at affordable costs refers to the

challenge faced by organizations in hiring or retaining HR

professionals with the necessary expertise and experience at a cost

that is manageable for the organization. This challenge hinders the

effective implementation of re-designed HRM practices in the

post-pandemic environment.

[51]; [52]; [58];

Expert opinion

3 Implementation

expenses of new

normal HRM

practices (B3)

Implementation expenses of new normal HRM practices refer to

the costs associated with adopting and implementing new HRM

practices that are necessary in the post-pandemic environment.

These expenses include costs related to training, technology, and

infrastructure required for the successful implementation of

re-designed HRM practices.

[53]; [54]; [1]; [108];

Expert opinion

4 Lack of culture and

favorable work

environment (B4)

Lack of culture and favorable work environment refers to the

absence of a supportive organizational culture and conducive work

environment that encourages the successful implementation of

re-designed HRM practices in the post-pandemic environment.

[55]; [56]; [91]; [57];

Expert opinion

5 Lack of agility,

creativity, and

flexibility (B5)

Lack of agility, creativity, and flexibility refers to the organization’s

inability to adapt quickly, think innovatively, and adjust to changing

circumstances when implementing re-designed HRM practices in

the post-pandemic environment.

[59]; [60]; [106]; [63];

Expert opinion

6 Lack of

Managers/owner

commitment and poor

leadership quality

(B6)

Lack of Managers/owner support and poor leadership quality refers

to insufficient backing and ineffective leadership from managers

and owners, which hinders the successful implementation of

re-designed HRM practices in the post-pandemic environment.

[61]; [62]; [7]; [40],

Expert opinion

7 Managers’ resistance

(B7)

Manager’s resistance to change refers to the reluctance or

opposition shown by managers towards adopting and implementing

re-designed HRM practices in the post-pandemic environment.

[64]; [65]; [95];

Expert opinion

8 Employees’ resistance

(B8)

Employee’s resistance to change refers to the unwillingness or

opposition displayed by employees towards adopting and

implementing re-designed HRM practices in the post-pandemic

environment.

[66]; [67]; [110];

[107]; Expert opinion

9 Lack of HR

infrastructure (B9)

Lack of HRM infrastructure refers to the absence or inadequacy of

the necessary systems, processes, and technology required for

implementing re-designed HRM practices in the post-pandemic

environment.

[68]; [69], [112];

Expert opinion

10 Lack of

comprehensive plan to

implement new

normal HRM

practices (B10)

The lack of a comprehensive plan to implement new normal HRM

practices refers to the absence of a detailed and thorough strategy

for adopting and integrating new HRM practices that are suitable

for the post-pandemic environment.

[70]; [71]; [111];

Expert opinion
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2.3.2. Lack of skilled HR managers at affordable
costs

The lack of skilled HR managers at affordable
costs presents a significant challenge for manufactur-
ing SMEs, particularly in the current scenario where
HR managers play a crucial role in keeping employ-
ees engaged, motivated, productive, and connected.
HR managers are essential for supporting organiza-
tions and driving workplace modifications through
forward-thinking HR strategies [74; 106]. They are
also required to be proficient in the digital transition
of HR activities and collaborate closely to imple-
ment various HRM functions such as recruitment,
workforce development, compensation policies, and
employee relations management [80, 81]. However,
the utilization of HRM practices is comparatively
lower in manufacturing SMEs than in larger orga-
nizations due to the lack of competent HR expertise
and the unaffordability of hiring trained HR experts
on a full-time basis [82, 57]. As a result, HRM
practices often fall under the responsibility of man-
agers/owners in SMEs [83]. In the context of the
pandemic, HR managers of manufacturing SMEs
play a crucial role in addressing challenges such as
high employee turnover and fostering innovation for
business survival. Therefore, the absence of skilled
HR managers significantly impacts the implemen-
tation of effective HRM practices in manufacturing
SMEs.

2.3.3. Implementation expenses of new normal
HRM practices

The implementation expenses of new normal HRM
practices pose a significant challenge for SMEs, par-
ticularly due to their limited resources in terms of
manpower, money, and materials [84]. SMEs often
have less structured and planned HRM practices com-
pared to larger organizations [85, 89]. Traditional
HRM practices incurred various human resources
costs, including high employee turnover expenses
and training costs for skill development. However,
the pandemic has accelerated the digital transforma-
tion of HRM practices, with recruitment, selection,
and training being conducted through technology.
Despite the benefits of digitalization, the cost of uti-
lizing social networking sites for HRM activities in
SMEs is high [86, 96]. Additionally, there are lim-
itations in financial resources and budgeting, which
hinder the effective implementation of digital HRM
practices in SMEs. The significant expenses associ-
ated with implementing new digital technologies for
HRM practices often influence HR managers’ deci-

sions to avoid budget constraints [87,88], thereby
restricting SMEs from adopting new normal HRM
practices.

2.3.4. Lack of culture and favorable work
environment

The lack of a culture and favourable work environ-
ment poses a significant challenge to the effective
implementation of HRM practices. The adoption
of HRM practices is often influenced by man-
agers’ beliefs and conventions regarding tasks and
workforces [90]. Therefore, creating a supportive
organizational culture is essential for the successful
enactment of HRM practices. Managers play a crucial
role in making employees aware of the organization’s
objectives and vision for anticipated changes, which
is achieved through a suitable organizational culture
[91]. A favourable work environment is also crucial,
as it allows both managers and employees to coor-
dinate and share their work, leading to a win–win
situation. However, the pandemic has disrupted these
cultural linkages, and current HR practices are lack-
ing in this favorable work environment.

2.3.5. Lack of agility, creativity, and flexibility
Organizations face a significant barrier in imple-

menting HRM practices due to their lack of agility,
creativity, and flexibility, particularly during crises
[92]. The ability to engage the workforce, manage
performance, mentor and motivate employees, recruit
and select, and ensure employee well-being is hin-
dered when organizations are not agile, creative,
or flexible enough to adapt to changing circum-
stances [93]. With the current socioeconomic crisis
prompting a shift to virtual workplaces, it is essen-
tial for organizations, especially SMEs, to enhance
their agility, creativity, and flexibility to successfully
implement HRM practices in such challenging situ-
ations.

2.3.6. Lack of managers/owner commitment and
poor leadership quality

Managers and owners play a crucial role in intro-
ducing and executing new HRM policies, with their
support and commitment being key factors in the
success of HRM transition processes [39, 94]. Effec-
tive implementation of HRM practices relies heavily
on involving HR managers in strategic planning
and investing in human resources [95]. A true dig-
ital HRM transition requires strong leadership, not
only in terms of knowledgeable support but also
active involvement in the process [7]. However,
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many owner-managers of SMEs lack thoughtful
administrative know-how, making SMEs strategi-
cally vulnerable due to a lack of quality leadership
traits. Therefore, SMES must prioritize having qual-
ity leaders at the helm to enhance the skills and
knowledge of their employees.

2.3.7. Managers’ resistance
The pandemic has underscored the importance of

business continuity, prompting organizations to adapt
their processes and initiate transformational changes
with new business models [82]. This transforma-
tional change involves restructuring organizational
structures, work procedures, and even culture [97].
The pandemic has disrupted traditional workflows
and shifted roles and responsibilities, necessitating
changes in working methods, employee interactions,
and digital transitions. Research indicates that top
managers play a crucial role in change efforts, pri-
marily by influencing and encouraging employees
through providing vital information and opportuni-
ties for involvement, thereby shaping employees’
behavior toward change [98, 99]. However, if man-
agers are resistant to change, they are less likely to
actively facilitate change. Therefore, SMEs need to
understand the reasons behind managers’ resistance
to change and take proactive measures to mitigate its
detrimental effects, such as lack of clarity, pressure,
challenges in learning new things, and uncertainty
about the change [100].

2.3.8. Employees’ resistance
Existing literature emphasizes that employees’

resistance to change is a significant issue when
implementing new changes [101]. Change initia-
tives within an organization can evoke emotional
responses in employees, impacting their attitudes
towards change. Employees’ determination, confi-
dence, and belief in organizational change influence
their support behavior and efforts towards change
[99]. Often, employees misinterpret or overlook the
implications of change on their specific roles within
the organization. Employee resistance to change is
not necessarily due to disagreement but can stem from
a lack of knowledge and skills or ineffective commu-
nication about the change [102]. The pandemic has
further highlighted the need for employees to acquire
technological skills for remote work, which may lead
to fears about their ability to adapt or misunderstand-
ings due to lack of communication [103]. Therefore,
SME owner-managers need to motivate and commu-
nicate with employees effectively, ensuring that they

believe in, understand, and are committed to change
for successful HRM implementation.

2.3.9. Lack of HR infrastructure
HR infrastructure encompasses HR policies, pro-

cedures, and practices considered best in the industry,
as well as processes for accessing management and
HR support, and systems for recruitment, selection,
training, compensation, and reward and recogni-
tion [104]. Particularly during the pandemic, HR
infrastructure is crucial and should align with the
organization’s mission, values, strategies, and objec-
tives, especially regarding employee safety. It is
recommended that HRM practices be planned to sup-
port a safe workplace by adhering to COVID-19
protocols and ensuring employee safety [80]. The
presence of HR infrastructure enables organizations
to implement HRM effectively, while its absence
can lead to confusion regarding employee safety and
well-being.

2.3.10. Lack of comprehensive plan to
implement new normal HRM practices

During the pandemic, many organizations are
striving to restore their full functionality. However,
implementing new normal HRM practices can be
ineffective if not properly designed and managed
[105]. Therefore, organizations are urged to integrate
comprehensive pandemic planning considerations
into their resilience management strategies for busi-
ness continuity. Successful implementation of HRM
practices hinges on coordinated and comprehensive
planning, especially regarding the formulation of HR
policies and systems.

3. Methodology

This study aims to investigate the barriers influ-
encing the implementation of re-designed HRM
practices in the post-pandemic environment in
Indian manufacturing SMEs. Figure 1 illustrates
the proposed research approach, which consists of
three main phases with subsections. The initial
phase focuses on identifying the barriers influenc-
ing re-designed HRM implementation. Barriers were
systematically gathered using reputable databases
such as Scopus, EBSCO, and Google Scholar. The
second phase employs the TISM technique to analyze
the relationships between these identified barriers.
The third phase involves categorizing these barriers
using the MICMAC technique. Experts with exper-
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Fig. 1. The flow of the TISM approach for barriers in implementing re-designed HRM practices.

tise in human resource management were selected
for their relevant knowledge. To compile a distinct
list of Indian manufacturing SMEs, various sources,
including the Manufacturers’ Association and the
Manufacturers’ Expo list, were utilized. The survey

included thirty professionals with a minimum of three
years of experience, randomly selected from this list.
The selection of TISM as the preferred methodol-
ogy was driven by its ability to establish a hierarchy
and interconnections among these factors, providing
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a comprehensive understanding. The subsequent sec-
tion delves into the applicability and suitability of
TISM for this specific study.

TISM is an approach utilized to comprehend
the interrelatedness between the barriers that influ-
ence HRM practice in SMEs. Various investigators
have utilized the TISM methodology to evaluate
the relationships between factors in the manufac-
turing and service industries [113, 114]. This paper
employs the TISM approach for evaluating the inter-
relations between the HRM barriers in SMEs. To
address our two study objectives, a method based
on Total Interpretive Structural Modelling (TISM)
could be investigated. To create a redesigned HRM
framework, our research uses qualitative interpre-
tive logic. By presenting interlinks, TISM is one of
the methodologies that aim to solve the three fun-
damental questions of theory development, “what,”
“why,” and “how.” [105, 41]. As a result, the TISM
technique has gained traction as a viable alterna-
tive. The flow of the TISM approach is shown
in Fig. 1 [115, 116].

Literature suggests the following steps for the
effective implementation of the TISM model: [117].

• Identification of the barriers: The initial step
in implementing redesigned HRM practices in
SMEs in the post-pandemic era was to identify
the barriers. This was discovered through a sur-
vey of the literature and expert opinion. Table 2
lists the major barriers that have been discov-
ered.

• Establish interconnectedness between barri-
ers: Contextual linkages between the barriers
must be built to arrive at the Initial Reachabil-
ity Matrix (IRM). Owners, general managers,
HR managers, managers, manager in-charges,
supervisors, and floor in-charges from various
SMEs in India participated in this survey as
respondents. To enhance SME’s revised HRM
practices in the post-pandemic age, respondents
were chosen based on their knowledge and
capacity for observation. Table 3 has a list of
the IRM.

• Interpretation of the relationship between
barriers: This stage in the TISM technique aims
to understand how barrier K impacts barrier L by
answering the question “how”.

• Developing the final reachability matrix
(FRM) after checking for transitivity: Before
arriving at the FRM, a transitivity check is
required. In the IRM, all items with the value “0”

Table 2

Identified barriers in implementing re-designed HRM practices in

manufacturing SMEs

Sl. No. Barriers

1 Lack of knowledge and skills in handling online

tools/techniques (B1).

2 Lack of skilled HR managers at affordable costs

(B2).

3 Implementation expenses of new normal HRM

practices (B3).

4 Lack of culture and favorable work environment

(B4).

5 Lack of agility, creativity, and flexibility (B5).

6 Lack of Managers/owner commitment and poor

leadership quality (B6).

7 Managers’ resistance (B7).

8 Employees’ resistance (B8).

9 Lack of HR infrastructure (B9).

10 Lack of comprehensive plan to implement new

normal HRM practices (B10).

must be transitively checked [118]. The FRM is
displayed in Table 4.

• Partition of the barriers from FRM into lev-
els: The partition reachability matrix has arrived
from FRM [56].

• Designing the interaction matrix: Direct and
substantial transitive relationships are used to
generate the interaction matrix [60]. Table 5
depicts the condition.

• Creating the digraph and the TISM model:
The digraph, also known as a directed graph,
is created using data from the interaction matrix
and level partitions [114]. First-level barriers are
those at the top of the model, and subsequent
levels are mentioned in ascending order in the
digraph. The digraph and the interpretive inter-
action matrix are also used to create the TISM
model. The TISM model is depicted in Fig. 2,
and the justification for the direct and substantial
transitive relationships is discussed in Section
4.1.

4. Discussion

4.1. Interpretation of TISM Di-graph

Figure 2 is a graphical illustration of the TISM
analysis of the barriers preventing SMEs from
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Table 3

IRM for barriers in implementing re-designed HRM practices in manufacturing SMEs

B1 B2 B3 B4 B5 B6 B7 B8 B9 B10

B1 1 0 0 0 1 0 1 1 1 1

B2 0 1 1 1 1 1 0 1 0 0

B3 1 1 1 1 0 1 0 0 1 0

B4 0 0 0 1 1 1 1 1 1 0

B5 0 0 0 0 1 0 1 1 0 1

B6 0 0 0 0 1 1 1 1 0 1

B7 0 0 0 0 0 0 1 1 0 0

B8 0 0 0 0 0 0 1 1 0 0

B9 0 0 0 0 1 0 1 0 1 0

B10 0 0 0 0 1 0 1 1 0 1

Table 4

FRM for barriers in implementing re-designed HRM practices in manufacturing SMEs

B1 B2 B3 B4 B5 B6 B7 B8 B9 B10 Driving power

B1 1 0 0 0 1 0 1 1 1 1 6

B2 1* 1 1 1 1 1 1* 1 1* 1* 10

B3 1 1 1 1 1* 1 1* 1* 1 1* 10

B4 0 0 0 1 1 1 1 1 1 1* 7

B5 0 0 0 0 1 0 1 1 0 1 4

B6 0 0 0 0 1 1 1 1 0 1 5

B7 0 0 0 0 0 0 1 1 0 0 2

B8 0 0 0 0 0 0 1 1 0 0 2

B9 0 0 0 0 1 0 1 1* 1 1* 5

B10 0 0 0 0 1 0 1 1 0 1 4

Dependence 3 2 2 3 8 4 10 10 5 8

∗∗Represents transitive links.

implementing redesigned HRM practices in the post-
pandemic era.

Level V: Level five has two barriers, lack of skilled
HR managers at affordable costs and implementation
expenses of new normal HRM practices.

The absence of proficient HR managers at afford-
able rates profoundly impacts the knowledge and
skills necessary to handle online tools and tech-
niques. These managers often need to travel to
assist their workforce in adapting to the sweep-
ing changes brought about by the pandemic [119].
They are pivotal in ensuring that remote work-
ers have the resources they need to complete their
tasks [120]. Additionally, remote working requires
technological solutions that facilitate communication

between employees and management [58]. Ensuring
that employees are well-trained in using online tools
and techniques is crucial. Furthermore, HR managers
must support other department heads overseeing
remote teams for the first time [111]. Consequently,
SMEs need qualified HR managers to enhance
employee skills in handling online tools, improve
work quality, identify talent, and boost morale.

The scarcity of skilled HR managers also sig-
nificantly impacts the expenses associated with
implementing new HRM practices, organizational
culture, agility, creativity, flexibility, and leadership
commitment. Strategic HRM literature highlights the
role of HR and top executives in developing and exe-
cuting HRM practices [121, 122]. Remote working
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Table 5

Interaction matrix

B1 B2 B3 B4 B5 B6 B7 B8 B9 B10

B1 1 0 0 0 1 0 1 1 1 1

B2 1* 1 1 1 1 1 0 1 0 1*

B3 1 1 1 1 0 1 0 0 1 0

B4 0 0 0 1 1 1 1 1 1 0

B5 0 0 0 0 1 0 1 1 0 1

B6 0 0 0 0 1 1 1 1 0 1

B7 0 0 0 0 0 0 1 1 0 0

B8 0 0 0 0 0 0 1 1 0 0

B9 0 0 0 0 1 0 1 0 1 0

B10 0 0 0 0 1 0 1 1 0 1

∗Represents significant transitive links.

isn’t feasible for all manufacturing enterprises [5] and
can’t extend to every position [6]. HR managers must
identify roles suitable for remote work while ensur-
ing physical distancing and protective measures for
on-site roles. The drastic changes brought by the pan-
demic come with costs that can only be managed by
highly skilled HR managers. Additionally, the lack
of skilled HR managers influences the development
of a favorable work culture, as they are critical in
maintaining trust and providing employees with the
freedom to manage their tasks effectively [125]. They
also help the organization emphasize agility, inno-
vation, and flexibility [126, 127], and their absence
impacts manager commitment and leadership, as
experienced HR professionals can develop success-
ful processes and counsel management on employee
issues [128]. Skilled HR managers play a crucial role
in managing change, assisting with the implementa-
tion and tracking of large intervention strategies, and
ensuring employee buy-in and support for change
initiatives [85, 86]. Therefore, their scarcity affects
employees’ resistance to change and the overall plan
for implementing new normal HRM practices, as they
are required to handle evolving workforce trends and
organizational agility [132].

The financial constraints associated with imple-
menting new HRM practices during a pandemic
ripple across various critical dimensions of organi-
zational management. Firstly, the lack of knowledge
and skills in utilizing online tools and techniques
is exacerbated by the substantial costs involved in
adopting conventional HRM practices [112]. Busi-

nesses often struggle with limited budgets, hindering
their ability to adequately train employees in dig-
ital tools essential for remote work. This shortfall
not only jeopardizes operational efficiency but also
underscores the risk of inadequate training invest-
ments that could ultimately cost more than they save.
Consequently, many firms are unable to equip their
workforce with the necessary skills to navigate online
tools and procedures effectively, thereby compro-
mising both employee retention and organizational
development.

Secondly, the implementation expenses of new
normal HRM practices profoundly impact the avail-
ability and affordability of skilled HR managers
[133]. Amid economic uncertainties, the costs asso-
ciated with upgrading HRM methods pose significant
barriers to hiring experienced professionals who
are crucial for enhancing employee performance
and organizational resilience[134,135]. The finan-
cial burden often leads to strategic decisions such as
adjusting pay structures to variable compensations
tied to productivity, rather than investing in robust
HR leadership [105]. This situation not only affects
managerial commitment and leadership quality but
also hampers efforts to foster a conducive work-
place culture that adapts to new norms of remote and
blended work models [136, 139]. Without sufficient
financial resources allocated to HRM practices, busi-
nesses struggle to sustain their organizational culture
and establish necessary HR infrastructures essential
for operational continuity and employee well-being
[57].
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Fig. 2. TISM model for barriers in implementing re-designed HRM practices in manufacturing SMEs.

Level IV: Level four has two barriers, lack of
knowledge and skills in handling online tools and
techniques and lack of culture and favourable work
environment.

The landscape of organizational agility, creativity,
and flexibility is intricately tied to proficiency in uti-
lizing online tools and techniques, which has emerged
as a pivotal skill set amid the ongoing pandemic [140].
The rapid evolution in business operations neces-
sitated swift transitions to remote work and digital
integration across industries. However, the lack of
adequate knowledge and skills in handling these tools
hinders organizational agility and creativity, imped-

ing the ability to adapt swiftly to dynamic market
conditions. Effective utilization of online tools not
only enhances operational efficiency but also fosters
a culture of innovation and adaptability within teams,
thereby enabling organizations to navigate uncertain-
ties with resilience and responsiveness.

Resistance to change among managers and
employees alike is profoundly influenced by their
proficiency in utilizing online tools and techniques
[141, 142]. Managers, in particular, face heightened
scrutiny and pressure to lead digital transformations
effectively. Without comprehensive training and sup-
port in digital tools, managerial resistance can stall
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organizational progress and innovation initiatives.
Similarly, employees’ reluctance to adopt new prac-
tices stems from uncertainties about their ability to
perform effectively with these tools [143]. This resis-
tance underscores the critical need for organizations
to invest in enhancing digital literacy across all levels,
facilitating smoother transitions and greater accep-
tance of transformative HRM practices[144, 57].
Moreover, the absence of robust HR infrastructure
during the pandemic underscores the importance of
equipping HR managers with the necessary skills to
leverage online technologies effectively for data man-
agement, employee engagement, and performance
evaluation [145]. Without adequate knowledge and
abilities in utilizing these tools, HR functions may
falter, compromising organizational efficiency and
strategic workforce management.

Organizational agility, creativity, and flexibility are
profoundly shaped by the presence of a strong orga-
nizational culture and a supportive work environment
[146]. These elements not only define operational
norms and processes but also imbue employees with
a sense of purpose and alignment with organiza-
tional goals. During the pandemic, the importance of
a cohesive culture has been underscored, as it enables
employees to navigate uncertainty and adapt swiftly
to changing circumstances. Research emphasizes that
organizations fostering an agile culture, grounded in
shared values and bolstered by positive work envi-
ronments, are better equipped to harness employee
creativity and discretionary effort [146, 147]. This
cultural foundation not only enhances resilience but
also empowers employees to innovate and contribute
meaningfully to organizational success.

Additionally, organizational culture significantly
influences managerial commitment and leadership
quality [148, 149]. A supportive work environment
that cultivates trust and transparency enables man-
agers to lead effectively through crises like the
pandemic, fostering employee engagement and per-
formance. Conversely, deficiencies in organizational
culture can undermine managerial effectiveness and
lead to resistance among employees and leaders
alike [150]. By promoting a culture that values
employee well-being and encourages open commu-
nication, organizations can mitigate resistance to
change and build a resilient framework for sustained
success. Moreover, nurturing a robust HR infrastruc-
ture aligned with ethical standards and organizational
values is crucial for effectively managing human
resources during turbulent times [151, 152]. Thus,
organizations that prioritize cultivating a positive cul-

ture and fostering supportive work environments not
only enhance agility and creativity but also fortify
their ability to navigate challenges and capitalize on
opportunities in an evolving landscape.

Level III: Level three has two barriers, Lack
of manager/owner commitment and poor leadership
quality, and Lack of HR infrastructure.

The lack of commitment from managers and own-
ers, alongside poor leadership, significantly impacts
organizational agility, innovation, and flexibility dur-
ing crises such as the pandemic [153]. Strong
managerial commitment fosters alignment with orga-
nizational goals, enhances employee engagement,
and correlates with improved business performance,
profitability, creativity, and productivity. Conversely,
inadequate commitment and leadership quality con-
tribute to managerial resistance to change, hindering
the effective implementation of strategic HRM prac-
tices across organizational functions. This resistance,
coupled with employees’ reluctance stemming from
perceived threats and inadequate support, under-
scores the critical role of managerial commitment
in navigating organizational change and fostering a
resilient workplace culture that supports continuous
improvement and operational stability.

The strength and resilience of a company heavily
depend on the robustness of its HR infrastructure,
which plays a critical role in managing administra-
tive tasks and ensuring operational efficiency [154].
A well-established HR infrastructure not only sup-
ports daily business operations but also mitigates
potential financial, productivity, and legal risks that
could otherwise jeopardize organizational stability.
Conversely, the absence or fragility of HR infrastruc-
ture significantly impacts managerial resistance to
change, particularly during crises like the pandemic
[155]. Effective HR practices communicated clearly
and implemented strategically, can positively influ-
ence managers’ attitudes and behaviors, fostering
a supportive environment for organizational initia-
tives and enhancing overall business outcomes. Thus,
investing in a strong HR infrastructure is crucial for
businesses to navigate challenges, maintain compli-
ance, and sustain long-term success.

Level II: Level two has two barriers, lack of agility,
creativity, and flexibility and lack of a comprehensive
plan to implement new normal HRM practices.

Managers’ and employees’ resistance to change
is profoundly influenced by their lack of agility,
innovation, and flexibility [156]. Agile managers
adeptly adjust their leadership styles and strategies
in response to unforeseen circumstances, demon-
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strating a personalized approach that accommodates
individual needs and preferences. Conversely, leaders
who struggle with creativity and flexibility may resist
change due to their inability to envision and imple-
ment novel solutions. Similarly, employees thrive
in environments that foster agility, creativity, and
flexibility, where they feel secure and motivated
to embrace transitions [157]. In contrast, resistance
emerges when organizational cultures fail to cultivate
an innovative mindset, hindering employees from
adapting to new practices and processes. Further-
more, the absence of agility, creativity, and flexibility
compounds challenges in devising comprehensive
plans to implement new normal HRM practices dur-
ing crises like the pandemic. Effectively managing
change demands a mindset that embraces alterna-
tive perspectives, breaks away from outdated norms,
and swiftly adjusts to evolving circumstances, under-
scoring the critical role of these traits in navigating
organizational transitions.

The lack of a comprehensive plan to implement
new normal HRM practices significantly undermines
agility, creativity, and flexibility within organiza-
tions, impacting their ability to swiftly adapt and
innovate. Successful firms are distinguished by their
agility and ability to foresee and respond to changes
effectively, which necessitates meticulous planning
and strategic controls [158]. Without a clear and
detailed plan, managers struggle to enact necessary
changes, leading to resistance as they grapple with
tactical or logistical uncertainties that can derail the
implementation process. Similarly, employees in dis-
organized environments experience heightened stress
and frustration, contributing to their resistance to new
practices due to the perceived lack of structure and
support. Thus, the absence of a well-defined plan not
only hampers organizational adaptability and innova-
tion but also fosters resistance at both managerial and
employee levels, highlighting the critical importance
of strategic planning in navigating transitions.

Level I: Level one has two barriers, Managers’
resistance and Employees’ resistance.

Managers’ reluctance to change significantly influ-
ences employees’ resistance, shaping how employees
interpret and respond to organizational transforma-
tions. Employees’ perceptions of change often mirror
their managers’ attitudes and behaviors towards
innovation versus stability, influencing their willing-
ness to embrace new initiatives [159]. Conversely,
employees’ resistance can also impact managers’
stance on change initiatives, as organizational trans-
formations aimed at improving business outcomes

can falter in the face of widespread employee oppo-
sition. This resistance can lead to project delays,
financial setbacks, and reduced morale, ultimately
affecting the organization’s ability to fully adopt new
practices or procedures [160]. Managers, seeking to
avoid negative feedback or disruptions, may revert
to traditional methods, illustrating the interconnect-
edness between employees’ and managers’ attitudes
towards change and its impact on organizational
adaptation and innovation efforts. Thus, understand-
ing and managing resistance at both levels is crucial
for successful organizational change management.

4.2. MICMAC analysis

The MICMAC method divides barriers into four
categories: driving barriers, autonomous barriers,
dependent barriers, and linkage barriers [161, 162].
The following are some of the obstacles:

1. Autonomous barriers (Zone-I): Autonomous
barriers are those that have little reliance and
little driving power. In this study, no factors fall
into the autonomous zone.

2. Dependent barriers (Zone-II): Dependence bar-
riers are those that are more reliant on other
barriers yet have less driving strength. In this
study, Lack of agility, creativity, and flexibil-
ity (B5), Lack of a comprehensive plan to
implement new normal HRM practices (B10),
Manager’s resistance to change (B7), and
Employee’s resistance to change (B8) are the
dependent barriers. This barrier gets influenced
when there is a change in the other barriers.

3. Linkage barriers (Zone-III): Linkage barriers
are those that have a high degree of reliance
and driving force. They establish a link between
dependency and driving barriers. In this study,
the lack of HRM infrastructure (B9) is the link-
age barrier.

4. Driving or Independent barriers (Zone-IV):
Driving or independent barriers are those that
have a high driving power but little reliance.
In this study, lack of skilled HR managers at
affordable costs (B2), implementation expenses
of new normal HRM practices (B3), lack of
culture and favorable work environment (B4),
lack of knowledge and skills in handling online
tools/techniques (B1), lack of managers/owner
support and poor leadership quality (B6) are the
driving or key barriers.
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Fig. 3. MICMAC graph.

As per the MICMAC analysis, the barriers impact-
ing implementing re-designed HRM practices in
manufacturing SMEs are ranked in Table 6.

The MICMAC graph is depicted in Fig. 3. Based
on the MICMAC study in Table 6, which depicts the
driving power-dependence diagram. Table 6 shows
the ranking of the barriers impacting the implemen-
tation of re-designed HRM practices in SMEs based
on their driving power and dependence. According
to the ranking, the lack of skilled HR managers at
affordable costs (B2) and implementation expenses
of new normal HRM practices (B3) are ranked 1.
Managers’ resistance to change (B7) and employees’
resistance to change (B8) are ranked seventh in the
MICMAC analysis ranking. It means that it has a
higher dependence on other factors.

5. Implications

5.1. Theoretical implications

The adoption of the Resource-Based View (RBV)
theory in this study provides significant theoretical
insights into the barriers to implementing re-designed
HRM practices in the post-pandemic era, particularly
within the context of SMEs and employee well-
being. RBV emphasizes the strategic management
of resources and capabilities to secure a sustainable
competitive advantage [16, 163]. In the realm of
post-pandemic HRM practices in SMEs, RBV serves
as a framework to understand how deficiencies in
resources—such as skilled HR managers, knowledge,

infrastructure, and financial capital—can obstruct
the effective implementation of re-designed HRM
practices. This perspective underscores the essential
role of resource management in surmounting these
obstacles and driving successful HRM policy re-
design post-pandemic. Moreover, RBV illuminates
the impact of organizational factors, including cul-
ture, leadership quality, and agility, on the attitudes
of employees and managers toward change, thereby
affecting the implementation of new HRM practices
and, ultimately, employee well-being.

The study’s findings, particularly regarding the
identified barriers and their interdependencies, hold
substantial theoretical implications. Utilizing the
TISM approach allowed for the construction of a hier-
archy of barriers, revealing that certain barriers are
more critical and influential than others in hindering
the implementation of re-designed HRM practices
in Indian manufacturing SMEs. Notably, “Lack of
skilled HR managers at affordable costs” and “Imple-
mentation expenses of new normal HRM practices”
emerged as the most pivotal barriers, exerting influ-
ence over all other barriers. This highlights the crucial
importance of human resource management capabil-
ities and financial considerations in the successful
adoption of re-designed HRM practices. Addition-
ally, the identification of “Manager’s resistance to
change” and “Employee’s resistance to change” as
highly dependent on other barriers emphasizes the
necessity for organizations to address these depen-
dencies to effectively implement re-designed HRM
practices post-pandemic.

5.2. Managerial implications

The results of the study have important implica-
tions that will be useful for owners of manufacturing
SMEs, HR managers, and academics working on
new normal HRM practices, especially in this post-
pandemic. To improve the implementation process
for manufacturing SMEs, the study identified a
set of barriers to applying new conventional HRM
practices. The findings of the analysis of the afore-
mentioned barriers will allow manufacturing SMEs
to determine which ones are the most and least
important, as well as how they relate to one another.
Additionally, recognizing these obstacles will assist
owner-managers of SMEs in enhancing and improv-
ing HRM policies and systems by making the proper
decisions that facilitate employees’ efficient usage
of such systems. It also helps managers and prac-
titioners become more aware of the new norms in
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Table 6

MICMAC ranks for barriers in implementing re-designed HRM

practices in manufacturing SMEs

Barrier Driving power Dependence Driving

power/

dependence

MICMAC rank

B1 6 3 2.000 3

B2 10 2 5.000 1

B3 10 2 5.000 1

B4 7 3 2.333 2

B5 4 8 0.500 6

B6 5 4 1.250 4

B7 2 10 0.200 7

B8 2 10 0.200 7

B9 5 5 1.000 5

B10 4 8 0.500 6

HRM. Because these barriers might interact with one
another, the current study advises eradication tactics
and assists in identifying important HRM barriers.

This pandemic crisis has made organizations and
employees adapt to consistent changes in work
and working conditions, procedures, and ways of
communication. A huge response is placed on the
HR managers to simultaneously satisfy organiza-
tional objectives and employees’ well-being. Thus,
owner-managers of SMEs need to incorporate com-
prehensive pandemic planning considerations that
support the firm’s interest in employees’ well-being.
This pandemic has intensified the firm’s digital transi-
tion, which has forced employees to equip themselves
with the necessary skills and technology. Owner-
managers of SMEs should also consider hiring HR
professionals for their organizations since they are
responsible for designing and implementing HR
strategies. Besides, only HR managers can keep
employees motivated, productive, and engaged in
this current scenario. The owner-managers of SMEs
should start using social networking websites for
carrying out HRM activities since they are more
cost-effective than traditional HRM practices. Also,
they need to create a favourable and supportive work
environment in which employees and managers can
coordinate to work together. Further, HRM practices
like recruitment and selection, mentoring and encour-
aging employees, managing performance, and taking
care of employees’ well-being can be effectively

accomplished only if the organizations are agile, cre-
ative, and flexible. Thus, managers are expected to
take the necessary initiatives so that organizations can
become more agile, creative, and flexible to handle
the challenges posed by the pandemic. Finally, when-
ever a change happens inside the organization, it is
generally human nature to resist change and main-
tain the status quo. Thus, owner-managers of SMEs
should understand the reasons for managers’ and
employees’ resistance to change and take proactive
actions. They should also motivate and communi-
cate with employees regarding the benefits of change
so that they can believe, understand, and facilitate
effective HRM implementation. This study will be
useful to managers and practitioners of SMEs in com-
prehending the challenges in HRM implementation,
particularly during this pandemic. Policymakers and
governments need to support SMEs during the digi-
tal transition by creating awareness, funding, training,
and support.

Various employers encountered employment
vacancies and recruitment issues as a result of the
pandemic. Employee training programs are reduced
as needed to guarantee that business runs smoothly
and that employees remain safe in their work-
place. Performance management has been scrutinized
after seemingly impossible goals were not met, and
monitoring staff who worked from home became
prohibitively expensive. Several organizations were
unable to pay their employees’ salaries or provide
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other essential services, such as financial benefits,
as a result of the pandemic during economic down-
turns, HR departments must re-design existing HRM
processes to improve operational efficiency while
also supporting employee empowerment and well-
being. This research contributes to the identification
of numerous barriers by explaining how they interact
with HRM practices, particularly in manufacturing
SMEs.

5.3. Policy recommendations

Based on the study’s findings, several policy
recommendations can be proposed to address the
identified barriers to implementing re-designed HRM
practices in Indian manufacturing SMEs in the post-
pandemic era. Firstly, policymakers need to focus
on enhancing the availability and affordability of
skilled HR managers. This can be achieved through
initiatives such as government-sponsored training
programs and collaborations with educational insti-
tutions to develop specialized HRM courses tailored
for SMEs. Secondly, measures should be taken to
reduce the implementation expenses of new HRM
practices, such as providing financial incentives or
subsidies to SMEs for investing in HRM technology
and infrastructure. Additionally, fostering a culture
of change and innovation within SMEs, supported
by effective leadership and managerial practices, can
help mitigate resistance to change among employ-
ees and managers. Moreover, enhancing the overall
HRM infrastructure and promoting a favorable work
environment that values employee well-being can
contribute significantly to the successful imple-
mentation of re-designed HRM practices. Overall,
these policy recommendations aim to create an
enabling environment for SMEs to effectively imple-
ment re-designed HRM practices, thereby enhancing
their competitiveness and sustainability in the post-
pandemic landscape.

6. Conclusions

This study has successfully addressed its research
objectives by identifying and analyzing the barri-
ers to implementing re-designed HRM practices in
Indian manufacturing SMEs in the post-pandemic
era. Through the application of the RBV theory and
the TISM approach, the study has provided valuable
insights into the factors influencing the implementa-
tion of HRM practices in SMEs, particularly focusing

on employee well-being. The findings highlight the
importance of addressing key barriers such as the
lack of skilled HR managers, high implementation
expenses, and resistance to change among managers
and employees.

The study’s theoretical implications lie in its appli-
cation of RBV and TISM to HRM practices, offering
a novel perspective on how organizations can lever-
age their resources and capabilities to overcome
barriers and drive successful HRM policy redesign.
From a practical standpoint, the study provides
actionable policy recommendations for policymak-
ers and SMEs to enhance the availability of skilled
HR managers, reduce implementation expenses, and
foster a culture of change and innovation. These
recommendations aim to create a conducive envi-
ronment for SMEs to implement re-designed HRM
practices effectively, thereby enhancing their com-
petitiveness and sustainability in the post-pandemic
landscape. Overall, this study contributes to the
existing literature on HRM practices in SMEs and
provides valuable insights for both academia and
practitioners in the field.

Like other studies, the present study also has
some limitations, which can be taken as agendas
for future research. The results of this study can-
not be generalized since the study considered small
samples, focusing mainly on manufacturing SMEs
in India. Thus, future research can be carried out
with large samples focusing on different industries
and countries. The study was intended to identify the
interrelationships among the barriers and neglected
the effects of individual factors. Hence, future studies
may be carried out to analyze the influence of individ-
ual factors on the effective implementation of HRM.
Also, the investigation highly depends on experts’
opinions which may be biased to the kind of experi-
ence and exposure they have. This study employed the
TISM approach to find the interrelationships between
barriers in HRM implementation, which may be uti-
lized for decision-making. Future studies may be
carried out using other decision-making tools like
TOPSIS and DEMATEL to enhance the reliability
of the results. Finally, the interrelations and depen-
dency among factors could be empirically validated
through hypothesis building.
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