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Abstract

Background: The COVID-19 pandemic has profoundly altered the global workforce
landscape, forcing organizations to fundamentally reconsider their talent management
strategies. With the emergence of remote work models, changing employee
expectations, and heightened talent competition, businesses are facing a multitude of
challenges in attracting, retaining, and engaging top talent. Using human resource
information systems (HRIS), an HR professional might take on a strategic role. Due
to its growing price and functionality, HRIS is being widely employed in businesses
of all kinds. Despite this, surprisingly little is known about how HRIS is being used,
if there are differences across organizations of different sizes, or how HRIS affects
HR professionals' overall professional status. We created and implemented a survey,
conducted structured interviews, and introduced a taxonomy that offers a framework
for scholarly discussion and comparison to evaluate and contrast the many areas of
application. We also investigated the strategic use of HRIS, its perceived value
addition to the company, and its effect on HR professionals' professional standing.
Data was collected by 102 employees of HR, and they participated in our survey to
answer our questions. Questions were developed based on HRIS and results were
created based on SPSS independent t-test and secondary data of literature. According
to the study, HR professionals spend far more time than the theoretical “zero" value
on all examined functions (such as performance management, recruitment, etc.),
indicating that HRIS has increased workload in these domains. This suggests that
HRIS adoption is becoming more widespread across all business sizes. According to
the report, strategically using HRIS can improve how valuable HR is seen inside a
business, which will raise HR professionals' status in the workplace.
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1. Introduction

The environment has been more dynamic and complex recently. As a result of increased competition brought about by
globalization and new technology, businesses must demonstrate that they are extremely productive, sustainable, and economical
(Dessler, 2013) M. As a result, businesses must recognize and put into practice strategies that promote efficient personnel
management and close the gap between workers and the company's strategic goals. Human resource management, or HRM, is
an inherent component of all organizations and is crucial to their success over their entire life cycle. Information Systems also
significantly influence Human Resource Management because they can support many HRM functions (Papalexandri &
Bourantas, 2002) 1. However, as the most recent example of the Covid-19 pandemic shows, companies are frequently required
to function in times of crisis, necessitating the adaptation of human resource management to changing circumstances in order to
guarantee the accomplishment of the organization's strategic objectives.
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The COVID-19 epidemic is causing a metamorphosis in HR.
The epidemic altered people’s work habits and caused a
global economic downturn. A number of people lost their
jobs as a result of furloughs and layoffs brought about by the
policies of social separation, lockdown, and quarantine
(Gourinchas, 2020) 1. The lockdown made it necessary to
alter how organizations operated normally before. The
interruption caused by the epidemic has required changes to
standard operating procedures. Global organizations have
also strayed from conventional methods of conducting
business in favor of innovative approaches at both the micro
and macro levels. Companies had to make decisions quickly
to stay in business.

HR, a crucial component of an organization, has also been
profoundly impacted. This has made the need for more
adaptable talent even more pressing. HR practitioners need to
rethink workforce, strategic workforce planning, HR
management, performances, experiences, and methodologies
as the COVID-19 pandemic upsets the work environment
(Lund, 2020). The companies were forced to reconsider and
update their business plans. According to Carnevale and
Hatak (2020) %1, the pandemic opened the door for innovative
digital methods of human connection in HRM. HR experts
were hired to assist organizations in putting agile workforce
initiatives into practice (Yawson, 2020) 1. The concept of the
remote workplace also emerged with work from home,
virtual meetings, etc., which varied according to the type and
industry of the organisations. COVID-19has had a significant
impact on the world.

These changes connected to the workplace have had a
significant impact on the physical and mental well-being of
the employees. Depression, anxiety, and numerous other
problems such as stress, isolation at work, and job instability
were caused by the pandemic (Liu et al., 2020) ["1. Significant
organizational changes have occurred, including supply
chain innovation, increased investment in technology and
data security, increased investment in remote working, an
increase in online commerce, an increase in technology and
data security, and a discernible shift in customer demand,
preferences, and expectations (LaBerge et al, 2020) ©l. For
both companies and employees, working remotely presents
unique difficulties and concerns. The pre- and post-pandemic
situations have presented the workforce with a number of
challenges in terms of burnout, stress, anxiety, and security.
Because there is less in-person social interaction at work,
working remotely makes employees feel more alone and
lonelier, which has an impact on their mental health. Due to
this circumstance, HR procedures and practices have
undergone a paradigm change, and it is now necessary to
support employees' mental and emotional well. The COVID-
19-mandated remote work may continue to be an essential
part of the organization's post-pandemic strategies. It's
possible that many businesses will stick with remote
employment, which calls for further automation. Due to this
disruption, it is necessary to rethink the traditional method of
workingand replace it with technological interventions in HR
strategies and processes. Performance management is
impacted by remote work (Castrillon, 2021). Contingent
workers have replaced permanent employees in the
workplace, and "to manage remote workers in the new
normal, it will be necessary to rethink how goals are created
and identify crucial performance criteria" (Castrillon, 2021).
All procedures, including engagement, training, selection,
and recruiting, must be adjusted accordingly. In reference to
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contingent labor, companies are also substituting contingent
labor for full-time staff (Kapoor & Agarwal, 2022) 1%, In
HRM, this has resulted in a paradigm change. In light of the
increasingly virtual and new normal of work, HRM's
procedures and policies need to be updated. A lot of
organizations are making significant investments in Al for
HRM in an effort to lessen the impact of COVID-19. The way
people are handled is significantly impacted by technological
disruption (Cascio, 2019). The nature of labor and
organizational structures are evolving due to technological
advancements. Organizations are under constant pressure to
reduce expenses in the wake of COVID-19. The IBM
Institute for Business Value report states that organizations'
futures will involve strategic planning for employee safety
and security, organizational agility, cost management, and
creative use of technology in the workplace in addition to
new product development. Through online discussions and
virtual meetings, COVID-19 developed a new digital method
of human interaction for HRM (Carnevale & Hatak, 2020)
(21, These are the issues associated with augmentation in
HRM. As defined by Raisch and Krakowski (2021) [31,
augmentation is the process by which "humans and machines
both learn from one another in this co-evolutionary process.
“The application of Al has transformed HRM. It will be
essential to use Al to identify critical performance criteria for
managing remote workers in the new normal. "Reimagining
the post-pandemic organization™ is urgently needed
(Alexander et al, 2021).

Examples of digital technologies used to improve services,
work engagement, and employee engagement are big data
analytics, artificial intelligence, machine learning, and so on.
According to Tambe et al, (2019) 1, Al is a useful tool for
HRM. Automation and Al must be used by high-level human
interaction organizations (Lund et al., 2021) 1. Al as defined
by Bhave et al, (2020) 7, is computer technology that
simulates human intellect. Deep learning and machine
learning are two examples of how Al is used in the
workplace. The HRM processes of hiring, workforce
planning, talent acquisition and management, performance
management process, and pay system will all be improved by
the application of Al, such as data analytics (Am et al, 2020).
As big data algorithmic analytics, tracking and sensory
technologies for adaptive decision-making at the workplace
(Tambe et al.,, 2019) M1; HR processes for onboarding,
development, and offboarding of personnel are all being
transformed (Sivathanu & Pillai, 2018). Al tools are finding
applications in most of the HR functions. In order to maintain
competitiveness in the post-COVID-19 future, organizations
must leverage workforce analytics to identify the ideal
personnel and maximize revenue through cost reduction.
According to Strohmeier (2018), "smart human resource
management technology (SHRMT) includes artificial
intelligence, cloud computing, VR, big data analytics, data
mining, and automation" is how to describe the digital
revolution in HRM. HR professionals benefit from this
technological innovation even if they lack expertise in a
particular field. Selection, evaluation, and training will all be
rationalized by electronic performance monitoring. For an
organization to function, there must be discipline in the
workplace, which algorithm technologies can control
(Kellogg et al, 2020) 201,

Artificial Intelligence (Al) can be a valuable tool for skill
enhancement, training, and learning, as demonstrated by
intelligent robots and simulations (Bell et al, 2008) 2. Wang
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et al (2017) 22 assert that integrating Al into HRM can
efficiently lower and assess employee turnover. As the
automotive industry grew by 44%, healthcare businesses by
44%, finance firms by 28%, retail by 26%, professional
services by 25%, and telecom by 24%, numerous
organizations have boosted their investment in Al to lessen
the effects of COVID-19 (LaBergeet al., 2020) . The
current study examines the relationship between Al
technologies and HRM in contemporary organizations using
a conceptual analysis based on a literature assessment.

2. Benefits of Using E-HR

The combination of HRM with new technologies is a
"inevitable trend for the future development of enterprises,"
according to Li et al, 2021. Recruitment, training, and
performance management are among the HRM functions that
were done by hand before to digitization. These days, big data
can assist in managing full-cycle management and building
larger databases (Da Silva et al., 2022) 4. Sengupta et al.
(2021) %1 claim that digitization is prevalent in the HR
functions of performance management, compensation,
training & development, and recruitment.

Modern technology can reduce repetitive labor for HRM
experts, automate processes to reduce documentation, and
increase the overall efficacy of HRM systems (Burrichter et
al, 2022) 1261, Machine learning can be applied to recruiting
and personnel management procedures to identify soft talents
(Da Silva et al., 2022) 241, Technology and human resources
practices "work side by side in an organization," according to
a French study that questioned the relationship between
digitization and autonomy. This implies that the technology
will assist the staff members if the HR procedures and
policies are doing so. Conversely, technology will be seen as
a tool for these goals if HR procedures pose a threat to
workers (Zeshan et al, 2021).

In order to ensure that the technology being used has benefits,
Heslina and Syahruni's research demonstrated that businesses
should train their workers and that management should be
aware of staff competency (Heslina & Syahruni, 2021) 29,
According to AlHamad et al. (2022) %61, E-HRM can improve
organizational health, foster communication inside the
business, and aid in establishing organizational cohesion. It
can also lessen bias in performance reviews. The pandemic's
forced digitization of labor may have a big impact on
sustainability (Burrichter et al, 2022) B, The effects are
reduced its CO2 emissions thanks to the introduction of
remote and hybrid working models and recruitment process
(Kuzior et al, 2021) B,

3. Technology in other HRM processes

Contemporary technology is frequently employed in various
HR procedures than recruitment. For example, businesses can
design personalized development plans by using Al in
training. Workers might obtain training materials from

www.allmultidisciplinaryjournal.com

anywhere and select a time that worked best for them (Zhang
& Chen, 2023) B2, According to GraRmann and Schermuly
(2021) B3 Al coaching is a "machine-assisted, systematic
process to help clients set professional goals and construct
solutions to efficiently achieve them." Al can be a useful
coaching tool, but only if the client is aware of the issue and
knows what the objectives are. As a result, it is doubtful that
Al will handle coaching in its entirety.

But HR professionals ought to take use of it and integrate the
advantages of Al and human techniques (GraBmann &
Schermuly, 2021) ¥, One technology that can "recognize,
learn about, and interact” with emotional life is emotional
artificial intelligence (Walkowiak, 2023) 71, These platforms
could be used to track anxiety and stress. One of the most
recent developments is the rise in the usage of virtual reality
to assist employees' mental wellness. VR became more
widely used and more reasonably priced as a result of the
epidemic (Walkowiak, 2023) B, Employees' full career
cycle, from their first day of employment to their last, can be
covered by digital service centres.

Employees and companies can benefit from a variety of "Web
portals, mobile apps, WeChat public numbers, self-service
terminals, call lines, smart robots, and semantic analysis"
(Zhang & Chen, 2023) 21, The Internet of Things, or 10T, has
applications in the business, industrial, and personal spheres
(Almeida et al, 2020) 1. The internet is "being extended to
the physical world, forming Internet of Things," claims (Li,
2021). Organizations have made use of IoT, particularly
when employees are working remotely. It is facilitating
knowledge management, changing business models,
facilitating HRM in general, and it can save money by
preventing or fixing problems (Gamede & Mtotywa, 2022).
Complex activities are completed by robots, and Industry 4.0
presents a huge opportunity for robotics' further development
and advancement (Almeida et al, 2020) 381, Since robots can
already learn and communicate with humans, human
resources management will undoubtedly find use for them.

4. Research Obijectives

1. To evaluate how much time is spent on hiring procedures
within companies as a result of HRIS adoption.

2. To assess if using HRIS can cut down on the amount of
time needed for staff training courses.

3. Tofind out how much HRIS helps with decision-making
in organizational processes more quickly.

4. To investigate how HRIS might expedite organizational
communication and cut down on time spent on
communication assignments.

5. Research Methodology

For analysis, the data was put into the Statistical Package for
the Social Sciences (SPSS 2021). To measure the
independent t-test between the variables.
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Table 1
RecruitmentTraining|Decision MakingOrganizational CommunicationPaperwork
Pearson Correlation 1 -.029 -.029 -.029 -.029
Recruitment Sig. (2-tailed) 773 773 773 773
N 100 100 100 100 100
Pearson Correlation|  -.029 1 1.000™ 1.000™ 1.000™
Training Sig. (2-tailed) 773 .000 .000 .000
N 100 100 100 100 100
Pearson Correlation|  -.029 1.000™ 1 1.000™ 1.000™
Decision Making Sig. (2-tailed) 773 .000 .000 .000
N 100 100 100 100 100
Pearson Correlation|  -.029 1.000"" 1.000"" 1 1.000™
Organizational Communication|  Sig. (2-tailed) 773 .000 .000 .000
N 100 100 100 100 100
Pearson Correlation|  -.029 1.000™ 1.000" 1.000™ 1
Paperwork Sig. (2-tailed) 773 .000 .000 .000
N 100 100 100 100 100
**_Correlation is significant at the 0.01 level (2-tailed).

The one-sample t-test findings for each of your study
questions about how HRIS affects different HR functions are
shown in this table. Below is a summary of the findings and
what they indicate:

Test Value: The test value is always set to 0. This suggests
that you are probably examining the statistical significance of
the average mean difference between your data and a
theoretical number (0).

t-statistic and df: These numbers, which show the direction
and magnitude of the observed difference between your
sample data and the test value (0), are 72.492 for recruitment
and 52.806 for the other functions, with df = 99. The average
amount of time spent on each function appears to be
substantially greater than the theoretical value, as indicated
by the strongly positive numbers.

Sig. (2-tailed): Since all of these values are 0.000, the
observed differences are considered statistically significant at
the 2-tailed 0.01 level. This supports the conclusion that there
is substantial evidence for a deviation from the theoretical
value and that the time spent on each function is probably not
random.

Mean Difference: The average difference between the actual
mean time spent on the function and the theoretical value of
0 is represented by each value (e.g., 1.020 for recruiting).
These values are all positive, indicating that the amount of
time actually spent on each function is more than the amount
predicted by theory.

Confidence Interval: These intervals give a range of values
that, with a 95% confidence level, represent the true mean
difference between the sample data and the theoretical value.
The CI, for instance, indicates that the true mean difference
for recruitment could fall between 0.99 and 1.05.

6. Discussions

The purpose of the paper is to explore and provide a
conceptual framework for the role of Al and the paradigm
shift in HRM practices following the COVID-19 epidemic.
Additionally, the study looks into the effects that Al in HRM
has on businesses and workers. As per the initial goal, the
research demonstrated that the COVID-19 pandemic had
resulted in significant modifications to HRM practices. These
included an increased emphasis on managing remote work,
hiring more contingent workers, emphasizing mindfulness in
the workplace, reskilling and upskilling the workforce to
acquire new competencies, employee engagement, and

socialization/social capital. Al has played a major role in all
these aspects.

Overall, this research gives useful insights into the growing
function of HRIS in the post-pandemic context. Its findings
provide important considerations for firms and HR
professionals looking to strategically and successfully exploit
HRIS, even though it also raises more questions for future
research. Study limitations include the possibility of bias
because the research only used self-reported data from HR
experts. Furthermore, the sample size (102) is not that large.
A larger and more varied sample size for replication would
support the results.

Consequences for HR procedures: The results show that, in
order to ensure optimal use of HRIS, implementation and
training must be carefully considered. HR staff can further
their professional growth and increase the value of HRIS by
strategically utilizing it.

Al is utilizing NLP, ML, predictive analytics, and robots to
make remote work smooth, despite the numerous hazards
connected with the hybrid model of work. By optimizing
current HR procedures, Al solutions have made the shift from
onsite to remote employment seamless. Robotics are
becoming more and more common as technology solutions
are needed to make remote work run smoothly. Research
indicates that the application of Al will improve human
resource management (HRM) processes like hiring,
workforce planning, talent acquisition, talent management,
performance management, and remuneration. (Am 2020). Al
is being used by organizations more and more for various
workplace projects.

Al is a vital tool that works incredibly well during difficult
circumstances. NLP, visual scanning, and robots have all
helped to foster mindfulness, which is becoming increasingly
important. According to Vaidya et al. (2019), chatbots—
computer programs that use natural language processing—
help with employees' mental health therapy. People prefer
robots for mental health as they provide a judgement-free
zone, prompt replies to health questions, and are unbiased.
Conversely, post-pandemic  workforce reskilling and
upskilling toward new competencies has been made easier by
VR and AR. Additionally, Al techniques like ML and NLP
are crucial for fostering productive working connections and
raising employee engagement.

In addition, there have been a lot of modifications to HRM
procedures in the context of Al since the epidemic. Therefore,
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research on Al and agile HRM, virtual teambuilding, social-
emotional intelligence, Al, psychological capital in the Al
era, and other related topics can be done in the future.
Similarly, empirical studies can also be conducted on Al and
its effect on post-pandemic emerging HRM practices.
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