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1. Introduction

Over the past twenty years, the business landscape has undergone significant changes due to globalisation and technological
advancements. To keep up, many organisations invest heavily in information systems to support their operations. Among these
systems, Enterprise Resource Planning (ERP) has become a vital component because of its ability to improve efficiency and
profitability, streamline processes, and enhance data management. While it's essential to install and configure the system
correctly, it's equally important to recognize that the post-implementation phase is critical (Liang et al., 2007) 2% since it's when
users experience the actual benefits (Muscatello & Parente, 2006) %1, This user acceptance is what encourages them to continue
using the systems (Baroudi et al., 1986) . Unfortunately, many organisations struggle to maintain this engagement and
commitment, leading to underutilization of the system and failure to meet expected benefits (Jasperson et al., 2005; Wang et al.,
2014; Ha & Ahn, 2014) [7:52.19],
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In today's world of global economic integration and the
widespread influence of information technology, Vietnamese
companies face challenges that may impact their goals and
strategies, despite the opportunities and advantages brought
by globalisation. The success of a business depends heavily
on the efficient management of its human resources, which is
influenced by Human Resource Information Systems (HRIS)
(Park et al., 2004; Purcell, 2014) &3 31 An HRIS is an
essential administrative tool that significantly contributes to
the success of an organisation (Aggarwal & Kapoor, 2012)
[, HRIS can be viewed as a part of the larger framework of
ERP systems (Zafar, 2013) 1, and it is primarily used in
organisations to assist with HR management. It is widely
recognized as a revolutionary advancement that has
transformed the field of Human Resources Management
(HRM) (Stone et al., 2015; Silva & Lima, 2018) [*441],

An effective HRIS can offer useful information to managers
for planning and managing their human resources, and assist
them in making timely decisions (Moussa & Arbi, 2020) 281,
It can also bring added benefits to businesses such as
improved productivity and service quality, and reduced
operating costs (Zainol et al., 2017) B¢l making it an
indispensable component of business operations. Therefore,
the importance of HRIS in business cannot be overstated as
it provides companies with valuable information and
advantages.

HRIS, short for Human Resource Information System, is a
complex system that consists of both technical and human
components, with the latter being the end-users. Employees
use the system along with technology, equipment,
procedures, and processes in their daily work. The use of
HRIS by employees can increase efficiency by facilitating
faster work and providing timely information, thereby
contributing to business value and achieving business goals
(Aggarwal & Kapoor, 2012) M. Due to the continuous growth
and evolution of Vietnam's economy, businesses are looking
for innovative ways to remain competitive. One such way is
by implementing an HRIS (Marler & Fisher, 2013) 71, The
successful application of technological elements in
management requires HR personnel to have adequate
knowledge, experience, and positive attitudes towards using
the system (Chaudhry, 2018) [, Thus, organisations must
help employees familiarise themselves with the system and
work faster and more effectively. In addition to the
mandatory requirements for using the system, HRIS users
must follow daily tasks, procedures, and handling processes
to ensure meticulous usage behaviour. The extent and manner
of the system's functions, frequency of use, and
meticulousness in using the system reflect employee HRIS
usage (DeLone & McLean, 2016) ¥,

This study is aimed at exploring the utilisation of HRIS in the
post-implementation phase. HRIS has come a long way from
being just a record-keeping tool to a sophisticated system that
supports organisations in decision-making and reporting
since the 1960s (DeSanctis, 1986; Ngai & Wat, 2006) [1230],
Previous research on HRIS has primarily focused on
identifying the factors necessary for the successful
implementation of the system (Ngai & Wat, 2006; Razali &
Vrontis, 2010; Winkler et al., 2013) [0 3. 54 or jts usage
(Kassim et al., 2012; Maier et al., 2013; Bamel et al., 2014)
(18 24 31 However, despite the prevalence of HRIS in
companies, there is still limited information on how
organisations can effectively increase employee utilisation of
this technology. Many organisations are becoming
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increasingly interested in utilising HRIS capabilities and
activities as they become more aware of them. Nevertheless,
limited knowledge of HRIS can impede its successful
application, and that is why it is crucial to understand how to
use it to its full potential.

The main objective of this study is to identify the factors that
contribute to the continuous utilisation of HRIS in
Vietnamese organisations during the post-implementation
stage. The research focuses on the perspective of eight (08)
HR professionals in Vietham who were involved in the HRIS
implementation and have been using the system since its full
installation. The study is limited to investigating
organisations in Vietnam and gathering insights from HR
professionals' experiences in the post-implementation stage.
The study will address the following research questions:

Q1. How was users’ experience with the HRIS in the post-
implementation stage?

Q2. What are the factors that have influence on users’
behaviour towards the continuance of using the HRIS?

Q3. What is the relationship between such factors and the
level of users’ retention of using HRIS in the post-
implementation stage?

2. Literature Review

Since the latter half of the twentieth century, HRM has
evolved into a strategic function from being just
administrative tasks (Thite et al., 2012) [ This
transformation has been possible by integrating information
systems and technologies into HRM, leading to the
emergence of HRIS (Ulrich, 1997a). The use of information
systems has helped HRM to simplify processes, improve
decision-making and support HR strategies. The integration
of HRM and information systems has resulted in some
significant contributions and advancements in the field. One
of the key research areas has been the adoption and
implementation of HRIS. Studies have also explored the
challenges and success factors in HRIS implementation, such
as user acceptance, change management, system
customization and integration with existing HR processes
(Bondarouk & Brewster, 2016; Maier et al., 2013) [ 24,
Additionally, the impact of HRIS on HRM effectiveness,
efficiency and strategic alignment has also been a crucial area
of investigation.

2.1. HRIS implementation success factors

Successfully implementing a Human Resource Information
System (HRIS) is a strategic requirement, and this has led to
an increasing interest in factors that contribute to its success.
Researchers have conducted numerous studies highlighting
the significance of various factors such as user trust (Lippert
& Swiercz, 2005) 3 project social capital, trust, and
leadership (Tansley & Newell, 2007) 71, user involvement
(Wilson-Evered & Hartel, 2009) 5%, management support,
and organisational commitment (Razali & Vrontis, 2010) .
Additionally, studies have also focused on the relevance of
compatibility between IT systems, organisational design, and
the skills of professionals, management commitment, human
capability, organisational fit, and broader environmental
factors (Delorme & Arcand, 2010; Troshani et al., 2011)
49]

It has also been noted that the formation and re-formation of
actor networks play a crucial role in the successful
implementation of HRIS projects (Dery et al., 2013; Strong
& Letch, 2013) M %], These factors are critical to the success
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of HRIS projects, and they should be taken into account when
implementing such systems.

2.2. HRIS usage

Extensive research has been conducted on the impact of
HRIS on various work-related outcomes. According to
Markova (2012) [ companies can enhance their
competitiveness by utilising in-house developed or
customised HRIS that can establish dynamic capabilities. The
idea is also supported by Kumar & Parumasur (2013) 24,
who claim that proper implementation of HRIS can improve
organisational effectiveness by aligning human resource
strategy with organisational strategy, resulting in better
decision-making and efficient resource deployment.
Additionally, Maier et al. (2013) 4 found that HRIS
implementation is positively related to employee job
satisfaction and their intention to stay with the company. This
emphasises the importance of HRIS in managing employee
sentiment, which can reduce turnover rates and increase
retention rates. Furthermore, Dulebohn and Johnson (2013)
4 suggest that HRIS can play a vital role in selecting,
applying, and employing human resource metrics and
analytics, contributing to the strategic advancement of
organisations by providing valuable insights into employee
performance, recruitment, and training. By utilising HRIS to
gather and analyse data, organisations can make informed
decisions and drive continuous improvement without
compromising employee satisfaction.

2.3. Adoption barriers of HRIS

Introducing a HRIS can be a significant milestone for
organisations, but it's important to be aware of potential
unforeseen consequences. According to Stone and Dulebohn
(2013) 41 implementing an HRIS could lead to increased
work stress for employees. This is because they may need to
learn new skills or perform new tasks to adapt to the new
system (Bondarouk & Brewster, 2016; Maier et al., 2013) [24,
Additionally, users may feel disappointed if the HRIS
properties do not meet their expectations (Bondarouk &
Brewster, 2016) I, which could ultimately decrease job
satisfaction (Maier et al., 2013) 4],

During the process of implementing HRIS, there may be
concerns regarding the privacy of employees. According to
Stone and Dulebohn (2013) 14, employees may feel anxious
about who can access their personal information which could
lead to a lack of trust in the HRIS technology. This lack of
trust could have a negative impact on the success of the
system, as noted by Lippert and Swiercz (2005) 23],

When implementing HRIS, it is crucial for organisations to
consider technology trust. Technology trust refers to the
predictability, reliability, and usefulness of HRIS, which is
essential for employees to have confidence in the system and
ensure its success. As a result, organisations should ensure
that employees receive adequate training to use the system,
and they should address any privacy concerns to build trust
in HRIS technology.

2.4. HRIS usage and users’ behaviour in developing
countries

Numerous studies in recent years have explored the factors
that impact the adoption of HRIS in developing countries.
These studies have investigated economic and technological
factors, socio-cultural factors, institutional factors, and
individual factors that influence the adoption of HRIS in
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developing countries. However, previous research has
primarily focused on specific business sectors such as
banking and finance, or particular groups of organisations
such as small and medium-sized enterprises (SMES).
Rahman et al. (2016) 8 conducted a study that identified
several factors that hinder the adoption of HRIS in the
banking and financial sector of Bangladesh. The study
revealed that employees are not aware of the expected
benefits of HRIS, which leads to a lack of performance
expectancy. Additionally, employees perceive HRIS as a
complex system that requires more effort and time to learn
and use effectively, resulting in a lack of effort expectancy.
The study also highlighted social influence as a significant
challenge, such as the lack of support from top management
and colleagues. Furthermore, the lack of facilitating
conditions, such as inadequate IT infrastructure and
resources, was another significant hurdle to the adoption of
HRIS in the sector. The complexity of the system also made
it difficult for employees to learn and use it effectively. The
study suggests that addressing these challenges can enhance
the adoption of HRIS in the banking and financial sector of
Bangladesh.

Fobang et al. (2019) ' conducted a study that concluded that
the implementation of HRIS can have a significant impact on
the performance of small and medium-sized enterprises
(SMEs) in developing economies like Cameroon. The study
found that user satisfaction with HRIS has a positive effect
on individual performance, which in turn has a positive
impact on organisational performance. Furthermore, the
implementation of HRIS can improve the quality of HR
management, leading to better organisational performance.
However, the study also found that HRIS is not widely
adopted in firms in Cameroon, indicating that SMEs need to
develop this system to remain competitive and reap its
benefits.

The research identified several factors that influence the
adoption of HRIS in SMEs in Cameroon. The study indicates
that the quality of the system is the only predictor of the
adoption of HRIS. Other key factors that influence the
acceptance and use of HRIS include user satisfaction,
performance expectancy, effort expectancy, and social
influence. The study suggests that future research may also
consider the perspectives of business/functional managers
and end-users, or include variables such as age, gender, and
education to better explain organisational performance.

2.5. HRIS usage and users’ behaviour in Vietnamese context
Limited studies have been conducted in Vietnam to examine
the utilisation and acceptance of HRIS. A study by Nguyen
and Nguyen (2016) B4 investigated the adoption of HRIS in
SMEs in Vietnam. Results showed that organisations with
higher levels of readiness had a more positive perception of
HRIS. The readiness included operational and financial
feasibility, indicating that organisations better equipped to
handle the operational and financial aspects of HRIS
implementation were more likely to adopt and accept it.
Furthermore, the study revealed that a higher level of
technology readiness, indicating technological feasibility,
also led to a more positive perception of HRIS usage.

In analysing the implementation of HRIS, the study
investigated how organisational features such as size, type,
and financial standing impact perception and preparedness.
However, the research did not offer any conclusive findings
on how these factors specifically impact the adoption and

840|Page



International Journal of Multidisciplinary Research and Growth Evaluation

reception of HRIS.

The research was conducted in Ho Chi Minh City and
included 73 participants over a period of two months.
However, the study did not provide any information
regarding the demographic characteristics of the participants,
including their position, work experience, or education level,
which could have influenced the study's findings.z40239.

3. Methodology

3.1. Data collection

To answer the research question, we chose a qualitative
approach for this study. The method involved collecting
qualitative data and using an inductive approach to analyse it.
Qualitative research is a naturalistic technique that allows the
interpretation of phenomena in their usual context, using the
subjective meanings that individuals attach to them. (Denzin
& Lincoln, 2018; Hennink et al., 2020) 1% 161 \We opted for
this approach for several reasons. Firstly, it provided an
interpretive method to collect and analyse data on people's
experiences with information systems implementation
through in-depth interviews (Hennink et al., 2020) [,
Secondly, it allowed for sensitivity to contextual factors and
flexibility for detailed explorations of the information
systems implementation process (Queiros et al., 2017; Smith
& Zajda, 2018) B7 42 Lastly, it helped the researcher
understand the meanings attached to specific user behaviours
and experiences (Hennink et al., 2020) 126,

This study employed a qualitative and interpretive
philosophical approach to gain insight into the experiences of
HR professionals. The interpretive approach proved
particularly effective in acknowledging the subjectivity of
personal reality and the natural environment that influences
behaviour (Saunders et al., 2015) [“%, By observing multiple
interactions, realities, and experiences from the HR
professionals' subjective perspective, this approach provided
a deep understanding of their experiences in HRIS

implementation and utilisation in this context (Oates, 2005)
[32]

3.2. Data analysis

The aim of this study is to understand the factors that affect
the utilisation and maintenance of HRIS, as perceived by HR
experts in Vietnam. To accomplish this objective, the study
will use the thematic analysis method, which is a qualitative
analytical technique that is ideal for investigating intricate

subjective viewpoints in a dataset (Marks & Yardley, 2004)
[26]

4. Results and Discussion

4.1. Results

Four major themes emerged from the thematic analysis
related to factors encouraging ongoing HRIS use after
implementation:

4.1.1. System features

Several fundamental features play a critical role in shaping
users' retention. The first one is user-friendliness, which
refers to how easy it is for users to navigate and use the
system. Self-service, which allows users to access
information and complete tasks independently, is another
important feature. Performance, which determines how
quickly and efficiently the system responds to user requests,
is also a key factor. Data aggregation, which involves
collecting and organising data from various sources, is crucial
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for providing valuable insights. Integration, which enables
the system to interact seamlessly with other systems, tools,
and software, is another important aspect.

It's worth noting that the ease of use of the system is a critical
factor in promoting regular use, while complexity can deter
utilisation. The presence of highly capable self-service
options can reduce dependence on HR staff and encourage
persistent use. Reliability is vital in building trust, while
technical issues can erode user confidence. Centralised
information is essential for improving insights and analytics,
which drives value realisation. Finally, integrating the system
with existing tools and software helps minimise duplicative
work, increases system efficiency, and enhances system
stickiness.

4.1.2. Management support

The successful adoption of HRIS was found to depend
heavily on management modelling its usage and providing
effective training. When leaders displayed enthusiasm in
using the system, it conveyed its importance and significance
to the employees, motivating them to follow suit. Adequate
and comprehensive training programs played a critical role in
building users' self-efficacy and confidence in utilising the
system, while the absence of proper instruction led to
confusion and avoidance. It was observed that different user
groups had varying training needs, which ranged from online
modules to in-person workshops depending on their level of
familiarity and expertise with the HRIS.

4.1.3. Organisational management

Consistent and frequent internal communication regarding
HRIS updates played a crucial role in enhancing employees'
understanding of the system, leading to increased
engagement. The organisation was able to smoothly adopt the
HRIS due to effective pre-implementation change
management  strategies, such as involving various
departments, ensuring executive alignment, and creating a
structured transition plan. These efforts resulted in a
successful and seamless integration of the HRIS across the
entire organisation.

4.1.4. Organisational capabilities

Experienced companies that have undergone technology
transformations are more likely to embrace HRIS compared
to those who are new to digital transformation. When a
company makes a financial investment in an HRIS, it
compels key stakeholders such as HR and management to
ensure that the system is utilised to its fullest potential and
justifies the expenditure.

4.2. Discussion

4.2.1. Alignment with existing technology acceptance
models

The results of this study demonstrated a noteworthy
association with established technology acceptance models,
including the TAM model, UTAUT model, and TOE
framework. These widely recognized models provide a
valuable framework for understanding and evaluating the
adoption and use of new technologies in various contexts.
The importance of perceived ease of use in the TAM model
is also highlighted in this study. TAM suggests that perceived
ease of use plays a critical role in determining technology
adoption and acceptance by users. This study focuses on the
HRIS interface and emphasises the significance of user-
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friendliness and navigability in impacting continued usage.
The study's findings align with previous research, which
highlights the usability issues that act as significant barriers
to technology assimilation. The study underscores the
importance of designing highly usable systems and
interfaces, as suggested by TAM. Therefore, this study
emphasises the importance of considering users' perceptions
of ease of use when designing technological systems to
enhance their adoption and continued usage.

Moreover, it should be noted that actual performance and
stability of the HRIS have a significant impact on how likely
users are to keep using it. This is because if the HRIS isn't
reliable and often experiences technical issues, users won't
see it as useful. This lines up with the TAM model, which
says that users are more likely to keep using a system if they
find it helpful. Organisations need to make sure their HRIS is
stable and reliable to keep users engaged and using the
system.

With regards to the UTAUT model, effective adoption of
HRIS by users requires a range of conditions to be facilitated,
including managerial support and the provision of
comprehensive training. As is suggested by the findings of
Venkatesh et al. (2003) B, the attitude of management can
have a significant impact on the positive usage behaviour of
employees. Furthermore, users must be equipped with the
necessary knowledge and skills to confidently leverage the
system, underscoring the importance of providing thorough
and ongoing training opportunities. By prioritising these key
elements, organisations can enhance the likelihood of
successful HRIS implementation and maximise the benefits
of this valuable tool.

As per the TOE framework, the integration of HRIS into an
organisation's operations necessitates two crucial elements:
digital transformation capabilities and change management
planning. These factors are crucial in ensuring that the
organisation is ready to adopt the new system and that the
assimilation process is successful. The significance of
technological readiness and the organisational structures
cannot be overstated, emphasising the need for careful
attention to these factors during the assimilation process
(Baker, 2012) 21,

4.2.2. Alignment with existing literature

The results of this study also show a correlation with previous
research on user retention and HRIS adoption.

According to research, the perceived ease of use and system
reliability of information systems play a critical role in their
continued usage and assimilation. It has been empirically
demonstrated that simpler, more user-friendly HRIS
interfaces tend to result in higher rates of adoption.
Additionally, recent research has highlighted the benefits of
HRIS in terms of efficiency and information access,
particularly in the area of self-service capabilities (Ngai &
Wat, 2006; Kaygusuz, 2016; Suharti & Sulistyo, 2018) [,
These advantages can result in notable enhancements in
productivity and overall performance for organisations that
opt to implement HRIS systems.

However, this study found that the influence of user-
friendliness on adoption and retention is not as
straightforward as initially thought. After the implementation
of the system, it was discovered that particular aspects of the
interface, such as navigation, layout, and intuitiveness, had a
more significant impact on user experience than just overall
perceived ease of use. This finding is consistent with usability
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research, which has identified user experience issues as a
common cause of failure for HRIS (Kumar et al., 2015;
Prastyo et al., 2019; Pratama et al., 2022) %34, Therefore, it
is essential for HRIS developers to pay close attention to the
design of the system's interface to ensure a positive user
experience.

As per this study, the frequency of HRIS usage is heavily
influenced by the dependability and performance of the
system, which differs from its perceived usefulness.
Additionally, the research supports recent discoveries which
suggest that issues such as instability and bugs act as major
hindrances to the widespread adoption of HRIS. These
findings emphasise the significance of ensuring that HRIS
not only appears beneficial but also operates consistently and
reliably to maximise its potential advantages.

Effective utilisation and integration of HRIS largely depends
on various facilitating conditions, with training being a
crucial aspect. Based on recent evidence, role-based and
personalised training interventions have proven to be highly
effective in enhancing sustained usage of HRIS. Furthermore,
tailored capacity building interventions have also been
observed to play a crucial role in ensuring successful
integration of HRIS within organisations. Therefore, it is
important for organisations to prioritise such training and
capacity building interventions to ensure that their HRIS
systems are effectively utilised and integrated.

Research has highlighted the crucial role of management
support and effective communication in reinforcing the
adoption of technology in organisations. This finding is in
line with the principles of social influence and organisational
messaging, which emphasise the significance of leadership
and communication in shaping attitudes and behaviours.
Moreover, emphasising change management practices, such
as organisational readiness assessments and structured
transition planning, can help ensure a smooth and successful
adoption of new technology. By providing a clear vision and
roadmap for change, and by addressing potential resistance
and concerns, organisations can maximise the benefits of
technology adoption while minimising disruptions and risks.
According to a study conducted by Chakraborty and Mansor
(2013) 11, the costs associated with HRIS played a significant
role in determining the initial adoption of the system.
However, recent research has suggested that these costs may
not have as much of an impact on the retention of Vietnamese
end-users after the HRIS has been implemented. It is
important to note that the success of HRIS implementation is
dependent on several factors, including but not limited to the
organisation's culture, management support, and the level of
end-user training. Therefore, it is essential for organisations
to consider all of these factors when implementing HRIS to
ensure its long-term success and effectiveness.

4.2.3. New findings

This research study offers novel insights into the adoption of
HRIS that surpass previous technology acceptance research.
One of the primary findings is that the impact of user-friendly
interface design and navigation on retention is greater than
the impact of ease of use. This suggests that UI/UX deserves
more attention in adoption models as improving interfaces
can make complex systems more intuitive and ‘sticky’.
Additionally, the study reveals that system reliability plays a
crucial role in habituating users to HRIS, which is a unique
perspective separate from perceived usefulness. Consistent
performance builds user confidence and loyalty, which
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ultimately leads to higher productivity.

In addition, the variability in training needs between different
user groups highlights the importance of personalised,
targeted training. While one-size-fits-all methods may work
initially, tailored approaches are key to retention. Another
significant insight is the evolving nature of cost
considerations  between initial adoption and post-
implementation, which provides a more nuanced view. For
end-users, ongoing usefulness matters more than costs in
sustaining HRIS use.

Finally, the qualitative approach used in this study provides
rich, contextualised insights beyond theory-driven studies.
This inductive lens highlighted nuances around user
experience, system trust, peer influences, and change
management. In summary, the findings of this study offer
fresh perspectives on user-centricity, system reliability,
tailored training, shifting cost views, and contextual drivers
of sticky HRIS adoption. These insights can help extend
acceptance models and increase system entrenchment.

5. Conclusion and Recommendations

5.1. Conclusion

The main objective of this research project was to obtain a
deeper understanding of the factors that come into play when
HR professionals in Vietnam decide to retain and persistently
utilise HRIS in their respective organisations. To achieve
this, a qualitative approach was employed, wherein data was
gathered from HR professionals working in three different
organisations situated in Vietnam. The study essentially
sought to gain insight into the rationale behind the HR
professionals' preference for HRIS and the various factors
that influence their decision-making process.

The research topic focuses specifically on Vietnam and
gathering data from local HR professionals, ensuring that the
study is directly relevant to the local context. The increasing
use of HRIS in Vietnam provides an opportunity to
investigate post-implementation usage and retention factors.
By examining the perspectives of HR professionals, the
researcher can gain valuable insights into company-wide
issues and patterns that go beyond individual cultural biases.
This is especially important given the diverse workforces that
they oversee. The fact that Vietnam has quickly adapted to IT
systems integration, despite being a developing economy,
suggests that cultural barriers can be overcome with proper
change management. Furthermore, this research focuses on
organisational users of HRIS, rather than population-wide
technology use patterns, as company cultures tend to
converge globally.

According to the study findings, it appears that the retention
of HRIS by users during post-implementation can be
attributed to four distinct themes with eleven sub-themes.
This information provided valuable insights into the factors
that contribute to the successful adoption and continued use
of HRIS by individuals and organisations alike. However, the
most frequently cited factors that motivated users to continue
using the system were the features it offered. This finding
aligns with previous literature on the subject, highlighting the
importance of system features in promoting HRIS adoption
and continued usage. Upon further analysis, it has been
discovered that there are particular indigenous factors that are
unique to Vietnamese business culture and economic
environment. These include internal communication and
change management within organisations. The internal
communication factor helps to boost the exposure of HRIS to
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employees by constantly providing information via internal
emails or LCDs on elevators. Additionally, the successful
retention attempt is contingent upon the effective
management of organisational change. This entails a
carefully orchestrated transition that is both smooth and
seamless. To achieve this, it is essential to incorporate a
comprehensive approach that considers the various factors
that influence organisational change, such as communication,
training, and support. By doing so, businesses and
organisations can minimise the risks associated with
technological change and ensure that the transition is as
efficient and effective as possible. It is important to consider
these factors when conducting HRIS implementation in
Vietnam to ensure successful outcomes.

The purpose of this research study is to contribute to the
existing knowledge on the different factors that affect the
sustained utilisation of HRIS in organisations in Vietnam.
Through an in-depth exploration of this topic, this study will
provide valuable insights and comprehension not only to the
organisation being studied but also to other organisations
seeking to improve their HRIS implementation process. This
research will lay the groundwork for these organisations to
harness the advantages of HRIS and boost their overall
effectiveness and productivity.

5.2. Suggestions for organisations

The objective of this paper is to enhance the utilisation of
HRIS in Vietnamese companies, particularly in the post-
implementation stage. The research delves into identifying
the crucial factors that influence user retention and seeks to
provide valuable answers to pertinent research questions.
Essentially, the study aims to offer valuable insights that can
enable organisations to optimise their HRIS utilisation and
attain better outcomes.

To ensure an HRIS is utilised consistently and effectively
over a prolonged period, organisations must implement
various key tactics. The foremost of these is securing buy-in
from upper-level management to establish the system's value
as a valuable corporate resource.

In addition, aligning the HRIS with existing work processes
is critical to its smooth integration into daily operations.
Comprehensive training and support for employees are also
essential to ensure their comfort and confidence in using the
system. Highlighting high-value functions at the outset can
demonstrate the system's usefulness and generate enthusiasm
for its use.

To facilitate consistent and accurate data input, it can be
helpful to design workflows that incorporate the HRIS.
Establishing targets and tracking usage analytics can aid in
identifying areas where additional training or support may be
required. Designating power users to provide peer support
can also be beneficial, as well as continually optimising and
enhancing the system to meet the changing needs of the
organisation.

5.3. Recommendations for future studies

To maximise the effectiveness of research and overcome any
potential limitations, it is highly recommended to take a
comprehensive approach. This approach involves increasing
the sample size, including various levels and departments,
and conducting personalised research on each organisation to
uncover unique factors. By doing so, researchers can obtain
more precise and detailed results that can be extremely
valuable for future research efforts. This method can help to
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identify patterns, trends, and insights that may not be
apparent with a limited sample size or a one-size-fits-all
approach. Therefore, it is crucial to invest the necessary time
and resources in conducting thorough and personalised
research to obtain the most accurate data and make informed
decisions based on evidence.
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