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Abstract: The advent of science and technology have revolutionized every 
facet of modern HR is no exception. Traditional HR with no digital science 
practices are being replaced by digital tools that offer more agility, precision, 
and scalability. Organizations today face dynamic market demands, requiring 
efficient talent management to stay competitive. The digitalization of Human 
Resources (HR) has redefined talent management by enhancing efficiency and 
effectiveness through advanced technologies like Artificial Intelligence, big 
data, and cloud computing. This study investigates how digital tools 
streamline HR operations, improve decision-making, and foster employee 
engagement. Key areas of focus include recruitment, performance 
management, employee engagement, and workforce analytics. The study also 
examines the challenges organizations face in adopting digital HR systems 
and proposes strategies to overcome them. Using a qualitative methods 
approach, data from industry reports, HR professionals, and employee 
surveys are analyzed to explore the impact of digitalization on key HR 
functions. Results indicate a significant improvement in recruitment 
efficiency, employee performance management, and workforce analytics. The 
discussion highlights the benefits, challenges, and strategies for successful 
implementation, concluding with recommendations for organizations aiming 
to maximize the potential of digital HR. 
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Introduction  
 
The rapid evolution of technology has transformed 

many aspects of business operations, including Human 
Resource (HR) management. The digitalisation of HR 
practices introduces innovative ways to improve talent 
management efficiency and effectiveness, ensuring 
organizations stay competitive in an increasingly 
dynamic environment (Montero Guerra & Danvila-Del 
Valle, 2024). This article explores the profound impact of 
digitalisation on HR functions, emphasizing talent 
acquisition, performance management, employee 
engagement, and workforce analytics. And in most 
sectors, AI is expected to contribute to problem solving 
and development (Buckley et al., 2021). 

Technology has fundamentally redefined how 
organizations approach the management of their most 
valuable asset: their people. For decades, traditional 
Human Resource (HR) practices were heavily reliant on 
manual processes, such as paper-based record keeping, 
in-person interviews, and labor-intensive performance 
reviews. While these methods were effective in the past, 
they are often inefficient, time-consuming, and prone to 
human error, making them ill-suited to meet the needs 
of today’s fast-paced, technology-driven business 
landscape. The allocation of reconstruction crews is 
explicitly modelled by considering the total number of 
reconstruction crews and different prioritization 
strategies (Blagojević et al., 2022).  

The emergence of digitalization in HR has ushered 
in a transformative era where technology serves as an 
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enabler of efficiency, precision, and scalability (Prabu et 
al., 2021). Advanced tools, such as cloud-based HR 
management systems, artificial intelligence (AI), 
machine learning, and big data analytics, now provide 
organizations with the means to automate routine tasks, 
enhance decision-making, and foster more engaging and 
personalized employee experiences.  Artificial 
intelligence (AI) is one of the examples of sophistication 
in information technology (Fatihah & Saidah, 2021).  

One significant shift is the adoption of cloud-based 
HR platforms, which centralize and streamline HR 
functions like payroll, benefits management, and 
employee records (Choudhary et al., 2023; Zhao & Rabiei, 
2022). These platforms offer accessibility across 
geographies, enabling HR teams to manage global 
workforces with ease. Unlike traditional systems, which 
often required significant physical infrastructure and 
local access, cloud technology provides secure, real-time 
access to HR data from anywhere, promoting flexibility 
and responsiveness (Pandey, 2020; Poonam, 2019; 
Sharma et al., 2024). Digital technologies are 
transforming conventional HRM processes, the 
structure and functions of HR departments, the activities 
of relevant staff members, and, ultimately, the entire 
human capital-based value chain (Zavyalova et al., 2022). 

 

 
Figure 1. System digital HRM 

 (Source: https://medan.inews.id) 

 
Artificial Intelligence (AI) and automation have 

also revolutionized critical HR functions. Recruitment 
processes, for instance, have been transformed through 
AI-driven Applicant Tracking Systems (ATS) that sift 
through thousands of resumes in minutes, identifying 
the best candidates based on predefined criteria. 
Similarly, chatbots powered by AI now provide 24/7 
support for employees, answering common HR-related 
questions and freeing up HR professionals to focus on 
more strategic initiatives. The efficiency of HRM will be 
seen through the recruitment process mainly (Varadaraj 
& Al Wadi, 2021).   

Furthermore, digitalization has enabled 
organizations to adopt data-driven decision-making 
through workforce analytics. HR teams can now gather 
and analyze large volumes of employee data to identify 
patterns and predict trends, such as potential turnover 
risks or emerging skill gaps. These insights empower 
leaders to make proactive decisions, ensuring that the 
organization is always aligned with its strategic 
objectives.  In addition, digitalisation has significantly 
impacted employee engagement and experience, which 
are critical components of modern talent management. 
Mobile apps, employee recognition platforms, and 
virtual wellness tools enhance communication, 
recognition, and well-being, fostering a more connected 
and satisfied workforce.   

 

Method  
 
The type of research the author uses is qualitative 

research. Qualitative research is research whose final 
results produce descriptive data sourced from 
information on people and behavior that is usually 
observed directly. This means that the author will 
provide factual information in data and information 
because of direct observation. The approach used is 
ethnography. Ethnography is a building of knowledge 
that includes research techniques, ethnographic theory, 
and various kinds of cultural descriptions (Wijaya, 
2018). 

Qualitative research is a methodological approach 
primarily focused on exploring and understanding 
human behaviors, experiences, perceptions, and social 
phenomena (Haki et al., 2024; Lim, 2024). Unlike 
quantitative research, which relies on numerical data 
and statistical analysis, qualitative research seeks to 
generate deep insights through descriptive and 
interpretive techniques (Subedi, 2023). This method 
emphasizes the richness, complexity, and contextuality 
of data, making it particularly useful for addressing 
questions about "how" and "why" specific phenomena 
occur. 

This research is about qualitative study and could 
be more deeply understanding about the problems here 
(King, 1991). It is meant to be more objective and 
transparent than traditional reviews, thus providing 
guidance for future researchers and relevant 
information on the issues they mean to research. It is also 
important to mention that method has a transparent 
procedure that can be replicated, allowing researchers to 
be more effective throughout the whole process, 
analyzing all the factors of the research made by others 
(Pereira et al., 2023). 

Qualitative research is a powerful tool for exploring 
and understanding phenomena that cannot be 
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quantified. Its emphasis on context, depth, and 
interpretation makes it invaluable in fields that require 
insights into human experiences and social dynamics. 
While it has its limitations, when combined with 
rigorous methods and ethical considerations, qualitative 
research provides rich and meaningful contributions to 
knowledge and practice 

 

Result and Discussion 
 
Ultimately, digitalization represents more than just 

a shift in tools it signals a change in mindset. 
Organizations that embrace digital HR systems are 
better equipped to adapt to market demands, support a 
diverse and dispersed workforce, and create a more 
agile and innovative organizational culture. By 
leveraging the power of technology, HR departments 
can transition from being administrative hubs to 
strategic partners, driving organizational success in an 
ever-evolving business environment. 

Organizations that embrace digital HR systems 
gain significant advantages in navigating today’s fast-
changing business landscape. These systems enable 
companies to respond swiftly to market demands, 
support the needs of increasingly diverse and 
geographically dispersed workforces, and foster a 
culture of agility and innovation. Human Resources 
(HR) on the other hand play significant role in ensuring 
the success or otherwise of an organization (Bakare, 
2020). 

 

 
Figure 2. Design of digital HRM flow 

 
The design of a Digital Human Resource 

Management (HRM) flow involves creating an 
interconnected and seamless framework that integrates 
various HR functions using advanced technology 

(Donthu et al., 2024). This flow must align with 
organizational goals, employee needs, and compliance 
requirements while leveraging tools and systems that 
optimize efficiency and decision-making. A well-
structured digital HRM flow ensures a smooth journey 
for employees throughout their lifecycle within the 
organization, from recruitment to offboarding (Husen et 
al., 2024; Kazim et al., 2024). 
 
Digital Market Demands 

The pace of market evolution requires businesses to 
be nimble, making rapid decisions to stay competitive. 
Digital HR systems provide the tools to align workforce 
management with organizational goals seamlessly. 
Data-Driven Decision-Making: Real-time workforce 
analytics empower HR leaders to identify emerging 
trends, anticipate workforce needs, and implement 
proactive strategies. For instance, predictive analytics 
can forecast talent shortages or skill gaps, allowing 
organizations to plan ahead. 

Real-time workforce analytics involves collecting, 
analyzing, and interpreting data about employees and 
their interactions within the organization. With the help 
of technologies such as cloud-based platforms, artificial 
intelligence (AI), and machine learning (ML), HR leaders 
can access actionable insights in real-time (Dutta et al., 
2024; Tuli et al., 2018). Data from various sources, such 
as HR systems, employee surveys, and performance 
management tools, is consolidated into unified 
dashboards. This allows for a comprehensive view of 
workforce dynamics. Organizations can track key 
metrics such as employee performance, turnover rates, 
engagement levels, and skill gaps as they evolve, 
enabling immediate action. 

Faster Recruitment Cycles: Digital recruitment tools 
such as AI-powered Applicant Tracking Systems (ATS) 
streamline hiring processes by automating candidate 
screening, scheduling interviews, and providing 
insights into the most effective recruitment strategies. 
This efficiency is crucial in competitive talent markets 
where speed can determine success. Scalability: Cloud-
based HR platforms allow organizations to scale 
operations quickly, whether expanding to new regions 
or onboarding seasonal workers during peak periods. 
Cloud-based HR platforms have revolutionized human 
resource management by providing organizations with 
the flexibility and scalability needed to adapt to dynamic 
business environments. These platforms empower 
businesses to manage their workforce efficiently, 
ensuring smooth operations during growth phases, 
seasonal demands, or geographic expansions. 
 
Digital Dispersed Workforce 

The modern workforce is characterized by its 
diversity and geographic dispersion, amplified by the 
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rise of remote and hybrid work models. Digital HR 
systems address these complexities through inclusivity 
and connectivity.  

Global Accessibility: Cloud-based HR tools make it 
possible to manage employees across different time 
zones and locations effectively. This ensures consistency 
in HR practices, from payroll management to 
compliance with local labor laws. The rise of 
globalization and remote work has led to increasingly 
dispersed workforces, requiring tools that ensure 
seamless management and collaboration across time 
zones and locations. Cloud-based HR tools have become 
indispensable in overcoming these challenges, offering 
organizations a unified platform to manage their 
employees regardless of geographical boundaries. 

Fostering Inclusivity: Digital engagement platforms 
enable organizations to create environments where 
every employee feels valued. Features like multilingual 
support, customizable dashboards, and virtual 
recognition programs help cater to diverse workforce 
needs. Digital engagement platforms have become 
pivotal in transforming workplace dynamics by creating 
environments where employees feel valued, connected, 
and engaged. These platforms leverage technology to 
enhance communication, recognize contributions, and 
foster a culture of inclusivity, ensuring employees 
remain motivated and productive in an increasingly 
digital workspace 

Enhanced Communication: Tools like Microsoft 
Teams, Slack, and Zoom ensure seamless 
communication and collaboration, breaking down 
barriers created by physical distance. In the era of 
remote and hybrid work, tools like Microsoft Teams, 
Slack, and Zoom have become essential for maintaining 
effective communication and collaboration. These 
platforms have revolutionized how teams interact, 
breaking down barriers created by physical distance and 
enabling organizations to remain productive and 
connected regardless of location. 

Personalized Employee Experiences: Digital HR 
systems leverage AI to offer tailored experiences, such 
as personalized learning paths, customized benefits 
plans, and recognition programs that resonate with 
individual employees. HRM is the generic name for a 
range of different practices connected with the human 
factor in organizations (Sakka et al., 2022).  

 
Digital Agile and Innovative  

Agility and innovation are essential traits for 
organizations aiming to thrive in volatile markets. 
Digital HR systems play a critical role in embedding 
these qualities into the organizational DNA. Digital HR 
systems streamline HR processes, from recruitment and 
onboarding to performance management and employee 

development. With real-time access to data, HR leaders 
can quickly assess trends, identify challenges, and make 
informed decisions that align with organizational goals. 
This agility allows organizations to pivot faster in 
response to market changes. 

Continuous Learning and Development: Learning 
Management Systems (LMS) powered by AI 
recommend training programs tailored to employees’ 
roles, skills, and career goals. This promotes a culture of 
continuous improvement and upskilling, which is vital 
for innovation. AI algorithms can analyze an employee's 
past learning history, job role, skills, and performance to 
create a personalized learning path. This tailored 
approach ensures that employees receive 
recommendations for training programs that are directly 
relevant to their development needs, reducing the time 
spent on irrelevant courses and improving engagement. 

Encouraging Experimentation: Digital tools provide a 
sandbox for piloting new HR initiatives, such as 
gamified performance reviews or AI-driven mentorship 
programs, without disrupting core operations. Digital 
tools offer a versatile environment for experimenting 
with and piloting new HR initiatives, such as gamified 
performance reviews. These tools allow organizations to 
implement innovative approaches to employee 
performance management, making the process more 
engaging, transparent, and effective. Here's how digital 
tools can be used as a sandbox for testing gamified 
performance reviews. 

 

 
Figure 3. Simple model of digital HRM 

 
Flexibility in Workforce Management: Agile HR 

practices, enabled by digitalisation, allow organizations 
to quickly adapt to changes such as fluctuating market 
demands, regulatory updates, or economic challenges. 
Agile HR relies on real-time data to make decisions that 
are responsive to the changing needs of the business. 
Digital HR systems, such as cloud-based HR platforms 
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and analytics tools, provide instant access to key metrics 
like employee performance, engagement, turnover rates, 
and skill gaps (Bist et al., 2024; Schmidt et al., 2018). This 
allows HR professionals to quickly adjust strategies or 
make informed decisions to address challenges as they 
arise, leading to faster and more effective actions 
(Ezinwa et al., 2024; Ogedengbe et al., 2024). 

Promoting Collaboration and Idea Sharing: 
Platforms for knowledge sharing and innovation 
management encourage employees to contribute ideas, 
fostering a collaborative environment that drives 
creativity. Platforms for knowledge sharing and 
innovation management play a crucial role in fostering 
a collaborative and creative work environment 
(Bereznoy et al., 2021; Jamali et al., 2024; Jia & Wu, 2022).  

These platforms encourage employees to contribute 
their ideas, insights, and expertise, helping to break 
down silos and promote cross-functional collaboration. 
Here are some key ways in which such platforms drive 
creativity and innovation: By providing a centralized 
space for employees to share ideas, these platforms help 
to capture diverse perspectives and creative solutions. 
Employees can contribute suggestions, concepts, or 
feedback on current projects, enabling the organization 

to continuously refine and innovate its processes and 
products. 

 

Conclusion  

 
In conclusion, the computational architecture of 

digitalization in human resources (HR) plays a 
transformative role in improving the efficiency and 
effectiveness of talent management. By leveraging 
advanced technologies such as artificial intelligence, 
machine learning, and big data analytics, organizations 
can streamline HR processes, enhance decision-making, 
and optimize talent acquisition and development 
strategies. The integration of digital tools facilitates data-
driven insights, allowing HR departments to better 
identify skill gaps, predict talent trends, and personalize 
employee experiences. Moreover, the digitalization of 
HR promotes a more agile, scalable, and responsive 
approach to talent management, enabling organizations 
to quickly adapt to changing business needs and market 
conditions. As the digital landscape continues to evolve, 
it is essential for organizations to continuously update 
their computational HR architecture, ensuring that they 
stay ahead of emerging trends and remain competitive 
in attracting, developing, and retaining top talent. 
Ultimately, the effective application of computational 
technologies within HR not only drives operational 
efficiency but also fosters a culture of innovation and 
continuous improvement, ensuring that talent 

management becomes a strategic driver of 
organizational success. 

 
Acknowledgments  
The authors and team would like to thank all those who have 
helped in the implementation of this research activity. May 
God bless us all. 
 
Author Contributions 

This research was a team effort, so each author had a balanced, 
specific role that contributed maximally. 
 
Funding 

This research was funded by the team members themselves, so 
it can be labelled as independent group research. 
 
Conflicts of Interest 
The implementation of this research from the preparation of 
proposals to reporting and publication is carried out fairly, so 
that it is free from conflicts of interest with any party. This is 
an independent study, so it is free from one-sided claims. 

 

References  

 
Bakare, K. M. (2020). Impact of Human Resources 

Development on Economic Growth: An Appraisal. 
SSRN Electronic Journal. 
https://doi.org/10.2139/ssrn.3675605 

Bereznoy, A., Meissner, D., & Scuotto, V. (2021). The 
intertwining of knowledge sharing and creation in 
the digital platform based ecosystem. A conceptual 
study on the lens of the open innovation approach. 
J. Knowl. Manag., 25, 2022–2042. 
https://doi.org/10.1108/JKM-10-2020-0769 

Bist, A., Zakaria, N. A., Anwar, N., Jacqueline, G., & 
Ming, L. W. (2024). Future of Work: How Digital 
Tools are Transforming Human Resource 
Management. APTISI Transactions on Management 
(ATM). https://doi.org/10.33050/atm.v8i3.2355 

Blagojević, N., Didier, M., & Stojadinović, B. (2022). 
Quantifying component importance for disaster 
resilience of communities with interdependent 
civil infrastructure systems. Reliability Engineering 
and System Safety, 228(August), 108747. 
https://doi.org/10.1016/j.ress.2022.108747 

Buckley, R. P., Zetzsche, D. A., Arner, D. W., & Tang, B. 
W. (2021). Regulating Artificial Intelligence in 
Finance: Putting the Human in the Loop. Sydney 
Law Review, 43(1), 43–82. 
https://doi.org/10.3316/informit.67600421587394
8 

Choudhary, H., Pandita, D., Vapiwala, F., & Rukadikar, 
A. (2023). Determining the Effectiveness of Cloud 
Computing on the Payroll Management System. 
2023 8th International Conference on Business and 
Industrial Research (ICBIR), 233–237. 



Jurnal Penelitian Pendidikan IPA (JPPIPA) February 2025, Volume 11 Issue 2, 558-564 

 

563 

https://doi.org/10.1109/ICBIR57571.2023.101474
57 

Donthu, S., Balbhagvan, & Acharya, K. (2024). HR 
Analytics: Leveraging Big Data to Drive Strategic 
Decision-Making in Human Resource 
Management. Journal of Informatics Education and 
Research. https://doi.org/10.52783/jier.v4i1.1101 

Dutta, S., Ray, A., Chinya, M., Ghatak, S., Mukherjee, A., 
Bhattacharjee, K., & Das, A. (2024). Predictive HR 
Analytics to Optimize Decision-Making Processes 
and Enhance Workforce Performance. International 
Journal Of Recent Trends In Multidisciplinary 
Research. 
https://doi.org/10.59256/ijrtmr.20240402014 

Ezinwa, E., Olatoye, F. O., Elufioye, O. A., Oladapo, J. O., 
Nwankwo, E., & Okoye, C. C. (2024). Human 
resources challenges in global health 
organizations: Managing a diverse and dispersed 
workforce. International Journal of Science and 
Research Archive. 
https://doi.org/10.30574/ijsra.2024.11.1.0272 

Fatihah, D. C., & Saidah, I. S. (2021). Model Promosi 
Marketplace Berbasis Artificial Inteligence (AI) di 
Indonesia. JMBI UNSRAT (Jurnal Ilmiah Manajemen 
Bisnis Dan Inovasi Universitas Sam Ratulangi)., 8(3), 
806–817. 
https://doi.org/10.35794/jmbi.v8i3.35908 

Haki, U., Prahastiwi, E., & Selatan, U. T. (2024). Strategi 
Pengumpulan dan Analisis Data dalam Penelitian 
Kualitatif Pendidikan. Jurnal Inovasi Dan Teknologi 
Pendidikan, 3(1), 1-19. 
https://doi.org/10.46306/jurinotep.v3i1.67 

Husen, S., Wahidah, R. N., & Mustajab, D. (2024). 
Evolution of HRM Strategies in the Digital Age: A 
Comprehensive Review. Amkop Management 
Accounting Review (AMAR), 4(1), 42–58. 
https://doi.org/10.37531/amar.v4i1.1535 

Jamali, H., Dascalu, S., & Harris, F. C. (2024). Fostering 
Joint Innovation: A Global Online Platform for 
Ideas Sharing and Collaboration. ArXiv, 
abs/2402.12718. 
https://doi.org/10.48550/arXiv.2402.12718 

Jia, D., & Wu, Z. (2022). Enterprise Collaborative 
Integrated Management System Based on IoT 
Cloud Technology. Mobile Information Systems. 
https://doi.org/10.1155/2022/6098201 

Kazim, M. H., Jaradi, M. S. S. Al, Rumhi, A. A. S. H. Al, 
& Jahwari, W. R. S. Al. (2024). A Study of the 
Impact of Digitalization in HR in Private 
Organization. International Journal of Innovative 
Science and Research Technology (IJISRT). 
https://doi.org/10.38124/ijisrt/ijisrt24may1650 

King, G. R. D. (1991). Creswell’s appreciation of arabian 
architecture. Muqarnas, 8, 94–102. 

https://doi.org/10.1163/22118993-90000268 
Lim, W. M. (2024). What Is Qualitative Research? An 

Overview and Guidelines. Australasian Marketing 
Journal. 
https://doi.org/10.1177/14413582241264619 

Montero Guerra, J. M., & Danvila-Del Valle, I. (2024). 
Exploring organizational change in the age of 
digital transformation and its impact on talent 
management: trends and challenges. Journal of 
Organizational Change Management, 37(6), 1273–
1294. https://doi.org/10.1108/jocm-10-2023-0419 

Ogedengbe, D. E., Oladapo, J. O., Elufioye, O. A., Ejairu, 
E., & Ezeafulukwe, C. (2024). Strategic HRM in the 
logistics and shipping sector: Challenges and 
opportunities. Magna Scientia Advanced Research 
and Reviews. 
https://doi.org/10.30574/msarr.2024.10.1.0032 

Pandey, S. (2020). Strategic Integration of Cloud 
Computing in Human Resource Management: 
Enhancing Agility, Efficiency, and Talent 
Optimization Through Cloud-Based Systems. 
International Journal For Multidisciplinary Research. 
https://doi.org/10.36948/ijfmr.2020.v02i01.1727 

Pereira, D., Leitão, J., Oliveira, T., & Peirone, D. (2023). 
Proposing a holistic research framework for 
university strategic alliances in sustainable 
entrepreneurship. Heliyon, 9(5). 
https://doi.org/10.1016/j.heliyon.2023.e16087 

Poonam, P. (2019). Redesigning Human Resource 
Management System through Cloud Computing: 
A Strategic Approach. Journal of Technology 
Management for Growing Economies. 
https://doi.org/10.15415/jtmge.2019.102006 

Prabu, S., Tripathi, A., Kaur, K., Krishna, M., Bora, A., & 
Hasan, M. F. (2021). A Comprehensive Study of 
Internet of Things and Digital Business on the 
Economic Growth and its Impact on Human 
Resource Management. 2021 International 
Conference on Computing Sciences (ICCS), 91–94. 
https://doi.org/10.1109/ICCS54944.2021.00026 

Sakka, F., & El Hadi El Maknouzi, M. (2022). Human 
Resource Management in the Era of Artificial 
Intelligence: Future Hr Work Practices, 
Anticipated Skill Set, Financial and Legal 
Implications. Academy of Strategic Management 
Journal, 21(S1), 1–14. Retrieved from 
https://sdbindex.com/Documents/index/000001
55/00001-49257 

Schmidt, J. A., Pohler, D. M., & Willness, C. (2018). 
Strategic HR system differentiation between jobs: 
The effects on firm performance and employee 
outcomes. Human Resource Management, 57, 65–81. 
https://doi.org/10.1002/HRM.21836 

Sharma, D., Salehi, W., Bhardwaj, B., Chand, M., & 



Jurnal Penelitian Pendidikan IPA (JPPIPA) February 2025, Volume 11 Issue 2, 558-564 

 

564 

Salihy, H. (2024). Dovetailing the human resource 
management with the cloud computing in the era 
of industry 4.0: A review. Frontiers in Management 
and Business. 
https://doi.org/10.25082/fmb.2023.02.004 

Subedi, M. (2023). Sampling and Trustworthiness Issues 
in Qualitative Research. Dhaulagiri Journal of 
Sociology and Anthropology. 
https://doi.org/10.3126/dsaj.v17i01.61146 

Tuli, F. A., Varghese, A., & Ande, J. R. P. K. (2018). Data-
Driven Decision Making: A Framework for 
Integrating Workforce Analytics and Predictive 
HR Metrics in Digitalized Environments. Global 
Disclosure of Economics and Business. 
https://doi.org/10.18034/gdeb.v7i2.724 

Varadaraj, D. A., & Al Wadi, D. B. M. (2021). A Study on 
Contribution of Digital Human Resource 
Management towards Organizational 
Performance. The International Journal of 
Management Science and Business Administration, 
7(5), 43–51. 
https://doi.org/10.18775/ijmsba.1849-5664-
5419.2014.75.1004 

Wijaya, H. (2018). Analisis Data Kualitatif Model Spradley 
(Etnografi). Retrieved from 
https://shorturl.asia/CL6X7 

Zavyalova, E., Sokolov, D., Kucherov, D., & Lisovskaya, 
A. (2022). The Digitalization of Human Resource 
Management: Present and Future. Foresight and STI 
Governance, 16(2), 42–51. 
https://doi.org/10.17323/2500-2597.2022.2.42.51 

Zhao, M., & Rabiei, K. (2022). Feasibility of 
implementing the human resource payroll 
management system based on cloud computing. 
Kybernetes, 52, 1245–1268. 
https://doi.org/10.1108/k-07-2021-0554 

  
 


