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ABSTRACT

The increasingly rapid flow of technological development is now a tool to improve
backwardness, renew the system, as well as a means of improvement in various aspects of
life. For companies, the development of information and communication technology is a new
innovation or breakthrough to improve service quality. Various benefits provided by
technology and information. However, if not handled properly, technology and information
will become a boomerang for an organization. HRIS is the application of HRM functions in
the application of information and communication technology. The concept of HRIS as a
digital form of HRM is increasing along with the outbreak of the Covid-19 pandemic which
has caused a large loss impact on all lines of life. The limitation of social interaction in an
effort to prevent the wider spread of covid-19 and the higher number of casualties causes
business activities to stall. This research uses quantitative methods with a study sample of
100 randomly selected. This study aims to see how clarity of high-tech goals in human
resources management, perceived benefits, perceived ease of use, company conditions that
can influence attitudes towards HRIS.
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INTRODUCTION

Human resources are one of the main assets in an organization, which can provide
invaluable contributions in the strategy of achieving organizational goals. One example of
the importance of the contribution of human resources in a company can be seen from the
production process. Where when the company already has financial strength, raw materials
are met, and the latest technology but the absence of good human resources, the production
process will not run smoothly (Syamsuddinor, 2014). In order for management activities to
run well, companies must have knowledgeable and employees skilled highly and efforts to
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manage the company as optimal as possible so that employee performance increases
(Rahayuningsih et al., 2019).

The existence of human resource management is very important for companies in
managing, and using available human resources in order to function effectively and
efficiently. While the quality of Indonesian human resources is currently at the lowest
position when compared to workers in other countries (www.suara.com). Then research
conducted by the World Bank found that Indonesia was in 87th position out of 157 countries
so that Indonesia was in dire need of overall improvement and improvement in every aspect,
especially in human resource management.

Over time, the development of technology and information in the world has had a different
impact and influence on almost all aspects of life. Various needs in all fields of life such as
the economy, social culture, health, agriculture, industry and other fields can be supported
and fulfilled easily and quickly through information and communication technology (Yusliza
et al., 2014). Mahedi and Fartash (2012) explain that the development of information and
communication technology can change the way organizations or companies run their
businesses, contribute to changes in structure and function as well as improve performance
and effectiveness, while for Parry (2011), technological development information and
communication are new ways to bring organizations to success until the emerges Human
Resource Information System (HRIS).

The concept of HRIS is inseparable from a general understanding of human resource
management (HRM). It can be said that HRIS is the application of HRM functions in the
application of information and communication technology. The study of the concept of HRIS
as a digital form of HRM is increasing along with the outbreak of the Covid-19 pandemic
which has caused a large loss impact on all lines of life. The limitation of social interaction
in an effort to prevent the wider spread of covid-19 and the higher number of casualties it
causes business activities to stall. Companies cannot carry out their production activities as
usual because of the prohibition from the government to operate and because of the
decreasing market demand for the products and services produced. Therefore, every company
strives to formulate the most appropriate strategy to be implemented in order to maintain its
survival, including in terms of managing its human resources. This is also one of the main
bases of a paradigm shift in human resource management from traditional concepts carried
out using a direct approach, namely by face-to-face interaction between human resource
managers and employees, to rely more on digital media that is in accordance with health
protocols, which was enforced during the covid-19 pandemic (Shil et al., 2020).

Companies are faced with difficult choices, namely to carry out massive efficiency or try
to maintain their human resources at the risk of increasing operating expenses that must be
borne without being balanced with income that is in accordance with needs. On the other
hand, every employee whose employment relationship has not been terminated by the
company feels enormous work pressure because they have to work with a new work model,
namely working from home (remote working - for the type of work that allows working in
this way), as well as working. With worry because at any time you can receive notification
of termination of employment by the company. Based on this, the employee work pressure
which continues to increase has become a prominent issue (Kaushik & Guleria, 2020). Again,
HRM practices are challenged. Especially in the context of implementing HRIS, it is not only
related to the attitude of employees who tend to accept or reject the digital version of HRM
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practices which must be the main concern, but whether the application of HRIS can also
overcome the issue of the increasing work pressure felt by employees.

Conceptually, higher work pressure has an impact on decreasing job satisfaction (Yu et.al.
2020). Employee satisfaction at work is a construct that can be measured using various
approaches, one of which is by looking at the attitudes of employees (Ariani & Dalle, 2019).
That is, to be able to find out how high the work pressure felt by employees can refer to the
results of the analysis of employee attitudes. A positive attitude represents a low work
pressure on employees. Conversely, a negative attitude shows that employees experience
high work pressure.

The researcher will look at how clear the objectives of HRIS are, the perceived benefits,
perceived ease of use, company conditions that can influence attitudes towards HRIS. The
discussion will be related to the current industrial situation which is experiencing many
operational limitations due to the impact of the Covid-19 pandemic. The results obtained
from this discussion are expected to provide a bright spot regarding the importance of
implementing HRIS, not only to increase the effectiveness and efficiency of HRM activities,
but also to address the main issues that have arisen, namely regarding the increasing work
pressure felt by employees, which in the long risk causing lower company performance.

METHOD

This study used a quantitative approach. Seeing the size of the study population,
researchers chose 100 numbers of research samples to be chosen at random. The research
object of PT XYZ, which is one of the major companies in Indonesia

RESULTS AND DISCUSSION

Table 1 Results of Testing Convergent Validity

Variable Indicator Outer Loading Description
x11 0.860 Valid Convergent
Clarity of Purpose HRIS x12 0.803 Valid Convergent
x13 0.867 Valid Convergent
X21 0.837 Valid Convergent
Benefits of HRIS x22 0.843 Val?d Convergent
x23 0.819 Valid Convergent
x24 0.750 Valid Convergent
x31 0.787 Valid Convergent
x32 0.814 Valid Convergent
x33 0.765 Valid Convergent
Ease of Use x34 0.819 Valid Convergent
x35 0.782 Valid Convergent
x36 0.773 Valid Convergent
x37 0.802 Valid Convergent
Conditions Company x41 0.755 Valid Convergent
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x42 0.743 Valid Convergent
x43 0.573 Valid Convergent
x44 0.749 Valid Convergent
x45 0.898 Valid Convergent
x46 0.863 Valid Convergent
x47 0.762 Valid Convergent
x48 0.685 Valid Convergent
Attitudes Employees' yll 0.858 Valid Convergent
Implementation of HRIS y12 0.909 Valid Convergent

Source: primary data is processed, 2020

Based on the table above shows that all outer loading in the measurement of each of the
variables have outer loading above 0.5 has been fulfilled thus all indicators as a measure of
the construct of the four research variables are convergent valid.

Table 2 Testing Results Discriminant Validity

. AVE Correlation Scores Between Latent Variables .

Variables Root Information
AVE X1 X2 X3 X4 Y1

Valid

X1 0.712 0.844 0.786 0.727 0.667 0.656 Discrimi
Iscriminant

X2 0.661 | 0.813 | 0.786 0718 | 0645 | o647 | . Valid
Discriminant

X3 0627 | 0792 | 0727 | 0.718 0744 | o711 | Valid
Discriminant

X4 0576 | 0759 | 0667 | 0.645 | 0.744 0752 | . Vvalid
Discriminant

Y1 0781 | 0884 | 0656 | 0647 | 0711 | 0.752 o Valid
IScriminant

Source: Primary data processed, 2020

Based on the table above it can be seen that all four variables, the root value of AVE is
greater than the correlation value between latent variables, thus fulfilling the discriminant

validity test.
Table 3. Testing Results Reliability Composite
Variable Composite Reliability Description
X1 0.881 Reliable
X2 0.886 Reliable
X3 0.922 Reliable
X4 0.915 Reliable
Y1l 0.877 Reliable

Sources: Primary data is processed, 2020
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Based on the table above, the test results showed all values of composite reliability show
values greater than 0.7, the composite reliability is met. So it can be concluded that all
indicators are indeed a measure of their respective constructs.

PLS Analysis Results
Goodness of Fit Model
Rated R? of each of the endogenous variables as follows:
Measurement of endogenous variables Employee Attitude Toward Implementation of HRIS
obtained R? of 0621, or 62.1%. This indicates 62.1% of Employee Attitudes toward HRIS
Implementation is influenced by the Clarity of HRIS Objectives, HRIS Benefits, Ease of Use,
and Company Conditions.
Thus the predictive relevance value (Q?) is obtained as follows:
Q?=1-(1-R?)
Q?=1-(1-0.621)
Q?=0.621
The calculation results show a predictive-relevance value of 0.621 or 62.1 % is high
enough so that the model is worthy of being said to have relevant predictive value. Value
Relevance predictive of 62.1% indicates that the diversity of data that can be explained by
the PLS model built amounted to 62.1% or in other words, the information contained in the
data 62.1% can be explained by the model. While the remaining 37.9% is explained by other
variables (not yet contained in the model) and error.

Table 4. Results of Model Outer the Clarity of Purpose HRIS

Indicator Loagiu;sr T-statistic P-value Description
x11 0.860 69 308 0000 significant
x12 0.803 15 497 0000 significant
x13 0.867 66 187 0.000 significant

Source: Primary data is processed, 2020

Based on the test results outer the model above shows that the Clarity of HRIS
Obijectives is reflected by three indicators. From the three indicators, it appears that the third
indicator has the outer loading highest. This indicates that the measurement of the Clarity of
HRIS Obijectives is dominated by x13.

Table 5. Results Outer Model on HRIS Benefit VVariable

Indicator Outer Loading T-statistic P-value Information
x21 0.837 14,913 0,000 significant
x22 0.843 32,582 0,000 significant
x23 0.819 17,450 0,000 significant
x24 0.750 11,603 0,000 significant

Source: Primary data processed, 2020
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Based on the results testing the outer model above shows that the benefits of HRIS are
reflected by four indicators. From the four indicators, it appears that the second indicator has
the highest outer loading value. This indicates that the measurement of HRIS Benefits is
dominated by x22.

Table 6. Results of Outer Model on Variable Ease of Use

Indicators Loading Outer T-statistic P-value Description
x31 0787 13438 0000 significant
x32 0814 13771 0000 significant
x33 0765 43819 0000 significant
x34 0819 33546 0000 significant
x35 0782 19 413 0000 significant
x36 0773 24 296 0.000 significant
x37 0.802 12,315 0,000 significant

Source: Primary data processed, 2020

Based on the results of the test outer model above it can be seen that the Ease of Use is
reflected by seven indicators. From the seven indicators it appears that the fourth indicator
has the highest outer loading value. This indicates that the Ease of Use measurement is
dominated by x34.

Table 7. Results Outer Model on Company Conditions Variable

Indicator Outer Loading T-statistic P-value Information
x4l 0.755 14.468 0.000 significant
x42 0.743 12144 0.000 significant
x43 0.573 8.191 0.000 significant
x44 0.749 11.178 0.000 significant
x45 0.898 201.962 0.000 significant
x46 0.863 35.396 0.000 significant
X471 0.762 27.831 0000 significant
x48 0685 17 618 0.000 significant

Source: primary data is processed, 2020

Based on the test results, the outer model above shows the Company's condition reflected
by the eight indicators. From the eight indicators it appears that the fifth indicator has the
highest outer loading value. This indicates that the measurement of the Company's condition
is dominated by x45.

Table 8. Results Outer Model on Variable Attitude Employees' Implementation of

HRIS
Indicators Outer Loading T-statistic P-value Description
yl1 0.858 77142 0000 significantly
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Y12 0.909 92 388 0000 significantly
Source: Primary data is processed, 2020

Based on the test results outer models above that Employee Attitudes toward HRIS
Implementation is reflected by two indicators. The second indicator shows that the second
indicator has the highest outer loading value. This indicates that the measurement of
Employee Attitudes Toward HRIS Implementation is dominated by y12.

Table 9. Test Result of Direct Effect in Inner Model

Direct Effect of Inner Weight T-statistic P-value Conclusion
X1->Y1 0.148 2,080 0.037 significant
X2->Y1 0.161 3.293 0.001 significant
X3->VY1 0.085 3.038 0.002 significant
X4 ->Y1 0.477 21.637 0.000 significant

Source: Primary data processed, 2020

Based on the results of the above test, it can be concluded several things as follows:

a) Testing the direct effect of Clarity of HRIS Objectives on Employee Attitudes Toward
HRIS Implementation coefficient obtained value inner weight of 0.148, meaning that the
higher the Clarity of HRIS Objectives will lead to the higher the Attitude of Employees
Against HRIS Implementation.

b) Testing the direct effect of the Benefits of HRIS on Employee Attitudes Toward HRIS
Implementation coefficient values obtained inner weight by 0.161, meaning that the
higher benefits of HRIS will result in the higher attitude of employees towards the
implementation of HRIS.

c) Testing the direct effect between Ease of Use on Employee Attitudes Toward HRIS
Implementation coefficient value obtained inner weight of 0.085 is, meaning that the
higher the Ease of Use will result in the higher attitude of Employees towards the
Implementation of HRIS.

d) Testing the direct effect of the Company's Conditions on Employee Attitudes Toward
HRIS Implementation coefficient value obtained inner by 0.477, meaning that the higher
the condition of the company will result in the higher attitude of employees towards the
application of HRIS.

DISCUSSION

The results of the above processing show that all the independent variables in this study
are clarity of HRIS objectives, the benefits of using HRIS, ease of use of HRIS and HRIS
company conditions have a significant effect on the dependent variable namely employee
attitudes regarding digital HRM.

1. Clarity of Purpose
Testing the direct effect between Clarity of HRIS Objectives on Employee Attitudes
toward HRIS Implementation coefficient obtained value inner weight of 0.148, meaning that
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the higher the Clarity of HRIS Objectives will lead to the higher the Attitude of Employees
against HRIS Implementation.

HRIS helps organizations in managing their human resources and provides added value
to the role of HR in organizations that certainly affects the competitive advantage of the
organization or company, HRIS also helps organizations to improve service quality, and in
addition to that HRIS also provides efficiency time and cost in various activities in the
organization.

Basically, employees like a clear task, knowing exactly what will be achieved and how
to achieve it. Clarity of purpose has the definition that all policies made by the company
should have clear objectives regarding what will be achieved. Clarity of purpose of the HRM
program must be clear so that the employees no longer need to ask questions about the
purpose of the implementation of a program, and implementation of the HRIS program can
be done well and directed.

In accordance with current conditions, the aim of HRIS is not only to increase the
effectiveness and efficiency of human resource management activities at PT XYZ, but also
to ensure that the company and employees remain digitally connected. This is very important
because with the new work model, namely remote working, companies and their employees
cannot physically interact directly. Efforts to overcome this limitation are one of the main
objectives of implementing HRIS in PT XYZ.

According to Mauro & Borges-Andrade (2019), HRIS is a form of innovation in
management methods in managing employees. Broadly speaking, there are eight objectives
to be achieved from the implementation of HRIS, namely: 1) Enabling the implementation
of a quality HR process; 2) The company can carry out employee development in a variety
of special situations, which in the context of this study is in a restricted work situation due to
the outbreak of the Covid-19 pandemic; 3) Increase the company's ability to process
information; 4) Increase the capacity of the company in controlling all its resources; 5)
Broaden the knowledge of employees; 6) Facilitate access to information, both by companies
and employees; 7) Enable employees to carry out their work, especially in the current covid-
19 situation; and 8) Facilitate documentation and formalization of information.

Referring to the employee's point of view, clarity of purpose is desirable because the
employee's condition is under enormous work pressure. The implementation of HRIS with
the aim of facilitating connectivity between the company and employees is considered a form
of company concern for the conditions experienced and felt by employees, and can also be
interpreted as a company's good intention to retain its employees. Therefore, the more
employees understand HRIS objectives clearly, the employees will have a more positive
attitude towards HRIS implementation at PT XYZ.

2. Benefits of HRIS
Testing the direct effect of the Benefits of HRIS on Employee Attitudes toward HRIS
Implementation coefficient values obtained inner weight by 0.161, meaning that the higher
the benefits of HRIS will result in the higher attitude of employees towards the
implementation of HRIS.
The system is a collection of components that work together to achieve certain goals.
The system functions to receive input, process input, and produce output. Inputs and outputs
come from outside the system, or come from the environment the system is located.
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Therefore, the system will interact with its environment. Systems that are able to interact
with their environment will be able to last a long time, and vice versa.

The benefits of HRIS should be a level where someone believes that the use of a
particular system will be able to improve the work performance of that person. Acceptance
of technology by users is determined by two types of motivation, namely intrinsic motivation
and extrinsic motivation. Intrinsic motivation arises because of the expectations felt by the
individual itself from the results of interacting with an information technology system
application. While extrinsic motivation arises because of the expectations for the use of
certain information technology system applications received from outside the award for
improved performance. Likewise with HRIS, if this program provides motivation extrinsic
to employees such as improving employee performance, it will indirectly lead to positive
employee attitudes towards the application of HRIS or the new technology.

In the context of this research, the implementation of HRIS by PT XYZ has various
benefits that are felt directly or indirectly by both the company and employees. The direct
benefits felt by the company and employees are in the form of maintaining a working
relationship, so that even though we have to use a new work model, namely remote working,
there are still important processes that can be carried out. The second benefit is in the form
of maintaining the survival of the company because the management of human resources
who have an important role can still be carried out using HRIS. The next benefit is in the
form of a reduction in the work pressure felt by employees because through HRIS, employees
can still be connected to the company, as well as allowing employees to convey the various
complaints they feel while carrying out remote working in a covid-19 pandemic situation.

Based on the important benefits of implementing HRIS, employees' attitudes towards
HRIS implementation also become more positive along with the greater benefits felt by
employees, especially in reducing the work pressure felt by employees. This is in accordance
with the findings of Pich & Sardjono (2020) which states that information systems, which in
the context of this research are HRIS, have an important role as a medium that allows
communication to be maintained within the scope of the company during the Covid-19
pandemic. Although the information system basically has had great benefits in increasing
work effectiveness and efficiency, especially during the Covid-19 period, these benefits are
felt to be even greater. In fact, it can also be said that companies that do not immediately
adapt by maximizing the role of information systems during the Covid-19 period will
experience business failures that can lead to bankruptcy.

3. Ease of Use

Testing the direct effect between Ease of Use on Employee Attitudes Toward HRIS
Implementation coefficient value obtained inner weight of 0.085 is, meaning that the higher
the Ease of Use will result in the higher attitude of Employees towards the Implementation
of HRIS.

Ease of Use is defined as the trust of individuals where if they use a particular system
it will be free of effort (Mathieson, 1991). So if someone believes that a technology is easy
to use then that person will use it. So this convenience variable gives an indication that a
system is made not to complicate the user, but rather a system created with the aim of
providing convenience for the wearer. Thus, someone who uses a particular system will work
easier when compared to someone who works manually. Several previous studies have
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proven that the perception of Ease of Use has an influence on the attitude of the use of
technology, including research conducted by Ramadhani (2008).

Based on this definition it can be seen that the ease of use is also a belief about the
decision making process. If someone feels confident that the information system is easy to
use then he will use it. Conversely, if someone feels sure that the information system is not
easy to use then he will not use it. As with other technologies, HRIS is also made to simplify
and improve the quality of employees in a company, when a system can simplify one's work
then that person will have a tendency greater towards the program, giving rise to a good
attitude towards implementing HRIS Company.

Moreover, if it is related to the covid-19 pandemic situation which causes high work
pressure felt by employees, the implementation of HRIS at PT XYZ is something that is very
much needed by the company and employees. If employees feel that the HRIS applied to PT
XYZ is an information system that is easy to use, then employees will have the perception
that its implementation will not increase work pressure for employees. With the existence of
HRIS which becomes the liaison between the company and employees, as well as the ease
of use of the system, the work pressure of employees will decrease, which in turn encourages
more positive employee attitudes towards HRIS implementation at PT XYZ.

4. Company Conditions

Testing the direct effect of Company Conditions on Employee Attitudes toward HRIS
Implementation coefficient value obtained inner by 0.477, meaning that the higher the
condition of the company will result in the higher attitude of employees towards the
application of HRIS.

The use of new technologies and systems requires company readiness from various
aspects, such as costs, technology infrastructure information and communication, readiness
of human resources, easy application design and guaranteeing the confidentiality of
employee personal data, legal devices, because HRIS is closely related to the creation,
distribution of data or information and intellectual property rights which must be protected
by law.

A system will run well if every important component in the system is fulfilled and can
be provided by the company, as well as HRIS, which is an important aspect in a company. If
company conditions can support the implementation of HRIS, surely employees will have a
positive attitude towards the application of HRIS as a tool that can lighten their work and as
a tool that can be used to improve employee performance and quality.

In connection with the covid-19 pandemic situation, the condition of the company in
question does not only refer to readiness in implementing HRIS. However, conditions are
also related to the difficulty of carrying out the work process because of the limitations of
efforts from the government in order to reduce the spread of covid-19 and minimize the
number of casualties caused by the virus. This is in accordance with the basic concept of
acceptance of the use of information systems developed by Venkatesh et.al. (2003), that what
Is meant by conditions in this scope refers to all objective factors that encourage ease of use
of information systems. Thus, the covid-19 pandemic condition can also be categorized as a
factor that facilitates the use of HRIS because companies and employees are only faced with
these alternatives to be able to carry out work and to connect more easily.

10
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In addition, the condition of the company which is currently in a critical period due to
the limitations of all operational activities can also be considered as a driving factor for the
increasingly urgent application of HRIS. When viewed from an employee's point of view,
the implementation of HRIS can be a solution that can improve the condition of the company
itself. Thus, the condition of the company which illustrates the company's ability to facilitate
the implementation of HRIS and also describes the company's critical condition due to the
Covid-19 pandemic will be able to encourage more positive employee attitudes towards
HRIS implementation at PT XYZ.

HRIS as a digital version of HRM can function as a communication medium that allows
companies and employees to connect even though they are physically far away. This is
because employees are required to carry out work using a remote working model in the midst
of the Covid-19 pandemic. Therefore, the benefits of implementing HRIS are increasingly
being felt by both companies and employees. This is the basis for the significant influence
between the benefits of HRIS on the attitude of employees of PT XYZ on the application of
HRIS.

The application of an information system in a company often gets rejection from its
employees because of the perception that the system is difficult to use, so its application will
only increase the workload and pressure felt by employees. However, the outbreak of the
Covid-19 pandemic opened the minds of employees about the importance of implementing
a system that is able to overcome difficulties caused by the remote working model. In the
context of this research, PT XYZ seeks to implement HRIS to ensure that all HRM activities
can be carried out even though the company cannot interact directly and intensely with
employees as before the virus developed. PT XYZ employees feel that HRIS is an
information system that is easy to use and very important to implement, so the findings of
this study state that the perception of the ease of use of HRIS at PT XYZ can encourage
employee attitudes towards the implementation of HRIS to be more positive.

The implementation of HRIS requires the readiness of the company, both in terms of
infrastructure, human resources, financial aspects, and readiness in other matters. If the
company has conditions that are able to facilitate the optimal implementation of HRIS,
employees will have the perception that the company is truly prepared to implement HRIS,
so that the benefits of the information system will also be maximized. Conversely, if
employees have the perception that the company is still not in a state that is truly ready to
implement HRIS, then the benefits of the system will also not be felt. On the other hand, if
the company is not ready, the implementation of HRIS will only be an additional burden for
all parties, including employees, and this will have an impact on the negative attitude of
employees towards the implementation of HRIS. However, in the conditions of the Covid-
19 pandemic, the application of HRIS is felt to be one of the hopes that will enable companies
to survive the economic crisis that has occurred due to the spread of the virus. Employees
understand the critical condition of the company, which is then used as an important
consideration in addition to the company's readiness. This is what underlies the findings of
this study which states that the condition of the company has a significant influence on
employee attitudes towards the implementation of HRIS in PT XYZ.

Anand (2010) explains that the HRIS provides a wide range of positive effects for the
company, among others: HRIS makes a wide range of enterprise into, from local to global
reach, improve enterprise efficiency, especially in new employee recruitment efforts and

11
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reduce the costs of the company. This research supports this opinion, but this study also
proves that to create an effective HRIS, 4 variables are needed in this study, namely the
clarity of HRIS objectives, the benefits of using HRIS, ease of use of HRIS and HRIS
company conditions, so that HRIS benefits can be obtained by the company optimally.

CONCLUSION

This research was conducted with the aim to find out how the clarity of the objectives
of HRIS, the benefits of using HRIS, ease of use of HRIS and HRIS company conditions on
employees attitudes regarding digital HRM, whether employees will be ready and able to
apply HRIS in their office environment. The discussion to achieve the purpose of writing this
study was carried out by linking the relationship between research variables with the current
business situation amid various limitations of operational activities due to the Covid-19
pandemic.

Based on the collection and processing has been conducted found that all the
independent variables in this study is clarity of purpose HRIS, benefits of using HRIS, ease
of use and condition of the company HRIS have a significant effect on the dependent variable
Is the attitude of employees regarding digital HRM.

The purpose of implementing HRIS is basically to helps organizations in managing
their human resources and provides added value to the role of HR in organizations that
influence the competitive advantage of the organization, HRIS also helps organizations to
improve service quality, in addition to that HRIS also provides efficiency time and cost for
various activities in the organization. The aim of implementing HRIS can now be developed
more broadly, namely to ensure the implementation of all HRM activities in the midst of the
Covid-19 pandemic, and to ensure that problems experienced by employees in the form of
high work pressure can be overcome. The existence of clarity regarding the various
objectives of implementing HRIS is able to encourage the positive attitude of PT XYZ
employees towards HRIS implementation.

In addition to the significant variables in this study, there are various other aspects that
must be provided by the company before implementing HRIS such as ICT infrastructure,
internet network availability, human resource readiness, application design that facilitates
work and ensures the confidentiality of employee personal data, legal instruments, paradigm
changes, where in this case the role of management is needed to change the paradigm, way
of thinking, how to behave and how to work and behave so that employees can properly
accept the application of HRIS in the organization, and finally the support of all parties in
the organization.
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