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Abstract---Efforts to develop effective digital human resource management are the core objectives of this study. To
gain an in-depth understanding, we will review hundreds of publications that discuss HRM in the digital era and
prepare for the tourism and hospitality industry. Whatever the experts say for the preparation of the tourism industry
will be the answer to the question of this study. We have searched for the latest data and information from
publications published between 2010 and 2021. We analyze the data with a phenomenological approach and coding
system and in-depth evaluation before we conclude as valid and reliable answers to the validity of the findings. We
carry out this study depending on secondary data, and we process it qualitatively so that we get the results that the
management of human tourism resources is the preparation of all human components that advance the tourism
industry, both tangible and intangible, with the primary goal of achieving needs to create tourist satisfaction so that
it benefits the industry of tourism in the national economy development.
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Introduction

HR governance software is considered to be very supportive of efforts to improve the quality and productivity of HR
in every organizational unit or company (Pulyaeva et al., 2019; Singh, 2012). This is because the time and
opportunities spent on completing worker tasks are very efficient. This electronic device can also save energy in
introducing information and managing HR governance training tasks. Dealing with showcase, coordination, human
resources, materials, and finance, are also completed through digitalization interactions and internet connections that
are very reliable in the current era (Lee et al., 2010). HR management programming is used to improve the human
resources of executives and academics to become better, more attractive, and skillful. So that the HR division is
significant for the organization because this division is the main ally of the organization in completing tasks to the
best of its ability. This can be seen from year to year that HRM software continues to grow (Kasasbeh et al., 2017).
On this basis, we writers continue to strive to develop this technology to manage digital HRM, especially in the
context of preparing tourism and hospitality industry resources through a review of various publications published
has successfully discussed current issues related to the convenience of digital technology and its impact on HR
governance (Nickson, 2013).
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Working in an all-digital era, experts are now increasingly confident in various applications or programming,
including software supporting HRM. This allows the application network to build on the usefulness of HR
governance work in as much detail as possible (Ivanov, 2019). HRM applications are needed to improve and
accelerate HR management's managerial and work cycle, which is increasingly innovating day by day following the
development of an increasingly millennial era and complexity. Practically all HR management organizations should
be enabled by the HRM application framework. Generally, digital HRM can streamline and shorten the time and cost
of different positions and conditions. HRM management applications or programming are considered very useful for
HRDs in increasing their work efficiency, among various other advantages. Because the Human Resources
information system can also be used as a rule to avoid various problems, such as limiting or preventing errors and
even human mistakes and errors. Ivanov & Webster (2019), this is why the application of HRM governance tends to
continue to be excellent for preventing problems of economic loss, legal and mismanagement misfortune among
other benefits and advantages(Burke& Ng, 2006; Stone &Deadrick,2015).

Purpose of human resource management

Preparation and progress of human resource management in the computerization period must be carried out
optimally to increase the efficient capacity of human experts (Zsarnoczky, 2018). The ideal way is to empower
human resources with machines like a fully automated and independent industry. Such preparation will be a central
issue in this review article because the nature and use of digital HR machines in an organization will determine the
progress of a business in the short and long term. Progress is not only the impact of increased profits in terms of
financial profits, but profits are related to impacts on the environment or sustainability benefits(Hojeghan &
Esfangareh, 2011). The ideal approach to maintain the nature of HR or Human Resources implementation is to lead
the preparation of workers assisted by digital excellence. In other words, human resource development in the digital
era must be carried out to improve the nature of representation in the workplace in the tourism and hospitality service
industry(Stone et al., 2015; Tung, 2016).

Improvement of HR management should be made possible by conducting various courses or preparing to build
skills in the workplace (Belias et al., 2020). Countries that excel in their tourism business rely on hospitality services.
Just look at how Singapore and Malaysia are all provinces of Bali. They can progress in the potential advantages of
natural resources and the advantages of human resources proven capable and credible. The first advantage could be
financial management and more effective participation of HR representatives with their talent and resources. So an
online-based learning application that makes HR work simpler but classier. Using HRM talent to monitor HR
development makes it easier to monitor tourism industry employees (Said & Umachandran, 2020). Take advantage
of weekly news quiz after week to test employee insights and skills about the learning employees learn and to apply
in context with targeted content(Angelevska-Najdeska, et al., 2012; Ghany & Latif, 2012).

Returning to the purpose of the article, we talked about many ways that we have taken to increase the capacity of
human resources in the tourism world that adapts to the progress of today's digital civilization(Triatmanto et al.,
2019). Efforts to improve human resources are developing training and learning from the organization within a
specific time to make the mentality and competence of its employees adaptable to current demands and the
complexity of competition between fellow business people. The quality of human assets in an organization
significantly determines business progress in the short and long term (Mok et al., 2013).

This applies to the law of reciprocity or cause and effect. Because a business cannot live forward if the support
capacity of its employees lacks in human resources, ideally, human resources must have the capacity to be driven by
quality and cohesive management of human resources when increasing data innovation (Chand, 2010).
Representative improvement plans to discover and grow the unseen potential of the workforce. Representative
preparation and progress must be carefully made possible through digital applications such as online classes,
reproduction, recording preparation to mobile learning, which is now freely accessible to many providers (Ashari et
al., 2014). With advanced human asset enhancement measures, organizations can indirectly save money on preparing
expenses and travel expenses. The advantage of HR development for companies is that HR managers have known
both in educational institutions and other training industries. Having resources as a skilled and qualified workforce
will undoubtedly increase usability, profitability, and business continuity, affecting global deals and struggles
(Nevado-Pefia et al., 2019).
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Understanding the company needs

Understanding client needs is the desire of every company, whether it is the production of merchandise,
administration, or services offered by the seller on an ongoing basis (Ostrom et al., 2010). Efforts to understand
consumer needs are significant to understand what is needed. Likewise, the division of strengthening and preparing
human resources must have the choice to break down market needs and how to use existing assets (Kunkel et al.,
2014). Client needs are human wants for goods and administration that must be met. It is essential to understand the
client's needs and assumptions to choose what preparations are required and should be possible carefully. The HR
Division is a volunteer-driven non-benefit association that provides the administration of innovation-based worker
preparation and upgrading (Do et al., 2018).

Every business organization has two types of consumers: inside and outside consumers (Sia et al., 2016). Inside
are workers who expect work rewards or wages. While outside them are the users or buyers who expect super service
and superior products from a million choices. Many organizations admit that they have provided 100% of what was
required under the terms of the agreement to the client. The phrase "The client is the moving goal" seems significant
enough to describe this condition (Bulinska-Stangrecka & Bagienska, 2019). The connection factor is an
understanding of the client's evolving needs and wants. When all is said, the client's needs and requirements are
divided into three levels: need, need, need, and need. The organization is still busy with how to win the contest with
other comparable competitors, even though the two things seem to be related to each other. "If a business does not
know the opponent or himself, the businessman will give up in every battle (Cusumano et al., 2019). For every
victory obtained, the businessman will also bear the loss. Knowing himself but not the enemy, the businessman must
not be afraid of the consequences of a thousand fights (Kotler et al., 2017).

According to Thielke et al. (2012), measuring the level of customer needs and desires can be measured up to
Maslow's Hierarchy of Needs (CRM) theory. The level of customer wants and needs can be estimated by the level of
fulfillment of the needs and needs of the client or consumer. CRM ideas can also be applied at the level of client
assumptions. Consumers need superior goods and administration, but businesses can understand consumer desires
correctly (Duygun & Sen, 2020). Often clients need a two-way relationship that is consistent with the model and type
of the organization. Clients anticipate that the company will have to fulfill their wishes and go beyond their
assumptions. Organizations should have the option of meeting these assumptions acceptably and solidly. The client's
needs and assumptions for the organization must be consistent with the client's wishes and assumptions (Yousaf et
al., 2018). This is the most difficult to achieve but the least demanding to measure achievement in achieving the
client's needs/needs. The question is: what client requirements does a businessperson have, and what are their current
levels? This means that the higher the business level, the higher the level of service they must provide to potential
customers (Barnes & Pressey, 2011).

HR and budget

Advanced HR preparation requires a cheaper financial plan than hiring coaches and renting accommodation
(Schippmann, 2013). With the available assets, HR managers can choose the proper training. In line with that, the
government is mandated to review several existing human asset enhancement strategies. This means that it does not
necessarily go away on the part of the organization, which is sometimes less competent in its job. Efforts to build HR
boundaries in Indonesia are spread across various services (Marler & Boudreau, 2017). Both universities, private
institutions, and community-owned. In Indonesia, there is no increase in human resources at the top level. This can
be seen from the small amount of support for allocating funds to establish HR training institutions. Therefore,
improving the quality of human resources, of course, requires an extensive financial plan. So it is often found that
only certain business people can empower their employees' human resources. The rest stay in place with the quality
of human resources as they are (Teklehaimanot & Teklehaimanot, 2013).

When viewed from the number of tourist visits to ASEAN countries during 2018, which reached 135.2 million
people, Indonesia is in fourth place after Thailand, Malaysia, and Singapore with 15.8 million individuals or 11.6
percent (Zhang & Zhang, 2020). The most visited ASEAN country by tourists is Thailand, with 38.3 million tourists
or 28.3 percent (Yang & Ong, 2020). This number is practically double that of Indonesia. Public authorities have
created roads, air terminals, ports, and rail lines to transport tourist areas. So this simple answer depends on the two
things above, namely, HR management and the allocation of funds in each country are drastically different (Cernat &
Gourdon, 2012). Reconciliation of subsidies to advance the travel industry is very much needed, especially from the
private sector whose assets are not restricted, such as APBN/APBD and BUMN (Suryahadi et al., 2010). He said the
inclusion of all partners must still be done through a combination of subsidies from foundations supporting the travel
industry. The amount of subsidy needs does not only depend on the State Budget or APBD, which is constrained by
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spending. The public authorities must finance the change of events, but it is also a joint duty for this situation of
public authorities through public authorities and private areas (Ammal, 2017).

HRM and timing

Using time productively is a cycle identified by companies, including tourism and hospitality industry businesses.
This can be done to achieve specific business goals or targets in each type of business (Kirillov et al., 2015). Using
time effectively is a movement identified with organizing, implementing, organizing, and controlling efficiency.
They need scale to determine which exercises are essential and which ones should not be done immediately (Fenner
& Renn, 2010). To keep track of time well, one must know the essential standards for using time productively. The
degree of effective use of time can be seen from how well the effective use of time is achieved and how productive
the time is used. Facts show that advanced preparations and upgrades can be customized. However, if it is not too
much of a hassle, note that workers have daily tasks to complete. The task of the HR division is to track
computerized preparation times so that they do not interfere with the workers' daily work (Tempest & Coupland,
2017).

Conduct periodic evaluation

Advanced HR preparation and improvement are vital things done by organizations in planning skilled laborers.
Given the numerous everyday undertakings and obligations of the HR division, now and again, they are occupied
with just representative, authoritative errands. Great readiness is fundamental thinking that amidst the COVID-19
pandemic, all business exercises should run by wellbeing conventions. Do an appraisal toward the finish of the
training.HR the executives is a rational, coordinated, and critical way to deal with the work, improvement, and
prosperity of individuals working in an association. The HR work in the organization is to start and give direction,
backing, and administrations to all issues identifying with organization representatives. The HR work is engaged
with planning HR systems, arrangements, and practices that address the issues of the organization and its
representatives.

Kim & Shin (2019), points out, it is essential to assess the commitment of HR capacity to ensure that it is feasible
at a fundamental level and support delivery and support. The principal model for assessing Human Resources job
fairs in an organization is its capacity to work purposefully and provide the required administration level
(Abdeldayem & Aldulaimi, 2020). The techniques used to assess HR eligibility are as follows: opportunity to fill a
job vacancy, opportunity to react to job requests, recognition of the proportion of applications, cost of job
notification, preparation per worker, and fulfillment of explicit requirements. Destination. The proportion of HR
expenditure to increase costs, the proportion of Human Resources staff to add workers, the number of
representatives, and the influence of HR on the organization. The researchers' understanding has examined the
preparation and progress of human resources in a computerized time that must be done to improve the nature of
representation (Sireci & Zenisky, 2011).

HR in tourism

HR plays a vital role in the progress of the tourism industry (Leung et al., 2015). Because the advantages of HR can
combine travel industry tourists/traveler entertainers or human asset personnel, it can be HR in government
organizations, business people, or specialists. The tourism industry is a variety of interrelated travel industry
organizations to deliver merchandise and administration to meet tourists' needs in the implementation of the travel
industry (Swarbrooke & Horner, 2012). Tourism is an industry that is very dependent on human life. The human
perspective considers the share as the main driving force for aligning the travel industry in a country. Human
resources are one of the elements that play an essential role in moving the tourist travel industry area. HR includes
travel industry tourists/travel entertainers, or human assets can be in the form of human resources in government
departments, HR engaged as business people, experts, and experts who play a role in paying attention to, controlling,
and improving the nature of the tourism industry (Chelladurai & Kerwin, 2018). The travel industry is a variety of
travel industry organizations that are interrelated to create goods and services to meet the needs of tourists in the
implementation of the travel industry, by the 2009 Indonesian Tourism Industry Law. The asset in the travel industry
is that individuals are essential assets in many associations (Dahles & Susilowati, 2015).
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Authority support

Particularly in habit-based associations of ruler involvement, HR plays an integral part in recognizing beneficial
practices (Cohen, 2017). The human point of view takes part as the main impetus for the advancement of the tourism
industry. Industry in a country and is a significant achievement factor in achieving tourism and hospitality execution.
Increasing human assets in the travel industry are currently facing difficulties all over the world. Indonesia needs to
build human resource capabilities that are claimed by a country. The tourism industry is the main impetus for
mechanical coherence and modern seriousness (Rao, 2014). Indonesia must improve the nature of human resource
education and prepare workers for the travel industry in the country. The travel industry needs to improve the
progress of its human assets.

The government can ask the people's god who strongly supports the Ministry of Tourism and Creative Economic
program in planning human resources in the travel industry and creative economy (Pang et al., 2012). In the 2021
State Budget, the government requested that two more tourism industry and creative economy school organizations
be added, particularly Java and outside Java (Ayuwangi, 2019). With the involvement of legislators in parliament, it
will later uphold all travel industry and creative economy partners, including educational institutions and high-
quality human resource development. To work is inseparable, he said. Currently, there are six educational institutions
under the Ministry of Transportation's auspices, spread across Java, Bali, Medan, Lombok, Palembang, and
Makassar. These six HR educational foundations refer to the norms of the world of tourism, as proposed by the needs
of the field (Aminian, 2012).

As an accomplice to the government, the legislature commission will continue to empower and enforce programs
to improve the tourism industry and productive economy. The government also helps by bringing in model
educational institutions abroad, including Switzerland, Australia, and several other countries Kong (2012), said
educational institutions under the Ministry of Tourism and Creative Economic coordination also always cooperate
with businesses. The travel industry is one of the areas supported by the public authorities in developing public
monetary. In the future, various programs for advancing the travel industry and the creative economy will be
controlled by the government by focusing on regional contributions and practical improvement. With the
implementation of the welfare convention, all are sure the travel industry will bounce back soon. Even though the
Covid-19 pandemic has already impacted, it is clear that everything will end(Nugraha et al., 2021; Putra et al., 2020).
What is needed is that the welfare convention is carried out with complete order and prudence so that the quality of
tourism services can be started from efforts to improve the quality of human resources and the advantages of
technological devices that are proven to be reliable for the sake of outstanding human resources. (Fairlie, 2011).

Method and Material

Develop human resource management; productive digital technology methods are essential goals in this literature
review. Because the author believes that the superiority of technology is not only in the field of material creation but
also in innovation and empowering reliable human resources to support business progress, especially the tourism
industry and a productive and highly sustainable economy, so for that, we are ready to review more than a hundred
publications from high-impact factor journals that have been proven successful by studying human resources studies
and learning and work technology.

So our next step is to search for information as supporting data for the study as finding data to answer the topic of
this problem. After the data was collected, we analyzed one by one from the year of publication, the types of high
impact factors such as those published by Sagepub, Researchgate, Wiley Online Library, emerald com, Book google
com, search request com, Elsevier, and JSTOR. To get a valid answer, we involve analyzing the coding system,
evaluation, and critical high-level interpretation before drawing the core conclusions. In the design research report,
we choose a descriptive qualitative model by following experts such as Ostrom et al. (2010), with the theme of the
study being qualitative data analysis and research design framework approach in business study.

Results and Discussion

In this section, we describe the results of a review of several publications that have successfully discussed HRM
issues and the advantages of digital technology in increasing the capacity of corporate human resources, especially
tourism and hospitality businesses. Our first finding is that of the study of Siyambalapitiya et al. (2018), which
emphatically says that the council's green human assets are a proposed model for the tourism industry in Sri Lanka.
The executives' green human asset inspection is still inadequate due to the low uptake of qualified human resources.
An extensive writing audit was directed to review this research from 1996 to 2017. 106 HRM exercises that asked to
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involve technology in digital applications coordinated with ecological administration were collected and coded. A
model is also proposed to examine the relationship between their research capacity and ecological administration
involving digitalization as a model for strengthening when the world is increasingly digitally.

The study of Maswera et al. (2009), also suggested that to improve the internet business framework in the sub-
Saharan African travel industry; business drivers could submit proposals for strengthening digital-based human
resources. So what is described in his paper is a continuation of the recently announced exams in the Telematics and
Informatics diary. Their paper finally explains how travel industry associations from sub-Saharan Africa can advance
their sites into digital-intensive technology tools. African travel industry associations that intend to run or are running
an online business framework should follow the advice illustrated in the paper. The results show that most of the
associations and specialists who reacted felt that this proposal would help African Tourism associations embrace and
use online businesses to enjoy more benefits.

What Bondarouk & Ruél (2013), study are how the measure of the importance of e-HRM has succeeded in
raising the importance of the HRM training method from exploratory investigations in tourism industry business
administrative associations was a real one. This paper presents the results of an exploratory examination in
legislative associations on the importance of board electronic, human assets. The recurrence of e-HRM practice is
low, even though it is acceptable to use as expected. The findings recommend that e-HRM alone is insufficient to
empower HR capacity to create dynamic and operational capabilities—ideas for additional checks accommodated
further investigation(Fairlie, 2011).

More or less with the above, the findings of Elshaer et al. (2021), examine how green human resource
management influences environmental performance in the creative economy tourism business. Research on the
interrelationships between executive green human assets (GHRM), advocates for nature practices, and ecological
practices remains very limited, particularly about the travel industry's meager efforts. This exploration connects the
information pit and analyzes the direct impact of GHRM on ecological practices that have different consequences for
researchers and travel industry experts, especially those identified with little tourism effort. Exploration limitations
and openings for additional examination are also discussed in this article. Checks depend on a survey given to
representatives at small lodging and travel services in Greater Cairo, Egypt.

The following paper is a study by (Colbertaldo et al., 2019). They succeeded in gathering American and Asia-
Pacific countries that depend on ICT readiness in the tourism business. They prioritize travel and tourism and service
infrastructure to tourists. Travel and the seriousness of the travel industry are to build a multi-column, each starting
from an estimation effort. Government involvement, innovation, and the travel industry framework are seen as
variables that are poised to increase the intensity of the travel industry. Asia-Pacific and America are considered the
most developed districts by the World Economic Forum (WEF). A research group separating the countries into four
meetings offers a set sequence. The explicit model in question provides better signals and proposals for countries to
embrace or adapt existing systems to help their economies or make a comparable mistake(Malterud, 2001; Hanson et
al.,, 2011).

Followed by a study by (Zaidan, 2017). They also successfully investigated examples of ICT use, advantages,
and barriers in travel industry SMEs in Middle Eastern countries: Travel specialists are one of the specialist
cooperatives whose ICT coordination can be the best advertising gadget. The lion's share of TAs uses the Internet for
several reasons: redoing administration, attracting clients, talking to clients, accessing global business sectors,
supplementing TAs with data, and getting answers about providers and competitors. The main barriers hindering
internet business acceptance are the limited assets versus the high costs of choosing an online business, online
security issues, lack of talented data innovation jobs, lack of client status, and lack of advice and support. The
examination recognizes the requirement for additional preparatory offices to accept online business in TA and the
requirement for public authorities to provide motivational power, competent advice, and direction for TAs working
in Dubai(Horton et al., 2004; Sidman&Rakic, 1973).

Unlike the findings above, this time, we examine the results of the Femenia-Serra, (2018) study, which
investigated to understand the objections of the travel industry and higher education schools in the travel industry in
Spain. Are we ready for this new administrative approach? 'Brilliant travel industry' and 'smart travel industry
objections' (PMS) have become distinctive in the exploration of the interrelationships between the travel industry,
objections, and the latest Information and Communication Technologies. This paper plans to investigate where the
level of ICT, as the essential information and skills required in PMS, is remembered for travel industry education
programs. This offers significant consequences for the government in charge of state-funded training
plans(Widaryanti et al., 2021; Kosasih et al., 2021).

The findings of Leung et al. (2015), who applied the Technology-Organization-Environment structure to
investigate the introduction of ICT and continued acceptance: An exploratory investigation of autonomous lodging in
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Hong Kong. This investigation demonstrates the inconvenience of selecting ICTs in hospitality settings. These
findings are needed to provide researchers, hoteliers, business people, and other investing people with timely
information and a bit of knowledge about how autonomous lodgings that have recently settled in well-known tourist
destinations by developing the travel industry market can deliberately accept ICT. Investigation means to push for an
all-encompassing structure to bring together the components implementing the Technology-Organization-
Environment (TOE) system.

Next is Ali et al. (2014), who assesses the E-readiness of students in E-learning in the Tourism and Hotel Mesi
major. E-learning is increasingly evident in higher-level training, with universities developing game plans and more
students joining in. This assessment measures the accessibility of students to e-learning on the movement and
lodging business assets in Egypt, which is affected by various components and estimates. This is a unique capacity,
procurement capacity, and direct use of time. This can help Tourism assets encourage their use in teaching and
learning and implement adjustments to these assets to make students eligible for market jobs. Data were collected by
collecting study subjects from 62 students of business and residential work council studies. Similarly, this assessment
is based on the fundamental hypothesis that there are deficiencies and shortcomings of student status for e-learning.
The status E model was used in this study.

Finally, we review Demir et al. (2018), study which is a study of changes in the travel industry and
accommodation arrangements with implications for executives' human assets during times of disruption and
development. In the Human Assets Handbook of boards in the travel industry and neighboring companies. This
paper describes students' impressions of how they use innovation for their learning and its relationship to
management and employability. A central collection approach is accepted with students in a given year of
undergraduate accommodation in three scientific organizations in the UK, Switzerland, and the UAE. Various
impressions of the relationship between learning exercises, eLearning tools, maintainability, and employability were
revealed. Tests were examined better to understand students' views on eLearning tools for maintenance. This paper
showcases students' familiarity with innovation work in management and employability and teachers' approaches to
advancing a more coordinated and multi-disciplinary way of addressing educational planning.

Unlike the findings above, this time, we examine the results of the Femenia-Serra (2018), study which
investigated to understand the objections of the travel industry and higher education schools in the travel industry in
Spain. Are we ready for this new administrative approach? 'Brilliant travel industry' and ‘smart travel industry
objections' (PMS) have become distinctive in the exploration of the interrelationships between the travel industry,
objections, and the latest Information and Communication Technologies. This paper plans to investigate where the
level of ICT, as the essential information and skills required in PMS, is remembered for travel industry education
programs. This offers significant consequences for the government in charge of state-funded training plans.

Conclusion

As a conclusion, we state that the purpose of the study on hundreds of scientific publications on HR and the
advantages of digital applications in the tourism and hospitality business has been answered that digital applications
are indeed very appropriate to use in training and to prepare superior human resources in the current era of digital
excellence in Indonesia. Many contexts of tourism and country businesses. However, not all business drivers,
especially independent tourism businesses, fully understand the advantages of digital with all its applications, so we
find very few businesses with ready and skilled human resources. Therefore, we suggest that some policymakers and
academics are interested in involving digital technology applications in empowering their superior human resources
with this finding. So that all businesses, especially tourism and the creative economy, can achieve excellence and
central sustainability for the sake of economic prosperity for themselves and the country.
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