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Abstract

In a global context influenced by the pandemic, HR adaptations to support remote work are important for
organizational continuity and productivity. This research highlights the lessons learned from a case study
at Uniska MAB Banjarmasin, which effectively adapted their HR practices in the post-pandemic era.
Diverse research methods, including case studies, in-depth interviews, document analysis, and participant
observation, provide in-depth insight into the adaptation process. The research results show that Uniska
MAB Banjarmasin experienced significant changes in work patterns, performance evaluation, and reward
policies as a response to remote work. Despite emerging challenges, such as remote management and work-
life balance, the adaptation of effective strategies, such as technology training and an open communication
approach, has resulted in increased employee engagement, productivity and job satisfaction. The
implications of this research are not only practical, with recommendations for other organizations wishing
to adopt similar practices, but also theoretical, providing a deeper understanding of HR management in the
context of remote work. By considering the challenges overcome and lessons learned from Uniska MAB
Banjarmasin, this research highlights the potential for positive adaptation of HR practices to support
organizational success in facing rapidly changing work environments.

Keywords: Adaptation of HR practices, Remote work, Post-pandemic era.

INTRODUCTION

The COVID-19 pandemic has brought about fundamental changes in the paradigm of the world of
work that have been going on for centuries. One of the most striking changes is the transition to remote
work, which has become the new norm in response to the physical and social restrictions implemented to
control the spread of the virus. Remote work, previously considered a limited option or exclusive flexibility,
has now become an urgent need for many organizations to ensure the continuity of their operations
(McShane, SL, & Von Glinow, MA 2018).

Amid global uncertainty, adapting Human Resources (HR) practices is key to facilitating effective
remote work. The post-pandemic era requires organizations to evaluate and adapt their HR strategies to suit
the new demands of an ever-changing work environment. Meanwhile, organizational change is a complex
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process and involves many aspects, including organizational culture, structure and management processes.
On the other hand, organizational change helps us understand how organizations must adapt their culture
and structure to support remote work success (Cummings, TG, & Worley, CG 2014).

HR management can help us understand how changes in recruitment policies, employee
development, performance evaluation, and employee welfare management can support adaptation to a
changing work environment. Communication is key in supporting successful remote work, organizational
communication helps us understand how organizations can improve their internal and external
communications to facilitate collaboration and coordination between employees working in different
locations.

Another is to highlight the importance of understanding the factors that motivate and engage
employees in the context of remote work. In the post-pandemic era, organizations need to develop strategies
to maintain employee engagement and ensure that they remain motivated and connected to the company's
goals and values (Jackson, SE, Schuler, RS, & Jiang, K. 2014).

It cannot be denied that the use of information and communication technology (ICT) plays a key role
in supporting remote work. The use of information and communications technology (ICT) helps us
understand how organizations can adopt and integrate new technologies to increase productivity,
collaboration, communication, and innovation between employees working from different locations
(Raghuram, S., Garud, R., & Wiesenfeld, B. 2001).

By bringing it all together, organizations can develop a holistic and sustainable strategy to adapt their
HR practices to support remote work in the post-pandemic era. Thus, they can ensure the continuity of their
operations and improve employee performance and satisfaction in an ever-changing work environment
(Davenport, TH, & Pearlson, K. 2018).

In this context, the Kalimantan Islamic University (Uniska) Master of Business Administration
(MAB) Banjarmasin is one of the educational institutions that has felt a significant impact from the COVID-
19 pandemic. As part of their adaptive response, Uniska MAB Banjarmasin has undergone a transformation
in their human resource management, particularly in dealing with the need to support distance teaching and
learning. Through this case study, we gain valuable insight into the challenges faced by staff and lecturers
in adapting to remote work, as well as the strategies they implemented to overcome these obstacles
(McShane, SL, & Von Glinow, MA 2018).

For the reasons above, research was conducted to investigate how HR practices have been adapted
to support remote work at Uniska MAB Banjarmasin during the post-pandemic era. By understanding their
experiences and perspectives, we can explore the broad practical and theoretical implications, as well as
provide useful recommendations for other organizations in similar adaptation processes.

The research highlights the challenges faced by Uniska MAB Banjarmasin in adapting their HR
practices to support distance teaching and learning. These challenges include difficulties in maintaining
engagement and motivation of faculty and staff, as well as in providing sufficient technological support to
support remote work infrastructure (Armstrong, M., & Taylor, S. 2019).

The research also identified concrete strategies that have been used by Uniska MAB Banjarmasin to
overcome challenges in adapting their HR practices. This includes the development of new policies to
support the well-being of remote employees, training and technology development to increase skills and
comfort in using distance learning platforms, or a more open and structured communication approach to
maintain engagement and collaboration between teams (Barney, JB, & Wright, P. M. 1998).

The research also includes an investigation into the impact of these HR practice adaptations on
employee performance and satisfaction. This includes improvements in productivity, flexibility, and work-
life balance, as well as higher levels of satisfaction and engagement among faculty and staff (Boxall, P., &
Purcell, J. 2016).
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The findings from the research offer practical implications and recommendations for other
organizations looking to adopt or improve their HR practices to support remote work. These include
suggestions about building more inclusive policies and procedures, investing in employee training and
development, or improving technology infrastructure (Cascio, WF, & Boudreau, JW 2016).

METHOD

Qualitative research is an in-depth research approach in understanding social, cultural or human
behavior phenomena. Qualitative research focuses on understanding the meaning contained in a context.
Researchers seek to understand how people give meaning to their experiences and how this meaning shapes
their behavior (Denzin, NK, & Lincoln, YS (Eds.). 2018).

By using data that is descriptive and non-numerical, data is collected through methods such as
observation, interviews, or text analysis, rather than through numerical measurements usually associated
with quantitative research. Qualitative research tends to analyze phenomena in a broader and more complex
context. This makes it possible to understand the relationship between the various factors that influence the
phenomenon under study. Qualitative research also recognizes that social phenomena always occur in
specific and complex contexts. Therefore, researchers must take this context into account in interpreting
data and then making conclusions (Merriam, SB 2009).

These methods tend to have flexible and adaptive designs. Researchers can change research direction
or data collection strategies based on findings that emerge during the research process, with the main goal
being to understand the phenomenon in depth, not to test previously formulated hypotheses. Researchers
seek to produce a deeper understanding of the complexity of a problem or phenomenon (Creswell, JW
2013).

In the above context, the research uses a case study approach to understand in depth how Uniska
MAB Banjarmasin has adapted their HR practices to support remote work. Case studies involve collecting
data through interviews, observations, and document analysis related to adapted HR policies and
procedures.

Interviews were conducted by identifying Uniska MAB Banjarmasin lecturers and staff who had
experienced the transition to remote work. With structured questions covering topics such as challenges
faced, strategies adopted and the impact of adapting HR practices. Using transcriptions of recorded
interviews for documentation of respondent answers, identification of themes and patterns emerging from
interviews, and in-depth review of interview transcriptions to identify nuances, individual differences, and
interesting findings (Patton, MQ 2015).

Observations of interactions between Uniska MAB Banjarmasin lecturers and staff who work
remotely, including communication, collaboration, and responses to tasks and challenges are also included
in detailed observation notes about the dynamics, patterns and behavior observed (Miles, MB, Huberman,
AM, & Saldana, J. (2013).

RESULTS AND DISCUSSION
Challenges and Strategies in Adapting HR Practices

The research identified several key challenges faced by Uniska MAB Banjarmasin in adapting their
HR practices to support remote work. Challenges include difficulties in maintaining employee engagement,
remote performance management, and objective performance appraisals.

By implementing the strategy that has been adopted by Uniska MAB Banjarmasin to overcome these
challenges, namely by developing new policies to support the welfare of employees who work remotely,
training and developing technology to increase skills and comfort in using distance learning platforms, as
well as a better communication approach. more open and structured (Grant, AM, & Ashford, SJ 2008).
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Adaptation of Policies and Procedures

The research results reflect how organizational policies and procedures have been adapted to support
remote work. This includes changes in leave policies, work hour flexibility, or employee incentives to work
from home. Significant changes can also be seen in the work patterns of Uniska MAB Banjarmasin lecturers
and staff, such as adjustments in the structure of working hours, frequency of meetings, and the way internal
communication is carried out (Nishii, LH, & Wright, PM 2008).

Impact on Employee Performance and Satisfaction

The research results show that adapting HR practices for remote work has had a significant impact
on employee performance and satisfaction at Uniska MAB Banjarmasin. These include improvements in
productivity, flexibility, and work-life balance, as well as higher levels of satisfaction and engagement
among faculty and staff (Kelliher, C., & Anderson, D. 2010).

Impact on Productivity and Quality of Work

Research findings revealed that performance evaluation and reward policies also underwent
modifications to reflect the remote work context. For example, performance measurement could consider
working from home outcomes. Additionally, rewards and incentives can be given for achievements in a
changing work environment.

Research shows a significant increase in engagement and satisfaction levels after adopting remote
work practices. Faculty and staff feel more flexible, more independent, and more empowered in a work
environment that allows them to work from a location of their choosing.

Then, the research results highlight that adapting HR practices for remote work has had a positive
impact on productivity and work quality at Uniska MAB Banjarmasin. Despite initial adjustments, overall
productivity may increase because employees have flexibility in completing their tasks (Pfeffer, J. 1998).

The results of this research have significant practical implications for Uniska MAB Banjarmasin and
other organizations wishing to adapt their HR practices to support remote work. Practical recommendations
are based on research findings to help organizations meet challenges and exploit opportunities in an ever-
changing work environment.

In addition, the results of this research also have important theoretical implications in enriching
understanding of how changes in the work environment affect human resource management practices.
Research findings can contribute to theoretical development and conceptual understanding of HR
management in the context of remote work (Rousseau, DM, & Tijoriwala, SA 1999).

Next, in the discussion, there is an exploration of the success factors that drive effective
implementation of HR practices for remote work, as well as challenges that may continue in the future. This
can help organizations to plan sustainable long-term strategies (Lepak, DP, & Snell, SA 1999).

Then, the discussion also involves linking research findings with relevant literature and the
conceptual framework that has been developed previously. This will help strengthen understanding of the
practical and theoretical implications of research findings (Gratton, L., & Truss, C. 2003).

Finally, the discussion presents concrete recommendations for further action for Uniska MAB
Banjarmasin and other organizations that wish to continue improving the adaptation of their HR practices
to support remote work. These recommendations are based on research findings and lead to concrete
changes in management policies, procedures, or practices (Saks, AM, & Gruman, JA 2014).
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CONCLUSION

By considering the findings described in this research, it can be concluded that Uniska MAB
Banjarmasin has succeeded in adapting their HR practices to support remote work. These results confirm
that the transition to remote work can be elaborated into a significant opportunity for organizations to
improve flexibility, employee engagement, and overall performance.

Uniska MAB Banjarmasin succeeded in adapting their HR practices quickly and effectively to
accommodate the changing work environment resulting from the pandemic. The steps taken by these
organizations, both in terms of policy and practice, have helped create conditions conducive to successful
remote work. With visible significant increases in productivity and quality of work.

The findings of this research provide valuable experience for other organizations that are also facing
similar challenges in adapting their HR practices to support remote work. The conclusions of this research
can serve as a guide for other organizations in designing effective strategies for managing remote work in
the post-pandemic era.

With this conclusion, it can be affirmed that adapting HR practices for remote work is not only an
urgent need in the face of changing work environments, but can also be a valuable resource in achieving
employee well-being and overall organizational success.
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