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Abstract 
Technology has a massive impact on the human resource practices executed by managers at different 
organizations. The emergence of technological advancements ranging from gadgets, software, and 
Internet of Things has reshaped the operations of human resource department. At a broader 
perspective, technology has impacted the manner on which organizations execute their operations 
globally. The educational sector of Sharqiya Governorate has encountered massive development in 
communication segment relative to the operation of human resource practices. The assessment of 
goals and objective of an organization can be forecasted by evaluating various categories of data such 
as work ratings and job completion of ratings of workers. 
Keywords: Education Sector, Technology, Employees Performance. 
 
Introduction  
Technology has a massive impact on the human resource practices executed by managers at different 
organizations (Ong et al., 2020; Hossain et al., 2020). The emergence of technological advancements 
ranging from gadgets, software, and Internet of Things (IoT) has reshaped the operations of human 
resource department. (Alshams et al., 2020) stressed on the use of information technology as it has 
been an absolute requirement for increasing the efficiency of public administration and management 
development. The studies of Ferraris et al. (2018) outlined that technology has influenced the manner 
in which the human resource departments link with employees, record files, and assess the 
performance of workers. Proper utilization of technology at workplace enhances the operating 
efficiency as well as the effectiveness. In a broader context, implementing information technology 
strategically is very crucial for achieving country’s goals (Alshamsi, Hock, Karim, & Hossain, 2019). On 
the contrary, inappropriate utilization of technology at workplace affects the management of human 
resources within an organization negatively. The general overview of employees within an 
organization can be obtained after gathering and examining data using technological tools.  
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Technology and HR Practices in Educational Sector 
At a broader perspective, technology has impacted the manner on which organizations execute their 
operations globally. In order to respond positively to the ever-changing demand and preferences of 
consumers, organizations have applied technological concepts to offer reliable solutions (Bhadoriya, 
Bajpai and Patwardhan, 2017).  
Technology has facilitated the shift of HR practices from the traditional administration of employees 
to a strategic management of organizational workers. Through the use of modern human resource 
management technological practices, organizations have been capable of realizing competitive 
compensation, the engagement of employees and effective strategies of retaining talent (Marler and 
Parry, 2016). The recruitment and training operations of an organization are currently executed using 
the internet. Following the acquisition of the workers in different employment position, 
communication and assessment of their performance is performed using technological instruments 
as well (Ulrich and Grochowski, 2018). 
The adoption and utilization of technology in HR practices has affected the educational sector. HRM 
departments in different organizations are able to apply decisions that are formulated after a 
thorough and careful consideration (Lyskova, 2016). The technology has played a critical function in 
the transformation process of human resource professional practices. 
There are various ways in which the current technology has reshaped the practices of Human 
Resources in the educational segment and they include the following.  
 
Facilitating Easy Communication 
At an organizational setting, communication is considered a crucial factor that must be integrated in 
day to day running and facilitate smooth running. Establishing effectual communication is significant 
in enhancing positive relationship among individuals. The millennial generation has facilitated the 
advancement of communication from verbal to non-verbal especially with the current utilization of 
technology. The educational sector of Sharqiya Governorate has encountered massive development 
in communication segment relative to the operation of human resource practices. For instance, the 
communication between the management and the employees has been improved due to effectual 
communication.  
With the emergence of technological mobile texts, emails and other messaging applications, human 
resources at the educational sector are capable of linking with other employees within the company. 
The human resource manager can share information and attachments with a broad number of 
recipients at the same time without necessary linking with each member individually (Mao et al., 
2016). The process implies that the process taken to execute human resource organizational 
decisions is less with the application of technology compared to the failure to use technology. 
Moreover, communicating a scheduled meeting with a large number of employees can be performed 
using a single email that will be distributed to hundreds of employees within the organization. 
Technology has enabled the human resource departments in the educational sector to communicate 
the most crucial information to the organization (Johnson, Lukaszewski and Stone, 2016).  
 
Efficient Handling of Large Amount of Data 
In the current world, organizations rely heavily on information to perform their daily responsibilities. 
The ability to rely on such information has facilitated the gathering and analysis of large amounts of 
data (Guo et al., 2010). Generally, the organization collects large amounts of data in order to enhance 
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the adoption of both operational and strategic decisions. The decision-making process of an 
organization will depend on the data provided by the HR department related to the effectiveness of 
human resources.  
The human resource management gathers and assesses data related to employee performance. The 
assessment of such data can take multiple forms depending with needs and expectations of an 
organization on such data. For clarification, the HR department in educational sector might be 
interested in assessing the performance of employees through the use of analytical instruments such 
as analysis software. Effective Human Resource practices should be capable of determining the 
volume of data that can obtained as well as how the data should be collected. The application of 
technology prevents the incident whereby the data collected is large compared to what HR specialists 
can handle (Gunasekaran et al., 2017). With effective management of large data, the organization 
can achieve its long-term objectives relative to the human resources.  
 
Assessment of Employee Performance Data 
The use of technology in the HR practices has redesigned how HR departments execute different 
duties in the educational field of South Sharqiya Governorate in Oman. The data related to employee 
names, salaries, age, allowances, and their respective responsibilities can be efficiently analyzed 
using technological tools and software. The research studies of Cheon et al. (2012) suggested that 
the use of technological concepts in human resource management is a critical option that has 
revolutionized the operation and handling of human capital by global organizations. The assessment 
of goals and objective of an organization can be forecasted by evaluating various categories of data 
such as work ratings and job completion of ratings of workers. 
Since human capital forms the basis and success of educational sectors, the assessment of employee 
performance using technological tools has a huge impact on the base line. Employees in educational 
sector tend to perceive appraisal as a process that will lead to overall improvement of their 
productivity and working knowledge. In circumstances when the employees are not satisfied with 
customers, technological instruments will rate the morale of workers, hence, identifying such 
weaknesses. Technology is more effective for assessment of employee performance since it 
establishes a high-working culture while encouraging the top performing employees within an 
educational sector. The assessment of employees in an educational sector enables the organization 
to recognize knowledge gaps, build up development programs, learning programs, maintain workers 
and formulate an effective strategic plan for the organization.  
The elimination of outdated HR practices related to employee performance is a relevant move that 
paves a way for the incorporation of technological practices. Since South Sharqiya educational sector 
has multiple employees, the incorporation of technological HR practices will record the real time 
operation of workers, hence, providing advanced solution to the probable challenges and problems. 
The research findings of Cascio and Boudreau (2016) outlined that HR managers encounter flexible 
operations when they perform using technological concepts.  
 
Technology Has Reshaped Employee Recruitment Process 
Before the development of internet, the recruitment of employees by the human resource 
department relied heavily on face to face means. The technological advancement in the 21st century 
has enabled organizations to advertise prospective job opportunities online. Moreover, the 
recruitment of employees in those organizations has been conducted online through different 
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technological means of communication such as telephone, internet and emails. In the current world, 
more time has been saved, especially with the elimination of long-lasting face to face interviews and 
assessment of paper resumes.  
With the emergence and development of social media platforms such as Facebook, Twitter, LinkedIn 
and Snapchat, the identification of candidates, recruitment and retention of employees has been 
completed online. Recruitment is considered among the most significant roles of human resource 
department (Holm and Haahr, 2018). As a result of the use of online portals in the educational sector 
of South Sharqiya, the recruitment process of employees has been taken to the next level with human 
resource managers targeting specific experts in respective educational segments.  
The studies of Al Wahshi (2016) revealed that the emergence of technology in the recruitment 
process of South Sharqiya educational sector has been enhanced by the introduction of cloud-based 
recruitment software. Nevertheless, the HR department has launched Application Tracking System 
(ATS) to offer a smooth recruitment process. The application has offered relevant features that play 
a critical segment in overcoming challenges while attaining significant recruitment objectives. 
Additionally, the educational sector has used video and Skype interviewing instruments to recruit 
human resources.  
 
Enhancing the Security of Employee-Related Information 
During the early days, securing employee data and records simply meant storing such information in 
safe cabinets. As a consequence of technological revolution, the security of employee information 
has been advanced to the next level. The most effectual human resource practices must constitute 
the protection of employee data that form a vital part of personal privacy. For elaboration, a good 
firewall is considered relevant in an attempt to reduce possible information leakage to third parties 
and hackers (Ramalingam, Khan and Mohammed, 2016).  
As part of human resource practices in the educational sector, the HRM must include effective 
policies and regulations that will management of human-related data stored in cloud and internal 
servers as a softcopy. The confidentiality of data in HR departments cannot be performed without 
including technology. The educational sector in South Sharqiya, Oman has applied cloud computing 
to support data decentralization and storage. The use of technology has led to the elimination of the 
traditional physical server storage systems, which are considered as ineffective. The use of 
technology has enabled HR managers to access organizational data through a decentralized cloud 
computing system. Moreover, some departments of the educational sector of South Sharqiya have 
adopted the use of a web-centered content management system. 
In order to provide a comprehensive analysis of how technology has remodeled the practices of 
human resource department in the educational sector of South Sharqiya, Oman, the emerging issues 
and trends related to the technological human resource management will be re-evaluated.  
 
Current Technological Trends Related to Human Management 
The Future of Mobile Applications 
The emergence of iPhones and smartphones has taken over the world of human resources. The HR 
managers are more focused with providing a business environment whereby employees enjoy the 
use of mobile applications as well as software programs designed for mobile phones. The educational 
sector has designed customized applications that enable workers to have personal working profile 
based on their real working data. Since the current technological world is rapidly transforming, HR 
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departments have moved in alignment with these transformations by incorporating the use of mobile 
applications as part of their operations.  
In order to deliver services that are consistent with the current technological trend, HR practice in 
the educational sector of South Sharqiya will consider designing applications fitted with mobilization 
system and the type of working interface sought by employees. The requirement to design these 
applications has been triggered by the evolvement of HR basic functionality requirements. The 
research studies of Gheisari and Irizarry (2016) outlined that the utilization of mobile applications in 
the current world has become essential for different websites and systems designed by an 
organization.  
 
The Use of SaaS and Cloud Technology 
In the current technologically evolving world, SaaS apps are considered to as crucial in the practices 
of human resource department. Based on the nature and rapid transformation of the business 
environment, cloud centered applications are inevitable way of operation. Until the emergence of 
the cloud computing, the storage and gathering of data has been made easier. The employment data, 
operation data as well as the data related to compensation structure of employees can be assessed 
more easily. The educational sector of South Sharqiya will utilize the concepts of SaaS apps and cloud 
technology to organize data more securely (Al Musawi et al., 2016).  
Before utilizing cloud computing fully, the education sector of South Sharqiya will have to assess its 
internal working structure and determine whether the objectives align with current needs of the 
department (Tawafak et al., 2018). For a successful assessment, HR manager must compare 
challenges of various human resource practices with the benefits obtained after the application of 
cloud computing tool. Additionally, the human resource manager will reconsider whether all 
educational procedures of South Sharqiya can shift the technology and applications. A sense of 
belonging amongst workers will be established when data of the entire educational sector will be 
decentralized in cloud.  
 
The Trend of Huge Data Powering Organizations 
One of the key objectives of HR departments is to promote the compliance and safeguard the 
organization against any risk associated with human resources (Al Mahrami and Hakro, 2018). The 
establishment of HR digital platforms has enabled the educational sector of South Sharqiya to digitize 
information, hence promoting effective and effectual handling of such information. The capability of 
gathering and analyzing huge amounts of data has enabled the organization to have a comprehensive 
understanding of their workers. The objective has been achieved through the usage of employee 
assessment software at workplace (Saxena, Kumar and Sharma, 2016).  
Upon integration with other crucial technologies, the big data has enabled human resource 
departments to gain considerable insight knowledge. The understanding gained facilitates effective 
decision-making through utilization of vital organizational information. At an educational sector 
setting, the emerging trend of big data will enable human resource departments to obtain a detail-
centered overview of the current labor structure to permit them to recognize any rising trends (Paul 
et al., 2016). According to the research studies of Akter et al., (2016), big data supports the general 
operations of an entire organization and not just the human resource department.  
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The Shift to Wearable Technology 
Wearable technology is considered essential in inter-connecting employees and saving time. The 
trend has been implemented by different countries across the globe including Microsoft and Google 
(Tarhini et al., 2017). Given than time management is a vital factor in the management of human 
resources, wearable technology will transform the educational sector of South Sharqiya in Oman 
(Emam, 2016). Wearable technology facilitates the provision of incentives to employees that will later 
enhance operating efficiency. To align with the ever-transforming technology, the human resource 
department will explore more useful approaches that will change wearable technology into useful 
human resource tools.  
 
The Trend of Social Media as an Influential Instrument 
The establishment of social media has played a critical function in human resource departments 
today. The findings of Lanier (2017) revealed that during the next 10 years, human resource managers 
will be executing job interviews through social media platforms. At the educational sector of South 
Sharqiya, HR managers are using Facebook and LinkedIn to recruit employees. The department has 
been able to utilize these tools for enhancing the engagement of workers in business.  
Through the integration of relevant company profile information, the HR department can access 
prospective employees through the wide-network of social media. Social media is considered the 
major source where organizations can attain achieve their human resource objectives. Employees 
can list their job applications accompanied by their personal information in different social medial 
platforms. The subsequent step involves waiting for the human resource departments to contact 
them for interview using the same medium. Additionally, social media platforms have provided useful 
information relative to ideas of job seekers concerning the educational sector of South Sharqiya. 
Nevertheless, the information has been significant in formulating effectual payment structures and 
systems in alignment with expectations of human resources.  
The human resource professionals will obtain multiple advantages from the use of social media 
instruments including assessing the current news and technological advancements. The sharing of 
industry knowledge between human resource professionals and prospective job seekers has 
contributed towards enhanced relationship. As a result, the trend of technological social media 
platform has been considered as crucial engagement tools. Better employee-HR department 
relationship will improve communication in the workplace.  
While the emergence and development of technology has played a critical duty of transforming the 
practices of human resource professionals in the educational sector of South Sharqiya, HR managers 
have the responsibility of maximizing the use of this technology in order to reap more benefits to the 
business community. Technology is constantly re-shaping the future of human resource operations 
especially with the establishment of educational online portals. The HR department is mainly 
concerned with recruiting prospective workers, human management and implementing procedures 
necessary for enhancing the production of human resources. As the dynamics in technology 
continues to redesign the segment of human resources, businesses will become smarter due to the 
employment of skillful and knowledgeable human resources.  
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