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Abstract

g 2 S0 i L management practices through the main study
of dimensions in tne e recrultment, e-selection, e-performance appraisal and e-compensation
The ﬁrstﬁeldS' of HRMis to make use of web-based technology. Within the system of e-HRM, the
line manager uses electronic mode to arrange and conduct appraisals, planned training and
development. Evaluate labour cost turnover and absenteeism. Employee can also use system of
¢-HRM to plan their personal development and promotion in current situation.

Competitive business environment have compelled the organisation 10 adopt electronic
management. Electronic management has become very necessary for building an efficient
effective relationship with human resources. Change in the IT is faster than any other processes

in the organisation. e- RM is the new field of technology that is widely spreading in the

organisation around the world. So, HRM has become more effective through the use of e-HRM

technologies.

INTRODUCTION |

i roach to managing peopie in any organisation. People
A Resource Management 1S &?sev;pg%ach. HRM consists of four main activities thatp is
are considered the key resource o as maintenance of human resource. Effective human
acquisition, development, motivatl ore important in recent times. Because, if a business is to be
resource management haS begome b it needs to manage its human resource effectively. HRM 1s a
successful and achieve 1S objectives; of tools 0 help meet the strategies of the business like HR
uses a var.lety induction, training and development, motivation and

strategic approach. : : : . :
planning, recruitment and as ol anged the pusiness world in the information age, function without

cOmmunication. Technology S of computer and internet has increased that impact significantly. This
computer is difficult. The adtygﬁgines s including human resources where technology continues to have
. i

impact is seen in all aréa :
B ces.
significant impact on pract

ARTICLE
OBJECTIVE OF THE godlss tools, consequences of e-HRM and how e-HRM is shapin;
is € i ironment
To study what ' driven eVt
Organisation in @ technol®
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RESEARCH METHODOLOGY |
Information collected from the various websites, journals and research articles,
Meaning of e-HRM
HRM services in the organisation. It g the
- ¥

provide , :
T for both networking and supporting 1o indivig,,,

¢-HRM is the use of web-based tool to
e-HRM 18 concerned with supporting businegs

planning, implementation and application of I

actors in their shared performing of HR aaivit‘ies.
process by means of training recruitment and performance.

Definition

e-HRM is the “integration of all HR system
simply when HR uses the internet or related techno
then it becomes an e-HRM

ctivities using the web-based technologies

g and a we
r activities procedure procegs”
b

Jogies to support thei

Goals of e-HRM

¢-HRM is seen as offering the potential to improve th
e-benefit, e-compensation, pension management and storage O

department, clients both employees and management.
Traditionally, HR goals have been broken into three categories: maintaining cost-effectiveness,

enhancement of service for internal customer and addressing the tactics of the business. With e-HRM,
one more goal is added that is the improvement of global orientation of HRM, improve efficiency and
Cost effectiveness within the human resource department and allow human resource to become a

strategic partner in achieving organisational goal.

e services (e-recruitment, e-selection,
f employee data) to human resource

Types
There are three types of e-HRM: Operational, Relational and Transformational. Operational
e-HRM is concerned with administrative functional and payroll and employee personnel data.
Relational e-HRM is concerned with supporting business process by means of training, recruitment
performance management. Transformational e-HRM is concerned with strategic HR activities such as

knowledge management and strategic re-orientation.

e-HRM Tools

1. e-Employee Proﬂ}e: It ig web application, which provides a platform to access the
egnplqyeg contact information and provides a comprehensive employee database solution,
simplifying HR management and team building. e-Employee profile contains the following,
certification, award, membership, education, past work experience. assignment skill of
employees, bc?n’:’fp°‘°“?y' emP“]’Y“ assignment, tools, employee availability, job information
sensitive job information, employee exception hours calendar admini - tool
and service detail calendar. inistration, employee

2. e-Recruitment: e-Recruitment, known as online recruitment, i i '

: : , is the practice of using
technology and the particular web-based resources for tasks involved with %nding attracting
assessing, interviewing and hiring new personnel. ’

3. e-Selection: It includes activity like web-based testin - i d
: ol ) : g, face-to-face interaction ¢
interviewing and job offering. The purpose of e-Selection is mainly to achieve cost
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/ won and maximum utilisg 3 89
b Ats Prior to interwvi Hon of human resour D
sossments W, Sources. Only few o .
ASNER Y €W companies use onli
nline

e’wn.lnﬂ: 61‘(“3““}“3 refers to aining o o :
gpplications are lf-\Cd tor k“t‘\\*.ledge creation, nmnt?ucmmn'

: to copdmt tl’ammg online” it includes del‘i v:h‘um‘*m and
WAN), satellite broadcast interactive, TV.Ch ’auc\i\? of contact

y o Performance Management: A web-based v . .
- Praisal system is designed which uses the

intranet and internet) to effoctivaly,
web ( T&t\\el) Svaluate the performance of the employees.

performances contracting and appraisal haye ne :
palance scored card elements. Ve never been easjer. Goals are linked to the

e_c.,mpensadon: Web enable 3

p Pproach 10 an arrav
isation to collect, store manipulate, evaluate 3311

where electronic  devices
transfer. Use of internet or

\ via internet, intranet (LAN,
and videotape.

‘of compensation tools that enables
1se and distribute compensation. All

S t engage in the com i i f
. tern X s pensation planning. The use o
the intranet and internet for compensation planning is called e-Compensation management.

and on-the-job tramning _in the‘ compliance with the skills development. It monitors
Cy acquisition via sophisticated reports by individual department, grade and unit

standards or job title.

consequences of e-HRM
The main consequences of e-HRM is to improve quality services and efficient services at the

It helps in the reduction of cost, time and labour.

[t improves accuracy and reduces human bias.

Prompt insight into reporting and analysis.

Everything is standardised and automated so that everyone can
HRM plays decisive step towards a paperless qfﬁce.

gmmmeeing the security and confidentiality of input data.

e-HRM facilitates globalisation. .

Reduce the need of managers to interact wi .

be benefited.

p i services and support HR process.
— ed tool 10 p!-owde i HRMine support in the management of all

h b-based 1 lete onl _
¢-HRM is the us¢ of wi)lutiOn which provide zor::)p manage human resources in the merrr\\
Mocesses, activities, data and 10 ¢ human resource hip between IT and HRM in organisation.
’

ts O © tions
gy &moh;l%l sat:g:cresaf ding the 1o
¢ are at
Dwelopt;\cnm,yt would be welcome:
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