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Human Resource Management

Human resource management is the function 

of the organisation to design maximizes 

performance of the employees. HR is basically 

concerned of people within organizations, 

focusing on policies and on systems. HR 

organisations basically do a lot of activities 

the recruitment of the employee. It also focuses 

on training and development and performance 

appraisal of the individuals. Human Resource 

management also concerns with industrial 

relations which actually balances the practices of 

the requirements which arises from the collective 

bargaining and governmental laws.

Tactical Human Resource Management

Strategic human resource management is a 

set of policies through which organizations 

the business strategies. Strategic management 
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includes the formulations and implementations 

of the objectives which is taken by the company’s 

top management on the behalf of holders 

which based on the considered resources and 

the assessment of the internal and external 

environments in which organisation competes. 

Strategic supervision delivers overall direction to 

the organisation and includes the organisations 

objectives, emerging policies and plans and 

then allocates the resources to implement the 

strategies.

E- HRM

E- HRM is the method of applying HRM plans, 

policies and practices in the organization through 

the direct support and full usage of web knowledge 

based channels.E- HRM is the application of 

dataknowledge for network support at least two 

persons and collective performers in their shared 

performing of HR activities. E-HRM comprises 

of intended and actual HRM policies, activities, 
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services, and collaborations with individuals 

and organizations. E-HRM, the technology for 

HRM practicesand policies, is maturing within 

organisational life. There is not much explained 

about the E HRM advantages but there is a 

no strongproof to response the question as to 

whether e-HRM contributes toHRM effectiveness. 

whether the efforts put into e-HRM lead to the 

expectedconsequences, but these assessments 

inclined to have a non-objective air.

Types of E-HRM

There are three types of E-HRM:-

 is associated with 

admin functions like staff pay roll and 

employee individual data. It provides the 

choice to employees to keep their individual 

data well maintained through HR websites. 

 is relatively associated 

with the support to business processes in 

the way of training, recruitment & selection 

and performance management.

is related to 

human resource management functions 

like recruitment & selection, training & 

development, compensation, retention, 

evaluation and promotion of personal with 

an organisation which can be transmitted to 

the effective world.

Role of E-HRM

Traditional HRM comprises with recruitment and 

selection, training & develop-ment, retention, 

evaluation, and promotion of individuals within 

an organisation which can be transmitted to 

the practical world. Therefore Human Resource 

in the business world. Though E-HRM is the 

technology which supports the HR functions of 

the organisation and it includes planning, jobs for 

the people, procuring human resources, building 

individual and organizational performance, 

rewarding employees, maintaining human 

resources.

E-HRM also supports the functions of human 

resource management to accept the needs of 

the human resource which based on the system 

which provides a portal enables manager’s, 

employees, and human resource professional to 

important for managing the HR of the companies.

E-HRM Tools

the web submissionwhich provides an essential 

contact information, employee data base 

solution point of access to the workforces. It also 

building by given an employee skills, charts and 

also maintains the database of the managers and 

individual employees.

E-Recruitment: system initially started using 

PCs as a hiring tool by giving advertisements 

forthe jobs on a platform from where applicants 

can approach employers.

E-Recruiting Approaches

E-Selection: E selection nowadays is very 

widespread and maximum employers seems to 

the penetration of online assessment tools such 

as personality assessments or ability tests, has 

extremely been limited.

duration for that previously consumed on paper 

work, increasing data precision, and reducing 

excess HR. Effectiveness can also be boosted by 

improving the competence of both managers 

and employees to make better, sound, authentic 

and quicker decisions regarding HR activities in 

organizations.
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E-HRM can save costs while maintaining the 

excellence of data also improves accuracy 

and reduce human biasness. HRM helps the 

organization to reduce administrative work and 

also helpful for cost reduction programme. It 

employees and current news of the concerned 

sector and also helps organization to recruit 

employee through Web-sites. Employees can 

E-HRM in organisations.

paperless work place system and perfor-

mance of Human Resource activities ele-

ctronically. 

Resource data and ease in classifying data.

the quality of data. 

biasness.

&selection, training, and development could 

be carried out using web based equipment.

managerial work and also helpful for cost 

reduction programme.

the employees and current news of the 

concerned sector.

through Websites. 

focuses on employees are concentrating on 

E-HRM.

Literature Review

Swaroop Reddi K. (2012) explores in his studies 

reliable, and convenient in use, accessible to a 

large groupof different users. E- HRM is mode of 

applying Human Resourceactivities, strategies, 

and practices in organizations by support of full 

usage of web-technologies which is based on 

different channels. E-HRM is way of doing HRM 

in cost effective manner.

Gonzalez et.al (2011) acknowledges 

the consequences of E-HRM in MNCs as 

standardization, elimination of distance 

constraints, increase in speedy performance of 

Human Resourceactivities and E-HRM is mostly 

perceived as effective in MNCs.

Parry and Tyson (2011) have mentioned in 

their study thatE-HRM outcomes are mainly 

related to competence, facility distribution 

and standardization, relational outcomes and 

potential improvements in organizational image. 

The realisation of improved competence and 

participation in providing the business strategy 

and up-skilling of HR staff. 

On the other hand, Rao (2011) addressed the 

encounters of e-recruitment in the developing 

markets of two countries are India and Mexico. 

The challenges to e-recruitment in both 

countries were not established infrastructure 

and the importance of personal interactions 

in the collectivist cultures. Although technical 

installation challenges can arise, it is the human 

challenges associated with change that cannot 

be ignored throughout the execution phase of 

E-HRM.

Kariznoee Aamir and et .al (2012) has 

mentioned in their paper that using technology 

to manage human assets in the areas of 

recruitment, selection, training and monitoring, 

discipline and reward employees more impact 

on job performance to its application in the 

areas of HRM& strategic management such as 

management staff, throughthe usage of E-HRM 

achievement and existence of organizations in 

today’s global market will create a better place.

Methodology

The study is based on secondary sources and 

necessary information is based on secondary 

sources such as journals, books and websites etc.
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Findings

E-HRM is the innovative arena of technology 
that is broadly spreading in the world wide 
organisations. It mainly focuses on transmuting 
the human resource functions into paperless, 

resources for the organisation. E-HRM is the key 
essence of innovations and new inventions in 

throughout the world and providing best 
services to the Indian economy. It mainly targets 
to renovate the human resource management 
functions more effective so that any organisation 
objectives are accomplished.

Conclusion

Most of the industries are getting exposure 
from the electronic information system. The 
development of net based technologies has 

managers and employeesby the usage of self-
service systems. The practice of E-HRM may 
allow the Human Resource function time to 
focus on providing an effective service to the 
organizations. In addition, E-HRM also might 
used to offer correct information on which 
the organization can make decisions about 
how best to manage their personnel. At the 
end it is brief as Electronic Human Resource 
Management is a web-based technique which 
provides computerized support to HR functions. 
The execution of Electronic Human Resource 
Management provides a platform for facts and 

HR activities and facilitates the usages of HR 
online functions and offers more self-service 
to the personnel in organizations. E-HRM is 
advanced commercial result which furnishes 
a whole online provision in the organization 
of all business procedures, activities, data and 
information required to manage human assets 
in organizations. It is an innovative tool which 

accessible to a large group of different users. 
The execution of Human Resource approaches, 
guidelines, and practices in service industries 
by a cognizant support of network technology 

performance of employees in organizations.
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