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HUMAN RESOURCE INFORMATION SYSTEM
Goal: Integrate Core Processes into Seamless System

Input Data Types

o

Job Analysis
Recruitment ¥

Selection/Job Posting/ —»
Employee Referral

T&D ™
Performance Appraisal—
Compensation
Benefits
Safety

Health

Labor Relations

S N A

Employee Relations

Human
Resource
Information
System

!

g

!

by vy

!

|

Qutput Data Uses*

— Diversity Programs

Contribute Toward Achievement of:

Employee Tracking \
Hiring Decisions

Training Programs/E-
learning/Management Succession

Compensation Programs

Benefit Programs (e.g.,
prescription drug programs)

Health Programs (e.g., Employee
Assistance Programs)
Bargaining Strategies

Employee Services

/

Organizational
Strategic Plans

Human
Resource
Management
Plans

*Certain data are available to employees at work or at home. Examples: supervisors might access just-in-
time training for conducting performance appraisal reviews. Operative employees might enter time and
labor data. All employees may be able to review 401(k) balances, transfer funds, make benefit elections,
set annual performance goals, update personnel data.

/
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PRESENT
PERFORMAMNCE

Dutstanding ,{%
Satisfactory ‘ :ﬁfﬂmh
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Meeds improvernent
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Vice President
Sales

Required development:

<Job mtation info :
finance and procluction

* Executive development
course in strategic
1plxa«mning _

* In-house deve lopment
center—2 weeks

PROMOTION
POTENTIAL

Ready now
Needs further training

Questionahble

Management
Replacement Chart
Showing Development
Needs of Future
Divisional Vice
President

Figure 54
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