


Dr. Chetankumar J. Lad
Ph.D, MBA(HRM), NET

Director,
     Naran Lala School of Industrial Management

 and Computer Science (MBA), Navsari, Gujarat.

Dr. Ranjita Banerjee
Ph.D (Mgt.), MHRD, MA (Eco.), UGC-NET, B.Ed

Associate Professor,
CK Shah Vijapurwala Institute of Management,

Vadodara, Gujarat.

Prof. (Dr.) Viralkumar Shilu
Ph.D, M.Com, LL.B., DIM, BBA

Director,
Shree Swaminarayan Institute of Management and IT,

Chhaya - Porbandar, Gujarat.

ISO 9001:2008 CERTIFIED

�������������������������������������������������������������������������������������������������������

Human ResourHuman ResourHuman ResourHuman ResourHuman Resourcecececece

ManaManaManaManaManagementgementgementgementgement
(Text & Cases)



©  AUTHORS
No part of this publication may be reproduced, stored in a retrieval system, or transmitted in any form or by any
means, electronic, mechanical, photocopying, recording and/or otherwise without the prior written permission of the
publishers.

First Edition:   2018

Published by      :  Mrs. Meena Pandey for Himalaya Publishing House Pvt. Ltd.,
“Ramdoot”, Dr. Bhalerao Marg, Girgaon, Mumbai - 400 004.
Phone: 022-23860170/23863863, Fax: 022-23877178

E-mail: himpub@vsnl.com; Website: www.himpub.com

Branch Offices :

New Delhi : “Pooja Apartments”, 4-B, Murari Lal Street, Ansari Road, Darya Ganj,
New Delhi - 110 002. Phone: 011-23270392, 23278631; Fax: 011-23256286

Nagpur : Kundanlal Chandak Industrial Estate, Ghat Road, Nagpur - 440 018.
Phone: 0712-2738731, 3296733; Telefax: 0712-2721215

Bengaluru : Plot No. 91-33, 2nd Main Road Seshadripuram, Behind Nataraja Theatre,
Bengaluru-560020. Phone: 08041138821, 9379847017, 9379847005

Hyderabad : No. 3-4-184, Lingampally, Besides Raghavendra Swamy Matham,
Kachiguda, Hyderabad - 500 027. Phone: 040-27560041, 27550139

Chennai : New-20, Old-59, Thirumalai Pillai Road, T. Nagar, Chennai - 600 017.
Mobile: 9380460419

Pune : First Floor, "Laksha" Apartment, No. 527, Mehunpura, Shaniwarpeth
(Near Prabhat Theatre), Pune - 411 030. Phone: 020-24496323/24496333;
Mobile: 09370579333

Lucknow : House No 731, Shekhupura Colony, Near B.D. Convent School, Aliganj,
Lucknow - 226 022. Phone: 0522-4012353; Mobile: 09307501549

Ahmedabad : 114, “SHAIL”, 1st Floor, Opp. Madhu Sudan House, C.G. Road, Navrang Pura,
Ahmedabad - 380 009. Phone: 079-26560126; Mobile: 09377088847

Ernakulam : 39/176 (New No: 60/251) 1st Floor, Karikkamuri Road, Ernakulam,
Kochi – 682011. Phone: 0484-2378012, 2378016 Mobile: 09387122121

Bhubaneswar : Plot No. 214/1342/1589, Budheswari Colony, Behind Durga Mandap,
Laxmisagar, Bhubaneswar - 751 006. Phone: 0674-2575129;

Mobile: 09338746007

Kolkata : 108/4, Beliaghata Main Road, Near ID Hospital, Opp. SBI Bank,
Kolkata - 700 010, Phone: 033-32449649, Mobile: 7439040301

DTP by : SPS, Bengaluru.

Printed at : M/s. Aditya Offset Process (I) Pvt. Ltd., Hyderabad.



PrefacePrefacePrefacePrefacePreface

This Organization around the world is remodeling themselves as they respond to the

challenges presented by the global economy. Success in today�s competitive business

environment is increasingly a result of effective human resource management. Humans

are an organization�s greatest assets; without them, everyday business functions such

as managing cash flow, making business transactions, communicating through all forms

of media, and dealing with customers could not be completed. Humans and the potential

they possess drive an organization. Today�s organizations are continuously changing.

Organizational change impacts not only the business but also its employees. In order

to maximize organizational effectiveness, human potential-individuals� capabilities, time

and talents-must be managed. Human resource management works to ensure that

employees are able to meet the organizations.

This book is designed to provide a comprehensive introduction to the study of Human

Resource Management, its process and challenges. It is basically student oriented

textbook as it satisfies the requirement of students for an exhaustive exposure to the

principles and practices of human resource management. To become successful

managers, students need exposure to practicalities, this book contains certain examples

a cases that has been chosen from a broad spectrum of organizations to illustrate major

concepts and help student apply the knowledge. The book has been especially written

for the students of PG courses. We have tried to make the book useful for the students

but still we will thankfully solicit and incorporate the suggestions of our readers.

The book would not have seen the light, but for the grace of God and the blessings and

support of our family members and friends.

We offer our gratitude to Himalaya Publishing House Pvt. Ltd., who is leader in

Commerce and Management publications. Our sincere regards to Mr. Niraj Pandey and

Mr. Vijay Pandey for interest shown and for the best effort put forth by the matter of

publication of this book.

Finally, we express our sincere thank to SPS, Bengaluru for their excellent computer

typesetting work and the printing.

Any suggestions regarding improvement and errors, if any, will be gratefully

acknowledged.
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INTRODUCTION

Human Resource Management (HRM) is the set of productive activities within an organization
that focuses on transforming human being into useful resources. The activities include searching
right candidate, identifying their knowledge, skills and attitude towards a specific job, fixing and
practicing fair compensation policy, ensure the safety and comfort in work place, observing the
performance of the employees, employee motivation, effective communication, administration and
training for increasing productivity and efficiency.

HRM is a deliberate and widespread approach to managing people and the workplace culture
and environment. Effective human resource management enables employees to contribute
effectively and productively to the overall company direction and the accomplishment of the
organization's goals and objectives.

HRM is moving away from traditional personnel, administration and transactional roles which
are increasingly outsourced. HRM is now expected to add value to the strategic utilization of
employees and that employee programs impact the business in measurable ways. The new role of
human resource management involves strategic direction and human resource management metrics
and measurements to demonstrate value.

Human Resources
Human resource can be defined as the translating process of human being into a useful

resource. When a human being contributes his/her skills, knowledge and positive attitude towards
productive work in an organization, he/she becomes the human resource for that organization.

Meaning of Human Resource Management
Human Resource Management refers to the planning, organizing and implementing of

productive activities within an organization that focuses on translating human being into useful
resources. The human resource management activities include searching right candidate, identifying
their knowledge, skills and attitude towards a specific job, fixing and practicing fair compensation
policy, ensure the safety and comfort in work place, observing the performance of the employees,
employee motivation, effective communication, administration and training for increasing
productivity and efficiency.

1. HRM is a part of general management.

2. The job of HR manager involves the task of managing people at work along with other
organisational assets.

3. All managers are accountable to their organisation in terms of the impact of their HRM
activities.

INTRODUCTION TO HUMAN RESOURCE MANAGEMENT
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4. Managers are also accountable to their peers and to their subordinates in terms of the quality
of work-life they are providing.

Definitions

According to Prof. Thomas G. Spates, “Human Resource administration is a code of the ways
of organizing and treating individuals at work so that they will get the greatest possible
realization of their intrinsic abilities, thus attaining maximum efficiency for themselves and
their group and thereby giving to the enterprise of which they are a part of its determining
competitive advantages and its optimum results”.

According to Leon C. Megginson, ‘‘HR is the total knowledge, skills, creative abilities, talents
and aptitudes of an organization’s workforce, as well as the value, attitudes and beliefs of the
individuals involved”.

According to Gary Dessler, “Human resource management is the policy and practice of one
need to carry out the people or human resource aspects of a management position, including
recruiting, screening, training, rewarding and appraising”.

According to Edwin B. Flippo, “Human resource management refers to the planning,
organizing, directing and controlling of procurement, development, competition, integration,
maintenance and separation of human resource to the end so that individual, organizational and
social objectives are accomplished”.

According to C.D. Risher and L. F. Schoenfeldt, “Human resource management involves all
management decisions and practices that directly affect or influence the people or human
resources, who work for the organization”.

HISTORY OF HRM

The early development of the function can be traced back to at least two distinct movements.
One element has its origins in the late 19th century, where organizations such as Cadburys at its
Bourneville factory recognized the importance of looking after the welfare of the workforce, and
their families. The employment of women in factories in the United Kingdom during the First World
War led to the introduction of “Welfare Officers”. Meanwhile, in the United States the concept of
human resources developed as a reaction to the efficiency focus of Taylorism or “scientific
management” in the early 1900s, which developed in response to the demand for ever more
efficient working practices within highly mechanized factories, such as in the Ford Motor
Company. By 1920, psychologists and employment experts in the United States started the human
relations movement, which viewed workers in terms of their psychology and fit with companies,
rather than as interchangeable parts.

During the middle of the last century, larger corporations, typically those in the United States
that emerged after the Second World War, recruited personnel from the US Military and were able
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to apply new selection, training, leadership and management development techniques, originally
developed by the Armed Services, working with, for example, university-based occupational
psychologists. Similarly, some leading European multinationals, such as Shell and Phillips developed
new approaches to personnel development and drew on similar approaches already used in Civil
Service training. Gradually, this spread more sophisticated policies and processes that required more
central management via a personnel department composed of specialists and generalist teams.

The role of what became known as Human Resources grew throughout the middle of the 20th
century. Tensions remained between academics who emphasized either ‘soft’ or ‘hard’ HR. Those
professing so-called ‘soft HR’ stressed areas like leadership, cohesion and loyalty that play
important roles in organizational success. Those promoting ‘hard HR’ championed more
quantitatively rigorous management techniques in the 1960s.

In the later part of the last century, both the title and traditional role of the personnel function
was progressively superseded by the emergence, at least in larger organizations, of strategic human
resources management and sophisticated human resources departments. Initially, this may have
involved little more than renaming the function, but where transformation occurred, it became
distinguished by the human resources having a more significant influence on the organizations
strategic direction and gaining board-level representation.

NATURE OF HUMAN RESOURCE MANAGEMENT

Human Resource Management is a process of bringing people and organizations together so
that the goals of each are met. The nature of HRM can be summarized as follows:

i) It is pervasive in nature as it is present in all enterprises.

ii) Its focus is on results rather than on rules.

iii) It tries to help employees develop their potential fully.

iv) It encourages employees to give their best to the organization.

v) It is all about people at work, both as individuals and groups.

vi) It tries to put people on assigned jobs in order to produce good results.

vi) It helps an organization meet its goals in the future by providing for competent and well-
motivated employees.

viii) It tries to build and maintain cordial relations between people working at various levels in the
organization.

ix) It is a multi-disciplinary activity, utilizing knowledge and inputs drawn from psychology,
economics etc.

x) Human resources are multi dimensional in nature.
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OBJECTIVES OF HUMAN RESOURCE MANAGEMENT

The main objective of human resource management is to accomplish the organizational goals.
Therefore, the resources are mobilized to achieve such goals. Some other objectives of human
resource management are as follows:

1. To ensure the effective utilization of resources
Human resource management ensures the effective utilization of resources. HRM teaches how

to utilize human and non-human resources so that the goals can be achieved. Organization aiming to
utilize their resources efficiently invites the HR department to formulate required objectives and
policies.

2. To maintain organizational structure
Organizational structure defines the working relationship between employees and management.

It defines and assigns the task for each employee working in the organization. The task is to be
performed within the given constraints. It also defines positions, rights and duties, accountability
and responsibility and other working relationships. The human resource management system
provides required information too timely and accurately. Hence, human resource management helps
to maintain organizational structure.

3. To develop human resources
Human resource management provides favorable environment for employees so that people

working in organization can work creatively. This ultimately helps them to develop their creative
knowledge, ability and skill. To develop personality of employees, human resource management
organizes training and development campaigns which provide an opportunity for employees to
enhance their caliber to work.

4. To respect for human beings
Another importance objective of human resource management is to provide a respectful

environment for each employee. Human resource management provides with required means and
facilitates employee along with an appropriate respect because the dominating tendency develops
that will result organizational crisis. Hence, all of them should get proper respect at work. Human
resource management focuses on developing good working relationships among workers and
managers in organization. So, good human resource management system helps for respecting the
employees.

5. To maintain goal harmony
Human resource management bridges the gap between individual goal and organizational goal-

thereby resulting into a good harmony. If goal difference occurs, the employees will not be willing
to perform well. Hence, a proper match between individual goal and organizational goal should be
there in order to utilize organizational resources effectively and efficiently.
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6. To ensure employee satisfaction
Human resource management provides a series of facilities and opportunities to employees for

their career development. This leads to job satisfaction and commitment. When the employees are
provided with every kind of facilities and opportunities, they will be satisfied with their work
performance.

7. To ensure employee discipline and moral
Human resource management tries to promote employee discipline and moral through

performance based incentives. It creates a healthy and friendly working environment through
appropriate work design and assignment of jobs.

8. To increase organizational productivity
Human resource management focuses on achieving higher production and most effective

utilization of available resources. This leads to an enhancement in organizational goals and
objectives.

SCOPE OF HUMAN RESOURCE MANAGEMENT

Human resource Management is undoubtedly the key resources in an organization, the easiest
and the most difficult to manage. The purposes of the HRM span right from the manpower needs
assessment to management and retention of the same. To this effect Human resource management
is responsible for effective designing and implementation of various policies, procedures and
programs. It is all about developing and managing knowledge, skills, creativity, aptitude and talent
and using them optimally. Human Resource Management is not just limited to manage and optimally
exploit human intellect. It also focuses on managing physical and emotional capital of employees.
Considering the intricacies involved, the scope of HRM is widening with every passing day. It
covers but is not limited to HR planning, hiring (recruitment and selection), training and
development, payroll management, rewards and recognitions, Industrial relations, grievance
handling, legal procedures etc. In other words, we can say that it’s about developing and managing
harmonious relationships at workplace and striking a balance between organizational goals and
individual goals.

The scope of human resource management can be summarized as follows:

1. HRM in Personnel Management
This is typically direct manpower management that involves manpower planning, hiring

(recruitment and selection), training and development, induction and orientation, transfer,
promotion, compensation, layoff and retrenchment, employee productivity. The overall objective
here is to ascertain individual growth, development and effectiveness which indirectly contribute to
organizational development. It also includes performance appraisal, developing new skills,
disbursement of wages, incentives, allowances, traveling policies and procedures and other related
courses of actions.
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2. HRM in Employee Welfare
This particular aspect of HRM deals with working conditions and amenities at workplace. This

includes a wide array of responsibilities and services such as safety services, health services,
welfare funds, social security and medical services. It also covers appointment of safety officers,
making the environment worth working, eliminating workplace hazards, support by top
management, job safety, safeguarding machinery, cleanliness, proper ventilation and lighting,
sanitation, medical care, sickness benefits, employment injury benefits, personal injury benefits,
maternity benefits, unemployment benefits and family benefits.

It also relates to supervision, employee counseling, establishing harmonious relationships with
employees, education and training. Employee welfare is about determining employees’ real needs
and fulfilling them with active participation of both management and employees. In addition to this,
it also takes care of canteen facilities, creches, rest and lunch rooms, housing, transport, medical
assistance, education, health and safety, recreation facilities etc.

3. HRM in Industrial Relations
Since it is a highly sensitive area, it needs careful interactions with labor or employee unions,

addressing their grievances and settling the disputes effectively in order to maintain peace and
harmony in the organization. It is the art and science of understanding the employment (union-
management) relations, joint consultation, disciplinary procedures, solving problems with mutual
efforts, understanding human behavior and maintaining work relations, collective bargaining and
settlement of disputes.

The main aim is to safeguarding the interest of employees by securing the highest level of
understanding to the extent that does not leave a negative impact on organization. It is about
establishing, growing and promoting industrial democracy to safeguard the interests of both
employees and management.

MAJOR ACTIVITIES OF HRM

The major activities of HRM can be summarized as follows:

1.  Human Resource Planning
It is understood as a process of forecasting an organization’s future demand  and supply for

the right type of people in the right number. It is through this activity, which helps the organization
to know how many employees exist in the organization and how many are required to perform the
current jobs and as to how many are required to perform the future jobs.

2. Job Analysis
It is the process of studying and collecting information relating to the operations and

responsibilities of a specific job. The immediate products of this analysis are job description and job
specification
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3. Recruitment and Selection
Recruitment is the process of stimulating the candidates to apply for jobs. Selection is a

process of identifying the most eligible candidate for a particular job.

4. Orientation and Placement
Orientation is a socializing process by which the organization seeks to make the employee

comfortable at the work place. Placement on the other hand is about matching the requirements of
the job with the qualification of the candidate.

5. Training and Development
Training is imparting specific and necessary skills to an employee in order to perform a

particular job/task at present; whereas development of an employee is all about imparting vast
knowledge to an employee in order to equip him/her towards the future job.

6. Performance Appraisal and Job Evaluation
Performance Appraisal is the systematic evaluation of the individual with respect to his or her

performance on the job and his or her potential for development.

Job evaluation is a systematic technique, which aims at determining the worth of a job. It is
rating a job and not an individual performing the job.

7. Employee and Executive Remuneration
Remuneration is a wage or salary or any other compensation paid to employee for the service

they render to the organization.

8. Motivation and Commuication
Motivation is the process of channeling a person’s inner drives towards accomplishing the

goals of an organization. Communication is the process of transmission of ideas, information,
orders or instructions to the recipient so that there is an understanding between the sender and the
receiver.

9. Welfare, Safety and Healthy measures
The organization implements various welfare, safety and healthy measures for the betterment

security and satisfaction of the employees.

10. Better Industrial Relations
Industrial Relations are those relations, which arise at the work place. For example:

relationship between the employer and the employee and between the employee and the employers.
Hence IR is more concerned and strives towards maintaining cordial relationship between the
groups as mentioned above.
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IMPORTANCE OF HRM

Importance of HRM can be discussed at four levels which are as follows:

1. Corporate Level
For an enterprise effective HRM leads to attainment of its goal efficiently and effectively. HRM

helps enterprise in the following ways:

a) Hiring required skill set and retaining them through effective human resource planning,
recruitment, selection, placement, orientation and promotion policies.

b) Development of employees by enhancing necessary skills and right attitude among employees
through training, development, performance appraisals etc.

c) HRM also takes care of optimum utilization of available human resource.

d) HRM also ensures that organization has a competent team and dedicated employees in future.

2. Professional Level
a) HRM also leads to improved quality of work life; it enables effective team work among

employees by providing healthy working environment.

b) By providing opportunities for personal development of an employee.

c) Enabling healthy relationships among teams and allocating work properly to employees as well
as teams.

3. Social Level
a) HRM plays important role in the society, it helps labour to live with pride and dignity by

providing employment which in turn gives them social and psychological satisfaction.

b) HRM also maintains balance between open jobs and job seekers.

4. National Level
a) HRM plays a very significant role in the development of nation. Efficient and committed

human resource leads to effective exploitation and utilization of nation’s natural, physical and
financial resources.

b) Skilled and developed human resource ensures the development of that country. If people are
underdeveloped then that country will be underdeveloped.

c) Effective HRM enhances economic growth which in turn leads to higher standard of living
and maximum employment.

FUNCTIONS OF HRM

Every manager must get things done from people. Individual goals and aspirations have to be
in alignment with organizational goals for the successful handling of a business. A manager’s
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handling of the human assets reflects his managerial capabilities. Managing people is one of the
biggest challenges for any manager.

The functions of HRM can be classified into two categories which are:

1. Managerial Functions
Management is the accomplishment of results through the efforts of other people. Managerial

functions of HRM are as follows:

(i) Planning
Planning involves choosing of one of the various alternatives available for accomplishing the

desired result with the greatest economy and certainty through the process of looking ahead. It also
involves planning of human resources, requirements, recruitment, selection, training etc. and also
involves determining of strategies, programme, policies and procedure to accomplish organization
objectives. It involves ability to think, to predict, to analyze and to take decision.

(ii) Organizing
It involves establishing an intentional structure of roles for people in an organization. Structural

considerations such as the chain of command, division of labor and assignment of responsibility are
part of the organizing function. Careful organizing ensures effective use of human resources.
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According to JL Massie, an organization is a “structure and a process by which a cooperative group
of human beings allocates its task among its members, identifies relationships and integrates its
activities towards a common objective”. The organizing function establishes relationships among
employees so that they can contribute collectively towards the attainment of organizational goals. It
is an activity which establishes harmonious adjustment among all the factors of production i.e.,
land; labor, capital, organization and enterprise. Complex relationships exist between the specialized
departments and the general departments as many top managers are seeking the advice of HR
manager. Organization establishes relationships among the employees so that they can collectively
contribute to the attainment of company goals.

(iii) Directing
Direction is telling people what to do and seeing that they do it to the best of their ability. It is

the process of directing all the available resources towards the common organizational goals.
Direction includes seeing that mistakes are corrected, making assignments, issuing orders, provided
on the job instructions and of course, corresponding procedures. Thus direction is a vital
management function, which ensures maximum employee contribution and also helps in
establishing sound industrial and human relations. It is a very important managerial function in
building sound industrial and human relations besides securing employee contributions. Directing
also involves coordination between different departments to ensure maximum utilization of all
resources including human resource.

(iv) Co-ordinating
Co-ordination is required in all levels. Human resource department ensures developing,

programmers for better co-ordination, interpreting and reviewing personnel policies.

(v) Controlling
Controlling is the measuring and correcting of activities of subordinates to ensure that events

conform to plan. Auditing is the training programmers, analyzing labor turnover records, directly
moral surveys are some of the means for controlling the HRM functions. It is checking regulating
and verifying whether everything occurs as per the standards set and plans adopted.

2. Operative Functions
The operative functions of HRM are concerned with the activities specially dealing with

employment, human resource development, compensation and human relations.

(i) Procurement
Through the process of recruitment and selection, the HR manager identifies the right type of

people required in the organization and puts in some efforts to develop to get better performance.

(ii) Maintenance
Maintenance is one of the important functions to perform in HRD. Human Resources

Management undertakes all the activities contributing to maintaining people in the organization. For
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examples, Good environment, different facilities like canteen, rest room, parking facilities,
introducing safety measures to avoid accident, introducing incentives in the form of extra leaves,
remuneration for medical expenses etc.

(iii) Development
Through Training and Development the present and future skills required are imparted to

employees.

(iv) Work Culture
HRM introduces to pattern, the procedures in which the organization carries out its function.

It is this definite way of word that creates a definite work culture in the organization.

(v) Educating the Managerial Personnel
Personnel Development programmes tries to educate the managerial executive of the market

situations and trends which help in forming new plans and strategies of products.

(vi) Conducting Research
The main focus of human resource management is to come out with different ways in order

to control and regulate the personnel towards the right direction there by achieving organization’s
objectives. In order to attain HRM it should focus towards coming out with continuous innovative
methods in order to communicate, understand and integrate the workforce, research plays a pivotal
role.

(vii) Developing a Communication System
HRM promotes free flow of communication in organization i.e., upwards, downwards and

lateral, which helps in building suitable environment of work and builds culture link in the
organization.

(viii) Compensation
It is concerned with securing adequate and equitable remuneration to persons working in the

organization. Compensation should be fixed in such a way that it is able to attract and retain suitable
persons in the organization.

(ix) Integration
It is an attempt to effect reconciliation of individual, organization and social interest.

(x) Employment
Employment is concerned with stabling and employing the people possessing required kind

and level of human resources necessary to achieve the organizational objectives. It includes the
functions like job analysis, human resource planning, recruitment, selection, placement, induction
and internal mobility.
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(xi)  Human Resource Development
 Human resource development efforts are described in terms of the training and educating

programs and the number of people who are exposed to these programmes. Unless a systematic
and constant monitoring of these programs and a systematic appraisal of the actual effect of these
programs, in terms of actual results achieved, can be determined, it may not be possible to
understand whether the real purpose is served by these programs.

(xii)  Human Relation
This process leads to the human relations movement with its emphasis on the fact that

employees need to be understood in order to be satisfied and productive. The idea that good human
relations in and of themselves will increase productivity failed to be consistently supported, and
many of the movement’s ideas were abandoned.

10 C�S MODEL OF HRM PRINCIPLE

It is evident that the human resource management department has to perform a number of
functions such as human resource planning, recruitment, selection, training and development,
performance appraisal and so on for the purpose of achieving operational efficiency and
organizational goals and objectives. In order to execute these functions effectively and efficiently,
so as to facilitate the organizations to achieve its aims, there is a need for the organizations to
observe certain principles of HRM.

The area of HRM has been surfacing ever since it came into existence in1970s. A number of
models have proposed by many human resource professionals to construe and also promote HR
policies and practices in tune with precise thoughts and values. Amongst this new sort of models,
the Ten C’s model of HRM is regarded as all encompassing and a realistic model. Alan Price is the
architect of this model who presented it in his book titled Human Resource Management in a
Business Context, published in 1997. There are ten essential principles-the Ten Cs-in this model.
These are:

1. Comprehensiveness: The HRM strategy of an organization must include all the aspects of
people management, typically starting from recruitment to post separation programmes.

2. Credibility: The HR practices must build trust between staff and top management and
encourage employees’ belief in HRM strategies.

3. Communication: The objectives of organization and that of HRM must be understood and
accepted by all employees. The operating culture in organization must encourage openness and
be free from all barriers.

4. Cost effectiveness: The reward and promotion system must be fair.

5. Creativity: The competitive advantage of the company must stem from its unique HR
strategies.
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6. Coherence: HRM activities and initiatives must from a meaningful whole.

7. Competence: HRM strategy will be crafted in such a way that organization becomes
competent to achieve its objectives with the support of individual competencies.

8. Control: HRM policies and practices must ensure that performance of HR is consistent with
business objectives.

9. Change: The basic premise of HRM strategy must be that continuous improvement and
development is essential for survival.

10. Commitment: The last C stresses upon that employee are to be motivated to achieve
organizational goals.

MAJOR/IMPORTANT PROCESS OF HRM

The various HRM activities are as follows:

1. Leadership
Leadership is stated as the “process of social influence is which one person can enlist the aid

and support of others in the accomplishment of a common task.” Leadership remains one of the
most relevant aspects of the organizational context. However, defining leadership has been
challenging and definitions can vary depending on the situation as “leadership is about capacity: the
capacity of leaders to listen and observe, to use their expertise as a starting point to encourage
dialogue between all levels of decision-making, to establish processes and transparency in decision-
making, to articulate their own value and visions clearly but not impose them. Leadership is about
setting and not just reacting to agendas, identifying problems and initiating change that makes for
substantial improvement rather than managing change”.

2. Training and Development
It is a learning process that involves the acquisition of knowledge, sharpening of skills,

concepts, rules, or changing of attitudes and behaviors to enhance the performance of employees.
Training is an investment because the departments such as, marketing & sales, HR, production,
finance, etc. depends on training for its survival. If training is not considered as a priority or not
seen as a vital part in the organization, then it is difficult to accept that such a company has
effectively carried out HRM. Training actually provides the opportunity to raise the profile
development activities in the organization the enhancement of the skills, knowledge, and experience
of employees with the purpose of improving performance. Employee development, unlike personal
development, is usually coordinated by the employing organization. It can use a variety of training
methods, and is usually conducted on a planned basis, perhaps as a result of a performance
appraisal.

3. Performance Appraisal
Personnel evaluation method is seeking the measurement of employee work effectiveness

using objective criteria. Performance appraisal systems hope to achieve higher productivity
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outcomes by delineating how employees meet job specifications. Performance appraisal is one of
the important components in the rational and systemic process of human resource management.
The information obtained through performance appraisal provides foundations for recruiting and
selecting new hires, training and development of existing staff, and motivating and maintaining a
quality work force by adequately and properly rewarding their performance. Without a reliable
performance appraisal system, a human resource management system falls apart, resulting in the
total waste of the valuable human assets a company has.

4. Staffing
The term staffing may be defined as the managerial function of hiring and developing the

required personnel to fill in various positions in an organization. This function involves the
determination of the size and categories of staff requirement. It is also concerned with employing
the right type of people and developing their skills through training. The staffing function focuses
on maintaining and improving the manpower in an organization. After an organization’s structural
design is in place, it needs people with the right skills, knowledge, and abilities to fill in that
structure. People are an organization’s most important resource, because people either create or
undermine an organization’s reputation for quality in both products and service. Staffing, is the
management function devoted to acquiring, training, appraising, and compensating employees .he
right staff can carry an organization through a period of change and ensure its future success.
Because of the importance of hiring and maintaining a committed and competent staff, effective
human resource management is crucial to the success of all organizations.

5. Justice Determination
The quality of being just; conformity to the principles of righteousness and rectitude in all

things; strict performance of moral obligations; practical conformity to human or divine law;
integrity in the dealings of men with each other; rectitude; equity; uprightness. Generally,
maintaining good organizational justice can lead to ideal and favorable outcomes in the workplace. It
is expected that employees will act according to organizational rules and regulations if they are
treating fairly and receive the outcomes they desire. In research, it has been shown that employees
are more committed to the organization, have more trust, and are more satisfied when justice is
perceived as being fair. There is also research that compared organizational justice to various
employee behaviors and elements of interpersonal communication, such as sexual harassment,
ethics, performance, feedback and citizenship behavior.

6. Collective Bargaining
Collective bargaining is a process between employers and employees to reach an agreement

regarding the rights and duties of people at work. Collective bargaining aims to reach a collective
agreement which usually sets out issues such as employees pay, working hours, training, health and
safety and rights to participate in workplace or company affairs. Collective bargaining is process of
joint decision making and basically represents a democratic way of life in industry. It is the process
of negotiation between firm’s and workers’ representatives for the purpose of establishing mutually
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agreeable conditions of employment. It is a technique adopted by two parties to reach an
understanding acceptable to both through the process of discussion and negotiation.

7. Organization Development
Organization development is a planned, organization-wide effort to increase an organization’s

effectiveness and viability. Warren Bennie, has referred to organization development as a response
to change, a complex educational strategy intended to change the beliefs, attitudes, values, and
structure of organization so that they can better adapt to new technologies, marketing and
challenges and the dizzying rate of change itself. Organization development is neither “anything
done to better an organization” nor is it “the training function of the organization”; it is a particular
kind of change process designed to bring about a particular kind of end result. Organization
development can involve interventions in the organization’s “processes,” using behavioral science
knowledge as well as organizational reflection, system improvement, planning and self-analysis.

SYSTEMS OF HRM

Organisational system consists of several sub-systems which are closely interlinked and
interrelated as shown in. These sub-systems interact with each other closely. In fact each sub-
sytem is a system by itself.

i) Business organization as a single entity composed of an interrelated subunits like production,
marketing, human resources and finance.

ii) Organization is closely related to its environment. In other words, environment influences the
organization and the organization also influences the environment.

iii) System is “input-process-output” mechanism. Organization receives raw material from the
environment, converts the raw material into products and supplies these products to the
environment.

iv) Information flows freely in the organization. In addition, information flows from the external
environment to the organization system and from the organization system to the external
environment.

v) System integrates all its internal and external stakeholders like supplying of inputs, employees,
shareholders, customers, government, creditors, bankers, market intermediaries like
wholesalers, retailers and franchisees.

vi) Each system consists of several sub-systems. In fact each of the stakeholders forms a sub-
system.

Thus organizational system consists of several sub-systems which are closely interlinked and
interrelated as shown in the figure. These sub-system interact with each other closely. In fact each
sub system is a system by itself.
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Different systems of human resources management are as follows:

(i) Information management system: Under this method, all policies and practices are to be well
articulated and effectively communicated to the workforce.

(ii) Discipline management system: Under a discipline management a system of administering
disciplines to foster positive employee behavior that will promote organizational objectives.

(iii) Recruitment management system: Recruiting is the process by which organizations locate
and attract individuals to fill job vacancies. Most organizations have a continuing need to
recruit new employees to replace those who leave or are promoted, and to permit
organizational growth.

(iv) Training management system: Under this system the HR managers identify of training needs,
preparation of a training strategy, and an appropriate training system.

(v) Performance management system: Performance appraisal is the system by which an
employee’s contribution to the organization during a specified period of time is assessed.
Performance appraisal can improve employee motivation and performance.

(vi) Reward management system: It ensure that people are rewarded in accordance with their
contribution.

(vii) Culture management system: It is a system of thinking and behaving shaped by the values,
attitudes, rituals and sanctions in an organization.

(viii) Health and safety management system: It is a system of maintaining a healthy and safety
system of work in an organization. Most organizations are very much concerned about
providing a safety and healthy work place. Part of this concern is simple humanitarianism.
Few firms would knowingly send unprotected employees into a dangerous situation.

HR MANAGER

HR manager plays a dynamic role in the HR management processes. HR manager is supposed
to be a senior executive who has the competency not only to manage the human resources of the
company, but to guide all the executives including the top boss. As he is directly reporting to the top
boss, he must be able to keep the same wavelength with the boss, influencing and convincing him
of the HR policies and ensuring his support for all the human resources development programs.

He must be able to provide direction to all the functional managers and executives regarding
the human resources philosophy that guides the actuating process and it is he who provides
leadership to his subordinates in the HR function and other functional executives to adopt a human
resources approach to management.
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ROLE OF HUMAN RESOURCE MANAGER

Human resource manager plays various roles at different levels in the modern organization.

The various role of HR manager are as follows:

1. Role playing as a Specialist: The HRM department has personnel relationship with other
department in the organization. It is responsible for advising management from the Managing
Director to the lowest line supervisor in all areas relating to personnel management and
industrial relations. The human resource manager provides information, offers suggestions and
is not responsible for the end results.

2. Role playing as a Controller: The human resource manager performs as a controller. He can
give the advice on policies, help managers in implementing their programs and provide
services, exercise monitoring and control functions sparingly.

3. Role playing as an Agent: The human resource manager should work as a consultant of an
organizational development by providing necessary information and infrastructure to the line
managers. Thus, the role of HR managers is more concerned with providing information and
offering advice of the decision makers rather than making decisions.

4. Role playing as a Counselor: As a counselor, the HR manager take care the employees facing
various problems like material, health, children education, mental, physical and career and also
approach the personnel manager.

MAJOR PROCESS SPECIFIC ROLE TO BE PLAYED BY HR EXECUTIVE

The various roles of HRM activities are as follows:

1. Leadership
Leadership is stated as the “process of social influence is which one person can enlist the aid

and support of others in the accomplishment of a common task.” Leadership remains one of the
most relevant aspects of the organizational context. However, defining leadership has been
challenging and definitions can vary depending on the situation as “leadership is about capacity: the
capacity of leaders to listen and observe, to use their expertise as a starting point to encourage
dialogue between all levels of decision-making, to establish processes and transparency in decision-
making, to articulate their own value and visions clearly but not impose them. Leadership is about
setting and not just reacting to agendas, identifying problems and initiating change that makes for
substantial improvement rather than managing change”.

2. Training and Development
It is a learning process that involves the acquisition of knowledge, sharpening of skills,

concepts, rules, or changing of attitudes and behaviors to enhance the performance of employees.
Training is an investment because the departments such as, marketing & sales, HR, production,
finance, etc. depends on training for its survival. If training is not considered as a priority or not
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seen as a vital part in the organization, then it is difficult to accept that such a company has
effectively carried out HRM. Training actually provides the opportunity to raise the profile
development activities in the organization the enhancement of the skills, knowledge and experience
of employees with the purpose of improving performance. Employee development, unlike personal
development, is usually coordinated by the employing organization. It can use a variety of training
methods, and is usually conducted on a planned basis, perhaps as a result of a performance
appraisal.

3. Performance Appraisal
Personnel evaluation method is seeking the measurement of employee work effectiveness

using objective criteria. Performance appraisal systems hope to achieve higher productivity
outcomes by delineating how employees meet job specifications. Performance appraisal is one of
the important components in the rational and systemic process of human resource management.
The information obtained through performance appraisal provides foundations for recruiting and
selecting new hires, training and development of existing staff and motivating and maintaining a
quality work force by adequately and properly rewarding their performance. Without a reliable
performance appraisal system, a human resource management system falls apart, resulting in the
total waste of the valuable human assets a company has.

4. Staffing
The term staffing may be defined as the managerial function of hiring and developing the

required personnel to fill in various positions in an organization. This function involves the
determination of the size and categories of staff requirement. It is also concerned with employing
the right type of people and developing their skills through training. The staffing function focuses
on maintaining and improving the manpower in an organization. After an organization’s structural
design is in place, it needs people with the right skills, knowledge and abilities to fill in that
structure. People are an organization’s most important resource, because people either create or
undermine an organization’s reputation for quality in both products and service. Staffing, is the
management function devoted to acquiring, training, appraising, and compensating employees .he
right staff can carry an organization through a period of change and ensure its future success.
Because of the importance of hiring and maintaining a committed and competent staff, effective
human resource management is crucial to the success of all organizations.

5. Justice Determination
The quality of being just; conformity to the principles of righteousness and rectitude in all

things; strict performance of moral obligations; practical conformity to human or divine law;
integrity in the dealings of men with each other; rectitude; equity; uprightness. Generally,
maintaining good organizational justice can lead to ideal and favorable outcomes in the workplace. It
is expected that employees will act according to organizational rules and regulations if they are
treating fairly and receive the outcomes they desire. In research, it has been shown that employees
are more committed to the organization, have more trust and are more satisfied when justice is
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perceived as being fair. There is also research that compared organizational justice to various
employee behaviors and elements of interpersonal communication, such as sexual harassment,
ethics, performance, feedback and citizenship behavior.

6. Collective Bargaining
Collective bargaining is a process between employers and employees to reach an agreement

regarding the rights and duties of people at work. Collective bargaining aims to reach a collective
agreement which usually sets out issues such as employees pay, working hours, training, health and
safety, and rights to participate in workplace or company affairs. Collective bargaining is process of
joint decision making and basically represents a democratic way of life in industry. It is the process
of negotiation between firm’s and workers’ representatives for the purpose of establishing mutually
agreeable conditions of employment. It is a technique adopted by two parties to reach an
understanding acceptable to both through the process of discussion and negotiation.

7. Organization Development
Organization development is a planned, organization-wide effort to increase an organization’s

effectiveness and viability. Warren Bennie, has referred to organization development as a response
to change, a complex educational strategy intended to change the beliefs, attitudes, values, and
structure of organization so that they can better adapt to new technologies, marketing and
challenges and the dizzying rate of change itself. Organization development is neither “anything
done to better an organization” nor is it “the training function of the organization”; it is a particular
kind of change process designed to bring about a particular kind of end result. Organization
development can involve interventions in the organization’s “processes,” using behavioral science
knowledge as well as organizational reflection, system improvement, planning and self-analysis.

STRATEGIC ROLE TO BE PLAYED BY HR MANAGER IN ORGANIZATION

Following are the major strategic role a HR Manger can play;

1. HR Manager can identify the important or crucial human issues which can affect business
strategy.

2. HR Manager can help in designing and execution of business strategy.

3. HR Manager can give alternative insights to the business problem.

4. Hr Managers can take lead and may highly involved in creating responsive and market-driven
organizations.

5. HR Managers can help Organizational member to conceptualize and execute change necessary
for organizational survival/growth.

6. HR manager should ensure that HR department’s strategies, policies, and activities must make
sense in terms of the company’s strategies, and they are supposed to  support these strategies
in all possible manner.
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7. HR Manager is expected to provide competitive intelligence which is useful in the strategic
planning process.

8. HR Manager are supposed to  provide information regarding the company’s internal strengths
and weaknesses of human resource.

9. HR manager is expected to provide  specific and measurable information regarding firm’s HR
activities  and its contribution in creating value for the company.

DUTIES AND RESPONSIBILITIES OF HUMAN RESOURCE MANAGER

The primary duties and responsibilities of HRM are as follows:

(i) To act as an internal change agent and consultant.

(ii) To initiate change and act as an expert and facilitator.

(iii) To actively involve himself in company’s strategy formulation.

(iv) To provide co-ordination and support services for the delivery of HRD programs and services.

(v) To develop a thorough knowledge of corporate culture plant and polices.

(vi) To keep communication lines open between the HRD function and individuals and groups both
within and outside the organization.

(vii) To evaluate the impact of an HRD intervention or to conduct research as to identify, develop
or test how HRD in general has improved individual or organizational performance.

(viii) To try and relate people and work so that the organization objectives are achieved
effectively and efficiently.

(ix) To facilitates the development of various organizational teams and their working relationship
with other teams and individuals.

(x) To diagnose problems and to determine appropriate solution particularly in the human
resources areas.

TYPICAL ORGANIZATION SET-UP OF HRM

The Typical Organization Chart of HR Department is to oversee functions and manage
employees by planning, implementing, and evaluating human resources policies, principles and
programs. Basically, it involves functional activities including hiring qualified employees, establishing
compensation structure, training staffs, addressing employee relations matters and maintaining
workplace safety.
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An HR organizational chart example:

 

1. Recruitment
Recruitment is a vital task for HR department because it determines what kind of people will

work for the company – whether they have the right knowledge and skills, and whether they are
suitable for the position or not. To accomplish this mission, they HR department need to develop
and execute quality recruitment strategies to ensure that recruitment meets all affirmative action
commitments.

2. Compensation and Benefits
HR manager needs to establish strategic compensation plans, ensuring wages and reward

programs are administrated equally throughout the workforce. They need to provide employees
with benefit options, including health insurance, retirement planning, life insurance, etc. What’s
more, they are responsible for authorizing salary changes, position changing an election.

3. Employee Relations
HR department is also responsible for investigating and solving employee complaints, conflicts

and concerns. Many possible issues might arise in a company. For example, an employee is not
satisfied with his performance assessment result and seeks for revision. If this kind of
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circumstance happens, the HR department needs to research on this issue, and solve the problem
by negotiating with his superior.

4. Training and Development
Through effective training, employees could enhance their knowledge, skills and work

abilities, so that they can improve their job performance. Human resource department conduct
needs analysis to decide what training is necessary to improve performance and productivity.

5. Workforce Safety
HR department needs to ensure every staff working in a safe environment. It’s their obligation

to research and develop safety policies for the company that is in compliance with state and federal
laws and regulation. They need to identify unsafe conditions and make clear notice on potential
dangerous matters such as dangerous equipment, chemical drugs, radioactive substances, etc.

QUALITY/PROFICIENCY OF SUCCESSFUL HR MANAGER

The important qualities of HR manager are:

1. Knowledge
HR manager should be good knowledgeable person. A thorough knowledge base is essential.

The knowledge base must be so ingrained and integrated into their being that they become
transparent, focusing on the employee and what she/he needs to learn, versus focusing on the
knowledge base. The excellent manager lives from a knowledge base, without having to draw
attention to it.

2. Creativity
Creativity is what separates competence from excellence. Creativity is the spark that propels

projects forward and that captures peoples' attention. Creativity is the ingredient that pulls the
different pieces together into a cohesive whole, adding zest and appeal in the process.

3. Structure
The context and structure we work within always have a set of parameters, limitations and

guidelines. A stellar manager knows how to work within the structure and not let the structure
impinge upon the process or the project. Know the structure intimately, so as to guide others to
effectively work within the given parameters. Do this to expand beyond the boundaries.

4. Intuition
Intuition is the capacity of knowing without the use of rational processes; it's the cornerstone

of emotional intelligence. People with keen insight are often able to sense what others are feeling
and thinking; consequently, they're able to respond perfectly to another through their deeper
understanding. The stronger one's intuition, the stronger manager one will be.
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5. Commitment
HR manager is committed to the success of the project and of all team members. He holds the

vision for the collective team and moves the team closer to the end result. It's the manager's
commitment that pulls the team forward during trying times.

6. Being Human
Employees value leaders who are human and who don't hide behind their authority. The best

leaders are those who aren't afraid to be themselves. Managers who respect and connect with
others on a human level inspire great loyalty.

7. Flexibility
Flexibility and versatility are valuable qualities in a manager. Beneath the flexibility and

versatility is an ability to be both non-reactive and not attached to how things have to be. Versatility
implies an openness - this openness allows the leader to quickly *change on a dime* when
necessary. Flexibility and versatility are the pathways to speedy responsiveness.

8. Lightness
A stellar manager doesn't just produce outstanding results; s/he has fun in the process.

Lightness doesn't impede results but rather, helps to move the team forward. Lightness
complements the seriousness of the task at hand as well as the resolve of the team, therefore
contributing to strong team results and retention.

9. Discipline/Focus
Discipline is the ability to choose and live from what one pays attention to. Discipline as self-

mastery can be exhilarating. Role model the ability to live from your intention consistently and you'll
role model an important leadership quality.

10. Big Picture, Small Actions
Excellent managers see the big picture concurrent with managing the details. Small actions

lead to the big picture; the excellent manager is skillful at doing both: think big while also paying
attention to the details.

DIFFERENCES BETWEEN PERSONNEL MANAGEMENT AND HRM

Although both human resource management (HRM) and personnel management focus on
people management, if we examine critically, there are many differences between them. Some are
listed below:
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Personnel Management                      Human Resource Management

1. Personnel Management refers to the
administrative discipline of hiring and developing
employees so that they become more valuable to
the organization. It includes (i) conducting job
analyses, (ii) planning personnel needs and
recruitment, (iii) selecting the right people for the
job, (iv) orienting and training, (v) determining
and managing wages and salaries, (vi) providing
benefits and incentives, (vii) appraising
performance, (viii) communicating with all
employees at all levels.

2. The nature of relations can be seen through
two different perspective views which are
Pluralist and Unitary. There is a clear difference
between both because in personnel management,
the focus is more on individualistic where
individual interest is more than group interest.

3. The distribution of power in personnel
management is centralized where the top
management has full authority in decision-
making where even the personnel managers are
not even allowed to give ideas or take part in any
decision which involves “employees”.

4. Personnel management emphasizes much on
leadership style which is very transactional. This
style of leadership merely sees the leader as a
task-oriented person. This leader focuses more
on procedures that must be followed,
punishment form non-performance and non-
compliance of rules and regulations and put

1. Human resource management (HRM) refers
to the management of an organization’s
workforce or human resources. It is responsible
for the attraction, selection, training, assessment
and rewarding of employees while overseeing
organizational leadership and culture and
ensuring compliance with employment and
labour laws.

2. HRM through a shared vision between
management and staff create a corporate vision
and mission which are linked to business goals
and the fulfillment of mutual interest where the
organization’s needs are satisfied by employees
and employees’ needs are well-taken care by the
organization. Motorola and Seagate are good
examples of organizations that belief in this
Unitarist approach which also focuses in team
management and sees employees as partners in
an organization.

3. HRM sees the decentralization of power
where the power between top management is
shared with middle and lower management
groups. This is known as “empowerment”
because employees play an important role
together with line and HR managers to make
collective and mutual decisions, which can
benefit both the management and employees.

4. HRM creates leaders who are
transformational. This leadership style
encourages business objectives to be shared by
both employees and management. Here, leaders
only focus more on people-oriented and
importance on rules, procedures and regulations
are eliminated and replaced with: i) Shared
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RECENT TRENDS  THAT CHALLENGED TRADITIONAL HUMAN RESOURCE

MANAGEMENT OR CHANGING ENVIRONMENT OF HRM

The world of employment is rapidly changing. As a part of organization, Human Resource
Management (HRM) must be prepared to deal with effects of changing world of work. For the HR
people it means understanding the implications of globalization, work-force diversity, changing skill
requirements, corporate downsizing, continuous improvement initiatives, re-engineering, the
contingent work force, decentralized work sites and employee involvement.

(i) Work-force Diversity
Today’s work force comprises of people of different gender, age, social class sexual

orientation, values, personality characteristics, ethnicity, religion, education, language, physical
appearance, marital status, lifestyle, beliefs, ideologies and background characteristics such as
geographic origin, tenure with the organization and economic status and the list could go on.
Diversity is critically linked to the organization’s strategic direction. Where diversity flourishes, the
potential benefits from better creativity and decision making and greater innovation can be accrued

figures and task accomplishments ahead of
human factors such as personal bonding,
interpersonal relationship, trust, understanding,
tolerance and care.

5. In personnel management, employee’s contract
of employment is clearly written and employees
must observe strictly the agreed employment
contract. The contract is so rigid that there is no
room for changes and modifications. There is no
compromise in written contracts that stipulates
rules, regulations, job and obligations.

6. Pay policies in personnel management is
merely based on skills and knowledge required
for the perspective jobs only. The value is based
on the ability to perform the task and duties as
per the employment contract requirement only. It
does not encourage value-added incentives to be
paid out.

vision; ii) Corporate culture and missions; iii)
Trust and flexibility and iv) HRM needs that
integrates business needs.

5. HRM, on the other hand, does not focus
on one-time life-long contract where working
hours and other terms and conditions of
employment are seen as less rigid. Here, it
goes beyond the normal contract that takes
place between organizations and employees.
The new “flexible approach” encourages
employees to choose various ways to keep
contributing their skills and knowledge to the
organization.

6. HRM, on the contrary, encourages
organizations to look beyond pay for
functional duties. Here, the pay is designed to
encourage continuous job performance and
improvement which is linked to value-added
incentives such as gain sharing schemes,
group profit sharing and individual incentive
plans.



Introduction to Human Resource Management       27

to help increase organizations competitiveness. One means of achieving that is through the
organization’s benefits package. This includes HRM offerings that fall under the heading of the
family friendly organization. A family friendly organization is one that has flexible work schedules
and provides such employee benefits such as child care. In addition to the diversity brought by
gender and nationality, HRM must be aware of the age differences that exist in today’s work force.
HRM must train people of different age groups to effectively manage and to deal with each other
and to respect the diversity of views that each offers. In situations like these a participative
approach seems to work better.

(ii) Requirements of Changing Skill
Recruiting and developing skilled labor is important for any company concerned about

competitiveness, productivity, quality and managing a diverse work force effectively. Skill
deficiencies translate into significant losses for the organization in terms of poor-quality work and
lower productivity, increase in employee accidents and customer complaints. Since a growing
number of jobs will require more education and higher levels of language than current ones, HRM
practitioners and specialists will have to communicate this to educators and community leaders etc.
Strategic human resource planning will have to carefully weigh the skill deficiencies and shortages.
HRM department will have to devise suitable training and short term programmes to bridge the skill
gaps and deficiencies.

(iii) Globalization and its implications
Business today doesn’t have national boundaries and it reaches around the world. The rise of

multinational corporations places new requirements on human resource managers. The HR
department needs to ensure that the appropriate mix of employees in terms of knowledge, skills and
cultural adaptability is available to handle global assignments.  In order to meet this goal, the
organizations must train individuals to meet the challenges of globalization. The employees must
have working knowledge of the language and culture (in terms of values, morals, customs and
laws) of the host country.

(iv) Corporate downsizing
Whenever an organization attempts to delayer, it is attempting to create greater efficiency. The

premise of downsizing is to reduce the number of workers employed by the organization. HRM
department has a very important role to play in downsizing. HRM people must ensure that proper
communication must take place during this time. They must minimize the negative effects of
rumors and ensure that individuals are kept informed with factual data. HRM must also deal with
actual layoff. HRM department is key to the downsizing discussions that have to take place.

(v) Continuous improvement of HR Activities
Continuous improvement programs focus on the long term well being of the organization. It is

a process whereby an organization focuses on quality and builds a better foundation to serve its
customers. This often involves a companywide initiative to improve quality and productivity. The
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company changes its operations to focus on the customer and to involve workers in matters
affecting them. Companies strive to improve everything that they do, from hiring quality people, to
administrative paper processing, to meeting customer needs.

(vi) Re-engineering work processes for improved productivity
Re-engineering occurs when more than 70% of the work processes in an organization are

evaluated and altered. It requires organizational members to rethink what work should be done, how
it is to be done and how to best implement these decisions. Re-engineering changes how
organizations do their business and directly affects the employees. Re-engineering may leave certain
employees frustrated and angry and unsure of what to expect. Accordingly HRM must have
mechanisms in place for employees to get appropriate direction of what to do and what to expect as
well as assistance in dealing with the conflict that may permeate the organization. For re-
engineering to generate its benefits HRM needs to offer skill training to its employees. Whether it’s
a new process, a technology enhancement, working in teams, having more decision making
authority or the like, employees would need new skills as a result of the re-engineering process.

(vii) Career Development
Gone are the days when organisations could take employee loyalty for granted. Attitudes have

changed as people have become more career centric. They want jobs that not only compensate
them, but also help them grow professionally. HRM must either chalk out career development paths
for their employees or bear the brunt of losing them. The developments in learning technology are
further making it possible for HR Managers to dissolve the traditional “training” programmes and
make learning and talent development an inherent part of the work culture.

(viii) Work-Life Balance
Last but definitely not the least, the rise of technology has made it possible for employees to

maintain better work-life balance. Learning programmes that can be conducted online, webinars and
virtual conferences as well as the possibility to work from remote locations are all making it
possible for people to balance their personal and professional lives according to their preferences. It
is however, upon HR Managers to use their acumen and design work roles in such a way that
employees perform to their best without feeling over-burdened.

Skilling your employees in the manner that is most relevant to their job also has a huge bearing
on their involvement and productivity. Thus, HRM must collaborate with the learning department to
ensure that the training and development programmes being delivered to employees are in
synchronization with the needs of the organisation.

21ST CENTURY�S / RECENT CHALLENGES OF HRM

1. Rework the vision and mission of the company

HRM is becoming increasingly involved with strategic planning and the development of means
by which people can work proactively toward the achievement of organizational objectives. This
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means a broader perspective focused on objectives and results. It implies personal commitment by
each worker to the company's goals. The need for this personal commitment means that employee
education, communication, and involvement now become fundamental. This being the case,
companies develop and emphasize an HRM philosophy to which top management is deeply
committed, and which is clearly articulated and practiced by all employees. HR planning is closely
linked with strategic planning, so as to support the company mission and give incentives to support
its achievement.

2. Information and Knowledge age

Information and knowledge have replaced manufacturing as the source of most new jobs.
Work performed in factories by machines is being replaced by work in offices or at computer
terminals. And instead of working with things, people increasingly work with ideas and concepts.
The information age made knowledge the most important organizational resource. The traditional
factors of production - nature, capital, and labour - have already exhausted their contributions. Now
the important activities are the generation, structure, development, spreading, sharing and
application of knowledge; belongs to the people, the human capital. Successful companies are
becoming learning organizations. Organizational effectiveness will increasingly depend on attracting,
utilizing and retaining people who can use their knowledge to solve problems, create services,
develop new work processes and satisfy customer needs.

3. Attracting and Retaining Talent

One of the greatest challenges of human resource management today is to create HR
Capabilities that increase and sustain organizational performance. The ability to attract and retain
talent is a core HR capability that is critical to achieving sustainable business performance. Retaining
the employees has become more crucial. One can retain the employees in current situation only
when a company creates a good employer brand, internally as well as externally, by ensuring that
people have good jobs which make them feel proud of working for the organization. Employees can
be given opportunities to make presentations at international forums or made members of academic
institutes or industry associations.

4. Empowering Employees

Empowering is mutual influence; it is the creative distribution of power; it is shared
responsibility; it is vital and energetic and it is inclusive, democratic and long-lasting. Empowering
enables people to use their talents and capabilities, fosters accomplishment, invests in learning, finds
the spirit in an organization and builds effective relationships, informs, leads, coaches, serves,
creates and liberates. Becoming an empowering manager, therefore, involves both who you are and
what you do.
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5. Managing Global Workforce

The biggest challenge the organization around the globe facing is to know the social classes
and categories from which the new global workers are recruited, and to understand the systems of
education and training that shape them so that they can be made socially and culturally fit to serve
customers. Educational institutes are particularly crucial in this context, not only in providing the
raw material for the virtual service economy, but also in producing social networks that form an
important basis for sociality and upward mobility among the new professional classes. For this we
require to redefine the employee status. Talented people will be unwilling to sign on as employees
hence companies will have to maintain a fine balance between career planning and free agent ship.

6. Enhancing the supplementary Services

In today’s competitive world the workforce are heavily loaded with work and stress
associated with it i.e. mental stress as well as physical stress. To have a sound body and sound
mind it is necessary to develop certain competencies to survive with the stressful situations. The
growth of an supplementary industry like computer training institutes, manpower consultants, soft
skills and cultural training consultants, psychological counsellors, spiritual guides, stress and time
management trainers, gyms, recreational facilities and health-related services, yoga teachers,
suggest that new forms of subjectivity are being produced not only through the work itself, but also
through the deliberate shaping of personalities and bodies to be fit?

7. Managing Workplace Diversity

The future success of any organizations relies on the ability to manage a diverse body of talent
that can bring innovative ideas, perspectives and views to their work. The challenge and problems
faced of workplace diversity can be turned into a strategic organizational asset if an organization is
able to capitalize on this melting pot of diverse talents. With the mixture of talents of diverse cultural
backgrounds, genders, ages and lifestyles, an organization can respond to business opportunities
more rapidly and creatively, especially in the global arena, which must be one of the important
organizational goals to be attained. More importantly, if the organizational environment does not
support diversity broadly, one risks losing talent to competitors.

8. Challenges of Mergers and Acquisitions

Liberalization, Privatization and Globalization (LPG), is as dangerous as beneficial. Increasing
competition has forced the organizations to device ways and means to grow, perform and achieve
excellence. Mergers and acquisition are being accepted as one of the most effective techniques to
strengthen a company’s market position and adopt a new technology to gain competitive advantage
over other organizations. The business situation alters day by day. Before one know the ownership
of company’s changes hands, starting off a wave of uncertainty of acquired company, suddenly the
employees starts feeling that their bosses are changed, if not physically, at least attitudinally. Some
of them find themselves grave danger of losing their jobs. A general de-motivating feeling perpetrate
organization.
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HUMAN RESOURCE METRICS

HR metrics are very useful and important way of quantifying the impact and cost of HR
processes and initiatives. HR metrics is an important tool for measuring the progress or lacuna of
HR actions implemented in the organization. It can provide insights about company’s strengths and
weaknesses and highlights the areas of improvement as well as those areas which are ready for
capitalization. It provides manager a formula to measures effectiveness of right behavior of
employee, which is purely a qualitative one and HR metrics converts it into quantitative terms. Even
some metrics may give measures in monetary terms. Following are few representative HR metrics.

a) Absence Rate = [(Number of days absent in month) ÷ (Average number of employees during
month) × (number of workdays)] × 100

b) HR Expense Factor= HR cost ÷ Total operating cost

c) Cost per Hire= (Advertising + Agency Fees + Employee Referrals + Travel cost of applicants
and staff + Relocation cost + Recruiter pay and benefits) ÷ Number of  people hired

d) Workers’ Compensation Cost per Employee = Total Workers Compensation cost for Year ÷
Average number of employees

e) Turnover Costs = Cost to terminate + Cost per hire + Vacancy Cost + Learning curve loss

f) Training Investment Factor = Total training cost ÷ Total No. of Full time employee

g) Benefits Cost per employee =  Benefit Cost ÷ Total no full time employee

HR SCORE CARD

HR score card is strategic tool used by HR managers to measure contributions of HR Strategy
and it's initiatives in overall achievement of company's strategic goals.  HR Scorecard uses
quantitative measures like various HR Metrics to measure effectiveness of various strategic HR
activities launched and strategic behavior as a result of these HR activities in organization.   It
requires 10 steps process to build HR Score card as described below:

1. Define clearly the business strategy of an organization.

2. Explain or outline value chain activities of organization in detail.

3. Chalk out a strategy map for organization.

4. Specifically identify strategically required outcomes for the company.

5. Based on required outcome identify required workforce competencies and behaviors in various
department and different level of an organization.

6. Identify required HR policies and activities for the organization

7. Prepare HR Scorecard based on data received from previous steps

8. Make a choice for HR Scorecard measurement.
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9. Conclude HR Scorecard measurement on Digital Dashboard for Display

10. Monitor HR Scorecard measurement and based on this monitoring predict and evaluate the
progress or decline in various HR Competencies required in the organization.

MEANING AND DEFINITIONS OF GLOBALIZATION

Meaning of Globalization
Globalization is the process by which businesses or other organizations develop international

influence or start operating on an international scale.

Definitions of Globalization

It is defined as “the increasing integration of national economic systems through growth in
international trade, investment and capital flows”.  – Dictionary of Trade Policy Terms, WTO

It is defined as “a dynamic and multidimensional process of economic integration whereby
national resources become more and more internationally mobile while national economies
become increasingly interdependent”.                                                       – OECD

“Economic globalization constitutes integration of national economies into international
economy through trade, direct foreign investment (by corporations and multinationals), short-
term capital flows, international flows of workers and humanity generally and flows of
technology”.                                   – Jagdish Bhagwati

According to Thomas Larsson, “Globalization is the process of world shrinkage, of distances
getting shorter, things moving closer. It pertains to the increasing ease with which somebody
on one side of the world can interact, to mutual benefit, with somebody on the other side of
the world.”

According to Anthony McGrew, “Globalization is a process which generates flows and
connections, not simply across nation-states and national territorial boundaries but between
global regions, continents and civilizations”.

According to R. J. Holton, “Globalization represents the triumph of a capitalist world
economy tied together by a global division of labour”.

According to Anthony Giddens, “Globalization can thus be defined as the intensification of
worldwide social relations which link distant localities in such a way that local happenings are
shaped by events occurring many miles away and vice versa”.

According to Robert Spich, “Globalization is a conceptualization of the international political
economy which suggests and believes essentially that all economic activity, whether local,
regional or national, must be conducted within a perspective and attitude that constantly is
global and worldwide in its scope”.
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