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PREFACE

From being a cost center to be an investment center, the essence of Human Resources
(HR) has gradually changed and improved at the same time. No longer an HR is involved
in only the traditional and routine organisational activities, but they are now involved
in the strategic decision-making and called as a strategic partner. The book thus highlights
the HRM side of the organisation covering all important HR aspects and challenges.

Chapter 1 elaborates about the scope of Human Resource Management (HRM) and
its evolution in detail. It will brief the reader about its journey from Personnel Management
(PM) to HRM. The chapter covers the importance, features, functions, role, and objectives
of HRM. Lastly, it covers the HRM policies and its applicability to achieve organisational
goals.

Chapter 2 is more about the organisation of Personnel department or HR department,
covering various types of organisational structure and their applicability.

Chapter 3 describes the importance of manpower planning and its process. It will
help the reader to understand the concept of demand and supply forecasting and how
to fill the gap between manpower demand and supply. It even highlights the concept of
job analysis and its components, selection criteria and its process, and placement.

Chapter 4 highlights how a motivated employee can convert the idle resources to
an ideal resource. The concept of motivation has been further elaborated through various
motivational theories with their impact on employee performance and productivity.

Chapter 5 covers the need of appraising the performance of employee on timely
basis. The chapter includes various techniques to appraise the performance of the employee.
The concepts like organisation’s strategic planning and succession planning are also
covered.

Chapter 6 is about employee Training and Development (T&D), focusing on the
importance and scope of T&D. The chapter covers various methods of on-the-job, off-the-
job, and e-training in details with their pros and cons.

Chapter 7 draws the attention of reader towards the need of planned change in
the organisation. It introduces the concept of Organisation Development (OD) and its
various interventions in detail.

Chapter 8 is the extension of previous chapter focusing on the process of change
management and various models of change. The Chapter list down various reasons of
organisational and individual resistance to change and strategies to overcome such
resistance.



Chapter 9 is showcasing the strategic aspect of HRM through various HRD strategies
for long-term planning and growth.

Encapsulating, the book is a perfect dose for all those who wants to understand the
HRM in details and want to learn various practical aspects of HRM.

This work would not have been possible without the support of Himalaya Publishing
House Pvt. Ltd..

We are especially indebted to Management and Staff of the institutes we are associated
with. Without their co-operation, it was really difficult.

Last but not the least, we would like to thank all those people who have supported
directly or indirectly in the timely completion of the book.

— AUTHORS



HRM SYNOPSIS

Irrespective of the size of an organisation, Human Resource Management (HRM)

has become one of the indispensable functions in the contemporary scenario. And

unlike the traditional stature of HRM where it was considered as a mere secondary

activity, it has now emerged as a strategic function which plays a dominant role in

organisational decision-making. This is because human resources are the source of

competitive advantage for an organisation and HRM deals in their management.

HRM starts right from the point an organisation incept, in the form of procurement

and recruitment of required manpower and continues even after an employee leaves

the organisation through activities like counselling and outplacement. Thus, it helps

in management and development of human resources in the best possible manner

in order to gain an edge over the competitors.

Human resources bring along with them skills, expertise, knowledge, culture,

capabilities, etc. into an organisation and helps the organisation in successful execution

of its strategies. A human resource manager thus shoulders the biggest responsibility

(along with the line managers) to select the right person at the right job by employing

an effective selection criterion. This means that a HR manager has to work towards

the alignment of HR practices with business decisions to ensure results. And to

make these results more concrete, HRM plays a crucial role in training and developing

the human resources. HR managers therefore link employees with the management

by working towards their well-being, communicating their grievances to top management,

monitoring the compliance of employment laws and regulations, and enforcing the

code of conduct.

One of the biggest roles played by HRM is understanding the needs and aspirations

of employees and keep them motivated. It ensures the equality within and outside

the organisation by ensuring competitive compensation, bonuses, performance-linked

pay, and timely appraisal of their performances. This not only motivate the employees

to perform better but it makes them more satisfied and committed towards the

organisational philosophy. It helps in creating an innovative workforce which remains

positive towards the change that happens in an organisation. Organisations never

remain static and have to redesign their structure on a timely basis. Thus, an HR



manager acts as a ‘change agent’ who smoothens the change process and overcome

the resistance to change. And this can be done through various Organisation Development

(OD) interventions employed by a HR manager. OD intervention is nothing but an

HR approach to bring a systematic and planned change in the organisation with the

help of various tools like sensitivity training, role analysis, managerial grid, quality

circles, etc. These tools are used in a systematic and organised way to make employees

cope up with the change process effectively and efficiently.

Encapsulating, we can say that HRM is no longer a traditional administrative

function but a strategic and comprehensive approach that deals in management of

people, workplace culture, and practices. And as the business expands, the role of

HRM too widens at international level, managing human resource activities at an

international level. The subject thus covers the topics related to activities, practices,

and functions of HRM and their impact on organisational goals and objectives.
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UNIT 1

Human
Resource
Management

Learning Objectives

 In order to become a successful manager, students need to understand
behaviour of human resources in various organisational situations.

 In a complex world of industry and business, organisational efficiency is
largely dependent on the contribution made by the human resources of
the organisation.

 The objective of this unit is to sensitise students to various facts of managing
people and to create an understanding of various policies and practices
of human resource management.

Topics Covered

 Meaning & Definition of HRM

 Evolution of HRM

 Objectives

 Features/Characteristics

 Importance
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 Difference between HRM and PM

 Scope

 Functions

 Role of HR Manager

 HRM Policies and Principles

 Relationship with Social Sciences

“You must treat your employees with respect and dignity because in the most automated
factory in the world, you need the power of human mind. That is what brings in
innovation. If you want high quality minds to work for you, then you must protect
the respect and dignity.”

— N.R. Narayana Murthy, Infosys Ltd 

Human Resource Management (HRM or HR) is that part of management
process which is concerned with the management of human resources in an organisation.
Commonly referred to as the HRM, it is designed to maximise employees’ performance
and their efficiency and effectiveness towards organisational goals.

It is primarily concerned with the management of people within organisations,
focusing on policies and on systems. HR departments plays a crucial role in not only
overseeing employee-benefits design but in employee recruitment, training and
development, performance appraisal, and compensation system. (e.g., managing pay
and benefit systems). The diagram below depicts the arrears in which HRM deals
in.

Talent
Management

Training and
Development

Employee
Communication

Human
Resources

Employee
Well being

Awards and
Recognitions Events
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Besides all these activities, HRM also concerns itself with organisational change
and industrial relations, that is, the balancing of organisational practices with
requirements arising from collective bargaining and from governmental laws.

HR has evolved during early 20th century as a result of human relations movement,
where Elton Mayo conducted the famous Hawthorne experiments establishing the
relation between employee and their productivity. While initially HR dealt with
mainly transactional work and considered as a secluded and unimportant function,
in the era of globalisation and technological advances, HR now focuses on strategic
initiatives like mergers and acquisitions, talent management, etc.

Human resources focus on maximising employee productivity. HR professionals
manage the human capital of an organisation and focus on implementing policies
and processes. They specialise on recruiting, training, employee-relations or benefits.
Training and development professionals ensure that employees are trained and
have continuous development. This is done through training programs, performance
evaluations and reward programs. Employee relations deals with concerns of employees
when policies are broken, such as in cases involving harassment or discrimination.

In startup companies, trained professionals may perform HR duties. In larger
companies, an entire functional group is typically dedicated to the discipline, with
staff specialising in various HR tasks and functional leadership engaging in strategic
decision-making across the business.

Definitions of Human Resource Management

Many great scholars had defined human resource management in different
ways and with different words, but the core meaning of the human resource management
deals with how to manage people or employees in the organisation.

Edwin Flippo defines HRM as “planning, organising, directing, controlling of
the procurement, development, compensation, integration, maintenance and separation
of human resources to the end that individual, organisational and social objectives
are achieved.”

Definition 1 – Integration

“HRM is a series of integrated decisions that form the employment relationships;
their quality contributes to the ability of the organisations and the employees to
achieve their objectives.”

Definition 2 – Influencing

“HRM is concerned with the people dimensions in management. Since every
organisation is made up of people, acquiring their services, developing their skills,
motivating them to higher levels of performance and ensuring that they continue to
maintain their commitment to the organisation are essential to achieve organisational
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objectives. This is true, regardless of the type of the organisation — government,
business, education, health, recreational, or social action.”

Definition 3 – Applicability

“HRM’s planning, organising, directing and controlling of the procurement,
development, compensation, integration, maintenance and separation of human resources
to the end that individual, organisational and social objectives are accomplished.”

Evolution of HRM

In early stages, employees working in factories were treated in harsh condition
with minimum wages or without wages along with poor working conditions. The
government interferes on basic protection for labours/employees in factories by introducing
statutory regulations. It resulted in the evolution of Human Resource department
where factory owners agreed and the concern person looked into employee welfare
and wages. Before industrial revolution, the entire population was influenced on
agriculture economy with minimum production level. Since production level is less
compared to post revolution, manpower was minimum and communication among
them also inadequate.

During industrial revolution, there was a change in economy, people acquired
awareness on modernisation. It determines a new way for industrial setup, where
it concentrates on employee wages and welfare. In this period, companies adopted
new concept known as “merger and acquisition” for maximising workforce by using
automated web-based HR systems.

As soon as the industry grows, an important incident occurred in industrial
revolution, i.e., development in Labour Union. In order to manage labours and their
issues in workplace and wages related, organisation forms a separate function named
Personnel Management department.

During 1980’s, new theories and strategies are implemented for change management,
motivation and team building. Personnel department’s major responsibility was to
resolve politics and diplomacy. So, this is the place where an industrial relation
department raised.

Job enrichment concepts would be implemented in organisation which is abundant
skilled labour forces. Frederick W. Taylor formulated principles of scientific management
which leads to evolution of scientific human resource management. It explains about:

 Training for workers

 Maintaining wage uniformity

 Focus on better productivity
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Hawthorne studies was based on finding out the factors affecting the productivity
of the workers. The experiment resulted in the increase in worker’s productivity
which ultimately leads to worker’s efficiency through greater work satisfaction.
Based on organisation scope, Human resource role has been changed periodically as
mentioned below:

 Welfare officer 1890 to 1913

 Labour Manager 1914 to 1939

 Personnel Management 1945 to 1979

 Human Resource Management 1980 to 1990’s

 HR business partner and Human capital Till now

In present situation, HR department focuses on operation of personnel administration
and concentrates on hiring right employees, training and developing workforce and
performance management.

Objectives of Human Resource Management

Societal Objectives: To be ethically and socially responsible to the needs and
challenges of the society while minimising the negative impact of such demands
upon the organisation.

The Figure below depicts the evolution of HRM.

assets

Human Capital
HR Biz Partner
People


Human
Resource

Management

Personnel
Management

“Labour
Manager”
“Labour

Manager”
“Welfare
Officer”

1890's-1913 1914-1939 1945-1979 1980-1990's

High

Low

Procure and develop

Procure, 
develop and 
motivate
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Organisational Objectives: To recognise the role of HRM in bringing about
organisational effectiveness. HRM is only means to achieve and assist the organisation
with its primary objectives.

Functional Objectives: To maintain department’s contribution and level of
services at a level appropriate to the organisation’s needs.

Personal Objectives: To assist employees in achieving their personal goals,
at least in so far as these goals enhance the individual’s contribution to the organisation.
This is necessary to maintain employee performance and satisfaction for the purpose
of maintaining, retaining and motivating the employees in the organisation.

Features/Characteristics of Human Resource Management

1. HRM as a Process: HRM is a process comprising four functions:

 Acquisition of human resources: This function includes Human Resource
Planning, Recruitment, Selection, Placement and Induction of staff.

 Development of human resources: This function includes Training and
Career development. The knowledge, skills, attitudes and social behaviours
of the staff are developed.

 Legal Compliance
 Benefits
 Union-Management Relations

 Human Resource Planning
 Employee relation
 Selection
 Training and Development
 Appraisal

 Appraisal
 Placement
 Assessment

 Training and Develoment
 Appraisal
 Placement
 Compensation
 Assessment

Societal
Objectives

Organisational
Objectives

Functional
Objectives

Personal
Objectives
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2. Continuous Process: HRM is not a one-time process. It is a continuous
process. It has to continuously change and adjust according to the changes in the
environment, changes in the expectations of the staff, etc. HRM has to give continuous
training and development to the staff due to changes in technology.

3. Focus on Objectives: HRM gives a lot of importance to achievement of
objectives. The four main objectives HRM has to achieve are:

 Individual objectives of the staff

 Group or Departmental objectives

 Organisational objectives

 Societal objectives

4. Universal Application: HRM has universal application. That is, it can be
used for business as well as for other organisation such as schools, colleges, hospital,
religious organisations, etc.

 Motivation of human resources: This function includes giving recognition
and rewards to the staff. It also includes Performance Appraisal and handling
the problems of staff.

 Maintenance of human resources: This function includes providing the
best working conditions for employees. It also looks after the health and
safety of the staff.

Human
Resource Recruitment Selection Identify and Select
Planning Competent Employees

Decruitment

Provide employees with
Orientation Training up-to-date skills and

knowledge

Performance Compensation Career Retain Competent and
Management and Benefits Development Performing Employees
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5. Integrated use of Subsystems: HRM involves the integrated use of sub-
systems such as Training and Development, Career Development, Organisational
Development, Performance Appraisal, Potential Appraisal, etc. All these subsystems
increase the efficiency of the staff and bring success to the organisation.

6. Multidisciplinary: HRM is multidisciplinary. That is, it uses many different
subjects such as Psychology, Communication, Philosophy, Sociology, Management,
Education, etc.

7. Develops Team Spirit: HRM tries to develop the team spirit of the full
organisation. Team spirit helps the staff to work together for achieving the objectives
of the organisation. Now-a-days more importance is given to team work and not to
individuals.

8. Develops Staff Potentialities: HRM develops the potentialities of the staff
by giving them training and development. This will make the staff more efficient,
and it will give them more job satisfaction.

9. Key Elements for solving problems: Today, we have rapid technological,
managerial, economic and social changes. These changes bring many problems.
HRM continuously tries to solve these problems.

10. Long Term Benefits: HRM brings many long-term benefits to the individuals
(staff), the organisation and the society. It gives many financial and non-financial
benefits to the staff. It improves the image and profits of the organisation. It also
provides a regular supply of good quality goods and services at reasonable prices to
the society.

Importance of Human Resource Management

It is the human resource, which is of paramount importance in the success of
any organisation, because most of the problems in organisational settings are human
and social rather than physical, technical or economic. Failure to reorganise this
fact causes immense loss to the nation, enterprise and the individual. In the words
of Oliver Sheldon — No industry can be rendered efficient so long as the basic fact
remain unrecognised that it is principally human. It is not a mass of machines and
technical processes, but a body of men. It is not a complex matter, but a complex
of humanity. It fulfills its function not by virtue of some impersonal force, but a
human energy. Its body is not an intricate maze of mechanical devices but a magnified
nervous system.

People at work comprise a large number of individuals of different sex, age,
socio-religious group and different educational or literacy standards. These individuals
in the work place exhibit not only similar behaviour patterns and characteristics to
a certain degree, but they also show dissimilarity. Each individual who works has
his own set of needs, drives, goals and experiences. Each has his own physical and
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psychological traits. Each human being is not only a product of his biological inheritance
but also a result of interactions with his environment. Family relationships, religious
influences, racial or caste backgrounds, educational accomplishment, the application
of technological innovations, and many other environmental-experimental influences
affect the individual as he works.

People come to work with certain specific motives to earn money, to get employment,
to have better prospect in future, to be treated as a human being while at the place
of work. They sell their labour for reasonable wage/salary and other benefits.

It is these people who provide the knowledge and much of the energy through
which organisational objectives are accomplished. The management must, therefore,
be aware not only of the organisational but also employee needs. None of these can
be ignored. The importance of human factor can be discussed as follows:

1. Social Importance: Proper management of personnel, enhances their dignify
by satisfying their social needs. This it does by:

 Maintaining a balance between the jobs available and the job seekers, according
to the qualifications and needs

 Providing suitable and most productive employment, which might bring
them psychological satisfaction

 Making maximum utilisation of the resource in an effective manner and
paying the employee a reasonable compensation in proportion to the contribution
made by him;

 Eliminating waste or improper use of human resource, through conservation
of their normal energy and health.

 By helping people make their own decisions, that are in their interests.

2. Professional Importance: By providing a healthy working environment it
promotes teamwork in the employees. This it does by:

 Maintaining the dignity of the employee as a human-being

 Providing maximum opportunities for personal development

 Providing healthy relationship between different work groups so that work
is effectively performed

 Improving the employees’ working skill and capacity

 Correcting the errors of wrong postings and proper reallocation of work.

3. Importance for Individual Enterprise: It can help the organisation in
accomplishing its goals by:

 Creating right attitude among the employees through effective motivation

 Utilising effectively the available human resources
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 Securing willing co-operation of the employees for achieving goals of the
enterprise and fulfilling their own social and other psychological needs of
recognition, love, affection, belongingness, esteem and self-actualisation.

Dynamic and growth-oriented organisations do require effective management
of people in a fast-changing environment. Organisations flourish only through the
efforts and competencies of their human resources. Employee capabilities must
continuously be acquired, sharpened and used. Thus, every organisation should
have proper human resource management:

 to improve the capabilities of an individual

 to develop team spirit of an individual and the department

 to obtain necessary cooperation from the employees to promote organisational
effectiveness.

HR Past and Present

Traditional HR Functions

Administrative Focus

Reactive

Separate Company Mission

Production Focus

Functional Organisation with Vertical
Lines of Authority

People as Express

Emerging HR Practices

Strategic Focus

Proactive

Key Part of Organisation Mission

Service Focus

Process Based Organisation
Generalist with Historical Responsibility
Corporate of Specialists

People as Expense

Differences between Personal Management (PM) and Human Resource
Management (HRM)

Dimensions

Employment

Rules

Guide to management
action

PM

Care full delineation of
written documents

Importance of devising clear
rules

Procedures

HRM

Aim to go behind contract

Can do outlook,impatience
with rule

Business need
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Behaviour referent

Managerial task vis-a-vis
labour

Speed of Decision

Management Role

Communication

Prized Management Skills

Selection

Labour Management

Job Categories and Grade

Job Design

Conflict Handling

Respect for Employees

Shared Interest

Evolution

Locus of Control

Organisation Principles

Key Relations

Initiatives

Pay

Training & Development

Norms, customs and practices

Monitoring

Slow

Transactional

Indirect

Negotiation

Separate, Marginal Risk

Collective Bargaining
Contracts

Many

Division of Labour

Reach temporary truce

Labour is used as tool which
is spendable and replaceable

Interest of Organisation are
uppermost

Precedes HRM

External

Mechanistic

Labour Management

Piecemeal

Job Evaluation

Controlled accessed to
courses

Values and missions

Nurturing

Fast

Transformational leadership

Direct

Facilitation

Integrated, Key Task

Individual Contracts

Few

Team Work

Manage climate and culture

Peoples are used as assets
to be used for the benefit of
organisation

Mutuality of Interest

Latest in evolution of
subjects

Internal

Organic

Customers

Integrated

Performance Related

Learning Companies
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Here is the list of top 25 companies 2017 presented by LinkedIn , where people
would like to work.

(Source www.peoplematters.in)

Following is the list top 25 companies in India:

Rank 1: Flipkart

Flipkart bagged the first position for second year as well. Though company faced some tough
challenges in past few months, successfully it managed to secure a record $1 billion in
funding. Also, the company plans to hire 3,000 full-time and temporary workers this year.
Flipkart has currently has 30,000 employees (including contractors) in India. Employees
with over two years at Flipkart can take a career break to pursue higher education, spend
time with family or attend to a medical emergency. A personal welcome is given to each
employee. On their first day, employees are picked up by chauffeur-driven cars and sent on
a treasure hunt to familiarise themselves with the office.

Rank 2: Amazon

Rival of Rank one, Amazon snagged No. 2 position. CEO Jeff Bezos gave credit to India for
company’s higher than expected revenue last quarter. On investment in India, Bezos said,
“I assure you that we’ll keep investing in technology and infrastructure while working hard
to invent on behalf of our customers and small and medium businesses in India.” In India
Amazon have more than 10,000 employees.

Rank 3: KPMG India

KPMG India has a client base of over 2,700 companies and provides audit, advisory and tax
services.  There are 189,000 global employees. Arun M. Kumar took over as chairman and
CEO of the firm in February, succeeding Richard Rekhy.  KPMG has good regional reach in
India with offices in Chandigarh, Gurgaon, Noida, Ahmedabad, Vadodara, Mumbai, Pune,
Bengaluru, Kochi, Chennai, Hyderabad and Kolkata.

Rank 4: One97 Communications

One97 Communications is widely known for its payment and commerce platform, Paytm.
During demonetisation Paytm’s registered user base increased to over 200 million. One97
is expanding even further into the financial services space and is on the verge of launching
its first payments bank. It has employee base of 13,000. Paytm has even launched its bill
payment service in Canada. It has a 55-member team in Toronto. Company offers an Employee
Stock Ownership Plan to top performers irrespective of their designation or seniority.

Rank 5: Ola

Ola in India has revolutionised urban mobility; it has launched services like shuttles, car
rentals and mobile payments. The company recently launched Ola Play — that provided
employees a strong sense of ownership. Total Number of employees with Ola- 6,000. It has
multilingual desk mates: In addition to English, Ola employees also speak Hindi (23 per
cent), Kannada (5 per cent), Tamil (5 per cent) and Telugu (5 per cent).
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Rank 6: HCL Technologies

The culture of HCL can be described in one unique word — ‘Ideapreneurship’. Company
believes that every employee should be empowered to come up with great idea and the ideas
suggested should be put it to practice in solving customer challenges. Number of global
employees at HCL technologies are 111,000. Company recently recruited 200 high school
students into an on-the-job training program for software engineers with the goal of developing
a pipeline of skilled tech talent for entry-level jobs.

Rank 7: Adobe

For US-based Adobe, India is a key innovation hub. Nearly 30 per cent of the company’s
research and development is centered in the country. It has been hiring rapidly in India,
filling 1,500 positions in the last year. It has 4500 local employees. Adobe provides special
health perks like doctors that visit campuses and provide consultations free of charge to
employees and their families. It also reimburses up to 37,663 for gym memberships, fitness
classes and other wellness activities. Adobe offers long-time employees sabbaticals after
they reach certain milestones, from four weeks paid time off after five years of continuous
service to six weeks off after 15, 20, 25 or more years at the company.

Rank 8: Alphabet

Alphabet better known for its main division, Google — has a legendary culture. The opportunity
and resources employees are provided  to tackle problems big and small. A few words from
the founder: “In the technology industry, where revolutionary ideas drive the next big growth
areas, you need to be a bit uncomfortable to stay relevant,” says Larry Page. Number of
global employees: 72,000

Rank 9: OYO Rooms

OYO rooms is witnessing growth in many aspects-with great expansion plans for next year,
the network budget hotel closed  a $250 million fund-raising round.  To achieve its set
objectives, OYO will hire 4,000 employees this year. It has great first day tradition- where
new employees are welcomed with nicknames ‘Warrior” or “Spartan’ to add excitement to
their job on first day itself. Number of employees in India: 1,700

Rank 10: Reliance Industries

Reliance has brought transformation to the Indian telecommunications industry in the past
few months through its subsidiary Reliance Jio. It backs startup accelerator GenNext Hub
– helping start-ups to grow. Number of employees in India is more than 50,000.

Rank 11: Capgemini

Company offers to its employees flexible working hours, reduced workweeks and generous
vacation time. With number of employees in India more than 100,000, Capgemini may
recruit more than 20,000 new staff this year. As an extension of its employee resource group
program, company introduced the millennial innovation council.
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Rank 12: Accenture

To provide skills needed for next generation IT solutions, Accenture invested $941 million
in developing workers, including training of its employees at its India delivery centers for
technology. Number of employees in India: 140,000.

Rank 13: Deloitte India

Deloitte India offers learning and development opportunities to its employees – from online
courses to mentorship programs. Perks include transportation reimbursement so expectant
mothers can comfortably get to work. Even after exit, employees remain connected through
the company’s alumni network. Number of global employees: 244,400.

Rank 14: Tech Mahindra

Company offers flexible scheduling and chances to work from home. It has luxurious offices
— corporate campuses resemble resorts with gardens, expansive gyms and even swimming
pools. Number of global employees: more than 117,000.

Rank 15: Swiggy

Swiggy plans to increase its staff by 30% in the next year. The company’s new corporate
office includes — games room, stocked-up pantry, nap rooms and a cozy little library. Employees
get food cards, which are loaded with cash each month. Number of employees: more than
1,000.

Rank 16: Cisco

Cisco recently sealed a $3.7 billion deal to buy App Dynamics. In 2016 its employees logged
over 227,000 volunteer hours, and the company gives staffers five paid days to do volunteer
work. Number of global employees is more than 73,000

Rank 17: IDFC Bank

IDFC Bank employees benefit from perks even before the first day of the job.  New hires
receive a pre-loaded gift card so they can have coffee with friends — telling them about their
new  exciting bank  that they are about to join.  Number of local employees is 4,000. The
company forecasts 1500 job openings in the coming year.

Rank 18: Wipro

Wipro help its employees upgrade their skills, it provided digital training for 39,600 employees
last year. The company posts every open job, making it easier for employees to see available
positions. Number of global employees: more than 170,000.

Rank 19: Tata Communications

Tata Communications says its culture is to build openness. The firm encourages innovation
in all forms — hosting a competition that invited employees’ children to submit ideas on
how tech could improve the world. Number of local employees: 8,900. The company offers
flexible leave policies for employees caring for young children — and the elderly.
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Rank 20: Vodafone

Vodafone embraces a culture of change. It also aims at creating fun workplace- organising
employee cricket matches, music lessons, dance classes and more activities. Number of
global employees: more than 107,000. The company offers various training opportunities for
employees of all skill levels.

Rank 21: Cognizant

Cognizant prides itself on a non-hierarchical culture and well-defined career paths. Company
says it’s “born global,” though majority of Cognizant’s employees are located in India, even
though the company’s based in the U.S. and maintains operations worldwide. Number of
local employees: 188,000.

Rank 22: Grofers

Grofers has 3 million app downloads on iOS and Android, and its user base is growing four-
fold every month. Grofers has Impressive backing. Its investors include SoftBank, Sequoia
Capital and Tiger Global. Number of employees in India: About 2,000 (as of last June)

Rank 23: MakeMyTrip

MakeMyTrip employees enjoy medical insurance for their parents at no additional cost,
meal allowances and fun activities like cricket matches and tambola days. Their ‘BackToFuture’
programs helps women in tech restart and relaunch their career after taking a break by
offering focused mentoring and flexible work options for 24 weeks. Number of employees in
India: 3,200.

Rank 24: McKinsey & Company

Company is hiring more than 100 consultants from India’s top schools every year. McKinsey
India make sure to celebrate their successes. Employees participate in outdoor retreats,
sports games and weekly get-togethers. Number of global employees: 25,000.

Rank 25: Oracle

Oracle says a strong employee is defined as an ‘agility and change champion.’ Company
looks for candidates that participate in its events like Oracle Open World and Oracle Code.
Number of employees in India: 38,000.



Human Resource Management16

Therefore, HRM is about developing and managing harmonious relationships
at workplace and striking a balance between organisational goals and individuals
goals.

1. Human Resource Planning (HRP)

HRP estimates the manpower demand and manpower supply of the organisation.
It compares the manpower demand and manpower supply. If there is manpower
surplus then it gives voluntary retirement, lay-off, etc. to some employees. If there
is manpower shortage then it hires employees from outside, gives promotion to
employees, etc.

2. Acquisition Function

Acquisition function includes Human Resource Planning, Recruitment, Selection,
Placement and Induction of employees. HRM uses the scientific selection procedure
for selecting the right man for the right post. The “right man” is given proper
placement and induction.

SCOPE OF HUMAN RESOURCE MANAGEMENT

The scope of HRM covers but is not limited to the following functions:

HR Planning

Training and
Development

Industrial Relations

Legal ProceduresRewards and Recognitions

Grievance
Handling

Hiring
(Recruitment and

Selection

Payroll Management



Human Resource Management 17

3. Placement Function

HRM also performs the placement function. Placement is done after selection
of employees. It means to put the right man in the right place of work. Proper
placement gives job satisfaction to the employees, and it increases their efficiency.

4. Performance Appraisal

HRM also conducts a performance appraisal. Performance appraisal is a systematic
evaluation of the employees’ performance at work. It informs the employees about
their strengths and weakness. It also advises them about how to increase their
strengths and remove their weaknesses.

5. Career Development

HRM also helps the employees in planning and developing their careers. It
informs them about future promotions and how to get these promotions. It helps
them to grow and develop in the organisation.

6. Training and Development

HRM also provides training and development to the employees. Training means
to increase the knowledge and skills of the employee for doing a particular job.
Training given to managers is called development. So, training is given to employees
while development is given to managers.

7. Quality of Work Life (QWL)

HRM also includes Quality of Work Life. QWL is a technique for improving
productivity and quality of work. It involves labour management co-operation, collective
bargaining and participative management. QWL provides good working conditions,
job security, good pay and other facilities such as flexible working hours, freedom
to suggest changes or improvements, etc. QWL creates a sense of belonging. This
benefits the organisation as well as the individual employees.

8. Employees’ Welfare

HRM provides employee’s welfare. Welfare measures include paid holidays,
medical insurance, canteen facilities, recreation facilities, rest room, transport facilities,
etc. Proper and timely welfare facilities motivate the employees to work hard in the
organisation.

9. Compensation Function

Employees must be rewarded and recognised for their performance. HRM makes
proper compensation packages for the employees. These packages motivate the employees
and increase their morale. Rewards are given to individuals, and teams. The rewards
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may be in the form of higher pay, bonus, other monetary incentives, and non-
monetary incentives such as a certificate of appreciation, etc.

10.  Labour Relations

HRM also includes industrial relations. It includes union management relations,
joint consultations, negotiating, collective bargaining, grievance handling, disciplinary
actions, settlement of industrial disputes, etc.

11.  Maintenance Function

HRM also performs the maintenance function. That is, protecting and promoting
the health and safety of the employees. HRM introduces health and safety measures.
It also provides other benefits such as medical aid, provident fund, pension, gratuity,
maternity benefits, accident compensation, etc., to the employees.

Functions of HRM

HRM is concerned with two sets of functions. They are managerial functions
and operative functions.

The function of human resources (HR) departments is generally administrative
and common to all organisations.

Managerial Functions: Managerial functions of human resource management
involve planning, organising, directing and controlling.

Functions of HRM

Managerial Functions Operative Functions

Planning Procurement

Organising Compensation

Controlling Maintenance

Directing Development
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 Planning: It is pre-determined course of action. Planning pertains to formulating
strategies of personnel programs and changes in advance that will contribute
to the organisational goals. It involves planning of human resources,
requirements, recruitment, selection, training etc. It also involves forecasting
of personnel needs, changing values, attitudes and behaviour of employees
and their impact on the organisation.

 Organising: An organisation is a means to an end. It is essential to carry
out the determined course of action. An organisation is a structure and a
process by which a co-operative group of human beings allocates its task
among its members, identifies relationships and integrates its activities
towards a common objective. Complex relationships exist between the specialised
departments and the general departments as many top managers are seeking
the advice of the personnel manager. Thus, an organisation establishes
relationships among the employees so that they can collectively contribute
to the attainment of company goals.

 Directing: The next logical function after completing planning and organising
is the execution of the plan. The basic function of personnel management at
any level is motivating, commanding, leading and activating people. The
willing and effective co-operation of employees for the attainment of organisational
goals is possible through proper direction. Tapping the maximum potentialities
of the people is possible through motivation and command. Co-ordination
deals with the task of blending efforts in order to ensure successful attainment
of an objective.

 Controlling: After planning, organising and directing various activities of
personnel management, the performance is to be verified in order to know
that the personnel functions are performed in conformity with the plans
and directions of an organisation. Controlling also involves checking, verifying
and comparing of the actual with the plans, identification of deviations if
any and standards through controls. Auditing training programs, analysing
labour turnover records, directing morale surveys, conducting separate interviews
are some of the means of controlling the personnel management function
and making it effective.

Operative Functions: The operative functions of human resources management
are related to specific activities of personnel management viz, employment, development,
compensation and relations. All these functions are interacted with managerial
functions. Further these functions are to be performed in conjunction with management
functions.
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 Employment

The first operative function of the human resource of personnel department is
the employment of proper kind and number of persons necessary to achieve the
objectives of the organisation. This involves recruitment, selection, placement, etc.
of the personnel.

Before these processes are performed, it is better to determine the manpower
requirements both in terms of number and quality of the personnel. Recruitment
and selection cover the sources of supply of labour and the devices designed to
select the right type of people for various jobs. Induction and placement of personnel
for their better performance also come under the employment or procurement function.

 Development

Training and development of personnel is a follow up of the employment function.
It is a duty of management to train each employee properly to develop technical
skills for the job for which he has been employed and also to develop him for the
higher jobs in the organisation. Proper development of personnel is necessary to
increase their skills in doing their jobs and in satisfying their growth need.

For this purpose, the personnel departments will device appropriate training
programs. There are several on-the-job and off-the-job methods available for training
purposes. A good training program should include a mixture of both types of methods.
It is important to point out that personnel department arranges for training not
only of new employees but also of old employees to update their knowledge in the
use of latest techniques. It includes:

 Performance appraisal: It refers to employers’ systematic evaluation
of employees with respect to their performance on the job and their
potential for development

 Training: It is the process by which employees learn knowledge, skills
and attitudes to achieve organisational and personal goals.

 Executive development: It is the process of developing managerial
talent through programs.

 Career planning and development: It involves planning and implementing
career plans so as to fulfill the career aspirations of people. It involves
mobility of personnel through promotion and transfers.

 Compensation: This function is concerned with the determination of adequate
and equitable remuneration of the employees in the organisation of their
contribution to the organisational goals. The personnel can be compensated
both in terms of monetary as well as non-monetary rewards. Factors which
must be borne in mind while fixing the remuneration of personnel are their
basic needs, requirements of jobs, legal provisions regarding minimum wages,
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capacity of the organisation to pay, wage level afforded by competitors etc.
For fixing the wage levels, the personnel department can make use of certain
techniques like job evaluation and performance appraisal. It includes:

 Job evaluation: It is the process of determining real worth of the job.
The effectiveness of job is compared with its relative worth in terms of
time and money.

 Wages and salary administration: It implies developing and operating
suitable wages and salary programmed conducted to determine wages
and salary structure for various jobs in the organisation.

 Bonus: It involves payment of bonus paid under the Payment of Bonus
Act, 1965 as well as non-statutory and other incentives.

 Payroll: Maintenance of proper and systematic records of existing employees
along with essential details.

 Maintenance (Working Conditions and Welfare): Merely appointment
and training of people is not sufficient; they must be provided with good
working conditions so that they may like their work and workplace and
maintain their efficiency. Working conditions certainly influence the motivation
and morale of the employees.

These include measures taken for health, safety, and comfort of the workforce.
The personnel department also provides for various welfare services which
relate to the physical and social well-being of the employees. These may
include provision of cafeteria, rest rooms, counseling, group insurance, education
for children of employees, recreational facilities, etc. Following are a few
areas covered under this function:

 Health: It provides health facilities, medical aid etc.

 Safety: It provides security measures like PF, pension, gratuity, injury/
disablement benefits allowances, group insurances etc.

 Welfare: Schemes, health, safety and welfare measures are designed
to preserve the HR of the organisations.

 Personnel records: They are maintained to keep entire records of the
employees and update them.

 Personnel research: Research is conducted to check whether HR is
sufficient as per the current status.

 Personnel audit: Controlling and evaluating current HR status and
requirements.
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Other Functions of HRM

 Motivation: Employees work in the organisation for the satisfaction of
their needs. In many of the cases, it is found that they do not contribute
towards the organisational goals as much as they can. This happens because
employees are not adequately motivated. The human resource manager helps
the various departmental managers to design a system of financial and
non-financial rewards to motivate the employees.

 Personnel Records: The human resource or personnel department maintains
the records of the employees working in the enterprise. It keeps full records
of their training, achievements, transfer, promotion, etc. It also preserves
many other records relating to the behaviour of personnel like absenteeism
and labour turnover and the personnel programs and policies of the organisation.

 Industrial Relations: These days, the responsibility of maintaining good
industrial relations is mainly discharged by the human resource manager.
The human resource manager can help in collective bargaining, joint consultation
and settlement of disputes, if the need arises. This is because of the fact
that he is in possession of full information relating to personnel and has the
working knowledge of various labour enactments.

The human resource manager can do a great deal in maintaining industrial
peace in the organisation as he is deeply associated with various committees
on discipline, labour welfare, safety, grievance, etc. He helps in laying down
the grievance procedure to redress the grievances of the employees. He also
gives authentic information to the trade union leaders and conveys their
views on various labour problems to the top management.

 Separation: Since the first function of human resource management is to
procure the employees, it is logical that the last should be the separation
and return of that person to society. Most people do not die on the job. The
organisation is responsible for meeting certain requirements of due process
in separation, as well as assuring that the returned person is in as good
shape as possible. The personnel manager has to ensure the release of
retirement benefits to the retiring personnel in time.

 Advisory Functions: Human resource manager has specialised education
and training in managing human resources. He is an expert in his area and
so can give advise on matters relating to human resources of the organisation.
He offers his advise to:

 Top Management: Personnel manager advises the top management
in formulation and evaluation of personnel programs, policies and
procedures. He also gives advice for achieving and maintaining good
human relations and high employee morale.
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Role of HR Managers (Today)

 Humanitarian Role: Reminding moral and ethical obligations to employees

 Counsellor: Consultations to employees about marital, health, mental, physical
and career problems.

 Mediator: Playing the role of a peacemaker during disputes, conflicts between
individuals and groups and management.

 Spokesman: To represent of the company because he has better overall
picture of his company’s operations.

 Problem Solver: Solving problems of overall human resource management
and long-term organisational planning.

 Change Agent: Introducing and implementing institutional changes and
installing organisational development programs.

 Management of Manpower Resources: Broadly concerned with leadership
both in the group and individual relationships and labour-management relations.

Past

 HR Function serviced as a pure service
and support center for the management of
the organisation.

 HR processed the administration of
employees and was responsible for the payroll
processing.

 HR process new hires.
 HR was attached to redundancy programs.
 HR supported company wide projects and

administered assigned tasks and reported
the progress.

 HR had no inputs to the strategic processes
like planning and the development of the
business strategy.

NOW

 Today, the modern HR organisation has
the competitive HR strategy and sets goals
and priorities to accomplish it.

 HR defines company wide policies and
procedures like compensation policies and
recruitment policies to ensure the internal
equity and fairness.

 HR acts as the business partner, which
shares the responsibility for the deliverables
with internal clients.

 HR runs centralised and strategic initiatives
in the area of training and development.

 HR provies the value added HR controlling.
 HR leads projects an drives the change

management.

 Departmental Heads: Personnel manager offers advice to the heads
of various departments on matters such as manpower planning, job
analysis and design, recruitment and selection, placement, training,
performance appraisal, etc.

Role of HR Manager
HR Organisation

PAST & NOW
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HRM Policies and Principles

A policy is a plan of action. It is a statement of intention committing the
management to a general course of action. It is a predetermined established guideline
towards the attained of accepted goals and objectives. It is like a guideline to
facilitate properly designed efforts to accomplish the strategic intent.

In simple words, “A policy is a man-made rule of pre-determined course of
action that is established to guide the performance of work toward the organisational
objectives. It is a type of standing plan that serves to guide subordinates in the
execution of their tasks.”

According to Flippo Policy “is the man made rule of pre-determined course
of action that is established to guide the performance of work toward the organisation
objectives.”

As per Yoder “A policy is a pre-determined, selected course established as a
guide towards accepted goals and objectives. They establish the framework of guiding

Business
Partner

 Builds the
valuable
relationship
with the
internal client.

 Sets realistic
timelines and
plans for
introduction of
new HR policies
and procedures.

 Hires new
employees for
the clients.

 Runs internal
talent
management
programs.

 Builds
succession
plans.

Change
Agent

 Identifies gaps
in the
management
practice and
introduces
initiatives to
close them.

 Acts as the
team member in
projects
responsible for
the change
management.

 Helps the client
to develop
communication
plans on the
regular basis.

 Leads the
nomination
process for
Talent and
Succession.

Administrative
Expert

 Manages
administrative
processes at the
client.

 Runs regular
checks to ensure
the full
compliance with
the law.

 Introduces job
structures and
job matrix as
the admini-
stration gets
simple and
quick.

 Helps managers
to create new
job descriptions
and update
existing ones.

Employee
Advocate

 Elaborates
procedures for
employees to
ask open and
honest
questions.

 Manages the
performance
appraisals.

 Acts as the
team member
in projects.

 Runs the
grievance
process.

 Conducts
regular
opinion sureys.

 Runs skip
level meetings.

 Runs 360º
feedback.

The Role of HR Manager
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principles that facilitate delegation to lower levels and permit individual managers
to select appropriate tactics or programmes.”

“Personnel Polices are those that individual have developed to keep them on
track towards their personnel objectives.” Personnel Polices refer to principles and
rules to conduct which “Formulate, redefine, break into details and decide a number
of actions “ that govern the relationship with employees in the attainment of organisational
objectives. A personnel policy should have two types of objectives viz., general objectives
and specific objectives. General objectives express top management’s philosophy of
human resources whereas specific objectives refer to specific activities like staffing,
training, wages and, motivation. In short, Personnel Polices are:

 Key stone in the arch of the management.

 Life blood for the successful functioning of the personnel management.

 Statement of intentions.

 Positive declaration and command to an organisation.

Objectives of HR Policy

 Optimum Use of Human Resources: Every organisation tries to make
use of the available human resources to the best of their capabilities. Right
men should be selected for the right jobs. With the help of personnel policies,
jobs are defined and responsibilities of the personnel are specified so that
there are no square pegs in the round holes.

 Training of Everyone: The other main object of personnel policies is to
train and develop everyone so as to make them competent for doing their
job. Only a trained worker can do his job efficiently. The personnel policies
must encourage healthy and constructive competition among the workers
and also provide an opportunity for development and growth of an individual.

 Sound Industrial Relations: Personnel policies aim at creating sound
industrial relations and tend to establish conditions for mutual confidence
and understanding. Workers are encouraged to put forward constructive
suggestions and are given participation through joint management councils
and works committees. All this leads to industrial peace. Many operational
problems are avoided by having well formulated policies.

 Payment of Fair Wages: Personnel policies must aim at ensuring the
employees that they will be given fair wages for the work done by them.

 Security of Employment: One of the objectives of personnel policies is to
provide security of employment to the workers. Such policies provide an
efficient consultative service which aims at creating mutual faith among
those who work in the enterprise. All types of doubts relating to loss of
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employment are cleared from the minds of workers. Thus, social as well as
economic security is provided to workers.

 Respecting Human Dignity: Personnel policies ensure fair treatment to
all irrespective of caste, colour and creed and aim at respecting the human
dignity. Workers are offered good and healthy working conditions.

Other Objective of HR Policies

 Enable the organisation to carry out the main objectives

 Awareness of items in policies and to secure the co-operation

 Sense of unity with the enterprise

 Provide competent, adequate and trained personnel for all levels and types
of management

 To protect the common interest of all parties

 Recognise the role of trade unions in the organisation

 Efficient consultative service.

 Management leadership

 Delegating the human relations

 Co-operative understanding

 Security of employment

 Opportunity for growth

 Payment of fair and adequate wages

 To recognise the work and accomplishments

 To create the sense of responsibility.

Features of a Sound HR Policy

 Definite, positive, clear and easy to understand

 Written

 Reasonable stable

 Supplementary to all other policies of the organisation and the public policy.

 Recognition and individual relationship between the management and the
employees

 Based on the facts

 Provide two way communication

 Supported by the management, employees and the union
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 Progressive

 Measurable

 Uniform for the entire organisation

 Practically applicable

Principles of HR Policy

 Right man in the right place

 Train everyone for the job to be done

 Make the organisation a coordinated team

 Give security with opportunity, incentive, recognition

 Look ahead, plan head for more and better things.

Best HR practices of 2016

Talent Development: “Google is a good example of a company that has done an exceptional
job of recruiting and managing people who have critical knowledge skills. It needs talented
people to perform well and that translates into how they communicate about the kind of
talent they are looking for and the jobs they offer. American Express, which has made the
list all three years, takes the top spot in 2016 year’s list of top companies” for HR. Source
:Workforce Magazine in 2016.

Training and Development: An organisation, Jiffy Lube International accelerated into
No. 1 (up from No. 2 last year) on the 2016 Training Top 125, a survey conducted by
Training magazine which  is a 52-year-old professional development magazine written for
training, human resources, and business management professionals in all industries.

Constant Innovations: Tesla Motors tops Forbes’ sixth annual list of The World’s most
Innovation Companies (in the September 13, 2016 issue of Forbes magazine), for the second
consecutive year.

Few HR policies that every start-up must have

Work Timings: Mention working days, timings for the employees to reach and leave the
office, as well as their lunch and tea break duration. Many start-ups offer flexible work
timings and ‘working from home’ options too, but that’s based entirely on your comfort and
trust. For overtime and night shifts, check out the applicable labour laws especially when
dealing with women employees.

Leave Application: There are several categories of leaves that employees are entitled to
like sick leave, casual leave, maternity leave, annual leave, half day leave etc. Make clear-
cut policies for each of them in order to avoid ambiguity and confusion.

Joining and Exit Policies: Establish clear and detailed policies that an employee should
follow while joining and quitting your business-concern and also what he could expect from
the company. Similarly, you should state that either party can end employment at any time
and that no policy constitutes a contractual obligation to employees on the part of the
company.
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Salary and Employee Benefits: An employee should have a thorough understanding of
the salary break up, bonus structure if any, policy regarding obtaining company loan or
advance and its re-payment/adjustment, overtime pays, promotions and pay increase. If at
all you are offering life insurance, health cover etc. mention them in your policy as well.

Use of Company Resources: For resources like internet (accessing emails and social
networking sites like Facebook, YouTube, and Twitter) and telephone; define a policy that
works best for you. You may respect personal space of your employees and leave the use to
their discretion as long as they manage their time effectively and deliver or make strict
rules demanding adherence.

Work Culture: You should make it clear to all employees that ethical behaviour, equal
opportunity, and respect for other employees are keys to the employment relationship. Lay
down strict rules for dress code, sexual harassment, customer misbehaviour, and disrespect
to colleagues and breaking confidentiality (data leakage). Lastly, it should be clear that the
company reserves the right to change any policy at any time. It is important that apart from
the above-mentioned policies, you draft your own detailed policies as every start-up is unique
and one policy does not fit all.

Source: Quickbooks

RELATIONSHIP WITH SOCIAL SCIENCES

Environment in Human Resource Management: Internal and External

Environment

What is environment? In simple words, environment comprises all those forces
which have their bearing on the functioning of various activities including human
resource activities. Environment scanning helps HR manager to become proactive
to the environment which is characterised by change and intense competition. Human
resource management is performed in two types of environments — internal and
external.

Internal Environment

These are the forces internal to an organisation. Internal forces have profound
influence on HR functions. The internal environment of HRM consists of unions,
organisational culture and conflict, professional bodies, organisational objectives,
polices, etc. A brief mention of these follows.

Unions

Trade unions are formed to safeguard the interest of its members/workers. HR
activities like recruitment, selection, training, compensation, industrial relations
and separations are carried out in consultation with trade union leaders.
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Organisational Culture and Conflict

As individuals have personality, organisations have cultures. Each organisation
has its own culture that distinguishes one organisation from another. Culture may
be understood as sharing of some core values or beliefs by the members of the
organisation “Value for time” is the culture of Reliance Industries Limited. The
culture of Tata conglomerate is “get the best people and set them free”.

HR practices need to be implemented that best fit the organisational culture.
There is often conflict between organisational culture and employee’s attitude. Conflict
usually surfaces because of duality such as Personal goal vs. Organisational goal,
Discipline vs. Autonomy, Rights vs. Duties, etc. Such conflicts have their bearings
on HR activities in an organisation.

Professional Bodies

Like other professional bodies, the National Institute of Personnel Management
(NIPM) as the HR professional body regulates the functions of HR practitioners in
India. For this, the NIPM in of ethics which the HR practitioners are expected to
declare their allegiance to the code. Thus, professional bodies also influence HR
functions of an organisation.

Internal
Environment

External
Environment

 Unions

 Organisaton Culture and Conflict

 Professional Bodies

 Economic

 Political

 Legal

 Technolgical

 Demographic
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External Environment

External environment includes forces like economic, political, technological,
demographic etc. these exert considerable influence on HRM. Each of these external
forces is examined here.

Economic:

Economic forces include growth rate and strategy, industrial production, national
and per-capita incomes, money and capital markets, competitions, industrial labour
and globalisation. All these forces have significant influence on wage and salary
levels. Growing unemployment and reservation in employment also affect the choice
for recruitment and selection of employees in organisations.

Political:

Political environment covers the impact of political institutions on HRM practices.
For example, democratic political system increases the expectations of workers for
their well being.

The total political environment is composed of three institutions:

 Legislature: This is called Parliament at the central level and Assembly at
the state level. A plethora of labour laws are enacted by the legislature to
regulate working conditions and employment relations.

 Executive: It is the Government that implements the law. In other words,
the legislature decides and the executive acts.

 Judiciary: This is like a watchdog above the two. It ensures that both the
legislature and the executive work within the confines of the constitution
and also in the overall interest of the people. These affect, in one way or the
other, all HR activities from planning to placement to training to retention
and maintenance.

Technological:

Technology is a systematic application of organised knowledge to practical tasks.
Technological advances affect the HR functions in more than one way: First; technology
makes the job more intellectual or upgraded. Second, it renders workers dislocated
if they do not equip themselves to the job. Third, job becomes challenging for the
employees who cope with the requirements of technology Fourth, technology reduces
human interaction at the work place. Finally, job-holders become highly professionalised
and knowledgeable in the job they perform.

Demographic

Demographic variables include sex, age, literacy, mobility, etc. Modem work
force is characterised by literate, women and scheduled caste and scheduled tides
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workers. Now, workers are called knowledge workers’ and the organisations wherein
they work are called ‘knowledge organisations.’

Employees are demanding parity in remuneration and responsibility among
various categories and levels of employees.

r r r
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