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PREFACE

This is a postgraduate level textbook to be used in B-Schools and covers the syllabus

of most Indian universities insofar as Human Resources Management is concerned. It is

specifically aimed at those students who are specializing in HR at the MMS, MBA, and

PGDBM levels. The intention is that the student buys the book in Semester I and uses it up

until Semester IV.

Ever since the Geometry of HR hit the shelves in 2002, our publishers and some of our

worthy colleagues in higher education wanted us to write a student-friendly book. This

request that came initially from highly esteemed colleagues such as Dr. P.C. Shejwalkar and

Dr. Ashok Joshi was reinforced by Dr. Dattaji Patil, Dr. V.M. Chavan, Dr. Nitin Nayak,

Dr. Subhash Sharma, Dr. Sharukh N. Tara, Dr. Sachin Vernekar, and Dr. R.P. Mohanty.

Despite our initial unwillingness, we have respectfully taken a decade to fulfil that request.

Hence, whereas Geometry of HR was meant for lecturers and research scholars, the present

book is meant for postgraduate students.

Since this book has been written by a political economist turned management scientist

and a classics scholar turned behavioural scientist, the reader will glean an interdisciplinary

flavour throughout the discourse. Simplifying and elaborating on our earlier published work,

we have taken twenty-two subthemes and briefly treated each of them. Each subtheme is

woven into an argument that treats People Management in Indian Organizations at the

beginning of the present century. The idea is to give the student-teacher-reader a well-

rounded introduction to Human Resources Management which is currently being taught

in a manner that could do with some improvement.

This book is divided into two discrete parts. The first part deals with the theory of

Human Resources Management and the second posits cases stratified by function and

drawn from real-life examples mostly from Eastern India. These cases are copyrighted by

Sadri and used in earlier published books as well as in training sessions with success. The

intention here is to allow the reader to link theory with practice and assist understanding

of this subject all that more.

Student feedback in classrooms over the 8-year period has helped to simplify the logic

and the language as well as to fine tune the cases. A host of friends from the corporate world

cooperated with us in providing information for the case studies and we expressly thank

them. Anonymity has been retained in everybody’s larger interest without compromising on

the facts.



We have consciously extended the bibliography to assist students writing their projects/

dissertations and have also added a question bank, which would (perhaps) assist them in

understanding the essence of the subject and also preparing for their examinations.

Respected friends inside and outside academic circles in Pune, Mumbai, Jamshedpur,

Bhubaneshwar, Bengaluru, Delhi, Tricity of Mohali-Chandigarh-Punchkula, Kolkata, Vadodra,

Gazhiabad, Kolhapur, and Goa freely interacted and enriched our thought in the process, over

the ten eight-year period. They need to be profusely thanked.

Towards the end of this sojourn five friends within the academia clearly stood out for

their tactical support, in the persons of Dr. Hemant Abhyankar, Prof. M.S. Bagwan, Prof.

Hemchandra M. Padalikar, Brig Satish Kalia, and Dr. Haroon Sheikh.

Four friends outside the academia similarly stood fast when the going got tough and

these were Mr. Hashimali Sayed, Mr. Boman Bharucha, Adv. Amit Bhowmik, Mr. Minocher

Patel, and Mr. Navin Kripalani.

The first draft of the book would have been completed by the spring of 2010. However,

administrative pressures, petit bourgeois problems, and intellectual isolation in Solapur prevented

the completion of the book, despite all good intentions. It was only in the autumn of 2010

when both authors found themselves back in Pune that the loose ends of the manuscript were

tied up and handed over to the publishers in the winter of 2010-11. When these proofs

came back after blind review, we were living in North India. Our friend Dr. Rameshwar

Kanwar prevailed upon us to complete the work but such was the situation that the work

was further delayed. The manuscript thus took its final shape only in the spring of 2012

when Sorab Sadri was at Baddi University of Emerging Sciences and Technology and

Jayashree Sadri was busy completing her Doctoral thesis in between teaching and consultancy

assignments. Assistance rendered by Mr. Rohit Gupta and Ms Renu Vij in final proof reading

and conversion of the entire file into Pagemaker was highly appreciated.

If, however, any overall gratitude is to be expressed and acknowledgement is to be

cited, then it must go to Dr. Shivajirao Kadam and Dr. Vishwajit Kadam at Pune and Mr.

Gaurav Jhunjhunwala at Baddi. Cooperation from the academic organizations especially in

Pune we have until recently been associated with the Bharati Vidyapeeth Deemed University

and the Indira Group of Institutes is duly appreciated. The Baddi University merely provided

a  platform for launching such an academic initiative. For, it is they that created the

academically congenial conditions for us to complete this labour of love.

April 24, 2012  SORAB SADRI

JAYASHREE SADRI
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1

This is a postgraduate level book on people management. Its argument is set in a democratic
country, (as a Doctoral Scholar Rahul Kadam has pointed out), that has 31 states, 1,618 languages,
6,400 castes, eight major religions, eight ethnic groups, and celebrates 29 major festivals while
remaining one nation. The book therefore adopts a cross-cultural approach albeit by default
and has relevance to a country that has passed through the stages of colonialism, neo-colonialism
and is ensconced within semi-peripheral capitalism within a period of about a three-quarter
century. It aims to enable the postgraduate student to understand a complex subject in a
rather simple way. But let us begin by asking: what is people management after all?

Without definition and method no scientific argument can stand on its own ground.
Hence, we will first attempt a brief discourse on methods and then briefly define the subject
under investigation. This is to lay the basis for the ensuing argument and then go on to describe
the mutable nature of the external environment within which the organization exists and
wherein the art and the science of HR are practised.

Unlike the value-based normative approaches of spiritualists, we do not believe in positing
a framework and then finding facts to sustain it. Rather, we take one piece of the structure
at a time and develop an argument around it either based on logic or on empirical data,
which can easily be validated. Then it is the data that throws up the paradigm, and not the
converse. When we examine reality it is with a clear head and no pre-conceived notions of
right and wrong. We then collect the evidence and examine the data scientifically. To paraphrase
Arthur Conan Doyle, when all that is impossible has been eliminated, whatever remains, by
way of explanation, (no matter how improbable) must approximate the truth. All truth in itself
is relative and so we will always talk in relative terms and not in absolutes. (As G.F.W. Hegel
had said, the only absolute truth is the Almighty to which Emil Durkheim would have added,
the only absolute certainty is death).

This is typically the approach of positive social science, which we shall rigorously attempt
to follow. Only then shall we define Human Resources Management and enter a detailed
discourse. To begin with, let it be clearly understood that the HR specialist (like any other
functional expert) is the messenger and not the message,we will attempt a brief discourse on

THE ORIGIN, SCOPE,
AND SUBJECT MATTER
OF HRM
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methods and then briefly define the subject under investigation. He exists and performs only
within the ambit of bounded rationality and his actions are founded on derived authority. The
issue of bounded reality has already been treated at length in The Theory and Practice of
Managerial Ethics (1999, 2008) and we shall desist the temptation to belabour the point yet
again here.

Understanding objective social reality by forming subjective perceptions thereof has been
the stock in trade of social scientists. However, if this is to be converted into meaningful
results the social scientist must follow Rene’ Descartes and begin from a position of doubt
ergo sum (I doubt therefore I am). This is the stage of questioning, learning, and experiencing.
This was followed by the stage of realization when the social scientist maintains caught ergo
sum (I think therefore I am). This is the point at which the social scientist affirms his belief.
Finally, he concludes with sum roe’s cognates (I am thinking being). Here the humane nature
of man is brought forth and HR no longer remains a dark dismal science, which fostered
scientific management a la Taylor or categorized its traits a la Urwick. If the HR expert has
to establish his credentials and carry the day, he must let others know where he stands. That
is to say, he must define his position. We opine that the HR expert must specifically define his
position Vis-a-Vis the organization and the environment only after taking cognisance of the
following seven conditions:

1. The HR expert must be a part of the policy formulation team if he is expected to
add value to the organization.

2. The organization must empower the HR expert to initiate and facilitate change
processes for the betterment of the organization i.e. the management must be committed
to change.

3. The HR expert must be accountable for the actions taken in the process of bringing
about change, i.e. he must deserve the empowerment.

4. The concept of stakeholder is extremely important for the various parties in an
organization to imbibe so that commitment and belongingness automatically spring
from it. HR interventions that do not promote commitment and belongingness needs
more often than not fail. For this purpose HR interventions must see and treat every
actor a la Dunlop as a stakeholder.

5. Quality is built into every aspect of that fabric we call management. It is in-built into
the person, the process, and the product all at once. It is not inspected at the end
of the product or process chain.

6. The HR expert is a functional manager who as a leader adds value to the organization
and is governed by a set of core beliefs, by which he stands and is known for. If he
ceases to add value he must honourably quit.

7. In a world where companies have to run in order to keep their place in the competitive
world the HR expert has to create an environment through his intervention such
that change processes are facilitated.

When these seven conditions are fulfilled, research shows that such attributes as trust,
transparency, total quality, dependability, and creativity easily follow suit. To sustain these
attributes management does not only have to be ethical but also be perceived by others to be
ethical. All this is possible only if HR function is value-based and value-driven.
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Works of Straus and Sayles, Pigors and Myers, Jucius and Yoder are well known to
scholars but in keeping with the pressures of modernity they need to be critically revisited.
Traditionally, personnel management was defined as the planning, organizing, directing, maintenance,
and separation of human resources to the end that individual, organizational and societal
objectives are accomplished. Following this definition, Edwin Flippo distinguishes between
maintenance functions (planning, organizing, directing, and controlling) on the one hand and
operative functions (procurement, development, compensation, and integration) on the other.
These are functions attributed to Personnel management as a specialization.

The charge is often levelled to the effect that HRM is an old wine (personnel management)
in a new bottle. Even if that were so, what is the harm in looking at the same reality in a
different way and shifting the paradigm in the process? That different way, that paradigm shift
is what we are about to expose our readership to in this long argument.

Let us begin, like all social scientists should, by defining our ambit of inquiry. Organizational
development or OD is an integrative approach developed in the 1960s and which is still developing.
It is the systematic application of behavioural science knowledge at the level of the individual,
the group, and the organization, to bring about planned change. A higher quality of life, internal
and external customer satisfaction, enhancing effectiveness and efficiency at every level, building
on core competencies, and sharpening the competitive edge are some of its objectives. To
understand this one must understand the role played by causal variables. Intervening and end
result variables are influenced by causal variables. Hence, a systems approach is ipso facto
assumed. The dynamic of change must be comprehended in its entirety.

However, all this needs a seasoned expert and that is none other than the HR specialist.
He does not work alone but with the help of an outside expert. Together they work in tandem
with line management to enhance efficiency and effectiveness at the level of the person, the
process, and the product. Excellence is brought about both at the point of production and the
point of sale and thereafter through customer relations. HR intervention then becomes the
prerequisite for OD and that is the focus of this argument.

Change for the sake of change is not desired nor is it recommended. However, the HR
expert is supposed to bring about change and his intervention is meant to bring about organizational
development. Hence it is necessary that he does not go about half-cocked. He needs to
realize the following at the very outset. It has been seen that in many so-called high-tech
companies, the Managing Director or the Founder Chairman is reluctant to mend his ways or
alter his outlook. He is inherently to charter a new path. Yet, he wants change because that
is the thing to do. Therefore, he gives after dinner speeches about innovation, creativity, and
change. What he actually means is that others must change and continue to emulate him
while paying tribute to his two-decade-old innovation. He continues to live in his ivory tower
while the organization’s fortunes continue to slide down hill.

The first point that must be taken cognisance of and which is often overlooked is that the
HR specialist is a functional expert. He can only perform if the infrastructure permits him to
do so. In addition, the infrastructure will only permit him to do so if the CEO is serious about
HR in the first place. Unfortunately, it is fatal to proceed before ascertaining the CEO’s position
first. If the CEO is not serious, and sees HR as a threat to his paternalistic authority, then the
derived authority of the HR expert is by itself questioned. He then has to start working on the
mindset of the CEO, convert it and only then turn his attention to the rest of the organization.
If not, he will surely fail as many have. This is possible only if the HR expert is confident of
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himself and knows his onions. There is no place for the mediocrity to thrive and only those
who deliver the goods deserve to stay on. But this cannot be achieved without a humane
approach, which springs from an inherent respect for man.

The second point is that the HR specialist must start respecting himself before he expects
the CEO to respect him. In many organizations, the HR expert is afraid to walk his talk and
confront the CEO who then rides rough shod over him in his myopic pursuit of short run
progress (read profit). Hence, he must begin by defining his position vis-a-vis the CEO and the
organization before he proceeds further. For that, he must learn to take a principled stand and
defend it. And for that to take place, mediocrity has to be shunned. He must anchor his
actions against his own core competence as a specialist and brook no interference from
superiors who (erroneously) think they know it all. Many a time, we have come across people
objecting to this position by pointing out that so and so stood up to be counted and lost his
job in the bargain. We do not state that risks should be avoided. However, what we also say
that the HR expert must use his intellect to create a situation wherein he can hold on to his
values and his job at the same time. This is what mind-based thought equips him to do.

Thirdly, many CEOs cannot distinguish between HRM and HRD. So the CEO must be de-
schooled and only then must the intervention proceed. When CEOs are not serious about HRM
or blissfully ignorant about it they divide and rule. Hence very often we find that the personnel
and administrative function is divorced from HRD as is the case in the textile division of the
A.V. Birla Group. In tradition bound and feudalistic organizations many CEOs see in the HRD
function, a kind or public relations role or a window dressing that makes the organization
(and themselves) looks progressive. Unless the HR expert debunks this myth at the very outset
and gives a holistic picture of his specialization, he is digging his own grave. To do so, the HR
specialist needs to set objectives for his own self first, prove his worth and show that he adds
value to the organization before he is accepted. Only after he is accepted as an expert can he
make a difference. Hence this must be his priority. If not, he will be as ludicrous as the head
of training who is not himself a trainer.

Fourthly, the HR specialist must know that the most potent enemy he has is not the trade
union leader or the belligerent worker. In fact, they justify his very existence in some ways.
The true enemy is the book-keeper-clerk turned financial manager. The accountant (by whatever
name he is called) pulls out figures and shows that HR intervention is a cost, which can be
avoided. To prove his point he convinces the gullible CEO to watch the bottom line. A convenient
ploy of the CEO then is to maintain that bureaucracy is corrupt and it is cheaper to circumvent
the law than follow it. Further, he argues that his hard-earned profits are affected adversely
through HR and the accountant confirms that this is an avoidable cost. So let it be categorically
stated at the very outset that no organization has ever gone under because it followed the
statutory obligations. In fact, evidence abounds to show that it is those that tried to circumvent
the law actually went bust. This is simply because so much time and energy is unproductively
used up justifying the unjustifiable that the cover-up operations prove too costly in the end. It
is far cheaper to obey the law and think in terms of the long run survival rather than cut
corners for short run profits. In addition, the HR expert is duty bound to communicate this to
the CEO so that both his locus classicus and his locus standi are ensured at the very outset.
The importance of acceptability of HR initiatives by top management cannot be underestimated.

Fifthly, it is very easy to advise organizational change to keep the bosses happy. It is
easier still to carry tales about colleagues and advise change in the larger interest of the
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company. That the lumpen mediocrity seldom has a clue about that larger interest is another
matter altogether. Many companies have suffered because it went into change processes
before proper diagnosis. It is like going in for re-engineering before even an elementary O &
M study has been undertaken. As was the case with Global Tele-Systems Limited between
1995 and 1996 several self-styled consultant experts will readily recommend re-engineering
the corporation without even bothering to see where, when and why the same is necessary.
If the HR specialist joins that bandwagon, (as many did), he is behaving like the legendary
Kalidasa who was cutting off the very branch of the tree on which he was seated. Hence,
organizational diagnosis must become the stock in trade for the HR specialist before he recommends
any change.*

Every scientific inquiry has a method. Only by pursuing a scientific method can we approximate
objectivity. To lay claims for being objective is ipso facto a subjective proposition. So to any
assertions about the form and content of objective social reality are but our individual subjective
perceptions of that reality. It will be our earnest endeavour to approximate objectivity so that
we are able to facilitate the process of understanding the chimera of HR interventions.

It is the general experience that brevity and cogency have their merits. Consultants and
executives who submit large reports and present circumlocutory solutions very often hide
behind a facade. Big consulting firms are not immune to it. For instance, there was a phenomenal
waste of paper in a large consulting firm in generating a voluminous report for a corporate
client. The report was a recommendation for setting up a paper-less office organization! HR
consultants must eschew the temptation to write long tomes using circumlocutory language.
The management wants easily readable, easily understandable, and easily applicable solutions.
Furthermore, the solutions must be translatable into relevant, meaningful, and measurable
actions. In addition, these actions must in the end add value to the organization. This is
seldom done. Diagnosis must be conducted honestly and scientifically without allowing a
dream to cloud the logic or predetermined solutions to dictate the findings.

Above all, the HR consultant is advised never to plagiarize another report when you have
been paid to prepare one. In one case, an institute of higher learning copied the consultancy
report of a professional firm, tampered the figures and submitted it as finding of its own
expert study to the very same public sector company in 1995. This was done with their friends
within the company who worked in tandem with them. What happened was that individuals
got rich as the companies became poorer. Needless to say, the institute earned a poor reputation.

Consultants, similarly, who aim solely at the renewal of their contact, end up sawing the
branch on which they are perched. Contract renewal must be the result of the work and not
the aim of the consultant’s work. Consultants who have served long stints with organizations
become internalized within the system and yield a lot of power. Management is often afraid
to terminate their contracts for fear that they may rock the boat out of vindictiveness. This fear
is so real that senior managers seek the consultant’s opinion and act on their counsel even
when it is against the manager’s better personal judgement.

* Only after having gained acceptance of the logic of above-mentioned five points that this argument
shall proceed further. We shall avoid tautology and eschew the desire to give ready-made answers
to organizational problems. This is because although this is a postgraduate level textbook, that is
written explicitly for use by professionals. It assumes that the student would already know the basics
of Human Resources Management through his exposure to an introductory course. We shall assume
that now that student has gone in for specialization and uses this book to develop his professional
skills and expertise further in the second year of his postgraduate study.
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Hence, it is a good management practice to have consultants on a time bound and task
bound basis. After the time is over and the task has been completed the links must be professionally
severed. If not, the consultants manage to stick on, manage to interfere in the day-to-day
affairs of the company and even become petit king makers as was seen in few cases. In short,
once the value addition comes to an end, by the sheer logic of management, the contractual
agreement between the consultant and the client no longer is valid. Several companies have
their own unique experience of similar phenomena and yet the internal HR expert refuses to
learn!

What is true of the consultant is even truer of the manager himself. He cannot be respected
if he cannot lead from the front. And respect has always to be commanded and never demanded.
One way of ensuring this is to create one’s own replacement all the time. The need to promote
that replacement will ensure that the incumbent is promoted too. Stifling a subordinate’s
progress for the fear of losing one’s own job has never stood anyone in good stead.

Finally, it is a truism that respect, concern, and trust and reciprocal compliment that
must be given if one needs to receive them. Unfortunately many HR managers trust their
consultants to the point wherein accountability and responsiveness disappear. That is just not
professional conduct.

INTRODUCTION

Gone are the days when outdated technocrats and retired ex-servicemen looked labour
matters in companies. They looked after discipline in the main and were governed by the
carrot and stick rules of the game entirely. This was the state of progressive colonialism 1938–
1947 when due to the political and economic environment in the country attention was drawn
of the owners of capital on the activities of the owners of labour power. This was when the
Factories Act, the Workman’s Compensation Act, and the Trade Union Act were enacted.
These supervisors were then known as labour officers.

This was followed by the era of independence and neo-colonialism. The Industrial Disputes
Act and the Industrial Employment Standing Orders Act were enacted. The old habit of using
the carrot and stick did not die an easy death. These labour officers operated in an environment,
which was politically independent but economically dependent. The ravages caused by the
division of the country were still fresh in people’s minds and although the mercantile–feudal
set up was dismantled by 1950 the feudal mentality stayed on in the Indian psyche. But neo-
colonialism brought with it a certain concern for the workingman. The Mahalanobis plan strengthened
state capitalism and ushered in a centrally planned economy.

With a centrally planned economy came a socialistic tint in state capitalism. This was
natural as politicians took an interest in labour matters. In the forefront of this campaign for
the emancipation of labour were leaders such as Jayprakash Narayan and Gulzarilal Nanda.
Today that torch is held high by the Indian Society of Labour Economics. Sadri in his published
papers has shown that the politicians to further their own programs and meet their own
objectives used the Indian trade union movement. It is erroneous to claim as liberal labour
historians often do that political parties for the emancipation of the working class developed
the trade union movement.

When neo-colonialism developed nationally alongside of it developed the Non-Aligned
movement internationally. With this came the concept of the Welfare Officer who was concerned
besides legal compliance, with issues such as canteens, latrines, and crèches. The findings of
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the Hawthorne Experiments and the work of Carl Rogers percolated the academia and this
new generation of Labour Welfare Officers was armed with professional degrees and diplomas.

By the 1960s the emphasis began to shift from legal compliance to conflict handling. And
here for the first time people started talking of team building. Typically they stated that teams
were groups of individuals with complementary skills who thought alike. The typical liberal
rhetoric spoke of team as conflict resolving mechanisms. Of course, this was a very reactive
way of looking at things but that is what it was. The basic premise that governed the activities
of the labour welfare officers could be subsumed as follows:

Conflict is an inevitable part of organizational life, they argued. Managers spend an estimated
20 per cent of their time dealing with conflict. When people with different backgrounds,
values, needs, cultures, and personalities interact some form of conflict is inevitable. However,
conflict is endemic and must be avoided at any cost. Conflict has its advantage also in team
building and organizational effectiveness. People are stimulated to search for improved approaches
that lead to better results. Teams develop deeper understanding through several brainstorming
sessions. Hence, whereas conflict by its nature is a negative term it can be converted into
something positive by proactive managerial behaviour.

The aforementioned concept encompasses the wide range of conflicts that people experience
in organizations mainly arising out of an incompatibility of goals, differences over interpretations
of facts, disagreement on behavioural expectations. The moot question then arises: are HR
specialists merely managers of discontent? Or are they something more than that? That is a
question that needs to be raised and many companies shy away from it for fear that they may
rock the boat. The result is, in the words of Sorab Sadri, that in the pursuit of stability organizations
eventually settle for inertia.

The fact that HR is a necessary function in every developing organization is no longer a
point of debate. Similarly the fact that HR is the initiator, instigator, catalyst, and agent of
organizational change is well accepted in the progressive part of India’s industrial world.
However, the point we seek to make is this. No matter how efficient an HR function may be
there are three questions that it ought to be continuously subjected to. This is if the organization
has to derive any benefit from having that function in the first place:

● Does it add value to the organization and helps to attain its objectives?

● Does its intervention have a base on some core beliefs, which are shared by management?

● Does it come across as being ethical and therefore dependable?

Based on the answers we get to the above questions can we evaluate the true worth of
the HR function? Herein comes the role of HR audit, which is something that must be religiously
undertaken from time to time in every organization. Functionally, human resources management
was divided into five distinct sub functions:

1.  Human resources planning: This took care of the optimal allocation and utilization
of the human resource. Hence it was concerned with ascertaining the needs of the
organization and establishing ways and means to meet these needs so that the
objectives of the organization are met and production continues unhampered. Recruitment,
promotions, transfers, and resignations were to be dealt with by this sub-function.



10 HUMAN RESOURCE MANAGEMENT IN MODERN INDIA: CONCEPTS AND CASES

2.  Human resources administration: This took care of the erstwhile establishment
function in some parts and the legal compliance function in others. It had to make
sure that all the returns were filled up and submitted to the concerned authorities
in order and in time. Payroll functions came under the purview of this sub-function.
Peripheral functions as safety could also fall under its purview.

3.  Human resources development: This was the most proactive sub-function of the
specialization. It began at the level of training need identification, conducting climate
surveys and actually conducting training programs. This had a direct role in the
organization corporate culture building.

4.  Industrial relations: This was essentially related to power relationships between
the owners of capital and the dispensers of labour. It is not a systems concept a la
Dunlop or a process or regulation concept a la Flanders but more of a power and
control concept a la Hyman.

5.  Human resources information systems: This was the bloodline of the specialization
for it stored information and rendered it easily accessible so that decision-making
could be facilitated. The key words were a balance between secrecy and transparency.

It has been argued all along that HRD, HRP, HRA, and HRIS cannot be separated from
one another and that there is a symbiotic relationship between them. industrial relations (IR)
has always seemed to be the odd one out in the scheme of things for the management school-
trained HR expert. This is ironic since all value is created by labour and capital is nothing but
man-made aid to production.

Going further, investment is the process of capital creation and is only viable when
(i) < (r) that is to say the rate of return is more than the cost of borrowing. Hence exploiting
the resources is built into the economist’s paradigm. How then can labour interests be promoted
while it is being exploited?

To address this contradiction we shall now move on to understanding the role of labour
within the political economy of India. At the macroeconomic as well as the microeconomic
level, two of the factors that impinge greatly upon its role and function are the State and the
Trade Unions. Hence this chapter (in defining the paradigms) takes the reader through a
historical journey delineating the role of the state policy in the history of Indian Trade Unionism.
This discourse is aimed to help the reader to appreciate what ideologies the employee ascribes
to and what has been the changing nature of the Indian state in respect of the employee
collectivity. The chapter ends with a constructive critique of the HR discipline from the point
of view of an informed and value-based professional. This will help the readership to realise
the true form and content of HRM in the present context as well as the contextual linkage
between the discipline and the industrial sector. If HR interventions are intrinsically related to
organizational change and progress, should we not examine the subject of OD intervention a
little more closely? And that is just what the student is advised to do, explained more clearly
in the next chapter.
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VALUE-BASED GOAL CONGRUENCE BETWEEN THE EXECUTIVE
AND THE ORGANIZATION
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THE BINDING FORCE OF VALUES AND ETHICS IN SOCIETY
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1. INDIVIDUAL BEHAVIOUR, 2. TEAM BEHAVIOUR, 3. ORGANIZATIONAL BEHAVIOUR, 4. NATIONAL
BUSINESS ENVIRONMENT, 5. GLOBAL BUSINESS ENVIRONMENT
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THE ARGUMENT THUS FAR
The Chapter began by introducing the subject of HRM and placing it on its rightful pedestal

in the organizational context. Linking its various sub-specializations, the Chapter effectively
treated its subject matter: HRP, HRA, HRD, HRA and IR. What was implied by value was
clarified and the reader was introduced to both method and change. The point was made that
one cannot speak of value addition and the SSU-SBU dichotomy in the same breath since any
person or activity that does not add value is fit to be dispensed with. In addition, the SSU–SBU
distinction assumes that only some departments add value while others merely lend support.

* * *
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