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HumanResourceManagement

Introduction:Humanresources(HR)arethepeoplethatanorganization

employstocarryoutvariousjobs,tasks,andfunctionsinexchangefor

salaries,andotherrewards.Humanresourcesincludeeveryonefrom the

CEO,whoisresponsiblefortheoveralleffectivenessoftheorganisation,to

thecustodianwhocleanstheofficeaftereveryoneelsegoeshome.And

eachemployee,inhisorherownway,isavitalingredientthathelps

determinetheoveralleffectivenessorlackofeffectivenessofthe

organizationasitarrivestoaccomplishitsgoalsandobjectives.

MeaningandconceptofHRM :

Humanresourcemanagementisconcernedwiththemanagementofmen.

Before1930'stheterm 'employmentmanagement'wasused,whichlater

evolvedandamoreuniversalterm 'personnelmanagement'was

coined,untilthe60's70'swhen'manpowermanagement'become

prevalent.Nowofcoursethemorepowerfulandallencompassing'human

resourcemanagement'iswidelyused.

Anorganisationneedstorecruit,train,develop,motivateandmaintainits

peopleforthesuccessfulaccomplishmentofitsobjectives.Irrespectiveof

thetypeoforganisationgovernment,businessoreducational,workingfor

profitornotitcannotignoretheimportanceof"

geeting,preparing,motivatingandmaintaining"anefficientandeffective

workforce.

Organisationsthatoverlookthesefactorsmayfinditdifficulttoachieve

theirgoals.Manygreatscholarshaddefinedhumanresourcemanagement

indifferentwaysandwithdifferentwords,butthecoremeaningofthe

humanresourcemanagementdealswithhowtomanagepeopleor

employeesintheorganisation.

DefinitionsofHRM :



1)EdwinFlippodefines-HumanResourceManagementas“planning,

organizing,directing,controllingofprocurement,development,

compensation,integration,maintenanceandseparationofhuman

resourcestotheendthatindividual,organizationalandsocialobjectives

areachieved.”

2)TheNationalInstituteofPersonalManagement(NIPM)ofIndiahas

definedhumanresource–personalmanagementas“thatpartof

managementwhichisconcernedwithpeopleatworkandwiththeir

relationshipwithinanenterprise.Itsaim istobringtogetheranddevelop

intoaneffectiveorganizationofthemenandwomenwhomakeup

enterpriseandhavingregardforthewell–beingoftheindividualsandof

workinggroups,toenablethem tomaketheirbestcontributiontoits

success”.

3)Brech-HRisthatpartofmanagementprocesswhichisprimarily

concernedwiththehumanconstituentsofanorganisation.

Nature/CharacteristicsofHRM :Thefollowingcharacteristicscanbe

notedabouthumanresourcemanagement.

1)TomanagePeople:HRM isconcernedwithmanagingpeopleatwork.

2)Todirectpeople:Itisconcernedwithemployeesbothasindividualsas

wellasagroupwiththeaim ofgettingtheiractiveinvolvementinthe

organisationsactivities.

3)TodevelopPersonnel:Itisconcernedwithhelpingtheemployeestotheir

potentialtothemaximum possibleextent.

4)Itisapplicabletoallorganisations,

5)Itisofacontinuousnature,

6)Itisbasedonprinciples,



7)ItaimsatEspiritDeCorps,

8)Itaimsatoptimum contributionbyall.

Scope:

TheScopeofHRM isindeedvast.From thetimeoftheworkersentryinto

anorganisationtillthetimeoftheworkersentryintoanorganisationtillthe

timeheleavestheactivitiesincludedarehumanresourceplanning,job

analysisanddesign,recruitmentandselection,orientationandplacement,

traininganddevelopment,performanceappraisalandjob

evaluation,employeeandexecutiveremuneration,motivationand

communication,welfare,safetyandhealth,Industrialrelationsetc.

Forthesakeofconvenience,thesecanbecategorisedintosevensections.

1)Introductiontohumanresourcemanagement

2)Employeehiring

3)Employeeandexecutiveremuneration

4)Employeemotivation

5)Employeemaintenance

6)Industrialrelations

7)ProspectsofHRM.

FunctionsofHumanResourceManagement:

Humanresourcemanagementinvolvestwotypesoffunctions,viz.,

managerialfunctionsaswellasoperativefunctions.

(1)ManagerialFunctions:HumanResourceManagementperformsfourimportant

managerialfunctionse.g.,Planning,Organising,directingandcontrollingofpersonnel

employedinanenterprise.

a)Planning:Planningmeanslookingahead.Itinvolvesthepreparationforanuncertain

future.InthecontextofHumanResourcemanagementitmeansdeterminationof



personnelobjectives,policiesandprogrammesinadvance.Theobjectiveofpersonnel

planningshouldbetoensurethattheenterprisehasanadequatenumberofsuitable

personsrightlyplaced,sothattheyshouldefficientlyandeffectivelycontributetowards

theaccomplishmentoftheenterpriseobjectives.

Lastbutnottheleastthereshouldbeapolicytokeeptheemployeescommittedtothe

enterprise.Thiscallsforprovisionofsuitablemeansofcommunicationand

establishmentofamachineryforspeedyandsatisfactory,solutionofworkersproblems.

b)Organising:Oncetheobjectivesandpolicieshavebeendetermined,thehuman

resourcemanagermustestablishaborganisationwhichissoundandeffectivetocarry

outpoliciesandachieveobjectives.Thepersonnelorganisingfunctionmainlydealswith

theestablishingrelationshipbetweendifferentjobstobeperformedestablishingline

andstaffrelationship,establishingsuperior-subordinaterelationship.Itdecideswho

shallhaveauthorityoverwhom ?Whoshallberesponsibletowhom,andforwhat?

Aformalorganisationstructureisestablishedinanenterprisetospelloutwhohas

authorityandresponsibilityoverwhom andforwhat.Therearethreemajortypesof

formalorganisationstructure.Theseare:

Thelineform :Inwhichexecutivesaregivencompletechargeoftheworkassignedto

them subjecttothesuperiortowhom theyreport.

Thefunctionalform :Whereeachshopsupervisorreceivesspecialisedservicesfrom

anumberofspecialisedHRmanagerswhoseauthorityintheirrespectivefieldsmustbe

obeyed.

Thelineandstaffform :Thisisthemostwidelyusedform oforganisationstructurein

personnelwork,whichisacombinationoflineaswellasstaffauthority.Linemanageris

theconcernedauthorityintherespectivefieldwereasstaffauthorityisinadvisory

capacitytogiveadvicetothelinemanager.

c)Directing:Directingthesubordinatesatanylevelisthebasicfunctionofthe

managerialpersonnel.Properdirectioncanbedonebyissuingappropriateorders

andinstructionstoworkersatvariouslevels.Ordersandinstructionsshouldbe

complete,precisetothepointandeasytounderstand.Butmerepassingoforders

willnotdo.Thechoiceofasuitabletechniqueofmotivationwilldependonthe

circumstancesofeachcase.Butthebasicobjectiveofmotivationshouldbealways

keptinmindi.e.,toenabletheemployeestogivetheirbestperformance.

d)Controlling:Controllingisregulatingtheactivitiesinaccordancewiththe

requirementsoftheplans.Controllingthereforeneedssettingofstandard,

supervisionofactivitiesandcomparisonofperformancewiththeestablished

standardandtakingcorrectiveactions.



(2)OperativeFunctions:Besidesmanagerialfunctions,HRmanagementalso

dischargesthefollowingoperativefunctions:

a)Procurement(staffing):Procurementisconcernedwiththeobtainingofa

propernumberofpersonnel(workloadanalysis)andproperkindofpersonnel

(workfaceanalysis)necessarytoaccomplishthegoalsofanorganisation.It

dealswiththedeterminationofmanpowerrequirementtheirrecruitment,

selectionandplacement.

b)Development(training):Developmentisconcernedwiththedevelopmentof

employeesbyincreasingtheirskillthroughtrainingsothatjobperformanceis

properlyachieved.Ifweseebenefitsoftrainingtoaworker,itcanhelpinproper

induction,itreducesaccidents,absenteeism andturnover.Itimprovesquality

andquantityofoutput,itmakesanemployeereadyforpromotionandensures

economicuseofallresources.

c)Compensation(wagesandsalaries):Compensationisconcernedwith

Securingadequateandequitableremunerationtopersonnelfortheircontribution

totheorganisationalgoals.Thusforthephysicalandmentalworkputinbyeach

employeeheshouldbeprovidedadequatemonetaryandnon-monetary

incentives.

d)Integration(industrialrelation):Oneofthemostdifficultandfrustrating

functionsofHRmanagementisintegrationwhichmeansnecessaryattemptto

influencetheattitudeoftheemployeessothatheisfavourabletowardshiswork,

hisorganisation,superiorsandfellows.Forbetterintegrationfollowing

provisionscanbeundertaken:

1)Needidentification

2)Motivation

3)InformedOrganisation

4)Communication

5)CollectiveBargaining

6)ConflictsAvoidance

7)StatusofTradeUnion

e)Maintenance:Thisfunctionrelatestothemaintenanceofphysicalconditions

oftheemployeesi.e.,activitiesundertakenforthesafety,healthandwelfareof



theemployees.

i)Safetyprovisions

ii)Healthprovisions

iii)Welfareprovisions

EvolutionofHR:WhereIt’sBeenandWhereIt’sGoing

EmployeeEngagementImagineatimewhenworkerswereconsidered

expendable.BeforetheevolutionofHRtotoday'sstandards,working

conditionswereharshanddangerous(thinktheMiddleAges)andthe

tensionbetweentheneedforphysicalprotectionandhigheroutputwas

growing.

Maybemodernworkingconditionswereneverasterribleasthemedieval

period,whereyoucanimaginepeoplewereoutforthemselvesandthere

wasn'tahumanresourcedepartmenttoquashthebulliesandmakethem

putdowntheirswords.Buttherewasatimewhenworkingconditionswere

untenableandunsafeforhumanbeings.

Pre-1900sHumanResourcesManagement:ToughWork,Tougher

Conditions

Theideaofaconnectionbetweenworkerwellbeingandtheirproductivity

emergedbetween1890and1920.Americanbusinessleaders,aidedby

scholarsandpoliticians,embraced"industrialbetterment"andembarked

onplanstostabilizethelaborforceandencourageemployeeloyalty.To

carryoutthesomewhatsurreptitiouspracticesofthetime,departments

called“industrialwelfare,”and“scientificmanagement”werecreated.

TheMainTakeaway:Workersneedtobetreatedaspeople,notas

expendableresourcesbyacompan

1920s–1950sHumanResourcesManagement



Luckyforushumanbeings,theworkplacebegantochangewiththe

realizationthatworkerswerenotpuppetsonastring,butpeoplewith

emotionalandpsychologicalneeds."Personneldepartments"and

"manpowerdevelopment"increasedtheireffortsaroundinternaltraining

andworkingwithlaborunionstodevelopstrongercompensationpackages.

“Humancapital”becamesynonymousfortheknowledgeanindividual

embodiesinaffectingeconomicgrowth.

TheMainTakeaway:Whenemployeeshaveopportunitiestolearnonthe

jobandbecompensatedfairlyfortheirefforts,theybecomemorevaluable

totheorganization.

1960s–1980sHumanResourcesManagement

Intheearly'60's,theUSlegislaturebeganpassingfaireremployment

practicessuchastheEqualPayActof1963andCivilRightsActof1964

compellinghumanresourcedepartmentstofocusoncomplianceissues.

Atthesametime,humanmotivationtheoriesincludingHerzberg’sTwo

FactorTheoryandDeciandRyan’sSelf-DeterminationTheory,beganto

transform theworkplace.Organizationalmanagementandindustrial

psychologycontributedtoHRpayingmoreattentiontoemployees'needfor

achievement,advancement,andrecognitionbymatchingthenatureofthe

workitselfwithaperson'sskillsandinterests.

TheMainTakeaway:Workersneedcertainrightstobeconsideredforajob,

buttheyalsoneedpsychologicalmotivatorsincludingautonomy,purpose

andmasterytoexcelintheirwork.

Related:Discovertheartandscienceofmotivation,reinforcesthisthrough

MotivologySM.



1990s–2010sHumanResourcesManagement

TheroleofHRismorecomplexthanever.Newandemergingtechnology

hasshiftedthefocusfrom personnelmanagementandadministrative

tasks,today’sHRdepartments—atleasttheforward-thinkingones—spend

theirenergiesmanagingemployeeengagementandstrengtheningculture.

They’realsochargedwithmanagingtheemployeesthemselvestoincrease

theoddsthey’rehappyatworkandwillcontinuetostickaroundforthe

foreseeablefuture.

Throughthedecades,theworkforceevolvedfrom labor-basedtoservices-

focusedrequiringHRtoshiftfrom aprocess-centricfunctiontoaworker-

centricfunction,accordingtoSHRM.Understandingtheneeds,wantsand

motivationsofadiverseandmulti-generationalworkforcehasledHRto

attractandretainhigh-performers,butthebattlefortoptalenthas

accelerated.Thecompetitivebusinessenvironmentandglobalization

necessitatesthatworkforcechangeinitiativesbebasedonandintegrated

intothebusinessstrategiesgivingmoreHRleadersaseatattheC-Suite

table.

TheMainTakeaway:Humanresourcemanagementresponsibilitiesreach

farbeyondadministrativeandcomplianceaccountabilities.Havinga

strategicunderstandingofthebusinessclimatewillpositionyoutorecruit,

hireandretainthebestemployeeswhileaddingvalueatthehighestlevels

intheorganization.

Relevance/ImportanceofHRM:

Peoplehavealwaysbeencentraltoorganisationsbuttheirstrategic

importanceisgrowingintoday'sknowledge-basedindustries.An

organisation'ssuccessincreasinglydependsontheknowledge,skillsand

abilities(KSAs)ofemployees,particularlyastheyhelpestablishasetof



corecompetenciesthatdistinguishanorganisationfrom its

competitors.WithappropriateHRpoliciesandpracticesanorganisation

canhire,developandutilisebestbrainsinthemarketplace,realiseits

professedgoalsanddeliverresultsbetterthanothers.

HumanResourceManagementhelpsanorganisationanditspeopleto

realiserealisetheirrespectivegoalsthus:

I.Attheenterpriselevel:

Goodhumanresourcepracticescanhelpinattractingandretainingthe

bestpeopleintheorganisationPlanningalertsthecompanytothetypesof

peopleitwillneedintheshort,medium andlongrun.Ithelpsintraining

peopleforchallengingroles,developingrightattitudestowardsthejoband

thecompany,promotingteam spiritamongemployeesanddeveloping

loyaltyandcommitmentthroughappropriaterewardschemes.

ii)Attheindividuallevel:

Effectivemanagementofhumanresourceshelpsemployeesthusit

promotesteamworkandteam spiritamongemployees.Itoffersexcellent

growthopportunitiestopeoplewhohavethepotentialtorise.

iii)Atthesocietylevel:Society,asawhole,isthemajorbeneficiaryofgood

humanresourcepractices.Scarcetalentsareputtobestuse.Companies

thatpayandtreatpeoplewellalwaysraceaheadofothersanddeliverbest

results.

iv)Atthenationallevel:

Effectiveuseofhumanresourceshelpsinexploitationofnatural,physical

andfinancialresourcesinabetterway.

System ApproachToHRM:

Itisinter-relatedsetofelementsfunctionasawholeiscalledsystem or

system isaco.mbinationofdifferentcomponentsorpartsforbeinga

complexorgan.Anorganizationisasystem whereasHRM isasub-system.



IfHRM istakenasystem othercomponentsthatcomeunderHRM are

elementsorsub-systemsofHRM system.HRM system isasystem which

transformsemployeesintoproductivehumanresources.Theinput

componentsaretransformedintorefinedoutputthroughoutmanagerial

process.Varioussub-systemslike;employment,traininganddevelopment,

compensation,maintenance,personnelresourcesareactivatedinHRM

system.HRM system shouldadoptenvironmentalchangeslike;political,

economical,socio-cultural,andtechnologicalgoal.HRM system isthe

opensystem thatconsistsofinput,processing/transformationandoutput

relationship.Asystem isasetofinterrelatedbutseparateelementsorparts

workingtowardacommongoal.Auniversity,forexample,ismadeupof

students,teachers,administrativeandlaboratorystaffwhorelatetoone

anotherinanorderlymanner.

Theenterprisesprocureandtransform inputssuchasphysical,financial

andhumanresourcesintooutputssuchasproducts,services,and

satisfactionsofferedtopeopleatlarge.

Tocarryoutitsoperations,eachenterprisehascertaindepartments

knowassubsystemssuchasproductionsubsystem,financesubsystem,

marketingsubsystem,HRsubsystem,etc.

ChallengesfacedbyHRM:

Someofthemajorchallengesfacedbyhumanresourcemanagersareas

follows:1.RecruitmentandSelection2.EmotionalandPhysicalStabilityof

Employees3.BalanceBetweenManagementandEmployees4.Training,

DevelopmentandCompensation5.PerformanceAppraisal6.Dealingwith

TradeUnion.

1)RecruitmentandSelection:

Findingasuitablecandidateforthejobfrom alargenumberofapplicants

isabasicproblem forthehumanresourcemanager.Theyhaveto

makesuitablechangesfrom timetotimeintheselectionpro­cedureand

seetoitthatthecandidateisuptothemarkfulfillingthejobrequirements.



Ifrequired,thecandidateshouldbeprovidedwithtrainingtogetquality

results.

2)EmotionalandPhysicalStabilityofEmployees:

Providingwithwagesandsalariestoemployeesisnotsufficientintoday’s

world.Thehumanresourcemanagershouldmaintainproperemotional

balanceofemployees.Theyshouldtrytounderstandtheattitude,

requirementsandfeelingsofemployees,andmotivatethem wheneverand

whereverrequired.

3)BalanceBetweenManagementandEmployees:

Thehumanresourcemanagerhasaresponsibilitytobalancetheinterest

ofmanagementandemploy­ees.Profits,commitment,cooperation,

loyalty,andsincerelyarethefactorsexpectedbymanagement,whereas

bettersalariesandwages,safetyandsecurity,healthyworkingconditions,

careerdevelopment,andparticipativeworkingarethefactorsexpectedby

employeesfrom management.

4)Training,DevelopmentandCompensation:

Aplannedexecutionoftrainingprogrammesandmanagerialdevelopment

programmesisrequiredtobeundertakentosharpenandenhancethe

skills,andtodevelopknowledgeofemployees.Compensationintheform

ofsalary,bonus,allowances,incentivesandperquisitesistobepaid

accordingtotheperformanceofpeople.Awordorletterofappreciationis

alsotobegiven,ifsomeofthem havedonetheirjobsbeyondexpectations

tokeeptheirmoraleup.

5)PerformanceAppraisal:

Thisactivityshouldnotbeconsideredaroutineprocessbythehuman

resourcemanager.Ifemployeesarenotgettingproperfeedbackfrom

them,itmayaffecttheirfuturework.Ascientificappraisaltechnique

accordingtochangingneedsshouldbeappliedandthequalityofitshould

becheckedfrom timetotime.



6)DealingwithTradeUnion:

Unionmembersaretobehandledskillfullyastheyareusuallythepeople

whoopposethecompanypoliciesandprocedures.Demandsoftheunion

andinterestsofthemanagementshouldbematchedproperly.

IndianScenarioofHRM :

Ascomparedtootherinputsofabusinessorganisation,peoplehave

alwaysbeencentraltoorganizationbuttheirstrategicimportanceis

growingintoday'sknowledge-basedindustries.Anorganisationssuccess

increasinglydependsontheskills,knowledgeandabilitiesofemployees,

especiallybecausetheyestablishcorecompetencies.Themostefficient

machineryintheworldwillnotproduceatanoptimum levelunlessthe

peoplewhooperatethemachineryknow-howtomakeitperform atitsbest.

HumanResourceManagement,orHRM,inIndiaismuchthesameas

inothercountries:takingcareofmanagementandemployeeissues,

dealingwithtalentdevelopment,managingbenefits,andproviding

discipline.However,whendealingwiththelargestworkingpopulationin

theworld,Indiahasadifficultanduniquechallenge,whichhasledtosome

morecreativesolutions.Forone,Indiahasdevelopedanentireministryin

itsgovernmentdevotedtoregulatingHumanResourcesandencouraging

educationtoensurethatthereissufficienttalentinadditiontothesheer

volumeofemployees.Italsohastodealwiththeyouthofitsorganizations

andusetechnologyeffectivelytocopewiththevolumeofemployeesithas.
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