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About the Book

Human Resource Management Practices in India is a straightforward, easy-to-read guide on how to manage the most valuable part of any business: its people. Collaboratively written by Dr. Mohamed Kaisarul Haq, Dr. Farzana Nazera, Dr. Mohammad Shah Alam Chowdhury and Dr. Sajad Ahmad Mir this book breaks down complex HR concepts into simple, everyday language. It covers the complete journey of an employee, from how companies find and hire the right talent, to how they train them, reward them, and keep them motivated to do their best work. The authors focus on the practical realities of workplaces today. Instead of heavy academic jargon, it offers clear explanations on how to handle everyday challenges, adapt to new labor laws, use modern digital hiring tools, and build a positive, fair company culture where people actually want to work. Whether you are a student starting your business education, a manager wanting to lead your team better, or a business owner looking for a no-nonsense guide to managing your staff, this book provides the practical tools you need to succeed.
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The landscape of human capital management in India is undergoing a profound and rapid transformation. As the nation solidifies its position as a global economic powerhouse, organizations are increasingly recognizing that their most sustainable competitive advantage lies not in technology or capital, but in their people. The shift from traditional, administrative "personnel management" to strategic, agile Human Resource Management (HRM) is no longer a future concept; it is an immediate reality.

We wrote Human Resource Management Practices in India to capture this dynamic evolution. While there are many excellent texts on global HR principles, there is a distinct need for literature that contextualizes these theories within the unique socioeconomic, cultural, and regulatory fabric of India. From navigating the intricacies of the newly consolidated Labor Codes and structuring culturally resonant "Total Rewards" systems, to embracing digital recruitment and fostering inclusive workspaces, the Indian HR professional faces a unique set of challenges and opportunities. This book is the culmination of extensive academic research and practical observation. Our primary objective is to bridge the gap between foundational HR theory and the day-to-day realities of the Indian corporate sector. We have structured the text to be both comprehensive and accessible, breaking down complex frameworks into actionable insights.
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UNIT 1

INTRODUCTION AND MEANING

Human Resources are the wealth of an organization which can help it in achieving its goals. Human resource management is concerned with the human beings in an organization. It reflects a new outlook which views organization’s manpower as its resources and assets. Human resource is the total knowledge, abilities, skills, talents and aptitudes of an organization’s workforce. The values, ethics, beliefs of the individuals working in an organization also form a part of human resource. In the present complex environment, no business or organization can exist and grow without appropriate human resources. So human resource has become the focus of attention of every progressive organization.

Human resource management is that process of management which develops and manages the human elements of an enterprise. It is not only the management of skills but also the attitudes and aspirations of people. When individuals come to a work place, they come with not only technical skills, knowledge, experience etc., but also with their personal feelings, perceptions, desires, motives, attitudes, values etc. So HRM means management of various aspects of human resources. An important element of human resource management is the humane approach while managing people. This approach helps a manager to view his people as an important resource. It is an approach in which manpower resources are developed not only to help the organization in achieving its goals but also to the self-satisfaction of the concerned persons. On the one hand this approach focuses on human resource development, and on the other hand it focuses on effective management of people on the other.

DEFINITION OF HUMAN RESOURCE MANAGEMENT

It is a process by which the people and organizations are bound together in such a way that both of them are able to achieve their objectives.

According to Flippo, “Human resource management is the planning, organizing, directing and controlling of the procurement, development, compensation, integration, maintenance and reproduction of human resources to the end that individual, organizational and societal objectives are accomplished.”

This definition reveals that human resource management is that aspect of management which deals with the planning, organizing, directing and controlling the personnel functions of an enterprise. The purpose of these functions is to assist in the achievement of basic organizational, divisional and societal goals.

FEATURES OF HRM

It has the following features:

	Pervasive force: HRM is pervasive in nature. It is present in all enterprises. It permeates all levels of management in an organization.

	Action oriented: HRM focuses attention on action, rather than on record keeping, written procedures or rules. The problems of employees at work are solved through rational policies.

	Individually oriented: It tries to help employees develop their potential fully. It encourages them to give their best to the organization. It motivates employees through a systematic process of recruitment, selection, training and development coupled with fair wage policies.

	People oriented: HRM is all about people at work, both as individuals and groups. It tries to put people on assigned jobs in order to produce good results. The resultant gains are used to reward people and motivate them towards further improvements in productivity.

	Future oriented: Effective HRM helps an organization in meeting its goals in the future by providing for competent and well-motivated employees.

	Development oriented: HRM intends to develop the full potential of employees. The reward structure is tuned to the needs of employees. Training is offered to sharpen and improve their skills. Employees are rotated on various jobs so that they gain experience and exposure. Every attempt is made to use their talents fully in the service of organizational goals.

	Integrating mechanism: HRM tries to build and maintain cordial relations between people working at various levels in the organization. In short, it tries to integrate human assets in the best possible manner in the service of an organization.


Comprehensive function: HRM is, to some extent, concerned with any organizational decision which has an impact on the workforce or the potential workforce. The term ‘workforce’ signifies people working at various levels, including workers, supervisors, middle and top managers. It is concerned with managing people at work.

	Auxiliary service: HR department exist to assist and advise the line or operating managers to do their personnel work more effectively. HR Manager is a specialist advisor. It is a staff function.

	 Inter-disciplinary function: HRM is a multi-disciplinary activity, utilizing knowledge and inputs drawn from psychology, sociology, anthropology, economics, etc. To unravel the mystery surrounding the human brain, managers, need to understand and appreciate the contribution of all such ‘soft’ disciplines.

	 Continuous function: According to Terry, HRM is not a one shot deal. It cannot be practiced only one hour each day or one day a week. It requires a constant alertness and awareness of human relations and their importance in every day operations.


SCOPE OF HRM


The scope of HRM is very wide. Research in behavioral sciences, new trends in managing knowledge worker and advances in the field of training have expanded the scope of HR function in recent years. The Indian Institute of Personnel Management has specified the scope of HRM thus:


	Personnel aspect: This is concerned with manpower planning, recruitment, selection, placement, transfer, promotion, training and development, lay off and retrenchment, remuneration, incentives, productivity etc.

	Welfare aspect: It deals with working conditions and amenities such as canteens, crèches, rest and lunch rooms, housing, transport, medical assistance, education, health and safety, recreation facilities etc.

	Industrial relations aspect: This covers union management relations, joint consultation, collective bargaining, grievance and disciplinary procedures, settlement of disputes etc.


OBJECTIVES OF HRM


The principal objectives of HRM may be listed as: 


	To help the organization reach its goals: HR department, like other departments in an organization, exists to achieve the goals of the organization first and if it does not meet this purpose, HR department (or for that matter any other unit) will wither and die.

	To employ the skills and abilities of the workforce efficiently: The primary purpose of HRM is to make people’s strengths productive and to benefit customers, stockholders and employees.

	To provide the organization with well-trained and well-motivated employee: HRM requires that employees be motivated to exert their maximum efforts, that their performance be evaluated properly for results and that they be remunerated on the basis of their contributions to the organization.

	To increase to the fullest the employee’s job satisfaction and self-actualization: It tries to prompt and stimulate every employee to realize his potential. To this end suitable programmes have to be designed aimed at improving the quality of work life (QWL).

	To develop and maintain a quality of work life: It makes employment in the organization a desirable, personal and social, situation. Without improvement in the quality of work life, it is difficult to improve 9organizational performance.

	To communicate HR policies to all employees : It is the responsibility of HRM to communicate in the fullest possible sense; tapping ideas, opinions and feelings of customers, non-customers, regulators and other external public as well as understanding the views of internal human resources.

	To be ethically and socially responsive to the needs of society: HRM must ensure that organizations manage human resource in an ethical and socially responsible manner through ensuring compliance with legal and ethical standards.


IMPORTANCE OF HRM

People have always been central to organizations, but their strategic importance is growing in today’s knowledge-based industries. An organization’s success increasingly depends on the knowledge, skills and abilities (KSAs) of employees, particularly as they help establish a set of core competencies that distinguish and organization from its competitors. With appropriate HR policies and practices an organization can hire, develop and utilize best brains in the market place, realize its professed goals and deliver results better than others.

Human Resource Management helps an organization and its people to realize their respective goals thus:

	At the enterprise level: 	Good human resource practices can help in attracting and retaining the best people in the organization. Planning alerts the company to the types of people it will need in the short, medium and long run.

	It helps in training people for challenging roles, developing right attitudes towards the job and the company promoting team spirit among employees and developing loyalty and commitment through appropriate reward schemes.



	At the individual level: Effective management of human resources helps employees in the following areas: 	It promotes team work and team spirit among employees.









	It offers excellent growth opportunities to people who have the potential to rise.

	It allows people to work with diligence and commitment.


	At the society level: Society, as a whole, is the major beneficiary of good human resource practices. 	Employment opportunity is multiply.

	Scarce talents are put to best use. Companies that pay and treat people well always race ahead of others and deliver excellent results.



	At the national level: Effective use of human resources helps in exploitation of natural, physical and financial resources in a better way. People with right skills, proper attitudes and appropriate values help the nation to get ahead and compete with the best in the world leading to better standard of living and better employment.





Importance of HRM



	Attract and retain talent

	Train people for challenging roles

	Develop skills and competencies

	Promote team spirit

	Develop loyalty and commitment

	Increase productivity and profits

	Improve job satisfaction


NEED FOR HRM APPROACH


Human resource management helps in creating a better understanding between employees and management. It helps workers in accomplishing individual and organizational goals. This approach has been attracting the attention of management professional in the last decade or so. HRM is considered essential due to the following reasons:



	Better Industrial Relations. There is widespread unrest, strained worker-management relations, lack of confidence in each other, rising expectations of workers, emergence of militancy in trade unions etc. These factors have created a gap among workers and managements. Both sides are talking of exploitation by the either side. In the absence of cordiality in an organization the performance of workers is adversely affected.



HRM approach is required to create proper understanding among workers and management. The workers are developed to meet their individual and organizational objectives. The workers are convinced that various managerial actions will help them in accomplishing their motives besides helping the organization.


	Develop Organisational Commitment. There is a humanization of work environment in industrialized countries like Japan, U.S.A., Germany etc. and other countries. Globalization of economy has exposed Indian industries to international competition. An improvement in efficiency and quality of work can come only when workers develop organizational commitment. HRM approach helps in creating a sense of pride for the organization among the workforce.

	Coping with Changing Environment. The business environment is rapidly changing. Technological improvements have revolutionized production procedures. Automation has been introduced in office operations. Better communication channels have revolutionized vital areas of business. There is a need to cope with new and changing situation. The operational efficiency of employees must improve to face the new situation. There is a need for new approach to manpower.

	Change in Political Philosophy. Political Philosophy has undergone a change all over the world. The new approach is to develop human resource properly for making its better use. In India, Central Government has named a Ministry as Human Resource Development and put it under the charge of a Cabinet Minister. This development shows the importance given to human resource. So there is a need for human approach towards the workforce.

	Increased Pressure on Employees. The technological changes have necessitated the use of sophisticated machines. The installation, monitoring of machines, maintenance and controlling of operations need trained and skillful people. There is a regular need for training and development of people for coping with the emerging situations. Human resource development has become essential for every organization. Research and fresh initiatives in industry require new policy of human resource development.


LIMITATIONS OF HUMAN RESOURCE MANAGEMENT


HRM approach is very useful in creating work culture in the organization but still it suffers from certain limitations:


	Lack of Top Management Support: HRM must have the support of top level management. The change in attitude at the top can bring good results while implementing HRM. Because of passive attitude at the top, this work is handed by personnel management people. Unless otherwise there is a change is approach and attitude nothing spectacular is going to happen.

	Recent Origin: HRM is of recent origin, lacks universally approved academic base. Different people try to define the term differently. Some consider it as a new name of personnel management. Some organizations have named their traditional personnel management department as human development with the passage of time.

	Improper Implementation. Human resource management should be implemented by assessing the training and development needs of employees. The needs and aspirations of people should be taken into account while framing human resource policies. HRM is implemented half- heartedly. The organizing of some training programmes is considered as the implementation of HRM Management’s productivity and profitability approach remains undisturbed in many organizations.

	Inadequate Development Programme. Human resource management requires implementation of programmes such as career planning, on the job training, development programmes, counseling etc. There is a need to create an atmosphere of learning in the organization. In reality HRM programmes are confined to class room lectures and expected results are not coming out from this approach.

	Inadequate Information. Some organizations do not have requisite information about their employees. In the absence of adequate information and database, this system cannot be properly implemented. There is a need to collect, store and retrieve information before implementing human resource management.



The liberalization of economy, entry of multinationals in Indian markets, raising of quality standards of Indian goods, growing competition will put pressure on human resources of every organization.  Management will be required to constantly assess and reassess competence levels of their employees. Training and development programmes will be needed to motivate personnel to cope with the new requirements. Human resource management will have a pivotal role in managing the business in near future.


FUNCTIONS OF HUMAN RESOURCE MANAGEMENT

The functions of human resource management may broadly be classified into two categories, i.e. managerial functions and operative functions.


Managerial functions


The basic managerial functions comprise planning, organizing, directing and controlling.


	Planning: This function deals with the determination of the future course of action to achieve desired results. Planning of personnel today prevents crises of tomorrow. The personnel manager is expected to determine the personnel programme regarding recruitment, selection and training of employees.

	Organizing: This function is primarily concerned with proper grouping of personnel activities, assigning of different groups of activities to different individuals and delegation of authority. Creation of a proper structural framework is his primary task. Organizing, in fact, is considered to be the wool of the entire management fabric and hence cannot afford to be ignored.


	Directing: This involves supervising and guiding the personnel. To execute plans, direction is essential, for without direction there is no destination. Many a time, the success of the organization depends on the direction of things rather than their design. Direction then consists of motivation and leadership. The personnel manager must be an effective leader who can create winning teams. While achieving results, the personnel manager manner must, invariably, take care of the concerns and expectations of employees at all levels.







	Controlling: Controlling function of personnel management comprises measuring the employee’s performance, correcting negative deviations and industrial assuring an efficient accomplishment of plans. It makes individuals aware of their performance through review reports, records and personnel audit programmes. It ensures that the activities are being carried out in accordance with stated plans.


Operative Functions


The operative functions of HRM are related to specific activities of personnel management, viz. employment, development, compensation and industrial relations. These functions are to be performed in conjunction with managerial functions


	Procurement function: The first operative function of personnel management is procurement. It is concerned with procuring and employing people who possess necessary skill, knowledge and aptitude. Under its purview you have job analysis, manpower planning, recruitment, selection, placement, induction and internal mobility. 	Job analysis: It is the process of collecting information relating to the operations and responsibilities pertaining to a specific job.

	Human resources planning: It is a process of determining and assuring that the organization will have an adequate number of qualified persons, available at proper times, performing jobs which would meet their needs and provide satisfaction for the individuals involved.

	Recruitment: It is the process of searching for prospective employees and stimulating them to apply for jobs in the organization.

	Selection: It is the process of ascertaining qualifications, experience, skill and knowledge of an applicant with a view to appraising his/her suitability to the job in question.

	Placement: It is process that ensures a 3600 fit, matching the employee’s qualifications, experience, skills and interest with the job on offer. It is the personnel manager’s responsibility to position the right candidate at the right level.

	Induction and orientation: Induction and orientation are a technique by which a new employee is rehabilitated in his new surroundings and introduced to the practices, polices, and people. He must be acquainted with the principles which define and drive the organization, its mission statement and values which form its backbone.

	Internal Mobility: The movement of employees from one job to another through transfer and promotions is called internal mobility. Some employees leave an organization due to various reasons leading to resignation, retirement and even termination. These movements are known as external mobility. In the best interest of an organization and its employees, such job changes should be guided by well- conceived principles and policies.



	Development: It is the process of improving, molding, changing and developing the skills, knowledge, creative ability, aptitude, attitude, values and commitment based on present and future requirements both at the individual’s and organization’s level. This function includes  	Training: Training is a continuous process by which employees learn skills, knowledge, abilities and attitude and attitudes to further organizational and personnel goals.

	Executive development: It is a systematic process of developing managerial skills and capabilities through appropriate programmes.

	Career planning and development: It is the planning of one’s career and implementation of career plans by means of education, training, job search and acquisition of work experiences. It includes succession planning which implies identifying developing and tracking key individuals for executive positions.





Human resource development: HRD aims at developing the total organization. It creates a climate that enables every employee to develop and use his capabilities in order to further both individual and organizational goal.


	Motivation and compensation: It is a process which inspires people to give their best to the organization through the use of intrinsic (achievement, recognition, responsibility) and extrinsic (job design, work scheduling, appraisal based incentives) rewards. 	Job design: Organizing tasks, and responsibilities towards having a productive unit of work is called job design. The main purpose of job design is to integrate the needs of employees to suit the requirements of an organization.

	Work scheduling: Organizations must realize the importance of scheduling work to motivate employees through job enrichment, shorter work weeks flexi-time, work sharing and homework assignments. Employee need to be challenged at work and the job itself must be one that they value. Work scheduling is an attempt to structure work, incorporating the physical, physiological and behavioral aspects of work.

	Motivation: Combining forces that allow people to behave in certain ways is an integral aspect of motivation. People must have both the ability and the motivation if they are to perform at a high level. Managers generally try to motivate people through properly administered rewards (financial as well as non-financial).

	Job evaluation: Organizations formally determine the value of jobs through the process of job evaluation. Job evaluation is the systematic process of determining the relative worth of jobs in order to establish which jobs should be paid more than others within the organization. Job evaluation helps to establish internal equality between various jobs.

	Performance appraisal: After an employee has been selected for a job, has been trained to do it and has worked on it for a period of time, his performance should be evaluated. Performance evaluation or appraisal is the process of deciding how employees do their jobs. It is a method of evaluating the behaviour of employees at the workplace and normally includes both the quantitative and qualitative aspects of job performance. It is a systematic and objective way of evaluating work related behaviour and potential of employees. It is a process that involves determining and communicating to an employee how he or she is performing and ideally, establishing a plan of improvement.





The appraisal process consists of six steps: (1) establish performance standards with employees: (2) set measurable goals (manager and employee): (3) measure actual performance; (4) compare actual performance with standards; (5) discuss the appraisal with the employees and (6) if necessary initiate corrective action.


Human Resources Management (HRM) in India

Human Resources Management (HRM) in India has undergone a massive transformation over the past few decades. It has transitioned from traditional, compliance-heavy "personnel management" to a highly strategic function that drives organizational growth, shaped heavily by India's rapid digital adoption, shifting demographics, and complex regulatory environment.

Here is a comprehensive breakdown of the core HRM practices and contemporary trends defining the Indian corporate and industrial landscape today.


1. Recruitment and Selection

	Campus Hiring: India has a deeply entrenched campus recruitment culture. Organizations invest heavily in building relationships with universities and technical institutes to secure entry-level talent en masse.

	Shift from Pedigree to Skill: While tier-1 institutions remain highly sought after, there is a distinct shift toward skill-based hiring, driven by online assessments and hackathons, particularly in the IT and service sectors.

	Referral Programs: Given the relationship-oriented culture in India, employee referral programs are highly effective and incentivize current staff to recommend vetted candidates.


2. Compensation and Benefits (Total Rewards)

	The "CTC" Model: Compensation in India is uniquely structured around "Cost to Company" (CTC), which includes basic salary, various allowances (House Rent Allowance, Leave Travel Allowance), and statutory contributions (Provident Fund). Structuring this efficiently for tax optimization is a primary HR function.

	Statutory Compliance: Indian HR must navigate complex benefits compliance, including the Employees' Provident Fund (EPF), Employees' State Insurance (ESI), and mandatory Gratuity for employees completing five years of service.

	Wellness and Flexibility: Post-pandemic, there has been a surge in non-monetary benefits, including comprehensive health insurance that covers dependents (a highly valued benefit in India's family-centric culture), mental wellness programs, and flexible working arrangements.


3. Performance Management

	Continuous Feedback Integration: The traditional bell-curve and rigid annual appraisal models are increasingly being replaced by agile frameworks like Objectives and Key Results (OKRs) and continuous feedback loops.

	Linking to Variable Pay: Performance is heavily tied to variable pay or performance bonuses, which make up a significant portion of the compensation structure, especially at mid-to-senior management levels.


4. Training and Development

	Upskilling for the Digital Economy: With automation and AI disrupting traditional job roles, Indian companies are investing heavily in continuous learning platforms and upskilling programs to future-proof their workforce.

	Leadership Development: Because of the rapid growth of many domestic firms, there is a constant need to build leadership pipelines, resulting in extensive management development programs and cross-functional rotations.


––––––––
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5. Employee Relations and the New Labor Codes

The legal framework governing labor in India has historically been fragmented across dozens of different acts. A monumental shift is currently underway with the consolidation of these laws into four primary 

Labor Codes:

	The Code on Wages: Standardizing minimum wage definitions and ensuring timely payment across all sectors.

	The Industrial Relations Code: Streamlining dispute resolution and modifying rules around trade unions and layoffs.

	The Code on Social Security: Extending social security benefits to unorganized sectors and gig workers.

	The Occupational Safety, Health and Working Conditions (OSH) Code: Enhancing workplace safety standards. HR departments are currently heavily focused on restructuring contracts, wage definitions, and operational policies to ensure seamless compliance with these impending codes.


6. Cultural Nuances in Indian HR

	Hierarchical yet Paternalistic: Indian corporate structures traditionally exhibit a higher "power distance" (respect for hierarchy and authority). However, leadership often takes a paternalistic approach, showing deep involvement in employee welfare beyond just professional boundaries.

	Diversity, Equity, and Inclusion (DEI): DEI is becoming a boardroom priority. Beyond gender diversity where mandates like compulsory women directors on corporate boards have driven change there is an increasing focus on LGBTQ+ inclusion, generational diversity, and regional inclusivity.


	Compensation administration: Compensation administration is the process of dividing how much an employee should be paid. The important goals of compensation administration are to design a low-cost pay plan that will attract, motivate and retain competent employee which is also perceived to be fair by these employees.

	Incentives and benefits: In addition to a basic wage structure, most organizations now a days offer incentive compensation based on actual performance. Unlike incentives, benefits and services are offered to all employees as required by law including social security, insurance, workmen’s compensation, welfare amenities etc. Organizations have been offering a plethora of other benefits and services as well as a means of ‘sweetening the pot’ (employee stock options, birthday gifts, anniversary gifts, paid holidays, club membership).


	Maintenance: It aims at protecting and preserving the physical and psychological health of employees through various welfare measures.


	Health and safety: Managers at all levels are expected to know and enforce safety and health standards throughout the organisation. They must ensure a work environment that protects employees from physical hazards, unhealthy conditions and unsafe acts of other personnel. Through proper safety and health programmes, the physical and psychological well-being of employees must be preserved and even improved.

	Employee welfare: Employee welfare includes the services, amenities and facilities offered to employees within or outside the establishment for their physical, psychological and social well being. Housing, transportation, education and recreation facilities are all included in the employee welfare package.

	Social security measures: Managements provide social security to their employees in addition to fringe benefits. These measures include: (a) Workmen’s compensation to those workers (or their dependents) who are involved in accidents; (b) Maternity benefits to women employees; (c) sickness benefits and medical benefits; (d) disablement benefits/allowance; (e) dependent benefits; (f) retirement benefits like Provident Fund, Pension, Gratuity etc.



Integration function: This tries to integrate the goals of an organization with employee aspirations through various employee-oriented programmes, like redressing grievances promptly, instituting proper disciplinary measures, empowering people to decide things independently, encouraging a participative culture, offering constructive help to trade union. etc.




	Grievance redressal: A grievance is any factor involving wage, hours or conditions of employment that is used as a complaint against the employer. Constructive grievance handling depends first on the manager’s ability to recognize, diagnose and correct the causes of potential employee dissatisfaction before it converts to into a formal grievance.

	Discipline: It is the force that prompts an individual or a group to observe the rules, regulations and procedures, which are deemed necessary for the attainment of an objective.

	Teams and teamwork: Self-managed teams have emerged as the most important formal groups in today’s organizations. They enhance employee involvement and have the potential to create positive synergy. By increasing worker interaction, they create camaraderie among team members. They encourage individuals to sublimate their individual goals for those of the group. Teams have inherent strengths which ultimately lead to organizational success at various levels.

	Collective bargaining: It is the process of agreeing on a satisfactory labour contract between management and union. The contract contains agreements about conditions of employment such as wages, hours, promotion and discipline; lay off, benefits, vacations, rest pauses and the grievance procedure. The process of bargaining generally takes time, as both parties tend to make proposals and counter – proposals. The resulting agreement must be ratified by unions, workers and management.

	Employee participation and empowerment: Participation means sharing the decision- making power with the lower ranks of an organisation in an appropriate manner. When workers participate in organizational decisions they are able to see the big picture clearly and how their actions would impact the overall growth of the company. They can offer feedback immediately based on their experiences and improve the quality of decisions greatly. Since they are now treated with respect, they begin to view the job and the organization as their own, and commit themselves to organizational objectives whole- heartedly.


	Trade unions and employee’s association: Trade union is an association either of employees or employees or independent workers. It is a relatively permanent body formed by workers. With the objective of countering exploitation and harassment. It strives towards providing economic and social benefits to the labour community. Trade unions have already played a powerful role in improving the lot of workers in India, using aggressive bargaining tactics. 







However, since the 90’s, the situation changed dramatically. Unable to fight the forces of competition, many employers have been forced to shut down units and scale down operations. This has made both parties realize the importance of bargaining for their rights in an atmosphere of ‘give and take’


	Industrial relations: Harmonious industrial relations between labour and management are essential to achieve industrial growth and higher productivity. When the relationship between the parties is not codial, discontentment develops and conflicts erupt abruptly. It is not always easy to put out the fires with the existing dispute settlement machinery, created by the government. Hence both labour and management must appreciate the importance of openness, trust and collaboration in their day-to-day dealings.



Emerging issues: Effective management of human resources depends on refining HRM practices to changing conditions. Hence the need to look at other important issues that can motivate people to give their best in a dynamic and ever-changing environment.


	Personnel records: Personnel records such as papers, files, cards, cassettes and films are maintained to have tangible record of what is actually happening in an organisation and to formulate appropriate HR policies and programmes (based on historical records, actual experience and future trends) from time to time.

	Human resource audit: Human resource audit refers to an examination and evaluation of policies, procedures and practices to determine the effectiveness of HRM. Personnel audit (a) measures the effectiveness of personnel programmes and practices and (b) determines what should or should not be done in future.

	Human resources research: It is the process of evaluating the effectiveness of human resource policies and practices and developing more appropriate ones.

	Employee participation and empowerment: Participation means sharing the decision- making power with the lower ranks of an organisation in an appropriate manner. When workers participate in organizational decisions they are able to see the big picture clearly and how their actions would impact the overall growth of the company. They can offer feedback immediately based on their experiences and improve the quality of decisions greatly. 




Human resources accounting (HRA): It is a measurement of the cost and value of human resources to the organisation. Human resource management is said to be effective if its value and contribution in any organisation is more than its cost.


	Human resource information system: HRIS is an integrated system designed to improve the efficiency with which HR data is compiled. It makes HR records more useful to the management by serving as a source of information.

	Stress and counseling: Stress is the psychological and physical reaction to certain life events or situations. At an organizational level, stress results in burn out, substance abuse in the form of alcohol or drug use/dependence reduced job satisfaction, increased absenteeism and increased turnover. Companies, therefore, are closely looking at what should be done to promote the physical and mental well being of employees through proper counseling and employee development programmes.

	International human resource management: International business is important to almost every business today and so firms must increasingly be managed with a clear global focus. This of course, poses many challenges before managers including coordinating production, sales and financial operations on a worldwide basis. International HRM places greater emphasis on a number of responsibilities and functions such as relocation, orientation and training services to help employees adapt to a new and different environment outside their own country. 




UNIT 2

HUMAN RESOURCE PLANNING (HRP)





2.1 INTRODUCTION



Human resource is an important corporate asset and the overall performance of companies depends upon the way it is put to use. In order to realise company objectives, it is essential to have a human resource plan. Human Resource Planning (also called employment or personnel planning) is essentially the process of getting the right number of qualified people into the right job at the right time so that an organisation can meet its objectives. It is a system of matching the supply of people with opening the organization expects over a given time frame.

The words 'human resource plans planning’ and 'manpower planning' are generally used interchangeably. Human resource ' planning is not a substitute for manpower planning. Rather the latter is a part of the former i.e. manpower planning is integrated with human resource planning.

HR planning means different things to different people. However, the general agreement exists on its ultimate objective, the most effective use of scarce talent














2.2 FEATURES OF HUMAN RESOURCE PLANNING













2.3 NEED FOR HUMAN RESOURCE PLANNING
















































2.4 OBJECTIVES HRP

















2.5 IMPORTANCE HRP













2.6 THE METHODS OF HUMAN RESOURCE PLANNING




















































Figure 2.1: Estimated Internal Labour Supply for a Given firm
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2.7 RESPONSIBILITY FOR HRP











2.8 FACTORS AFFECTING HUMAN RESOURCE PLANNING












2.9  TYPES OF HUMAN RESOURCE PLANNING








	The Weak Incumbent. The first and the most difficult problem in short term planning is experienced when an existing personnel is not according to the specifications of the jobs. In such circumstances, there are four approaches for matching jobs and individuals: 	Changing of the Man. The first approach in this regard is the changing of the present incumbent by improving his ability through education, training and counseling. In this way, the weakness of the incumbent may be overcome to make him suitable for the job.




	Change in the Contents of the Job. The next approach can be to change the job contents to make them suitable to the individual. This can be done by (a) withdrawing a duty from one position and assigning it to some other related position. 	Adjusting the degree of decentralization (c) providing the additional assistance when a person is weak.



	Changing the Job and the Man. Another approach may be a combination of the above two approaches i.e. both man and the job can be adjusted according to each other by: (a) improving the ability of the man through training and counseling and Shifting a duty from one position to another.







	Removal of the Incumbent. The fourth approach may be the removal of the present incumbent but this step should be taken only when (a) it is not possible to change the job to make it suitable to the individual or (b) the individual cannot be improved even after proper training and counseling.





	While changing the job, management should analyse its effects on other jobs or positions because of the interdependence of jobs.

	While changing the incumbent, it should be analysed whether personnel deficiencies can be removed promptly and fairly in a short time by imparting training to him.

	In removing the incumbent, its effect on the morale of the other employees in the organisation should be studied and analysed.

	Management may also find out the replacement of workers and then analyse the problems relating thereto.





	Assigning Additional Duties. A man may be assigned some additional but related duties beyond his assigned sphere. He may give advice to others who are poor in their job performance.

	Assigning Some Special Problems. Sometimes, some special problems arise in the organisation. The help of the capable man can be taken to solve the problem.

	Advice. Advice of the capable man can be sought for any problem for which he is supposed to be having special knowledge or any activity can be made part of his regular duty which requires repeated advice of the capable man.

	Change in Job. The ability of a man can be better utilised by changing the job that suits his abilities and capabilities. Any activity which is not being managed properly may be assigned to the capable man.






2.    Long Term Human Resource Planning





	Projecting Manpower Requirements. The first essential step in projecting the manpower reqirements is to forecast the organisation structure. The organisation operates in a changing environment and therefore, it is bound to change in future. In matching the change with the present job structure, the management must predict the manpower requirements in future. The following factors should be analysed to forecast the manpower requirements: 	The rate of loss due to known (e.g. retirement and transfer etc.) and unknown (e.g. resignation, discharge, leave etc.) factors may be guessed. An accurate forecast can be done for known factors but for unknown factors, only past records may help which may be adjusted on the basis of present known circumstances.

	The manpower requirement in future will depend upon the expansion or contraction in the size of the organisation. The size of the organisation can be predicted on the basis of the past rate of growth by projecting the trend in the size of sales, capital requirements or manpower stock.

	A job analysis should also help in long term planning. A prediction of capabilities will be required in the people perform the job effectively. Such prediction is more important in case of managerial personnel, because it takes more time to develop managerial skill. Again, the development of other personnel also depends upon the management abilities.



	Taking Stock of Existing Manpower. Having projected the manpower requirements, the next step in manpower planning is to take stock of existing manpower and to find out how far the present stock of manpower would fulfill the qualifications of the anticipated jobs or how far they would be developed through training. For this purpose, a list of present employees should be prepared stating the present abilities of different persons. The list should also state the persons who can be developed within a period of five or ten years either through experience or training to suit the anticipated job requirements.

	Recruitment and Selection. Once the requirement of manpower is known, the process of recruitment and selection starts to identify the prospective candidates and to stimulate them to apply for jobs. The recruiting activity may be selective or pre-selective through choosing among various sources of supply and by the decision as to which candidate should be permitted to go through subsequent screening procedures.


	Manpower Development. Manpower development includes the development of individuals through training to fill up the prospective vacancies so that they can meet the challenges with their full capabilities. It develops the man according to the requirements of the job and thus, coordinates the man and the job. Having predicted the future needs of personnel, the existing personnel are trained, if possible and are appointed as and when necessary to the suitable higher jobs.
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