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Abstract
In order to survive in the global competitive scenario and be in the race of this
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policies and strategies re » c. human
resources and 18- O-.abbreviat 5 15 relatively modern
management terms w have been coined in 960s¢ The origins of
HR function in those_organizatio troduced ‘welfare management’

practices and in those organization adopted the principles of, ‘scientific
management’. The term ‘Human Resources’ used by different organizations
describe the workforce capacity available to the achievement of its strategies
and objectives. In other words, objectives of an organization’s human
resource management strategy are to maximize the return on investment
from the organization’s human capital and minimize fiscal risk. HR achieve
this by aligning the supply of skilled and qualified individuals, and the
capabilities of the current workforce, with the ongoing and future business
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plans and requirements of the organization in order to maximize return on
mvestment and seeks to secure the future survival and success of the entity.
By ensuring such objectives are achieved, the HR function purpose is to
mmplement the organization’s human requirements effectively, by taking
account of legal, ethical manner which retains the support and respect of the
workforce.

HRM is a management function which is concerned with the people’s
dimension in orgamzanon Farlier, personnel departnlents were called
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The HR for which the

1. Resourcing which means Recruitment and Selection.
2. Organizational Design and Development.

3. Business Transformation and change Management.
4. Performance, Conduct and Behaviour Management.

5. Industrial and Employee Relations.
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6. Human Resource Analysis and Management of Workforce Personal
Data.

7. Compensation, Rewards and Benefits Management.
8. Training and Development which means Learning Management.

Implementation of such policies, processes or standards may be
directly managed by the HRM functions itself or the HRM functions may
mdirectly supervises the mmplementation of such activities by managers,
other business functiens or via third rexternal partner organizations.

consid eby over the past eentury and experienced
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New Trends in Human Resource Management

In organizations, it is important to determine both current and future
organizational requirements for both core employees and the workforce in
terms of their skills/technical abilities, competencies, flexibility etc. The
analysis requires consideration of the internal and external factors that can
have an effect on the resourcing, development, motivation and retention of
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employees and other workers. The external factors are those largely out
with the control of the organization and include issues such as the economic
climate, current and future trends of the labour market such as skills,
education level, government investment into industries etc. And internal
factors are within the control of the organization to predict, determine and
monitor the organizational culture by management behavior styles,
environmental climate and the approach to ethical and corporate social
responsibilities.
HR Trends in Pre-Liberalization. P
In 1990 due'to liberalized government policies of various countries the
human resoufce started-moving fiempone. country to untry. This
leads to diversificati srkforce and cross'e ¢ teoK s a result
emplo b
cultuge wid i ) . Because of
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1
de unions and improvement of industrial ¢

aving onnel department Because of pro
esult ©f Wi 10 f d
Spandan;
Postiliberdlization Phase
diaNhas come a long way since L the
present dian companies have spr€a¢ oss the
globe and ‘moving tova borderless, wo Becatise of postdiberalization and
globalization large population of Indians have becon [ the MNCs
and foreign unitshAlso, ian-workforeernd the Inddstrial climate are
both continuously changing. Thus, at this point it“is very important to

understand the changing trends of the most valuable asset of an
organization-its people. There 1s constant need to develop capabilities,
leverage them to ensure the growth and success of an organization and at
the same time add value to an organization. The key players who have
served as facilitators are the HR professionals who have moved beyond their
administrative role to emerge as a strategic business partner. Their role has
become very critical in providing radical solutions to organization success.
Today, they no longer work in independent soils, but have aligned
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themselves with the strategic goals. With the changing market trends HR
today is faced with several challenges and people management issues in this
talent-short market. Human resource professionals need to think differently
today and further experiment varied processes and methodologies
benefiting the human capital and the organization at large.

Emerging Trends of HR in India

If we look at the trends in managing people in the dynamic industry
reflects that Attracting, Managing, Nurturing Talent and Retaining people
has emerged as single most-eriti issuc_in i of the enormous
opportunities spén off- A
knowledge profession
uptake, has an' 1
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s ell of Hewitt, he sug dHat 6 make the HR
department ‘organizatio ore fruit] T
focus on the following three. steps or he ha
following three steps: i

1. Determine the most critical areas of the business to support. Ask what
aspects of talents management are most closely aligned with the
company’s top business priorities.

2. HRD as a professional consulting team position HR to be the internal
experts as talent management.

3. Measure the results, if talent management initiatives are being
mmplemented and are effective.
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Absconding Employees

In large corporations/companies/organization’s HRM should evolve a
system of analysis? How does HRM of a company react, when the
employees themselves go missing and the company becomes liable? When
an employee remains absent for sometimes without any intimation, the
employer has to act in the manner as mentioned:-

1. The HRM Department should contact employee telephonically. If
telephonically contact 1s not possible then send an official
communication within 2-3 da ; response, the HRM
Department_ean seek-legal { din o terminate the
service. ' -

2. If emplo "

ecatd ’
at/tr ) g
S erf e S
easufement and managemént Syste

{ an organization’s strategy. The Balance Sc

n 4
t sures of success such as Al

The role, of HRM-depart organization should
be indicating hoy h employee contrib j
as revenue generated minus t
HRM needs to look at the rest of the enterprise as its customer. It can
achieve this by developing the human capital within the organization, which
1t can measure by setting up its own BSC strategy. People management 1s an
mmportant role in an organization’s financial performance as well as the
service 1t offers to its customers. The HRM department can also respond
proactively to the organizations needs by evaluating the strategies of the
different departments as well as what their goals are and evaluating how
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HRM department can help the different departments meet their goals
particularly as they relate to employee issues.
Human Resource Outsourcing

Outsourcing means hiring someone from outside the company to
perform tasks that could be done internally. There are several HR concerns
with regards to outsourcing, not the least of which is that if employees are
likely to lose their jobs when the work is outsourced, morale and
productivity can decreased rapidly. To miimize problems or obstacles, the
Line and HR managers h: , oeth

transition plan

dlld process 1
@apr

HR service that can be
stratefic role for the HR functio D
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greater expertise facility to the organization as exferna

greater le
1ble h-hous

management approae
and processes b
aving

S { ven approach using
the define, measure, analysis, improve and control (DMAIC) and also
presented the key ingredients for effective introduction and implementation
of Six Sigma-

1. Cultural change
2. Training
3. Management commitment and involvement

4. Organizational Infrastructure
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5. Linking Six Sigma to HR
6. Linking Six Sigma to Business Strategy

As in HRM Department, Six Sigma can assist in identifying areas that
have an impact on the external customer. They may concentrate on such
aspects as leadership selection and training, enabling employees to focus on
decreasing the non-value added time. It must identify high potential
employees and then move back into the organization as a part of their
rotation and leadership training. Six Sigma is a logical and methodological
approach to achieving contimu rovements in arcas critical to the
facturing or service-oriented  business,, This process
1l in-the ototola’s high
volume fac i o the ‘¢reation of

¢Ss. It 1s applicable to both man
fsh-and low-volufhd production &aviro

S

development

: 004 of
2000 focus, mo: ionsmow need

i te) ssues with
thrust'on HR issues,
more (rd les Handy ~advocated future
organizational models™ like Shamrock, Fedrel and Triple 1. Such
organizational models also refocus on people centric issues and call for
redefining the future role of HR professionals. With the increase of global
job mobility, recruiting competent people 1s also becoming difficult,
especially in India. Therefore by creating enabling culture, organizations
also required to work out a retention strategy for the existing skilled
manpower.

commitment
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International Human Resource Management/Human Resource Practices in
Globalized World

IHRM places greater emphasis on a number of responsibilities and
functions such as relocation, orientation and translation services to help
employees adapt to a new and different environment outside their own
country. We can deline IHRM as a set of activities aimed managing
organizational human resources at international level to achieve
organizational objectives and achieve competitive advantage over
competitors at national and international level. It-includes typical HRM
functions such i raini development,
level and

and dismissal done at

fhagihig and Staffing Subsidiaries:-
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[HRM are as follows:-

d delection: 2ss throug

Recruitment mvolve

applicants for the“positions a ection requites choosing from

specific candidate whose qualifications most closely watch to the job

requirements. In companies that function in a global environment have to

distinguish different types of employees. Traditionally, they are classified as
one of the three types: -

Parent Country National (PCN): The employee’s belong to the same
country to which the organizations belongs.

Host Country National (HCN): The employee’s nationality is same as
the location of the subsidiary.
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Third Country National (TCN): The employee’s nationality is neither
that of the organization nor that of the location of the subsidiary.
Development and Training:

The overall aim of the development function is to provide that
adequately trained personnel in a company are capable to fulfill their goals,
as well as to contribute to better performance and growth with their work
creation and transfer of international human resource development
programs may be carried out in two ways:
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Management of Expatriates
One of the most challenging tasks for any company operating
internationally is to manage its expatriates.

Reasons for Expatriate Failure:

In international companies, it 1s important to understand the reasons
behind expatriates” high failure rates so that preventive measures can be
taken. The factors taken into account for most failures, although their
relative importance varies by firm. These factors are career blockage,

[24]



National Journal of Commerce and Management (NJCM) ISSN 2394-6342 Vol1, Issue 1, July-December, 2014

culture shock, lack of cross-cultural training, an overemphasis on technical
qualifications, a tendency to use International assignment as a way to get rid
of problem employees, and family problems.

Cross-Cultural adjustment:

Expatriates and their families need time to become familiar with their
new environment and to become comfortable living there.
Expatriate Re-Entry:

After the expatriate completes his ass
must adjust in the~Same w
experienced by re expatriate 1s known a
Selection of Exp e
0 ' j ' 1d take

mto conside

returns home, he
he disorientation

ignment and
ing-abroad:
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Expatriai
The :
difficult. Thejob a can include re than what
he does at home»A manag N steps 1 ole of.¢ounselor, trainer,
troubleshooter, or dip

mat, in additi o his assi Jjob responsibilities.
‘With the need for adapting a new culture, a different way of doing business,
and often new culture, a different way of doing business and often a new
language, many factors influence expatriate performance.

Human Resource Information System

‘With the changing world and constant new technology that 1s available,
managers need to be aware of technology that will increase effectiveness in
their company. HRIS have increasingly transformed since it was first
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mtroduced at General Electric in the 1950s. It has gone from a basic
process to convert manual information keeping systems into computerized
systems, to the HRIS systems that are used today. HR professionals began
to see the possibility of new applications for the computer. The idea was to
mtegrate many of the different HR functions. The result was the third
generation of the computerized HRIS, a feature-rich, broad based, self-
contained HRIS. The third generation took systems far beyond being more
data repositories and created tools with which human resource professionals
could do much more.1t is an integration of HRM and IS. HRIS helps HR
managers perform” HR functions a more effective systematic way
using techno i§ the system used to acquire, store
retrieve, ibute pe At egardi
' RIS system 1s usually a.pa

eater discrety

!lL

e'bedeming more heterogeneous in g€rn

race e aaposition of the workforee als ang India.
Young, mployees are oeelipyingimp itl

i the com . 3ecause of op g up of private”seefon employees
are no more fa ed & e, less paying roufine ar

government owned or controlled organizations. Old employees have grown
i number because of improved and better health care or medical facilities
provided by the organizations. Big private sector firms have been exploiting
their talents to conceive, operate and develop new ventures in emerging
areas such as oil, telecom, msurance, banking, health care etc. Organizations
now cannot discriminate on the basis of age and they must listen to their
experienced employees, to draw from their expertise and initiate programs
and meets their needs. The women, minority groups, Scheduled castes and
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scheduled tribes would become an important source of manpower in future
on account of easy access to better educational, professional, technical, and
mechanical and employment opportunities. Therefore, manpower planning
of every organization will have to take into consideration the potential
availability of talent in these groups. Changing composition or mix of the
workforce will lead to new values in organizations.

New Work Ethics

The greater forces will be on project and team forms of organizations.
As changing work ethics requiressi sing_emphasis_on individuals and
] sign' to provide challenge. Thew: ics 1s a cultural
norm that ates being personallypac and re ible for the
work tha - do d_istbased on a belief tha has tri value. It
u eels about their job, ¢ ‘
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government organizations put in place strategies to cope up with the
economical crisis and recovery and compensation cost management, and
workforce reduction in the hardest hit segment and as the era of skill-based
workers has arrived but if India wants to truly move to the global arena, it
has to make smarter its workforce. In the knowledge era and a skill-based
economy, it has become imperative that human resources are the one of the
most essential mgredients of success. As we know that HRM of the
organization deals with the individuals putting their hard work to meet the
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organizations goals. Managing people 1s the toughest element of any
organization than land, machinery or finances. Every human being has its
own degree of preferences, likings and attitude. So, HR managers have to
take care of all these things in mind while dealing with the number of
people working in the organization.

(Abbreviation used: HR for Human Resource, HRM for Human Resource
Management, BSC for Balanced Scorecard, HRIS for Human Resource

Information System, HRD for Human Resource Department, 1S for Information
Systemn, MIS for Management Information System)
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