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Abstract

Human resource management (HRM or simply HR) is the management of an
organization's workforce, or human resources. It is responsible for the attraction,
selection, training, assessment, and rewarding of employees, while also overseeing
organizational leadership and culture, and ensuring compliance with employment and
labor laws. HR is a product of the human relations movement of the early 20th century,
when researchers began documenting ways of creating business value through the
strategic management of the workforce. The function was initially dominated by
transactional work such as payroll and benefits administration, but due to globalization,
company consolidation, technological advancement, and further research, HR now
focuses on strategic initiatives like mergers and acquisitions, talent management,
succession planning, industrial and labor relations, and diversity and inclusion. HRM is
the organizational function that deals with issues related to people such as
compensation, hiring, performance management, organization development, safety,
wellness, benefits, employee motivation, communication, administration, and training.
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INTRODUCTION:

We often hear the term Human Resource Management, Employee Relations and Personnel
Management used in the popular press as well as by Industry experts. Whenever we hear
these terms, we conjure images of efficient managers busily going about their work in glitzy
offices. In this article, we look at the question “what is HRM?” by giving a broad overview
of the topic and introducing the readers to the practice of HRM in contemporary
organizations. Though as with all popular perceptions, the above imagery has some validity,
the fact remains that there is much more to the field of HRM and despite popular depictions
of the same, the “art and science” of HRM is indeed complex. We have chosen the term “art
and science” as HRM 1is both the art of managing people by recourse to creative and
innovative approaches; it is a science as well because of the precision and rigorous
application of theory that is required.

HRM is that it is the process of managing people in organizations in a structured and
thorough manner. This covers the fields of staffing (hiring people), retention of people, pay
and perks setting and management, performance management, change management and

IJODLS | Geetanjali Research Publication



International Journal of Digital Library Services ISSN:2250-1142 (Online), ISSN 2349-302X (Print)

Vol. 4, Oct. — Dec. 2014, Issue -4

taking care of exits from the company to round off the activities. This is the traditional
definition of HRM which leads some experts to define it as a modern version of the
Personnel Management function that was used earlier.

DEFINITION OF HUMAN RESOURCE MANAGEMENT:

The first definition of HRM is that it is the process of managing people in organizations
in a structured and thorough manner. This covers the fields of staffing (hiring people),
retention of people, pay and perks setting and management, performance management,
change management and taking care of exits from the company to round off the activities.
This is the traditional definition of HRM which leads some experts to define it as a modern
version of the Personnel Management function that was used earlier.

The second definition of HRM encompasses the management of people in organizations
from a macro perspective i.e. managing people in the form of a collective relationship
between management and employees. This approach focuses on the objectives and outcomes
of the HRM function. What this means is that the HR function in contemporary organizations
is concerned with the notions of people enabling, people development and a focus on making
the “employment relationship” fulfilling for both the management and employees.

These definitions emphasize the difference between Personnel Management as defined in the
second paragraph and human resource management as described in the third paragraph. To
put it in one sentence, personnel management is essentially “workforce” centered
whereas human resource management is “resource” centered. The key difference is
HRM in recent times is about fulfilling management objectives of providing and deploying
people and a greater emphasis on planning, monitoring and control.

SCOPE OF HUMAN RESOURCE MANAGEMENT:

The scope of HRM is extensive and far-reaching. Therefore, it is very difficult to define it
concisely. However, we may classify the same under following heads:

= HRM in Personnel Management: This is typically direct manpower management
that involves manpower planning, hiring (recruitment and selection), training and
development, induction and orientation, transfer, promotion, compensation, layoff
and retrenchment, employee productivity. The overall objective here is to ascertain
individual growth, development and effectiveness which indirectly contribute to
organizational development. It also includes performance appraisal, developing new
skills, disbursement of wages, incentives, allowances, traveling policies and
procedures and other related courses of actions.

= HRM in Employee Welfare: This particular aspect of HRM deals with working
conditions and amenities at workplace. This includes a wide array of responsibilities
and services such as safety services, health services, welfare funds, social security
and medical services. It also covers appointment of safety officers, making the
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environment worth working, eliminating workplace hazards, support by top
management, job safety, safeguarding machinery, cleanliness, proper ventilation and
lighting, sanitation, medical care, sickness benefits, employment injury benefits,
personal injury benefits, maternity benefits, unemployment benefits and family
benefits.

It also relates to supervision, employee counseling, establishing harmonious relationships
with employees, education and training. Employee welfare is about determining employees’
real needs and fulfilling them with active participation of both management and employees.
In addition to this, it also takes care of canteen facilities, créches, rest and lunch rooms,
housing, transport, medical assistance, education, health and safety, recreation facilities, etc.

= HRM in Industrial Relations: Since it is a highly sensitive area, it needs careful
interactions with labor or employee unions, addressing their grievances and settling
the disputes effectively in order to maintain peace and harmony in the organization. It
is the art and science of understanding the employment (union-management)
relations, joint consultation, disciplinary procedures, solving problems with mutual
efforts, understanding human behavior and maintaining work relations, collective
bargaining and settlement of disputes.

The main aim is to safeguarding the interest of employees by securing the highest level of
understanding to the extent that does not leave a negative impact on organization. It is about
establishing, growing and promoting industrial democracy to safeguard the interests of both
employees and management.

The various HR processes are such as Human resource planning (Recruitment, Selecting,
Hiring, Training, Induction, Orientation, Evaluation, Promotion and Layoff). ,Employee
remuneration and Benefits Administration, Performance Management. , Employee Relations.

The key functions of the Human Resources Management (HRM) team include recruiting
people, training them, performance appraisals, motivating employees as well as workplace
communication, workplace safety, and much more. Recruitment and Training, Performance
Appraisals, Maintaining Work Atmosphere, Managing Disputes, Developing Public
Relations

The Human Resources Department also covers five key roles such as Executive role, Audit
role, Facilitator role, Consultancy role, Service role.

CHALLENGES: With the ongoing changes in Human Resources Management (HRM), it’s
important that managers, executives and HR employees, specifically, be aware of the
challenges that today’s HRM team may face. While there are certainly other issues, these are
common to most any type business or size of company and having policies in place to ensure
these challenges are met head-on can make the workplace more settled and peaceful for
everyone. The challenges which are faced by HR managers such as Workplace diversity,
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Change management, Compensation and benefits, Recruiting skilled employees, Training
and development. These are only a few of the many challenges an HR department must be
prepared to deal with.

The steps in planning human resource in a library and information centre are:

1) Estimating personnel needs for the present and future, using techniques of forecasting
which are available in the present era of the IT.

2) Establishing result oriented recruitment and selection procedure for new staff,
inducting new staff to the organization, applying techniques that would be conductive
to retain the best and ensure excellence in all aspects such as library automation,
online systems, article indexing.

3) Progressive policies of personnel development to treat the staff with a respect and
concern for their future by organizing training programme related to new
technologies in Library Science.

4) Ensuring quality to products and services, keeping customer satisfaction as the
primary objective i.e. the user satisfaction is the main aspect to get the related
information to user in time.

5) Evaluating results at periodic intervals to improve efficiency and effectiveness which
help in the quality service by Library.

Conclusion: In conclusion, the practice of HRM needs to be integrated with the overall
strategy to ensure effective use of people and provide better returns to the organizations in
terms of ROI (Return on Investment) for every rupee or dollar spent on them. Unless the
HRM practice is designed in this way, the firms stand to lose from not utilizing people fully.
And this does not bode well for the success of the organization. The times when management
could arbitrarily dictate terms to the employees and tread upon their rights is something that
is not relevant anymore. With the ballooning of the white collar workforce, it becomes
necessary for organizations to pay more attention to the needs of the employees more than
ever. It is clear from the above paragraphs that HRM denotes a shift in focus and strategy and
is in tune with the needs of the modern organization. HRM concentrates on the planning,
monitoring and control aspects of resources whereas Personnel Management was largely
about mediating between the management and employees. Many experts view Personnel
Management as being workforce centered whereas HRM is resource centered. In conclusion,
the differences between these two terms have to be viewed through the prism of people
management through the times and in context of the industry that is being studied.
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