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ABSTRACT

Success of any organization depends mainly on the quantity and qualiity of its human resource.
No organization can be successful without employing right kind of people in sufficient numbers,
doing right jobs at right time. First and foremost functioz esource Management is the
procurement of right kind of people in right numbg guantity of right people is
important before selecting right person for the right ¢ primary function of Human
Resource Planning. In fact, the process of g [ at_begins with human
resource planning. Human Resource i C orecasting an
organisation's future demand for and t i in 118 mber. It is
only after this the HRM department
human resource planning is sub-system 1 izati aning. It is also called
man power planning, personnel planning or

by which an organisation
t place, at the right time,

Management in indust
globalisation and privatisa

velopment particularly in changing economic environment after
. It is now universally acknowledged that most valuable asset of
any industry is its higher calibre people working at various levels. The only difference between
one unit and the other of an industry is the performance of the people. Attracting and retaining
the most efficient work force in an industry continues to be a serious challenge.

In brief, the basic objectives of the study can be outlined as follows:

1. To examine the role of human resource planning for the promotion of industrial sector which
is the core of development in an economy.
2. To examine the impact of globalisation on the development of human resource management.
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3. To give some suitable and realistic suggestions to improve the level of human resources
management.

4. To analyse the role of govt. for the promotion of human resource management and to suggest
some important measures.

Human Resource Management may be defined as a set of policies, practices and programmes
designed to maximise both personal and organisational goals. It is such a process by which the
people and organisation are bound together in such a way that both of them are able to achieve
their goals. In other words, it is the planning, organizing, directing and controlling of the
procurement, development, compensation, integration, mé ¢ and reproduction of human
resources to the end that individual organisation and se€ieta ¢ s are accomplished.

1) HRM is a part of management and
part of management process HRM d concepts, principles and
techniques and apply these in the manage
i1) Just like management process HRM is
and sub-activities, HRM es of managegment planning, organising,
directing and controlling 23 i elopment, motivation and

) cannot be on and off like water from
day or one day a week. Personnel

techniques of manag eople in the organisation effectively. The achievement of
organisational objectives ds largely on the quality of its people and the way of this quality
is utilised in getting the things done.

vi) HRM is not confined merely to business organisations but is relevant to all organised
activities. Further, it is relevant to all functional areas of a business organisation production,
marketing, finance, research and development etc.

KNOWLEDGE BASED HUMAN RESOURCE MANAGEMENT

In order to identify the need of work force to knowledge a human resource manager has to adopt
a number of measures to cope with the changing technology. For any business organisation
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identification of the need for knowledge of its work force is a challenging task. For finding
knowledge requirements of workers a human resource manger has to collect information
regarding following aspects:

a) What is the present level of knowledge of existing workforce?

b) What information is needed to transform their culture?

c) How are knowledged - based competencies leveraged?

d) How fast it can be known and how expeditiously it can be made available to the entire
workforce?

Depending on these queries one can train the employees ing required knowledge. The
onvert existing knowledge
of its manpower into formal systematic processed k

will be effective in providing best informatio

Day to day changing technological dge of existing workforce
obsolete. A thorough analysis of the info ion should be taken up.
It will help in determining the deficit kno ‘ taking serious and
effective steps to identify dardi tional behavioural problems
and providing values add ati ich i . This ensures workers to

identify problems regarding i glecting information while

agement (HRM) for optimum utilisation of all other
ised across the world. The attitude towards all types of
change with industrial revolution during the 17"
ees came in the forefront and gained momentum
|1 phase, human resource management was neglected and
yees. Apart from employees issues Welfare Department
management for productivity reason. The urgency was felt
involving human resource - starting from recruitment, security

during the 18"
attention was on
started addressing hu
for coordinating various
and other interests.

Human Resource Development is a part of management function. Recently its main function of
recruitment and retention of knowledge among workers has been regarded as one of the most
important functions in strategic management. It reflects that human resource is keeping pace with
business successes world wide. The main focus of human resource is rather a people based
function than technical based function.

Human Resource Management (HRM) is needed:
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(a) To develop competencies.
(b) To mitigate some of the evil consequences of industrialization.
(c) To bring about system wide change.

(b) To develop a proper development climate in the organization.
NEED FOR HUMAN RESOURCE MANAGEMENT IN INDIA

After liberalization of Indian economy a number of changes have taken place in corporate sector.
Many public sector enterprises have been sold to private hands resulting in an increase in work
load, ban an fresh recruitment, retrenchment of labou gsition of voluntary retirement
schemes (VRS) and so an. There is pressure on India erform well, produce quality
goods and provide quality services. With increased there is need to become
cost effective and upgrade work methods, work no icalland managerial skills and
employees motivation to face upto new cha . c gement will have to
idustry are to

play a very crucial role if the following
prove successful:

(1) Restructuring of organization and re
(i1)) Emphasis on core competency.

(i11) Focus on quality prod
(iv) Technological upgrada
(v) Work force empowermet
(vi) More attention to specia i ‘ hysically handicapped, women,

The history of hu
Udai Pareek and Mr. pioned the cause of the HRM movement. In its early phase
HRM movement includ blic sector enterprises such as Bharat Heavy Electricals Limited
(BHEL), State Bank of India (SBI) etc. Initially, Indian organiations used to have an industrial
relations (IR) department, which was subsequently re-christened as the personnel and IR
department with the welfare department as one of its sub-departmented. The personal department
predominantly suited the blue collar employees since their general awareness and educational
levels were low and the approach was more of administrative nature. The growing importance of
the service sector in Indian economy has also highlighted the importance of change in approach
by the personnel and administrative departments. The profile of an employee in the new scenario
has the following features:
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1) Employees are mostly in their mid twenties or early thirties.

i1) All employees are educated and their level of general awareness is high.

ii1) Employees are more committed to the profession than to the organisation.

iv) The rates if attrition and the level of mobility of employees among the organisations are high.

The organisations have to complete for scarce resources, the most important among them being
the human resources, more so in the case of the service sector. This has called for the radical
transformation of personnel and administrative departments into human resource departments to
reflect the human face of organisations. A glance at the structure of various Indian Organisations
indicates that most of these organisations have first cha g name of their personnel and

e sectors, this process of
evel of practice as well as

Effective management of htfman resource helps to improve the quality of work life. It permits
team work among employees by providing a healthy working environment. It contributes to
professional growth in the following ways:

1. Providing maximum opportunities for personnel development of each employee.
ii. Maintaining healthy relationships among individuals and different work groups
iii. Allocating work properly.

3. Social Significance
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Sound HRM has a great significance for the society. It helps to enhance the dignity of Labour in
the following ways:

1. Providing suitable employment that provides social and psychological satisfaction to people.

ii. Maintaining a balance between the jobs available and the jobseekers in terms of numbers,
qualifications, needs and aptitudes.

iii. Eliminating waste of human resources through conservation of physical and mental health.

4. National Significance

HRM plays a vital role in development of a nation. The ploitation and utilization of a

nation's natural, physical and financial resources reg an efficieéntland committed manpower.
There are wide differences in development betwee i similar resources due to
differences in the quality of their people. Cowfii ause their people are
backward. the level of development in a itudes values of

of economic growth which, in turn, lea i i nd fuller employment.
CONCLUSION
A deep analysis of various : igni in industrial development it

dustrial development is of
fast which covers strategic

by Mducting professionals who may prove useful for the
tor. For greater improvement and success of HRM and
te world management, the state and central Government

to compile the global mar t international standard. Thus, in turn it will necessarily promote
industrial development of the country.
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