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( Solved )

MANAGEMENT OF HUMAN RESOURCES
Time: 3 Hours ] [ Maximum Marks: 100

(Weightage  70%)

Q. 1. Trace the evolution of HRM. Highlight
the objectives of HRM and briefly explain various
HR functions.

Ans. Ref.: See Chapter-2, Page No. 15, ‘Concept
of HRM’, Page No. 16, ‘Objectives of HRM’ and
‘Human Resource Functions’.

Q. 2. What is the purpose and significance of
Interview in the process of hiring human
resources? Briefly describe various types of
interviews with suitable examples.

Ans. Ref.: See Chapter-6, Page No. 48,
‘Interview’.

Q. 3. Describe the process of Performance
Appraisal. Discuss any two methods of appraisal
and their advantages and disadvantages.

Ans. Ref.: See Chapter-9, Page No. 70,
‘Concept of Performance Appraisal’.

Also Add: A number of methods are used for the
assessment of performance of employees. Two of
them are described below:

Critical Incident Method: Critical incident
appraisal gives stress on the rater’s attention on those
critical or key behaviours that make the difference
between doing a job effectively and doing it
ineffectively. What the appraiser does is write down
little anecdotes that describe what the employee did
that was especially effective or ineffective. In this
approach to appraisal, specific behaviours are cited,
not vaguely defined personality traits. A behaviourally
based appraisal such as this should be more valid than
trait-based appraisals because it is clearly more job
related. It is one thing to say that an employee is

Notes: Attempt any five questions.

“aggressive” or “imaginative or “relaxed,” but that
does not tell anything about how well the job is being
done. Critical incidents, with their focus on
behaviours, judge performance rather than
personalities. Additionally, a list of critical incidents
on a given employees provides a rich set of examples
from which the employee can be shown which of his
or her behaviours are desirable and which ones call
for improvement. This method has some disadvan-
tages also:

Supervisors are reluctant to write these
reports on a daily or even weekly basis for
all of their subordinates as it is time
consuming and burdensome for them.
Critical incidents do not lend themselves to
quantification. Therefore, the comparison
and ranking of subordinates is difficult.

Group Order Ranking: The group order ranking
requires the evaluator to place employees into a
particular classification, such as “top one-fifth” or
“second one-fifth.” Evaluators are asked to rank the
employees in the top 5 per cent, the next 5 per cent,
the next 15 per cent. So if a rater has twenty
subordinates, only four can be in the top fifth and, of
course, four must also be relegated to the bottom fifth.
The advantage of this method is that it prevent raters
from inflating their evaluations so everyone looks
good or from homogenizing the evaluations for
everyone is rated near the average outcome that are
usual with the graphic rating scale. It has following
disadvantages:
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It is not good if the number of employee
being compared is small. At the extreme, it
is very possible that they may all be
excellent, yet the evaluator may be forced
to rank them.
Because comparison are relative, an em-
ployee who is mediocre may score high only
because he or she is the “best of the worst”
Similarly, an excellent performer who is
matched against “stiff” competition may be
evaluated poorly, when in absolute terms
his or her performance is outstanding.

Q. 4. Define training and retraining. Discuss
how training can be converted into a strategic
function. Explain with suitable examples.

Ans. Ref.: See Chapter-13, Page No. 96,
‘Defining Training’ Page No. 101, ‘Retraining’ and
Page No. 102, ‘Making Training A Strategic Function’.

Also Add: Training is concerned with increasing
organisational effectiveness. So far the approach of
training has been to offer/organise training for specific
competencies. Successful implementation of the
business strategy of an organisation will require some
competencies. Business strategy indicates the broad
direction for the future movement of an organisation,
and preferred ways of doing so. For successful
implementation, the organisational tasks must be
translated into various functional terms: marketing,
financial, technology, human resources, training, etc.
This helps to make strategy formulation and
implementation participative. The movement is in the
direction of training becoming more proactive, and
contribute to strategic thinking of the organisation.
For example, if cost reduction is one of the elements
in the business strategy, training may develop ways
of advancing this concern and achieving concrete
results. In a study of 34 large US companies, for
example, 78% HR professionals listed “cost
reduction” as a top goal.

Q. 5. What are the various forms of trade
unions? Narrate the growth of trade unions in
India.

Ans. Ref.: See Chapter-20, Page No. 152, ‘Forms
of Trade Unions’, Page No. 154, ‘Growth of Trade
Union Movement and Membership in India’.

Q. 6. What are the determinants of compen-
sation? How does compensation function con-
tribute to the organisational effectiveness? Explain
with suitable examples.

Ans. Ref.: See Chapter-17, Page No. 129,
‘Compensation Determinants’, Page No. 127,
‘Introduction’ and ‘Compensation Function’.

Q. 7. Describe the steps and pre-requisite to
be followed in grievance handling procedure.
Briefly discuss grievance management in Indian
industry.

Ans. Ref.: See Chapter-22, Page No. 174,
Q. No. 1 and Page No. 175, Q. No. 2.

Q. 8. Write short notes on the following :
(a) Employers’ association
Ans. Ref.: See Chapter-20, Page No. 158,

‘Employer’s Association’.
(b) Workers’ participation in management
Ans. Ref.: See Chapter-21, Page No. 163,

‘Worker’s Participation in Management’.
(c) Indiscipline
Ans. Indiscipline refers to the absence of

discipline. Indiscipline, therefore, means non-
conformity to formal and informal rules and
regulations. In the organisation, indiscipline affect
the morale, involvement and motivation of
subordinates in the organisation. Indiscipline often
leads to chaos, confusion, and reduces the efficiency
of the organisation. It often leads to strikes, go-slows,
absenteeism, resulting in loss of production, profits
and wages. Various socio-economic and cultural
factors play a role in creating indiscipline in an
organisation. Indiscipline may arise because of poor
management. Insensitive and thoughtless words and
deeds from a manager are potent reasons for
subordinates to resort to acts of indiscipline.
Defective communication by the superiors and
ineffective leadership devoid of tactful human
relations approach can cause indiscipline among
subordinates. The payment of low wages is perhaps
another reason for indiscipline. When the worker is
paid low wages and in addition the demand of more
and more work from him, makes him dissatisfied,
dishonest and insubordinate. Poverty, frustration and
indebtedness, generally overshadow his mind which
makes him agitated and indisciplined. His mind and
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1The Changing Social Context
and Emerging Issues

INTRODUCTION

Modern analysis emphasizes that human beings are
not "commodities" or "resources", but are creative and
social beings that make class contributions beyond
'labour' to a society and to civilization. The broad term
human capital has evolved to contain some of this
complexity, and in micro-economics the term "firm-
specific human capital" has come to represent a meaning
of the term "human resources."

Advocating the central role of "human resources"
or human capital in enterprises and societies has been a
traditional role of human resource socialist parties, who
claim that value is primarily created by their activity,
and accordingly justify a larger claim of profits or relief
from these enterprises or societies. Critics say this is
just a bargaining tactic which grew out of various
practices of medieval european guilds into the modern
trade union and collective bargaining unit. In this chapter
we will come across the meaning and concept of HRM.

CHAPTER AT A GLANCE

MEANING OF HUMAN

RESOURCE MANAGEMENT
Human Resource Management (HRM) is the

function within an organization that focuses on
recruitment of, management of, and providing direction
for, the people who work in the organization. Human
Resource Management can also be performed by line

MANAGEMENT OF
HUMAN RESOURCES

managers. Human Resource Management is the
organizational function that deals with issues related
to people such as compensation, hiring, performance
management, organization development, safety,
wellness, benefits, employee motivation, commu-
nication, administration, and training.

Human Resource Management (HRM) is the
strategic and coherent approach to the management of
an organization’s most valued assets – the people
working there who individually and collectively
contribute to the achievement of the objectives of the
business. The terms “human resource management” and
“human resources” (HR) have largely replaced the term
“personnel management” as a description of the
processes involved in managing people in
organizations. Human Resource Management is
evolving rapidly. Human resource management is both
an academic theory and a business practice that
addresses the theoretical and practical techniques of
managing a workforce.

Its features include:
(i) Personnel administration
(ii) Personnel management
(iii) Manpower management
(iv) Industrial management

But these traditional expressions are becoming less
common for the theoretical discipline. Sometimes even
industrial relations and employee relations are
confusingly listed as synonyms, although these
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normally refer to the relationship between management
and workers and the behaviour of workers in companies.

The theoretical discipline is based primarily on the
assumption that employees are individuals with varying
goals and needs, and as such should not be thought of
as basic business resources, such as trucks and filing
cabinets. The field takes a positive view of workers,
assuming that virtually all wish to contribute to the
enterprise productively, and that the main obstacles to
their endeavours are lack of knowledge, insufficient
training, and failures of process.
A NEW MANDATE FOR HUMAN RESOURCES

Though human resources have been part of
business and organizations since the first days of
agriculture, the modern concept of human resources
began in reaction to the efficiency focus of Taylorism
in the early 1900s. By 1920, psychologists and
employment experts in the United States started the
human relations movement, which viewed workers in
terms of their psychology and fit with companies, rather
than as interchangeable parts. This movement grew
throughout the middle of the 20th century, placing
emphasis on how leadership, cohesion, and loyalty
played important roles in organizational success.
Although this view was increasingly challenged by
more quantitatively rigorous and less “soft”
management techniques in the 1960s and beyond,
human resources had gained a permanent role within
an organization.
WHY HRM MATTERS
NOW MORE THAN EVER?

HRM is matters in the modern changed scenario
on the following grounds:

Change Management: The popular terms of the
present day world are ‘Learning Organization’,
‘Managing Organizational Change’, ‘Change Agents’
and the alike. It is now accepted that any organization
can survive in today’s socio-economic environment
only if it is pro-active to environmental changes.
Advances in information technology too are forcing
organizations to change their very way of thinking.

Competence: In any organization, it may not be
feasible to allocate tasks to individuals at which each
one excels. But it is possible to enhance the competence
of the individuals to specific tasks through well
designed training programmes. HRD attempts to
enhance the competence through well defined and
planned training programmes.

Commitment: The extent to which the employees
are committed to their work and organization has a
significant bearing on an organization’s performance.
Commitment levels can be assessed using informal
interviews and questionnaires, statistics on absenteeism,
grievances and voluntary separations. Transparency in
organizational functioning, employees perception of
various HRM policies, channels of communication and
role models played by superiors influence employee
commitment.

Motivation: The performance of the workers
could be improved and increased by proper motivation.
Most people can exercise far more creativity, self-
direction and self-control than their present jobs
demands. It is, however, necessary to create an
environment in which all members can contribute to
the limits of their ability. Subordinates must be
encouraged to participate in the process of decision
making, continuously broadening their self-direction
and self-control. These would not only lead to direct
improvement in operating efficiency but would also
ensure them to groom for higher responsibilities.

Congruence of Objectives: It is essential that all
new comers to the organization are properly socialized
into the existing community and are made aware of the
organizational values, work ethos, customs and
traditions. It is important that they know what the
organization stands for and what it wants to achieve
and in this process what is expected from each
individual. They should understand the meaning of
existence of the organization. This exercise is
commonly referred to as socialization.

Environment of HRM: Environment comprises
all those forces which have their bearing on the
functioning of various activities, including human
resource activities. Environment scanning helps HR
manager to become pro-active to the environment which
is characterized by change and intense competition.
There are two types of environment which operates and
have bearing on human resources:

(i) These are the forces internal to an
organization. Internal forces have profound
influence on HR functions. The internal
environment of HRM consists of unions,
organizational culture and conflict,
professional bodies, organizational
objectives, policies, etc.
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(ii) External Environment: External environ-
ment also exerts considerable influence or
HRM. Economic, political, technological
and demographic factors include the external
environment.

Organizational Culture and Conflict: As
individuals have personality, organizations have
cultures. Each organization has its own culture, which
it cherishes and wants to retain and follow faithfully.
Culture is some core values and beliefs by the members
of the organization. The Reliance Industries Ltd., has
“value for time”, as its core culture. Tatas have the core
culture of “get the best people and set them free”. HR
practices need to be implemented that fit best to the
organization’s culture. Conflict usually surfaces
because of dualities such as personal goal, vs
organizational goal, discipline vs duties etc. Such
conflicts have their bearings or HR activities in an
organization.

Political Factors: The total political environment
is composed of legislature, executive and judiciary and
all of them have impact on placement, training retention
and maintenance of employees.

Union: Trade Unions are formed to safeguard the
interest of its member workers, HR activities like
recruitment, selection, training, compensation,
industrial relations and separation are carried out in
consultation with trade union leaders. Various activities
of trade unions have a bearing on the HRM.

Technical Factors: Technology is a systematic
application of organized knowledge to practical tasks.
Technological advances affect the HR functions in
several ways. Technology makes the job more
intellectual or upgraded. Secondly, it renders workers
dislocated, if they do not equip them to the job. Thirdly,
job becomes challenging for the employees who cope
with the requirements of technology. Further,
technology reduces human interaction at the work place.
Finally, job holders become highly professionalized and
knowledge based in the job they perform.

Economic Factors: Economic forces such as
growth rate and strategy, industrial production, national
and per capita income, money and capital markets,
competitions, industrial labour and globalization have
impact on HRM policies. Growing unemployment and
reservations in employment also affect the choice for
recruitment and selection of employees in
organizations.

Demographic variables: Demographic variables
include sex, age, literacy, mobility, etc. all these have
different dimensions in employment and placement.

People Management: Men or personnel should
be managed properly and effectively in any organization
and at the macro level, in the national level. Men have
some inherent qualities:

want job and work
have inherent like for the work
are liable to likes and dislikes
require motivation and training
given an opportunity everyone would rise up
to the occasion
their welfare and safety measure is a concern
of the state
every opportunity for advancement and
knowledge should be provided
they should be guided but their liberties should
not be curbed
they should be chosen to the right job and right
place
they need adequate salary, perquisites and
comforts.

Managing people is an art. A wrong handling may
lead to conflicts. Dissatisfied worker may absent or quit
job, absenteeism and labour turnover are costly to the
organization. Organization does not represent assets and
money alone. Every organization is a social institution.
They have a responsibility to their employees, society
and the government which gives protection and
infrastructure. The core of any organization is its people
represented by workers. It has as much responsibility
to them as they have to the shareholders. This art of
managing men and women in organization has led to
the birth and development of HRM.
THE CHANGING ROLE OF HRM

There was a time when the bulk of human resource
activity was in processing the payroll, so that the human
resource section formed part of the Finance and
Administration department. In fact, in smaller
organizations today, there is simply no human resource
unit to speak of. Normally, the owner handles human
resource concerns and assigns the administrative
function to a clerk. The importance of the human
resource function has become evident especially with
the onset of global competition. Not only do human
resource managers have to think more strategically and
in step with corporate planning managers, they have
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had to address real and hard issues about the impact of
intense competition on employment stability. It is one
thing to think with executives on how the human
resource section can support corporate activities. It is
another to actually implement cost-savings policies with
regards employment. Does the company’s plant
modernization entail the acquisition of computerized
and automated equipment that the current workforce
doesn’t know how to operate? Does the firm intend to
establish a subsidiary overseas? And if so, what skills
and knowledge will be needed by the people earmarked
for overseas postings? Today’s HR managers must
equip themselves to grapple with these questions, and
many others.

Global competition compels organizations to run
more efficiently. An organization that manages its
resources well is able to minimize costs allowing either
higher profit margins or greater flexibility and still be
able to attain acceptable levels of returns. For many
organizations, salaries and benefits form the bulk of
operating expenditures. Thus after tightening belts
elsewhere, trying to cut corners where possible, the
organizations have to consider downsizing or shutting
down overstaffed operations. For some companies,
retrenchment or closure goes against the very grain of
social conscience. Filipino entities for example work
within communities and support the local economy. The
moral obligation to stay open is thus strong but it is at
the expense of efficiency. Moreover, there are social
costs that are borne by the entire society with rising
unemployment and underemployment rates. To guard
against the downside of global competition, the human
resource managers must be more proactive in recruiting
and maintaining a responsive and efficient work force.
Planning should start at the early stages so that
organizations do not bloat needlessly. Human resource
managers must be able to map out human resource
strategies such that flexible, dynamic employees are
attracted, selected and then trained and motivated to
be more productive than the competition.

A strategic human resource manager goes beyond
human resource mastery. Additional competencies
require business mastery and change mastery as well.
A good understanding of the business and its
environment provides the perspective on how best to
manage employees so they are responsive to external
stakeholders and thus serve them better. On the other
hand, capability in change management allows human

resource managers to adeptly move organizations to
adjust better to changing business needs with creativity
and innovativeness. A better-equipped human resource
manager is then able to manage the most expensive
business operating cost. Human resource managers are
no longer administrators or simply implementers. They
should be recognized as strategic partners. Only they
can function well to help top management especially
in a climate of economic uncertainty.

The globalization of world markets appears to be
gaining momentum as more firms move outside their
domestic borders into the dynamic world of
international business. The last two decades, in
particular, have seen dramatic changes in international
trade and business. Once safe markets are now fierce
battlegrounds where companies aggressively fight for
market share against foreign and domestic competitors.
It is, therefore, not surprising to find that a large
proportion of the workforce in an increasing number
of firms, regardless of their national origin, is located
in other countries. These trends are likely to continue
well into the 21st century. This globalization of business
has forced managers to grapple with complex issues as
they seek to gain or sustain a competitive advantage.
Faced with unprecedented levels of foreign competition
at home and abroad, firms are beginning to recognize
not only that international business is high on top
management’s list of priorities but that finding and
nurturing the human resources required to implement
an international or global strategy is of critical
importance. Effective Human Resource Management
(HRM) is essential, especially for small and medium
firms where international expansion places additional
stress on limited resources, particularly people. As
Duerr points out that virtually any type of international
problem, in the final analysis, is either created by people
or must be solved by people. Hence, having the right
people in the right place at the right time emerges as
the key to a company’s international growth. If we are
successful in solving that problem, we can cope with
all others.

International HRM: The field of international
HRM is characterized by three broad approaches. Early
work in this field emphasized a cross-cultural
management approach and examined human behaviour
within organizations from an international perspective.
A second approach developed from the comparative
industrial relations and HRM literature seeks to
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