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Abstract :

The third world sees people as its greatest asset$ believes that development must
centre round people. People are not only the beciefies of economic and social progress; they
are also its agents both as individuals and by nrakcommon causes with others, while People
are both means and ends of economic developmEliman resource management in changing
environment is considered as a key to competitidwantage. The challenges faced by human
resource managers in an organization are naturallgvolving with' the ever transforming
scenario in the corporate ‘world. With the increasa competition at the national and
international level, organizations must become moeaaptable, flexible, responsive and
customer-focused to succeed. It involves providuadue addition‘to the customers and offering
uniqueness. The unigueness can be offered if thenpany possesses a set of four capabilities —
financial, strategic.-or productive, technological rooperational and organizational. To
accomplish sustained competitive advantage, it-ecessary that adequate attention is given to
contemporary changes in the business environmenglate to globalization, technology,
flexibility, litigation and workforce. Recent libalization and bold economic reforms announced
by the government have posed several challenges @pgortunities for the Indian industry.
Today, people looking for employment need to be enfbexible and versatile in their skills and
knowledge, and must be willing to go anywhere, atyaime, and at a moment’s notice, to do
anything. The world of work is changing so fast theost individuals seem to have no clue on
how to react, let alone being proactive. It is hai@ someone being swept downstream in a fast-
moving river to make sense of where are, let alameere they are going. It is found hope that
the Transactional, Transformation and Transitionatole of the modern HRM facilitate for
facing the challenges out of its changes in the lgéd business environment.

Key Words : Human Development, HRM, Changing Business Envirartm&alue Addition,
Capabilities, Organisation, Transformational, Teahgical
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Introduction

Development today is human development. The waétdnian Development” refers to
actualization of Biological, Psychological and Sxogical capacities of human beings. The
process of development these competencies in peopléermed human resource development.
Many of the modern governments are undergoing tstraic adjustment, which expresses the
vulnerability of human development variables likiéetacy, Health, Environment and Population
growth. The world is moving towards a global \gka societies using primitive technology may
not last much longer or may be exploited by othershanged scenario. The third world sees
people as its greatest assets and believes thatogevent must centre round people. People are
not only the beneficiaries of economic and socialgpess; they are also its agents both as
individuals and by making common causes with othétence, People are both means and ends of
economic development ( Mahbub-Ul Hag,2000). In gaper, a descriptive attempt is made on the
major changes that have been taken place and wpallaced by the modern Human Resource
Management practices with the advantage of LPG.

HRM: Gradual Changes

Throughout its history the profession or managenfanttion — now commonly titled
‘Human Resource Management’ has evolved in defenaklw directions in every 20 or 30 years.
Earlier it was focused primarily on improving thelare of workers in factories, some employers
began to realise that they could secure greatattigy)commitment and productivity if they looked
after the interests of their workforce by providiadpealthy, safe workplace and by providing paid
holiday, sick pay-and even subsidised housing. Betwthe two World-Wars as professional,
white-collar work became more common and as the stalfare system started to develop — the
focus shifted to improving efficiency with the ajaltion of scientific. management and
organisation design principles of the kind advanegdaylor and Fayol.

The profession then shifted gear again after theoi&k World War, as the trade union
movement grew in strength, requiring personnel marato negotiate new initiatives and to
manage often difficult industrial relations disput@he last major change was occurred in the
1980s with the emergence of the term human resomm@eagement signalling not just new
rhetoric, but also significant new thinking on thart of managers. At the time much effort was
expended debating what exactly ‘HRM’ was and hodiffered from ‘Personnel Management’ a
debate that was never really satisfactorily conetudbefore the mainstream research agenda
moved on to focus on establishing how and to whderg HR practices contribute to the
achievement of organisational performance (see tGi@87, Legge 1995, Sisson and Storey
2000). In retrospect, however, it is possible te g evolution of HRM in the 1980s and 1990s
very much as a response on the part of managernoemiet sharp decline in trade union
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membership and influence that occurred at that sme result of regulatory changes, increased
individualism, the decline of traditional indussiand the growth of the service sector. Over quite
a short period of time managers found themselvedyfiin the driving seat and in control of the
direction of people management in their organisatio

New Trends in HRM

Human resource management is the management afyanisations workforce of human
resources. It is responsible for the selectioaining, assessment, rewarding and retaining of
employees. The term Professionalization. managetmasntbecome a glorious expression in the
corporate sector in India. The characteristics BMHas profession such as training and education
from various academic institutions. Creation otibi@al Institute of Personnel Management and
other professional bodies like, National HRD Netkoindian Society for Training and
Development and Indian Society for Individual anoci@l Development and Indian Society for
Applied Behaviour Science; emphasis on developiagparate practice based on ethics and
international code of governance and so an.

HR is primarily concerned with the management ajgbe within organizations, focusing
on policies and systems. HR departments and unissganizations typically undertake a number
of activities, including employegscruitment training and developmenperformance appraisal
and rewarding (e.g., managing pay and benefit sygteHR is also concerned withdustrial
relations that is, the balancing of organizational pradtiogith requirements arising from
collective bargaining and from governmental laws.

HR is a product of théhuman relations movemerdf the early-20th century, when
researchers began documenting ways of creatusghess valuéhrough thestrategic management
of the workforce. The_function was initially domted by transactional work, such gayroll and
benefitsadministration, but due tglobalization company consolidation, technological advances,
and further research, HR at present focuses otegitainitiatives likemergers and acquisitions
talent managemerguccession planningdustrialandlabor relationsanddiversity andinclusion

In larger companies, an entire functional groutyscally dedicated to the discipline, with
staff specializing in various HR tasks and funclibleadership engaging in strategic decision-
making across théusiness To train practitioners for the profession, ingittns of higher
education, professional associations, and compdh&sselves have created programs of study
dedicated explicitly to the duties of the functitmthe current environment, most companies focus
on loweringemployee turnoveand on retaining the talent and knowledge helthkeyr workforce.
New hiring not only entails a high cost but alsoreéases the risk of a newcomer not being able to
replace the person who was working in that posibefore. HR departments also strive to offer
benefits that will appeal to workers, thus redudimg risk of losing corporate knowledge.
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HRM in Changing Business Environment

Human resource management in changing environm&ntonsidered as a key to
competitive advantage. According to Bernardin #ffectiveness with which line managers
perform HRM functions with tools, data and proceffered by the Human Resource specialists
leads to competitive advantages of the firm. Tooawplish effectiveness, the HRM policy and
activities must be established, and measured icdh&ext of the mission and strategic objectives
of the organisation. Attempts should be madenprove the company’s competitiveness by
focusing on meeting, and even exceeding, custoetgrinements, thereby enhancing the customer
base. It involves providing value addition to thastomers and offering uniqueness. The
uniqueness can be offered if the company possessetof four capabilities —financial, strategic
or productive, technological or operational andaoigational.

To accomplish sustained competitive advantages neicessary that adequate attention is
given to contemporary changes in the business @mwient, relate to globalization, technology,
flexibility, litigation and workforce.

Globalisation

The globalization has caused intense competitiowedsas concern for productivity, due
to close linkage between HRM expertise and prodifgtithere is a growing interest in HRM.
HRM experts are helping companies to improve prodig through restructuring and downsizing
programme.

Technology

Companies are_now- moving towards an optimal contiomaof people, software and
equipment to deliver products and services effettiv HRM specialists are.helping in employee
requirement on the internet. The human resourpgces are used to maximize profit margins
while providing customer value.

Flexibility

In India , innovative response to environmentalaions is a key to sustained profit and
growth. To accomplish flexibility, the companiexfis on their core competencies and outsource
other activities.

Workforce

The increasing diversity of the workforce requidigerse HRM Systems and practices.
The workforce has also seen tremendous increag@einnumber of women and minorities.
Moreover, there is also an increase in dual caceaples in the present workforce. The human
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resource management specialists are thus requaredvolve and implement flexible work
schedules, relevant training programmes and caleeelopment strategies for accomplishing a
guality workforce on a continuous basis.

Hence, through better coordination with organizsioplanning and strategy, people can
be used to create and sustain a firm’s advantagenimcreasingly competitive world. In the
context of changing business environment the HRphdenent has become a partner in evolving
a company’s strategic activities of the human resmdunction. Human Resource management
relates to a strategic and coherent approach. tontaeagement of a orgaization’s people
contributing towards the accomplishment of busirsgsctives.

Changes are Challenges

Human resources element works towards the visiassian and goals of an organisation.
The Three major roles of HRM in any organizatioe @aransactional, transformational, and
transitional. The challenges faced by human resouoranagers in an organisation are naturally
evolving with the ever transforming scenario e tcorporate world. With the increase in
competition at the national and international lewsbanisations must become more adaptable,
flexible, responsive and customer-focused to sutcekhey should emphasize on attracting and
retaining talents to prevent their competition frootplaying them in the strategic employment of
their human resources. Organisations face sevkeadleages in HRM, some of which are listed as
Strategic Challenges for Human Resource; Challefayesrganisations and HRM Professionals;
Changing workforce Demographics; Implication for MRProfessionals; The Need for Lifelong
Learning; Competing in a Global Economy; FacilitgtiOrganizational Learning; and Eliminating
the Skills Gap.

From1990 onwards, globalization and liberalisatr@sulted in the.emergence of new
human resource management. The success of thealeveprelies mainly on the introduction of
new industrial relations and human resources @diai top levels — national and enterprise. The
realization has dawned that neither the economyh®industrial enterprises can survive by being
rigid.

Evolutionary changes are taking place fast withpsupfrom external forces. This has led
to more competitiveness and demand for efficienCgntrally planned economies are opening up
to free market systems. In the highly competitylebal economic environment of today,
organisations have to struggle to survive and groRecent liberalisation and bold economic
reforms announced by the government have posedadesteallenges and opportunities for the
Indian industry. With the explosion in digital idution, there is a lot of competition at the glbba
level, markets are changing fast and there is démégn. All of this has led to organisations
changing their strategy and approach to human resguanagement. Human resources hold the
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key to meet these various challenges such as Rapithnging technology, especially the
acceleration of change and automation in the mifdthe people; Technological innovations
resulting in organizational restructuring, openaticand culture; Changing profile of
employees(Demographic changes, Equal Right Movemekhowledgeable workers);
Competition; Internationalization of business andrategic alliances; Globalisation;
Customer/multiple stakeholder orientation; The @Beon the human side; Focus on employee
welfare; Demand for better job and social securltige nature of expertise of human resource
professionals; The problem of measurement, acceptamd respect of the human resources
profession; and Practices leading to the phenomehamrking non employees to mention a few.

These aspects call for value —addirajegy of Human Resource Management to ensure a
competitive edge. On the whole, liberalisatiorecbnomic policies and increased competition by
overseas companies has resulted in immense presautke Human Resource function in in
Indian companies. Organisations are trying toniraievelop, guide and prepare employed to
enable them to face competition overseas.in tefreffioiency, effectiveness and skills.

HRM: Globalisation Perception

The LPG perspectives of HRM in India in the regeas$t have a number of environmental
impacts on the socio economic and managerial aspazton HRD, Compensation, Trade Union
and others. Under global competition more qualifedff is required to satisfy and delight
customer. Hence, globalization and liberalizatias positive impact on HRD. Higher salaries and
benefits for highly skilled and committed employbtg low wages for unskilled persons. Initially
trade unions in India register the policy of ecoimliberalization, globalization and privatization.
But gradually thy have accepted the realities.tdSensure the survival of their organization tkis i
at stake in a competitive environment. Globalorahas improved professional human resource
practices such as employee empowerment, qualitiesietc.

Conclusion

The increase in competition at the national ane@rmdtional level, organisations must
become more adoptable, flexible, and responsivecastbmers focused to succeed. The human
resource management specialists are thus requaedvolve and implement flexible work
schedules, relevant training programmes and caleezlopment strategies for accomplishing a
quality workforce on a continuous basis. Hencegugh better coordination with organizational
planning and strategy, people can be used to craatk sustain a firm's advantage in an
increasingly competitive world. In the context dfanging business environment the HRM
department has become a partner in evolving a coygastrategic activities of the human
resource function. Human Resource managemeneselata strategic and coherent approach to
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the management of a orgaization’s people contrilgutowards the accomplishment of business
objectives. Today, people looking for employmentd¢o be more flexible and versatile in their
skills and knowledge, and must be willing to gowhgre, at any time, and at a moment’s notice,
to do anything. The world of work is changing setfthat most individuals seem to have no clue
on how to react, let alone being proactive: It @achfor someone being swept downstream in a
fast-moving river to make sense of where they latealone where they are going. It is found hope
that the Transactional, Transformational and Ttaosl role of the modern HRM facilitate for
facing the challenges out of its changes due togésin the global business environment.
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