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Abstract— A business cannot survive without management 

because management is its means of support. Management is 

concerned with acquiring maximum prosperity with minimum 

efforts. Management is essential wherever group efforts are 

required to be directed towards achievements of common goals. 

In this management conscious age, the significance of 

management can hardly be over emphasized. It is said that any 

thing minus management amounts to nothing. There is no more 

important area of human activity than management since its 

task is that of getting things done through others. Some 

underestimate the importance of management in business but 

the latest researches have shown that it is certainly not the case. 

Human resource management (HRM, or simply HR) is a 

function in organisations designed to maximize employee 

performance in service of their employer’s strategic 

objectives.HR is primarily concerned with how people are 

managed within organisations, focusing on policies and systems 

HR departments and units in organisations are typically 

responsible for a number of activities, including employee 

recruitment, training and development, performance appraisal, 

and rewarding . HR is also concerned with industrial relations, 

that is, the balancing of organizational. 

I. INTRODUCTION 

Proper understanding of management principles is very 

necessary and helpful for managers as these principles act as 

guidelines for managerial activities. By practising principles 

managers can avoid various mistakes while dealing with 

people in the organisation. Human Resource Management 

(HRM) is a relatively new approach to managing people in 

any organisation. People are considered the key resource in 

this approach. it is concerned with the people dimension in 

management of an organisation. Since an organisation is a 

body of people, their acquisition, development of skills, 

motivation for higher levels of attainments, as well as 

ensuring maintenance of their level of commitment are all 

significant activities. These activities fall in the domain of 

HRM. Human Resource Management is a process, which 

consists of four main activities, namely, acquisition, 

development, motivation, as well as maintenance of human 

resources. Scott, Clothier and Spriegel have defined Human 

Resource Management as that branch of management which 

is responsible on a staff basis for concentrating on those 

aspects of operations which are primarily concerned with the 

relationship of management to employees and employees to 

employees and with the development of the individual and 

the group. The management principles insist on planned 

activities and systematic organization of men and materials 

in the organization. Principles are designed to get maximum 

benefits from the human efforts and other resources For 

example, scientific principles suggest to cut down the 

wasteful movements and setting up of standard time to 

complete a task. By saving time, energy and efforts activities 

can be made economical and result in maximum utilization 

of resources. 

II. NATURE OF HUMAN RESOURCE MANAGEMENT 

The nature of the human resource management has been 

highlighted in its following features: 

1.  Inherent Part of  Management 

Human resource management is inherent in the process 

of management. This function is performed by all the 

managers throughout the organisation rather that by the 

personnel department only. If a manager is to get the 

best of his people, he must undertake the basic 

responsibility of selecting people who will work under 

him. 

2.  Pervasive Function: 

Human Resource Management is a pervasive function of 

management. It is performed by all managers at various 

levels in the organisation. It is not a responsibility that a 

manager can leave completely to someone else. 

However, he may secure advice and help in managing 

people from experts who have special competence in 

personnel management and industrial relations. 

3. Basic to all Functional Areas : 

Human Resource Management permeates all the 

functional area of management such as production 

management, financial management, and marketing 

management. That is every manager from top to bottom, 

working in any department has to perform the personnel 

functions. 

4.  Personnel Activities or Functions : 

    MANAGEMENT 
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Human Resource Management involves several 

functions concerned with the management of people at 

work. It includes manpower planning, employment, 

placement, training, appraisal and compensation of 

employees. For the performance of these activities 

efficiently, a separate department known as Personnel 

Department is created in most of the organisations. 

5. Continuous Process : 

Human Resource Management is not a ‗one 

shot‘function. It must be performed continuously if the 

organisational objectives are to be achieved smoothly 

6. Based on Human Relations : 

Human Resource Management is concerned with the 

motivation of human resources in the organisation. The 

human beings can‘t be dealt with like ]physical factors 

of production. Every person has different needs, 

perceptions and expectations. The managers should give 

due attention to these factors. They require human 

relations skills to deal with the people at work. Human 

relations skills are also required in training performance 

appraisal, transfer and promotion of subordinates. 

III. FUTURE SCOPE OF MANAGEMENT 

Those who study innovation often can be overwhelmed by 

the variety and speed at which clever new products and 

services come into the market.  But it is helpful to take a step 

back from these myriad innovations to reflect on the 

evolution not only of the technologies themselves but also 

the processes used to create, develop and manage them.  

While the latest technologies of the recent past (think of 

Facebook, Twitter, Android, iPod/iTunes/iPhone/iPad, just 

to name a few) get most of our attention, it is often the 

processes that led to the creation of these technologies that 

may prove more enduring. These also are being innovated. 

IV. OBJECTIVE 

 Organisational Objectives 

HRM is a means to achieve efficiency and effectiveness. It 

serves other functional areas, so as to help them to attain 

efficiency in their operations and attainment of goals to 

attain efficiency. Acquiring right man for the right job at 

right time in right quantity, developing through right kind of 

training, utilizing the selected workforce, and maintaining 

the workforce are the organisational objectives of HRM. 

Succession planning is an important issue to be taken up as a 

contemporary organisational objective. 

 Functional Objectives: 

HRM performs so many functions for other departments. 

However, it must see that the facilitation should not cost 

more than the benefit rendered. 

 Personal Objectives: 

In today’s world there is shortage of requisite talent. 

Employees are encouraged by competitive firms to change 

the jobs. HRM has the responsibility to acquire, develop, 

utilize, and maintain employees. This would be possible only 

when the HRM helps employees to achieve their personal 

goals to get their commitment. Creating work-life balance for 

the employees is a personal objective. 

 . Societal Objectives: 

HRM must see that the legal, ethical, and social 

environmental issues are properly attended to. Equal 

opportunity and equal pay for equal work are the legal issues 

not to be violated. To take care of farmers (whose land has 

been acquired for the factory) and tribal’s (who are displaced 

by industries and mining companies) are the ethical issues. 

The results are clear when these issues are not taken care of. 

To help the society through generating employment 

opportunity, creating schools and dispensaries, helping 

women empowerment are the social responsibility issues. 

V. FACTIONS 

The main functions of human resource management are 

classified into two categories: 

1) Managerial Functions 

2) Operative Functions 

 

I. Managerial Functions 

 Planning :  

The planning function of human resource department 

pertains to the steps taken in determining in advance 

personnel requirements, personnel programs, policies 

etc. After determining how many and what type of 

people are required, a personnel manager has to devise 

ways and means to motivate them. 

 

 Job Analysis: 

 Job analysis is the process of describing the nature of a 

job and specifying the human requirements, such as 

skills, and experience needed to perform it. The end 

product of the job analysis process is the job 

description. A job description spells out work duties and 

activities of employees. Job descriptions are a vital 

source of information to employees, managers, and 

personnel people because job content has a great 

influence on personnel programmes and practices.  

 Staffing:  

Staffing emphasizes the recruitment and selection of the 

human resources for an organisation. Human resources 

planning and recruiting precede the actual selection of 
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people for positions in an organisation. Recruiting is the 

personnel function that attracts qualified applicants to 

fill job vacancies. In the selection function, the most 

qualified applicants are selected for hiring from among 

those attracted to the organisation by the recruiting 

function. On selection, human resource functionaries are 

involved in developing and administering methods that 

enable managers to decide which applicants to select 

and which to reject for the given jobs.  

 Orientation:  

Orientation is the first step toward helping a new 

employee adjusts himself to the new job and the 

employer. It is a method to acquaint new employees 

with particular aspects of their new job, including pay 

and benefit programmes, working hours, and company 

rules and expectations.  

 Training and Development: 

 The training and development function gives employees 

the skills and knowledge to perform their jobs 

effectively. In addition to providing training for new or 

inexperienced employees, organisations often provide 

training programmes for experienced employees whose 

jobs are undergoing change. Large organisations often 

have development programmes which prepare 

employees for higher level responsibilities within the 

organisation. Training and development programmes 

provide useful means of assuring that employees are 

capable of performing their jobs at acceptable levels.  

 Performance Appraisal:  

Performance appraisal function monitors employee 

performance to ensure that it is at acceptable levels. 

Human resource professionals are usually responsible 

for developing and administering performance appraisal 

systems, although the actual appraisal of employee 

performance is the responsibility of supervisors and 

managers. Besides providing a basis for pay, promotion, 

and disciplinary action, performance appraisal 

information is essential for employee development since 

knowledge of results (feedback) is necessary to motivate 

and guide performance improvements.  

 Career Planning:  

Career planning has developed partly as a result of the 

desire of many employees to grow in their jobs and to 

advance in their career. Career planning activities 

include assessing an individual employee’s potential for 

growth and advancement in the organisation.  

 Compensation:  

Human resource personnel provide a rational method for 

determining how much employees should be paid for 

performing certain jobs. Pay is obviously related to the 

maintenance of human resources. Since compensation is 

a major cost to many organisations, it is a major 

consideration in human resource planning . 

Compensation affects staffing in that people are 

generally attracted to organisations offering a higher 

level of pay in exchange for the work performed. It is 

related to employee development in that it provides an 

important incentive in motivating employees  to higher 

levels of job performance and to higher paying jobs in 

the organisation.  

 Benefits: 

 Benefits are another form of compensation to 

employees other than direct pay for work performed. As 

such, the human resource function of administering 

employee benefits shares many characteristics of the 

compensation function. Benefits include both the legally 

required items and those offered at employer’s 

discretion. The cost of benefits has risen to such a point 

that they have become a major consideration in human 

resources planning. However, benefits are primarily 

related to the maintenance area, since they provide for 

many basic employee needs.  

 Labour Relations: 

 The term “labour relations” refers to interaction with 

employees who are represented by a trade union. Unions 

are organisation of employees who join together to 

obtain more voice in decisions affecting wages, benefits, 

working conditions, and other aspects of employment. 

With regard to labour relations, the personnel 

responsibility primarily involves negotiating with the 

unions regarding wages, service conditions, 

and resolving disputes  and grievances. 

II. Operative Functions 

1)  Procurement of Personnel: It is concerned with 

the obtaining of the proper kind and number of 

personnel necessary to accomplish organisation 

goals. It deals specifically with such subjects as the 

determination of manpower requirements, their 

recruitment, selecting, placement and orientation, 

etc. 

2)  Development of Personnel: Development has to 

do with the increase through training, skill that is 

necessary for proper job performance. In this process 

various techniques of training are used to develop the 

employees. Framing a sound promotion policy, 

determination of the basis of promotion and making 

performance appraisal are the elements of personnel 

development function. 
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3) Compensation to Personnel: Compensation means 

determination of adequate and equitable 

remuneration of personnel for their contribution to 

organisation objectives. To determine the 7monetary 

compensation for various jobs is one of the most 

difficult and important function of the personnel 

management. A number of decisions are taken into 

the function, viz., job-evaluation, remuneration, 

policy, inventive and premium plans, bonus policy 

and co-partnership, etc. It also assists the rganisation 

for adopting the suitable wages and salaries, policy 

and payment of wages and salaries in right time. 

4)  Maintaining Good Industrial Relation: Human 

Resource Management covers a wide field. It is 

intended to reduce strifies, promote industrial peace, 

provide fair deal to workers and establish industrial 

democracy. It the personnel manager is unable to 

make harmonious relations between management and 

labour industrial unrest will take place and millions 

of man-days will be lost. If labour management 

relations are not good the moral and physical 

condition of the employee will suffer, and it will be a 

loss to an organisation vis-a-visa nation. Hence, the 

personnel manager must create harmonious relations 

with the help of sufficient communication system and 

co-partnership. 

5)  Record Keeping: In record-keeping the personnel 

manager collects and maintains information 

concerned with the staff of the organisation. It is 

essential for every organisation because it assists the 

management in decision making such as in 

promotions. 

6)   Personnel Planning and Evaluation : Under this 

system different type of activities are evaluated such 

as evaluation of performance, personnel policy of an 

organisation and its practices, personnel audit, 

morale, survey and performance appraisal, etc. 

VI. CONCLUSION 

Global human resource management provides an organized 

framework for developing and managing people who are 

comfortable with the strategic andoperational paradoxes 

embedded in global or international organisations and who 

are capable of managing cultural diversity. 

ecause of culturaldiversities and issues of convergence and 

divergence, it is impractical 

todevelop a truly international approach to global human res

ourcemanagement. This means that organisation structures, 

management styles,organistaions cultures and change 

management programmes have to be adapted to the dominant 

culture attributes of the host nation just as a careful 

balancing act is sought between being global and local 

needs. 
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