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1.0 INTRODUCTION

Human resource planning is a very crucial as well as sensitive matter for
organisations and the corporate world. It is the back bone which is ultimately
going to support and meet the targets and values of organisations. It is essential
that, before any human resource activity is taken up by the human resource
department, suitable planning is carried out in order to ensure smooth
implementati on and successful outcome of that activity. Thusthe human resource
manager and the concerned personnel have to put in an effort in planning each
and every human resource activity taking in to consideration the organisational
goal and objectives. The present unit will basically focus on the goals and
objectives of the human resource planning. While talking about the human
resource planning, it will be unfair if the responsibilities of the corporate world
(also known as‘ corporate social responsibility’) will not be discussed. There by,
the present unit also intends to introduce the concept of corporate social
responsibility and its significance.

1.1 OBJECTIVES

With the help of this unit, you will be able to:

e Discussthe basic principles of human resource planning;

e Explain the goals and objectives of human resource planning;
e  Describe the concept of the corporate socia responsibility; and
e Highlight the significance of the corporate social responsibility.

1.2 PRINCIPLESOF HUMAN RESOURCE
PLANNING

Just to add on to the previous discussions on human resource planning in the
earlier block (refer Blockl, Unit 1 on ‘human resource planning’); it becomes
essential to recollect and revise the basic principle of human resource planning.
Based on the following principles an effective organisation can utilise the
potentials of the human resource in the best possible ways:

1.2.1 Setting Up of a Human Resource Planning Unit

Organisations, more preferably having alarger work force should set up acell or
aunit which should betotally dedicated to the rolesand responsibilities of human
resource planning. The basic objective of this unit should be to coordinate and
settle the requirements of the human resource (that is, the work force) of the
organisation. It would also be responsible for updating and standardizing the
personnel working in the organisation. The unit should also prepare a frame
work or aplanwhich can help out in upliftment of the members of the organisation
as well as the best utilisation of these members for the upliftment of the
organisation. Wherein, in smaller organisations, these responsibilities can be
tackled by a senior executive.



1.2.2 Planning a Time Span of the Planning of Managing
Human Resource

There should be comprehensive plan for the best management of human resource,
which should be prepared by the human resource planning unit or division, in
advance. Such planswill act as aframe work or guide for the necessary actions
that are required to be taken regarding the betterment and upgrade of the human
resource of the organisation for aspecific time period. This specifictime period
of the plan can range from one year to any number of years which suits the
requisition of the organisation.

1.2.3 Determination of the Scope and Details of the Plan

The plan should have al the details that might be used in the near future. It
should have information regarding the required qualifications for each
designation, recruitment policies, training strategies and the step by step process
of grievance redressal of the employees.

1.2.4 Accurate Information

It isimportant to note that the details and descriptions of the required plans and
strategies should be as clear and accurate as possible. It should have clarity on
the upcoming trends that would likely have an effect on the future recruitments,
salaries, promotions and jobs. It should aso include the correct biographic and
other required information of each and every employeein its record.

1.3 GOALSAND OBJECTIVESOF HUMAN
RESOURCE PLANNING

It should be kept in mind that human resource planning is an activity which can
not be doneinisolation. It isamorekind of pro-active attitude rather than being
areactive attitude, which meansthat, the unit of human resource planning should
beactiveintaking all precautionsin advance which would help out the empl oyees
and it should not be active after the occurrence of any repercussions. The human
resource planning unit also recognizes that there must be a link between the
planning function and other functions of the organisation, such as, the strategic
planning and market demands. It helps out in developing and maintaining the
following strategies within the organisation which can be pointed out as the
following objectives of human resource planning:

1.3.1 The Planning Aimsto Assess the Strategies of Human
Resource M anagement

The plansand actions of the human resource hel p in managing the human resource
of the organisation. It acts as a guide and helps out in assessing the work and
contribution of the present employees in the organisational output.

1.3.2 The Planning Aimsto Predict Future Requirements

The function of human resource planning hel psin determining the future needs.
Thus, with the help of the present records of persons and events, the human
resource planning tries to predict the future needs and requirements of the
organisation.
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1.3.3 It Helpsin Assessing Training Needs of the Human Asset

With the help of the records of the employees, human resource planning can
also help in assessing and identifying those persons who needsto betrained in
in order to meet the requirements of the organisation.

1.3.4 It Aimsto Determine the Cost Cutting Strategies of the
Organisation

Organisations can minimizethe cost or expenditure by deciding the strategies of
the utilisation of the human resource in the best possible way. It can plan out the
ways in which the present employees can be managed and motivated to achieve
the organisational goal. With the help of actions of planning the organisation
can also identify the ways in which minimum cost can be incurred on
compensation, training, recruitment and other related organisational activities.

1.3.5 TheHuman ResourcePlanningalso Helpsin Meetingthe
Professional Competencies

The action of human resource planning helpsin updating the present employees
and recruiting employees which can help the organisation to be at par with the
competitors. Thistherefore hel ps the employeesto excel their performance and
be perfect in their profession.

1.3.6 It Helpsin Meeting the Demands of the Customers

In this day to day changing life, where nothing is stable, there isarapid change
inthetaste preferences and demands of customers. With the help of future based
action plans, the organisation can al so predict the upcoming requirements of the
customer or client’s side. The organisation tries its best to meet the maximum
needs of the market or the customer with the help of using its trained human
resource in the best possible way.

1.3.7 It aimsto Manage Organisational Change

Organisational devel opment and organisational change aretwo sides of the same
coin. Organisation hasto bring changesfor its continuous devel opment and these
changes can not happen without proper planning. There by, thedivision of human
resource planning also aims to help the organisation in change management
with the help of its professionally skilled employees.

1.3.8 It Helpsin Managing the Diverse Work Force

Undoubtedly, organisations have a diverse and heterogeneous work force. The
employeesdiffer from each other on the basisof several criterialike—education,
experience, competencies, age, gender and so on. The human resource planning
hel psin maintaining each and every minute detail of the employeeswhich makes
it easy for the authorities and management to locate and find out the personal
details of any employee with the help of these personal records.



Self Assessment Questions
Fill in the blanks

i) Organisations can minimize the cost or expenditure by deciding the
strategies of the utilisation of the in the best
possible way.

i) Human resource planning can help out in upliftment of the
of the organisation.

ii1) The human resource planning also helpsin meeting the

competencies.

iv) Thereshould be for the best management of human
resource which should be prepared by the human resource planning
division.

1.4 FACTORSAFFECTING HUMAN RESOURCE
PLANNING

Human resource planning isthe primary activity of human resource management
and which basically identifying the number of peoplerequiredintermsof quality
and quantity. It isthe foundation upon which all related activities and functions
of organisation are dependent. Therefore, thereare severa factorswhich influence
the activity of human resource planning. Some of them can be pointed out as
follows:

141 Trend of Employment Opportunity

There are certain economic factors of the nation which can equally affect the
human resource planning of the organisations of that country. For example, if a
country has high population, then the government can pressurize the organisations
to employ as much as people as possible in order to maintain the earnings of the
citizens. In such a case, the planning should divide the tasks to a larger work
force.

1.4.2 Demographic Factors

Thefunction of human resource planning isequally affected by the demographic
factorsof the people of the society. It isdifficult and complex for the organisations
to keep a control on the age, composition and population of work force. The
total number of people who get retire every year may not be equivalent to the
number of peoplejoining the same organisation every year. Thiscreatesasituation
of challenge for the human resource planning division, as their plans are based
on the nature, kind, age and composition of the work force.

1.4.3 Organisational Change

Mergersand acquisitions of organisations haveled several organisationsto work
in a united way. When organisations of different nature and culture unite, the
human resource planning is duly affected. No doubt people of different
organisations havetheir own culture, where their own societal norms might also
betotally different. In such acaseit ischallenging for the human resource planning
to manipulate their attitude according to the needs of the organisation.
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1.4.4 DiverseWork Force

The activities of human resource planning are also affected due to the
heterogeneous nature and diverse work force of the organisations. Each
organisation has employeesdifferent in age, caste sex, educational qualification,
designation, experience and so on. In such a case it becomes difficult for the
planning division to cater the needs of the employees as well as organisation.

1.45 Turn over Rate of Organisations

The human resource planning division takes in to account the details of the
organisation before hand and then implements the changes accordingly. Since,
the commitment of employeesisquestionable and a so unpredictableto an extent,
the trend of people leaving and joining other organisations, affects the activity
of the planning division of the organisation.

1.5 SIGNIFICANCE OF HUMAN RESOURCE
PLANNING

As discussed earlier, the human resource planning division is the actual part of
human resource management where actions are planned and executed. It is the
back bone of the organi sation. Some of theimportant implications of thisdivision
can be pointed out as follows:

1.5.1 It Helpsin Determining the Recruitment and Selection
Procedure of the Organisation

No organisations can afford a surplus amount of employee, as it will be sheer
wastage of money and underutilised work force for them. Also, they can not
manage with the employees lesser than the actual required work force. It isthe
human resource planning division which investigates and then decides the number
of employees that are required for a particular job within organisation.

1.5.2 It Helpsin Retaining the Human Resource of the
Organisation

The division tries to find out the ways by which the organisation can retain its
skilled employees. It triesto find out the different needs and requirements of the
staff personnel who are equally important for the organisation and then tries to
motivate them to retain their job within the organisation.

1.5.3 It Helpsin Identifying the Future Needs

With the help of the present and past scenario of the organisation, the human
resource planning division tries to identify the upcoming trends and provisions
for development of the organisation. It also tries to predict the future changes
that are required to be done in terms of selection and retention of employees.

154 It also Helpsin Down Sizing the Employees

For increasing the efficiency of work force, the human resource planning division,
triesto sort out the under utilised and unwanted employees of the organisation.
It tries to increase the efficiency of the organisation by reducing the number of
underutilised employees.



Self Assessment Questions
State whether the statements are true or false-

i)  The human resource planning helpsin determining the ( )
recruitment and selection procedure of the organisation

i) Human resource planning is the secondary activity of ( )
human resource management

iii) The human resource planning division can helpin ( )
identifying the upcoming trends and provisions for
development of the organisation

iv) The function of human resource planning can never be ( )
affected by the demographic factors of the people of the society

v) Thetrend of people leaving and joining other organisations ( )
affects the activity of the planning division of the organisation

1.6 CONCEPT OF CORPORATE SOCIAL
RESPONSIBILITY (CSR)

Today, the scenario of organisations has changed. The organisations are not only
planning for developing the human resource within their premises, they are
equally providing ahelping hand to the devel opment of peopleand society outside
their organisations. The corporate world has turned out more to be socialistic
and is trying to improve the conditions of community. Such kind of activities
which are being done by the organisationsfor the development of society (which
can be inform of imparting education, devel oping schools, helping out NGO's,
building hospitals, investing money for betterment of women, children, old ones
aswell as disabled persons and many other related social activities) are known
as ‘Corporate Social Responsibility’.

The corporate social responsibility hasturned out to be amagic stick not only to
the society but also for the corporate itself. With help of such social work, the
organisations are gaining customers, employees, and stake holders as well as
making out more consumersfor their product, giving agood impact or impression.
In short corporate socia responsibility isone of the approaches of the organisation
towards development of society and in turn getting their own brand name as
well as following the standards of taxation policies (as with the help of such
investments, they can aso prevent themselves from paying excess tax to the
government).

1.7 DEFINITION OF CORPORATE SOCIAL
RESPONSIBILITY

Corporate socia responsibility isaboon for thewelfare and growth of the society.
Organisations perform such responsibilities astheir obligation towardsthe society
aswell asto fulfill certain self motivesor purpose. Any how, the act of corporate
social responsibility has been defined in various manners. On similar grounds,
different organisations have framed different. Some of the definitions of the
process of corporate social responsibility is asfollows:
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According to theWorld Business Council for Sustainable Devel opment Corporate
Social Responsibility can be defined as*“ a commitment by business to behave
ethically and contribute to economic development while improving the quality
of life of the workforce and their families as well as of the local community and
society at large” (Published in “Making Good Business Sense” authored by
Lord Holme and Richard Watts).

In terms of business standards, the process of corporate social responsibility is:
“Operating a business in a manner that meets or exceeds the ethical, legal,
commercial and public expectations that society has of business.

Different nations have also come up to explore the meaning of the corporate
social responsibility on basis of their work culture and economical conditions.
In the United Sates, CSR has been defined as a social service being done on
humanitarian grounds. It isan act which is done by the organisations to share of
the profits with the society to charitable causes. It is seen as tainting the act for
the company to receive any benefit from the giving.

Wherein, the perspective of the European model isdightly different. They define
the process of corporate social responsibility as a process of operating the core
business in a socially responsible way, complemented by investment in
communities for solid business case reasons.

The government of Ghana defines the process of corporate social responsibility
as“ a capacity to build sustainable livelihoods. It respects cultural differences
and finds the business opportunities in building the skills of employees, the
community and the gover nment”

The Philippines explains corporate social responsibility as a “ business given
back to the society” .

Since each nation has its own culture, they are aso different in terms of the
economical conditions, demographic conditions, social normsand environmental
conditions; each nation formulates its own business strategies on basis of their
own priorities and values which also keeps on changing according to time.
Therefore, it is difficult to come up with a single definition which can be
generalised through out the global world market.

But the ground of performing the act of corporate social responsibility remains
the samethrough out theworld. It basi cally focuses on managing business, gaining
customers, recognition and societal benefits. It can aso be said to be a process
initiated by the organi sationsto make a contribution to the achievement of broader
societal goals.

In one of the model of Mallen baker (source- www.mallenbaker.net/csr/
definition.php, accessed on 17/08/11) the process of corporate social
responsibility has been tried to explain in adiagrammatic manner. According to
Baker, corporate social responsibility “is about how companies manage the
business processes to produce an overal positive impact on society”. Social
responsibility becomes an integral part of the wealth creation process - which if
managed properly should enhance the competitiveness of businessand maximize
the value of wealth creation to society.
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Source: http://www.mallenbaker.net/csr/definition.php

Inanut shell, with the help of adiagrammati c representation, author has defined
that al theactivities of the society areinter related and they try to create apositive
effect of the businessin society. With the help of corporate social responsibility,
the organisations try to enhance their quality of management both in terms of
people and processes (the inner circle of the above diagram) and it also triesto
create agood impact on society in the various areas (the outer circle of the above
diagram).

The diagram explainsthat with the changing time the stakeholders are taking an
increasing interest in the activity of the company. The stakeholderstry to analyse
the achievements of the organisation in terms of its products and services, in
terms of itsimpact on the environment and on local communities, or in how it
treats and developsitsworkforce, whichisbasically the outer circle of the above
diagram. The stake holders have a significant role in the development of the
organisation, because they provide various helps like the investors provide
financial assistance, government body provide favourable rules and regulations
and so on. All stake holders help an organisation only after studying its present
as well as past financial performance and quality management. Due to these
reasons and also to provide a share of their profit for charity purpose, their
organisations perform the corporate social responsibility.

1.8 TYPESOF CORPORATE SOCIAL
RESPONSIBILITY

With an urge to have financial transparency as well as helping the society to
develop, the organisations through out the global market are adapting and
implementing several corporate social responsibilities. Asdiscussed earlier, these
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responsibilities vary from child care to arrangements for care of the old aged
people of the society. These different types of corporate social responsibilities
can be broadly categorized as the following:

1) Responsibility towards the human beings of the society: No doubt an
organisation hasto run within asociety. It getsits man power, customers as
well as the consumers (the ones who will actually consume the product
which may be bought by any customer) from the society. Therefore, many
companiestarget the development of the human beings of the society which
can be in form of running schools, colleges, hospitals, charitable
organisations. Targeting the people of the society not only helps them to
follow savethelr tax, it also hel psthem in getting more educated employees
aswell as recognition within the society.

2) Responsibility towards the environment: An organisation is an open
system and its dependent on the external environment for its goods and
services. The excess use of natural wealth and resources leads to several
environmental like global warming, sustainable resources and pollution.
These environmental issuesultimately have an adverse effect on the business.
Due to these reasons, organisations have aso started providing a helping
hand in making the environment pollution free. Businesses are being urged
by environmental groups and governments to reduce the pollutions that
they provideto the external environment and make the society abetter place
tolivein.

3) Responsibility towards non profit organisations: Many organisations
provide financial assistance to the charitable organisations that run with an
aim of providing social serviceto the organisations. In thisway they try to
indirectly aid the society.

4) Responsibility towards business environment: Sometimes, an industry
group can give awards to companies to promote a cause within a field of
business. Corporate social responsibility awards can be given by industry
leaders to draw attention to or raise standards in a certain area of social
responsibility. For example, an award given by a public relations news
organisation that is promoting environmentally friendly causes might
highlight the best public relations campaign promoting environmentally
friendly or green behaviour. Dairy organisations might use awardsto promote
humane practices in corporate dairy operations. These awards motivates
the activities which helps the society to grow ultimately.

With the change in time and requirements of the society, the organisations are
trying out several other modeswhich can benefit the society andisequally helping
them.

1.9 SIGNIFICANCE OF CORPORATE SOCIAL
RESPONSIBILITY

As discussed earlier, with the help of corporate social responsibility, an
organisation tries to maintain its moral and ethical standards. No doubt it is a
boon for the society; it is also significant for the corporate world. Some of the
significance of the corporate social responsibility can be pointed out asfollows:



1.9.1 Fulfillment of Responsibilities Towards Customers

The relationship between the organisation and its customer can prevail only if
thereisaproper give and take relationship between both of them. With the help
of socia activities, the organisations also try to show their obligation towards
the existing customers of the society. Thisis the reason why the organisations
with the help of CSR initiatives, not only to maintain its relationship with the
existing customers, they also try to gain newer customers.

1.9.2 Formation of Safe and Healthy Environment

With the help of CSR activities, the corporate world also helps in making the
world a better place to live in. The organisation tries to impart good education
which might help themin getting skilled and qualified empl oyeesin the upcoming
future. Also other initiatives hel ps the society to have acomfort living.

1.9.3 Provision of Vocational Training

Several organisations conduct workshops of short duration and try to impart
certain vocational/professional skills to the target groups. This not only helps
the peopleto gain some skills, it al so hel psthe organisation in getting employees
from the trained people as per their requirement.

1.9.4 Hepsin Managing Risks

If an organisation wantsto strivein thisever changing world, then it hasto meet
the required conditions of stake holders as well as government. It isanswerable
to the government regarding the investments done and profit achieved. CSRisa
way out that helps the organisation to invest their money to prevent them self
from any scandals, issues or taxation norms. It is also responsible to the stake
holders, vendors, customersand every concerned person. Asany scandal or issues
can create a bad name for the organisation (with the word of mouth of al
concerned persons), the societal activities of CSR helps in managing or
overcoming through such risks.

1.9.5 Promotes Competition in the Market

Any good activities of one organisation may easily drive away more customers
aswell asemployeestowards them self. Such a strategy may then turn out to be
harmful to other organisations, as they may loose their existing customers as
well as employees. In such a situation, in order to survive other organisations
are aso bound to start up with some or the other CSR activities. Thisultimately
leads to a healthy environment of competition which ultimately contributes to
the growth of society.

1.9.6 Brand Differentiation

CSR helps the organisation in differentiating itself from the other similar or
related companies. The unique activity adopted by an organisation leadsto more
recognition and identification. Therefore, corporate social responsibilities help
in creating a brand name for the organisation.
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Self Assessment Questions

State whether the statements are true or false-

)

i)

Corporate socia responsibility caninnoway provide vocational training
to the people of the society. ( )

With help of such social work, the organi sations are gaining customers,
employees, and stake holders as well as making out more consumers
for their product. ( )

iii) Withthehelp of corporate social responsibility, the organi sationswants

iv)

v)

to maximize their profits only. ( )

Imparting education to the members of the society isone of the examples
of corporate social responsibility. ()

The corporate world gets its man power, customers as well as the
consumers from the society. ()

1.10 LET USSUM UP

No doubt organisations are the ultimate source of development of society, but it

is the human resource which determines the ultimate existence of the

organisationsin the society. In that case, it isresponsibility of the organisations
to work out a frame which would act as a back bone for the growth as well as
optimum utilisation of the human resources within the organisation. It can also
be summarized that, corporate social responsibility isasignificant initiativewhich
ishelping out both the organisations aswell asthe society. What ever bethetype
of the responsibility that an organisation adopts and implements, it should have
a positive impact on both of them. It can be summed up that the organisation
platys an important role on both- the human resource planning and corporate
socia responsibility.

1.11 UNIT END QUESTIONS

1)
2)
3)
4)
5)
6)

Briefly explain the basic principles of human resource planning.

What are the goals and objectives of human resource planning?

Point out the significance of human resource planning.

Explain the concept and significance of the corporate social responsibility.

Explain the major types of corporate social responsibility.

What are the other types of socia responsibilities that you can suggest to
the business world?
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2.0 INTRODUCTION

As discussed in the previous unit of this block (Refer Unitl), human resource
planning is a procedure which tries to identify the current and future human
resources needs for an organisation to achieve it goals. This necessitates the
urgency of the human resources planning to act asalink between human resources
management and the overall strategic plan of an organisation. The planning
processes of most best practice organisations not only define what will be
accomplished within agiven timeframe, but al so the numbers and types of human
resourcesthat will be needed to achieve the defined business goals (e.g., number
of human resources; the required competencies; when the resources will be
needed; etc.). All these plans are based on certain strategies or ways which are
regularly monitored and evaluated for the organisations to run smoothly. This
unit will help you in understanding those business and operational strategies
which act as aroute map for the organisations to manage human resource.

21 OBJECTIVES

With the help of this unit, you will be able to:
e  Describe the concept of business strategy and operatinal strategy;
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e Discussthe necessity of alignment of business strategy and human resource
practices within an organisation;

e Explain the benefits of operational strategy in HR practices; and

e Explain how the operational and business plans are innovative measures
within an organisation.

2.2 BUSINESS STRATEGY FOR HR LEADERS

L eaders and managers in the human resource management department play the
most important role asthey are the oneswho initiate various activitiesrelated to
human resource management and devel opment. Thusthey also have animportant
role to play in business development. Suitable care needs to be taken in an
organisation to promote effective participant of leaders and managersinvolved
in human resource management in business development. They also should be
well aware about various business strategi es. Further these leaders and managers
should also be provided with suitable training and information about business
strategies.

With the change in time, there are several issues, agendas and processes related
to human resource which keeps on making challengesfor the work environment
of the organisation. In such acasg, it isthe responsibility of the human resource
(HR) department to keep acheck on such challenges with the help of strategies.
Such strategies should not only be beneficial to the employees, it should also be
fruitful for the customers, capital market and other end users. The strategic mode
of the human resource department should be proactive (prepared in advance,
even before the situation occurs) in nature rather than being reactive (planning
out strategies, after the event has already occurred). The human resource
department creates acompetitive edge by creating aplatform at which the business
strategies can be aligned with the HR practices. Such alignment is equally
profitable for the organisations. The business strategy can be associated with
the HR practices by facilitating change management or by creating cultures of
creativity and innovation, facilitating mergers and acquisitions, and also by up
grading theinternal structures of there organisation with the ongoing changes at
the market place.

Therefore, business strategies of the organisation are equally significant for the
human resource department. The organi sation hasto be active enough to manage
change with the changing environment. It has to face new challenges and in
order to face such challenges it has to plan out such business strategies which
could positively effect theinternal environment (the employees/ human resource
of the organi sation) and the external environment (the market/customers/society/
consumers or end users).

2.3 STEPSFOR THE ALIGNMENT OF BUSINESS
STRATEGY WITH HR PRACTICES

As discussed earlier, it is necessary for the organisation to align its business
strategies with the human resource practices. With an idea of the strategies or
ways of business applications adopted by the organisations the HR leaders or
the managers can easily contribute to the decision-making processes of the
organisation. But again aligning of two different jobs (that isthe business strategy



and HR practices) isunsurprisingly a challenging job. Organisations have to be
very careful while trying to do so. Leaders and managers in human resource
department play acrucial rolein the alignment of business strategies and human
resource practices. Business strategiesmainly depend on the organisational goals
at the same time human resource activities are a so based on the organisational
goal. However closeinspection of business strategy devel oped in the organisation
will provide adequate information about how each human resource activity can
be aligned with the business strategy. An alignment between the both will ensure
successful accomplishment of organisational goal.

Thereare certain stepswhich can befollowed in aligning thetwo different streams
together. They can be pointed out as follows:

i) Identification of thetarget units: It isvery necessary for the organisations
to identify, analyse and examine both the units carefully. Both the units (the
business division as well as the HR division) are the most confidential
sections of the organisations which is required to be considered foremost.

i) ldentification of the external driving forces. An external driving force
refers to the changes or the trends that are taking place in the market or
outside the organisation. The organisation has to identify those external
forces which are forcing the organisation to bring about a change.

iii) Deter mination of sour cesof competition: Oncetheexternal forcesleading
to changing trends are identified, it isalso necessary for the organisation to
analyse those sources which are actually responsible for those external
driving forces. Examples of such sources can be change in demand, target
groups, customers and several other factors. If these sources which are the
basic reasons for competitive market are identified, then it becomes easy
for the business unit to b ring about changes in their business strategies.

iv) Identification of the potentials of the organisation: After analysing the
sources of competition, it is necessary for the organisation to do a ‘gap
analysis', meaning thereby, that they need to understand and examine the
technical and cultural capabilities that they have and what are the aspects
that they requireto havein order to achieve the numbersto agreater extent
in the future than they had in the past.

v) ldentification of HR practices: Once the business strategies have been
deeply studied, the organisation now needs to identify those HR practices
whichwill significantly contribute in creating theideal human organisation
with the help of the applied business strategies.

vi) Preparation of an action plan: The next step is to work out the actions
that will help out in organisational progress. It is necessary to plan out that
how and what are the things that would be done so that that alignment of
HR practices and business strategies can work out in the best possible way.
An action plan should also propose atarget date regarding what would be
done? Who would be involved? How will the progress be assessed? Who
will be assessing the progress? When will the progress be assessed?

vii) Assessing theresults: Finally, when the action plan has been worked out
and has been implemented, it is necessary for the organisation to measure
the results. The results can be measured with the help of studying the
achievements.

Business Strategy and
Operational Strategies
(Technology and
Innovation in HRS)
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Self Assessment Questions
State whether the statements are true or false-

i) TheHRD creates a platform at which the business strategies ()
can be aligned with the HR practices.

i) Aninterna driving force refersto the changes or the trends ()
that are taking place in the market or outside the organisation.

i) Anaction plan should also propose atarget date regarding ()
what is supposed to be done

iv) Business strategy isapart of human resource management ()

v) There should be an alignment between the human resource ()
strategy and business strategy.

24 BUSINESS STRATEGY AND HR STRATEGY:
THE CURRENT SCENARIO

It is obvious that the organisation has to continuously modify the plans and
strategies according to the changes taking place in the market. Such change in
the business strategies poses severa challenges to the HR strategies. Say for
example, if the organisation has to cut off its budget due to recession in the
economy, then several people may leave the organisation in search of even better
opportunity. In such a case the HR strategies and planning would be useless.

It would beworth to add that there are situations where some principles of human
resource strategy create challengesfor the business strategy. There are situations
where members of the organisation do not readily accept the changes in the
business strategy, which may be due to lack of clarity or confusion. In such
circumstances, it is the transparency and fairnessin the policies of the business
strategies which can help out in the alignment of both the human resource as
well as business strategy. Therefore, in the current scenario, it isvery necessary
for the organisations to try its best to maintain its good will, win over the
commitment of employees and also be aware of the current changes and
happenings of the market place.

25 ROLE OF HUMAN RESOURCE
PROFESSIONALSIN BUSINESS
STRATEGIES

For asmooth alignment of business strategy with the strategies of policiesof the
human resource department, it becomes necessary for the human resource
professional to work closely with the top management and business heads. The
following can betheir contribution in hel ping out an alignment with the business
strategies.

i)  Human resource professionalsmust continually updatethemselveswith
the changing business environment: Since, HR planning istotally based
on anticipation and prediction of futuristic requirements, the human resource
professionals should be capable enough to anticipate the upcoming issues
and matters of concern. They should acquaint such issues and concernsin



i)

well advance to the top management, so that they can find out the solutions
to such upcoming problemsbefore hand. This can help out the organisation
to modify its business strategy as well as human resource policies in
accordance to the changing environment.

Human resour ce professionals should act as knowledge facilitator s at
all thelevelsof organisation: It is necessary for the organisation to study
the changes that are required to be done at itsinternal environment so that
they can face the challenges of the competitive market. In such situations,
the documentation prepared and maintained by the human resource
professionals can help out in enhancing the knowledge of the top
management. The review of performance appraisal process is one of the
vital sources of such knowledge which can help the top management in
enhancing the efficiency of the organisation.

Human resource professionalsshould take keen interest in oper ational
activities of the organisation also: The human resource department can
significantly contributeto the effective business strategies of the organisation.
If they are clear with the operational activitiesof the organisation, then they
can play a more useful role in training and development, transcending
behavioural training programmes and “leadership”. This is particularly
important in an era when domain knowledge and technical expertise are
becoming more important.

Human resour ce professionals need to be more creativein nature: The
human resource department isthe most important source of information for
the organisation. It is one of the most supportive units of the organisation,
asit not only helpsin selecting and recruiting membersfor the organisation,
it also helps in upgrading the employees with workshop and training
facilities. But it is time now, that this supportive system needs to be more
tactful and creative in maintaining theloyalty and interest of the employees
within the organisation.

Human resource professionals should be more strategic business
partner: The success of an organisation depends upon how they design
and implement a people strategy that is properly aligned with, and supports
the business strategy of the organisation. Thiscan happen only if the human
resource professional s actively participate as astrategic business partner in
implementing plans and achieving budgets. The bottom line: HR is
increasingly seen as a strategic linchpin—one that needs to work closely
with operations, finance, and other corporate departments to help drive
business strategy and success.

Self Assessment Questions
Fill in the blanks

1)

2)

3)

The human resource department is the of the
organisation.

The human resource department can significantly contribute to the
effective strategies of the organisation.

The professionals should be capable enough to
anticipate the upcoming issues and matters of concern.

Business Strategy and
Operational Strategies
(Technology and
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4) The Human resource professionals need to be more
in nature.

5) Human resource professionals should act as
facilitators at all the levels of organisation.

6) Thehuman resource department should also have acomplete knowledge
of the strategiesor the business plans of the organisation.

2.6 OPERATIONAL STRATEGIESIN MANAGING
HUMAN RESOURCE SYSTEM

Operational strategiesrefer to the implementation of the plans. It talks about the
actions that are being taken according to the planned framework. In context to
human resource system, it refersto acombination of improved operations, capital
investments, and behavioural adjustments that are needed to maintain flow of
people and goods, respond to emergencies, correct unsafe conditions, reduce
security threats, and preserve human assets within the organi sation. Organisations
are paying more stress in order to improve the mode of operations. The
organisation triesto use the most standard methods for planning, operating and
preserving human resource assets efficiently. Comprehensive, accurate, up-to-
the-minute data of the employees of the organisation are essential for the human
resource managers who anticipate problems and are proactive in resolving those
problems, making effective tradeoffs among a wide range of resources and
consequences. The HR managers have to be anticipatory, proactive, and
systematic in planning out and implementing operational strategies.

2.6.1 Operational Srategiesin HR Planning

Human resource planning is most significant at an operational level. At the
operational level, good HR planningisin part based on thinking ahead about the
organisation. Operational strategy towards human resource management involves
putting the HR management practicesin place to support management and staff
in achieving their day-to-day goals. The operational strategies includes several
functions like staffing, monitoring performance and several other HR practices
that are taking place and are supposed to take place in the upcoming year. In
short, the operational plan for the human resource department provides an answer
to the question, “whereisour organisation going and how will it go to the desired
position?’

At an operational level, organisations also need to be aware of the
interdependencies between operational decisionsand HR management practices.
Decisions made on one aspect of human resources often have an impact on
another aspect of HR management.

2.6.2 Benefits of Operational Strategiesin HR Planning

Anoperational strategy in human resource system triesto put the human resource
policies in to practice. The operational plans are developed for the following
human resources practices and activities:

i)  Operational plansare developed and executed in preparing and implementing
HR policy.



i) Operational strategies play an important role in recruiting and staffing
employees and therefore, help in getting right people at right place.

iii) Ithelpsinidentifying aswell asproviding training and devel opment needs.

iv) It helps in providing compensation and other related benefits to the
employees of the organisation.

v) Itprovidesaground for deciding and implementing employment standards
and legidation.

vi) It helpsinincreasing the morale of employees.

vii) It plays in determining the available staff and designing a job as per the
requirement of the organisation.

Thus, the operationa plans have several benefits which tries to maintain the
strategiesaof human resource planning at place. If your organisation already has
good HR management practicesin place they should be reviewed on an ongoing
basis, every twoto threeyears, to ensure that they still meet organisational needs
and comply with legislation.

2.7 OPERATIONAL STRATEGIESIN A BUSINESS
PLAN

In context to the business strategies, the operational strategies section refersto
business's operations that are taken according to the business plan. It
includes plansfor ordering, storing, selling, and producing outputs and likewise
offering services within an organisation.

2.7.1 FactorsAffectingtheOperational Strategiesof a Business
Plan

A business plan is a blue print of the activities that are supposed to happen
within aspecified time period within an organisation. Furthermore, the operationa
strategies are the ways with the help of which the plans would be achieved.
Thereby, the operational strategies have a significant role in achieving the
predefined plans. Some of the factors which can affect the operational strategies
of abusiness plan are:

i) The physical set up of the organisation: Never the less, the internal as
well as external environment of the organisation plan plays an important
role in implementation of the operational strategies. Therefore, the actions
should be decided on basis of the physical surroundings, human resource
and other available resources of the organisation.

i) Nature of the tasks: The operations plan should also include the
responsibilities for handling specific tasks. The operational strategies are
based on the nature of the task, who will handle them and how will it be
handled.

iii) Manufacturing and pricing mechanism: The operational strategies are
equally dependent on the minute details of the process of manufacturing

Business Strategy and
Operational Strategies
(Technology and
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outputs or providing services as well as the factors that would determine
the cost of the goods or services.

iv) Safety precautions: As successful implementation of the business plans
(that is, the operational strategies) would also depend upon the measures
that have been taken in order to ensure the saf ety and security of the resources
of the organisation and also to meet the business risks in the competitive
market.

iv) Natureof thebusinessprocessoutsourcing units: If the organisation has
outsourced the operational activities of the business plans, the
implementation of the business plans will also depend upon the nature of
the companies or consultancies to whom it has been outsourced.

The operational strategies of a business plan, not only helpsin explaining how
thetransaction or businesswill be done, it a so hel psan organi sation to understand
the strategiesthat would best facilitate the type of businessthat has been planned.
It is necessary for the organisations to decide upon the ways how the business
would be conducted, but is even more important for the organisation to find out
logical reasoning behind the operations plan with the help of which the business
would be conducted.

2.7.2 Benefits of Operational Strategies of a Business Plan

Almost every business plan hasits operational strategy that isfollowed in order
to achieve the planned target. These strategies not only help in understanding
other companies, vendors, partners, and distributors that an organisation has to
rely upon in order to compl ete transactions, but it has several other advantages
also. Some of them can be listed as follows:

i)  Theaction plans helps an organisations to run its business smoothly.

i) It ultimately helps in achieving the preplanned targets. Hence, helps in
maintaining as well asincreasing its customers.

iii) It helpsin speeding up the business transactions.
iv) It helpsin meeting the competitive advantage over other organisations.

v) It aso helps in best utilisation of the available resource within an
organisation.

vi) It aso helps in anticipating the future trends and cope up in emergency
situations.

Over the life of the business, the manner in which a transaction is being done
keeps on changing significantly. The organisation needs to continually change
its business plan as well as its operational strategies while addressing its
competitors, technological changes, economical changes, and marketing trends.
In addition, a company’s business may grow from a small scale into a larger
scale businesswith the need for additional space and staffers. At times, if business
plan has been written several years before, it might become redundant in this
computer and technological era. For this reason, the organisations should
anticipate include some general expectations in the operational plans of the
business to change and grow over time to meet the market challenges.



Self Assessment Questions
State whether the statements are true or false

i) A business planisablue print of the activitiesthat are ()
supposed to happen within a specified time period within an
organisation.

i) The action plans creates hindrance in running business of ()
the organisation smoothly.

iii) The operational strategies of abusiness plan helpsin ()
explaining how the transaction or business will be done.

iv) The organisation needsto continually change its business ()
plan.

v) The operational strategies depend upon the business plan of ()

the organisation.

vi) The organisations need not anticipate the changes that might ()
facein the coming days.

28 BUSINESSPLANSAND OPERATIONAL PLANS
AS A TECHNOLOGICAL AND INNOVATIVE
STEP IN HUMAN RESOURCE STRATEGY
(HRS)

The Human Resources Strategy (HRS) of the organisations starts from its
establishment phase. The human resource strategy basically focuses on putting
in placethe basic policies, proceduresand systems needed in anewly independent
organisation. Following this, the strategy keeps on changing or getting modified
as per the requirement or implementation of a new approach. As a result of
implementing these strategies, the division of HR takes a shape. It becomes a
section which hasa set of HR policies and practices that are being aligned with
the direction in the Strategic Business Plan. The Department has selected and is
now commissioning a new HR information system. The operational strategy
acts as an innovative technique for the progress of the organisation in the long
term. The waysin which operational strategy acts as an innovative step in HRS
can be pointed out as follows:

i)  With the help of operational plan an organisation can introduce the
information system as an advanced technique for managing the human
resource system, then the Human Resources Management Information
System (HRMIS) can help in assisting the human resource department to
identify HR issues and trends, as well as it will aso allow it to monitor
progress in the implementation of future strategies.

i) Theoperational plan hel psout in competency mapping with help of relevant
techniques. These competencies reveal the HR capability, and helps in
developing a supporting qualifications/trai ning/performance management
framework. Further work is required to integrate the management
development component into a single department-wide framework, linked
with wider public serviceinitiatives.

Business Strategy and
Operational Strategies
(Technology and
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i) The latest strategies adopted by the organisation helps in recruiting staff
with effective interpersonal skills, integrity and the talents to collaborate
and be innovative in an environment largely focused on consistency and

safety.

iv) Thealignment of policy and processeswith desired organisational direction
focus on getting theright peoplein theright roles, particularly management
roles support managers to increase employee and stakeholder satisfaction.

v) The organisations are able to emphasi se the manager and staff training on
skills that would support the desired culture of the organisation. The
strategies help in reinforcing changed behaviours through leadership
modelling, recognition, performance evaluation and internal
communications.

vi) The operational plan also helps in alignment of the overall culture
of the organisation. The continued alignment of the departmental culture
with the organisational cultureisessential for threereasons: Firstly, culture
influencestheway frontline peoplework. Secondly, culture determinesthe
way managers support and work with frontline staff and thirdly, cultureis
akey featurein determining how well the organisation can attract and retain
the people capability and capacity needed now and in the future.

vii) With the help of business strategies an organisation can develop a work
environment which is increasingly safe and healthy for employees,
stakeholders and customers as well.

viii) The business plan strategy also hel psin enhancing organisational capability
and capacity. It helps in identifying the strength of the managers and staff
which ultimately helps out in rapid progress of the organisation.

iX) The operational plans act as an effective support for the managers by
leveraging the use of technology (internet and intranet) for policies,
guidelines, human resources performance measurements and self learning.
Now, it is possible for the top level management to get suggestions and
clarification from business delegates on appropriate time.

X) Thebusinessstrategiesand operational plans have helped in evolving more
user-friendly formats for HR policies and processes.

Self Assessment Questions
Fill in the blanks-

i) The business plan strategy also helps in
organisational capability.

i) The operational plan also helps in alignment of the overall
of the organisation.

iii) The alignment of policy and processes with desired organisational
direction focus on getting the right intheright roles.




iv) Business plans and operational plans are a and an
innovative step in human resource strategy.

v) Withthehelp of an organisation can introduce
the information system as an advanced technique for managing the
human resource system.

vi) The operational plans act as an effective support for the managers by
leveraging the use of

29 LET USSUM UP

It is clear from the above discussion and facts that, the business strategy and
operational strategy are one of the basic premises of the continuousimprovement
of the organisation. The strategies hel p the organi sation to ensure that the systems
remain effective, managed and controlled. The use of strategies for business
plan aswell asoperationa plansarethe beneficia aspectsin managing the human
resource.

However, it is necessary for the organisation to not to surpass the policies and
philosophies of the organisation in the verge of innovation. It isan unavoidable
fact that the organi sations have to achieve a bal ance between consistency (rules)
and innovation by providing aclear understanding of key principlesand limiting
the development of rulesto situationswherethey arerequired for safety, security,
therapeutic integrity and consistency. A smooth and successful running of the
organisation depends upon the healthy work environment, motivated and
committed employees as well as advanced business strategies. Business can
prosper effectively only when it is handled with care and updated regularly
according to the changesin external environment and global market.

2.10 UNIT END QUESTIONS

1) Explain the steps of allignment of business strategy and human resource
practices within an organisation.

2) Explain the benefits of operational strategy in HR practices.

3) Explain how the operational and business plans are innovative measures
within an organisation.

4) Discusstherole of human resource professionalsin business strategies.

5) Asabusiness manger, what are the different strategiesthat you would try to
implement with the help of human resource practices?

6) What are the benefits of the operational strategies of a business plan?
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3.0 INTRODUCTION

In the previous units we mainly discussed about human resource planning,
corporate social responsibility, business strategy and operational strategies. All
the abovetopicsare important aspects of human resource management that hel ps
in the development of not only the human resource but leads to achievement of
organisational objectives.

In the present unit we will focus on another relevant topic in human resource
management that is retention of qualified and technical personnel. We will also
further highlight the concept of competency mapping and discuss about yet
another function under human resource management, that is, performance
appraisal.

Understanding of the abovetopicswill help youto further better your knowledge
about various functions covered under human recourse management and also
help you comprehend one of the issues dealt by human resource managersin
organisationswith regarding to the turnover of qualified and technical personnel.

3.1 OBJECTIVES

After reading this unit, you will be able to:
e Discuss about retention of qualified and technical personnel;

e  Explain the concept of competency mapping; and
e Describe the performance appraisal, its benefits, pitfalls and methods.



3.2 RETENTION OF QUALIFIED AND
TECHNICAL PERSONNEL

Intoday’ sworld with globalization and rapid industrialisation retaining qualified
and technical personsistruly achallenge. The concept of long term employment
isquickly fading with employeesjumping jobs. | nstances where employeeswould
serve an organisation for years together still exist but are growing rare. In this
kind of situation measures are to be taken by the industry and especialy the
human resource manager in order to avoid this kind of turn over amongst the
gualified and technical persons.

There may be various reasons for turnover amongst the employees and
accordingly varied measures can be undertaken to retain employees. Though
turn over as such can be one of the major problemsfaced by the human resource
managers, in this unit we will mainly focus on how the qualified and technical
employees may be retained.

A lot of time energy and financeisinvolved when asingle employeeisemployed.
Right from the recruitment stage when an advertisement is placed in anewspaper
or acampusinterview isconducted, to organising interviews, group discussions
etc. to appointing employeesin suitable job position to training them and so on
alot of effort on the part of the human resource department and personnel is
invested besidesthe financial investment. In such asituation when an employee
after being appointed and trained |eaves the job then it may be considered as a
great loss to the organisation. In order to avoid thisit is necessary that suitable
measures are employed in order to retain such employee. These suitable measures
or strategies developed can be discussed under the broad topic of retention
management.

There are various reasons why a qualified employee with high technical skills
may choose to leave a particular organisation. These reasons are discussed as
follows:

1) Better job opportunity: The employees may chooseto leave because they
are getting a better offer in some other organisation that is providing them
with better career development, higher pay package and facilities and a
positive job environment.

2) Lack of motivation: An employee may also |eave because he/she does not
feel motivated enough in the present organisation. The job might be
monotonous and there might not be any challenging task for the employee.

3) Ineffective leadership: Ineffective leadership is another reason why
employee may leave their jobs. The immediate supervisor may not possess
effective leadership skills. As aresult he/ she may not be able to motivate
the employee or may not be able to set clear and challenging goals for the
employee.

4) Lack of career development opportunities: Employees may also leave
because they do not see any further career devel opment opportunitiesin the
organisation. Thismay also result from flat hierarchies where promotional
opportunities are less.
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5) Negative organisational culture: A negative organisationa climate that
does not promote interpersonal relationship, a learning environment,
concrete criticism and team work.

6) Low morale: An overall low morale amongst the employees and lack of
organisational citizenship may also lead to turn over amongst the employees.

7) High absenteeism and accident rates in the organisation: An overall
high absenteeism and high accident rates may also lead to low morale and
a feeling of insecurity amongst the employees that may lead to a high
turnover.

These are some of the reasons why employee may not choose to remain in a
particular organisation. Further unfair or inadequate performance appraisal may
also result in employee turnover. Further we are going to discuss about
significance of retaining qualified and technical employees.

3.2.1 Significance of Retaining Qualified and Technical
Employees

There are numerous reasons why organisations focus retai ning such employees.
When a qualified and technical employee leaves an organisation, itisa lossas
the organisation has invested in the recruitment, selection and training of such
anemployee. Also the organisationiswell versed with the skills, talents, attitudes,
values and performance of such an employee and is sure about the capacity of
the employee to achieve the individual and organisational goals. An existing
employee iswell adjusted to the organisational culture and climate. And thusis
able to function at his/her best. Recruiting new employees elevates the costs
involved in the whole process and also the newly recruited employee will take
some time to adjust to the new organisation and to be fully productive. The
expectation, aspirations and weaknesses of an existing employee are known to
the superiors of that employee that help them to interact with him/ her in a better
manner.

Many organisations even approach their ex-employees and encourage them to
rgoin the organisation mainly because adjustment to organisational culture,
policies, climate and structure is easier for these employees and further they
come with an added experience of working with other organisations. Thusthere
isthisoverall trend amongst the organi sationsto promote long term rel ationship
with their employees. It may not always be possible because as we discussed
earlier recent trends show that many employees engagein short term relationship
with organisations dueto varied reasons discussed above. Thusvarious strategies
need to be planned and implemented by organisations in order to retain their
employees. These strategies will also be discussed in this unit.

3.2.2 Srategiesfor Retention of Employees

1) Recruitment, selection and placement: These three extremely important
functions are under human resource management. These serve as an entry
point for aprospective employee. In caseif these processesare not adequately
planned and carried out then it might result in turn over amongst employees.
Effectiverecruitment isrequired in order to generate right and large pool of
prospective employees or applicants, who will prove to be effective



2)

3)

4)

5)

6)

employees. In case the recruitment is not effective then a large pool of
qualified and technical employees will not be generated. Thiswill in turn
interfere with the selection process as the organisation will have to choose
fromapool of ineffective applicantsor they will haveto redo the recruitment
process. Also the methods of selection should also be adequately selected
in order to select the best suitable employees. Further ineffective placement
of employeesthat isif the employees are not matched astheir qualification
to their job in the organisation, the employees are going to be dissatisfied
and would choose to opt for ajob that he/ she find more satisfied in.

Motivation: Motivation can be described as adrive to achieve aparticular
goal and the organisations haveto ensurethat their employees are adequately
motivated. Motivation can beintrinsic and extrinsic. Intrinsic motivation is
the one where the employee is inwardly motivated or feels that he/ she
needs to perform at his/ her best and achieve the goals assigned to them.
Extrinsic motivation occurs when there are external stimuli that motivate
the employeeslike rewards or promotion. The human resource department
should strive to increase motivation amongst their employees by creating
positive stimulus and also by providing suitable training programmes,
workshops and interventions. Thisin turn will retain the employees asthey
feel motivate to remain in the job and perform effectively. Also creating
challenging objectives and thatwhich match the potentialities of the
employees will also motivate them.

Training and career planning and development programmes: The
employees today seek development and training opportunities to enhance
their skills. Regular training programmes to enhance both technical skill as
well as behavior skillswill not only make an employee effective performer
but also convince him/ her that the organi sation isbothered and taking interest
intheindividual development of the employee. Developmentisalong term
concept compared to training that can span for years. A suitable career
planning and development programme will be ableto assure the employee
that he/ she has a bright future in the organisation.

Focus on succession planning: This aspect isin away related to earlier
point where we spoke about training and career planning and devel opment.
Succession planning in any organisation is an important aspect especially
at higher level positions. Under succession planning younger employees
are trained and prepared to take over the outgoing employees. This again
motivates the employees at the same time ensures their progression in the
organisation.

Handle employee grievances: Employees might experience certain
grievances with regard to their supervisors, colleagues or subordinates or
with regard to the facilities provided to them or varied aspect of the
organisation. There should be an avenuefor expression of these grievances.
Open communication should be promoted in the organisation so that the
employee is able to discuss about his/ her problem freely rather than just
choose to quit.

Measures to reduce stress and dissatisfaction: Various activities and
programmes should be organised in order to help employees deal with their
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7)

8)

9)

10)

11)

12)

stress. Also the job should be made interesting and challenging enough for
the employee to be satisfied in doing it.

Generate Family involvement programmes. Any employees is to be
viewed froma dua dimension, that is, from his work point of view and
from him family point of view. Various programmes should be organised
that involvesthefamily of the environment. Gettogethers, picnicsand other
events can beregularly organised. Besides certain welfare activitiesfor the
spouses and the children of the employees can al so be organised.

M odify or ganisational culture: Asdiscussed earlier organisational culture
IS one important reason why an employee may leave the job. He/ she may
not find it comfortable and may not be able to adjust to it. On one hand the
employee should be helped to adjust to the new environment and culture
and on the other hand the organisational culture must be constantly assessed
inorder toidentify any problemsand issuesthat arise within the organi sation.
In case any problemsare found with regard to the culture, suitable measures
should be taken to modify or changeit.

Reward System: Thereward system should be improved in order to make
it more lucrative in order to increase the motivation of the employees.
Rewards can be monitory or non monitory like. Rewards can be given for
performance and contribution of the employee to achievement of the goals.

Improving employee morale: Employee morale can be improved by
creating aconducive and comfortable environment in the organisation that
encourages apositive feeling amongst the employees. Increased morale will
lead to development of organisational citizenship amongst the employees
that helps employee identify better with the organisation. Thisin turn will
discourage the employee to leave the job as he/ she feels satisfied in the
present job.

Providing effective leadership in the organisation: Leaders in the
organisation should be provided with suitable training with regard to
communication, leadership and interpersonal skills. They should betrained
to invoke trust of their employees and motivate them. A good leader will
help employee devel op and contribute his/ her best to the organisation. This
will also develop a positive feeling amongst the employees.

Employee Counselling: Counselling should be made available in
organisations in order to help employees dea with their problems both
personal and work related. This will help the employees cope with their
problems and they will also feel that the organisation vales them.

Self Assessment Questions
1) Explaintherelevance of retaining qualified and technical employees.




2) Discussany two strategies for retaining employees.

3.3 COMPETENCY MAPPING

Competency mapping may be described asaprocess of identifying the strengths
of an individual employee in order to understand his/ her potentialities.
Competency mapping iscarried out by organisationsto understand the strengths
of each employeein the organisation so that individual goals can be accordingly
assigned so as to make effective use of the competencies of the employees.
Competency mapping not only hel p organisationstake stock of the nature of the
employeesin the organisation but al so hel psthe individual employees understand
their own strengths and potentialities.

Under competency mapping an organisation may focus on various aspects of an
employee from technical skills to behavioural skills like communication, team
work, leadership, interpersonal leadership etc. to adjustment and potentiality of
the employee to work under stressful situation. The organisation may also ook
for creativity and innovations as strengths of an employee. Thiswill also depend
on the nature of job and position of the employee. The competency mapping
may be carried out for various reasons from performance appraisal, succession
planning to develop suitable strategies in order to make optimum use of the
strengths of each employee. Competency mapping can be used at the time of
recruitment, succession planning, to identify developmental and training needs
of the employees and promotions.

Some of the most common stepsinvolved in the process of competency mapping
areasfollows:

1) The employeesin the organisation may be asked to fill up a questionnaire
in order get an idea about their present work activity and abilitiesand skills
required to perform that work activity in much better manner. In short job
analysisis conducted in order get an idea about the present activity of the
employee.

2) Oncethequestionnairesarefilled by all the employeesthen on the basis of
job description acompetency is created and put forth in front of the human
resource department for agreement and additions.

3) Inthefina step mapping of an employee's abilities to the benchmarks is
carried out and further strategies are accordingly decided.

Critical Incident Analysis and Repertory Grid are two techniques that can be
used in competency mapping. Under Critical Incident Analysis, as the name
suggests the employees are to report about certain incidents that bring forth the

Retention of Qualified and
Technical Personnel
(Competency Mapping and
PerformanceAppraisal)

37



Importance of HR Planning

38

exemplary behaviour of theemployee. The basic assumptionisthat the employee
will display best or worst of his/ her behaviour during the crisis. For example,
the behaviour of an employee during an accident or during a conflict between
his subordinates. Thiswill give an idea whether the person was able to perform
under pressure, about the decisions he/she took and about problem solving skills
employed by him/ her.

Under repertory grid, the important attributes of an employee are identified.
Thenfor each attribute abipolar scaleis created with differentiable characteristics
and their opposites.

Thus competency mapping can be of great help in understanding the employee
and ensuring their individual development at the sametime overall development
of the organisation.

Self Assessment Questions
1) Explainthe concept of competency mapping.

3.4 PERFORMANCE APPRAISAL

Performance appraisal refers to various procedures and methods that may be
used in order to evaluate the performance of an employee in an organisation.
Performance appraisal may be informal or formal. An informal performance
appraisal isonethat iscarried out on regular basis by the immediate supervisor.
This can be very effective as the immediate supervisor can keep track of the
performance of the employee on the regular basis and can report any
shortcomings. Also such an appraisal iscost effective and the feedback isinstantly
received by the employee with regard to his performance. On the other hand
formal performance appraisal is carried out the organisation once in six months
or in ayear depending on the policy, size and nature of the organisation. An
elaborate procedure may be involved in thisaong with participant of a number
of employees. A considerable financial investment isalso required. Thiskind of
appraisal may be conducted by the human resource department in the organisation
or by an external consultant or an assessment centre.



3.4.1 TheProcess of Performance Appraisal

1)

2)

3)

4)

5)

6)

Selection of performance factors and setting of the standards to be
achieved: In order for an employee to perform he/ she should first have
clear ideaabout the goals and objectives that he/ she haveto achieve. Thus
the employees should not only be aware about the goals he/ she have to
achieved but should also be informed about the necessary performance
factors and standards to be achieved by them.

Setting the period for performance appraisal: The period during which
thewhole process of performance appraisal shall take place hasto benotified.
Thiswill not only help the appraiser plan ahead of time. But the employees
will be prepared for the process of appraisal.

Selecting the method for performance appraisal setting the stage for
per formanceappraisal tobecarried out: wewill discussvarious methods
of performance appraisal later in this unit. One or more of these methods
have to be selected based on the size and nature of the organisational and
also the financial budget available for carrying out the appraisal.

Measuring the performance of the employees. With all the above
preparationin place, the actual performance of the employeeisthen assessed
and recorded. Suitable instructions and training is also provided to the
appraisers

Communication of the results of performance appraisal or giving
feedback: Theresults obtained are then communicated to the employeesin
a systematic manner.

Application of theresultsof performanceappraisal: Theresultsarealso
further utilised to devel op suitable intervention strategies.

3.4.2 Benefits of Performance Appraisal

1)

2)

3)

4)

5)

6)

The employee becomes better aware about his/her own self, about his/ her
performance, strengths and weaknesses. Necessary steps or measure can
then be taken by him/ her in order to enhance the strengths and deal with
weaknesses.

The employee also develops a better understanding of his/ her role in the
organisation and the expectations from him/ her. Thus he/ she can plan
about the ways these expectations may be met.

Performance appraisal can lead to high motivation, better job satisfaction
and self concept.

It also provides the employees and their immediate supervisors an
opportunity to discuss the work related problems and ways to overcome
them.

It also provides a platform for the employees to express and discuss their
aspiration and career goals.

The organisations benefit from performance appraisal as they can identify
the strengths and weaknesses of their employees. And on the basis of

Retention of Qualified and
Technical Personnel
(Competency Mapping and
PerformanceAppraisal)

39



Importance of HR Planning

40

7)

8)

performance appraisal results decision may be taken with regard to
promotions, demotions and transfers in the organisation.

Suitable training and career devel opment programmes can be organised by
the human resource department based on the results of the performance
appraisal.

With suitable feedback conveyed to the employees, theresult of performance
appraisal can be improved performance in the organisation.

3.4.3 Constraints Experienced During Performance Appraisal

We discussed about the benefits of performance appraisal and realise how it is
an important aspect of any organisation. One of the most important functions of
training and development may be based on the results of the performance
appraisal. However care has to be taken with regard to implementation of
performance appraisal as certain constraints may be faced while doing so. The
constraints face may be discussed as follows:

1)

2)

3)

4)

5)

6)

7)

Negative organisational culture that does not value performance appraisal
and does not suitable promote giving and receiving of feedback. A negative
attitude towards performance appraisals may be as a result of unfair
performance appraisal in the past or due to lack of seriousness about the
process on the part of the management.

Lack of willingness on the part of the employees may also lead to failure of
the performance appraisal process. An employee may worry about negative
feedback and criticismsthat he/ she may receive asaresult of performance
appraisal and hence will resist the whole process or will not commit to it
thoroughly.

Apprehensions about the use of performance appraisal outcomes. Many
employees may resist performance appraisal becausethey areworried about
the outcome. They may feel that on the basis of the appraisal they may be
demoted or may loose the job.

Lack of proper procedure in implementation of performance appraisal will
asointerferewith whole process. Adequate planning isrequired at the same
time fair means are to be adopted while the appraisal is conducted.

Role and goal ambiguity are other aspects that may lead to failure of
performance appraisal. In order for an employee to perform, he/she should
have clear idea about the role they have to play and about the goals they
have to achieve. Only then can the performance appraisal will effectively
measure the performance of theemployee.

Lack of linkage between performance appraisal and the reward system can
also lead to failure of performance appraisal. It isimportant that thereisa
link between the performance appraisal and reward system. As per theleval

of performance of the employee he/ she should be adequately rewarded. In
absence of such alink, performance appraisal is meaning less and will fail

to motivate employees to achieve their set goals.

Low motivation to perform at the same to participate in the performance
appraisal process is another reason that contributes to an unsuccessful
performance appraisal.



3.4.4 Methods of Performance Appraisals

Varied methods of performance appraisal can be utilised in an organisational
setup depending on the nature, financial status and size of the organisation.
Mamoria, Gankar and Pareek (2004) varioustraditional and modern methods of
performance appraisal. These can be discussed as follows:

A) Traditional Methods

1)

2)

3)

4)

5)

6)

Sraight ranking method: Thisis one of the oldest and simplest methods
of performance appraisal. Under thismethod, all the employeesare compared
with each other and ranked. The performance of an employee is not
considered, but the employee is perceived as a whole and is compared to
other employees. Numerical ranks are assigned to each employee.

Paired comparison technique: Under this technique each employee is
compared to another employeein pairs on each trait. Rank isthen assigned
to each employee. Though the judgement in this caseis easier than that in
the previous method, it is atedious job when alarge number of employees
areinvolved.

Man to Man comparison method: Under this method, ascale of amanis
created for various factors like leadership, communication, honesty,
hardworking etc. and then each employeeis compared with thisscale. Thus
the employees are not compared to each other but are compared to a key
man with regard to one factor at atime. However designing of such ascale
isachallenging job.

Grading: Inthismethod, certain categoriesarefirst established and defined,
like dependability, hardworking, cooperativeness etc. and then employees
are graded on the basis of these categories as per his/ her performance.
Grades in terms of A- Excellent, B- Good, C- Average, D- Poor, E- Very
poor may be provided to the employees.

Forced choice description method: In this method certain phrasesin sets
areused and then the immediate superior has to choose one of the phrases
that closely describes the employee. For example:

Under pressure:
a) Thepersonisableto manage pressure and function at his/ her best

b)  Seekshelp and support of others
c) Performancereducesdrastically
d) Experiences stress and tries to avoid work

The supervisor is then to select from the above phrases that optimally
describes the employee. However alot of personal bias can interfere with
thismethod. Also trained technicians are required to devel op the statements
for each occupational group.

Check lists: Under this method, a series of questions or statements are
created and the appraiser hasto answer either yes or no.
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7) Freeform essay method: This can be termed as an open ended appraisal
as the immediate supervisor is free to write about the subordinate in an
essay form or in adescriptive manner. Thisismore of aqualitative approach
than quantitative. However a lot of subjectivity may be involved in this
method and there is no single criteriafor evaluation.

Theabove were someof thetraditional methods. There are various disadvantages
of using thetraditional methods. Firstly, the manager or theimmediate supervisor
needsto be provided with adequate training asto appraisethe employees. Rater’s
bias may aso interfere with the overall process of the appraisal. The appraiser’s
personality may aso interfere as some appraisersare lenient and some areoverly
strict in their appraisal. Also most of the traditional methods require a lot of
preparation in terms of creating scales and statements that might be time
consuming. Further they may not actually give acompleteideaabout the overall
performance of the employee asthey focus more on thetask of the personality of
the employee.

Wewill now discuss certain modern methods of performance appraisal that better
suited for most of the organisations and can be aptly implemented.

B) Modern Methods

1) Assessment centers: Assessment centres utilise multiple methods of
appraisal and multiple appraisers. It may involve an interview, a written
test, agroup discussion or situational exercises. The appraisers may be the
higher level managers in the organisation. They evaluate each employee
and then asummary report is submitted. Assessment centers may be a part
of the organisation or may be an external agency that ishired for the purpose.
Besides performance appraisal the assessment centers can be used to conduct
recruitment and selection, devel op training programmmes and plan human
resource activities. Assessment centersare effective asthey provide complete
ideaabout aparticular employeeas multiple appraisers and multiple methods
are used. However it is time consuming especialy when managers and
superiorsfrom the organisation are involved, their work in the organisation
may suffer. Also they will need sometraining with regard to how the appraisal
isto be carried out. In case an external agency isappointed, it might become
a very costly affair. In order to successfully use assessment centers for
performance appraisal, it is necessary to mainly focus on the goals that are
clearly communicated to each employee, ensure commitment of not only
top management but employees at al level.

2) 360 Degree Performance Appraisal: In this method the appraisal of a
single person is created by his/ her superiors, subordinates and peers and
employee himself/ herself hence the name 360 degree. The data is then
collected from all the parties and suitable feedback is provided to the
employee. Self assessment also helps employee understand his/ her own
strengths and weaknesses in a better manner. However persona bias and
rivalry needsto be avoided during such an appraisal. The employeeshowever
may not easily accept implementation of such amethod in the organisation
asthey might be worried about the negative feedback especially from their
subordinates and peers. Suitable communication, clarification and training
with regard to the process of this method may help its smooth and effective
implementation.



3)

4)

Management by Obj ectives: The method wasintroduced by Peter Drucker
and is one of the most effective methods of performance appraisal. In this
method based on the organisational goal, goals are created for each
department in the organi sation and based on the departmental goalsand the
potentiality of individual employee in the department; individual goalsare
created for each employee after adiscussion between the employee and the
superior. These employees are then supervised for their progress towards
the goal and suitable help and support is provided in case any problem or
obstacle is faced by the employee so as to help him/ her achieve the goal
assigned to him/ her. Suitable feedback is aso provided to the employee
from time to time. A lot of interaction and discussion is promoted by this
method between the employee and the superior that enhances the overall
functioning of the department and in turn of the organisation. The superior
playsrole of acoach, mentor and counselor. The main focus of this method
is goal setting besides participant and feedback. The method is termed
effective because it motivates the employees to perform better, conflicts
are reduced and participation increases, role and goa ambiguity is also
reduced considerably. A lot of planning isencouraged. Problemsare solved
faster and in time that enhances achievement of goals. The performance
deficiencies of the employee are identified and measures can be taken to
rectify them during the process of goal achievement.

However, the method is time consuming and requires a great deal of
involvement and positive attitude on the part of the employees and the
superiors. However in long term the effects of this method are positive and
long lasting that influencesthat overall organisational culture and enhances
it for smooth functioning of the organisation.

Behaviourally Anchored Rating Scales (BARS): This again one of the
most effective methods of performance appraisal that involves five stages.

a) Firstly it is important to generate critical incidents. The employees
working on a particular job are asked to describe specific critical
incidents that can take place on the job and that call for effective
performance on the part of the employee.

b) Theseincidencesarethen categorized into smaller setsof performance
dimensions. Each category is then defined.

¢) Then agroup of employees are given certain critical incidents and
asked to locate them as per the categories.

d) Thegroupisthen askedto ratethe behaviour described in theincident
asto how effectively or ineffectively it represents performance on the
performance dimension.

e) The subsets of incidents are then used as behavior anchors.

Though the method is time consuming and expensive it ismore accurate asit is
done by experts. Clear standards are utilised and suitable feedback is provided
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Self Assessment Questions
1) Define performance appraisal.

35 LET USSUM UP

In this unit we discussed three important aspects namely, (i) retaining qualified
and technical employees, (ii) competence mapping and (iii) performance
appraisal. These are three important functions that enhance the overall
development of human resource and lead to effective achievement of
organisational objectives. However, we haveto remember that suitable planning
is required to be carried out before implementation of these strategies and
processes. In retaining qualified and technical employees, the reason for turn
over in the organisation needsto be identified first and then suitableintervention
may be applied. With regard to competency mapping and performance appraisal,
it is important to assess the present attitude of employees towards these two
processes and then plan accordingly about the method and application.

Thus the human resource managers should not only plan extensively before
carrying out these activities but also have afore sight about possible problems,
like resistance from the employees etc. so that he/ she is in better position to
successfully implement these activities.

3.6 UNIT END QUESTIONS

1) Write anote on retention of qualified and technical personnel.

2) Define competence mapping and describe the stepsinvolved inits process.
3) Define performance appraisal and discuss its benefits.

4) Discussany five traditional methods of performance appraisal.

5) Describe any two modern methods of performance appraisal.
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4.0 INTRODUCTION

Thepreviousunitsof thisblock have highlighted on the various aspects of human
resource planning. It isvery much clear from the earlier discussions that human
resource planning is that back bone which has a significant contribution in the
production, progress aswell asthe achievements of the organisation. The present
unit tries to maintain the same decorum and highlights on the strategies of
planning investment which would ultimately lead to the devel opment of human
resource of the organisation.

41 OBJECTIVES

With the help of this unit, you will be able to:

e  Discuss the concept of human resource development;
e Explain the strategies of human resource devel opment; and
e  Describe the concept of corporate counseling;

e Highlight various concerns and issues of the human resource development
process.



4.2 HUMAN RESOURCE DEVELOPMENT (HRD)

Human resource planning is an important part of human resource management
which ultimately helps in human resource development. The field of human
resource management is concerned with the human related activities within the
organi sation which can help in the smooth functioning of the organisation, where
as human resource development mainly focuses on promoting learning and
development amongst the employees. The main focus here is the overall
development and enhancement of the human resource in the organisation.
Innovative techniques are developed to improve the work culture, so that the
employees are motivated to give in their best to the organisation. Organisations
are striving hard to readily accept the changes in this modern world and adopt
thelatest human resources practices. Those who refuseto change areleft behind.
So it is imperative to implement the latest human resource practices in the
organisation.

Before getting into further details, you must first be clear with certain concepts:

4.2.1 Human Resource

No doubt we are very clear with this concept. But ever since, we would be
discussing aspects related to human resource, it becomes necessary to redefine
the concept. Human resources are those people that work for an organisation.
They are the people who have been selected according to the needs of the
organisation. They are those movable assets whose devotion and loyalty would
lead to the ultimate survival of the organisation. That iswhy organisationswork
hard for the optimum utilisation of thisreourcein the best planned way. Itisalso
worth to mention that there are three important aspects of the human resources
to work efficiently in the organisation. First, it is necessary that the work force
isphysically fit and isbeing considered in terms of the number of hoursthat they
devote as well as their health conditions. The second aspect refers to the
knowledge, dexterity, skillsand potentials of the human resource. These qualities
should match with the requirements of the job. Thirdly, the attitude, behaviour,
outlook and mindset of the human resource should be as such they readily accept
the trends of organisational changes. Organisation can be successful only if it
takes care of all these aspects of its human resource.

4.2.2 Human Resource Management

The section or department of Human Resource Management is concerned with
how these peopl e are managed within the organi sational environment. However,
the term Human Resource Management (HRM) has come to mean more than
this because people are different from the other resources that work for an
organisation. People have thoughts and feglings, aspirationsand needs. Therefore,
the human resource management refersto an approach which not only considers
the needs of the people or member of the organisation; it is equally concerned
with the needs of the organisation. It tries to synergize the demands of the
organisation with the supply of appropriate human resource to the organisation.
No two individuals are same natured. They havetheir own needsand aspirations.
It isthe responsibility of the section of human resource management to find out
about the needs and aspirations of individual employees, for example through
the appraisal process and then creating the opportunities according to the needs
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of the organisation (e.g. through job enlargement) as well as skills of the
employees and a so provide them a platform where the employees can improve
their performance aswell as skills. Therefore, the human resource management
department tries to relate each and every aspect of the way in which the
organisation interactswithits people, e.g. by providing training and devel opment
opportunities, appraisal to find out about individual needs, training and
development needs analysis, etc.

4.2.3 Concept of Human Resource Development

The department of human resource devel opment of the organisation isconcerned
with the progress of the existing human resource of the organisation. The
organisation continuously needs to upgrade its employees with the help of
training, counseling, appraising and several other activitiesin order to be at par
in this competitive world market. The human resource development thereby,
refers asamethod or way out to increase the over all knowledge, values, skills,
attitudes and the commitment of employees and also the process of acquiring
skills required or expected to do the job.

The human resource development, also known as personnel development aims
at the all-around development of the members of the organisation. It isa part of
human resource management and is basically concerned with extracting the
hidden qualities and skills of the employees and to prepare them to carry out
newer jobs. An organisation pays special emphasis on the methods of human
resource development as it is the human resource which will ultimate be
responsible for the growth and prosperity of the organisation. The organisations
arewell acquainted with the fact that mereincreasing the morale and motivation
of the employeeswill not be sufficient; it is necessary to continuously train and
enhance the efficiency as well as potentials of the employees.

Self Assessment Questions
Fill in the blanks
i) Human resource planning ultimately hel psin devel opment of

i)  The human resource development, aso known as
development.

i) Human resource management refersto

43 STRATEGIESOF HUMAN RESOURCE
DEVELOPMENT

Human resource strategies are a plan or frame work which describes how the
human resources of the organisation will be utilised with an equal effort on their
training and career development in order to meet both the individual aswell as
organisational objectives.

Asdiscussed earlier a so that the human resource devel opment isan organisation’s
framework or blue print which acts as a guideline in improving and developing



of the human capital. Thisframework includesany training, career development,
evaluation feedback, or tuition assistance that facilitates the continual
improvement of employees. The methods of human resource development can
vary from the formal method of training of the employees through formal
classroom lecture method or asinformal asthe method of counseling and coaching
between supervisor and subordinate.

The strategies of human resource development help the employees to acquire
knowledge, develop competencies and skills and also to adapt to the changes
taking place at their work environment. These methods al so provide feedback to
the organisation about the current status of the competencies and knowledge of
its employees. There are certain methods which equally emphasise on the
organisation. These strategieswhich are being used by the organi sation to develop
their human resource can be pointed out as follows:

i) Training strategy: This is one of the plans with the help of which the
employees of the organisation are educated and trained about the changes
taking place within aswell as outside the organisation. There are basically
two types of training that are given to the employees of the organisation —
on the job training (a type of training in which the employees are trained
within organisational environment e.g.— apprenticeship) and off the job
training ( atype of training program which is not imparted within the real
organisational environment, e.g.— training through lecture method).

i) Cost reduction strategy: Organisations may pool or collect small amount
of savings or contribution from the employees of the organisation. This
helps in protecting the wages of the employees as and when required as
well as helps in maintaining the competitive strategy of the organisation.

iii) Entrepreneurship strategy: Itisastrategy whichtriesto extract the hidden
potentialsamongst employees. The organisation provides an opportunity to
its members to generate creative ideas and bring them in to reality with the
help of existing resource within the organisation. This helps in fostering
creativity and innovativeness in the products and services of the
organisations.

iv) Culture developing strategy: Organisations try hard to increase the
commitment and loyalty of its employees and check out that their norms
and values are equally shared by the members of the organisation. Their
culture can help in creating abrand name and this al so leads to devel opment
of interpersonal relationship amongst the members and create a healthy
working environment for them.

v) Performance Appraisal System: As discussed in the previous unit,
performance appraisal system is one of the significant ways of assessing
the efficiency of the employees of the organisation. On basis of the report
of the performance appraisal, persons’ qualities, potentials as well as
deficiencies can be studied. Later on, organisation can try out ways of
overcoming those deficiencies of itshuman resource with the help of proper
training and other facilities.

vi) Career Planning: The process of integrating the needs and aspirations of
the employees is known as career planning. In order to maintain a long-
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term efficiency of the organisation and devel op its self renewing capability,
the organisation plansinterventional programswith the help of organisational
consultants. Such interventions help the organisation to come up with
innovative solution of existing problems of itself as well as its human
resource. Therefore, the organisations plan career and impart training to its
members with the help of the organisational consultants for a better work
environment and enhanced competencies.

44 DESIGNING A HRD STRATEGY

Need Survey

A\ 4
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Fig.4.1: Flow chart representation of the process of developing HRD Srategy

It isclear from the above discussion that for a smooth running of the processing
of human resource development depends upon severa criteria. Human beings
are no machineswho can be used asand when required. They arealive, emotional
and require continuous motivation, inspiration and change in and around their
work environment. Also change is an unavoidable aspect of the competitive
market. Under such conditions, training and devel oping the workforce may lead
to development of creativity and innovation amongst the members of the
organisation. But again such development of human resource requires a
preplanned strategy which can help in meeting the required result. Each
organisation formulates certain framework on basis of which it decides the best
human resource strategy which can help in upgrading and devel oping its work



force. Some of the common steps followed for planning and designing the best
human resource strategy for the work force of the organisation can be pointed
out asfollows:

i) Need Survey: It isnecessary for an organisation to first assess the current
position of its employees and also the position which it desires to achieve
in the world market. For this purpose may hire a consultant or the top
management can itself survey and try to find out the present qualities and
the required potentials of the employees of the organisation.

i) Developingamission statement: Onthebasisof the need survey conducted
by the organisation, the consultant or the top management tries to create a
big picture of the current achievements and desired target. They need to be
futuristic oriented. On the basis avision of tomorrow, they decide targets
and amission for the organisation that they need to attain. They decide the
key areas which require a quick attention and needs to be modified or
changed within the specified time period.

i) SWOT Analysis: Swot analysisrefersto aprocess of analysing the strengths,
weakness, opportunities and threats of the planned mission and targets for
the organisation. It is necessary to examine whether the desired mission
will be useful and helpful in developing and standardizing the employees
aswell asthe organisation.

iv) HRAnalyss: After having adeep study of the various aspects, the consultant
or the top management of the organisation now triesto study the potentials
and the deficits of thework force. It triesto assesswhat arethe waysthrough
which the human resource can bring benefits to the organisation. It also
tries to examine which strategy can be used for the development of the
human resource according to the suitability of the organisation.

v) Implementation and Evaluation of plans: After deciding the suitability
of the planned strategy for the development of the human resource of the
organisation, the strategy isimplemented upon theworkforce. Theworkforce
onwhom the strategy is being implemented may belong to asingle or many
departments. Once, the plan is implemented, the planned targets and the
current achievementsare compared and eval uated after aspecific time period.
Such comparative evaluation hel ps the organisation to analyse whether the
strategy or theintervention was successful and whether it can be used again
within asimilar situation or not.

45 PLANNED INVESTMENTSASAN
INNOVATIVE TECHNIQUE IN HUMAN
RESOURCE DEVELOPMENT

In technical terms‘investment’ refers to those entire plan which leadsto saving
of capital. Savings are important assets both at individual level as well as
organisational level which can be used at emergency or required conditions.
Human capital is also significant assets or investment for an organisation. It is
thisresource which hel psthe organisation to face all the risks (ups and down) of
the global market. For this purpose, the organisation tries out ways which can
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help in the development of the human resource. Thesewaysare asort of planned
investment which can help in the development of the human resource. Some of
the wayswhich serves asaplanned investment in the devel opment of the human
resource are:

)

i)

Employee L easing Or ganisation: Unlike the consultancy agencies, many
organisations are now providing their own employees to various
organisations according to their technical know how. They arethe principal
employers and send the required number and kind of employeesto various
organisations on lease basis. The organisations who utilise such services
need to pay some amount to the parent organisation. Such atechnique, not
only provides financial help to the parent or principal organisation, it aso
provides an opportunity to the employeesto tackle several situationswithin
and outside the organisation. It helps them to understand the nature and
technical know how of more than one organisation at asinglejob. It isthe
parent or the leasing organisation which provides full salary and other
benefits to the employees irrespective of the number of days that the
employeeissent to various organisations on lease. Such leasing organisations
arealso useful to other organisationsaswell, becausethey get an opportunity
to utilise the expert advice and service of most competent human resources
of the leasing organisations.

Participative Management: Several organisations have adopted the
technique of decentralisation of power and authority. Powers and
responsibilities are no more limited at central level; instead, it is shared by
the employees at all level within the organisation. The employees actively
participate with the management in taking important decisions. Such type
of management system isreferred as participative management style which
hel psthe organi sation to extract the hidden potential s of its human resource
in decision making situation. Employee’s participation in management was
initiated to satisfy workers psychological needs and this leads to
development of a sense of belongingness and loyalty to the organisation.

Innovative Reward Plans: Employers have started the scheme of reward
and incentives which would be given to the employees for creativity and
innovation in their tasks. Organisations provide innovative reward plans
that recognize employee contributions and grant enhancements and
ultimately help the employeesto develop on their skills. It also encourages
employees to devel op competencies and skillsin specific areas.

Collaboration with Educational Institutions: With an aim of saving time
and resourcesin training the employees of the organi sation, the organi sations
are now collaborating with certain educational institutes. These institutes
train the students according to the needs of corporate world and help them
to meet the requirement of the organisation which not only helps the
organisation to saveitstime, money and energy, it also helpstheindividuals
to get trained right at the educational level. These institutes run several
degree and diploma program which .trains the individual according to the
demands of the job.

Organisational I nter ventions: Organisationsare bringing changesintheir
business strategies and human resource strategies in order to cope up with



the changes taking place in the competitive world. Such changes aretaking
place both at organisational level as well asindividual level with the help
of training and interventiona programs. The interventional program helps
theemployeesto learn, adapt and readily accept the changestaking place at
their work environment.

Thereby, it can be said that human resource management isaprocess of bringing
people and organisations together so that the goals of each other are met. For
this purpose, the mechanism of developing of the human resource plays a
significant role in the growth of the organisation. The role of HR manager is
shifting from that of a protector and screener to the role of aplanner and change
agent.

Self Assessment Questions
State whether the statement are true or false

i) Severa organisations have adopted the technique of ()
centralisation of power and authority.

i) Organisations are bringing changes in their business ()
strategies and human resource strategies in order to
cope up with the changes taking place in the competitive
world.

iii) The process of integrating the needs and aspirations of ()
the employeesis known as career planning.

iv) Human capital isleast significant assets or investment ()
for an organisation.

46 SIGNIFICANCE OF HUMAN RESOURCE
DEVELOPMENT

The basic intentions of the human resource devel opment areto gain acompetitive
advantage in the marketplace and the world economy through a superior
workforce. An organisation’ sworkforceisthe most influential and valuable asset
toward achieving acompany’s short-term and long-term goals. Therefore, with
the help of the process of human resource development, an organisation can
enhance the employees’ knowledge, competencies, skills, and abilities. The
methods of human resource devel opment also helps in gaining knowledge and
technical know how in specific areas. It further helpsin enhancing personal and
organisational skillsthat can improve the communication and efficiency of the
organisation. The strategies of human resource development also help in career
development of the human capital. It is the ultimate source of organisational
development. With the development of skills of its employees an organisation
can improve team-building activities, the quality of work life, organisational
restructuring and reward system as well.

4.7 CONCERNSOF HUMAN RESOURCE
DEVELOPMENT

The process of human resource development is a very significant yet crucial
issueasit dealswith the career and work life of the employees of the organisation.
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This is the reason why the human resource development activities and efforts
need to be carefully mapped out. Certain issues and concerns of the human
resource development process can be listed as follows:

i) Theselected processor the strategy of human resource devel opment should
be as such it provides opportunities and courses for individuals to develop
skills, knowledge and attitudes that help themselves to achieve personal
objectives.

i) Organisation should actively change the strategies of human resource
development according to the changes implemented in their business plan.
If such changes are not implemented then this would hinder the alignment
of the human resource strategy and the business strategy of the organisation.

iii) Itistheresponsibility of the organisationsthat they encourage the employees
to widen their knowledge and readily accept the changesaswell astraining
programs asit will be beneficial in their career advancement also.

iv) Therearemany organisationswho continueto managetheir peopleasbefore.
Thisisto the detriment of the Human Resource function.

v) Training continues as on-going concerns of organisations. It has become a
national issue in many countries. It isarisk for the organisation to choose
the best training program which would be effective for the diverse work
force of the organisation.

vi) Still another issue that calls for attention in the process of human resource
development deals with the behaviour of the employee. It becomes very
difficult to terminate or dismiss the complex and under-performing
employees.

Itiscoreresponsibility of the organisation to effectively deal with the process of
human resource development and overcome from all the hurdles which may
prevent the organisation in making its position in the competitive market.

4.8 CORPORATE COUNSELING

The concern of human resource development in organisations has led to a new
term known as ‘people management’. The process of human resource
development has generated an increase awareness of peoplerelated issuesat all
levels(for example—marketing, financia and so on) and hierarchies (for example-
boss, subordinate, vendors, customers and so on). Managing of people in all
circumstances has turned out to be very sensitive and crucia in the current
commercia and industrial management situation. This has led to an emergence
of counseling at corporate level.

Counseling may be defined as a process of interaction between two persons
(the counselor and the client) which guides a person to tackle his’/her own
emotionsand feelings. It helpsanindividual to gain aninsight and understanding
of what ought to be his values and aspirationsin life. It enables them to tackle
stressful situations both at home and work environment as well. The objective
of the process of counseling isto make people more self-reliant and -confident,
more independent and in control of themselves. It is like a person looking at a
mirror to confirm what he must do to improve hisimage.



Organisations manage people who athough work together with a common
objective but are heterogeneousin nature, beit age, sex, educational qualifications
or experience. Further, in order to be at par with the competitive market,
organisations have al so started changing their structures. Some companieshave
aready transformed their pyramidal structures into aflat organisation to focus
on their front-line staff. If such aradical shift in balance of power and authority
must succeed, front-line employees need to be empowered and counseled, so
that they may fulfill the revised parameters of performance expected of them.
Such conditions have led to the emergence of counseling at the corporate level
by the counselors. The counselors are hired or appointed by the organisations
who are technical experts in dealing with people and help them in effective
people management.

In the corporate context, the process of counseling addresses the basic issue of
inspiring confidence and imparting competence to the people in the front of the
business field. It helps in resolving the issues and problems of the employees
then and there which hel psan organi sation to savetime, effort, money and energy.
The counselor can help the employees to recognise opportunities, deal with
changes, resolve problems, prioritize agenda, and make decisions. They help
theemployeesin finding out thereal cause of the problemsor the current situation
and then resolve such issues. The problems may be personal ( related to family
and home) or work environment (difficultiesin dealing with boss, subordinate,
co-workersor peers).Sincesuch issuesarelikely to impact upon the effectiveness
and productivity of the employee as well as the organisation. Also, the process
of counseling at corporate helps to deal employees who are very emotional in
nature. The demands of the organisational role may suppressthe present feelings
and emotions of the employees. Repressed emotions, however, lead to blocksin
creativity, productivity, and self-devel opment.

4.8.1 Effective Counseling at the Corporate Level

Corporateworld aretrying out waysto effectively manage their human resource,
corporate counseling is a part of those ways which also helpsin the process of
development of the human resource. In such situations an effective counseling
can be beneficia for the organisation aswell asitsemployees. Some of theways
of effective counseling are as follows:

i) A counselor needsto be agood listener. He or she should have the capacity
to listen to each and every aspect of the employees of the organisation.

i) A counselor should also be capable of reading body language, observing
the way things are being said, watching the tone/timbre/inflexion of voice,
and the intensity of communication. Body language is far more significant
than mere vocabulary.

i) A counselor needs to have empathy with the client employee. Empathy
refersto trying to understand the other feelings by putting themselvesin to
others’ shoes.

iv) A counselor needs to study and summarize the over all context before
suggesting remedies to the problems.

v) A counselor should help the employee to identify and modify any
dysfunctional aspectsin his mode of thinking and behaviour.

vi) It is aso essentia to establish a proper environment and climate before
starting the processing of counseling.
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4.8.2 Counseling, Coaching and Mentoring

It is important that counseling is not confused with coaching, or mentoring.
Coaching is an intensive form of personal development of the employee. The
objective of coaching isto enable the employeesto realise thelatent talents, and
arrive at afresh sense of his’her *self’. Coaching isnot remedial asit isclearly
focused on the future performance of the executive. It deals with new
opportunities lying ahead. Whereas, counseling refersto a process of analysing
the present and past problems of the employees and suggest certain remedies or
solutions to overcome them

Mentoring is more an advisory and career-oriented interaction, between an
employee and a more senior person, either from the same organisation or the
same profession. It is “an off-line help by one person to another, in making
significant transitions in knowledge, work, or thinking.”

Self Assessment Questions
Fill in the blanks
i) Counseling refersto

i) A counselor needsto be agood

iii) Coaching refersto

iv) Mentoring refersto

49 LET USSUM UP

It can be summed up from the above discussions that human resource
development is a very important and sensitive aspect of managing the human
resourcein the organisations. The process of human resource development leads
to the enhancement of potentials, skills, knowledge and technical know how of
the employees of the organisation. It isapreplanned processin which the strategy
which would be used for devel oping human resource is decided on basis of the
need survey. There are various strategies or methods which can be used by the
organisation for devel oping itsexisting human resource. It can a so be concluded
that corporate counseling isan important mechanism which hel psthe employees
to tackletheir problems. Inaway it isaso one of the strategy which helpsin the
self growth of the human resource of the organisation.

4.10 UNIT END QUESTIONS

1) Describethe concept of human resource and human resource devel opment?

2) What arethe steps of designing aHRD strategy? Explain the different types
of strategies of human resource development?

3) What do you understand by the term-corporate counseling? What are the
ways through which corporate counseling can be handled effectively?



4) How canyou say that human resource devel opment isaplanned investment?
5) Explainthevariousconcernsand issuesof the human resource devel opment.
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