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UNIT-1
INTRODUCTION TO HRM



MEANING AND DEFINITION OF HUMAN RESOURCE MANAGEMENT

• MEANING

It focuses on the working criteria of manpower force within an organisation. Human 
resource management is an executory function that tries to coordinate the organisation 
with the talent and competency of the staff.

• DEFINITION

According to the Invancevich and Glueck, “HRM is concerned with the most effective use 
of people to achieve organizational and individual goals. It is the way of managing people 
at work, so that they give their best to the organization”.



NATURE

• Applying management principles and functions 

• Integrated decision making

• Decisions influencing the effectiveness at organization

• HRM functions are not confined within corporate boundaries

FEATURES

• Action oriented

• Individual oriented 

• Development oriented

• People oriented

• Continuous function

• Auxiliary service

NATURE AND FEATURES OF HR MANAGEMENT



SCOPE AND OBJECTIVES OF HRM
SCOPE

 Human Resource Planning

 Design of the Organization and Job 

 Selection and Staffing 

 Training and Development 

 Organizational Development 

 Compensation and Benefits 

 Employee Assistance 

 Union/Labor Relations

 Personnel Research and Information System



1. STRATEGIC HR MANAGEMENT

2. EQUAL EMPLOYMENT OPPORTUNITY

3. STAFFING

4. TALENT MANAGEMENT AND DEVELOPMENT

5. TOTAL REWARDS

6. RISK MANAGEMENT AND WORKER PROTECTION

7. EMPLOYEE AND LABOUR RELATIONS



ROLE OF HR MANAGER

1. ADVISORY ROLE 10.      PROCURER’S ROLE

2. PRO-ACTING ROLE                                           11. CHANGE AGENT ROLE

3. WELFARE ROLE 12. MAINTENANCE ROLE

4. DEVELOPMENTAL ROLE 13. DISPUTES PREVENTION ROLE

5. MEDIATOR’S ROLE 14. EXECUTIVE ROLE

6. SOCIAL UPLIFTMENT ROLE 15. DECISION MAKER’S ROLE

7. COUNSELLOR’S ROLE 16. COORDINATOR’S ROLE

8. SPOKESPERSON ROLE 17. STRATEGIST ROLE

9. MOTIVATOR’S ROLE 18. MONITORING ROLE



CHALLENGES OF HRM

1. COMPLIANCE WITH LAWS AND REGULATION

2. MANAGEMENT CHANGES

3. LEADERSHIP DEVELOPMENT

4. WORKFORCE TRAINING AND DEVELOPMENT

5. ADAPTING TO INNOVATION

6. COMPENSATION

7. UNDERSTANDING BENEFITS PACKAGES

8. RETAINING TALENTED EMPLOYEES



HUMAN RESOURCES PLANNING 



MEANING AND DEFINITION
Human resource planning (HRP) is the continuous process of  systematic planning 

ahead to achieve optimum use of  an organization's most valuable asset—quality 

employees. Human Resource planning ensures the best fit between employees and jobs 

while avoiding manpower shortages or surpluses.

DEFINITION

According to Robbins, “The process by which an organisation ensures that it has the 

right number an kind of  people at the places, at the right time capable of  effectively and 

efficiently completing those tasks that will help organisation achieve its overall 

objectives.”



NEED FOR HR PLANNINGS

 Determining Recruitment Needs

 Determining Training Needs

 Management Development

 Balancing the Cost between the Utilization of  Plant and Workforce

 Industrial Relations

 Replacement of  Persons

 Expansion Plans

 Labour Turnover



PROCESS FOR HR PLANNING

 Determining the Objectives of  Human Resource 
Planning: The objective for which the manpower 
planning is to be done should be defined precisely, 
so as to ensure that a right number of  people for 
the right kind of  job are selected.

 Analysing Current Manpower Inventory: The next 
step is to analyze the current manpower supply in 
the organization through the stored information 
about the employees in terms of  their experience, 
proficiency, skills, etc. required to perform a 
particular job.

 Forecasting Demand and Supply of  Human 
Resources: The required skills of  personnel for a 
particular job are matched with the job description 
and specification.



CONT…
 Analysing the Manpower Gaps: After forecasting the demand and supply, the 

manpower gaps can be easily evaluated. In case there is a deficit, new candidates are 

to be hired. If  there arises a surplus the employees have to be removed.

 Employment Plan/Action Plan: In a case of  a deficit, the firm may go either for 

recruitment, training, interdepartmental transfer plans whereas in the case of  a 

surplus, the voluntary retirement schemes, redeployment, transfer, layoff, could be 

followed.

 Training and Development: The training programmes are conducted to equip the new 

employees as well as the old ones with the requisite skills to be performed on a 

particular job.

 Appraisal of  Manpower Planning: Here the human resource plan is compared with its 

actual implementation to ensure the availability of  a number of  employees for several 

jobs. At this stage, the firm has to decide the success of  the plan and control the 

deficiencies, if  any.



FACTORS INFLUENCING THE ESTIMATION OF HUMAN RESOURCE 
IN ORGANISATION

Human Resource Planning (HRP) is influenced by several considerations. The more important of them

(i) Type and strategy of organization

(ii) Organizational growth cycles and planning

(iii) Environmental uncertainties

(iv) Time horizons

(v) Type and quality of forecasting information

(vi) Labor market.



BENEFITS OF HRP

1. Nature of Human Resources.

2. Supply of Skilled Manpower.

3. Rapid Technological Change.

4. Costs of Recruitment and Hiring.

5. Decreased Mobility.

6. Reduction of Wastage.

7. Human Resources as Corporate Assets.

8. Size of the Firm.

9. Profitability.

10. Management Development.



LIMITATIONS OF HRP

1. The future is uncertain

2. Conservative attitude of  top management

3. Problem of  surplus staff

4. Time consuming activity

5. Expensive process
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UNIT-2
JOB ANALYSIS  AND 

PLANNING FOR HUMAN 
RESOURCES
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MEANING

Job analysis, contains a simple term called "analysis", which means detailed study or examination of something 

(job) in order to understand more about it (job). therefore job analysis is to understand more about a specific job 

in order to optimize it. Job analysis is a systematic process of collecting complete information pertaining to a job. 

Job analysis is done by job analyst who is an officer have been trained for it.

DEFINITION

According to Blum, "A job analysis is an accurate study of the various components of a job. It is concerned not 

only with an analysis of the duties and conditions of work, but also with the individual qualifications of the worker."

JOB ANALYSIS



19

The main objectives of job analysis are as 

follows:

 Job description

 Job specification

 Job evaluation

 Setting up of standards

OBJECTIVES OF JOB ANALYSIS



20BENEFITS OF JOB ANALYSIS

 Provides First Hand Job-Related Information

 Helps in Creating Right Job-Employee Fit

 Helps in Establishing Effective Hiring Practices

 Guides through Performance Evaluation and Appraisal Processes

 Helps in Analyzing Training & Development Needs

 Helps in Deciding Compensation Package for a Specific Job



21METHODS OF JOB ANALYSIS

Observation method

 Interview method

 Questionnaire Method



22JOB DESIGN
MEANING

Job design means to decide the contents of a job. It fixes the duties and responsibilities of the job, the methods of        

doing the job and the relationships between the job holder (manager) and his superiors, subordinates and colleagues.

Job design also gives information about the qualifications required for doing the job and the reward (financial and non-

financial benefits) for doing the job. Job design is mostly done for manager’s jobs. While designing the job, the needs of 

the organization and the needs of the individual manager must be balanced.

DEFINITION

According to Davis (1966) has defined job design as “the specification of the content, methods and relationships of jobs 

in order to satisfy technological and organizational requirements as well as the social and personal requirements of the 

job holder”.



23GOALS OF JOB DESIGNING

i. Facilitating the interest of employees towards the job and enhancing their satisfaction.

ii. Increasing employee motivation and productivity

iii. Enhancing employees’ skills by identifying their training needs

iv. Covering the modern needs of employee participation

v. Ensuring safer working environment

vi. Making the communication process clear and effective in the organization

vii. Improving the quality of working life of employees.

viii. Eliminating the unnecessary levels of supervision, checking, and control

ix. Establishing high-level standards for customer service

x. Minimizing cost by reducing wastage.



CAREER PLANNING, EMPLOYEE 
MORALE  & JOB SATISFACTION



CAREER PLANNING

MEANING
Career is progress or general course of action of a person in some profession or in an organisation. An 
individual career signifies the position held by him throughout his work life. Organizations are expected to 
support employees in accomplishing their career and life goals through career planning activities. Career 
planning is collective responsibility of the organization the concerned individual.  The main aim of career 
planning is to help employees achieve progression within the organisation. 

DEFINITION
According to Gary Dessler, “Career planning is the deliberate process through which someone becomes 
aware of personal skills, interests, knowledge, motivations, and other characteristics and establishes action 
plan to attain specific goals.



OBJECTIVES OF CAREER PLANNING

1. To attract and retain the right type of persons in the organization.

2. Mapping of careers of employees in the organization suitable to their ability and skill, and their willingness to be trained and

developed for higher positions.

3. Better use of human resources, more satisfied and productive employees, and more fulfilling careers.

4. Reducing employee turnover and absenteeism, and thus having a more stable and satisfied workforce.

5. Improvement of morale and motivation of employees by matching their individual abilities and needs to the demand and 

reward of the job ensuring them adequate opportunities for promotion and growth in the organization.

6. Overall achievement of organizational development, higher productivity and fulfillment of corporate objectives.

7. Provide individuals with the guidance and encouragement they may need if they are to fulfil their potentials and remain with 

the organization.



CAREER PLANNING 
PROCESS

 Step 1: Self-Assessment

 Step 2: Goal Setting

 Step 3: Academic/Career Options

 Step 4: Plan of Action

 Step 5: Catch Hold of Opportunities



CAREER PLANNING STAGES

Exploration Stage: This is the stage where an individual builds expectations 
about his career. Some of them are realistic and some are not. But the fact is 
that these could be a result of the individual's ambitions.

Establishment Stage: This could be at the stage where the individual gets his 
first job, gets accepted by his peers, learns in this job, and also gains the first 
tangible evidence of success or failure. The establishment/advancement stage 
tends to occur between ages 25 and 44. In this stage, the individual has made 
his or her career choice and is concerned with achievement, performance, and 
advancement. This stage is marked by high employee productivity and career 
growth, as the individual is motivated to succeed in the organization and in his 
or her chosen occupation. Opportunities for job challenge and use of special 
competencies are desired in this stage. The employee strives for creativity and 
innovation through new job assignments. Employees also need a certain degree 
of autonomy in this stage so that they can experience feelings of individual 
achievement and personal success.



 Mid-Career Stage: The individual's performance levels either continue to improve, or levels, or even deteriorates.

 Late Career: This is regarded as a pleasant phase, where one is allowed to relax and play the role of an elderly statesman in the 

organization.

 Decline: The stage, where the individual is heading towards retirement.



ADVANTAGES OF CAREER PLANNING

With the View of Employees:

(i) Increases Productivity

(ii) Helps in Selecting Career Path

(iii) Ensures Self-Development

With the View of Organization:

(i) Assures Availability of Talent

(ii) Helps in Attracting and Retaining Talent

(iii) Helps in Promoting Organisational Image

(iv) Protects Interests of Special Groups of 

Employees



EMPLOYEE MORALE

Definition

Employee morale is defined as the

attitude, satisfaction and overall outlook of employees 

during their association with an organization or a 

business.

 Meaning

Employee morale is a qualitative metric that has a big impact on 

productivity. A high level of morale increases productivity. Of course, 

there are other factors that might affect productivity, but high 

employee morale within an organization will help the company 

achieve better results. The way companies measure this might vary, 

but it is normally determined by using surveys and performance 

assessments in order to calculate the current level of satisfaction.



CAUSES OF LOw MORALE

• Lack of effective communication

• Not providing good tools or clear processes to do the job well

• Not being clear about or constantly changing expectations or priorities

• Having unrealistic expectations or unreasonable workload

• High-stress environments

• Lack of advancement opportunities

• Not enough employee development or training

• Not giving employees enough information to be effective

 Failing to recognize employees who are doing their job well

• Not giving employees challenging enough work

• Showing lack of trust in employees

• Too much employee monitoring

 Failing to address bullying, harassment, discrimination, or violence

 Not responding promptly when employees come to management with 

concerns, problems, questions, or other issues



JOB SATISFACTION

 Meaning 

Job satisfaction relates to the total relationship between an 

individual and the employer for which he is paid. Satisfaction 

means the simple feeling of attainment of any goal or objective. 

Job dissatisfaction brings an absence of motivation at work.

 Definition 

Smith et al. (1969) defined job satisfaction as the feeling an individual has 

about his or her job. Locke (1969) suggested that job satisfaction was a 

positive or pleasurable reaction resulting from the appraisal of one’s job, 

job achievement, or job experiences



FACTORS CONTRIBUTING TO JOB SATISFACTION

 Optimal Working Conditions

 Opportunity for Advancement

 Workload and Stress Level

 Respect from Co-Workers

 Relationship with Supervisors

 Financial Rewards



MEASURES TO INCREASE JOB SATISFACTION

1. Work on The Culture.

2. Establish Trust with Senior Management

3. Expand job benefits.

4. Foster job security

5. Focus on employee engagement.

6. Provide opportunities for career advancement

7. Recognize employee job performance

8. Provide a clear career path

9. Show you care about your employee’s     mental and physical 

well-being.

10. Conduct a job satisfaction survey.



ADVANTAGES OF JOB SATISFACTION

• Lowers voluntary turnover

• Reduces employee absenteeism

• Reduces long-term HR costs

• Contributes positive results towards employment

• Boosts employee productivity

• Increases employee retention

• Employees referral programs



HRM IN CHANGING ENVIRONMENT & 
TRENDS IN HRM 



WORK FORCE DIVERSITY

 No two humans are alike. People are different in not only gender, culture, race, social and psychological 

characteristics but also in their perspectives and prejudices.

 Workforce diversity means similarities and differences among employees in terms of age, cultural background, 

physical abilities and disabilities, race, religion & gender.

 Society had discriminated on these aspects for centuries. Diversity makes the work force heterogeneous. In 

current scenario, employing diversified workforce is a necessity for every organization but to manage such 

diversified workforce is also a big challenge for management.



TYPES OF DIVERSITY
There are many factors that impact our world views, some are visible to our eyes while others 
are indistinguishable by us; some are controllable by us while some we are born with. In general, 
we classify diversity into 4 major diversity types dimensions . The four diversity type 
dimensions are Internal, External, Organizational, and World View.

Examples of all 4 types of diversity are mentioned below:

1. Internal Diversity - Internal Diversity Types are Diversity types that are related to a person 
that they are born into, they are things that none of us can change. For instance-
• Race
• Age
• National Origin
• Ethnicity such as BIPOC ( Black, Indigenous, Person of Color)
• Cultural diversity
• Gender
• Sexual Appearance
• Physical Ability
• Mental Ability



2. External Diversity type- External means “situated outside, apart, or beyond”, in the context of Diversity, it means things that are related to 

a person but the characteristics are not born with to the person but can be heavily influenced and controlled by us. Such diversity types are 

something that defines you as a person, that you or someone very close to you can help you to change or develop. For instance-

 Interests

 Education

 Appearance

 Citizenship

 Geographic Location

 Family Status

 Spiritual / Religion

 Relationship Status

 Socioeconomics Status

 Experiences



 3. Organizational Workforce Diversity-We are discussing how diversity is impacting us positively in a diverse work environment. Of 
course, we have to talk about the factors that belong to the work or the organizations where we work. Regardless you are working in a 
private, non-profit, public sector; or you work for free. You are in an organization. The organization can be consists of 2 people, or 300,000 
people, as long as it has more than one person, there is some sort of organization diversity. For example-

 Job Function

 Management Status

 Work Location

 Department

 Seniority

 Union Affiliation

4. World Views- The last type of diversity is usually factors that we observe, we feel, we experience that shape our world views. Each of us has

more life outside of the workplace. We travel, we have our beliefs, we embrace our culture, we have knowledge of the different types of history, 

we have different political beliefs and agenda.

 Cultural events

 Politics

 History knowledge



FACTORS INCREASING WORKFORCE DIVERSITY

 Expansion of the services sector

 Globalization of markets

 Requirement of teamwork for successful implementation of business strategies

 Mergers and alliances

 Changing labour market

 Constitution and government laws



STEPS OF PLANNING WORKFORCE DIVERSITY

 Step 1 – Set Strategic Direction

 Step 2 – Conduct Workforce Analysis

 Step 3 – Conduct Gap Analysis

 Step 4 – Develop Strategies

 Step 5 – Implement Strategies

 Step 6 – Monitor, Evaluate and Revise



CHALLENGES OF WORK FORCE DIVERSITY

 Problematic Gender Relations

 Cultural Conflicts

 Discriminatory Treatment

 Resistance to Change

 Racial differences

 Create too many opinions

 Less amount of trust

 Communication problems

 Increased level of complaints



BENEFITS OF WORKFORCE DIVERSITY

1. Variety of different perspectives

2. Increased creativity

3. Higher innovation

4. Faster problem solving

5. Better decision making

6. Increased profits

7. Higher employee engagement

8. Reduced employee turnover

9. Better company reputation

10.Improved hiring results



TECHNOLOGICAL CHANGES AND HRM

Technology changes the way HR departments contact employees, store files and analyze employee performance. 

Technology makes it easier to gather and break down data on employees to get an overall picture.

1. Recruiting Transformed by the Internet

2. Ease of Communication

3. Data Analysis of Employee Performance

4. Too Much Data

5. Security Practices

6. Employee Engagement

7. Benefits and Payroll



INTERNATIONAL HUMAN RESOURCE MANAGEMENT

MEANING

 International human resource management bears both functional and strategic resemblance to human resource 
management.

 Functionally, it performs almost the same set of activities as human resource management – recruitment, 
selection, performance management, compensation, training, industrial relations, career management etc. 
Strategically international HRM is closely linked to the business strategy of the organization.

International human resource management can be defined as the set of activities involved in hiring, managing 
performance, compensation, training and relations with employees hired to manage internal operations of a 
company, with a view to ensure the success of their international business and strategies.



International human resource management deals with at least three types of employees based on their 
country of origin:

1. Parent-Country Nationals (PCNs) – Employees belonging to the country where a company’s headquarters are 
located are called as parent-country nationals or home country nationals.

2. Host-Country Nationals (HCNs) – Employees belonging to country where the company has set up a subsidiary 
or a manufacturing facility are called host- country nationals.

3. Third-Country Nationals (TCNs) – Employees who work in the home or host country facility of the company but 
are not nationals of either are called third- country nationals.

Dowling (1999) attributed to six factors that differentiate international from domestic HRM:

1.Wide range of HR activities.

2. Need for a broader perspective

3. More Involvement in personal life of the employee.

4. Responsiveness to changes in staffing requirements as international strategy changes.

5. Higher risk exposure.

6. More external influences.



DEFINITON OF INTERNATIONAL HUMAN RESOURCE MANAGEMENT

Pulapa Subba Rao defines international human resource management as, performing HRM and its related activities 
and arranging for related and necessary immigration facilities for prospective and current expatriate employees, by 
organizations operating in domestic and/or foreign countries.

 At the same time, the approach to HRM must be sufficiently flexible to allow for significant differences in the 
type of HR policies and practices that are most effective in different business and cultural settings.

 Organizations like Procter & Gamble, IBM, Pepsi and Coca Cola have had extensive International experience 
and their success can only be attributed to their capability of constantly deploying the right people at the right 
place, facilitating knowledge and innovation dissemination and constantly identifying and developing talents on 
a global basis.



NEED OF INTERNATIONAL HRM

There are four major contextual variables because of which HRM activities in a global firm differ from a domestic firm, hence the need for 

international HRM. These are cultural diversity, workforce diversity, language diversity, and economic diversity.

I. Cultural Diversity

 Individualism versus Collectivism

 Power Orientation

 Uncertainty Avoidance

 Masculinity versus Femininity

 Time Orientation

II. Workforce Diversity

 Expatriate

 Inpatriate

 Repatriate

III. Language Diversity

IV. Economic Diversity



CHALLENGES OF INTERNATIONAL IHRM

International HRM can be a challenging exercise because of fairly obvious reasons:

 Different labor laws

 Varying political climate

 Technological advancement

 International ethics

 Language

 Risk taking power

 Educational level



SUGGESTIVE MEASURES IN INTERNATIONAL HRM

1. Significance of Individualism

2. Overcome the Ethical and legal conflicts

3. Establish one to one relationship towards building trust

4. Develop basic knowledge

5. Involve the stakeholders

6. Develop a learning strategy

7. Effective cross- cultural communication skills

8. Motivational compensation package



E-HUMAN RESOURCES MANAGEMENT

Processing and transmission of digitized HR information are called E-HRM or electronic human E-HRM has been 
defined as “a way of implementing HR strategies, policies and practices in organizations through a conscious and 
directed support of and/or with the full use of web-technology-based channels” or more recently, and more 
broadly, as “the planning, implementation, and application of information systems for both networking and 
supporting actors in their shared performing of HR activities”.resource management. E-HRM is the application of 
IT for HR practices which enables easy interactions within the employee and employers. It stores information 
regarding payroll, employee personal data, performance management, training, recruitment, and strategic 
orientation.

Definition of E-HRM

E-HRM has been defined as “a way of implementing HR strategies, policies and practices in organizations through 
a conscious and directed support of and/or with the full use of web-technology-based channels” or more recently, 
and more broadly, as “the planning, implimentation, and application of information systems for both networking 
and supporting actors in their shared performing of HR activities”.



TYPES OF E-HRM
There are three types of E-HRM.

 Operational-Operational E-HRM is concerned with administrative 
functions – payroll and employee personal data, for example.

 Relational-Relational E-HRM is concerned with supporting 
business processes by means of training, recruitment, performance 
management and so forth.

 Transformational-Transformational E-HRM is concerned with 
strategic HR activities such as knowledge management, strategic re-
orientation. An organization may choose to pursue E-HRM policies 
from any number of these tiers to achieve their HR goals.



GOALS OF E-HRM

1. Reducing cost

2. Improving HR services 

3. Improving strategic orientation

4. Quick and accurate decision making

5. Standardized procedure

6. Increasing the virtual connectivity

7. Personal Development of employees

8. Lighten the administrative burden 



ADVANTAGES AND LIMITATIONS OF E-HRM

Advantages

 Improving quality of services

 Efficient services at great speed 

 Record keeping

 Reduction in costly time and labour

 Reduction in human biasness

 Analysing data quickly

 Performing crucial HR functions by using web-
based technology

 Demat working

Disadvantages

 High cost of maintaining and implementing E-HRM

 Difficulty in maintaining Confidentiality of data

 Risk of viruses resulting in hacking and loss of data

 More training and development need to adopt E-
HRM

 Mistakes in data entry could flip the results



HUMAN RESOURCE MANAGEMENT INFORMATION SYSTEM

The Human Resource Information System is a system used to collect 
and store data on an organization's employees, like their name, address, 
age, salary, benefits, time and attendance, performance reviews, and 
more. This data is valuable input for data-driven decision-making in 
HR.



Features of HRIS

• Centralised Storage

• Recruitment management

• Employee onboarding

• Talent management

• Performance management

• Employee self service

• Time and absence management

• Training management

• Workforce analytics



HRM IN VIRTUAL ORGANIZATION

The virtual organisation is a social network in which all the horizontal and vertical boundaries are removed. In this 
sense, it is a boundary less organisation. It consists of individual’s working out of physically dispersed work places, 
or even individuals working from mobile devices and not tied to any particular workspace. The ICT is the 
backbone of virtual organisation.

It is the ICT that coordinates the activities, combines the workers’ skills and resources with an objective to achieve 
the common goal set by a virtual organisation. Managers in these organisations coordinate and control external 
relations with the help of computer network links. The virtual form of organisation is increasing in India also. Nike, 
Reebok, Puma, Dell Computers, HLL, etc., are the prominent companies working virtually.



CHARACTERISTICS OF VIRTUAL ORGANIZATION

 Flat organization

 Informal communication

 Dynamic

 Power flexibility

 Multi-disciplinary (Virtual)  teams

 Vague organisational boundaries

 Goal orientation

 Customer orientation

 Home work

 Absence of apparent structure

 Sharing of information

 Staffed by knowledge workers 



TYPES OF VIRTUAL ORGANIZATION
 Alliance Organization -The essence of an alliance organization is the horizontal networking among its partners. It replaces the 

traditional vertical organization, in which all powers were centralized in a single organization and the employees just executed 
the orders. In case of the alliance type of virtual organization, each partner (an independent organization) linked with the 
virtual organization performs different but related activities. In fact, the core competencies of the partners are combined to 
produce synergy effect for the virtual organization. For instance, the marketing aspects can be carried out by the virtual 
organization, while product  manufacturing or assembling, and delivery can be done by its partners.

 Displaced Organization - In a displaced organization, the individual members are geographically dispersed but connected by 
information technology. However, the physical separation of members is usually not known to the outsiders, who perceive 
them as a single unit. Teleconferencing,video-conferencing, e-mail and other modes enable the virtual organizations to 
makofficcustomers believe that all the employees are functioning from the same office.

 Invisible Organization - An invisible organization will not have a physical structure as such, except that a small place will be 
used as an office for a few employees. The primary duty of these employees is to attend to the phone calls of the customers in 
need of the goods or services offered by this kind of virtual organization. The products of such an organization are mostly 
virtual and directly downloadable from computer. It uses telephones as its primary tool to exchange information with the 
customers.

 Truly Virtual Organization -This type of organization is a mixture of the characteristics of alliance, displaced and invisible 
organizations. The Internet is the major platform for performing its operations. In fact, the Internet enables it to offer its 
products or services to the customers. Book publishing companies often use the truly virtual organization to market their 
products and pay it a commission for its role in displaying and selling its products.



HRM IN VIRTUAL ORGANIZATION

 Performed using E-HRM

 Requires radical thinking and innovative approach

 Geographically divided united by Infornation and communication tools

 Strategic planning process

 Flexible, dynamic and receptive to change

 Cost effective

 Customer oriented



WORK FROM HOME

MEANING

Work From home (WFH) is a concept where the employee can do his or 
her job from home. Work from home gives flexible working hours to the 
employee as well as the job for the employer is done with ease. Work 
from home is helpful to delivering work life balance to the employee, and 
also parallelly helps the company to get the work done. Nowadays, most 
of the employers are offering this option to their employees.

DEFINITION

Work from home (or Working from home) is a modern work approach 
enabled through internet and mobility wherein irrespective of the physical 
location of an individual work can be done. Work from Home is also 
known as Working Remotely or telecommuting which implies that the 
employee is working from a remote location usually home.



ADVANTAGES AND DISADVANTAGES OF WORK FROM HOME

MERITS

 Work-life balance

 Open opportunity for everyone irrespective of 
being new mom, disabled or geographical 
distance.

 High productivity.

 Quick work accomplishment

 Cost effective for both employer and employee

 Increased employee motivation

DEMERITS

 Less monitoring over employees

 Increased cost of technology

 Security issues

 Not all fields are suitable for Work from home

 Communication problems



The companies should encourage the employees to WFH but should provide certain tips to enable effective Work 
from Home like

1. Asking employee to work for the hours he/she would work otherwise in office

2. Put proper WFH policy in place for employees to follow

3. Provide office laptop and hardware if work has to be ensured with proper security.

4.Have professional partners for video and audio conferencing

5. If personal breaks are being taken for personal work, proper status should be sent to manager

6. Designate a place at home where work can be done in a professional setting

7. Make sure you have proper internet and mobile connectivity (many companies provide reimbursement policies 
as well)

8. Have a proper routine with breaks



OUTSOURCING

DEFINITION

Human Resource Outsourcing is a process in which a company utilizes the services of the third party to take care of 
its HR functions.

MEANING

Outsourcing is simply obtaining work previously done by employees inside the company from sources outside the 
company. If someone has specialized in an activity which is not strategically critical to our business – and is able to 
do that cost effectively, it is better to get it from outside.

HR Outsourcing is rapidly emerging as one of the world’s most exciting business trends. It reflects the need, 
recognized by increasing numbers of organizations, to focus on their core areas of business – and to outsource 
processes that add little or no value in terms of achieving their business objectives.



NEED FOR HR OUTSOURCING
 Enabling businesses to focus on core operations

 Delivering cost savings – whether direct or indirect

 Helping to create a stable, cost-effective operating platform

 Transferring focus from internal processes to achievement of business goals

 Realizing investment in HR transformation and IT systems

 Ensuring compliance with legal, regulatory and best practice requirements, and

 Transferring risk and liability for people issues.



TYPES OF HR OUTSOURCING

 Application Service Provider: A host of companies specialise in providing hardware and software applications to 
support large organizations, including application vendors like PeopleSoft, Oracle, etc. which have developed 
application packages (PeopleSoft HRMS, Oracle HRMS), for supporting human resource activities in an 
organization.

 Business Process Outsourcing :The major difference between BPO and ASP is that in BPO, the client is in direct 
contact with the employees through call centers or support centers. MNCs generally opt for BPO as they operate 
in many countries and employ a large number of people. While certain firms wish to retain the power to control 
human resources, others hand over the power to the service providers.

 Total HR Outsourcing : In this type of outsourcing, the entire HR function is run by the service provider. There is 
no specific HR department in the organization. The client organization only has senior HR professionals who are 
also HR- strategists. A host of non-strategic functions and employee contact is done by the service provider.



CHANGING ROLE OF HRM

To truly understand the field of Human Resources Management, one must consider and accept the four basic roles of 
the HR function, no matter how it's defined. Some of these are already understood and others less so. These are:

 Compliance and Enforcement-Most HR practitioners will agree that the role as the employer's compliance officer 
is well established. But, it's increasingly difficult to keep track of changes in state, federal and local laws and 
regulations. These must then be translated into effective policies and practices. 

 Management advocacy-This is the other traditional HRM role. As part of the management staff, the HR 
department is the point of interface between management policies and its employees.

 Strategic partner-This new role does bring with it additional burdens and responsibilities; to be aware of changes 
in the external environment that will impact the organization; offer appropriate strategies and procedures to 
anticipate change; and provide regular feed back that helps steer strategic planning.

 Employee advocacy- Employee advocacy fosters trust and credibility in the relationship. If employees need 
someone to speak for them, and if it’s Human Resources. 


