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ABSTRACT 

This is an          ource management and in 
economic        ent. Planning in human 
resource m         ow an organization should 
move from         n power position. However we can state 
that plann         ment and in economic development as it 
helps to m       n and also helps to meet the need and 
challenge         mprove the efficiency of the economy to 
long perio    

Keywor    rce company Administrative 

Introduction 

Human Resource Management (HRM) is the function within an organization that focuses on 
recruitment of, management of, and providing direction for the people who work in the 
organization.  

 Human resource management is also a strategic and comprehensive approach to managing people 
and the workplace culture and environment. Effective human resource management enables 
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employees to contribute effectively and productively to the overall company direction and the 
accomplishment of the organization's goals and objectives. 

 
Purpose of Human resource management 
 

 The overall purpose of human resource Management is to ensure that the organization is 
able to achieve success through people.  

 Human resource management aims to inc   s and capability – 
the capacity of an organization to achieve       e of the resources 
available to it.  

 Also the purpose of the human resource      vate and support 
productive employees. 

 Ulrich and Lake (1990) remarked that h    stems can be the 
source of organizational capab        apitalize on new 
opportunities.’  
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Performance and 
potential appraisal 

  Worker's 
participation, Joint 

Consultation 

Functions of Human resource management 

HRM functions are carried out to fulfill the goals and objectives of the organization. HRM are 
generally performing two sets of functions, namely managerial functions and operative functions. 
The managerial functions are the basic functions p f d b  h  HR  in their capacity as 
managers or heads of their own departments. In fa      heir departments, 
perform these functions. The operative functio       cialized activities 
performed exclusively by the HR managers, usu       shall first discuss 
the managerial functions. 

Managerial Functions 

Functions like planning, organizing,     nstitute the core 
managerial functions of an organizatio      der each of these 
functions are explained as follows: 

 

 

 

 

 

 

 

 

Planning:-  It is an effective tool to deal with the future. It involves the process of predetermining 
the personnel programme that is necessary to attain the organizational goals. In this context, 
accurate forecasting is vital to the success of any plan. Planning is such a crucial function for an 
organization that it is the key to all other managerial functions. The steps involved in planning are 
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 Establishing goals and objectives to be achieved 
 Developing rules and procedures 
 Determining plans and forecasting techniques 

Organizing:-  Once the plans are formulated, the next step is to organize the men and material in 
order to accomplish those plans. Organizing is a process through which the firm establishes its 
structure and determines the authority, responsibility and accountability of each member in relation 
to the job 

Staffing:- This function deals with the creation     esources through 
employment, compensation, benefits, training an     lations measures. 
It aims to put in place human resource  polici        fixation, working 
conditions, and promotional opportunities for pro    

Directing:-  Directing is the sum of several    leadership and 
motivation. directing, as a function, aim       e individuals and 
the groups to achieve the predetermined   

Controlling:-   Controlling is the proce        dividuals and the 
groups in fulfilling the pl        s essential for continuous 
improvement in the manag    

Operativ   

Staffing i           lly performed by the HR 
managers          nizations, the HR department establishes 
personnel        l the departments. This function is also 
called the      nt function. compensation, maintenance 
& motiva      

Plannin  

Human re       dentifies current and future human resources needs for 
an organization to achieve its goals. Human resources planning should serve as a link between 
human resources management and the overall strategic plan of an organization. Ageing working 
populations in most western countries and growing demands for qualified workers in developing 
economies have underscored the importance of effective human resources Planning. 

Stainer says:  “Strategy for the acquisition, utilization, improvement, and preservation of an 
enterprise’s human resources. It is relates to establishing job specification or the quantitative 
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requirements of jobs determining the number of personnel required and developing sources of 
manpower.”  

Need of planning 

• To carry out regular work of the organization need of qualified person is satisfied. 
• To replace the employee who leave the organization because of various reasons.  
• To meet the expansion programme of the organization. 
• To meet the need and challenge of the changing technology. 
• It also helps in identifying the area of surp      

Objectives of Planning 

• Forecast personnel requirements. 
• Cope with changes 
• Use existing manpower productiv  
• Promote employee in a systemati   

Benefits of Planning 

• Upper managemen         s dimensions of business 
decisions; 

• Pe l  b       lance before they become 
un    

• M          
• Be        nority groups in future growth plans. 
• Be        can do  
• M         be made. 

Process o     

1. Analys     gies: – Human Resource Planning should start with 
analyzing     clude expansion, diversification, mergers, acquisitions, 
reduction in operations, technology to be used, method of production etc. Therefore Human 
Resource Planning should begin with analyzing the corporate plans of the organization before 
setting out on fulfilling its tasks. 

2. Demand forecasting: – Forecasting the overall human resource requirement in accordance with 
the organisational plans is one of the key aspects of demand forecasting. Forecasting of quality of 
human resources like skills, knowledge, values and capabilities needed in addition to quantity of 
human resources is done. 
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3. Analysing Human Resource Supply: – Every organization has two sources of supply of Human 
Resources: Internal & External. Internally, human resources can be obtained for certain posts 
through promotions and transfers. In order to judge the internal supply of human resources in future 
human resource inventory or human resource audit is necessary. Human resource inventory helps in 
determining and evaluating the quantity of internal human resources available. Once the future 
internal supply is estimated, supply of external human resources is analyzed. 

4. Estimating manpower gaps: – Manpower gaps can be identified by comparing demand and 
supply forecasts. Such comparison will reveal either deficit or surplus of Human Resources in the 
future. Deficit suggests the number of persons to     as surplus implies 
redundant employees to be re-deployed or termin     e deficient can be 
trained while employees with higher, better skills      s. 

5. Action Planning: – Once the manpower gaps     ed to bridge these 
gaps. Plans to meet the surplus manpower m      departments and 
retrenchment. People may be persuaded       shake. Deficit can 
be met through recruitment, selection, tr        of certain skilled 
employees, the organization has to take        ention of existing 
employees. Hence, the organization has t       . 

6. Modify the Organisat         urces form all the external 
sources is estimated to be        manpower planner has to 
suggest to         e organisational plans. 

7. Contro           human resource structure 
and the p        a view to keep them in accordance with 
action pla  

Utility a   

We are e      esource management and planning in the particular 
workforce       sserts utility of any intervention can be valued how far 
up the pro    ion moves the performer. Following figure shows the 
distribution of worker productivity:- 
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The above figure is been d         poor level of productivity 
to low level of labour  for          productivity will increase 
but it wil           agement and planning but 
after havi            labour are skilled and they 
can do mo              will increase after a good 
human re      

CONCLU  

From the      uman resource management would be meaningful only 
when the      this is the critical department in any organization since 
the HRM       any organization. The HRM should set strategic plans 
that are ac      rale is not lowered through high goals that not even an 
individual would achieve. 

In addition, the strategic records are essential in determining the future of any organization hence 
should be kept safe and within a reachable place. Other than identifying the roles of HRM, the 
delivery process also matters to the organization. When the duration set for the completion of the 
set goals is too short then it is likely that the employees would pretend to work towards the 
organizational goals. 
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