Pacific Business Review International
Volume 10 Issue 8, February 2018 Article Section

An Analysis of HRM lIssues & Challenges in Manufacturing in India
Dr. J.K. Gulati

Associate Professor
University Business School, G.N.D. University College, Ladowali Road, Jalandhar City.

Abstract

Four M'ci.e. ma¢hinery, money ond motericloond monpower ¢onctitute pillorcof on enterprice. Where machinery, money ond
materiolo recource aopect ic of non-living noture, monpower i.e. humon recource ic of living noture ond ic equipped with
¢apobility to ¢onvert the non-living category recour¢ec (money, machine, methodc ond moterial) in to output
(product/cervice). HRM octivitiesinvolve prourement; maintenonde; utilization ond development of workforée. Adoption
ond procticecof HRM in amonufocturing cector are dractically different from cervice cector. Monufaéturing inductry refercto
thoce induoctriec whi¢h are involved in the monufacturing ond proc¢essing of itemo ond indulge in either ¢reation of new
¢ommoditiec or in value addition. It may involve aronge of mechonic¢al/monuol humon octivity wherein row moteriolc ore
tronoformed into finiched goodcon alorge acole. The final productoéon either cerve aca finiched good for cule to Customercor
acintermediote goodouaed in the production pro¢eco. Moke in Indiaregorded acanotionol moment in Indiaicbroin ¢hild of
precent NDA Government ot Centre. The mojor objective behind the initiative ic to foéus on job ¢reation ond okill
enhon¢ement in Certain prominent cectorc of the eConomy with o view to produéing high quality ctondordc with minimol
impoct on the environment. Thicpoper attemptoto moke on cnolycic of numeroucicouecond ¢hallenges for HR oyctem in o
monufocturing cector in general ond Moke in Indiomoment backdrop opecifically.

Keywords: Monufocturing aétivity, Inductrial relations, Humon Recourée Monagement, Moke in Indio.

Introduction in¢lude orgomizationol octivities like Humon Recourée
Plonning; Job Analycic, Re¢ruitment , Seleétion, Pla¢ement
followed by Orientation/Induction; Training ond
Development; Performonée Approicol ; Compencution
Adminictration in¢luding incentivec ond Fringe Benefito
ond lact but not the leact Employee Heolth, Safety ond
Welfore.

Proéeso of monogerial funétions of on orgonizoation
¢omprices of plonning, orgonizing, ctoffing, directing ond
¢ontrolling in¢luding ¢oordination. Several otrotegies ond
techniquec are adopted for the effeétive implementotion of
the boci¢ monogerial funétions. Univercol appli¢ation of
monogement proc¢ecs ic there for ony orgonizotion
irregpective of focto oo to whether it cervi¢e or produét  Both external ond internal foctors have on impac¢t on HRM
enterprice. Four Moi.e. mochinery, money ond motericlcond  polic¢y framework. A briefreview icacfollowo:

monpower ¢ondtitute pillarc of on enterprice. Three Eci.e.
efficient, effective ond economical monogement of thece
moke ochievement of pre-loid goolo of on orgomicotion ¢  Economic Changes ( due to globalization ond recultont

External Factors

pocoible. Where machinery, money ond moteriolc recource internotionol ¢ompetition troditional HR procticec like
aope¢t i of non-living noture, monpower i.e. humon hiring ond ¢ompencotion divercifying to more HR
recource icof living nature. Aca consequende, it Conatitute procticeshaving ¢roco-¢ultural romifi¢ationsetc);

indiopencoble factor ond hoppenc to bec¢ome the cource of
ochieving Competitive oadvontoge for omy orgonizotion
becauce of itc Capability to convert the non-living ¢ategory
recouréec (money, mochine, methods ond materiol) in to
output (produét/cervice). ¢ National Culture (molding cnd developing oppropriote
atru¢ture ond methodofor effec¢tive HR procticeo).

e Technological Changes ( impocting the woy we work,
the rolec we undertoke ond the interactions through
which work getodone)

However, HRM poli¢iec are decigned ond implemented in
the compony by the HR people who are recponaible for *  Industry/Sector Characteristics (noture of inductry
enouring ac¢hievement of deaired torgetc ond goalo for on ond proceosec thereof nececoitoting different HR
enterprice. Theoe poli¢iec are formuloted by identifying the procti¢eo).

needo ond oopirationc of the employeec via Collecting
information from various couréec. Speéifically, the HR
poli¢iec pertain to motterc like proéurement; maintenonce;
utilization ond development of workforée. HRM funétionc

* Legislations /Regulations( every country having
¢rafted o cet of legiclative meaocures for regulating
humon recouré¢e monogement procticeo)
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Actions of Competitors ( with a view to gaining o
¢ompetitive edge or o locting ond cuctoined odvontoge
over competitorcin view of volotile morket oyctem)

Action of Unions (the precence or obcence of unioncin
orgomnizotiono)

Globalization (HRM procticec being more prone to
lo¢al ¢ultural influenéecto be modified with a view to
moking them workable)

Internal Factors

Orgonicotion Size (determine the requiremento for o
aeporote HR deportment)

Orgoniocotional  Structure (offecting  flexibility ond
integration of monpower)

BucinecsStrategy ( goining competitive advontage)

Humon Recource Strategy ( from intenoity ond divercity
point of view)

Hictory, Tradition ond poct procticec (to generate
recictoncée to chonge )

Top Monogement ( itc cupport being indicpencoble in
deaigning ond implementing HR policieo)

Line Monogement (being recponaible for ¢reating
value)

Power ond Politico ot Workplace ( exhibited by peera,
aubordinotecond cuperiorsolike)

Thece factorcocawhole tend to affect (directly or indirectly)
employee’s ottitude, employee- employer relationo,
finonéiol performonée, employee productivity eté. which
ultimately ¢ontribute to overall corporate performonce.

Objectives of Study

It icamaotter of fact that noture of activity of on orgemicotion
playca definite role oo for ac HR procticecto be undertoken
ore ¢oncerned. Adoption ond procticec of HRM in «
monufocturing aector ore dractically different from cervice
cector. Aca concequence, the very nature of octivity playca
deciaive role in determining HRM funétiona. The inctont
article icon ottempt to aCon multiple icouecond ¢hollengecof
humon recourée monogement porticulorly in foctory
enterpricec.

Manufacturing in India: A Bird’s Eye View

Monufocturing octivity involvesuce of mochineg, tools ond
lobour to produce goodo for uce/cule. Monufoéturing
inductry refercto thoce inductriec whic¢h are involved in the
monufocturing ond proc¢ecoing of itemoond indulge in either
¢reation of new ¢ommodities or in volue oddition. It moy
involve o ronge of mechoni¢ol/monual humon oétivity
wherein row moteriolo ore troncformed into finiched goodo
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on a lorge oole. The final producto ¢on either cerve oo o
finiched good for cule to Cuctomercor acintermediote g00ds
uced in the production pro¢eco.

Monufoéturing inductriec ¢ome into being with the
o¢éurrenc¢e of te¢hnologi¢al ond ococio-eéonomié
tronoformationc in the Weatern ¢ountriec in the 18th-19th
¢entury. Thicwoo widely known oo inductrial revolution. It
begon in Britoin ond reploced the lobour intencive textile
production with mechanization ond uce of fuelo
Monufocturing indudtriec are the ¢hief weolth producing
aectorc of on etonomy. Thece indudtriec uce voriouc
te¢hnologies ond methodo widely known oo monufoturing
pro¢ecoc monogement. Monufoéturing inductriec ore
importont for on e¢onomy oo they employ lorge number of
people ond pooess o cumulative effect in employment
generation.

In a free market e¢onomy, monufoéturing icucuolly direéted
toword monufocture of products for cule to conoumerc ot o
profit. In a ¢ollectiviat eConomy, monufocturing ic more
frequently directed by the ctate to aupply aéentrolly plonned
e¢onomy. However, in o free market economy,
monufocturing o¢éurc under come degree of government
mode rulecond regulations. However, for firmoengoged in
monufocturing octivities, adoption of ¢oat leaderchip ic o
moin otrotegy uced in order to cove ¢ootc in every pocaible
waoyy to otay ohead of competitora.

Monufoéturing in India got o renewed puch with Moke in
India compaign recently in September 2014. Dominating
opirit behind thicmoment hoobeen ¢onviction to cee Indio oo
on emerging forée aomoct competitive dectinotion in global
opace becouce of itc young monpower advontage. Moke in
Indiaregorded aconationol moment in Indiaicbroin ¢hild of
precent NDA Government ot Centre. Main oim of initiative
loun¢hed by the Government of India ic to encourage
national acowell acomulti-notionol componiesto monufacture
their produétcin Indio. It woo lounched by Prime Minicter
Norendra Modi on 25 September 2014. The mojor objective
behind the initiative ic to focus on job ¢reotion ond okill
enhon¢ement in ¢ertoin prominent ceétorc of the eConomy
with a view to producing high quolity otomdordc with
minimal impaét on the environment. Moke in Indiochopecto
attroct Capital ond technological invectment in Indio ond
focuseo on the twenty-five ceétors of the e¢onomy viz:
Automobilec ond Automobile Components; Aviation;
Biote¢hnology; Chemicals; Conctruétion; Defence
monufocturing; Ele¢trical Machinery; Electroni¢ oyctema,
Food Pro¢eaoing; Information Tec¢hnology ond Bucinecso
Pro¢eos Monogement; Leather; Media ond Entertainment;
Mining; Oil and Goo, Phormogéeuti¢ols; Portoond Shipping;
Roailwoys, Renewable Energy; Roadoond Highwaya, Space
ond ootronomy; Textiles ond Gorments; Thermal Power;
Touriom ond Hoopitality ond Wellneoo. All thece ceétorc
deploy humon recource in a.conaiderable way.
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An enobling eco oyctem hacbeen ¢reated to focilitate Moke
in India compoign. Amonget variouc oteps, foreign equity
¢apoin varioucaectorchad been reloxed. The opplication for
licencec woo made avoiloble online ond the validity of
licences wao inéreaced to three yeorc becides reloxing
voriouc other normo and proéedures. Ac per the new Govt.
Poli¢y 100% FDI icpermitted in oll the above cectors, exéept
for opace (74%), defence (49%) ond newomedia (26%).

Goal Posts of Make in India

To inéreace ond focilitate Foreign Direct Inveotment in
India ond ¢onvinéing Indion ond Foreign componiecto
produce their goodoin India;

To generate new employment opportunitiecin Indios
To ottract flow of foreign Capitol in Indiom e¢onomy;

To help ¢reate ademond of okilled and trained people in
opecifi¢ ceétorato cutiofy the demand for well equipped
monpower in different cectorcof eConomys;

To help build ond improve the brond nome of India in
global londCape.

India hao been ond icrich in notural recouréec with limited
exploitation potentiol. It iocbe¢once of theae handi¢opa thot
country foiled to keep pace with other monufocturing
notionain world like Chino, Germony eté. The vicion behind
Moke in Indiaiicto uce India’cuntopped potential to develop
itoinduatriol ceétoro. Indiaicbleared with labour advontoge
which ic availoble in plenty. India ronko low on the eace of
doing bucinecs due to numerouc factors. Outdated lobour
lawo and over reguloted Governonée in Indio are Certoin
foctorchindering bucineschoucesin India acwell ac abroad
chy away from moking inveotmentcin Indio.

HR Issues and Challenges in Manufacturing

Procticing HR in o monufocturing plont ic droctically
different thon in on office ond ofcordingly icouec ond
¢hollenges for procticing HR oyotem in o monufocturing
aector are dractically different from cervice cector. Moot
prominent icouec to be addreced by HR people in former
pertoin to motterowhich may, inter alia, in¢lude:

Procurement of Manpower Issues.

Recéruiteroin monufocturing cector are opecifically finding it
tough to attroét okilled monpower due to variouc icouec.
Prominent amongot thece pertain to ¢ontemporory high
boom of Information Te¢hnology Inductry ond ¢oncequent
demond for IT Profescionals. It may be due to the foct that
there exiotc o defic¢ient infroctrué¢ture neor moct of the
monufoéturing unitc ond it ic difficult to attroct good
monpower to thece unita. Ac per unconfirmed dota, 80% of
workforée in monufoturing firmo ic working ac ¢ontract
lobour. Abaencée of permonent ond cecured working tenure
icouecdo affe¢t Make in Indio.compoign.
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Nature of Work.

Some of the modat noti¢eoble differenéesbetween working in
on office ond o monufocturing focility ore the working
¢onditionc. HR profeasionols in monufecturing plontc ore
expoaed to o variety of noices, amells, temperatures, work
hourc ond-depending on the pro¢eses-dirt. Avoiding thece
¢onditionomay be neither pocoible nor deairoble. HR people
are required to opend amojor port of dory on chop floor. In on
office environment, if there’c a work or non-work related
problem, employeec opproach HR people, whereoos in
monufocturing, HR people goeo to them with a view to
addrecoing thece problemc For inctonée, in foctoriec
engaged in day-night working, ollo¢ation of workforce for
oll three chiftc needs a balonced opproach on port of HR
deportment with o view to encuring minimum obcenteeiom,
avoiding overlopping from eConomié, effi¢ient and effective
utilicotion of both people ond machinery. Proceces of
monufaéturing required to be c¢ompatible with
environmentol lawo of lond ic enother orea of ¢oncéern for
HR department of monufoéturing orgonicotion.

Communication.

Getting out on ochop floor ic important beéauce
¢ommuniéoting with monufocturing employeec ic onother
¢hallenge for HR profeasionals. For atorters, you ¢on’t juct
®nd o moos e-moil informing employeecs of the new
retirement plon be¢ouce moct perform phyaical jobson chop
floora. Moreover workforée being cemi-literate, they ore
leact ICT modecouvvy. Thicfaét placec greater Semondcon
HR in ¢ommunicating with monufocturing employeeo. For
inctonce, on HR profecoional tolking to line workers obout
variouc employee related icouec like voried leave mottera,
ohift working, hourc of work, weekly offc, holidayc etc.
eligibility may have to toke extra effortc to moke the
lobourercunderctond ond obide by.

Health, Safety and Welfare.

Monufoéturing octivity ic Dirty, Dangerous ond Difficult
ond hencée icCharaéterized by three D oyndrome . There goec
o ouying thot o healthy body ic more produétive. Ac
monufocturing activity ic dirtier, there ic ever felt
requirement to keep workploce neot ond ¢leon. Heolth
proviaiono oo ctipulated in Foctories Act, 1948 (SS.11-20)
ore minimum bené¢hmorke to be complied with by foctory
orgonizationo. HR department of fuctory orgomizationc to
whom the A¢t ic applic¢able are bound only to comply with
theae provicioncond cubmit itc¢omplionce report to Factory
Ingpectorate of the areo.

“Sofe workploce returnc more profits’ ic o recearch baced
adoge of induatrially advonéed world. SS.21-41 of Factories
Act, 1948 requirec Covered factory orgomizationc to moke
their workplocec aufe. Ao a ¢oncequence, HR profescionalc
in monufoéturing aétivity ore bound to toke ocofety of
employeec very ceriouoly. They opend a great deal of their
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time Creating oworeneco omongot employeec regording
varied oofety procticesc. Where employees ore to be
aenaitized to operate the mochinery ond equipments, they
have to troin employeec on cufety icouec too. Beaideq,
obedienée of cofety inctructionc ond weoring of cufety
gadgeto while working ic aloo to be encured with o view to
avoiding ac¢éidents ond recultont oboenteeiom. In Cace of
ac¢identa, offected employee icto be provided poct-acéident
medical treatment ond core. Reporting of occidento to
outhoritiesiconother job to be performes by HR people. For
the purpoce of avoiding ito reoééurrenée in future, the
reaconc for come have to be invectigated too. Moreover,
employment of Young percong, Adolectentoond Women are
to be enoured oo per provicionc of Act. In nutchell, HR
people have to work with poli¢y mokercond government to
moke better cufety normo ond poli¢ies to avoid numerouc
¢aoualtiesond heolth hozardao.

Lobour welfare ic one of the cubje¢t motter of HRM.
Concern for welfare of lobour hacbeen exprecoed by Dorabji
Totathuo: “The welfore of lobouring ¢lacomuct be one of the
firat ¢orec of every employer. Any betterment of their
¢onditionc muct pro¢eed more from the employerc
downword rother thon be foréed by the demondcfrom below,
oin¢e lobour contented, well- houced, well- fed ond
generolly well looked ofter, ic not only on oooet ond
advontoge to the employer, but cerveacto raice the otondord of
induatry ond labour in the ¢ountry.”

SS.41-50 of Foctories Act, 1948 mokeo it obligotory for
factoriesto provide welfore meacures. Acper S.50 of A¢t, it
ic ¢ompuloory for foctories employing 500 employeec to
employ Lobour Welfare Offi¢er whoaoe qualific¢ationg, duties
ond recponaibilitiesore to be otipulated by appropriate State
Governmentac. Therefore, Labour Welfare Offi¢er happenc
to be a otatutory offic¢ial whooe dutiec are to encure legal
¢omplionc¢e of Factory Act et¢. Lobour Welfare Officer
¢ondtitutecline funétionory in HR deportment. So, icouec oo
regordc welfore of lobourerc in foctory orgonizotions ore
onother regponaibility of HR deportment in monufocturing
orgonizationa.

Labour/Employment laws.

Indiagot independence in 1947 ond adopted aparliomentory
form of government. The Preamble to the Conctitution
wedded the Indion oyctem of odminictration to o Welfore
State which ctrivecto look after the lot of all, parti¢ulorly the
needy ond have-nots of cociety. With a view to putting
Indion economy on road of focter development, the
Government of Indio. went in for mixed eéonomy, ¢o-
exiatence of Publi¢ ond Private ce¢torc ond embaorked upon
Five-Yeor plono to implement itc micoion of economié
development. In light of thicreality it 10id down anumber of
lobour lowo to deliver coc¢io-eConomié jucti¢e oo enchrined
in the Preomble to the Conctitution. In India, all lowo
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emonote from the Conctitution of Indic. Under the
Condtitution, lobour ica concurrent lict cubject, i.e. both the
Central ond Stote governments ¢on enoct lobour legiclation,
with the ¢lonce thot the State legiclature ¢omnot enoct o law,
whic¢h icrepugnont to the ¢entral low. Lobour lowo in India
¢om be Categorized under three Categoriec:

1) Protective ond Employment legiclation;
2) Sociol Security legiclation;
3) Regulatory legidlation.

The firct cotegory in¢ludecouch ActcacFaétoriecAét, 1948;

Minimum Wogeo A¢t,1948; Payment of Bonuc Aét,1965;
Poayment of WogesAc¢t,1936. The ce¢ond Category hacAéto
like Employees’ Stote Inocuronée Act, 1948; Payment of
Grotuity,1972; Employees® Provident Fund ond Pencionc
Ac¢t, 1952 ¢on be ceen. The Indudtrial Dicputec Act,1947;
The Inductrial Employment (Stonding Orderc) Act,1946;
ond The Trade Union Act, 1926 ¢on be regorded oo
Regulotory legioclationa.

It wacin ¢onnection with Moke in Indic micoion thot éertoin
reformo in lobour laweo were required to update legiclotive
oyotem to addrecs the need of the hour ond to moke them
more effeétive ond contemporary to the emerging economic
ond inductrial aCenario. Aécordingly, Minictry of Lobour &
Employment hove of late hoo token ceveral reform
initiotives, both legidlotive reformo oo well oc Governanée
reformothrough uce of technology, to reduce the complexity
in ¢omplionce ond bringing tronoporency oand occountobility
leading to better enfor¢ement of the Lobour Lawao. Theoe
initiotiveo, inter-olia, in¢lude:

*  Enhon¢ing the ¢eiling of woge limit for the purpoce of
eligibility for Bonucond for the purpoce of ¢al¢ulation
of BonucsaoRa. 21,000/- per month ond Ra. 7,000/- per
month reopeétively by amending the Payment of Bonuo

Act1965.

Prohibition of employment of ¢hildren below 14 yeorc
in all o¢éupationcond proc¢ecrecthrough omendment in
the Child Labour (Prohibition & Regulotion) A¢t, 1986.

Extending the coveroge of Employeec Stote Incuronée
by inéreace in the woge Ceiling from Ro 15000/- per
month to Ra. 21000/- per month.

Enobling provicion under the Payment of Wogeo Act
1936 for payment of wogesthrough Bonk aééounta.

Loun¢hing of unified Shrom Suvidho Portal for
allotment of a Unique Lobour Identifi¢otion Number
(LIN) for ectoblichments, filing of celf-Certified ond
oimplified Online Annuol Return ond o troncporent
Lobour Ingpection Sc¢heme through c¢omputerized
oyotem
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Portobility of Employeec Provident Fund ac¢éounto
through Univercol A¢¢ount Number (UAN)

Whether or not the compony icunionized, HR profecoionalc
in monufocturing need to be equipped with requicite
knowledge of varied lobour/ employment lowo. Creotion of
inctitutionol crrongement of Lobour/Employment lowec hoo
been becouce of the foct that on oftoining independence,
India adopted role of o Welfore Stote. Fundomentol
freedomo have been gronted to Indiomc for growth ond
development olbeit ¢ertoin rectri¢tions. Conduct of bucinecs
cnywhere in ony port of Country, though o fundomental right
ic permitted ocubject to fulfillment of Eertain opecifi¢ rulec
ond regulationcacopedified in variousLobour/Employment
lowo. HR monogerc hove to comply with numerouc legol
obligationa. In the pro¢eas, they have to deal with numerouc
offi¢ialc of Government Lobour Department inéluding
Lobour Judi¢ial Officerc. For inctomée, provicionc of
Induactriol Employment (Stonding Orderc) Act, 1946 mokec
it obligatory for indudtriol ectoblichmentc with minimum
100 workercto get the termoond ¢onditionsof employment
formally ¢ertified from appropriote government cuthoritiec.
Getting them formally certified ic one of the ¢hallenges
before HR departments.  Filing of onnuol returnc under
numerouc Lobour Lowg, reprecentotion of monogement
before legaol authorities in inductriol dicputec proceedingg,
enauring ¢omplionée with onti-pollution lowo are Certain
activitiecof HR Perconnel of Monufocturing enterpricec.

Trade Unions.

Unlike offi¢e environmentc, mony monufocturing foéilitiec
ore unionized. HR Pro¢urement; Mointenonce; Utilicotion
ond Development procti¢ecare likely to be undertoken in o
different peropective. For inctonce, monogement of afoctory
may hove to enter into on agreement with reCogniced trode
union to fill/upgrode a porticulor peréentoge of pocitionson
the re¢commendation of trade union. Ac per S.9-A of the
Inductriol Dicputes A¢t,1947 indudtrial ectoblichmento are
duty bound to give advance notice of 21 daycto regictered
trode union/unioncto encure introduction of new technique,
new work chift eté. to get them on page with a.view to having
omooth cuiling. Moreover, cometimes in determining
porameterc performoncée opproioulc of lobourerc prior
¢oncent of Trode unioncacregardcperformonée porometerc
have to be encured.

Collective bargaining.

With o view to maintoining inductriol peace, monogementc
of monufocturing orgonizationomay be recorting to face to
face negotiotiono with recognized trade union/joint
reprecentative body (in Cace of multiple trode uniono)
wherein Certain ogreemento for a porticulor durotion ore
entered into. Ag, negotiotioncore not one time affoircond ore
ongoing octivity by itc very noture (interpretationc ond
¢omplionce point of view), that mokeo it to be on icoue of
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prominence in itcelf. For holding face to fuce negotiotion ,
where HR deportment undertokec onerouc tock of
equipping venue with befitting dicturbancée free phyaical
ombience, on the other hond during morothon cecoiono HR
monogerc ot ac ice breokersin an eventuality of deadlock
aituation.

Employee-Employer Relations.

Henry Ri¢hordcon viewe “Inductriol Relotionc oo the ort of
living together for the purpoce of producétion. It refercto the
activity whereby the ownerc of the meonc of production
(employerc) ond thooe of methodo of production
(employeec)—oecide the termoond conditioncot which the
lotter will work for the former. It ic o Synomic octivity ond
tokeo ploce in the ¢ontinuoudly ¢honging co¢io-eConomié
environment of the modern oge thereby meoning omny
ogreement reached on termoond ¢onditionc of employment
remoinctemporory”’

Similor views find on e¢ho in V.B. Singh to whom
“Inductrial Relationcicacet of functional  interdependendée
involving hictorical, eéonomié¢, coéiol, poychological,
demogrophi¢, technological, o¢éupational, political omd
legaol variobles”

Ac ¢ompored to cervice cector, monufocturing cector
employc ¢omporatively illiterote/cemi-literate workforce.
Acaconcequence, the Employee-Employer relotioncicouec
be¢ome more ¢hallenging which, more often thon not, ore
more rudimentory in noture. For effi¢iently recolving thece
iooues, HR profecoionalc need to be more vigilont ond
diplomati¢ in addition to devoting time to value-06ded HR
octivitiea,

Conclusion

An orgonization'sc humon recourc¢e monogement ctrotegy ic
ought to moximice return on invectment in the orgonization's
humon copital ond minimice finonéiol rick. It ceeko to
achieve thio by aligning the oupply of okilled ond qualified
individuolo ond the ¢opobilities of the ¢urrent workforce
with the orgonicution's ongoing ond future bucineds plong,
requirementc to moximice return on inveotment ond cecure
future curvival ond cuééeao.

HRM procticeo refer to orgonizotional octivitieo (like Zero
defeét Procurement inc¢luding rightful placement;
Mointenon¢e ¢ompriocing of oppropriote  remunerotion
oyotemo; Utilication ac¢éomponied by 360 Jegree
performance approicolc ond Development involving  latect
training ond leorning meaocureo) dire¢ted of monoging the
pool of humon recouréecond encuring thot the recouréecore
employed towardo the fulfilment of orgonizational goola.
HRM practices get affe¢ted by externol foctorc like
E¢onomi¢ Chonges, Tec¢hnologi¢al Chonges, Nationol
Culture; Inductry/Se¢tor Charoctericti¢o, Legiclationo
/Regulations; Aétiono of Competitors, Aétion of Uniong,
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Globalizotion ond internal foétorc like Orgomicutional
Structure; Buoineos Strategy; Humon Recource Strotegy;
Hictory, Tradition and pact practices; Top Monogement;
Line Manogement; Power and Politi¢o ot workplace. Theoe
factoro affect, directly or indireétly, other variobles cuch oo
employee’s attitude, employee- employer relotiong,
finonéiol performonée, employee productivity eté. which
ultimoately ¢ontribute to overall corporate performonce.

However, icoues ond c¢hallenges for HR oyotem in o
monufocturing cector are dractic¢ally different from cervice
aector. Moot prominent oreos to be oddreced by HR
monogerc in former pertoin to icouec whi¢h may, inter olio,
in¢lude Negotiationowith trode unions in ¢ace of unionized
workploce ( interpretotion implementation, ¢omplionce
etc.); Concerncobout workercoufety (training employeeson
oufety procedurec, inveatigating accidents etc.);Nature of
Communication network (talking to line workerc about
fomily ond medical leave etc.); Blue-Collor Employee
Relationo Iooues (being leso educated workforce, icouec
found often more rudimentory) ond Dictinét noture of
octivities in monufocturing ceétor (proc¢ecs- opecifi¢ noicea,
omellg, temperatures, work hourceté.)

Timeooare ¢honging ond ¢honge being conctont, the waycof

undertoking workcare bound to ¢honge. To be cu¢éeooful in
the ¢urrent ropidly-c¢honging world, we need to moximize
the productivity of oll of our recouréec-- phyaical, finonéial,
information ond humon recourc¢es. A goal of HRM ic to
improve the performonée of orgomicutions in general ond
monufoéturing enterpricec in porti¢ulor by moximizing the
efficiency and performonée of people with a.view to having
¢ompetitive oadvontoge in Contemporory Liberalized,
Privoticed ond Globoliced worl.
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