
S.Y.B.B.A.SEM-III (AICTE Syllabus)      

Sub : Human Resource Management 

Unit – 1 Introduction to Human Resource Management (HRM) 

 HRM : Meaning, Objectives, Characteristics  
 Strategic HRM 
 HRM in Global competitive Environment 

 

HRM: Meaning, Objectives and Characteristics 

Meaning, Definition 

Human Resource Management (HRM) can be defined as a set of policies, practices, and 
programmes aimed at maximising both personal and organisational goals. It is the process of 
binding people and organisations together so that the objectives of each are achieved. 

According to Flippo, HRM is the planning, organising, directing, and controlling of the 
procurement, development, compensation, integration, and maintenance of human resources 
so that individual, organisational, and societal objectives are accomplished. 

According to the National Institute of Personnel Management of India, HRM is the part of 
management concerned with people at work and their relationships within the organisation, 
bringing together the men and women who make up an enterprise so each can contribute their 
best, both individually and as part of a working group. 

Scott and others describe HRM as the branch of management responsible, on a staff basis, for 
the relationship between management and employees, and among employees themselves, along 
with the development of individuals and groups. Its goal is maximum individual development, 
sound employer-employee relationships, and the effective shaping of human resources, as 
distinct from physical ones. 

Jucius defines HRM as the field of management concerned with planning, organising, and 
controlling the procurement, development, maintenance, and utilisation of a workforce, such 
that: (a) the company's objectives are achieved economically and effectively; (b) the objectives 
of employees at all levels are served to the fullest extent possible; and (c) the objectives of 
society are also served. 

 

 

 



Objectives of Human Resource Management 

HRM's objectives stem from the organisation's basic goals and require integrating employer 

and employee interests. They can be summarised as follows: 

 

(i) Help the organisation reach its goals through well-trained, well-motivated 

employees.  

(ii) Use employees' skills and knowledge efficiently.  

(iii) Enhance job satisfaction and self-actualisation by helping employees realise their 

full potential.  

(iv)  Build and maintain productive, respectful, and internally satisfying working 

relationships among members.  

(v) Promote individual development through training and advancement opportunities.  

(vi)  Integrate individuals and groups with the organisation by aligning their goals with 

organisational ones.  

(vii)  Develop and maintain a quality work life that makes employment a desirable 

personal and social experience.  

(viii) Maintain high morale and good human relations.  

(ix) Uphold ethical policies and behaviour, both inside and outside the organisation.  

(x) Manage change to the mutual benefit of individuals, groups, the organisation, and 

society.  

(xi) Recognise and satisfy individual and group needs through suitable monetary and 

non-monetary incentives. 

 

In short, HRM seeks to (a) achieve organisational goals economically and effectively, (b) serve 

individual goals as fully as possible, and (c) preserve and promote community welfare — 

accomplishing societal, organisational, and individual goals together. 

 

 

 

 

 



Characteristics of Human Resource Management 

1. Comprehensive Function. HRM covers all people at all levels — workers, 
supervisors, officers, and managers. 

2. People-oriented. HRM deals with employees as individuals and groups, aiming to fit 
individuals, jobs, and organisations together so the goals of each are met. 

3. Action-oriented. HRM focuses on solving human resource problems rather than 
record-keeping, to achieve both organisational and employees' personal goals. 

4. Individual-oriented. Every employee is treated as an individual, with programmes 
designed for their satisfaction and growth. 

5. Development-oriented. HRM aims to develop employees' potential so they gain 
satisfaction from their work and give their best to the organisation. 

6. Pervasive Function. HRM exists in every organisation and function — not just 
industry, but also government, armed forces, and sports bodies. While an HR 
department gives expert advice, the authority over people rests with operating 
executives, so HRM remains every manager's responsibility — a staff function but a 
line responsibility. 

7. Continuous Function. It's an ongoing process, not a one-shot task. As Terry noted, it 
"cannot be turned on and off like water from a faucet." 

8. Future-oriented. HRM secures competent, motivated employees to help meet future 
organisational goals. 

9. Challenging Function. Since people have emotions and can't be treated like machines, 
managing them requires tact. 

10. Science as well as Art. HRM combines organised principles (science) with creative, 
skilled application (art). 

11. Staff Function. HR managers advise rather than produce or sell; their success is judged 
by the organisation's overall performance. 

12. Young Discipline. HRM emerged only in the late 19th century, newer than fields like 
manufacturing or marketing. 

13. Interdisciplinary. HRM draws on sociology, psychology, anthropology, and 
economics to address human problems. 

14. Nervous System. Like the nervous system in the body, HRM isn't a separate add-on — 
it's embedded throughout the organisation's structure and inseparable from management 
itself. 

=============================== 

 



Strategic HRM 

Strategic Human Resource Management 

 

Meaning of SHRM 

SHRM aligns HR policies and practices with an organisation's long-term goals and business 
strategies, ensuring the right people with the right skills are available to achieve objectives and 
gain sustainable competitive advantage. It integrates HR planning with strategic planning 
rather than treating HR as a purely administrative function. 

What Is SHRM? 

HRM needs its own functional strategy — formulating and executing policies that build the 
employee competencies and behaviours the company needs to achieve its strategic aims. 
SHRM can be defined as integrating HRM with corporate strategy to improve business 
performance and achieve organisational goals, treating HR as a strategic partner in shaping and 
implementing company strategy through recruiting, selecting, training, and rewarding 
personnel. 

SHRM centres on improving competitive performance by using human resources more 
effectively, based on the belief that people are uniquely important to sustained business success. 
Its aim is to ensure the organisation's culture, style, structure, and the quality, commitment, and 
motivation of its employees fully contribute to achieving objectives. 

 

Strategic HRM differs from traditional HRM:  

Traditionally, HR is a staff/advisory, operational function managed by specialists within legal 
and company rules. Under SHRM, responsibility for managing people shifts largely to line 
managers, with HR policies and activities aligned to organisational objectives — encompassing 
everything that shapes employee behaviour in formulating and implementing business strategy. 

 

 



Difference between Corporate-Level, Business-Level 
and Functional-Level HR Strategies 

Basis 
Corporate-Level HR 
Strategy 

Business-Level HR 
Strategy 

Functional-Level HR 
Strategy 

Meaning 
HR strategy for the entire 
organization. 

HR strategy for a specific 
business unit. 

HR strategy for specific 
HR functions and daily 
HR operations. 

Focus 
Long-term organizational 
growth and leadership. 

Building a competitive 
workforce for a business 
unit. 

Efficient execution of 
HR activities. 

Objective 
Support corporate growth, 
expansion, and 
diversification. 

Improve 
competitiveness, 
productivity, and 
customer satisfaction. 

Implement HR policies 
efficiently. 

Decision 
Makers 

CEO, Board of Directors, 
CHRO (Chief Human 
Resources Officer), Top 
Management. 

Business Unit Head and 
HR Business Partner. 

HR Manager, 
Recruitment Manager, 
Training Manager, 
Payroll Manager. 

Scope Entire organization. 
Individual business 
division. 

HR department only. 

Time 
Horizon 

Long-term (5–10 years). 
Medium-term (1–5 
years). 

Short to Medium-term 
(daily to 3 years). 

Major HR 
Activities 

Workforce planning, 
leadership development, 
succession planning, 
organizational culture, 
talent management. 

Recruitment, 
performance 
management, employee 
engagement, competency 
development. 

Recruitment process, 
induction, training, 
payroll, compensation, 
appraisal, employee 
welfare, compliance. 

Performance 
Measure 

Organizational growth 
and leadership pipeline. 

Market share, 
productivity, employee 
performance. 

HR efficiency, employee 
satisfaction, compliance, 
timely HR services. 

 

 

 

 



HRM's Role in Strategy Formulation.  
A company's overall strategic plan is formulated by identifying, analysing and balancing its 

external opportunities and threats with its internal strengths and weaknesses, HRM can play a 

vital role in environmental scanning so as to identify and analyse external opportunities and 

threats that may be crucial to the company's success. HRM is in a unique position to provide 

competitive intelligence that can be useful in the strategic planning process. Information 

regarding incentive plans being used by the competitors, customer complaints, pending labour 

laws, etc. can be made available to strategy makers. 

HRM also participates in strategy formulation process by supplying information concerning 

the company's internal strengths and weaknesses, which can have a determining effect on the 

availability of the firm's strategic options. In several instances, the unique HR capabilities of 

an organisation has served as a driving force in strategy formulation. For example, the IT major, 

Infosys has developed unique human resource capabilities that provide the firm with a 

competitive advantage enabling it to provide fast and high-quality service to clients-foreign 

and Indian. 
 

HR's Role in Strategy Implementation.  
HRM plays a crucial role in the successful execution of a company's 

strategic plan. An excellent strategy will fail to achieve business goals in the 

absence of competent and motivated workforce. 

HRM supports execution of strategy in other ways as well. For example, 

HRM is actively involved in strategy implementation in the form of 

downsizing and restructuring, through outplacing employees, instituting 

performance-based pay plans, reducing health care costs, and retraining 

employees. HR practices that build employee commitment can improve an 

organisation's performance in an increasingly global marketplace. 
 

 

 

 



Implementation of Strategic Human Resource Management 

1. The HR Function. A shift is needed from traditional to strategic HR functions. Surveys 
show only 10% of HR costs go to strategic planning, the rest to administration and 
compliance. HR managers must develop competencies to act as strategic partners in 
realising the organisation's overall strategy. 

2. The HR System. HR systems must be strategically aligned with organisational strategy, 
supporting a high-performance workforce and focusing on innovation, empowerment, 
and performance. 

3. Employee Behaviour. Since people influence organisational performance through their 
behaviour, HR must be integrated into performance measurement by linking HR 
deliverables to strategy implementation. Becker, Huselid, and Ulrich propose a seven-
step model: 

 Step I – Define Business Strategy: Clarify goals so employees understand their role 
and success can be measured. 

 Step II – Build a Business Case for HR: Once strategy is clear, HR professionals must 
justify how HR supports it. 

 Step III – Create a Strategy Map: Begin by examining the company's strategic 
objectives. 

 Step IV – Identify HR Deliverables: These include performance drivers (people 
capabilities like productivity or satisfaction, company-specific) and enablers (methods 
reinforcing drivers). HR managers map both, linking deliverables to firm-level 
performance drivers. 

 Step V – Align HR Architecture: Structure HR systems to deliver on key performance 
drivers, reshaping strategy periodically as needed. 

 Step VI – Design the Measurement System: Develop sophisticated measures for each 
deliverable based on correct drivers and enablers. 

 Step VII – Implement Management by Measurement: Regularly review deliverables 
for strategic relevance, replacing any that no longer serve a strategic role. 

The HR scorecard links people, strategy, and performance to add value. Its benefits include: 

1. Creating value and reducing costs. 
2. Helping HR professionals manage strategic responsibilities effectively. 
3. Improving accountability. 
4. Showing HR's contribution to strategy and the bottom line. 
5. Distinguishing HR "doables" from HR deliverables. 
6. Enabling management of HR as a strategic asset. 

 

An effective scorecard rests on: (a) A high-performance work system. (b) Key HR deliverables 
that strengthen HR's strategic role. (c) A system aligned with strategy. (d) Efficient generation 
of deliverables. 



Role of HR Professionals in Strategic HRM 

Due to globalisation and economic liberalisation, companies now compete 

not just locally but globally. To stay ahead, they must build competitive 

advantages — high-quality products, a strong brand, excellent customer 

service, and innovation. Since these depend on people rather than machines, 

HR professionals play a key strategic role. 

HR professionals help achieve long-term goals by managing people 

effectively, ensuring employees' skills and efforts align with business 

strategy. They act as a bridge between organisational goals and employee 

ambitions — career growth, satisfaction, and development — working with 

top management to link recruitment, training, appraisal, and rewards to 

strategic plans. 

In Strategic HRM, managing people isn't limited to the HR department 

alone; top management and all managers share responsibility, since people 

are the company's most valuable asset. 

HR professionals can turn human resources into a competitive advantage 

by: 

(i) Recruiting people with the right intellectual and emotional 
capital.  

(ii) Offering a high-quality work life through enriched jobs.  
(iii) Empowering work teams to boost performance.  
(iv) Using development-oriented appraisals.  
(v) Supporting continuous development and career progress.  
(vi) Encouraging personal innovation and creativity.  
(vii) Energising and inspiring people at all levels. 

======================================= 

 



HRM IN GLOBAL COMPETITIVE ENVIRONMENT 

 

Meaning of HRM in Global Competitive Environment 

Globalisation has connected markets, businesses and people across countries. 
Companies now compete not only with local firms but also with foreign companies. To 
survive in this competition, organisations need skilled, productive and innovative 
employees. Therefore, Human Resource Management (HRM) plays a strategic role in 
creating a competitive advantage through people. HRM focuses on recruiting, 
developing and managing employees so that organisational goals can be achieved 
effectively. In a global environment, HRM must handle employees from different 
countries, cultures and legal systems.  
 
Definition: HRM in a global competitive environment refers to the management 
of human resources in organisations that operate internationally and compete in 
global markets. 
 

Characteristics of HRM in a Global Competitive Environment 

1. Managing Employees Across Countries. Global organisations employ people 
worldwide, and HR managers must recruit, train, motivate, evaluate, and coordinate 
them despite differences in time zones, languages, and business environments. 

2. Handling Cultural Diversity. Employees in multinational companies come from 
varied cultural, religious, and linguistic backgrounds. HRM builds an inclusive 
workplace through diversity training and team-building activities that reduce 
misunderstandings and improve cooperation. 

3. Developing Global Talent. Global organisations need employees with international 
knowledge, technical skills, and leadership qualities. HRM develops these through 
training, online learning, leadership programmes, and foreign assignments. 

4. Ensuring International Competitiveness. Global HRM's main goal is helping 
organisations compete worldwide by improving productivity through recruitment, 
motivation, and rewards — a skilled workforce that boosts quality, reduces costs, and 
increases profits. 

5. Adapting HR Policies to Different Nations. Since labour laws, taxation, wages, and 
cultural practices vary by country, HR managers must tailor recruitment, 
compensation, and working conditions to local regulations rather than applying 
uniform policies globally. 

 

 

 



Objectives of HRM in Global Competitive Environment 

1. To Attract and Recruit Global Talent 

One of the main objectives of HRM is to recruit the best employees from different 
countries. Organisations need skilled and talented people who can work in a 
global business environment. 

2. To Develop Employee Skills 

 Global competition requires employees to continuously learn new technologies, 
languages, and business practices. HRM provides training and development 
programmes to improve employees' knowledge and skills. 

3. To Improve Employee Performance 

 HRM sets performance standards, monitors employee work, and rewards high 
performers. Performance management helps employees achieve organisational 
goals. 

4. To Retain Talented Employees 

 Global companies face intense competition for skilled employees. HRM aims to 
retain talented workers by providing good salaries, career opportunities, rewards, 
and a healthy work environment. 

5. To Build a Competitive Workforce 

HRM develops employees who can compete successfully in global markets by 
improving their technical, communication, and leadership skills. 

6. To Manage Cultural Diversity 

Global organisations employ people from different cultures, religions, languages, 
and nationalities. HRM promotes equality, inclusion, and respect among 
employees. 

7. To Increase Employee Motivation and Engagement 

Motivated employees work more efficiently and contribute to organisational 
success. HRM uses rewards, recognition, promotions, and employee participation 
to increase motivation. 

8. To Ensure Compliance with International Labour Laws 

Different countries have different labour laws regarding wages, working hours, 
employee safety, and benefits. HRM ensures that organisations follow these laws. 

 



9. To Support Organisational Growth 

 HRM aligns employee skills and workforce planning with business goals so that 
the organisation can expand successfully into global markets. 

10. To Improve Customer Satisfaction 

Well-trained and motivated employees provide better products and services, 
leading to higher customer satisfaction. 

11. To Encourage Innovation and Creativity 

 Global competition requires organisations to develop new products and services. 
HRM encourages employees to share new ideas and innovative solutions. 

12. To Build Future Leaders 

 HRM identifies talented employees and prepares them for future leadership roles 
through leadership development and succession planning. 

 

Forces Creating Global Competition 
Global competition means competition among companies from different countries. 
Today, businesses are no longer limited to selling products only within their own 
country. Due to globalization, technology, and international trade, companies compete 
in the global market. 

Several forces have increased global competition. These forces encourage organizations 
to improve product quality, reduce costs, adopt new technologies, and manage 
employees effectively. Human Resource Management (HRM) plays an important role 
in helping organizations face these global challenges. 

 

1. Globalisation – Expansion of Business Across Borders 

2. Liberalisation – Fewer Trade Restrictions 

3. Technological Advancement – Digital Communication and Automation 

4. Multinational Corporations (MNCs) – Companies Operating in Many Countries 

5. Customer Expectations – Demand for Quality and Innovation 

6. International Trade – Import and Export Activities 

 

 



1. Globalisation – Expansion of Business Across Borders 

Globalisation is the process by which businesses expand beyond their home country, 
connecting nations through trade, investment, technology, communication, and the 
movement of people. It allows companies to sell products, set up factories, and hire 
employees across different countries. 

While businesses once operated mainly within their own borders, today they establish 
branches, manufacturing units, and service centres worldwide, recruiting globally and 
serving customers across markets. This global reach also intensifies competition, as 
companies from different countries now compete in the same markets. 

For HRM, globalization means: 
 Recruiting employees globally.  
 Managing employees from different cultures.  
 Providing international training.  
 Following labour laws of different countries.  
 Developing global leadership.  

Advantages 
 Access to international markets.  
 Better employment opportunities.  
 Exchange of knowledge and technology.  
 Increased business growth.  

 

2. Liberalisation – Fewer Trade Restrictions 

Liberalisation means reducing government restrictions on trade and business activities. 
Governments allow companies to import, export, invest, and operate more freely. 
It encourages free trade between countries. 
Earlier, governments imposed high taxes (tariffs), import quotas, and licensing 
requirements that limited foreign businesses. Liberalisation removes many of these 
restrictions. 
As a result: 

 Foreign companies can enter new markets.  
 Domestic companies face international competition.  
 Consumers get more choices.  
 Companies must improve quality and reduce prices.  

For HRM, liberalisation requires: 
 Skilled employees.  
 Better productivity.  
 Continuous training.  
 Modern HR practices.  

 Advantages 
 More foreign investment.  
 Greater employment opportunities.  
 Better quality products.  
 Increased competition leading to innovation.  



 

3. Technological Advancement – Digital Communication and Automation 

Technological advancement refers to the development of modern technologies that 
improve communication, production, transportation, and business operations. 

Examples include Artificial Intelligence (AI), cloud computing, robotics, automation, 
digital communication, and Human Resource Information Systems (HRIS). 

Technology has made global business faster and more efficient. Companies can 
communicate instantly with employees and customers worldwide. 

Modern HR departments use technology for: 

 Online recruitment.  
 Virtual interviews.  
 Employee training through e-learning.  
 Digital performance appraisal.  
 Payroll automation.  
 Remote work management.  

Automation also increases productivity by reducing manual work. 

Advantages 

 Faster communication.  
 Higher productivity.  
 Reduced costs.  
 Better decision-making.  
 Efficient HR management.  

  

4. Multinational Corporations (MNCs) – Companies Operating in Many Countries 

 A Multinational Corporation (MNC) is a company that operates, produces, or sells 
goods and services in several countries. 

MNCs establish offices, factories, or service centres across the world. 

MNCs increase global competition because they bring advanced technology, high-
quality products, skilled management, and international business practices. 

HRM in MNCs has additional responsibilities such as: 

 Managing multicultural employees.  
 International recruitment.  
 Cross-cultural training.  
 International compensation.  
 Employee relocation.  
 Compliance with labour laws in different countries.  

  



Advantages 
 Employment generation.  
 Technology transfer.  
 Skill development.  
 Economic growth.  

Better products and services. 
 

 

5. Customer Expectations – Demand for Quality and Innovation 

Today's customers expect products and services that are: 

 High in quality.  
 Affordable.  
 Innovative.  
 Easily available.  
 Delivered quickly.  
 Supported by excellent customer service.  

 

Companies must continuously improve to satisfy customers. 

Global competition has increased customer awareness. Customers compare products 
from different countries before making purchasing decisions. 

 

To meet customer expectations, organizations: 

 Improve product quality.  
 Introduce innovative products.  
 Train employees.  
 Improve customer service.  
 Reduce delivery time.  

 
HRM supports this objective by: 

 Providing skill development.  
 Encouraging innovation.  
 Motivating employees.  
 Improving teamwork.  

 
Advantages 

 Higher customer satisfaction.  
 Strong brand reputation.  
 Increased sales.  
 Customer loyalty.  

 
  



6. International Trade – Import and Export Activities 

International trade refers to the buying (importing) and selling (exporting) of goods 
and services between countries. 

It allows countries to exchange products that they produce efficiently. 

International trade connects businesses across the world and increases competition. 

Companies export products to foreign markets and import raw materials, machinery, 
or technology from other countries. 

HRM supports international trade by: 

 Recruiting employees with international business knowledge.  
 Providing language and cultural training.  
 Managing international logistics teams.  
 Ensuring compliance with international labour standards.  

 
Advantages 

 Expansion of business.  
 Increased foreign exchange earnings.  
 Better quality products.  
 Economic development.  
 More employment opportunities.   

 

Role of HR in Global Competitive Environment   

In today's global business environment, companies operate in many countries and 
compete with organizations worldwide. To succeed, they need talented employees, 
skilled leaders, modern technology, and effective HR practices. Human Resource 
(HR) plays a strategic role in helping organizations attract, develop, motivate, and 
retain employees across different countries and cultures. 

1. Global Recruitment and Selection 

Global recruitment and selection is the process of attracting, selecting, and hiring 
qualified employees from different countries to meet the organization's global 
workforce requirements. 
HR ensures that the right person is selected for the right job regardless of nationality. 
Role of HR 

 Identifies global talent.  
 Conducts online recruitment.  
 Uses AI and digital recruitment platforms.  
 Selects candidates with technical skills and cultural adaptability.  
 Ensures equal employment opportunity.  
 Conducts virtual interviews and assessments.  

 



 Benefits 
 Access to highly skilled employees.  
 Better innovation.  
 Diverse workforce.  
 Strong competitive advantage.  

  

2. Training and Development 

Training improves employees' current job skills, while development prepares them for 
future responsibilities. 

In global organizations, employees need technical, communication, language, and 
cross-cultural skills. 

Role of HR 

 Provides technical training.  
 Conducts cross-cultural training.  
 Organizes language training.  
 Offers online learning programs.  
 Develops leadership skills.  
 Improves communication skills.  
 Prepares employees for international assignments.  

 Benefits 
 Improved productivity.  
 Better employee confidence.  
 Reduced errors.  
 Easy adaptation to new cultures.  

  

3. Performance Management 

Performance management is the process of setting goals, evaluating employee 
performance, providing feedback, and rewarding good performance. 

Role of HR 
 Sets performance standards.  
 Conducts regular performance appraisals.  
 Provides constructive feedback.  
 Identifies training needs.  
 Rewards high performers.  
 Improves employee performance.  

Benefits 
 Higher productivity.  
 Fair evaluation.  
 Employee motivation.  
 Continuous improvement.  

  



4. Compensation Management 

Compensation management involves designing fair salary, incentives, bonuses, and 
benefits for employees working in different countries. 

Since the cost of living differs from country to country, HR develops suitable 
compensation packages. 

Role of HR 
 Determines global salary structures.  
 Provides international allowances.  
 Offers bonuses and incentives.  
 Designs employee benefit programs.  
 Maintains pay equity.  
 Ensures legal compliance.  

Common International Benefits 
 Housing allowance  
 Travel allowance  
 Medical insurance  
 Education allowance for children  
 Relocation assistance  
 Hardship allowance  

Benefits 
 Attracts talented employees.  
 Increases job satisfaction.  
 Reduces employee turnover.  
 Motivates employees.  

  

5. Employee Engagement 

 Employee engagement refers to the emotional commitment and involvement of 
employees in achieving organizational goals. 

Engaged employees work with enthusiasm and loyalty. 

Role of HR 
 Conducts employee satisfaction surveys.  
 Encourages teamwork.  
 Recognizes employee achievements.  
 Organizes wellness programs.  
 Maintains work-life balance.  
 Promotes open communication.  

 Benefits 
 Higher productivity.  
 Better customer service.  
 Lower absenteeism.  
 Strong organizational commitment.  

  



6. Talent Management 

Talent management is the process of attracting, developing, retaining, and utilizing 
skilled employees. 

Global organizations compete for talented employees because talent is a major source 
of competitive advantage. 

Role of HR 

 Identifies talented employees.  
 Provides career development.  
 Conducts succession planning.  
 Offers learning opportunities.  
 Retains high performers.  
 Builds future leaders.  

Benefits 
 Strong leadership pipeline.  
 Reduced recruitment cost.  
 Better employee retention.  
 Long-term organizational success.  

  

7. Leadership Development 

Leadership development is the process of preparing employees to become effective 
leaders capable of managing global teams. 

Role of HR 

 Conducts leadership training.  
 Develops decision-making skills.  
 Improves communication.  
 Builds problem-solving ability.  
 Provides mentoring and coaching.  
 Develops strategic thinking.  

Benefits 
 Better decision-making.  
 Improved employee motivation.  
 Effective succession planning.  
 Strong organizational growth.  

  

8. Diversity and Inclusion (D&I) 

Diversity means employing people from different backgrounds such as nationality, 
culture, language, gender, age, religion, and education. 

Inclusion means ensuring every employee is respected, valued, and given equal 
opportunities. 



Role of HR 

 Promotes equal employment opportunities.  
 Prevents discrimination.  
 Encourages teamwork among diverse employees.  
 Conducts diversity training.  
 Develops inclusive workplace policies.  
 Resolves workplace conflicts.  

 
Benefits 

 More creativity and innovation.  
 Better decision-making.  
 Improved employee satisfaction.  
 Strong employer reputation.  

  

9. International Assignments 

International assignments involve sending employees to work in another country for a 
specific period to manage projects, establish new offices, or transfer knowledge. 

Employees working abroad are called expatriates. 

 

Role of HR 

 Selects suitable employees.  
 Provides visa and relocation support.  
 Conducts cultural and language training.  
 Designs international compensation packages.  
 Supports employee families.  
 Assists employees after returning (repatriation).  

 
Benefits 

 Knowledge sharing.  
 Development of global leadership.  
 Better international coordination.  
 Stronger global business operations.  

 

 

 

 

  

 



FEATURES OF HRM IN A GLOBAL COMPETITIVE ENVIRONMENT 

The following are the important features of HRM in a Global Competitive Environment. 

1. International Operations 

One of the main features of HRM in a global competitive environment is that HR 
activities are carried out in multiple countries. Multinational companies (MNCs) have 
offices, factories, and branches in different parts of the world. The HR department must 
recruit employees, provide training, manage salaries, evaluate performance, and 
maintain employee welfare across all these locations. 

HR managers also coordinate employees working in different time zones and ensure 
smooth communication among global teams. 

 

2. Global Recruitment and Talent Management 

Global HRM allows organizations to recruit the best talent from anywhere in the world. 
Recruitment is based on skills, qualifications, and experience rather than nationality. 

HR managers use: 

 International job portals  
 Online interviews  
 Campus recruitment  
 Recruitment agencies  
 Employee referrals  

HR also develops and retains talented employees through career planning, leadership 
development, and performance management. 

   

3. Cultural Diversity Management 

Employees in multinational organizations belong to different cultures, languages, 
religions, and traditions. Different cultures have different ways of communicating, 
solving problems, and making decisions. 

HRM promotes diversity and inclusion by: 

 Organizing cultural awareness programs.  
 Providing language training.  
 Promoting equal employment opportunities.  
 Encouraging teamwork and mutual respect.  

 

 

  



4. Strategic Role of HRM 

 Modern HRM is a strategic partner of management. It helps the organization achieve 
long-term business goals by ensuring that the right employees are available at the right 
time. 

HR supports business strategy by: 

 Workforce planning.  
 Leadership development.  
 Succession planning.  
 Employee engagement.  
 Performance improvement.  
 Managing organizational change.  

 

5. Technology-Driven HRM 

Technology has become an essential part of modern HRM. HR departments use digital 
tools to manage employees efficiently. 

Common technologies include: 

 Human Resource Management System (HRMS)  
 Artificial Intelligence (AI)  
 HR Analytics  
 Online recruitment portals  
 Video interviews  
 Cloud-based employee databases  
 Online performance appraisal systems  
 E-learning platforms  

Technology helps HR make faster and better decisions. 

 

6. Legal and Ethical Compliance 

Every country has different labour laws, tax rules, working hours, employee benefits, 
and safety regulations. 

HR managers must ensure that the organization complies with: 

 Minimum wage laws.  
 Working hour regulations.  
 Employee safety standards.  
 Social security schemes.  
 Equal employment opportunity laws.  
 Taxation rules.  
 Leave policies.  

Failure to comply may result in legal penalties and damage the company's reputation. 



 

7. Continuous Learning and Employee Development 

In a global competitive environment, technology and business practices change rapidly. 
Employees must continuously update their knowledge and skills. 

HR organizes: 

 Technical training.  
 Leadership development.  
 Soft skills training.  
 International assignments.  
 Online certification programs.  
 Management development programs.  

 

8. Employee Performance and Productivity 

HRM develops systems to measure employee performance and reward high performers. 

These include: 

 Performance appraisal.  
 Incentives.  
 Promotions.  
 Recognition awards.  
 Performance feedback.  

Employees become more motivated when their efforts are recognized. 

 

9. Flexibility and Adaptability 

Global business conditions change rapidly because of new technologies, economic 
changes, customer preferences, and competition. 

HRM must help employees adapt to: 

 Remote working.  
 Hybrid work models.  
 Artificial Intelligence.  
 Business restructuring.  
 Global market changes.  

 

 

 

 



Importance of HRM in a Global Competitive Environment   

1. Attracts and Retains Global Talent 

One of the most important roles of HRM is to recruit and retain highly skilled 
employees from different parts of the world. Talented employees improve productivity 
and help organizations remain competitive. 

2. Improves Employee Skills through Training and Development 

Technology and business practices change rapidly. HRM organizes regular training 
programs so that employees learn new technologies, improve their knowledge, and 
develop leadership skills. 

3. Creates Competitive Advantage 

Employees are a valuable resource that competitors cannot easily copy. HRM develops 
capable employees who improve quality, reduce costs, and provide better customer 
service. 

4. Manages Cultural Diversity 

Global organizations employ people from different countries, cultures, languages, and 
religions. HRM creates an inclusive work environment where everyone is treated fairly 
and works together effectively. 

5. Supports International Business Expansion 

When companies enter new countries, HRM recruits local employees, manages 
expatriates, and ensures employees understand local culture and business practices. 

6. Encourages Innovation and Creativity 

Innovation is necessary to compete globally. HRM motivates employees to share ideas, 
solve problems, and develop new products and services. 

7. Enhances Employee Performance 

HRM sets performance standards, evaluates employee performance, and rewards high 
performers. This increases efficiency and productivity. 

8. Motivates Employees and Increases Job Satisfaction 

HRM provides fair salaries, incentives, promotions, welfare facilities, career growth 
opportunities, and work-life balance to keep employees motivated. 

9. Helps Organizations Adapt to Technological Changes 

Modern organizations use Artificial Intelligence (AI), automation, cloud computing, 
and digital systems. HRM ensures employees are trained to use these new technologies. 

 



10. Ensures Compliance with International Labour Laws 

Each country has different labour laws regarding wages, working hours, employee 
safety, taxation, and social security. HRM ensures that the organization follows all legal 
requirements. 

11. Strengthens Employee Engagement 

HRM encourages communication, teamwork, employee participation, and recognition 
programs to increase employee commitment. 

12. Improves Customer Satisfaction 

Well-trained and motivated employees provide better products and services, resulting 
in satisfied customers and repeat business. 
 

Barriers of Human Resource Management (HRM) in Global 
Competitive Environment 

Barriers of HRM in a Global Competitive Environment are the challenges or obstacles 
faced by Human Resource Managers while managing employees across different countries, 
cultures, and business environments. These barriers make it difficult for organisations to 
recruit, develop, motivate, and retain employees effectively. 

1. Cultural Differences 

Employees from different countries have different languages, traditions, religions, values, 
beliefs, and work styles. Managing such diversity is one of the biggest challenges for HR. 

Effects 
 Misunderstandings  
 Workplace conflicts  
 Poor teamwork  

Solution 
 Cross-cultural training  
 Diversity and inclusion programmes  
 Respect for different cultures  

 
2. Language Barrier 
 

Employees working in multinational companies often speak different languages, making 
communication difficult. 
Effects 

 Communication gaps  
 Work delays  
 Increased errors  

Solution 
 Common business language (such as English)  
 Language training  
 Translation tools  

 



3. Different Labour Laws 
 
Every country has its own labour laws regarding wages, working hours, employee benefits, 
leave, taxation, and safety. HR managers must follow these laws. 
Effects 

 Legal penalties  
 Compliance issues  
 Increased administrative work  

Solution 
 Follow local labour laws  
 Hire legal experts  
 Update HR policies regularly  

 
4. Talent Shortage 
 
Finding skilled employees with the right qualifications and international experience is 
difficult in many industries. 
Effects 

 Vacant positions  
 Increased recruitment costs  
 Reduced productivity  

Solution 
 Campus recruitment  
 Employee training  
 Global recruitment strategies  

 
5. Employee Retention 
 
Talented employees often leave organisations for better salaries, career opportunities, or 
work-life balance. 
Effects 

 High employee turnover  
 Loss of experienced staff  
 Increased hiring costs  

Solution 
 Competitive salaries  
 Career development opportunities  
 Employee recognition programmes  

 
6. Technological Changes 
 

Rapid technological developments require employees to continuously update their skills. HR 
must organise regular training programmes. 
Effects 

 Skill gaps  
 Reduced efficiency  
 Resistance to change  

Solution 
 Continuous learning  
 Digital training programmes  
 Upskilling and reskilling  



 
7. Managing Workforce Diversity 
 
Global organisations employ people of different ages, genders, religions, nationalities, and 
educational backgrounds. 
Effects 

 Different opinions  
 Communication challenges  
 Team conflicts  

Solution 
 Equal opportunity policies  
 Inclusive workplace culture  
 Diversity training  

 
8. Global Competition for Talent 
Companies around the world compete to hire the best employees. HR managers must offer 
attractive salaries and career opportunities. 
Effects 

 High recruitment costs  
 Salary competition  
 Difficulty attracting talent  

Solution 
 Strong employer branding  
 Attractive compensation  
 Career growth opportunities  

 
9. Performance Management Across Countries 
Different countries have different expectations regarding employee performance and 
evaluation systems. 
Effects 

 Employee dissatisfaction  
 Unfair evaluations  
 Lower motivation  

Solution 
 Fair performance standards  
 Regular feedback  
 Localised appraisal systems  

 
10. Economic and Political Uncertainty 
Changes in economic conditions, government policies, exchange rates, trade restrictions, or 
political instability affect HR planning and business operations. 
Effects 

 Job insecurity  
 Budget cuts  
 Business uncertainty  

Solution 
 Flexible workforce planning  
 Risk management  
 Regular policy monitoring  

  



11. Managing International Assignments 
 
Sending employees to work in other countries involves challenges such as visa requirements, 
relocation, family adjustment, and cultural adaptation. 
Effects 

 Adjustment problems  
 Increased costs  
 Assignment failure  

Solution 
 Pre-departure training  
 Relocation assistance  
 Family support programmes  

  
12. Ethical and Social Responsibility Issues 
 
HR must ensure fair treatment of employees, prevent discrimination, maintain safe 
workplaces, and promote ethical business practices across countries. 
Effects 

 Damage to company reputation  
 Legal disputes  
 Reduced employee trust  

Solution 
 Code of ethics  
 Anti-discrimination policies  
 Regular ethics training 


