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Managing human resources

are ambitious

| 1S a challenging task. Today, people and organizations
In achieving their goals, HR dynamics has changed completely. HRM

practices and strategies in the 21 st century have to focus on better individual interaction
in realizing the business goals.

This book is exclusively meant for all those dealing with HR practices in the
large scale organization. Research students and students of MBA, M.Com, BBA and

other post graduate Diploma courses of different universities can extensively use this as
a textbook.

This book is written in a lucid and simple style. The chapters have been arranged
in a systematic way in order to help the researchers and students to prepare for their
research reports. This book consists of 5 chapters and covers the entire gamut of HRM
practices, its impact of technology on these practices and the perceptions of employee's

on this issue were also addressed.

I am confident enough that this book will be useful for the student community for
developing the knowledge of research. Any suggestions for further improvements of this

book are always welcome. I thank the publisher for bringing out this book in an attractive

format.

Dr. D.VijayaLakshmi
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PREFACE

The Micro, Small and Medium Enterprises (MSME) sector has emerged as a vibrant
and dynamic sector of the Indian economy. MSMEs play crucial role in providing large
employment opportunities at com paratively lower cost than large industries. The major
advantage of the sector is its pivotal role through its contribution in Industrial output,
Exports, and majorly in Employment generation at low capital cost. It is also able to
minimize the gap between urban and rural developments. The Sector consisting of 36
million units, as of today, provides employment to over 80 million persons. The Sector
through more than 6,000 products contributes about 8% to GDP besides 45% to the
total manufacturing output and 40% to the exports from the country. The MSME
sector has the potential to spread industrial growth across the country and can be a
major partner in the process of inclusive growth. Hence government of India is also

keen in bringing out several initiatives to boost up the MSME sector. MSMEs have the

inherent characteristics of being innovative and quickly responsive to changing market

conditions, and it is because of these qualities, MSMEs contribute substantially to the

economy and are widely acknowledged as the engine of economic growth. Though,

MSMEs contribution is phenomenal in the growth of Indian economy, Simultaneously,

MSMEs are facing intense pressure and constraints to sustain their competitiveness in

globalized world. The major problems for the MSMEs relate to the availability and cost

of credit, marketing support, improving productivity, technology, skill up gradation,

infrastructure and the institutional framework for them. Although the tax cut and credit
support initiatives introduced by the Government in the Union Budget, there are a few
more schemes were initiated for the MSME sector like ‘Atmanirbhar Bharat' to safeguard
MSMEs from economic hardships. Green industrial clusters and parks are set up to
ensure smooth operation and provide infrastructure. The addition of segments with an.
efficient implementation plan for sustainabilityrelated efforts is required.

To promote sustainable growth, MSMEs should be encouraged to measure and -
minimize emissions. These value chains would have to be incentivized by their suppliers
to reduce their carbon footprint. For development of India the MSME sector's inclusion

is necessary.




Dr.P.v. s Jyothi Reddy
Dr. Rama Saha
Dr. K. Umanageswari

IMPROVEMENT

(¥ scanned with OKEN Scanner



pREFACE

ions, today, performance management
velopmental function, an organization
management systems provide essential
and also help organizations to align

Lpent funct
ouree mnnng(,nu,m ?' |
o 1pough this de
] Jered the mos \l.nsunlyllnnl‘;, ”
o e o v performance
B in the long run: Moreovery PC! for

L in the long

1R decisions,
, R I ‘rucml HR ¢ A
. sanizations take crs - he people. erstanding performance
nputs © or ith the performance of the people Understz gp

heir business goals W ! ategies therefore, has now lecome important for management
: and strategies . ) o,
ls.Against this backdrop, the objective of

neSySems  on
alizing in HR) and HR professiona .
\cies of HR studlents and professionals to understand

Il human res

Among _
t cruch

n sllShlil

panageme
sudents Sped!

i book is 10 Jovelop skills and competet
anagement ...

3 pitty-aritty of perform:mce m
ntifies, measures, manages,
s designed to improve

f the performance

. <
s a continual process that ide

mance management i
le in the organization. It i

formance of peop

cer performance OVer time. Performance appraisal is the part O
. o ’ ]

acement process that identifies, measures, and evaluates the employee's performance

d then discusses that performance with the individual. This should also be on an ongoing
. Communication is the first purpose. Appraisals need to provide an opportunity for
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There is some evidence that particular types of traits are valuable in jobs that require |

" management and leadership skills, but many traits have been shown to have very little
 bearing on job performance, meaning they are not valid measures of performance. We can
also use behaviors to evaluate our workers. Measuring behaviors is Listially a much better
appraisal option because physical actions or behaviors can be directly observed, and as a
result, they are more likely to be a valid assessment of the individual's performance. Finally,
we can evaluate performance based on- results. Results are a concrete measure of what has
happened in the organization. However, results may be skewed based on factors that are |
outside the control of the individual who is being evaluated. The critical incidents method -
utilizes records of major employee actions over the course of the appraisal period to compléte
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PREFACE

The demand for professionallyqualified managers and employees in India i
increasing day-by-day because of rapid industrialisation and growing com el't'rl mTis
achieve professional competence, managers and employees, both present ndp r(;sloi.- .
are required to be fully equipped with proper training and L{evch[)m::nt E}r'mg{t:‘{lv:
comprehensive understanding of training and development practices will i : (=' ; e;' '
level of efficiency and effectiveness. EMAERSE Cicit

This requires the availability of integrated reading materials for all those dealing
training and development practices in the small, medium and la rge organizations, Research
students, students of MBA, M.Com., MHRM, BBA and other post graduate Diploma
Courses of different universities can extensively use this as a textbook.

The efforts in this book have been aimed at articulati ng and systematising the definite
conceptual core of Training and Development practices. The Book is written in a lucid
and simple style. The five chapters have been arranged in a systematic way in order to
help the researchers and students to prepare for their research reports. We sincerely believe
that students should acquire balanced knowledge of theory as well as practical aspects of
the subject.

We have tried to remain faithful in two aspects: Making the text easy to understand,
and keeping the material according to syllabus and relevant.

We are confident enough that this book will be useful for the student community

for developing the knowledge of research . Any suggestions for further improvements of
this book are always welcome. 1 thank the publisher for bringing out this book in an

attractive format.

~Dr.D.Vijaya Lakshmi
Smt. K. I. Priya Darshini
Smt. P. Nagavali
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