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CHAPTER 1 - Introduction 



TITLE OF THE STUDY: 

“A STUDY ON MAJOR CHALLENGES FACED BY HR MANAGERS IN 

21ST CENTURY”. 

1.1 .INTRODUCTION: 

Companies that aspire to sustain their competitive edge, both at present and in the future require 

human force well equipped with recent techniques and technologies to face the changes and 

upcoming challenges of 21st century. There are an incredible number of demands on 

organizations today. Few of them includes escalating globalization, tough competition, frequent 

changes in technology, new organizational alliances, novel organizational structures, 

demographical shift, change in methods of working etc. With all these changes, there is a huge 

amount of pressure on today’s organizations and especially HR function has a very critical role 

to play in order to help and navigate through evolutions. Hence HR needs to increase its apparent 

as well as real value. HRM is one of the functions of management that endured tremendous 

theatrical changes in the new millennium. There is a shift in HRM managers’ responsibility from 

simply handling personal issues to designing strategic implementation of complicated strategies 

for the organization. 

Currently, there are extensive discussions going on regarding the main concerns for Human 

Resource in future. HR managers are facing a variety of challenges due to increased 

globalization, latest production techniques, change in customers’ demands and corporate 

restructuring. HR managers are struggling hard for retaining talent, meeting multicultural 

workforce demands, and economizing of employees. There is a need to develop a flexible 

workforce to meet the changing demands of 21st century. The purpose of this research paper is  

to explore HR issues and challenges and to propose some practical solutions. 

The patterns need to see the basic piece of human resource department with the particular 

ultimate objective to adequately co-ordinate relationship towards advantage. It is basic for the 

example to contribute great time and total, to take the changing circumstances of the human 

resource division in 21
st
 century. 

Remembering the ultimate objective to survive the resistance and be in the race, HR office 

should purposefully invigorate itself with the adjustment in HR and think about the HR issues 

jumping up. With high wearing out rates, poaching strategies of contenders, there is a huge 

inadequacy of skill delegates and subsequently, an affiliation’s HR practices expect a principal 

part in battling this crisis. Proper HR courses of action that would provoke the achievement of 

the organization and furthermore the individual’s goals should be figured. HR administrators 



need to manage each one of the troubles that they would go up against from choosing delegates, 

to getting ready them, and after that making methodology for holding them and working up a 

feasible job designs system for them. Just managing agents would not be adequate; new HR 

exercises should in like manner focus on the quality needs, customer presentation, effectiveness 

and stress, cooperation and specialist building. This book is disconnected into two sections that 

hurl light on the rising HR floats and analyzes HR issues in various organizations like cash 

related organizations, IT, Power, Healthcare, to give a few cases. This book should be productive 

for practicing HR head of every affiliation and besides for the people who have a colossal 

eagerness for the zone of Human Resource Trends, to comprehend the creating criticalness of 

HR and fathom the need to grow capable HR frameworks to fight HR issues rising in the 21st 

century. 

Human resource is a tolerably show day designs term having been conceived in the 1960s. The 

origins of the limit rose in those affiliations which introduced 'welfare examples' HR designs and 

moreover in those that got the models of 'legitimate examples. Since 1990 because of changed 

government approaches, Indian circumstance began to change. 

Human resource wound up recognizably one of basic driver for development and change. As the 

viewpoint of examples towards its agents began to change, part and duty of human resource as a 

capacity pool similarly end up being indispensable to the point that a vast segment of the 

affiliations started to focus their vision and mission statements on the all-inclusive community 

who work for them. With the impact in the advancement part in 2000, more breakthrough and 

more cutting-edge strategies for pulling in, choosing and supervising inhabitant in the 

associations moreover started to rise. 

In this project tries to perceive diverse examples which showed up on account of development 

change in the country and make an examination among pre and post headway. 

Human resource organization is a technique of joining people and relationship with the objective 

that the targets of each other are met. The piece of HR boss is moving from that of a safeguard 

and screener to the piece of a coordinator and change master. Staff officials are the new 

corporate "legends". The today focus in business is workforce. Nowadays it is  unrealistic to 

show a tolerable financial or working report unless your staff relations are for the most part 

together. The genuine inspiration driving HRM is to addition and improves the beneficial 

responsibility of staff to the relationship in more good, social, and definitively careful way. This 

reason ascended out of ordinarily called mechanical relations, work drive association, current 

cerebrum science and individual organization. Research exhibits that its point is to make a whole 

legitimate culture that binds workers to the association's goals with full capable obligation, 



compromise, and quality work. 

Consistently, exceedingly skilled and data based occupations are extending while low gifted 

businesses are reducing. This calls for future aptitude mapping through proper HRM exercises. 

Affiliations are also observing a modification in systems, organization social orders and 

hypothesis in view of the overall course of action of Indian affiliations. There is a prerequisite  

for multi inclination change. 

1.3 .STATEMENT OF THE PROBLEM: 

One of the crucial activities for HR Managers is the HR Planning. Regarding the HR Functions 

of 21
st
 Century, the organizations have changed from “behind the scenes” to becoming the 

critical differentiator in businesses. The HR Role have taken the new dimension in the 21
st
 

Century especially after globalization. Men power management is afrustrating job and it needs 

specialized skills. 

In spite of the fact that industry goes through machines, the reality these machines are overseen 

by men. Henceforth they are considered as significant assets. Also the achievement of any 

association relies upon the execution of individuals in the association. There must be a legitimate 

fit between business procedure and human asset technique. Consequently association needs to 

figure best procedures for its HR and encourage in accomplishment of hierarchical goals. The 

present examination concentrates on different human asset inclines in industry. 

 

1.4 IMPORTANCE AND RELEVANCE ; 

Human Resource Management discipline separated its underlying foundations from hierarchical 

brain science control and demonstrated to be a significant practice for overseeing associations. 

The job of this practice has risen to be key with proper way of time. Presently a day, the job of 

human asset the executives divisions has gotten vital for 21st century present day organizations. 

This article especially centers around job of human asset the executives rehearses in 21st 

century. This hypothetical paper plans to feature the significance of human asset administrators, 

HR practices and its impacting factors. Notwithstanding that, this article too explains the up and 

coming difficulties which are being looked by 21st century HR chiefs. Creator has led HR 

writing investigation so as to show rising issues, challenges furthermore, practices of human 

asset the board discipline in setting of 21st century.. 



1.5. NEED OF THE STUDY: 

o To know the challenges of the organization. 

o To achieve a competitive edge. 

o To know the developing HR patterns. 

o To think about the HR issues. 

o Give data that what's wrong appears to be the pattern. 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Chapter 2 - METHODOLOGY 



2.1. OBJECTIVE OF THE STUDY: 

Essential destinations: 

The principle target of the present research is to study, know and break down human asset 

patterns arrangements, HR patterns and methodology in the select association on the premise of 

the respondents' observations, conclusions and encounters. 

Optional goals: 

1. To know and dissect the enrolment and choice process, techniques and HR drifts in the 

association 

2. To ponder and assess the worker preparing and improvement related projects and HR slants in 

the chose association 

 

2.2. METHODOLOGY OF THE RESEARCH: 

The study has attempted to study emerging trends in HR in the selected company’s. Hence 

descriptive research design was used. 

 
TOOLS FOR COLLECTION OF DATA 

SOURCE OF DATA: 

• Primary sources 

 

• Secondary sources 

 
 

Primary source: 

 
 

These are the first sources from which the scientist gather the information that has not been 

gathered already. 

 
Secondary sources: 

 
 

The researcher utilized the organization's manual, library books and diaries past investigation 

identified with representative inspiration as the optional hotspots for the study. 



2.3 LIMITATIONS: 

 Time consuming 

 Bias 

 Geographical area 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Chapter 3 – SWOC (Strength, 

Weakness, Opportunities & 

Challenges) 



 STRENGTH OF MAJOR CHALLENGES FACED BY HR IN 21
ST

 

CENTURY 

1. Stay connected with the outside world. 

The Strong leader in human resources understand who the customer is and how organization 

makes money. They make an effort to understand the needs and relate to the customers of an 

organization. 

 
When a leader knows the market, the customer and revenue drivers, he or she can create policies 

and solutions that supportsthe aim of an organization. Incentive compensation is one example. 

The incentive compensation plan drives the behaviour of an employee. If the plan is developed 

without concern for the customer or the market, employees’ behaviours may not lead to 

achievement of the organization’s objective. 

 
2. Develop a strategic perspective. 

HR is often deprecate for being focused on daily activities instead of having a long-term strategic 

vision. Good HR leaders understand their organization’s objective and vision. As a result, they 

align their projects and initiatives with the needs of the organization. 

 
Strong HR leaders also understand what high performance looks like to senior leaders and 

management. This helps the leader grow the competencies needed for each description, which is 

integral part of the performance management process. This also allows them to create talent 

development programs to achieve the goal of organization for future success. 

Strong HR leaders are able to show how their programs can strengthen the organization. The 

example of this would be applying leadership development as part of a succession planning 

process. Organizations consider a strong succession plan with the ability to replace current 

leaders if they exit the company. 

 

3. Becapable to solve problems and investigate the issues in a timely manner. 

The HR team is often deprecate for being too slow to roll out initiatives. It is based on the belief 

that changing behaviour takes time; slowing down the process is often suggested. 

Great HR leaders are able to take quick, ethical decisions duringcritical situations. They 

understand labour laws and can identify potential employee and management problems. Strong 



leaders proactively resolve potential conflict before it escalates, thereby protecting the company 

from any adverse actions by employees. 

 

4. Establish stretch goals for their department. 

Great HR leaders are always involved in the process of learning. They network to get new ideas, 

technique’s and improve their leadership skills. The learning process leads itself to continuous 

improvement. 

Good HR leaders keep a finger on the pulse of challenges in the organization 

The excellent HR leaders also keep alongside of the hiring needs of the organization, and a  

finger on the pulse of the challenges inherent to the management of a multigeneration workforce. 

Great leaders continuously look for different methods to change their organization, in step with 

any changes affecting the relevant industry . 

 

 WEAKNESS OF MAJOR CHALLENGES FACED BY HR IN 21
ST

 

CENTURY 

1. No calculated Foundation 

HR has gained a reputation for being slow to adopt new processes and in turn, slow to get tasks 

completed. However, HR is absolutely a strategic function. Example, there’s a discussion around 

how to improve hire talent or manage top performers, but those strategies relate to business 

strategy sometimes goes unconnected. So much that the department is often depreciated for a 

general lack of business acumen. Agree or disagree, any HR function can benefit from more 

involvement with their organization’s operations teams. 

Incorporation of HR data and analytics is also most important step in connecting HR to the 

company’s strategic direction. Data informs better strategy within HR but also speaks a more 

common language throughout the different departments, especially operations. 

 
2. Low Customer-Focused 

The common fact is, HR professionals have two main audiences to please, the employer and the 

employees. At times, trying to please them both is very difficult. Sometimes, HR gets the 

reputation of not caring as much about customers. It’s no wonder that HR sometimes comes 

across as being very internally focused, rather than extrapolating their responsibilities out to the 

core offering of the organization. To be a great HR Leader this must be part of the equation. 



Another disconnect occurs among internal practices and external results. For example, HR KPIs 

often revolve around hiring and controlling metrics like time to hire, retention, and productivity. 

The techniques deployed to focus on how those metrics can be positively be affected by 

technology and better internal practices. 

 

3. Avoid the “Finance Part” 

In a study of over 400 senior-level HR and finance executives found that the collaboration 

between finance and HR is nowhere near where it should be to benefit most organizations. The 

results say that when it came to ACA compliance, a serious issue for HR and finance 

departments, 33% of financial leaders expect HR to go over budget. The survey results point to 

negative views of the HR department’s work in regards to budget and finance as one, signalling 

discord that goes deeper than regulatory concerns. 

It goes back to the previous idea of HR or “personnel” as a cost centre rather than a revenue- 

producing part of the business. While this is technically correct, as our economy shifts more 

digital and intellectual work, talent is truly the differentiator. Just as the interpretation of HR as a 

money pit needs to end off. 

 OPPORTUNITIESOF MAJOR CHALLENGES FACED BY HR IN 

21
ST

 CENTURY 

1. Getinto Free-lance Talent Liberally 

The old model of depending on a core set of “full-time” employees, raised by part-timers, is 

evolving increasing towards the "gig economy". CNBC estimates that over the past 20 years, the 

number of freelance workers has increased 27% more than permanent employees. 

 
2. Improve New Hard Skills 

With the volume, velocity, and the various variety of data collected increasing exponentially, it is 

natural for HR to use some of these modern tools to make better decisions. 

Using data more effectively in HR is more of a "must-have" change than a "good-to-have" one. 

Bank of America Merrill Lynch predicts that by 2025, up to $9 trillion in employment costs may 

reduce due to Artificial Intelligence (AI)-enabled knowledge work. Any regular, repetitive work 

hidden in many aspects of the HR department is a ripe target for robots to disrupt. 

https://hbr.org/2012/10/big-data-the-management-revolution
http://www.economist.com/news/special-report/21700761-after-many-false-starts-artificial-intelligence-has-taken-will-it-cause-mass


3. Focus onInvolvement in Teams 

When it comes to people management, the emphasis should shift from the bigger to the smaller; 

while it is important to have vigorous company HR policies, research has been pointing out that 

the managers throughout an organization make the biggest difference between their immediate 

teams. 

Employee engagement, for example, is a local phenomenon: Gallup finds that up to 70% of its 

appearance can be attributable to direct supervisors or managers. These team leaders reflect the 

organization to each individual contributor, and make or break the execution of strategies and 

policies. 

 

 
 

4. Track Key Metrics Continually, Not Yearly 

Professor Richard Foster at Yale observed that the average life of a company listed in the S&P 

500 index of leading U.S. companies has decreased significantly, from 67 years in the 1920s to 

just 15 years today. 

Waiting a year, or a whole 6.67% of the average company’s life, for feedback just can’t cut it 

anymore. 

 
 MAJOR CHALLENGES FACED BY HR IN 21

ST
 CENTURY 

 

1. Flexible work hours 

Time is now more flexible as we moved to 21st century, which is a huge challenge for HR 

managers. Due to the new technologies and many other reasons, people these days prefer to work 

from home. The internet has given birth to virtual world and 24/7 market place. Although 

flexible work arrangements have more benefits but at the same time it is going to increase the 

level of stress on management & workforce that has to be dealt well by 21st century managers 

(Anderson, 2002). With the flexible work arrangements, the HR professionals need to regulate 

the successes in many projects and challenges faced during the period. This can help to take 

better measures regarding flexible work arrangements in future. 

http://www.bbc.com/news/business-16611040


2. Maintain work life balance 

This concept is procuring a lot of attention these days. Due to high competition in the market, the 

workload is increasing every day and this in turn leads to many problems of health and high 

stress among workforce. It’s the responsibility of manager to make a separate line between work 

and leisure activities. People often exitorganization if they do not find proper balance between 

personal lives and professional obligations. 

 

 
 

3. Business ethics and its values 

Paying attention to business ethics and its values is very important to every manager’s job. With 

the recent changes in workplace culture, strategies and organizational structure, it has become 

more imperative to have values and ethic in place which decides organizational sustainability in 

universal market for a longer period. The HR department is tend to deal with an array of ethical 

issues or challenges as this unit directly deals with employees of a company 

 
4. Industrial relations 

One of the biggest difficult problems of modern industrial society is Industrial relations. The 

progress of any industry is quite impossible without worker cooperation and harmonious 

relationships (Argyris, 1977). Therefore, it is in interest of HR managers to develop and maintain 

good relationships between employees and employers. 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

CHAPTER 4- ANALYSIS/ 

OUTCOME 



 PORTERS FIVE FORCE MODEL
 

 

1. Competitive rivalry 

 
 

Ths force examines how intense the competition currently is in the market place, which is 

determined by the number of existing competitors and what each can do. 

Rivalry competition is high when there are some businesses equally sells the product and service, 

when the industries are growing and when consumers can easily switch to a competitor's offers 

for little cost. 

When rivalry competition is high, advertising and price wars can ensue, which can hurt a 

business's bottom line. 

 
2. Bargaining power of suppliers 

 

This analyzes how much power a business's supplier has and how much control it has over the 

potential to raise its price, which, in turn, would lower a business's profitability. 

In addition, it assesses the number of supplier available: The fewer there are, the more power 

they have. Businesses are in a better position when there are a multitude of suppliers. 

 
3. Bargaining power of customers 

 
 

This force examines the power of the consumer and their effect on pricing and quality. 

Consumers have power when there aren't many of them but there are plentiful sellers, as well as 

when it is easy for customers to switch from one business's products or services to another's. 

When the buying power of consumers are low then the consumer will purchase products in small 

amounts and the seller's product is very different from any of its competitors. 

 

 

 

 

 

4. Threat of new entrants 



This force considers how easy and difficult it is for competitors to join the marketplace in the 

industry being analyzed. 

The easier it is for a competitor to join, the greater the risk of a business's market share being 

consumed. Barriers to entry include absolute cost advantages, access to inputs, economies of 

scale and well-recognized brands. 

 
5. Threat of substitute products or services 

 

This shows how easy it is for consumers to switch from a business's product and service to that 

of a competitor. It looks at the number of competitors, how their prices and quality compare to 

the business being analyzed and how much of a profit those competitors are gaining, which 

would determine if they can reduce their costs even more. 

The threat of substitutes is informed by switching costs, both immediate and long-term, as well 

as a buyer's tendency to change. 

 
 Example of Porter's Five Forces

 

 We can getmany examples of how Porter's Five Forces can be used by various industries 

online. For example, stock analysis firm Trefis looked at how Under Armour fits into the 

athletic footwear and apparel industry.

 
 Competitive rivalry:

 

Under Armour faces intense competition from Nike, Adidas and newer players. Nike and 

Adidas, which have considerably larger resources at their disposal, are making a play within the 

performance apparel market to increase market share in this upcoming product category. Under 

Armour does not hold any fabric or process patents, hence its product portfolio could be copied  

in the future. 

 

 
 

 Bargaining power of suppliers:

 

Multiple supplier base limits the company's bargaining power. Under Armour's products are 

http://www.trefis.com/stock/ua/articles/186040/under-armour-through-the-lens-of-porters-five-forces/2013-05-16


produced by dozens of manufacturers based in different countries. 

 
 

 Bargaining power of customers:

 

Under Armour's customers include both wholesale customers as well as retail customers. 

Wholesale customers, like Dick's Sporting Goods and the Sports Authority, hold a certain degree 

of bargaining leverage, as they could substitute Under Armour's products with those of UA's 

competitors to get higher margins. The bargaining power of retail customers is lower as UA has 

strong brand recognition. 

 
 Threat of new entrants:

 
 

Huge capital costs are required for branding, advertising and creating product demand, and hence 

limits the entry of new entrants in the sports apparel market. However, existing companies in the 

sports apparel industry could enter the performance apparel market in the future. 

 

 Threat of substitute products:

 

The demand for performance apparel, sports footwear and accessories is expected to carry on, 

therefore this force does not threaten Under Armour in the predicted future. 

Trefis    has    also    completed    Porter's    Five    Forces    analysis     of     companies, 

including Facebook, Nike, Coach and Ralph Lauren. Another great example of the use of Porter's 

Five Forces on a well-known brand is the one recently done by Lawrence Gregory for 

McDonald's. 

 

 

 
 

 DISCUSSION

 
 

1. Compliance with Laws and Regulation 

 
No matter how large or small your business, it’s important to make sure you’re in compliance 

with local, state, and federal labour laws. There are regulations on everything from hiring 

http://www.trefis.com/stock/fb/articles/267394/facebook-through-the-lens-of-porters-five-forces/2014-11-26
http://www.trefis.com/stock/nke/articles/217421/marynike-through-the-lens-of-porters-five-forces/2013-12-02
http://www.trefis.com/stock/nke/articles/217421/marynike-through-the-lens-of-porters-five-forces/2013-12-02
http://www.trefis.com/stock/rl/articles/193242/ralph-lauren-through-the-lens-of-porters-five-forces/2013-06-28
http://panmore.com/mcdonalds-five-forces-analysis-porters-model
http://panmore.com/mcdonalds-five-forces-analysis-porters-model


practices, to wage payment, to workplace safety. Take a few minutes to read through the U.S. 

Department of Labour’s Employment Law Guide. 

 

2. Management Changes in HR 

 
Business owners should focus on communicating the benefits of the change for everyone. 

Regular staff meetings are a good place to start. When your team understands the why, how, and 

when of the change, they’ll be more likely to get on board. 

 
3. Leadership Development in HR 

 
Leadership development is critical in keeping your management team engaged and motivated, 

and prepares them to take on more responsibilities in the future. Make it part of the culture. 

Create opportunities for them to use their strengths every day. Accomplishing goals will 

motivate them and give them a chance to develop their skills. 

 
4. Workforce Training and Development in HR 

 
Training and development doesn’t have to take a lot of time or money. Recruit managers and 

senior leadership in mentoring their subordinate employees. You could also provide online 

training courses so people can go at their own pace. Invest in your workforce and you will have a 

loyal, productive team 

5. Adapting to Innovation in HR 

 
Communication is critical. With any change, make sure your team understands the why, when, 

and how. Set clear goals for the adoption of initiatives, and provide employees with the training 

they need to get comfortable with it. 

 
6. Compensation in HR 

 
Even though salary is important, it isn’t always the most important factor for job candidates. 

Creating a system to reward employees for excellent performance is one way to make up for a 

lower salary. In addition, consider offering incentive programs such as profit sharing or bonuses, 

which can be a win-win for the employee and the company. 

http://webapps.dol.gov/elaws/elg/
https://www.entrepreneur.com/article/75340


 

7. Understanding Benefits Packages in HR 

 
For small business with fewer than 50 employees, there are many options for offering healthcare 

benefits. One option is purchasing a plan through the Small Business Health Options Program 

(SHOP) marketplace. Doing this gives you the opportunity to take a tax credit, which can help 

offset costs. 

 
And don’t forget about benefits such as: 

 
 Unlimited vacation time 

 Flex time 

 Free snacks 

 Wellness programs 

 Commuter benefits 

 
These benefits are affordable ways to offer extra perks—and they’re extremely popular with 

today’s workforce 

 

 

 
8. Recruiting Talented Employees 

 
One of the best ways to find the right people for your business is to use a staffing company. They 

provide temp-to-hire solutions that allow you to try out new employees with little to no risk. 

You’ll save time, money, and frustration, and maybe even find a future executive or business 

partner. 

 
9. Retaining Talented Employees in HR 

 
Onboarding is highly effective for employee. Research shows having a structured onboarding 

process means employees are 58 percent more likely to stay with a company for three years or 

more. Read our article on 5 Employee Onboarding Technology Solutions Your Company Needs 

to Be Using to learn about your options. 

https://www.zanebenefits.com/blog/bid/324930/top-5-health-insurance-options-for-small-groups-in-2016
https://www.zanebenefits.com/blog/bid/324930/top-5-health-insurance-options-for-small-groups-in-2016
https://www.healthcare.gov/small-businesses/employers/
https://www.atlasstaffing.net/
http://www.fastcompany.com/1835546/youre-hired-now-figure-things-out-help-whimsical-handbook
https://www.atlasstaffing.net/blog/5-employee-onboarding-technology-solutions
https://www.atlasstaffing.net/blog/5-employee-onboarding-technology-solutions


10. Workplace Diversity in HR 

 
Creating a culture of teamwork and respect will keep the work environment positive and 

productive. In addition, implementing a diversity training program is a must. Employers are 

responsible for setting standards of behaviour in the workplace. Standards and a system of 

accountability should be set up early on. 

 

 

11. Multi-Generational Workforce 
 

One major challenge human resources departments face  is  serving multiple  generations within 

a single workforce. Today, Baby Boomers, Baby Busters,  Generation X, and  Generation Y  

staff members may work in the same organization,  often with differing  needs,  expectations, 

and strengths. While approximately 76 million Baby Boomers are currently employed in the 

United States, as they retire, the 21st century will see extreme changes in workplace  

expectations and environment. For the incoming workforce, the “hired for  life”  mentality of  

the past will be obsolete as workers increasingly change employers after 3 to 5 years of work. 

Placing more emphasis on proper work-life balance, they will be motivated by learning 

opportunities and positive feedback. To retain these employees, human resources departments 

must be ready to respond to these needs. 

 

 

 
 

12. Changing Role 
 

As they prepare themselves for the 21st century, human resources departments must adapt to 

their changing role within an organization. Moving from a traditional to a strategic approach, 

human resources management in the 21st century will be much more dynamic than in the past. 

The basic personal functions that characterized traditional human resource  management, such  

as maintenance of personal files and records and the processing of documents, will be replaced 

by a focus on promoting the abilities, skills, and knowledge of employees. HR departments can 

best prepare for their changing role by adopting a “human investment perspective” that is more 

active than reactive and that no longer relies on the hierarchical organizational structures of the 

past. Instead, the focus will be on catering to the needs of consumers and employees and using 

business strategies in human resources policies and practices. 

http://smallbusiness.chron.com/develop-diversity-training-program-39904.html


 

 
 

 

14. Issue of employee morale 

 
Low employee morale can happen due to several reasons and this is a common yet important 

problem that affects productivity of individual employees. Even the biggest companies feel 

challenged by it and apart from financial incentives, try other benefits too which can boost their 

employees’ morale and help retain them for longer. Employee morale is an important issue 

because low staff morale means low conversion ratio. The employees’ affected by low morale 

will work more but still produce less. Those whose morale is high will make better decisions and 

will be able to produce more while doing less. Moreover, investing in employee morale has 

proved to bring superior results. Investing in employee morale is just as productive as investing 

in other resources because your human capital is worth more than any other resource you 

employ. 

 
15. To control the attrition rate 

 
High churn rate or attrition rate is also a common HR problem that poses as a tough challenge for 

companies and HR managers. It does not just drive the recruitment costs higher but a lot of time 

is also wasted dealing with hiring. Companies must not focus only on hiring the best talent but 

also on their retention. Otherwise, one would continue dealing with inappropriate costs and 

remain busy throughout the year with hiring. There can be several reasons behind a high churn 

13.Recruitment Challenges 

 
Recruiting a workforce that reflects today's reality is another challenge for human resources 

departments. To address the challenge of attracting a new generation of employees, HR 

professionals can tap into the popularity of the Internet. With online job postings and company 

websites, human resources departments are now able to conduct around-the-clock recruiting. 

With this wider scope, recruitment efforts can no longer be limited to the HR department and 

will increasingly involve  numerous departments and actors within an organization.To develop   

a workforce that reflects the diversity of consumers and clients, HR departments should reach 

out to minority groups that were discriminated against and excluded in the past. Recruitment 

strategies can include the use of minority recruiters, targeting universities with high minority 

enrollment, and forging relationships with minority organizations. 



rate. Poor training and retention strategies and a poor environment can make staff lose interest 

easily and that can translate into a very high churn rate. Inside the technology companies, the 

churn rate can be especially high. 

 
Low employee morale can also result in higher rates of attrition. If the staff cannot love the 

environment inside your organisation, it would be difficult to retain them for long. This is a 

difficulty that boggles every HR manager’s head that how to retain his staff for long. Apart from 

great salaries, retention and training programs, a great culture and environment are equally 

important to control the attrition rate inside your organisation. While work pressure and job 

complexity can also be a reason behind the high churn rate as is the case with most technological 

firms, you can still control the churn rate using appropriate HR policies. You can still focus on 

employee satisfaction and retain its level high by keeping employees engaged and interested. 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

CHAPTER 5 - LEARNING 

OUTCOME AND CONCLUSION 



LEARNING OUTCOME 

 Most of the respondents are exicutives.70% of the respondents are administrators and just 

30%of them are Non officials. 

 Most of the respondents have 1-3 years of relationship with the firm.30% of the respondents 

have 3-5 years of relationship with the firm.14%of the respondents have 5-7 years of 

relationship with the firm. Just 6% of the respondents have over 7 years of relationship with 

the firm. 

 Most of the respondents concur that legitimate worker acknowledgment programs are 

conducted.42% of the respondents have an impartial assessment to the reality. Just 8% of the 

respondents differ to the announcement. 

 Most of the respondents have concurred that HR is dynamic. Just 24% of the respondents 

recommend that HR is not dynamic. 

 Most of the respondents proposed that changing HR patterns does not influence the HR 

practices of the firm. 24% of the respondents consent to the announcement. Just 6% of the 

respondents emphatically consent to the announcement. 

 Most of the respondents unequivocally concur that HR patterns are appreciable.8% of them 

differ to the announcement and 18% of the respondents emphatically differ to the 

announcement. 

 Most of the respondents propose that HR patterns keep the organizations in trail with the 

industry.20% of the respondents differ to the statement.14% of the respondents unequivocally 

differ to the announcement. 

 Most of the respondents are lasting worker to the associations. 30% of the respondents are 

working under contract premise. 20% of the respondents are brief representative to the 

associations. Just 10% of the respondents are filling in as low maintenance 

 40% of the respondents concur that organization give execution related pay .half of the 

respondents have an impartial supposition to the reality. Just 10% of the respondents differ to 

the announcement. 

 Most of the representatives recommend that execution models are precisely created on the 

premise of their opinion.22% of the workers differ to the fact.18% of the workers 

unequivocally differ to the announcement. 

 40% of the respondents propose that execution administration is great. 

The vast majority of the respondents recommend that ability securing is useful for over again 

scene. 

The respondents additionally recommend that they are happy with the development if unforeseen 



workforce administration. 

The respondents additionally have a decent assessment about the group administration 

 
 

EXPERIENCE 

 Valuable proposals from the laborers ought to dependably be considered by the administration 

as they not just demonstrated to enhance current condition. 

 Management should improve arrangement since it scope regulatory navigate of control. It's 

valuable for specialist since it is an improvement open entryway for them. 

 Management ought to make a solid group administration. Solid representative engagement 

is reliant on how well workers coexist, cooperate with each other and partake in a group 

situation. 

 Management ought to effectively advance hierarchical adequacy, notoriety and morals. 

Representatives need to like their pioneers, where their work, the item they offer and the 

notoriety of their organization. 

 

 
CONCLUSION 

 

 

 Human asset Trends will be the key region of center in 21st century as in organizations and 

government association set up systems to adapt up to the temperate emergency and 

recuperation. The alleged "war for ability" is on a low priority status as the concentration 

movements to enlisting stops, advantages and pay cost patterns, and workforce diminishment 

in the hardest-hit portion and as the period of aptitude based specialists has arrived however  

in the event that India needs to really move to the worldwide field, it needs to spruce up its 

workforce. Little might be wonderful, however not in the business. In the information time  

and an ability based economy, it has turned out to be basic that HR wind up plainly a standout 

amongst the most fundamental elements of achievement. The development of organizations 

overall relies upon its kin and the scholarly capital it has. 'Information specialists' has turned 

into a popular expression in the present situation. What's more, in the event that we take a 

gander at the best exporters, they have been developing extraordinarily in workforce quality. 

To become showbiz royalty in the --worldwide market, India needs to expand its mass of 

learning laborers. The aggregate human asset quality of the business all in all stands at 

425,609. An association savvy separation of this figure uncovers that about 525 organizations 

constituting 35% of the business utilize a normal of 58 people each, 750 organizations 



constituting half of the business utilize a normal of 275 people each, and 150 organizations 

constituting 10% of the business utilize a normal of 726 people each. No less than 40 

organizations have more than 1,000 representatives, while some huge organizations have 

staffs over 5,000 each. As we definitely realize that Human Resource Trends of the 

association manages the people putting their diligent work to meet the associations objectives. 

Overseeing individuals is the hardest component of any association than land, hardware or 

funds. 

 
Each individual has its own level of inclinations, likings and disposition. Along these lines, 

HR But, rising HR patterns of Information Technology industry can't be overseen 

appropriately by the old customary HR strategies. As it is generally realized that man  learns 

by involvement. 50 years of presentation of PCs has given us the territories to be moreover 

tended to by the HR administrators in association division. Indian industry is not a special 

case. Subsequently, the industry has been conceiving more current Personnel Trends/HR 

procedures which particularly address the issues of industry. The primary purpose behind this 

is exclusive expectations of instruction and expert preparing required for this industry. 

Furthermore, there is an over the top occupation interest for created nations in this part and 

high wage measures. In this way, HR administrators for the most part in creating nations like 

India think that its exceptionally hard to hold and select their labor. 

Henceforth, it can be contemplated that Emerging HR examples of Indian It industry are 

exceptionally novel in connection to the old economy industry. India is seen as one of Super 

Power in Information Technology and bound together fields. Larger piece of world pioneers 

in this division are outsourcing their necessities from Indian Industry and enrolling Indian 

specialists. Hereafter, the Indian Government must empower the Industry to meet all inclusive 

contention and needed condition in respect of Labor Laws and money related rules must be 

changed for this Indian IT Industry. 
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