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Abstract 
 Global competition is the element to define 
firms and strategies as a result of industrial 
economy has been experienced to pass knowledge 
towards the economy. At an age where total quality 
is of primary importance, efficiency can only 
achieve by the successful utilization of human 
resources. Human resource management is one of 
the necessary needs in today’s business. The issues 

to be addressed at the highest level in the 
organization and management of strategic decisions 
are required. This research will inform human 
resource management, scope that affect factors, 
functions and relationship between organizational 
effectiveness and human resources management. 
Keywords: Human Resources Management, 
Management, Management Functions, 
Organizational Effectiveness 

.  
Introduction  

 Global competition is the element to define firms and strategies as a result industrial 

economy has been experienced to pass knowledge towards the economy. As being a competitive 

market development day by day, it‟s difficult to enhance sustainable growth for the firms‟ side. 

All researchers are aware of the advantages and disadvantages of a competitive work 

environment, and they try to find ways for adapting in competitive conditions. Human resources 

function is well developed and recognized by its factors to find the idea for “strategy of human 

resources,” and its importance is increasing, but nothing makes it possible to think that the most 

traditional constraints and priorities were confused for requirements of finance and short-term 

profitability is possible for recruiting a well-educated labor. 

 The strategic approach to human resources issues to address in modern organizations. 

Changing internal and external environmental conditions is the new problem for emerging, and 

understanding of management-organization is the most source of competitive advantage towards 

a man. Therefore, human resource management issues to be addressed at the highest level in the 

organization, management, and strategic decisions are required in a way compatible with its 

surroundings. As the technology presents new solutions to the organizations, purchasing the best-

of-breed tool in the market seems the best solution. HRM departments start cutting-edge 

technology solutions in the market. However, using tools directly commercial-off the shelf 

brought new problems rather than informing the business processes.  

 Human resource management literature has focused on its constructs of commitment, job 

satisfaction, and organizational effectiveness. The fit between persons and organizations, persons 

and jobs is a neglected area. However, when one considers the intended goals of HRM practices, a 

sense of fit may be suggested as an expected target. Thus, HRM practices make a difference 
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regarding their fit with the organization and the jobs that they undertake the positive views of 

employees.  

 

Human Resource Management (HRM)  

 Although it is commonly accepted that HRM practices had formally started the industrial 

revolution, the fact is the roots of HRM that lies in the past. Just as the employees who shared 

the tasks that have to be done in modern organizations, humans in ancient societies also, divided 

work among themselves. So it can be said that division of labor practice since prehistoric times. 

Tasks was allocated according to skills such as the ability to find food or plants, track animals or 

cook (Price, 2007) but the contribution to the development of the HRM systems is provided by the 

industrial revolution in 1800‟s.  

 Since in the 1980s, human resource management (HRM) strategy has become a topic for the 

management area, this strategy has achieved its prominence because it provides competitiveness 

and promotes managerial efficiency in the business area. The rise of human resource management 

in the 1980s brought managerial scholars to the link between the management of people and 

performance. This approach focused on individual HR practice continued since the early 1990s 

(Hendry & Pettigrew, 1990).  

 HRM is used in a global context which contains; “(a) specific human resource practices such as 

recruitment, selection, and appraisal; (b) formal human resource policies, which direct and 

partially constrain the development of practices; and (c) overarching human resource 

philosophies, which specify the values that inform an organization's policies and practices (Gilley 

et.al. 2002). In the global business, HRM is considered as a contemporary development to reshape 

employment relationships as a tool that may have replaced other management traditions like 

Personal Management (PM) & Industrial Relations (IR). (Marchington & Wilkinson, 2002). The terms 

of human resource management (HRM) and human resources (HR) have largely replaced instead of 

personnel management (PM) in the processes of managing people in the organizations. While 

human resource management is defined as a strategic and coherent approach for the 

organization‟s most valued assets behind on the workers, there is no option description of it.  

 

Scope of HRM  

 HRM is a tool which system attracts, develops, motivates, and retains the functioning related 

to the managing people is very wide. The behavioral sciences of the researchers show the new 

trends in managing the workers in the field of training have expanded the scope of HR in recent 

years. The Indian Institute of Personnel Management has specified the scope of HRM like (Truss, 

2001):  

 Personnel aspect  

 Welfare aspect  

 Industrial relations aspect 

 Today, operating organizations continue their existence for different goals according to their 

type and aims. These organizations can be classified as private, non-governmental and public 

establishments are a common aim of giving quality service. While the preferential the public 

establishments is fulfilling the public‟s needs, private establishments‟ aim is the earning profit. 

Non-governmental (civil) establishments‟ aim is fulfilling the publics and carrying on their 

business like public establishments (Akçakaya, 2010). 
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 Aims of human resource management can change the definition that you make. As it varies 

from researcher to another, the aims of HRM can also change by the researchers‟ or practitioners‟ 

points of view. Like Armstrong (2006), Barutçugil (2004) also dealt with the aims of the HRM, and 

he defined these aims in a similar way. A common point emphasized by these researchers is 

obtaining organizational goals through the employee. According to Barutçugil (2004), HRM aims 

(as quoted in Aray, 2008, p.4):  

 To help all employees reach optimal performance and to use fully their capacity and 

potential,  

 To convince employees to exert more effort for reaching organizational goals,  

 To meet employees‟ career expectations and development,  

 To unify organizational plans and HR strategies and create and maintain a corporate culture,  

 To offer a working environment stimulating hidden creativity and energy,  

 To create work conditions innovation, teamwork, and total quality concept, 

 To encourage flexibility for achieving learning organization.  

 It is interrelated with all departments and external environment makes HRM a much more 

system, and HRM practices assume new responsibilities that are related to organizations. For that 

reason, researchers might have emphasized different aims of the HRM system. 

 The main aim of the human resources management is using the salaried staff in an 

organization and salutary for the organization‟s benefits. 

Affecting Factors on HRM  

 Traditionally, the personnel function centered on control and direction of employees for 

achievement of predetermined goals. This Approach, in direct contrast the manager‟s role is to 

undergo a dramatic change over the years. From control and direction of employees, he is 

expected to move toward clarifying goals and paths and creating a supportive growth- oriented 

environment, where people are willing to take up assigned roles willingly and enthusiastically 

(Kumar, 2009).  

 Size of Workforce: It consequently has increased, throwing up challenges before HR managers 

in the form of additional demands for better pay, benefits and working conditions from various 

sections of the workforce. Corporate has grown in size considerably in recent years almost in all 

fields. 

 The composition of Workforce: The workforce composition is also changing over the years. 

The rising percentage of women and minorities is going to alter workplace equations dramatically. 

Demands for equal pay for equal work, putting an end to gender inequality and bias in certain 

occupations.  

 Employee Expectations: “Instead of attempting the force of employees to confirm the 

„corporate mold‟ future managers may well have to make more allowances for individual 

differences in people.” (Hendry, 1990). 

 

Functions of Human Resource Management 

 Recruitment and Selection 

 Orientation 

 Maintaining good working conditions 

 Managing employee relations 

 Training and development 
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 Bratton and Gold (2003) define HRM as the strategic approach to managing employment 

relations which emphasizes that leveraging people‟s capabilities is critical to achieving a 

sustainable competitive advantage. This is achieved through a distinctive set of integrated 

employment policies, programs and practices. The authors presented HRM functions as planning, 

recruitment and selection, appraisal and performance management, reward management, 

development, employee relations, health and safety, and union-management relations (Bratton & 

Jeffrey, 2003).  

 Development of programs to meet economic, psychological, and social needs of the 

employees. Helping the organization to retain productive employees and ensuring that the 

organization affecting work place such as human rights, employment equity, occupational health 

and safety (Dessler et.all. 1999). 

 In human resource management, it provides the sufficient number of employees timely a plan 

should be considering the organization‟s present potential, development trend and strategic 

targets. It is called as human resource management which aims using the human resources wisely, 

supplies the future human resource needs regarding quality and quantity (Akyüz, 2001).  

 Taylor (2009) states that four points are to make the employee “fall in love” with the 

organization: Reward in line with the market place, treat well: i.e., focus in recognition of every 

employee‟s contribution, train and improve skills and develop talented people.  

 A firm adopts HRM practices that make the best use of its employees. This trend has led to 

increased interest in the impact of HRM on organizational performance, and some studies have 

found a positive relationship between so-called “high-performance work practices” (Huselid, 

1995) and different measures of company performance.  

 Researchers basing their views on behavioral psychology perspectives have argued that human 

resource management practices could contribute to competitive advantage as long as they 

reinforce the skills, attitudes, and behaviors that result in lowering costs and enhancing product 

differentiation. Therefore, the role of human resources practices in contributing to a firm‟s 

competitive advantage overlaps with the concept of efficiency as a human resources strategy for 

performance (Ozcelik & Ferman, 2006). 

 

Conclusion  

 Human Resources Management gives a chance to the employees to contribute and 

productively to the overall company direction and the accomplishment of the organization's goals 

and objectives. In working life, the most value is employees. That is why Human Resources 

Management is the factor for the success of a business. 

 HR function is organized by the necessity of adopting a different administrative approach. The 

force of driving changes includes the rapid development of information technology, globalization 

economy, and increases the competitive dynamic business environments that corporations face.  

 As a result, the significance of human resources management has increased among other 

functions of administration. Nowadays; management of human resources is a rising star and a 

focus of attention in contemporary managing platform. 

 Communication is the power of competition in production and service. Institutions that were 

able to please their employees in the past and were able to implement loyalty and trust can 

endure difficulties more easily.  
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 At an age where the total quality of primary importance, efficiency can only be achieved by 

the utilization of human resources. To stay competitive and reach business goals, high- level 

managers must incorporate the strategies into their overall planning.  

 The performance evaluation within this process is not only for evaluating of employees‟ 

performance but it‟s also to get the strengthening of the bond between employee and employer. 

Performance evaluation is one of the matters for companies getting successful. If the companies 

can use performance evaluation correctly, it brings to successful performance management and 

then brings the success of the company. The aim of this study gives some information about 

human resource management and underline important of human resource department is to make 

a performance evaluation and some information about performance appraisal process.  
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