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5. New HR Practices & Change in Organisational

Transformation

Prof. Dr. Bapu Ramchandra Kamble
Associate Professor, Kirti M. Doongursee College. Dadar (W), Mumbai.

e i

Abstract

Workplaces are changing at a rapid pace. HRM must be ready to deal with the effects of

settings. In re-engineering and continuous improvement programines, employee

changing work
ation is critical. Today's businesses have a diverse workforce, making HRD's job more

is a proces
org bjectives. Indian organisations’ systems,

management cultures, and beliefs have all evolved as a result of their global partnership. Because

[HRM (International Human Resource Management) has placed a focus on tasks and obligations

such as orientation, relocation, and translation services,
concentrate on building procedures, managing

particip

tough. Human Resource Management (HRM) s of bringing individuals and

anisations together to achieve common O

organisations have battled with

giebahsat!on. HR managers must now
,mlanonshlps, pohc;es, motivating personnel, and emphasising the importance of value in

tion. HR has a lot of w ork to do in this area. Finally, HRD plays a role in every

t on'as a planner, initiator, and executor. These include tapping skills at any time and

y locaﬁon, managing people as if they

HR. 'aS a dnver of agility, and reshaping
sstainable and profitable, a few key HR actions and trends are highlighted.

were a single employee, the rise of the extended

the global talent landscape. In order to make

Keywords HRM HR Practices.

Intmducﬂon :
: Human _RﬁSOEl’CGS are playing an increasingly essential role in det
es various challenges and opportunities in today's competitive

ermining a company's

rid. To accommodate substantial changes in technology, new career prospects, and
The key causes driving the demand

human resource systems must alter.
to better understand

10N are a;idressed in the current exploratory study. In order

dy also gave examples of innovative practises for

whe .

B
L3 lul\npal
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itled Journal No. : 4ﬁ76E SOClety S

Kirti M. Doongursee College
of Arts, Science & Commerw
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hes as th
a systﬂm O

and performaﬁce Human resource Manage,
ment changes. To truly compreheng prp, &
in fact, ait organization's baekbane - “q,

erformed. Changes in techng,

This study intended
iy
could be mﬂuenccd by cre?

na

develops. Humat resource T
ur
that influence employee behaviouh
hanggs as the b
e :z:anagfﬂ’f"‘*‘nt

hichno b

hav
result, as the business evolves, md’“d\mg ;

pt to stay current, human resource frends Cﬁan ‘

It 18,
uginess can be p
= made HR's role more demanding, , gl %y, ;

fluid system that ¢
must first comprehend corporat
provides the human capital W ;ithout W
industrial dynamics, and public perception

na
changed HR philosophy and practise. Whe

t ada
and organisations mus
cepts, ideas; practises, strategies, and policie; .

regulations change,

as quickly as fashio

n. Numerous HR con¢
uit of the ever-chaﬂglﬂg gl

obal environment.
sprung out as a res
Review of Literature ;

xplicitly established by Paul Leroy — Bea

The classical perspective on debt was € :
(1883). He claimed that government debt was neither beneficial nor bad. "W iy

state maintains and usefully employs the
that the writers have given up, a loan would be benefic
whole.” He linked the belief that the public debt was a tool of evil to exjy

dministrations' failures, which resulted in a portion of the revenues of public jo

revenues or wastes and destroys the G
ial or destructive to society

being spent on wasteful expenditures.
A public debt, according to Bastable (1903), is good if it is utilised for productive

purposes. He distinguished between 'economic debt' and 'non-economic debt,' whichk
defined as debt incurred for the goal of generating a future source of income or for any
other reason. It was not considered a hardship because the additional income gained

the future could be utilised to levy more taxes to service the debt
*  Bastable (1903) distinguishes between financial and non-financial debt. Economic dé
f i .
refers to debt that is used for the purpose of generating income. The money can beusel

t0 boost taxes in order to pay off the debt.

7 Objectlves of the Study

To study Emerging Trend
s of (HRD) Hum e
transfonnatzon an Resource Department in argamsatiﬁﬂa\'
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Objective No. 1: Emerging Trends of (HRD) Human Resource Department in
Organisational transformation.

A. Tapping Skills Anytime & Anywhere

The skills gap is rising, and human resource managers will be under increased pressure to

ensure that their companies have the individuals they need. Human resources will need to be able

to quickly mobilise abilities when and where they are needed in order to achieve this. As a result,

"iust-in-time” operations enable manufacturing organisations decrease costs and boost flexibility
they are needed for production. Human resource
in-time" workforce, allowing them to quickly

v are needed inside the organisation.

by delivering resources to them before
departments will also need to establish a "just-
discover and deploy capabilities when and where the
B. Managing People as a Workforce of One
Customization will change the way firms manage their employees. As 2 result, they'll be

able to offer customised HR and personnel management services. Or
" Companies like Dell (customised PCs),

interests) have

ganizations of various kinds

have always considered customers as "markets of one.
Amazon (book and product recommendations), and Netflix (videos based on your

achieved great successes in the previous two decades as a result of customising product
fits-all HR solutions. It has aided

s and

services. Many businesses, however, continue to use one-size-
sistency, competency, and fairness, as well as

businesses in achieving notable goals such as con
Regardless, economic and workforce

having a global perspective on their employees.
and it in the workplace

developments are pressuring businesses to adapt. People expect and dem

' because they have experienced it as customers. The workforce has become more diverse in terms

of age, gender, ethnicity, life goals, cultural norms, and core beliefs as a result of changing

lographics. As more complex knowledge work is introduced, jobs are becoming more
qualified workers. If a firm

d.tfﬁcuit to standardise, and businesses are struggling to find
size-fits-all human procedures, the bottom line will suffer.

. L contxnues to adopt generic, one-
 C.Individualization

Ixi 2021, a tendency will emerge of treating employees as individuals rather than as
ong way behind

. members of a group or sector. The way businesses deal with employees is stilla |
they deal with customers, but there is progress. Marketmg may prov1de a lot of useful

B R TR P R I TS
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. A

orkforce
W-exteﬂ ded workforce comprised of ﬁe@l&ncm
ise the value of the larger workf(,r b"‘a
will be solely responsible for oy o
growmg network of freelancers

al workers provide the;, i
S

Organizatl
maxim!
_traditional workers L0

and other non

competitive performance :
feomoin ers, vendors,
outsourcing part fact that many of these people are un 3

knowledge to businesses 0 demand. Despite the .
t are a difier
they are not idle. Others work for one company bu y ent one, , cresing =;ﬁ

talent supply chain. They assist companics in Supp
mobile, dynamic workforce in order to meet the needs of a complicated and volasj, b%

lementing their core workforce w; ith s

environment.

E. HR Drives the Agile Organization
Organizations that are able to adapt to shifting business conditions will <
Wil bm?us&

rivals, Human Resources will reorganise to become a critical driver of agility. [ ey

simtegy orgamsatmua] structures, operations, marketing, and financial systems will all zi
mo :

I:E ﬁe:xible. Firms thﬁ.t arc TQSPOBSIVG, on ﬁ}e Gﬂ}er hand, Wlll not rely on a Ic A k

v !\EY m

: _'  makem !}o be y W Wy,
- . more agile. Rather, they will rely on their entire workforce to adapt swifily, hg
w1 and with man :
ﬂnn d out their borders. As a result, human resources and personnel 1
c 1an dﬂmﬁ

] c".-- lIC.l : ura:
]1 ging organisational agility. Organizations must be ab
ssemble teams in response to ch sl n S
anging industry and business requirements to be g

e orkers will need to be prepared to deal with
S with it.

- ':agﬁa..’rheyﬂ also
. requ:rf: peopl
g ple who can solve Pmb}ﬁms and do research in order 1o %




O UME - X1, ISSUE - 1l - APRIL - JUNE- 2022 ; . &
5 30 - IMPACT FACTOR - 6.306 (wwvw.sjifactor.com) cCc-15

AJANTA - ISSN 2277 - 8
AU

F. Radical Changes in Cuolture and Engagement

ver a catastrophe in employee retention and engagement,

orate culture and si gnificantly

to Deloitte's analysis, culture and engagement were
displacing {eadership as the top priority.
rough awareness of their company’s
powering

As this period threatens to deli

organisations are continuing to recognise the need to focus on corp

improve employee engagement. According
identified as the mosl critical issue overall this year,
This emphasises the importance for leaders to gain a tho

examine each HR and talent programme as & means of engaging and em

culture and re-
uman Capital Trends study)

their employees. (Source: Deloitte’s 2015 Global H
G. Focus on the Human Side of the Business
that have the potential to

In today's fast-paced business world, most organisations
tential. While

succeed are faltering because they do not empower employees or maximise their po
yees to think

success in the twentieth century was based on process, structure, and pushing emplo
require HR to focus more on the human part of the
organisation. Humans have evolved to deal with uncertainty by forming teams, coopergﬁng,
vely resolving conflict. Businesses must help their empioyees
and experimentation. Fear and failure

more like machines, future success will

collaborating, and constructi
cultivate attitudes that value connection, conversation,

must also be redefined in the eyes of businesses.

Reserch Methodology
Sources of Data

e  Primary data: In the present research paper primary data is not used

Secondary data: the present rescarch paper based on secondary data which is

mk‘m from websites, newspaper.
tudy
penod of study for the present research is of 5 Years.

meamh type for the present paper is Descriptive Research.

ke other aspect

clear that a variety of corporate procedures and processes influence em

s of a business, is capable of providing critical benefits to an

en it comes to HRM functions, there are a few things to keep in mind. It
ployee

competence in delivering services or products to clients. Human resource

I P ecr Reviewed Referced and UGC Listed Journal No. : 40776
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With the ourren ®  become critieal HRM should focus on e, >
e in order to gain a

ine, changé
s, managers; and peopls
usmess initiatives, it must be

key enabler of b
o, such as cost reduction Or revenue

W to be far more j m“'ﬂh\e

positi
| | people person.
' contribute to the bemmi 1

| strong organisations, leaders, team
advantage. IfHR lstobewewedasa

by demonstrable cenin‘bunons to the bottom lin

risk mitigation, and talent management. HR

their planning, strategizing, and nnpiemmmtwn-
works in today's world. HRM today must adapt new concepts, policies, and practises in %

o bl o T ooy, peoples md PSS A all evolving at a rapiq pep,
and HRM snd HR professionals must comprehend and manage this shift through P‘%i
innovation and revamping1 numerous HR ideas in order 10 thrive in this changing world.
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