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ABSTRACT 

The goal is to begin the importance of human resource management (HRM) and how it appear, to deliver some 

confirmation of its situation, to discuss its possible and future development. Many specialist underline the 

statement that human resource require more concentration and watchful management then any other supply of 

an organization. The function of the HR manager must similar the wants of the altering organization. Winning 

organizations are becoming more flexible, pliant, quick to change guidelines, and customer -centred. Within this 

situation, the HR specialized must be trained how to manage successfully through development, organizing, 

important and domineering the human supply and be knowledgeable of promising trends in training and worker 

expansion. 
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1. INTRODUCTION: 
 

Human resource management is a procedure of bring people and organizations mutually so that the goals of 

each other are meet. The role of HR manager is altering from that of guard and screener to the role of a 

organiser and alteration agent. Workers director are the new profitable heroes”. The today focus in industry is 

personnel. Nowadays it is not possible to show a good financial or working report except your workers relatives 

are in directive. The main principle of HRM is to increase and advance the productive donation of personnel to 

the association in more principled community, and directorially responsible way. This purpose emerges from 

generally called manufacturing relations, personnel organization, industrial psychology and personal 

management. Research shows that its aim is to produce whole supervisory cultures that bind labour to the 

company‟s objectives with full specialized promise, combination, and excellence work. The 21st century brings 

with it mammoth opportunity but also mammoth strain, if the companies will not get better the efficiency of the 

people and indulgence them “human living being‟ which are the essential objects of all the financial 

performance foremost towards industrial growth. Now there is worldwide harmony on human resource creature 

one of the main means of escalating competence, productivity and affluence of the positive Over the years 

greatly skills and knowledge based job are escalating while low skills jobs are declining. This BNVVcalls for 

upcoming skill map through precise HRM inventiveness. Group is also witness a change in scheme, connotation 

culture and politics due to the global arrangement of Indian organization. There is require for multi capability 

expansion. Character of HRM is flattering all the extra momentous. With the increase in rivalry, locally or 

internationally, organizations must become more flexible, supple, agile, and customer-focused to succeed. And 

within this alter in environment, the HR specialized has to evolve to become a tactical partner, a worker fund or 

advocate, and a change adviser within the organization.  

 

2. New Trends in international HRM 

International HRM places greater importance on a number of responsibilities and function such as 

rearrangement, direction and services to help workers adapt to a new and different situation outside their own 

country. 

Selection of workers require careful estimate of the personal description of the candidate and his/her spouse. 
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Training and expansion extends beyond information and direction training to include sensitivity training and 

field experience that will enable the manager to realize cultural difference better. Managers need to be protected 

from career development risks, re-entry problems and culture shock. 

To stability the pros and cons of home country and host country evaluation, performance evaluations should 

join the two sources of evaluation information. 

Use labour force skills and ability in order to develop ecological opportunities and neutralize pressure. 

Employ inventive repayment plans that identify worker donations 

Indulge in incessant quality development through TQM and HR donations like training, development, etc. 

Utilize people with individual capability 

Disperse operations and rely on self -managed teams to transport goods in difficult times e.g. Motorola is 

celebrated for short produce development cycles. It has quickly commercialized ideas from its research labs. 

Leave off labour in a level way explaining reality to unions, labour and other artificial groups 

HR Managers today are focusing concentration on the followings: 

a) Policies- HR policies based on belief, honesty, equity and consent. 

b) inspiration- Create conditions in which people are agreeable to work with zeal, initiative and fervour; make 

people feel like winner. 

c) Relations- Fair behaviour of people for strong work-place relations. 

d) Change mediator- Prepare labour to believe scientific changes by clarifying doubts. 

e) Quality awareness - assurance to quality in all aspect of personnel administration will guarantee success. 

Due to the new trends in HR, the HR manager should pleasure people as resources, reward theme quitably, and 

incorporate their aspiration with commercial goals through appropriate HR policies. 

 

 

3. OTHER TRENDS FACED BY HRM 
 

3.1 Workplace Diversity 

 

The proportions of workplace diversity include, but are not partial to: age, society, origin, gender, physical 

ability‟s/qualities‟, race, sexual direction, educational background, geographic location, profits, marital status, 

martial knowledge sacred belief parental status, and work practice. The challenge of workplace diversity refers 

to the fact that the future success. The records of The "Ştefancel Mare" University of Suceava. Fascicle of the 

facility of Economics and Public Administration Vol. 9, No. 2(10), 2009. Of any organizations relies on the 

aptitude to manage a diverse body of talent that can bring innovative ideas, perspective and views to their work. 

The challenge and trouble faced of workplace diversity can be bowed into a considered organizational benefit if 

an organization is able to capitalize on this melt pot of diverse talent. With the combination of talents of diverse 

cultural backgrounds, genders, ages and lifestyle, an association can react to business opportunities  more 

quickly and resourcefully, especially in the international arena (Cox, 1993), which must be one of the important 

organisational goals to be attain. More significantly, if the organizational environment does not support diversity 

largely, one risks behind talent to competitors. 

This is especially true for international companies (MNCs) who have operations on a global scale and employ 

people of diverse countries, principled and cultural backgrounds. Thus, a HR manager needs to be heedful and 

may utilize a „Think Global, Act Local‟ approach in most circumstances. Many local HR managers have to 

undertake cultural -based Human Resource Management training to further their ability to stimulate a group of 

specialized that are highly qualified but ethnically diverse. Furthermore, the HR specialized must assure the 

local professional that these foreign talents are not a risk to their career advancement (Toh, 1993). In Many 

ways, the efficiency of workplace diversity management is needy on the skilful balancing act of the HR 

manager. One of the main reasons for unproductive workplace diversity management is the disposition to 

categorize employees, placing them in a different silo based on their diversity profile (Thomas, 1992). In the 

real world, diversity cannot be simply categorized and those organizations that counter to human difficulty by 

leveraging the talents of a broad workforce will be the most successful in increasing their businesses and their 

customer base. In order to efficiently manage workplace diversity, Cox (1993) suggest that a HR Manager needs 

to change from an ethnocentric view ("our way is the best way") to a ethnically relative perspective ("let's take 

the best of a multiplicity of ways"). This transfer in beliefs has to be ingrained in the professional framework of 

the HR Manager in his/her planning, organizing, foremost and controlling of directorial resources.  

As suggested by Thomas (1992) and Cox (1993), there are several best practice that a HR manager can accept 

in ensure efficient management of workplace diversity in order to attain organizational goals. 
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4. LITERATURE REVIEW 
 

   HRM is concerned with the deployment, provision and success of employees. Beer and others (1984) also 

stress the importance of HRM in getting managers involved in the distribution of the organization‟s central 

mission to all employee. For this reason HRM must be concerned with satisfying external customer needs 

(Palmer 1994). As Worsam (1997) points out, successful service organizations invest greatly in HRM, 

especially partial training.  The role of marketing is to realize organizational aims by satisfying user‟s needs, and 

HRM is about reaching organizational aims. For this reason HRM must be troubled with fulfilling external 

customer needs (Palmer 1994). Palmer further suggest that HRM has two split function here; creating short term 

suppleness (managing demand) and create long term flexibility (managing change). To this we strength add a 

third function in the marketing context: creating personal flexibility amongst workers.  Economic aptitude unit 

research, reported by Irons (1997) showed that the primary factor in the customer‟s perceptions of service is the 

ability and the motivation of staff to be non routine-to blend the rules to meet human being needs. A. V. Ramana 

Rao in his article "Higher productivity through better HRM" (Indian management, May, 1999). M. Sareen and 

Sarika Tomar in their article, “Sustainable spirited advantage gaining through strategic HRM” (2000), Grant 

(2002) holds that knowledge is the overpowering important productive recourse; indeed the value of people and 

machines lies primarily in the fact that they represent knowledge. Using a sample of banks Richard and Johnson 

(2001) examined the impact of tactical HRM effectiveness on a number of performance variables.  Gelade & 

Ivery (2003) in a study of bank branches approximate a structural model of the effects of several HRM related 

variables and a universal climate measure on a mix of performance outcomes.  Trust therefore appear to be an 

essential indefinable recourse in the organisation, which bonds managers and their subordinate (Tzafrir & 

Dolan, 2004). Collins (2005) in a research of similar nature targeting small business have found that efficient 

HR practices impact employee outcomes considerably (employee outcomes used by them were dissimilar than 

ours). 

Green, Wu, Whittten and Medlin (2006) report that organization that upright aligned and horizontally included 

HR functions and practices perform better and produced more committed and satisfied workers who exhibited 

better individual and organizational presentation. Wolf and Zwick (2008) found that worker participation and 

financial incentive and inducement were often honoured as resourceful way for increasing the organizational 

productivity. True cost of worker turnover has extended been underappreciated and underestimated by human 

resource managers and all stakeholders dishevelled in the issue (Mohanty, 2009). 

 

5. CONCLUSION: 
In conclusion, still there is a strong disputation and race of struggle to take the lead in the academic and 

professional field but perceptibly only time will fill which of these and other possible rival scenario will offer 

more correct description of the actuality in future. The new technological change, downsize, right sizing and 

privatization management can also play role for future development/trend and accepts the challenges of the 

future. 
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