
Chapter 1: Introduction to Human Resource Management
(HRM) and Planning
1.1 HRM as a System and an Integrated Business Process

HRM as a System: Human Resource Management is best understood as an interconnected
system comprising various functions—such as planning, recruitment, training, performance
management, and compensation—that work together to achieve organizational goals. These
functions are interdependent; for instance, poor recruitment (an input) will negatively impact
performance management and training effectiveness (outputs). The system takes inputs (like
organizational strategy, labor laws, and employee skills) and transforms them through HR
processes into outputs (such as high productivity, low turnover, and a motivated workforce).

HRM as an Integrated Business Process: HRM is not merely a standalone administrative
department; it is fundamentally integrated with and supports the core business strategy. Every
major business decision—whether expanding into a new market, launching a new product, or
implementing a technological change—has significant HR implications. The HR function
must be strategically aligned, meaning its processes are designed to acquire, motivate, and
develop the human capital necessary to execute the company's overall strategy, ensuring
seamless support for operational success and competitive advantage.

1.2 Emerging Strategic HR Roles and New Challenges for HR and Line
Managers

Emerging Strategic HR Roles: The HR function has evolved from a purely administrative
(paperwork) role to a strategic one.

1. Strategic Partner: HR professionals work alongside top management to formulate
and implement business strategy. They contribute by translating strategy into human
capital requirements.

2. Change Agent: HR drives organizational transformation, managing change
initiatives, culture shifts, and restructuring, ensuring employees adopt new methods
and values.

3. Employee Champion: HR represents employee concerns, ensuring fair treatment,
boosting morale, and fostering a positive work environment, thereby increasing
commitment and engagement.

4. Administrative Expert: While less strategic, this role remains essential, focusing on
improving efficiency in core HR processes like payroll, compliance, and record-
keeping, often through technology (e-HRM).

New Challenges for HR and Line Managers: Both HR specialists and line managers face
common challenges, including managing a diverse and global workforce, rapid technological
change (automation and AI), maintaining employee well-being and engagement in hybrid
work models, and ensuring ethical and compliant HR practices globally. Line managers, in
particular, are now responsible for many day-to-day HR tasks, such as performance
appraisals and initial employee coaching, requiring them to develop stronger "people skills."

1.3 Human Resource Planning (HRP)



a) HR Planning Concepts

Human Resource Planning is the process of ensuring that the organization has the right
number and kind of people, at the right place, at the right time, capable of effectively and
efficiently completing those tasks that will help the organization achieve its overall
objectives. It involves forecasting future personnel needs and determining the actions
required to meet those needs, preventing both manpower shortages and surpluses.

b) Critical Role of HR

The critical role of HRP lies in its ability to proactively link human capital decisions to
strategic goals. It helps the organization anticipate skills gaps, prepare for organizational
restructuring, manage the cost of labor, and plan for succession, ensuring business continuity.
Without HRP, an organization risks inefficiency, high turnover, and an inability to respond
quickly to market changes.

c) Process of HR Planning and its Linkages with Corporate Strategy

The HRP process is a systematic procedure that links directly to the corporate strategy.

1. Analyze Organizational Objectives: HRP starts with understanding the long-term
business strategy (e.g., expansion, cost-cutting, new technology adoption).

2. Demand Forecasting: Estimating the future quantity and quality of employees
required, often based on sales projections, production levels, and organizational
changes.

3. Supply Forecasting: Assessing the available internal (e.g., current employees,
turnover rate, internal transfers) and external (e.g., labor market conditions,
unemployment rates) human resources.

4. Gap Analysis (HR Programming): Comparing the forecasted demand and supply to
identify surpluses or shortages in specific job categories or skill sets.

5. Action Planning: Developing strategies to close the identified gap. For shortages,
this involves recruitment and training; for surpluses, it involves hiring freezes,
transfers, or layoffs.

6. Monitoring and Evaluation: Reviewing the effectiveness of the action plans and
adjusting the HRP process as necessary.

The linkage is critical: corporate strategy dictates the structure and activities of the business,
which in turn determines the type, number, and skills of the people needed. HRP is the
mechanism that translates strategic intent into actionable human resource programs.

d) Job Analysis: Job Description & Job Specification, Competency Based Analysis

Job Analysis (JA): This is the systematic process of collecting and studying information
relating to the operations and responsibilities of a specific job. It is the foundation for almost
all other HR activities.

 Job Description (JD): A written statement detailing what the job holder actually
does, how they do it, and under what working conditions. It focuses on the job's tasks,
duties, and responsibilities. It is descriptive in nature.



 Job Specification (JS): A statement outlining the minimum acceptable qualifications,
skills, knowledge, abilities, and behavioral characteristics that an employee must
possess to perform the job successfully. It is prescriptive in nature, focusing on the
human traits required.

Competency Based Analysis (CBA): Moving beyond traditional JA, CBA focuses on the
underlying characteristics (competencies) of successful performers rather than just duties.
Competencies are defined as measurable skills, knowledge, and behaviors that are critical to
superior performance in a role. This approach creates a competency model that is used not
only for job descriptions but also for targeted recruitment, sophisticated training, and
performance management. For example, instead of listing "writes reports," CBA would list
the competency "Effective Written Communication," defining the observable behaviors
associated with different proficiency levels.

Chapter 2: Recruitment & Selection and Performance
Management
2.1 Recruitment & Selection

a) Understanding Concepts

Recruitment: The process of searching for prospective employees and stimulating them to
apply for jobs in the organization. It is a positive process designed to create a pool of suitable
candidates from which the organization can choose.

Selection: The process of choosing the most suitable candidates from the pool created during
the recruitment phase. It is a negative process because it involves weeding out unsuitable
candidates to identify the best fit for the specific job and the organizational culture.

b) Tools & Trends in Recruitment & Selection

Tools in Recruitment & Selection:

 Recruitment Tools: Job portals, social media platforms (e.g., LinkedIn), employee
referrals, career fairs, and professional headhunters.

 Selection Tools: Application forms, biographical data blanks (Biodata), various tests
(aptitude, personality, intelligence, and physical ability), work samples (simulations),
and interviews.

Trends:

 Digital/Virtual Recruitment: Heavy reliance on AI-driven sourcing, virtual job fairs,
and asynchronous video interviews to widen the talent pool and reduce time-to-hire.

 Data-Driven Selection (Predictive Analytics): Using algorithms and historical data
to predict which candidates are most likely to succeed and stay long-term.

 Focus on Candidate Experience: Treating candidates as potential customers,
providing clear communication, and ensuring a smooth, respectful hiring process to
protect the employer brand.



 Blind Hiring/De-biasing: Implementing practices (like removing names or gender on
initial applications) to reduce unconscious bias in the selection process.

c) Understanding Recruitment Processes & Interview Techniques

Recruitment Process:

1. HR Planning/Job Analysis: Identifying the need and defining the job requirements.
2. Requisition: Formal request to fill a vacancy.
3. Sourcing Strategy: Deciding whether to recruit internally (promotions/transfers) or

externally, and selecting appropriate channels.
4. Searching/Screening: Attracting candidates and conducting initial filtering based on

minimum qualifications.
5. Evaluation and Control: Assessing the effectiveness of the process (e.g., cost per

hire, time-to-fill).

Interview Techniques:

 Structured Interview: Uses a set of predetermined, job-related questions asked in the
same order to all candidates, maximizing fairness and reliability.

 Unstructured Interview: Questions are not pre-set, allowing the interviewer to
pursue points of interest as they arise, often lacking consistency and validity.

 Situational Interview: Presents the candidate with hypothetical work scenarios and
asks how they would handle them (e.g., "What would you do if...").

 Behavioral Interview (STAR): Asks the candidate to describe specific past
experiences that demonstrate relevant competencies, usually following the STAR
method (Situation, Task, Action, Result) for a complete response (e.g., "Tell me about
a time when you successfully managed conflict in a team.").

2.2 Performance Management (PM)

a) Understanding Performance Management & Performance Appraisal Concepts

Performance Appraisal (PA): A systematic, formal process of evaluating an employee's job
performance, typically done annually or semi-annually. It is a static, backward-looking
review focusing on past results and providing a rating.

Performance Management (PM): A continuous, ongoing process that integrates goal
setting, performance measurement, feedback, coaching, and development planning. It is a
dynamic, future-oriented cycle designed to improve employee effectiveness and align
individual performance with strategic goals. PA is just one component (the measurement
step) within the larger PM system.

b) Objectives & Methods of Performance & Potential Appraisal

Objectives of Performance Appraisal:

 Developmental: Identifying training needs, career planning, and coaching.
 Administrative: Making decisions regarding promotions, transfers, terminations, and

compensation adjustments.



 Organizational Maintenance: Validating selection procedures and improving
communication.

Methods of Performance Appraisal:

 Rating Scales (Graphic Scale): The most common method, where the rater evaluates
employees on a set of performance factors (e.g., quality of work, teamwork) using a
numerical or descriptive scale.

 Management by Objectives (MBO): Employees and managers jointly set
measurable, challenging, yet attainable goals. Appraisal is based on the degree to
which these goals are achieved over the period.

 360-Degree Feedback: Performance data is collected from multiple sources
(supervisors, peers, subordinates, and customers) to provide a comprehensive, holistic
view of the employee's performance and behavior.

 Critical Incident Method: Requires the supervisor to keep a running log of highly
effective (positive) and highly ineffective (negative) performance behaviors
(incidents) throughout the rating period, making the appraisal more objective.

 Behaviorally Anchored Rating Scales (BARS): Combines rating scales with the
critical incident method by describing various levels of performance on a continuum,
anchored by specific examples of effective and ineffective behavior.

Potential Appraisal: The assessment of an employee's future capabilities or capacity to
move into higher-level positions and take on greater responsibility. It looks beyond current
performance to gauge latent skills, learning agility, and ambition, informing succession
planning and career paths.

c) Performance Interviews & Counseling Techniques

Performance Interview: A formal meeting between the manager and employee to discuss
the results of the performance appraisal. Its primary goals are to review past performance,
provide constructive feedback, identify causes of performance shortfalls, and collaboratively
set future goals and development plans. The interview should focus on behavior and results,
not personality, and maintain a constructive, two-way dialogue.

Counseling Techniques: Managers often need to act as counselors to help employees
improve performance or manage personal issues affecting work.

 Active Listening: Fully focusing on the employee's perspective, reflecting back
feelings and summarizing content to ensure understanding.

 Non-Directive Counseling (Employee-Centered): Encouraging the employee to
identify and solve their own problems, with the manager acting as a facilitator, not a
prescriber.

 Performance Coaching: Focusing on developing specific skills, setting clear action
steps, and providing regular, timely feedback between formal appraisal periods. The
emphasis is on building capability rather than just criticizing deficiencies.

Chapter 3: Reward Management and Development &
Capability Building



3.1 Reward Management

a) Job Evaluation Techniques

Job evaluation is a systematic process for determining the relative worth of a job within an
organization, not the worth of the person holding the job. It establishes internal equity and
forms the basis for a rational wage structure.

1. Non-Quantitative Methods (Whole Job Ranking):
o Ranking Method: The simplest method, involving ranking jobs from the

highest to the lowest in value based on their overall importance or difficulty.
o Grading or Classification Method: Jobs are grouped into pre-defined

categories (or grades) based on sets of common factors. Each grade has a
description, and jobs are matched to the grade that best fits.

2. Quantitative Methods (Factor-Specific):
o Point Rating Method: The most widely used method. Jobs are broken down

into compensable factors (e.g., skill, effort, responsibility, working
conditions). Points are assigned to the different degrees of each factor. The
total points determine the job's relative worth and its pay grade.

o Factor Comparison Method: A complex system where jobs are compared
against key jobs (benchmarks) factor by factor. This method uses a monetary
scale directly to rank jobs, resulting in a direct wage rate for each factor.

b) Methods of Reward & Incentive Systems

Methods of Reward: Rewards include total compensation (pay and benefits) and non-
monetary rewards.

 Direct Compensation: Fixed pay (salary/wages) and variable pay (bonuses,
incentives).

 Indirect Compensation (Benefits): Healthcare insurance, retirement plans, paid time
off, and tuition assistance.

 Non-Monetary Rewards: Recognition programs, flexible work arrangements,
challenging work assignments, and positive work culture.

Incentive Systems (Variable Pay): Designed to motivate employees by linking rewards to
performance.

 Individual Incentives: Piece-rate systems (pay per unit produced), sales
commissions, and merit-based bonuses tied to individual goals.

 Group Incentives: Team bonuses based on group productivity or quality
improvements.

 Organizational Incentives:
o Profit Sharing: Distributing a portion of company profits to employees.
o Gainsharing: Sharing financial gains realized from improvements in

operational efficiency with the employees responsible.
o Stock Options: Allowing employees to purchase company stock at a

predetermined price, aligning their interests with shareholder value.

c) Compensation Strategies and Performance-Based Rewards



Compensation Strategy: A compensation strategy outlines the organization's philosophy on
how it will pay its employees relative to its competitors.

1. Lead Strategy (Market Leader): Paying above the market rate to attract the best
talent and reduce turnover.

2. Match Strategy (Market Rate): Paying exactly what competitors pay to maintain
competitive balance.

3. Lag Strategy (Market Follower): Paying below the market rate, often used by
organizations focusing on cost minimization, sometimes compensated by superior
benefits or non-monetary perks.

Performance-Based Rewards (PBR): The core idea of PBR is that an employee’s pay
should be tied directly to their achieved results or demonstrated competencies. This shifts
compensation from being purely seniority or job-based to being based on contribution. PBR
schemes include merit pay, individual bonuses, team incentives, and competency-based pay,
all designed to reinforce desired behaviors and drive higher levels of achievement.

3.2 Development & Capability Building

a) Understanding Human Resource Development (HRD) Concepts & Processes

Human Resource Development (HRD): A framework for helping employees develop their
personal and organizational skills, knowledge, and abilities. The ultimate goal is to improve
performance and growth for both the individual and the organization. HRD is a long-term,
continuous process encompassing training, development, career planning, and organizational
development.

HRD Processes:

 Training: Activities designed to improve performance in the employee’s current job.
 Development: Activities designed to prepare an employee for future job

responsibilities and career advancement.
 Organizational Development (OD): Systematic efforts to improve an organization’s

effectiveness by managing culture, processes, and structure through the application of
behavioral science knowledge.

b) Steps of Designing a Training Programme

A systematic approach ensures training is effective and linked to business needs.

1. Needs Assessment (TNA): The foundational step. It identifies the gap between the
desired level of performance and the actual level. TNA is conducted at three levels:
Organization (identifying where training is needed), Task (identifying what skills
are needed), and Person (identifying who needs training).

2. Instructional Objectives: Developing clear, measurable, achievable, relevant, and
time-bound (SMART) learning objectives for the training program.

3. Design and Content: Structuring the program, developing materials, selecting
methods, and creating a motivating learning environment.

4. Implementation/Delivery: Conducting the training using appropriate methods and
trainers.



5. Evaluation: Assessing the effectiveness of the training.

c) Training Methods & Training Evaluation Processes

Training Methods:

 On-the-Job Training (OJT): Learning while performing the job, often through
coaching, mentoring, job rotation, or apprenticeships. This is highly relevant and cost-
effective.

 Off-the-Job Training: Conducted away from the actual work environment.
Examples include lectures, conferences, case studies, role-playing, simulations, and e-
learning/virtual training. Simulations are particularly useful for high-risk or complex
tasks.

Training Evaluation Processes (The Kirkpatrick Model): This four-level model is the
standard for evaluating training effectiveness.

1. Reaction: Measuring participant satisfaction and their immediate feelings about the
training experience (e.g., using surveys).

2. Learning: Measuring the extent to which participants absorbed the knowledge, skills,
and attitudes specified by the objectives (e.g., using tests).

3. Behavior: Measuring the extent to which participants changed their behavior on the
job as a result of the training (e.g., using observation or supervisor feedback).

4. Results: Measuring the ultimate impact of the training on organizational outcomes,
such as productivity, quality, costs, or customer satisfaction (the highest and most
difficult level).

Chapter 4: Emerging Trends in HRM and Industrial
Relations (IR)
4.1 Emerging Trends in HRM

a) Globalization and Emerging Roles & Practices in HRM

Globalization: The increasing interdependence of world economies, making it necessary for
HR to manage workforces across borders.

Emerging Roles and Practices:

 International HRM (IHRM): HR practices are extended to manage employees in
foreign subsidiaries, dealing with issues like cross-cultural training, host-country
labor laws, and managing expatriate assignments (selecting, training, compensating,
and repatriating employees who work abroad).

 Cultural Competence: HR must ensure employees understand and adapt to different
cultural norms and values, both locally and globally.

 Harmonization of Policies: Developing a consistent, yet locally flexible, set of HR
policies across all global locations to ensure fairness and efficiency.

b) New Trends in Career & Succession Planning



Career Planning: The process through which an employee charts a sequence of jobs or
roles, aiming for long-term work achievement and satisfaction.

New Trends:

 Boundaryless Careers: Careers defined by the individual, involving frequent job
changes across different companies and industries, rather than being confined to a
single organization.

 Focus on Employability: The employer's role shifts from guaranteeing long-term
employment to ensuring employees possess marketable skills that enhance their
personal employability.

 Succession Planning (SP): The systematic process of identifying, assessing, and
developing organizational leadership and critical talent to ensure the continuity of key
roles. Modern SP focuses on developing pools of candidates for multiple positions,
not just a single replacement, and relies heavily on competency models and fast-track
development programs.

c) Emergence of e-HRM &Management of Global Workforce

e-HRM (Electronic Human Resource Management): The planning, implementation, and
application of information technology for networking and supporting at least two
organizational actors in their shared performance of HR activities.

Impact of e-HRM:

 Increased Efficiency: Automation of routine administrative tasks (e.g., online
benefits enrollment, e-recruitment).

 Self-Service: Providing employees and managers with direct access to HR
information and tools (Employee Self-Service (ESS) and Manager Self-Service
(MSS)).

 Data Analytics: Using HR Information Systems (HRIS) to analyze HR data (e.g.,
turnover trends, training effectiveness) to provide strategic insights.

Management of Global Workforce: Requires specialized focus on:

 Virtual Teams: Managing dispersed teams across multiple time zones and cultures,
relying heavily on collaborative technology.

 Global Compensation: Designing pay packages that are competitive locally but
equitable globally, considering complex factors like currency exchange and taxation.

 Repatriation: Smoothly integrating returning expatriates back into the home country
organization, utilizing their acquired global skills.

4.2 Industrial Relations Concepts and Contours

a) Different Models & Approaches to Study IR

Industrial Relations (IR) is the relationship between employees and employers, usually
mediated through trade unions and employer associations, and influenced by the State.



1. Unitary Approach: Views the organization as a happy, integrated team where
everyone shares common goals. Conflict is seen as a temporary aberration caused by
poor communication or agitators, not a fundamental conflict of interest. HR's role is
primarily communication and integration.

2. Pluralistic Approach: Views the organization as composed of competing groups
(management and unions) with divergent interests. Conflict is seen as inevitable and
legitimate. The role of the State and collective bargaining is to manage this conflict
and maintain institutionalized equilibrium.

3. Marxist Approach: Views conflict as inherent and perpetual in a capitalist society,
stemming from the exploitation of labor by capital. IR systems are simply structures
designed to perpetuate class dominance. Resolution can only occur through
fundamental societal change.

b) Actors of IR

IR is essentially the interplay among three core groups:

1. Employees and their Organizations (Trade Unions): Represent the interests of
workers, seeking better terms and conditions of employment, security, and influence
over decisions.

2. Employers and their Organizations (Management/Employer Associations):
Represent the interests of capital, seeking efficiency, productivity, and control over
the workplace.

3. The State (Government): Acts as a regulator (passing and enforcing labor laws), a
third-party intervener (through conciliation and arbitration), and often, a major
employer itself.

c) New Trends & Challenges in the Field of IR

 Decline of Traditional Trade Unionism: Membership rates have fallen in many
developed economies, often due to changes in the industrial structure (shift from
manufacturing to services) and new legislation.

 Rise of New Forms of Employee Voice: Employees often rely on non-union
channels (like works councils, employee engagement surveys, and social media) to
voice concerns.

 Contract Work and the Gig Economy: The rise of temporary, contract, and
platform-based workers challenges traditional IR frameworks that rely on a clear
employer-employee relationship.

 Flexibility vs. Security: A continuous challenge to balance the organization's need
for maximum operational flexibility with the employee's need for income and job
security.

d) Overview of IR in India: Role of Trade Unions – Rationale, Background & Current
Status & Changing Role of Trade Unions

Rationale and Background: Indian trade unions emerged largely from the nationalist
movement and socialist ideologies, initially focusing on political objectives alongside
economic gains. Their rationale is to provide collective strength to individual workers,
counter the employer's bargaining power, and protect workers from exploitation.



Current Status: India has a large number of politically affiliated trade unions, often leading
to multiplicity and inter-union rivalry. Historically, unions have been concentrated in the
organized (formal) sector. While legal protection exists, unionization in the growing informal
and service sectors remains a major challenge.

Changing Role of Trade Unions:

 Shift from Confrontation to Cooperation: In the wake of economic liberalization
and globalization, many progressive unions are moving away from purely adversarial
approaches to more collaborative ones, focusing on productivity bargaining, skill
development, and workers' participation in management.

 Focus on Non-Traditional Issues: Unions are increasingly addressing issues like
safety, technology implementation, work-life balance, and environmental
sustainability.

 Sectoral Challenges: Unions in the formal sector are facing challenges from
precarious employment, while new unions are emerging in sectors like IT/ITeS and
the platform economy to address issues specific to those environments.

Chapter 5: Dynamics of Labour Management Relations
and Legal Framework
5.1 Dynamics of Labour Management Relations

a) Concepts of Industrial Democracy & Workers Participation in Management

Industrial Democracy: A philosophy aiming to reduce the autocratic nature of management
and increase the influence of workers in decision-making processes within the enterprise. It
embodies the principle that those who are affected by decisions should have a voice in
making them.

Workers Participation in Management (WPM): A mechanism to operationalize industrial
democracy. It involves workers or their representatives sharing varying degrees of decision-
making power with the management. WPM can be implemented at different levels and
through various forms:

 Informative Participation: Management shares information (e.g., company balance
sheets) with workers.

 Consultative Participation: Management seeks opinions and advice from workers
before making a decision, but the final decision remains with management (e.g.,
works committees).

 Associative Participation: Management and workers make joint decisions, but the
power structure remains separate (e.g., Joint Management Councils).

 Decisive Participation (Co-determination): Workers' representatives have the final
say on certain matters, representing the highest form of WPM (e.g., workers on the
Board of Directors).

b) Collective Bargaining



Collective Bargaining (CB): A process of negotiation between representatives of a
company's management and representatives of its workers (often a trade union) to determine
the terms and conditions of employment, such as wages, working hours, benefits, and
workplace procedures.

Nature of Collective Bargaining:

 Voluntary Process: It relies on the mutual willingness of parties to negotiate.
 Dynamic and Continuous: It's not a one-time event; the relationship continues after

an agreement is signed, often requiring ongoing discussions to interpret or enforce the
contract.

 Bipartite: It involves two main parties: the employer and the employee union.
 Results in an Agreement: The outcome is a collective agreement (contract) that is

binding on both parties for a specified period.

Process of Collective Bargaining:

1. Preparation: Both sides research, gather data (on wages, profits, competitor
practices), and formulate their demands or counter-proposals.

2. Negotiation: The actual face-to-face meetings where proposals are presented,
discussed, and compromises are explored.

3. Agreement/Contract Formulation: Drafting and signing the collective agreement.
4. Administration: Implementing and living up to the terms of the agreement, including

resolving disputes arising from its interpretation.

5.2 Legal Framework

a) Understanding Indian Labour Laws – ID Act, TU Act, & Industrial Employment
(Standing Order) Act

This section provides an overview of three cornerstone pieces of Indian labor legislation.

1. The Industrial Disputes Act, 1947 (ID Act):
o Purpose: To make provision for the investigation and settlement of industrial

disputes (any dispute or difference between employers and employers, or
between employers and workmen, or between workmen and workmen).

o Key Concepts: Defines "industry," "workman," "industrial dispute," and
provides machinery for dispute resolution like Conciliation, Mediation,
Court of Enquiry, Labour Courts, and Industrial Tribunals. It also lays
down procedures for legal strikes and lockouts, as well as rules for layoffs,
retrenchment, and closure.

2. The Trade Unions Act, 1926 (TU Act):
o Purpose: To provide for the registration of Trade Unions and in certain

respects to define the law relating to registered Trade Unions.
o Key Concepts: Provides the legal status, rights, and immunities (protection

from civil suits for union activities) to registered trade unions. It specifies the
rules for internal governance, membership, and the appointment of office-
bearers. Registration is necessary for a union to exercise its legal rights under
the Act.

3. The Industrial Employment (Standing Order) Act, 1946 (IE(SO) Act):



o Purpose: To require employers in industrial establishments to formally define
conditions of employment under them and to make such conditions known to
the workmen employed by them.

o Key Concepts: Mandates that employers clearly specify terms like working
hours, holidays, pay rates, shift work, attendance, termination procedures, and
disciplinary actions in a set of Standing Orders. These orders must be
certified by a government authority to ensure fairness and transparency,
reducing potential disputes arising from vague or arbitrary employment
conditions.

b) Grievance Management & Discipline and Course Integration

Grievance Management:

 Grievance: Any employee dissatisfaction or feeling of injustice related to their
employment that is formally brought to the attention of management.

 Grievance Procedure: A formal, systematic, step-by-step process designed to
resolve employee complaints fairly and quickly. A typical procedure involves
escalating the complaint from the immediate supervisor to higher management levels
and, if necessary, to internal committees or external bodies like arbitration. The goal
is to provide a "venting mechanism" and ensure due process.

Discipline:

 Industrial Discipline: The state of employee self-control and orderly conduct
essential for efficient working.

 Disciplinary Action: Actions taken by management to enforce organizational rules
and standards.

 Progressive Discipline: A system where penalties for misconduct increase with
repeated offenses. Steps typically include an oral warning, written warning,
suspension, and finally, termination. This ensures punishment is commensurate with
the offense and gives the employee a chance to correct their behavior. The process
requires adherence to the principles of Natural Justice, including a fair inquiry and
opportunity for the employee to be heard.

Course Integration: The final step involves integrating the knowledge gained across all
these chapters. HR professionals must understand that all functions—planning, recruitment,
compensation, development, and industrial relations—are interconnected. For example, a
successful reward management system (Chapter 3) must be compliant with the ID Act
(Chapter 5), recruit the right talent (Chapter 2), and be aligned with the strategic HR plan
(Chapter 1). This integrated approach ensures the effective and holistic management of
human capital.


