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Prelude
Six activities are needed to achieve efficiency and efficacy in the system of management for an enterprise. These include: Procurement, Production, Personnel, Finance, Marketing and Research & Development (R & D – Now getting replaced through a term entitled: “Innovation”). Synergistic approach on a holistic basis is needed to achieve high performing purpose of an organization. This piece looks at HRM / HRD from futuristic point of view.
This piece looks at: Changing Scenarios for countries and organizations, HRM Inretrospect, futuristic trends, HR – traditional and E – HR and conclusion. Five boxes present interesting information with comparative positions. These aspects are now reviewed.

Changing Scenarios
Change is the need of the day. Fast track changes are taking place and every enterprise needs to read future trends and accordingly develop their plans to meet the future challenges. Outlooks are changing. Mind set is changing. Innovation is bringing heavy pressure which is resulting in shortening the product life cycle. The following box gives some idea regarding changing scenarios for countries and organizations:
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Box No. 1

Changing Scenarios for Countries and Organizations

	Yesteryear
	Today
	Tomorrow

	Quality Control
	Quality Management
	Innovation & Quality

	Incremental Improvement
	Continuous Improvement
	Breakthrough Improvement

	Cost Reduction
	Cost Management
	Value Creation

	Use of Data
	Use of Information
	Use of Knowledge

	QCs at Rank and File Level
	*QCs Across Departments
	**IQCs Across Organization

	Committed Workforce
	Quality Workforce
	World-class Workforce

	Training for Employment
	Training for Development
	Training for Employability

	Problem-Solving Mindset
	Quality Mindset
	Innovative Mindset


HRM : Inretrospect

The traditional model of following HR activities still exists in many organizations. Major issues addressed in this respect in HRM / HRD are as under:

Box No. 2
Traditional HRM / HRD Activities
	S. No
	Focused Areas

	1

2

3

4

5

6

7
	Human Resource Planning Strategically to be done.

Recruitment – Hiring the Best.

Orientation & Training – Inducting with an assured confidence.

Development – Continuous Professional Development (CPD).

Appraisal – To identify the best for retention and weeding out the 

      unproductive ones.

Compensation – Payment for value creation.

Services – Motivating the employees through diversified employees

services programs.




*     Quality Circle

**   International Quality Circles

Futuristic Trends

The future challenges, in particular beyond 2010, necessitate advanced thinking of preparing one-self so that HRM & HRD can respond to those challenges. In this respect, some suggested approach, in the light of global experiences, is shared below:

1)
Global Exports are registering considerable increase on account of globalization. 
These 
are bound to further grow beyond 2010.  Box No. 3 captures the rising trend during the 
last five years:
Box No. 3
               Global Trends of Exports

	Year
	$ ( billion )

	2006
	12,063

	2005
	10,393

	2003
	7,479

	2002
	6,455

	2001
	6,163


Source:
Extracted from World Development Reports including 2008.
The global exports are increasing on an annual average rate of 13%. Accelerated tempo beyond 2010 can possibly be around 15%. Therefore, new energetic breed of exporters is needed so that it can provide logistical support in boosting exports globally in general and in developing countries in particular.
2)
This challenge needs to be met through HRD. Efforts be initiated by the following:
(a) 
Management Consulting Firms.
(b) 
Management Training Institutions pursuing HRM / HRD as focused niche.

Only then the dream of meeting the challenges beyond 2010 can be achieved.
(c) 
Introduction of Market Oriented Courses in International Market by Universities


to produce new breed of exporters. 

3)
An improvised, updated and innovative HRM / HRD model is needed to meet


the challenges beyond 2010. The following box contains a suggested model for corporate 
sector in this respect:
Box No: 4
HRM / HRD – Suggested Model

	· Strategic HRM

· Human Resource Planning

· Staff Acquisitions Planning

· Training and Developing employees

· Performance Management and Appraisal

· Compensation Design and Administration

· Transformational Leadership

· International HRM

· Organizational Communication




Internet work human capital is available in the developed world. Consequently, need to employ them as normal / formal employees is not needed and they work  under self directed approach. Internet work human capital is making an enriched contribution in a productive manner. Developing countries can learn from this example and can start its application now and beyond 2010.
Some examples can be cited in respect of the above. Instead of having traditional employees, global alliances are available now. The total number of jobs which CISCO System has is 32,600. Out of this, 17,000 are normal / formal employees. The remaining 15,600 employees have been associated through global alliances. Accordingly, the concept of work far beyond the corporate boundary has currently been implemented and can also be tried in developing countries now and beyond 2010. Another example is Amazon.Com which associates its human capital from E-Web. Countless authors and readers are available on Internet. They can be consulted for commentaries for the Web and Online chats are also possible. Network associates facilitate extending sales. FEDEX and UPS fulfill customers order through delivery. Book requirements are also available through Internet work human capital. Based on above, current trend now is away from normal HR to Internet work E – HR or i – HR.
HR – Traditional and E - HR

5)
Box No. 5 comprehensively captures the overall position together with a comparison of 
Traditional HR with E – HR covering five major aspects.

Box No: 5
Managing HR Systems Through IT

---------------------------------------------------------------------------------------------------------------------

    Particulars


Traditional HR


E – HR

---------------------------------------------------------------------------------------------------------------------

1) Acquiring HR:

-  Paper resources & paper

-  Electronic Resources and





   Posting



   Internet Posting





-  Positions filled in months

-  Filled in a week or days

-  Restricted by geographical

-  Unlimited access to global





   barriers



    applicants





-  Cost incurred for attracting

-  Cost directed at selecting





   candidates through


    candidates





   advertisement etc.





-   Manual review of resources
-   Scanning through 





     




    Electronic Review





-   Face to face interview

-   Distance interviewing

2)  Rewarding HR

      Performance 

-   Supervision Evaluation

-   360   Evaluation

-   Appraisal software

    (online and hard copy)

      Compensation 

-   Based on time spent on

-  Time spent on assessing

      Benefits


    paper work                                         market salaries





-   Emphasis on salary and 

-  Emphasis on ownership





    bonuses



    and quality of life





-   Naïve employees


-   Knowledgeable employees





-   Emphasis on internal 

-   Emphasis on external 





     equity



     equity





-   Changes made by 


-   Changes made by 





     human resources


    employees on-line

3)   Developing HR:

      - Training and

-   Standardized classroom

-  Flexible on-line training

         Development

    training



-  Development process is










   employee driven

· Development process is

organization driven



     -  Career


-    Career path for employees

-   Employees manage their

        Management

       




    careers in connection with 

     HR





-    Reactive decisions


-   Proactive planning with










     Technology





-    Personal networking

-   Electronic and personal





     ( Local Area only )


     network

4)    Protecting HR:

      -  Health and Safety
-   Building and equipment safety
-   Ergonomic considerations





-   Physical fatigue


-   Mental fatigue and 









    Weakness

   



-   Mostly reactive progress

-   Proactive programs to










    reduce stress 





-   Focus on employees

-  Focus on employee to




    management relations

   employer relation

   -  Employer relations /
-  Stronger union presence

-  Weaker union presence
      Legal aspects

-  Sexual harassment / 

-  Use of technology for




                discrimination


    monitoring





-   Task performance monitoring
-  Intellectual property /









    data security.

5)   Retaining HR:


      -  Retention Strategies
-  Not a major local problem

-  Concentrate on the crucial 









    HR activity









-  Online employee opinion










    survey










-   Cultivating an effective









    company culture
    -  Work & Family     
-   Not a major local problem

-   Development and 










    monitoring of programs










-   Providing child care and










    elder care

Conclusion
It is high time that globally emerging trends in HR Systems should be carefully read and analyzed. HR response to the challenges lying ahead beyond 2010 should be carefully addressed. Commitment is needed to study the futuristic trends and get prepared to help to develop new approaches to HR rather than sticking to the old and traditional system. The earlier this is done the better.

It is high time to say good bye to “business as usual” and replace it with “Innovative mind set”. Accordingly, E – HR will deliver the magic and will enable enterprises to achieve five major internal objectives of an organization namely; rising profit with focus on bottom line, growth, leadership, productivity and market penetration. 
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