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Abstract 
 
An Old saying “Time will never be the same” goes perfect with 
Human Resource Management. There was a time in the phase of 
industrialization when most important resource of the company 
“Human” was exploited for the sake of production. Time Changed, 
HR spawned in the early 20th century and was influenced by Frederick 
Taylor and gained its attention from many scholars and recovered itself 
as a new field. This paper explains changing role of HRM under seven 
sections. First section is “Introduction” explaining historical part of 
HRM to E-HRM. HRM concept is not only centered to HRM, but it 
takes new shape to Human Resource Capital Management. Second 
section covers “Hiring and Firing” old concept of hiring and firing 
increased company turnover cost, companies change it with new 
concept “Hire slow, fire fast”. Third section includes “Leadership 
Management” Leader profile has changed from autocratic to 
charismatic quality to get their work done more precisely. Fourth 
section includes modern concept of motivation to retain employee. It 
covers 7 points of motivation to retain employee in the modern 
scenario. Fifth section includes partnership of HRM and 
Organizational Development. Organizations develop their systems to 
compete in this competitive world and HRM help them by developing 
job descriptions, appraisal systems, and other elements of personnel 
management. . Sixth section includes “Recruitment” concept of 
traditional and modern era, recruitment done in traditional way and 
taking turn with the help of new concept of new technologies and 
explaining How Social Media Has Changed Recruiting. Seventh 
section includes “Informational Technology” role in Changing HRM. 
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It gives a new name to Human Resources Management as “Human 
Resources Informational Technology”. And in the end, I conclude with 
new challenges of HRM according to its future prospects.  
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Introduction:  
“No industry can be rendered efficient so long as the basic fact remains unrecognized 
that it is principally human. It is not a mass of machines and technical processes but a 
body of men.” –Oliver Sheldon. HR spawned in the early 20th century and was 
influenced by Frederick Taylor (1856-1915). Taylor explored what he termed 
"scientific management" (later referred to by others as "Taylorism"), striving to 
improve economic efficiency in manufacturing job. He eventually keyed in on one of 
the principal inputs into the manufacturing process—labor—sparking inquiry 
into workforce productivity. When researchers began documenting ways of creating 
business value through the strategic management of the workforce, the function was 
initially dominated by transactional work, such as payroll and benefits administration, 
but due to globalization, company consolidation, technological advancement, and 
further research, HR now focuses on strategic initiatives like mergers and 
acquisitions, talent management, planning, industrial and labour, 
and diversity and inclusion In recent years, several business trends have had a 
significant impact on the broad field of HRM. Chief among them was new 
technologies. These new technologies, particularly in the areas of electronic 
communication and information dissemination and retrieval, have dramatically altered 
the business landscape. HRM has traditionally looked at the people in an organization 
as a resource to be acquired, allocated and replaced as necessary (much like any other 
resource), an HCM  approach… “Perceives people as assets (human capital) whose 
current value can be measured and whose future value can be enhanced through 
investment”. 
 
 
Hiring & Firing:  
Old concept of hiring and firing increased turnover cost. Turnover costs include 
Separation, Replacement, Training, and Productivity which effect company’s 
management and economy position. Not only has the company, firing caused 
employee a great deal of emotional and financial difficulties especially in the 
modern economy. HRM develop itself with a new concept of hiring and firing that is 
Hire slow, fire fast. It is important that you follow a process that will afford you the 
opportunity to select people who have the best chance of success in performing the 
job. Take the time necessary to find people with the right aptitudes as well as attitudes 
that reflect your values. In today’s scenario Companies are a big believer of “hiring 
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for attitude and training for skill”. The attitudes they look for include: enthusiasm for 
learning, a willingness to take feedback, an interest in doing better, a hard-work ethic, 
a sense of humor, a spirit that connects with customers and co-workers. They spend 
more time on hiring process to avoid the cost of turnover. They spend more time on 
document authentication, reference checking, and trial test to find the best. If in any 
case they recruit wrong candidate they fire them as quickly as possible to avoid the 
cost of more investment on that candidate.  
 
 
Leadership Management:  
Leadership is the most important part of HRM. A leader is the one who can get the 
work done. Leaders can only be in-born is a thought of the past. Modern leadership 
theory does not define leadership in the traditional way as “leaders making followers 
do what followers would not otherwise do” but as “leaders inducing followers to act 
for certain goals that represent the values and the motivations of both leaders and 
followers”.   Modern concepts of leadership differ from the traditional definition of a 
charismatic individual leader. Historically, leadership has been vested in positions, 
while today leadership is seen as a role, one moves continuously into and out of, 
depending on the circumstances. Leadership ideas have evolved so that newer 
characteristics of leaders include being a team builder; possessing creative and 
strategic thinking skills; demonstrating honesty and integrity; and having the ability to 
motivate others to action.  
 
 
Motivation & Retaining: 
It increasingly difficult to attract, motivate, and retain top talent. The “old ways to 
motivate and retain employee is no more useful. Motivation is one of the primary 
concerns and a challenge faced by today's leaders. Now leaders use motivational 
techniques in such a way so as to provide job satisfaction & career opportunities to 
employee so that they can develop sense of belongingness towards organization. In 
the modern scenario, ways to motivate and retain the best people are (a). Challenge 
them weekly (b). Reward for attitude, not just skills(c). Give an opportunity to build a 
career, not just make money (d). Be in one of the leading places of work (e). Pay well 
(f).  Give them ability to make their own decisions. It creates a sense of belongingness 
among employees.  
 
 
Organizational Development: 
 The changing roles of OD and HR create a new partnership. “OD has always been 
the more innovation oriented function, while HR is typically expected to be stable and 
conservative”. How people are paid and disciplined requires systems that are 
reasonably transparent and predictable. This asymmetry has important implications 
for the relationship between OD and HR. “Changes in organizational structure have 
also influenced the changing face of human resource management”. The HR / OD’s 
purpose is to ensure that we have the workforce needed to deliver its objectives, that 
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workforce is motivated, developed, and works to ensure that delivery and that the 
services provided within those objectives reflect the needs of  different groups and 
communities belongs to the Company. In addition, organizational philosophies have 
undergone change. Many companies have scrapped or adjusted their traditional, 
hierarchical organizational structures in favor of flatter management structures. HRM 
experts note that this shift in responsibility brought with it a need to reassess job 
descriptions, appraisal systems, and other elements of personnel management. Both 
HR and OD are ultimately helping business leaders develop their organizations and 
people, with the aim of becoming more self sufficient in the process. Business leaders 
are more educated and aware about implementing change and its implications, and 
this has further altered the landscape of how both HR and OD relate to the business 
they are a part of and their own need for partnership. 
 
 
Recruitment:  
HR professionals have sought to improve upon the traditional recruiting methods (Job 
Ads in Local Paper, Posting at the local Employment Office, Using Temp Agencies, 
and Hiring Internally). We have seen a number of new developments that have 
become mainstream practice in recruiting. Modern Recruiting Methods: The world is 
growing and changing, and so is the world of recruiting. New technologies like the 
internet and smart phones have made information available anytime and anywhere. 
Leverage Smart Phones: Smart phones have access to countless applications and 
virtually any web page. Job candidates, the world over are glued to their phones and 
the company has to interact in their space by optimizing their careers portal, providing 
ample information about the company online, and even leveraging older phone 
features like SMS for recruiting. Tap in to Social Media: Most young professionals 
use Facebook and Twitter more commonly than they read the newspaper. Facebook 
and Twitter are used for everything from news to family updates. Even sports 
recruiters have used Facebook and Twitter for scouting. One can maximize the benefit 
of social media and other recruiting strategies by ensuring that one engages with one’s 
customers, employees, and job candidates through these channels. Modern recruiting, 
however, offers an added convenience of faster and wider information dissemination, 
with opportunities for feedback and engagement. How Social Media Has Changed 
Recruiting: One of the bigger game changers in recruiting in the past ten years is the 
advent of the social media — where companies are now engaging and being engaged 
with the public. If used well,“e-recruiting” can be a very cost and time-effective 
method of hiring. There are many sites catering to a range of industries and 
professions, the most popular sites are: LinkedIn, Facebook, and Twitter. 
 
 
Information Technology & HRM:  
If we are talking about old times of HRM, work was usually done manually. IT 
systems provides new framework to HRM. Information technology is expected to 
improve the performance of Human Resource Management (HRM) by shifting its 
focus from administration or personnel management to strategic HRM. HRIT (Human 
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Resource Information Technology) provides the platform and opportunity for HR 
function, transformation and shifts the traditional HR function to technology-based 
new function. Some systems where IT helps HRM are: (a).Systems for e-recruitment 
(b).On-line short-listing of applicants (c). Developing training strategies on-line (d). 
Psychometric training (e). Payroll systems (f). Employment data (g). Recruitment 
administration (h). References; (e). Pre-employment checks. IT helps HR managers 
offload routine tasks which will give them more time in solving complex tasks. IT 
also ensures that a greater amount of information is available to make decisions.  
 
 
Conclusion/Future Prospects: 
This paper defines the truth that HRM has changed rapidly. It overtakes traditional 
way of HRM to new highly developed methods of HRM. But economic reforms in the 
form of globalization, liberalization are changing more rapidly. This is a direct 
challenge for the HR managers as they now have to deal with culturally and racially 
diverse work groups. Many firms are now compelled to initiate new gender-specific 
and target-based HR policies to serve the interests of different sections of the 
employees. The HR managers of tomorrow need to be familiar with the operational 
aspects of the organizations such as strategic planning, competitive pressures, return 
on investment, and cost of production, to name a few, besides the knowledge of their 
own field. 
 

Fig.1:  Changing Role of HRM 
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