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ABSTRACT : The integration of items from the triple bottom line 

approach leads to developing a model based on a strategic and 

central posture of human resource management. Based on this 

model, propositions and recommendations for future research on this 

theme are presented. These human-resources professionals could 

work in all areas or be labor-relations representatives working 

with unionized employees.Some businesses globalize and form more diverse teams. HR 

departments have the role of making sure that these teams can function and that people can 

communicate across cultures and across bordersThese human-resources professionals could 

work in all areas or be labor-relations representatives working with unionized employees.Some 

businesses globalize and form more diverse teams. HR departments have the role of making sure 

that these teams can function and that people can communicate across cultures and across 

borders 
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MEANING OF HUMAN RESORCE MANAGEMENT- 

HR is a product of the human relations movement of the early 20th century, when researchers 

began documenting ways of creating business value through the strategic management of the 

workforce. It was initially dominated by transactional work, such 

as payroll and benefits administration, but due to globalization, company consolidation, 

technological advances, and further research, HR as of 2015 focuses on strategic initiatives 

like mergers and acquisitions, talent management, succession planning, industrial and labor 

relations, and diversity and inclusion.Human resources focuses on maximizing 

employee productivity. HR professionals manage the human capital of an organization and focus 

on implementing policies and processes. They can specialise on recruiting, training, employee-

relations or benefits. Recruiting specialists find and hire top talent. Training and development 

professionals ensure that employees are trained and have continuous development. This is done 
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through training programs, performance evaluations and reward programs. Employee relations 

deals with concerns of employees when policies are broken, such as in cases involving 

harassment or discrimination. Someone in benefits develops compensation structures, family-

leave programs, discounts and other benefits that employees can get. On the other side of the 

field are Human Resources Generalists or business partners. These human-resources 

professionals could work in all areas or be labor-relations representatives working 

with unionized employees.Some businesses globalize and form more diverse teams. HR 

departments have the role of making sure that these teams can function and that people can 

communicate across cultures and across borders. Due to changes in commerce, current topics in 

human resources include diversity and inclusion as well as using technology to 

advance employee engagement. In the current global work environment, most companies focus 

on lowering employee turnover and on retaining the talent and knowledge held by their 

workforce. New hiring not only entails a high cost but also increases the risk of a newcomer not 

being able to replace the person who worked in a position before. HR departments strive to offer 

benefits that will appeal to workers, thus reducing the risk of losing corporate knowledge 

SOURCES OF HUMAN RESOURCE- 

Primary sources refer to information collected firsthand from such sources as historical 

documents, literary texts, artistic works, experiments, surveys, and interviews.  Thus, articles 

where the author is describing their own experiments would be considered a primary source. In 

science and the social sciences, research articles are considered primary sources. In history, a 

much wider range of sources would also be included everything from original research and 

original works of fiction to items created during the period that is being studied. These can 

include personal papers including diaries, journals, and correspondence; legal notices and 

records for births, deaths, divorces, marriages, and military; photographs, and jewelry. 

Secondary sources refer to another person's second-hand account of something such as in a 

literature review. Thus, an experiment that is described by someone other than the researcher(s) 

would be considered a secondary source. Accounts found in newspapers, radio, and television 

about research findings would be considered secondary sources. 
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Tertiary sources provide generalized overviews of a topic. The author usually does not go back 

to the primary sources and instead gathers information based on secondary sources. 

1. Transfers: 

Transfer involves shifting of persons from present jobs to other similar jobs. These do not 

involve any change in rank, responsibility or prestige. The numbers of persons do not increase 

with transfers. 

2. Promotions: 

Promotions refer to shifting of persons to positions carrying better prestige, higher 

responsibilities and more pay. The higher positions falling vacant may be filled up from within 

the organisation. A promotion does not increase the number of persons in the organisation. 

3. Present Employees:The present employees of a concern are informed about likely vacant 

positions. The employees recommend their relations or persons intimately known to them. 

Management is relieved of looking out prospective candidates 

 

Methods of External Sources: 

1. Advertisement: 

It is a method of recruitment frequently used for skilled workers, clerical and higher staff. 

Advertisement can be given in newspapers and professional journals. These advertisements 

attract applicants in large number of highly variable quality. 

Preparing good advertisement is a specialised task. If a company wants to conceal its name, a 

‘blind advertisement’ may be given asking the applicants to apply to Post Bag or Box Number or 

to some advertising agency. 

2. Employment Exchanges: 

Employment exchanges in India are run by the Government. For unskilled, semi-skilled, skilled, 

clerical posts etc., it is often used as a source of recruitment. In certain cases it has been made 

obligatory for the business concerns to notify their vacancies to the employment exchange. In the 
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past, employers used to turn to these agencies only as a last resort. The job-seekers and job-

givers are brought into contact by the employment exchanges. 

3. Schools, Colleges and Universities: 

Direct recruitment from educational institutions for certain jobs (i.e. placement) which require 

technical or professional qualification has become a common practice. A close liaison between 

the company and educational institutions helps in getting suitable candidates. The students are 

spotted during the course of their studies. Junior level executives or managerial trainees may be 

recruited in this way. 

4. Recommendation of Existing Employees: 

The present employees know both the company and the candidate being recommended. Hence 

some companies encourage their existing employees to assist them in getting applications from 

persons who are known to them. 

In certain cases rewards may also be given if candidates recommended by them are actually 

selected by the company. If recommendation leads to favouritism, it will impair the morale of 

employees. 

5. Factory Gates: 

Certain workers present themselves at the factory gate every day for employment. This method 

of recruitment is very popular in India for unskilled or semi-skilled labour. The desirable 

candidates are selected by the first line supervisors. The major disadvantage of this system is that 

the person selected may not be suitable for the vacancy. 

6. Casual Callers: 

Those personnel who casually come to the company for employment may also be considered for 

the vacant post. It is most economical method of recruitment. In the advanced countries, this 

method of recruitment is very popular. 

7. Central Application File: 
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A file of past applicants who were not selected earlier may be maintained. In order to keep the 

file alive, applications in the files must be checked at periodical intervals. 

8. Labour Unions: 

In certain occupations like construction, hotels, maritime industry etc., (i.e., industries where 

there is instability of employment) all recruits usually come from unions. It is advantageous from 

the management point of view because it saves expenses of recruitment. However, in other 

industries, unions may be asked to recommend candidates either as a goodwill gesture or as a 

courtesy towards the union. 

Capability of human resource to compete 

 Build capability and expertise within the WA government to deliver results 

  Build workforce capacity for current and future requirements of the WA government 

   Build and manage productive relationships and partnerships 

  Advise and influence with integrity and self awareness to achieve organisational 

objectives 

  Build and apply human resource knowledge and expertise to deliver value to the 

organisation 

 Manage change processes and work to support desired organisational culture 

 Contribute to defining business objectives, create evidence based workforce strategies to 

achieve outcomes and guide the organisation through the required change  

 Define the organisational structures and workforce plans required to support the business 

in delivering results  

 Develop approaches to proactively manage the supply of diverse leaders, talent and 

capabilities across the organisation  
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