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Abstract - The paper presents an insight and paradigm,
generally for the university authorities and particularly for the
librarian working in university libraries in India. It also
explores what types of human resources management concepts
and techniques required for managing information in terms of
achieving the expected targets of the university libraries in
India. The necessity of environmental analysis, internal and
external to the libraries is incorporated for enabling librarian
to underpin what and why would be necessary for the effective
use of human resources management strategies for the
university libraries. In this respect, it is highlighted to consider
the present scenario of constantly changing socio-economic,
political and technological environment in the university
libraries of India. The paper analyzes the current trends in
human resource management and pointed out the strategic
approaches to human resource management.
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ILINTRODUCTION

Human R esource M anagement(HRM) represents t he
result of accelerated changes in the modern world and
the im portance attached to people and their potentials
nowadays. T he s trategic a pproacht o human r esources
managementi sa de veloping process which ¢ hanges
accordingt o eventsw ithin the organizationa nd
environment. Human resource can be considered as the key
element in establishing maintaining and day to day running
any type of organization. University Libraries are academic
organizations. T hey c ater for the provision of inf ormation
needs of different category of the learned people. Personnel
ors taffs performa 1l types of functions ands ervices
pertaining to university library. All functions and activities
which enhance the quality and standards of better university
library s ervice d epend ont he ef fective d ecision m aking
capabilities, their implementation and necessary ev aluation
procedures. It can notb e deniedt hat nol ibrary can be
functioned w ithout human r esources. Within t his ¢ ontext,
HRM is an area that library and information p rofessionals
should be conversant with practical applications.

Definition of HRM

HRMi sm ainlyd irectedt owardst hen eeds of
management for the provision and use of human resources.
Activitiesa rec arried outw itho ther memberso f
management w ho deal w ith h uman r esources, r ather t han
directly with e mployees, and the emphasis is on planning,
monitoring and control, not on mediating. Human resource
management gi ves m ore e mphasis to what has been done

for m anagers, r ather t han what m anagers h ave do ne for
employees.

Basic ch aracteristics o f human r esources management
are:

1. Commitmentt o a chieving individual g oals a nd
interests,n ot  onlyor ganizational  and
Decentralization of t he m anagement p rocess an d
the transfer of part o f management c ompetencies
from higher to lower levels of management;

2. Employees ar e v iewed as assets o ras h uman
capital which should be invested in by providing
opportunities for1 earning and developmento f
learning organization.

3. Human resourcesa re viewedas a
competitive advantage;

4. Humanization of productive relations between the
organization's management and employees;

5. Increased independence of employees in decision-
making and work, making them happier and more
motivated to work;

6. Ongoing f lexibility of management process a nd
control a ctivities i n o rder t o find a cceptable a nd
sustainable s olutions f  or environmental
requirements;

7. Orientation to the man and his values as the most
important resource of the organization;

8. Active participation of employees in management
perform better activities;

9. Reducing t he number o f m anagement 1 evels f or
more direct communication between the authorities
and employees;

source of

HRM is a distinctive approach to employment. Management
which s eeks to achieve competitive advantage through the
strategic de ployment of hi ghly ¢ ommitted a nd ¢ apable
workforce, using integrated array of cultural, structural and
personal techniques.HRM is a system in which participants
seek to attain both individual and group goals.

K. A swathappa' states, “ Human resource management
referst o a s elfo f programmes, f unctions a nd activities
designed and carried outi nor der to maximize both
employees as well as organizational effectiveness”.

The modern concept of human resource management is not
just a man who goes to work and gets paid, but matters and
istreated as as ubject o f management. H uman r esource
management is increasingly becoming a co llective activity
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involving m anagers a nd e mployees. T he e nvironment of
constant ¢ hange, r apid development of s ciencea nd
technology, increase o f co mpetitiveness, d aily facing w ith
specific difficulties a nd ¢ hallenges, r equires f romt he
organization's m anagement t o ¢ onstantly s earch f or g ood
and adequate solutions.

HRM is that part of the management w hich is c oncerned
with human and social implications of the change in internal
organization with maximum benefits to the organization.

The above definitions remark several important viewpoints,
which are related to HRM in university libraries in I ndia.
They are as follows:
a. Does thel ibrarian makea
organizational culture?

b. Do the librarians try to apply strategic approach for
HRM 1 ike c reating o bjectives, missions, planning,
etc?

c. Do library m anagers a pply cultural, structural a nd
personnel techniques in HRM?

d. Does thep resent U niversity Library contain a
suitable working environment?

e. Does the university library in India consist of highly
committed and capable workforce?

f. Does the existing HRM in university library in India
cater the expected HRM needs and requirements?

na ppropriate

For answering the above questions, it is better to know
about s trategic approach. Like o perationr esearch, the
concept s trategy has come to m anagement discipline from
the w arfront. T herefore s trategy i s obvi ously r elated t o
planning a nd p olicy f ormulations i n a ny o rganizational
setting. Strategic m anagement is ¢ oncerned with decision
making affecting the entire organization to deal effectively
with its environment.

II.STRATEGIC HUMAN RESOURCE
MANAGEMENT (SHRM)

SHRM i s b oth a n e volutionary a pproach and the us e of
management s trategies f or HRM. The SHRMisaw ay
forwardi na chievinga n organization, itso bjectives
successfully using following three elements:

L. Mission and strategy
11. Organizational structure
I1I. Human Resource Management

Hendry and Pettigrew” stated that SHRM has four
meanings:
L. The use of planning.
II. A coherent approach to design and management of
personnel systems based on an employment policy
and manpower strategy underpinned by a
philosophy.
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111 Matching HRM activities and policies to some
explicit library strategy.
Iv. Seeing the people of organization as strategic

resources for achievement of competitive
advantage.

Within this context library mangers are able to design
and apply suitable models and practices using SHRM for
the University libraries in India.

There ar et hree t heoretical ap proachest o s trategic
management of human resources, namely:

1) Universal access,
2) Access to opportunities and fitting,
3) An approach that is based on resources.

Universal access

It f ocuses ont hec onceptof h umanr esource
management based on four ob jectives of human r esource
policies t hat m ust b e met in o rder t o o btain t he d esired
organizational result.

The objectives of human resource policy are:

1. Commitment ( employees f eelas ap art oft he
organization and they show it by their relationship
to performance);

2. Flexibility (structure of the organization is flexible)
and

3. Quality (high quality employees pr ovide high
quality goods and services).

4. Strategic integration (human resource management
is integrated into strategic planning);

Access to opportunities and fitting

Itisanapproachtointegration or o pportunities
which is based on two basic forms of incorporation.

The firsti nvolves e xternal i ntegration (human
resources strategy f its thed emandso f
organizational (business) strategy)

The second involves internal integration (all human
resources activities fit together making one unit).

An approach that is based on resources

The a pproach based on resources focuses on t he
relation between internal resources, strategy and
performance. The development of human capital provides a
competitive advantage.

There a re f our w ays i n w hich h uman r esources
generate competitive advantage, namely:



= The resource must have a value (merging with the
requirements of the individual competencies o fthe
organization estimated value);

= Low frequency of resources (organizations that have
difficulty in searching for the best talents);

= Difficultt o imitater esources ( thei nabilityo f
competitors to copy resource);

= Ar esource should be indispensable (  human
resources d o not become o bsolete as opposed t o
technology an d can s witch f rom o ne markett o
another)

111.FIVE MODELS SHOWING THE RELATIONSHIP

An overview of possible relationships between the
organizational s trategy and human strategies o fh uman
resource m anagementi s pr ovided. These r elations ar e
characterized by five different models’. Viz-

L. Model of separation (A);

II. Model of integration (B);

1. Dialogue model (V);

Iv. Holistic model / model of whole (G);
V. Model based on Human Resources (D).

Model of separation (A) is c ommon i n s maller
organizations, a nd t herei sn ol ink between t he h uman
resource strategy and the organizational strategy in it.

Model of integration (B) assumes integration o f
the human resource strategy into the organizational strategy
and an employee is seen as the key in the implementation of
organizational s trategy. T his model i s r epresented i n t he
organizations that d irectt heir b usiness goals f rom top
management t o | ower o rganizational u nits, butalsoitis
expected f rom organizational u nits ( including the
organizational u nit f or h uman r esources) t o propose a
functional s trategy t hat will enable t he i mplementation of
the organizational strategy.

Dialogue  model (V) involves  mutual
communication a nd ¢ onsiders ot her possibilities of the
organizational strategy.

Holistic model (G) treats human resources as the
key of competitive advantage for the implementation of the
organizational strategy.

Model based on Human Resources (D) This
model reflects s trategic HRM perspective, w hich is based
onr esources. It is ¢ onsidered a turning point o f human
resources strategy from implementers of the strategy to the
driving force in the formulation of the strategy.

Present scenario of university librariesof India(U L I)

Literature s urveyr eveals thatno pr opers urvey or

investigation has been done in order to identify the areas of
improving the quality of better human resource planning in
university libraries in India. Human resources are life blood
of ULL In order to have a better productivity in the sense of
qualitative 1 ibrary an d i nformation s ervice, cer tain key
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strategic areas are there to integrate into the HRM in U LI
The concerned s ections o f the university s ystem generally
the university authorities and particularly the librarians are
yet to identify the efficiency, validity and the need of HRM.
There are some factors which are responsible for changing
strategic approach of HRM in the university library. These
are as follows:

Globalization

Better utilization of resources
Digital libraries

Value added services

el

Strategic planning

Planning is linking knowledge to action and being
able t o v isualize future i mplications o f p resent d ecisions.
Strategic p lanning is a management tool and a s ystematic
approach to prepare for a better a future. It is a continuous
process which a ssesses a nd a djusts t he organization i n
response t o ¢ hanging m arket op portunitiesina dynamic
environment. I nt hise verc hanginga ndc ompetitive
environment strategic planning in the university library will
be h elpful in s haring the vi sion of the future o f library
services.

By introducing s trategic planning, there are s ome
direct outcomes. For example, awareness of current trends
and better financial pl anning, better relationship with
stakeholders; creativity and better technology, enhancement
in creditability of library services ,job satisfaction, level of
customer satisfaction, sense of belonging, sharing a vision,
skill development,t eam b uilding a nd i mprovementi n
library services.

Human Resource Planning

Human Resource planning is fundamental in developing and
implementing the organization’s human resource s trategy,
which in turn enables the organization to meet goals. T he
essence of human resource planning is the integration of all
human resource activities w ithin a c entral p hilosophy that
people in the organization should be managed. The result of
this should be that human resource activities are co herent,
consistenta nd m utual s upportivea nd candr ivet he
organization’s strategic objectives.

The key themes of human resource planning are:

I.  Concerned with all factors that influence the
way so that people are managed in the
organization. This would include culture,
informal and formal organization and system.

II.  Required an integrated view of all human
resource activities carried out both by
specialists.

III.  Linked with business planning and the

strategies and policies resulting from it are
closely linked to business strategy.
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IV.HUMAN RESOURCE POLICIES

The a bove i deas cl early s how the n ecessity of
human r esource policies f or a n o rganization. Therei s
several humanr esource p lanning s trategies s uitingt o
libraries in many countries. Some strategic policy” areas are
enumerated below which would eventually support librarian
for the formulation of their human resource policies:

= Employee relations

=  Employee welfare and grievances
= IT policy

=  Motivational Strategies

=  Promotions

=  Recruitment and selection

= Staff appraisal

=  Staff training and development

Policy strategies

When policies are going to be formulated, special emphasis
has to be given on the critically needed areas with possible
mechanisms for finding funds, and how these are put into
actions. Librarian would find new roles and responsibilities
andt heyha vet oe xamineh owt heser olesa nd
responsibilities ared ecentralizedw ith  appropriate
management styles and structures. Librarians have to apply
suitable ¢ ommunication a nd ¢ oordination t echniques in
order t o m ake t hese pol icy s trategies to f unction. The
content of aforementioned HRM policies could be drafted
with a use of following or any other suitable model:

Model steps of a policy statement
Introduction
2
Aims and objectives

\

Norms and Principles of the policy
Responsibilities
Strategic areas

Resources required

Implementation strategies

Methods of evaluation
J

Possible revision and implementations
Library of the future

Over the last two decades the development and the use of
information a nd ¢ ommunication technologies h ave setin
motion a worldwide process of transition from industrial to
information s ociety. T hese t echnologies ha ve e xerted a

dominant p ressure in r edesigning the w ork o f t he library.
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New t echnologies an d m ode o facces s h ave ar ticulated
changes in organizing and disseminating i nformation. T he
library o f the future is one that was building by a dopting
such t echnologies. Different m entalities a nd a ttitudes w ill
be needed in order to adopt the emerging new technologies.

Organizational Culture (O C)

Organizational culture is defined by Peterson’ as * of shared
beliefs, values, attitudes and expectations together with the
psychological notions of the unquestioned assumptions that
everyone has about the organization’s ways of doing things
and its traditions “ . By examining this definition one can
understand the existing organizational culture and its status
in university library in India. But it is better to investigate
the values and norms in university library in India like care
for users ,desires, obligation and dedication towards work,
equity in the treatment of employees, quality, teamwork and
behavioral p atterns 1 ike the language c ommonly used e tc.
Identifying OC't he | ibrarian could pursue s ome f urther
strategies like team w ork, s uccession planning, j ob design
and development of competencies and leadership drive, etc.
And the existing traditional model towards a more cohesive
and more reciprocal commitment model states that OC is an
indicator of success. Acceptance or otherwise of the culture
can d etermine s taff s atisfaction and productivity an d al so
the public impression of the library. OC must be nurtured
carefully and continually. All these strategies trace towards
a holistic approach to HRM in university libraries of India.

V.CONCLUSION

Humanr esource managementi sa s ubsystem of
organization’s managementt hat p rovides cap ablean d
responsible s taff for e very po sition a nd e nables e very
individual and organization as a whole to achieve maximum
business goa Is. In ordert o s uccessfully cope w ith an
increasing competition and rapidly changing environment, it
is necessary for modern systems and organizations to allow
the release of creative potential by applying new principles
regarding human factor. It is necessary to recruit develop
and retainh umanr esources w hoar e highlyt rained,
motivated and dedicated to his work. The strategic approach
to human resource management, focuses on understanding,
predicting, directing, changing, development and adaptation
of human behavior and human resources in the organization,
which requires a commitment from employees, self-control,
ahi gh degree of c onfidence, pr ofessionalism, ong oing
education and striving.

Humanr esources m anagementi sco nstantly
changing a nd im proving t hereby a bandoning t raditional
management m odels, giving way t o m ore m odern, m ore
flexible, m ore p racticalan d m ore humane f orms of
management that characterize humanization of the relations
of production e xpressedt hrough increased motivation,
satisfaction and adequate stimulation. For the librarian this
is r ather 1 aborious job butthey ha ve to work cohesively
with relevants takeholders w hile de veloping m utual



relationship with o rganizations 1 ike University Gr ants
Commission, The N ational Library and Ministry o f HRD.
The universities, university | ibraries a nd r elevant 1 ibrary
schools in India could play a leading role in coordinating
the work, while individual university libraries try to develop
possible strategies. The pr inciple ob jectives be hind the
process isto of fer aninsight and paradigm, ge nerally t o
university authorities and particularly to librarian in order to
establish an e ffective and e fficient library and information
service profession, us ing human r esources m anagement
strategies in universities libraries in India.
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