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(Figure: Structure of HR Department)

In above figure organization exhibited. Usually personnel manager
who are sometimes known as talent acquisition manager is responsible for various activities related
{0 basic functions of the HR department like HR planning, Recruitment, Selection, Compensation,
attendance management (sometimes this function is dealt by administration manager).
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h. Employee engagement [Welfare & CSR]
Duties of line HR Managers

Placingright pension on the right job
Facilitate organisation orientation to the new employees.
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Improving job performance . !
Improving smooth working relationships .
Formulation of HR policies

Controlling of the labour cost

Creating and maintaining morale of work force

9. Protecting employee’s health & physical conditions

ing & Human Resource Audit

Soft & hard HRM practices

Hard HRM is a managerial practice were human resource is considered as supportive
resource needed to operate a business. Need of the employees are not considered. In the
concept of soft HRM employees are treated with more philanthropic perspective. |

Some of the key features of soft HRM includes that how workers or employees are rewarded

how employees are motivated to be actively engaged in the job to
objectives. :

Another aspect of soft HRM is to push and empower the employees by cncouragi'ng them to
take responsively for their roles, open communication between management and emp| <
and more performance-based awards and recognition. he -

¢ soft HRM practices is to treat the employees as p;'ecious asset fi
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