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Abstract 

This paper attempts to know the functions performed by HRM in corporate sector, role of 

HRM in current scenario, future challenges before managers and the emerging HR trends in 

India. Hence in the next section we propose a framework to examine HR and firm 

performance linkage suitable for the Indian conditions. With this paper we hope to contribute 

to a better understanding of the role of human resource practices in creating and sustaining 

organizational performance, specifically in the Indian context.  The role & responsibilities of 

human resource management are transforming due to change in govt. policies, unions, labor 

legislations & technology. Now organizations need to place greater emphasis on attracting 

human capital rather than financial capital. Companies having the ability to foresee the 

business needs with their workforce needs will gain the decisive competitive advantage. 

Human Resource function is considered an indispensable part of every organization in the 

world. Previous research has also suggested that  there exists a positive relationship between 

HRM practices and organizational performance. It is considered to be the heart and soul of an 

organization, and the organizational efficiency or performance is dependent on the Human 

Resource function. Tasks significant to the success of a company are talent acquisition in 

terms of recruiting the right manpower with the right skill sets, employee retention, Training 

and development, employee health schemes, enable a work-life balance, and encourage a 

free, open work environment. 
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Introduction  

Human resources management practices play a very crucial role in achieving the 

organization’s goals and maintain the competitive advantage. The term 'Human Resource' 

refers to the individuals which comprise the workforce of an organization. Human Resource 

Management (HRM) deals with recruiting, managing, developing and motivating people 

including specialized support and managing system for regulating compliance with 

employment and human rights standards. The origin of HRM function arose in those 

organizations which introduce welfare management practices. The management of Human 
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resources has now assumed strategic importance in the achievement of organizational growth 

& excellence. Increasing globalization forces the organization to participate in the matter of 

emerging issues in management of people. A comprehensive literature review highlights 

three sets of HR practices that would support a healthy and innovation-oriented HR system. 

HR Practices in our model refer to these three bundles of practices. They are: (1) training-

focused- an emphasis on skills enhancement and human capital investment; (2) performance 

based reward- an emphasis on rewarding employees’ contributions and outcomes; and (3) 

team development-leadership and team-based activities are extensively developed and carried 

out. HRM practices refer to organizational activities directed at managing the pool of human 

resource and ensuring that the resources are employed towards the fulfillment of 

organizational goals. Innovative Human Resource Practices has been explored by its many 

facets in research. Some authors have referred to these as ‘high performance’, ‘high 

commitment’, or ‘high involvement practices’ trust is recognized as a critical factor for 

organizational performance in the workplace. HR Department would be accountable for the 

strategic decisions and the overall performance of the organization. Brief History of 

Evolution of HRM: present concept of human resource management has emerged out of the 

synthesis of several thoughts. In the history of management, there is no clear and reliable 

record available to throw light on how and when human resource management came into 

being. Regarding its origin, the only thing that can be said is that personnel problems must 

have taken its birth at the same time when the people have attempted to work collectively. In 

western countries, development of personnel management was the result of the efforts put in 

by managers and industrialists. In England, Robert Owen (1771-1858) manager as a worked 

for improving the working conditions and social life of the laborers. Besides, he took 

significant steps to get dignified place for human factor in the industry. Being a staunch 

supporter of labour welfare and humanitarian approach in the industry, he is regarded as “the 

Father of Modern Personnel    Management”. In England, Prof. Charles Babbage (1792-1891) 

also analyzed different aspects of organisation, and stressed on human element in 

management. In U.S.A., ideology of scientific management as propounded by Frederick 

Winslow Taylor (1856-1915) very much influenced personnel management. Scientific 

management movement is considered as second industrial revolution. Mary Parker Follet 

(1863-1903) was of the view that with regard to human aspect of management, scientific 

behavior should be practiced. In the field of employee’s management and human relations, 

scientific standards, behaviors, methods, principles and techniques should be used. Through 

this research study we explored contribution of human resource management practices 
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including selection, training, career planning, compensation, performance appraisal, and job 

definition and employee participation on perceived employee performance. HR function 

may set and develop policies and strategies in the following areas:- 

i) Recruitment & Selection. 

ii) Training & Development 

iii) Compensation, Rewards & Benefits Management 

iv) Organizational Design & Development 

v) Business transformation & change management. 

vi) Performance, Conduct & Behavior Management 

vii) Industrial & Employer relations. 

viii) Workforce Analysis & Management of Workforce personal data. 

Literature Review  

Jeet V. and Sayeeduzzafar (2014) focused on the success of an organization depends upon 

several factors but the most crucial factor that affects the organization performance is its 

employee. Human resources play an integral role in achieving an innovative and high-quality 

product/ service. In the study, the estimated regression model identified that the HRM 

practices like Training, Performance Appraisal, Team Work and Compensation has 

significant impact on job satisfaction. Kaur M. (2014) analyzed that the role & 

responsibilities of human resource management are transforming due to change in govt. 

policies, unions, labor legislations & technology. Now organizations need to place greater 

emphasis on attracting human capital rather than financial capital. The management of 

Human resources has now assumed strategic importance in the achievement of organizational 

growth & excellence. Increasing globalization forces the organization to participate in the 

matter of emerging issues in management of people. Malik M. (2013) in his survey observed 

the influence of human resource practices on the employee performance in telecom sector in 

India. The world of human resource management is changing more rapidly than we can 

imagine. Recognizing these challenges of the organization has created the need for 

fundamental advances in human resource management. Trehan S. and Setia K. (2014) state 

that the link between human resource management (HRM) practices and organizational 

performance is well researched. With this paper we hope to contribute to a better 

understanding of the role of human resource practices in creating and sustaining 

organizational performance, specifically in the Indian context. On the other hand, the socio-

cultural context of organizations in India is uniquely different. Hence in the next section we 
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propose a framework to examine HR and firm performance linkage suitable for the Indian 

conditions. In the last section we point out some limitations and propose directions for future 

research.  

Objectives of the Study 

 To know the functions to be performance by HRM in corporate sector.  

 To know the emerging HR trend in India. 

 To know the evolution and growth of HRM in India. 

Research Methodology  

This paper based on secondary data. Secondary data has been used for making the topic more 

understandable. Required information’s may be collected by secondary sources which are 

available for the present study like papers, journals, articles, reports conferences proceedings 

newspapers and websites.                              

Evolution and Growth of HRM in India 

The Indian Institute of Personnel management stated that credit for rapid development of 

personnel management in India goes to the joint efforts of the producers of textile industry 

and government interference which remained active in pre-world war period and during the 

war period. It is worth mentioning that evolution of personnel management in India was not 

for welfare activities but for redressal of grievances and improvement in recruitment system. 

In India, history of evolution of personnel management dates back to 1920 when due to 

increasing industrial conflicts, trade unions took a new turn consequent upon their 

recognition and policy of their development. During this period Calico Mills, Tata, Empress 

Mill, British Indian Corporation took Initiative in labour welfare activities and appointed 

labour officers. In fact, appointment of labour officer was necessitated by circumstances like 

increased dimensions of the organisation, complexities of business, technical advancement, 

increasing interference of the government in industries, enforcement of labour legislations, 

maintenance of industrial peace and labour welfare activities. In 1931, Royal Commission on 

Labour under the Chairmanship of J.H. Whitley, recommended abolition of intermediaries 

and jobbers from all factories and appointment of labour officers, in lieu thereof. After 

independence, Factories Act 1948 was passed. According to section 49 of the amended 

factories act, it is obligatory to appoint a labour welfare officer in all those factories 

employing 500 laborers or above, similarly, Plantation Labour Act 1951 provides for 

compulsory appointment of a labour officer where 300 workers or above are engaged.  
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Likewise as per the provisions of Mines Act 1952, it is compulsory to appoint labour welfare 

officer in all those mines where 500 or more workers are employed. Personnel management 

witnessed rapid development in the sixties of the last century. In the meanwhile, managers 

acknowledged it as an integral part of the management. In the seventies and eighties of the 

twentieth century, due to rise in labour problems, personnel management gathered 

momentum. National institute of personnel management was engaged in the advancement of 

HR, industrial relations and labour welfare. It maintained working relationship with HR 

groups in US, UK and Australia. In 1990s the American society for personnel administration 

was renamed as the society for Human Resource Management. Thus , human resource 

management which has started from personnel management is being as widely accepted as 

matured profession, helping the organisation to achieve its objectives efficiently and 

economically.  

Stages in the Growth of Human Resource Management in India: The history of the 

evolution and growth of human resource management in India is not very old. The various 

stages in the growth of human resource management are given below: 

The Report of the Royal Commission on Labour in India: Human resource management 

in India dates back to the Report of the Royal Commission on labour in India (1929-31) 

which recommended the appointment of labour officers to deal with recruitment in order to 

check corrupt practices in industries in India, particularly in areas of selection of workers. 

The Royal Commission observed that: (i) the jobber should be excluded from the engagement 

and dismissal of labour and that, instead, a labour officer is appointed for the purpose. 

Appointment of Labour Officers: Labour officers were entrusted with the responsibility of 

promoting welfare activities. They functioned as industrial relations officers to handle 

grievances. The Bombay mill owners association in Bengal appointed labour officers to settle 

grievances and disputes. 

The Second World War: During the Second World War, the need for enlisting labour 

support for the war effort was considered imperative. These officers were generally entrusted 

with the handling of welfare and labour administration they were to deal with working 

conditions, canteens, ration shops, recreation facilities medical facilities, workers housing etc.  

Enactment of Industrial Disputes Act: The enactment of the industrial disputes act 1947 

made adjudication compulsory. This made the welfare officer handle disputes and adjudicate 

relating to conditions of service, wages, benefits etc. 
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Enactment of Factories Act: Section 49 of the factories act 1948 made it obligatory for 

factories employing 500 or more workers to appoint welfare officers. A welfare officer had a 

list of duties laid down for him. Thus, they had to perform activities concerned with welfare 

officer, personnel administration and industrial relations.  

1960 and after: Till 1960. Recruitment was untouched by law but the rapid growth of 

industry and the consequent demand for skilled and semi- skilled workers led to the 

government enacting the employment exchange act, 1959, to regulate recruitment of workers 

and the apprentice act, 1961, to regulate the training of workers to some extent.  

In India: Thus human resource management in India began with industrial discipline and 

getting rid of troublemakers. At a later stage, personnel officers were appointed as labour 

welfare officers to satisfy statutory requirement.       

New HRM Practices in Corporate Sector 

A business relies heavily on its people in determining its success. Such a strategic reliance on 

its human resources requires them to be managed effectively by the business.   Human 

Resource Management (HRM) practices have not traditionally been seen as providing an 

economic value to the business.  However HRM practices have been shown to add real value 

to an organisation especially when managed as a comprehensive and integrated system in the 

business. At the same time, all managers must adopt a more open, flexible and caring style in 

managing their staff. Such an approach is reflected in a number of ways. The three most 

common practices are – (1) managing people effectively for performance through an open 

Performance Management System (PMS) that will call for individual objectives tied to 

departmental objectives, regular coaching, and developing staff on the job; (2)enhancing 

staff's competencies to perform better through effectively training people to achieve 

departmental objectives and results; and (3)delivering quality service through training and 

engaging staff in developing a service culture in addition to business process re-engineering 

and work streamlining. Through experience in and analysis of various HRM initiatives, we 

have identified as given in the following section a list of HRM Good Practice Indicators 

which departments may use as reference when they embark on HRM initiatives and when 

they seek to evaluate their own HRM initiatives. Today we look at HRM practices that boost 

the strategic competitiveness of a business.  The five key dimensions include; 

Managing the Human Resources Environment: The challenge here for any business is to 

create a positive working environment that encourages employees to contribute their very 
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best to an organisation.  To do this effectively the business needs to link HRM practices to 

the company’s business objectives. This also includes managing occupational health and 

safety risks, creating an industrial relations platform that supports both business and its 

employees as well as ensuring that all HRM practices comply with state and federal laws. 

Building Human Resource Systems: The best human resource systems are those that are 

built by the business managers that can predict the number and type of employees who are 

needed to fulfill customer demands for products and or services.   This is often based on 

experience and should include; designing work that is motivational and satisfactory to be 

performed by employees to a high degree of customer service, quality and productivity.  

Recruiting practices and employee development systems that enable a high level of employee 

selection and development. 

Developing Human Resources: HRM practices that support employee development is 

essential to the success, growth and sustainability of any business.  Due to constant 

technology changes and advances many roles are also evolving and require redesign.  As a 

result managers and employees often need to develop new skills to be successful in their 

working environment.  Businesses need to create work environments that support diversity 

and work-life balance, and they need to prepare employees for current and future work roles. 

Rewarding Human Resources: Along with having challenging and interesting work, 

competitive pay and benefits are important incentives that companies can offer employees in 

exchange for their work services.  All other systems and practices become redundant if 

employees are not satisfied with the level of pay and benefits or believe they are being 

distributed unfairly. 

Managing Issues for HRM: Many organisations are expanding globally, they are expanding 

through joint ventures as well as mergers and acquisitions.  They expand into new operations 

and new markets.  

Conclusion 

 The present study is an attempt to examine and analyse the new HRM practices in Indian 

corporate sector. Now companies are using their innovative HR practices to keep up with 

time in the wake of rapidly developing labour landscape. To face the recent challenges, HRM 

has to implement effective strategies. Hence, the role of HRM will be more significant in 

future due to emerging scenario. Human resources are the key components in every 

organization. It represents total knowledge, talent, and attitude, creative ability, aptitude and 
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belief of an individual involved in the affairs of an organization. Management of human 

resources is an integral part for every concern. It is associated with the people at work and 

their relationships within and outside the enterprise. Recruitment of efficient staff is one of 

the important activities as it generates the human capital for the concern. 
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Since human resources are the most valuable and most important factor of production capital 

and the main source of competitive advantage and creating basic functionality of any 

organization, one of the most effective ways to achieve a competitive advantage in the 

current situation is to make staff more efficient. What is important in the development of 

human resources is that the improvement of human resources do not achieve only with 

technical training, but instead should be developed staff training in different ways and this 

will not be possible unless with implementing programs in the realm of strategic human 

resource management .Consistency in human resource development programs requires the 

development of employee empowerment programs that human resource management plays a 

key role in the integration and combination of the programs to provide an appropriate model 

for empowerment. In order to achieve this goal and to help the researchers and director of 

human resources, in this paper, we review the models of empowerment and present a 

comprehensive model of empowerment.  

Introduction 

A firm's human capital is an important source of sustained competitive advantage and 

therefore investments in the human capital of the workforce may increase employee 

productivity and financial results. Helping the individuals to develop knowledge, skills and 

competence increases the human capital of the organization. People are better equipped to do 

their jobs and this is generally of value to the organization. The resource-based theory argues 

that firm performance is a function of how well managers build their organizations around 

resources that are valuable, rare, inimitable, and lack substitutes. Human capital as resources 

meet these criteria, hence the firm should care for and protect resources that possess these 

characteristics, because doing so can improve organizational performance. Changes in 

business environment have forced organizations to review management systems in order to 

remain competitive in today’s turbulent economy. “Empowering” employees has become a 

central theme of related managing organization. The overall effect is to build customer 

loyalty by creating internal employee ownership of productivity, quality and the principles 

for which an organization stands. It has been demonstrated empirically that the human capital 
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of a firm becomes a strategic asset when that knowledge is valuable and unique, thus 

generating greater competitiveness and ultimately more profit. Contributions by empowered 

employees are found to have a significant impact on business productivity, revenue and the 

organization's overall effectiveness 

Human Capital 

Human capital is defined as unit level knowledge, skills, and abilities used to produce a given 

set of outcomes. Human capital refers to the collective knowledge skills, and abilities of the 

individuals working in an organization. From an organizational perspective, human capital is 

the result of a firm's deliberate investment through the selective hiring of employees with 

high general skills (or formal education) plus a firm investment in training of more specific 

skills through “in-house” training activities Firms can thus increase their human capital levels 

through human resource management practices related to employee selection and training. 

Organizations can use selection to increase their generic human capital, while focusing on 

training to develop firm-specific human capital. Human capital generates value through 

investments in increasing individuals’ knowledge, skills, talents and know-how. One type of 

investment is education. Higher levels of education reflect greater investments in human 

capital. An individual who is highly educated is more knowledgeable and performs better 

than others, and gets more opportunities to move upward. Human resources are crucial in 

creating human capital because organizations do not create knowledge otherwise 

organizations can increase their human capital by attracting individuals with high skills from 

the external labor market and/or by internally developing the skills of their current members. 

In the latter, a big role is played by employee retention. In terms of human capital, senior 

managers are crucial in attracting, selecting and retaining the right people in the organization 

as well as in devising and addressing training needs to develop the participation of employees 

and volunteers  

Employee Empowerment 
"Employee empowerment" is a term that is used to express the ways in which non-managerial 

staff members can make decisions without consulting their bosses or managers. These 

decisions can be small or large, depending upon the degree of power with which the company 

wishes to invest employees. Employee empowerment can begin with training and converting 

a whole company to an empowerment model. Management and leadership practices that have 

been endorsed to allow organizations to become more competitive. The purpose of 

empowerment in an organization is to decentralize management and control throughout the 
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conversely, it might merely mean giving employees the ability to make some decisions on 

their own. 

Employee empowerment has been defined in many ways but generally means the process of 

allowing employees to have input and control over their work, and the ability to openly share 

suggestions and ideas about their work and the organization as a whole. Empowered 

employees are committed, loyal and conscientious. They are eager to share ideas and can 

serve as strong ambassadors for their organizations. Many managers feel that by empowering 

employees, they relinquish the responsibility to lead and control the organization. This is not 

the case. Empowerment is actually a culmination of many of the ideas and tenets of employee 

satisfaction. Empowered employees are not just proud of their work they are more productive 

than their disempowered colleagues are. In general, they are also more satisfied, so they bring 

in more business by making customers happier, which translates into greater profits. This 

holds true in both the individual and collective senses. From a financial perspective, 

employee empowerment is good business empowering employee’s leads to organizational 

encouragement of entrepreneurial traits and prompts employees to make decisions, take 

action, and foster their belief that they can take control of their own destinies. This belief 

leads to self-motivation and a sense of independence that is translated into greater loyalty and 

extra effort for the organization. Empowered employees come to believe that they control 

their own success through their efforts and hard work, which in turn benefits the success of 

the entire institution. 

Steps to Empower Employees 

Identify the reasons of empowerment: Upper management starts the empowerment 

process. They must be identifying the reasons and benefit to relinquish authority and decision 

making power to lower levels of the organization. 

Choose employees to empower: Employees must want to be empowered. Some employees 

are unwilling to accept additional responsibilities and decision-making power regardless of 

potential rewards. They need skills to make correct decisions and accomplish additional 

responsibilities. 

Provide role information: The management must be define the role and assigns 

responsibilities, authority, and decision-making power to meet company and department 

goals and also define boundaries to clarify decisions employees will and will not make. Also, 

specify performance criteria and rewards for outstanding achievement. 
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Share company information: the management shares the information relating to 

organization issues. Explain company vision and values, clarify priorities, share some 

sensitive information, list facts people have and need, share good and bad information, and 

view mistakes positively and teach decision-making and problem-solving skills it help people 

to understand the need for change. 

Provide training to employees: Teach them the basics of cost and revenue. Open financial 

books and inform employees of the situation so they can feel more related to the company. 

Let employees decide how to handle clients, and give them discretionary power when 

deciding what to spend in order to mend a certain problem. 

Inspire individual initiatives: An inspired employee is a highly productive resource to a 

company and department. Management should take initiation to motivate the employees 

through rewards. 

The Purposes of Employee Empowerment  

The purpose of empowerment is to facilitate the achievement of organizational goals. In any 

case, any increase in power ought not to lead to increasing conflict between managers and 

employees. The purpose of empowerment is to provide the best intellectual resources related 

to the field of organizational performance. The aim is that the most competent personnel 

impose the highest population relations in the most appropriate practices. The purpose of 

empowerment is not about involving more people in decision-making processes of the 

organization, but it is to find ways to better utilize employees' thoughts and make the best 

possible decision. The purpose of empowerment id not to organize and develop of teams but 

it is increasing the competence to create new ideas and solve problems through the interaction 

and synergy of team members. 

Performance  

Performance management is concerned with actions taken to improve performance in order to 

achieve organizational, team or individual effectiveness. Improving performance is only 

achievable where there are effective processes of continuous development. This in turn 

addresses the core competencies of the organization and the capabilities of individuals and 

teams. Performance management is the principal set of practices by which control is 

manifested in organizations. Control is defined as any process that is used to align actions of 

individuals to the interests of the organizations. Performance management is expected to 
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regulate motivation and ability. It is a cybernetic system with feedback from both employee 

driving modifications at each point in the system. 

Since performance management is concerned with satisfying the needs and expectations of 

various stakeholders such as owners, management, employees, customers, suppliers and the 

general public, employees should be treated as partners in the enterprise whose interests are 

respected. To this end, Performance Management encourages communication and 

involvement of managers and their team members in defining expectation and sharing 

information on the organization’s mission, values and objectives. 

Empowerment and Performance  

Most of the studies that relate empowerment and performance use an individual level of 

analysis, typically focusing on the association between job design and task performance. 

Little is known of the relationship between job enrichment and company performance. This is 

an important omission, as several of the potential benefits of job enrichment may occur at the 

organizational level. For example, lower cost from a reduction in a supervisory, engineering, 

and other support staff are important at an organizational level of analysis but would not 

register in a measure of task performance.  

Research on the effectiveness of human resources management (HRM) practices to some 

extent mitigates the above problem. Measures of HRM typically encompass job enrichment 

and skill enhancement, and studies have found HRM to be positively associated with 

company performance. In research, HRM is typically measured as a multi-dimensional 

construct covering a wide range of different practices additional to those of current interest 

(for instance, performance and profit-related pay, harmonization). 

More direct support for the importance of empowerment to firm performance is provided by 

Huii, Bierman, Shimizu, and Kochhar’s (2001) study, who found a positive relationship 

between human capital (based on intellectual capabilities, knowledge, and social capital) and 

firm performance in a sample of professional organizations. 

In another study, Hechanova et al. (2006) did a study on the relationship between 

psychological empowerment, job satisfaction and performance among Filipino service. The 

study found that psychological empowerment was  positively correlated with performance. 

Although there are few empirical tests of the impact of empowerment practices on company 

performance, there are strong conceptual grounds for arguing that each initiative will 
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contribute to company performance, and it is precisely because they should do so that they 

have proved so attractive to companies. 

The Relationship between Employee Empowerment and Performance 

Performance management is linked to employee empowerment in two ways; first, through 

goal setting. The more an employee understands his or her job, and how the job contributes to 

the overall organization, the better they will be able to make decisions on their own, informed 

and expert decisions. Employee empowerment requires this clarity, or the decisions that get 

made will often be the wrong ones. Second, empowerment implies accountability, along with 

the freedom to make decisions. The performance management process helps to ensure that 

accountability for results and the outcomes of decisions the employee makes through ongoing 

communication, and of course, the performance review process. 

There is limited research on the relationship between employee empowerment and 

performance. Most of the available literature on employee empowerment has linked to it job 

satisfaction. There are vast studies done on the relationship between job satisfaction and 

employee empowerment. Thus, job satisfaction often has an intervening effect between 

employee empowerment and performance. Hitt, Bierman, Shimizu, and Kocher’s (2001) 

provide one of the studies that provide direct support for the relationship between 

empowerment and firm performance. This study found a positive relationship between human 

capital (based on intellectual capabilities, knowledge, and social capital) and firm 

performance in a sample of professional organizations. 

Another study that makes a possible link between empowerment and performance was bone 

by Hechonova et al. (2006) on the relationship between psychological empowerment, job 

satisfaction and performance among Filipino service workers. The study found that 

psychological empowerment had a positive correlation with performance. 

Wood (2007) also did a study which found that employee empowerment was the key to 

improving performance and promoting innovation among manufacturing firms in Ireland. 

The study found that empowerment is the only practice that has significant effects on 

performance in all companies surveyed. The study found that performance in companies that 

empowered their employees was 7% higher than that of companies that did not empower 

their employees. 
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The Potential Benefits of Empowerment  

The espoused benefits of empowerment can be broadly divided into two areas: benefits for 

the organization and benefits for the individual. Much of the research into empowerment has 

focused on organizational benefits assuming these are the driving force behind attempts to 

endanger empowered working. Global competition and a changing business environment 

have instigated organizational change in response to increased pressures to improve 

efficiency and performance (Lawler et al., 1992). Specifically organizations have sought 

improvements in various economic performance areas. However, measurement of the 

economic benefits of empowerment specifically may be difficult as often it is introduced as 

part of a broader initiative such as BPR and TQM. 

While the primary motive of empowerment is usually to improve the economic performance 

of the organization, benefits to the individual employee have also been identified. Nykodym 

et al. (1994) found that employees who consider themselves empowered have own 

environment. They suggested that this reduces the emotional strain on their employees. On a 

similar theme, it was reported that empowered employees have a greater sense of job 

satisfaction, motivation and organizational loyalty, as they feel more involved in the 

achievement of the organizational goals. Despite these benefits frequently cited, the nature 

and meaning of this job satisfaction and motivation have not been fully explored within the 

academic field. 

Measurement of the employee benefits is very difficult to achieve. Unlike organizational 

benefits, which can be measured using objective “facts”, individual benefits are much more 

subjective and complex. Certain factual measures, such as absence and turnover rates have 

been applied in this aim, as too have the investors in people awards which can be used as an 

indirect indicator of the company’s commitment to the development skills. However, it is 

often considered that softer measures of employee ‘attitudes may be more appropriate than 

those “objective” measures. Managers are faced with many difficulties when attempting to 

empower employees and these may prevent a business from becoming and empowering 

organization. First, there is often resistance to the change both from managers/leaders and 

from employees themselves. It is often assumed that employees will buy into empowerment, 

as the benefits are “obvious”. However, this has been disputed by Johnson (1994) who claims 

that previously disempowered employees may resist empowerment, as they fear the increased 

levels of responsibility and accountability. Further, employees may consider empowerment to 

be just empty rhetoric and yet another management attempts to exploit them. Alder (1993) 
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demonstrated that empowerment is linked to downsizing as frequently those two activities 

occurred simultaneously. Therefore, it is hardly surprising that employees are suspicious of 

management schemes. 

Managers/leaders may also be resistant to empowerment for this may be perceived as 

relinquishing power. They may view the reduction of their power as a threat   particularly as 

they too fear job loss or loss of status as the organizational structures become flatter during 

the downsizing process. They may also vary in their inclination to introduce empowerment in 

spite of its being a component of organizational policy. 

The gap between rhetoric and practice is a further area that is open to criticism. A number of 

studies have identified that, in some instances, the problems encountered are present in name 

only. While this is not a barrier to empowerment per se, it can lead to inaccurate criticisms of 

the empowerment concept and more importantly, those who are empowered may be 

disillusioned and reject empowerment as ineffective. Furthermore, it is important that those 

who incorporate and empowerment strategy do not believe that it will solve all organizational 

problems; if they do they will ultimately be disappointed. 

Conclusion 

Since human resources are the most valuable and most important factor of production capital 

and the main source of competitive advantage and creating basic functionality of any 

organization, one of the most effective ways to achieve a competitive advantage in the 

current situation is to make staff more efficient. What is important in the development of 

human resources is that  the improvement of human resources do not achieve only with 

technical training, but instead should be developed staff training in different ways and this 

will not be possible unless with implementing programs in the realm of strategic human 

resource management . Consistency in human resource development programs requires the 

development of employee empowerment programs that human resource management plays a 

key role in the integration and combination of the programs to provide an appropriate model 

for empowerment. 
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