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VISION

To transform students’ caliber.

MISSION

Reinforce the student’s competencies and employability skills
through discovering and applying creative and innovative ideas,
methods and techniques.

GOALS

Enhance contribution in building and sharpening the
soft skills and community-based activities.

OBJECTIVES

0 Inspire students to work more productively and independently.
0 Analysing critical incident and contemporary issues.
¢ Build network with professionals and enhance industrial relations.
0 Develop self-confidence and ability for public speaking.
¢ Enable and guide student’s participation in decision making process.
0 Develop advertence on CSR activities.

¢ To allow them to learn by experience.
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VC'S MESSAGE

DEAN'S MESSAGE

I am glad to know that the HR Club of the Department of Human Resource Management, Faculty of Busi-
ness Studies, University of Vavuniya is bringing out the first issue of their magazine “HR WISDOM”. It is
official online magazine.

As we all know, HR WISDOM is a magazine which want to show to you and appreciate the great work our
students and staff. In addition, it consists all the great things you can refer inside of HR WISDOM and thus
maybe inspire you to take on some new challenges and opportunities.

The magazine has come a long way so far and I want to take this opportunity to thank the Dean, Head, Senior
Treasurer and Members of The HR Club for their engagement and achievement!

I wish this HR Club a very big success in all their ventures. I also congratulate the coordination and efforts
behind the team to bring out this issue.

Best wishes

Dr.T.Mangaleswaran
Vice Chancellor
University of Vavuniya
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I am pleased to send a message of congratulations on the first volume of the student magazine of HR Wisdom
of the HR club of the department of human resource management, faculty of business studies. This magazine
has a number of valuable articles, all from the human resource management students and academic staff. This
is bringing out the talents of students that all students can use to read and get a good understanding of proj-
ect management theories and applications. In addition, it consists of many students’ thoughts and creations.

The HR club was established in 2021 at the faculty. The club organizes many student activities such as semi-
nars, awareness programs, career guidance programs—etc. Also, they have established a Job bank for provid-
ing employment opportunities for the graduates. They have shown great progress in publishing magazines
like this one.

I congratulate the chief editor and all the other members of the publication committee for issuing this first
volume good-looking magazine.

Dr. Y.Nanthagopan
Dean / Faculty of Business Studies
University of Vavuniya

HR WISDOM 2022 7



HOD’S MESSAGE

SENIOR TREASURER’S
MESSAGE

It is with great pride, I pen down a message for the special edition of the HR club magazine by the students
of the Department of HRM, Faculty of Business Studies, the University of Vavuniya. The HR club magazine
serves as a venue for students to express their creative endeavours and fosters the ability to think and express
themselves independently. The magazine’s articles showcase our students’ ingenuity and originality. The edu-
cational process is completed by academic excellence, extracurricular activities, and co-curricular activities.
Additionally, I am really happy to see that the Department of HRM is making success in its efforts to help
students develop their entire personalities.

The HR club’s active participation in numerous initiatives has helped students to discover their latent skills.
The students have carried out their responsibilities with a great degree of dedication and enthusiasm. The
publication has compiled contributions including students’ articles and creative works.

I would like to take this opportunity to thank the students and staff for helping to make this HR club exem-
plary and outstanding. I congratulate all the students who have immensely contributed to the creation of this
magazine.

Mr.S.Hariharan

Head / Department of Human Resource Management
Faculty of Business Studies

University of Vavuniya
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The motive of the ‘HR WISDOM' is to encourage the talents to come up with innovative ideas in the ev-
er-changing environment. In addition to this, values with discipline are the hallmark of our department,
besides, ensuring quality of the students; here the emphasis is not only achieving the excellence but the devel-
opment of the overall total personality of the students. To achieve this goal, we take special care to ensure that
new ideas are not merely discussed here but also to be executed. Execution of new ideas helps the students to
tread the path of ‘creating opportunities by their own’ which is the slogan of our department. We expect and
guide all our students to become as achievers in the society.

I am delighted that ‘HR WISDOM’ has published in the electronic version this year. The Editorial Board

has done a good job to make this magazine a fruitful one. To express one’s thought, the magazine is the best
platform and this is what our students have expressed in terms of contributions towards the magazine. I con-
gratulate Editorial Board, students and the outsiders for unleashing the hidden potential of the talents and
making this Magazine a chapter of HR Club’s history.

Mrs. MRE. Ageela Jjas

Senior Treasurer (HR Club)

Department of Human Resource Management
Faculty of Business Studies

University of Vavuniya

HR WISDOM 2022 9



VICE PRESIDENTS
MESSAGE

CHIEF EDITOR’S
MESSAGE

Our vision is “To transform students’ caliber. “We are working hard to achieve this vision by empowering our
students to guide them towards innovation both within the University and globally.

Our students engage in creating dozens of starting - up projects each year which have huge positive effects

to our HR Club and University. I am sure that the HR club team will accomplish the mission of “Reinforce
the student’s competencies and employability skills through discovering and applying creative and innovative
ideas, methods and techniques”.

I am delighted in introducing “HR Wisdom” magazine, showcasing some of the best talents from our stu-
dents and outside communities. The HR club create and nurture the platform and enable the students to
proactively seek solutions in society to add more value to the HR Club and our Department.

Read our product ‘HR WISDOM;, you can feel your are one of the valuable HR.

P.Heerthana

Vice President

HR Club (2017/2018)
University of Vavuniya
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“Wisdom is not a product of schooling but of the lifelong attempt to acquire it” We must never give up
learning on that basis.In a world of accelerating change, continuous learning is the most important long term
investment for future.

Learning develop good personality, knowledge , skills , ability and it will lead them to the success. It further
makes the person happy and increases their efficiency and effectiveness.Through this learning in Sri Lanka
students have acquired many creative ideas and skills up to university.

In that regard, I would like to take this opportunity to state that the Human Resource club of the Universi-
ty of Vavuniya publishes the magazin HR Wisdom. In that way we bring this magazine into your hands by
making effective use of articles related ti human resoure that provided by students of department of Human
Resources Management of Faulty of Business Studies.

In that regard, I would like to thank the students who helped to complete the HR Wisdom Magazine, which
was designed with the theme of Why HR in mind, and I would like to express my heartfelt gratitude to the
HR Club for contributing to this magazine as well as to the advisor and the magazine team who helped
withentire effort.

MA.Nusla Nahar
Chief Editor

HR Club (2017/2018)
University of Vavuniya
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Human Resource Management
Definition & concept
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e often hear the
term Human
Resource Manage-
ment, Employee
Relations and Personnel Manage-
ment used in the popular press
as well as by Industry experts.
Whenever we hear these terms, we
conjure images of efficient manag-
ers busily going about their work
in glitzy offices.

In this article, we look at the ques-
tion “what is HRM?” by giving a
broad overview of the topic and
introducing the readers to the
practice of HRM in contemporary
organizations. Though as with all
popular perceptions, the above
imagery has some validity, the fact
remains that there is much more
to the field of HRM and despite
popular depictions of the same,
the “art and science” of HRM is
indeed complex. We have chosen
the term “art and science” as HRM
is both the art of managing people
by recourse to creative and inno-
vative approaches; it is a science as
well because of the precision and
rigorous application of theory that
is required.
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As outlined above, the process

of defining HRM leads us to two
different definitions. The first
definition of HRM is that it is the
process of managing people in
organizations in a structured and
thorough manner. This covers the
fields of staffing (hiring people),
retention of people, pay and perks
setting and management, per-
formance management, change
management and taking care of
exits from the company to round
off the activities. This is the tradi-
tional definition of HRM which
leads some experts to define it as a
modern version of the Personnel
Management function that was
used earlier.

The second definition of HRM
encompasses the management of
people in organizations from a
macro perspective i.e. managing
people in the form of a collective
relationship between management
and employees. This approach
focuses on the objectives and out-
comes of the HRM function. What
this means is that the HR function
in contemporary organizations

is concerned with the notions of

people enabling, people develop-
ment and a focus on making the
“employment relationship” fulfill-
ing for both the management and
employees.

These definitions emphasize the
difference between Personnel
Management as defined in the
second paragraph and human re-
source management as described
in the third paragraph. To put it
in one sentence, personnel man-
agement is essentially “workforce”
centered whereas human resource
management is “resource” cen-
tered. The key difference is HRM
in recent times is about fulfilling
management objectives of pro-
viding and deploying people and
a greater emphasis on planning,
monitoring and control.
Whatever the definition we use
the answer to the question as to
“what is HRM?” is that it is all
about people in organizations. No
wonder that some MNC’s (Multi-
nationals) call the HR managers as
People Managers, People En-
ablers and the practice as people
management. In the 21st century
organizations, the HR manager or

HR WISDOM 2022

the people manager is no longer
seen as someone who takes care of
the activities described in the tra-
ditional way. In fact, most organi-
zations have different departments
dealing with Staffing, Payroll, and
Retention etc. Instead, the HR
manager is responsible for manag-
ing employee expectations vis-
a-vis the management objectives
and reconciling both to ensure
employee fulfillment and realiza-
tion of management objectives.

In conclusion, this article has
briefly touched upon the topic of
HRM and served as an introduc-
tion to HRM. We shall touch upon
the other topics that this field
covers in other articles.

Following are the important con-
cepts of Human Resource Man-
agement:

o Importance of HRM

o Scope of HRM

« Various Processes in HRM

« What is Human Resource Plan-
ning?

« The HRM Function

« Functions of a Human Resource
Manager

« Staffing Role of the HR Manager

« Role of HRM in Leadership
Development

« Role of HR in People Empower-
ment

o Talent Management and HRM

o Performance Management as a
HR Management Concept

« Hiring Strategies

« Retention Strategies

Nilwala weerakkodi

2" Year
HRM Specialization

HR WISDOM 2022

raditionally, rewards
with a monetary value
have been used to let
an employee know that
their contribution has made an
impact on the purpose/mission
of the business? It is important
however to really think through
what the right amount of mon-
etary reward is appropriate for
the individuals in your workforce
so as to ensure they don’t have
the opposite effect and become a
de-motivator. Cash is useful, but
on its own has little emotional
connection. It can be cold/imper-

sonal and says little to the receiver
about the specific contribution
they made. When rewarding with
cash it’s important to think about
how to “humanize” the moment

to connect the heart and optimize
impact.

As its name implies, monetary
recognition means that employees
are given a financial reward when
they perform exceptionally well at
work. Traditionally, rewards with
a monetary value have been used
to say thank you or as a gesture

of good will. Monetary employee
recognition could be a cash award,
gift cards to an employees’ favor-
ite retailers or even discretionary
company shares.

When recognition for a job well
done is given generously and
freely between leaders and peers,
of the business has the potential to
build a strong culture of gratitude

and community. The addition of
reward builds on top of that foun-
dation with a strong employee
rewards and recognition program
and supports employees to under-
stand the difference between good
and great. Imagine if a business
told their top performers 30 times
a year how great they were, how
valuable their contribution was,
and what a huge difference to the
bottom line their behavior made
but failed to ever reward them for
their discretionary effort? There’s
a lot to consider between mone-
tary vs. non-monetary employee
rewards.

Giving people the tools and space
to say thank you more frequently
is the first step towards creating a
culture where recognition that is
free flowing and allows the gen-
uine spirit of collaboration and
gratitude to be felt by all.

“People wrongly think they need
to choose one over the other, but
the truth is your employees need
both non-financial recognition
and financial reward.”
Encouraging people to acknowl-
edge and record daily stories of
progress, success and values being
demonstrated builds awareness
and connectedness. Recognition
does have a long-term impact on
employee engagement and it’s
completely free, so it makes sense
for many businesses to start here.
So we can see money/cash is not
the king in rewarding employees.

Nilwala weerakkodi
3 Year

13



T

}j(j) i

VI

ORK WEL
LrLJL[ﬂ\H\f
EALIAY

HA T
F' b
i
WORRY | ESS
VIORE

VOLUNT ER
RELAX FTEN

ﬁ*u\W‘
:”)PV\/_R!

. ——

workshop on “Improv-
ing Presentation Skills”
was conducted by the ‘ v v
HR Club, Faculty of ‘

Business Studies, on 24.02 2021 at
the Balakrishnan Block from 2.00
to 3.30 pm. Ms. M. R. E. Aqeela
Jjas, Lecturer (Probationary) in
HRM, was the resource person,
and Human Resource Manage-
ment specialization students from
the 2nd and 3rd year of the Facul-
ty of Business Studies participated.
This workshop’s primary objective
is to enhance the ability of the i

students to do the presentation ”
effectively. The resource person
demonstrated how to prepare an
effective presentation and which
kinds of follow-ups should be - !
carried out to make a presentation -7 -7

more appealing.
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ATTITUDE

It gave me the impression
of a brown-coloured Arab
horse. He might think that I
don’t want to ride a bicycle.
I sat up and tried to ride.
My legs are out of reach.
The position to drive from
the bar under it. My moth-
er was in anxiety. But my
father laughed.

At first, when pressing the
peddle, I fell with the large
bicycle before moving in

half a second. Severe blow

ife is strange. It was a

journey with many bumps

and ups and downs.

Would it be a lie if unex-
pected challenges and incompre-
hensible mysteries made the jour-
ney more interesting? It is the only
fact that starts in the cradle and
continues till our career. Think
about it. How many demonstra-
tions of slow rise and fall in the
early stages of walking as a child?
If we were tired every moment of
falling, would we wake up today as
soldiers?

No matter how much we fell to
our knees, we stood up the next
moment, forgetting it, no matter

how much we hit our heads on the

stairs and cried. We saw the result
within the next few months.

I remember very well the early
days when I got used to
learn cycling with my
father. I was in 06 years
old; it was an active
childhood. I asked my
father, Thathi I want a
bicycle. He refused to

buy a bicycle for me at that
time. Then I grabbed him and
shouted that I need a bicycle right
now. He was excited about my
shout.

The next day he brought a bicycle
for me which was taller than me.

How Do ipo IT ?
| WANT TO DO T
| CANT DO IT

to the leg. There was a large
crowd around me to have fun. I
jumped up as if nothing had hap-

to hold on to any difficulty in life.
It’s only two days of fun pushing
the bicycle so hard and stopping a
little during exhaustion. For a mo-
ment I jumped up while pushing
the bicycle. What a surprise. The
vehicle that knocked me down
first now spun to its feet.

Mother, Mother! I shouted. My
mother, who had run away to
see if I had hit a tree again, was
amazed at the beauty of my cy-
cling.

It was the deep text that was
scribbled in the mind during the
slip-ups that occur whenever I

FROM THE BICYCLE TO
JIKH EXECUTIVE

pened without showing the pain,
because the crowd around me
would make fun of it.

To tell you the truth, the blow
was strong. Would the first day’s
failure and the mockery of every-
one together have shattered my
dream of cycling? I was not tired
of not being able to sit on the seat
and ride the bicycle comfortably. I
pushed the big bicycle and walked
around. It was a lot of fun to look
at. Many laughed at me, and they
said this would be good for writ-
ing an epic called Bicycle and Me.

I never thought at the time that
the experience I could not sit and
ride the bicycle would teach me

face many fields such as school
and university is.

IT’S OK!' I CAN!

It was a time when I
went through everything,
completed school and
university, graduated,
and started looking for a
job for myself.

All night I kneaded my
eyes and searched for
jobs and applied for
career vacancies. I still
have a big question as to
what happened to those
applications I applied for.
Then one day there was
a danger alert. Sorry,

beautiful phone sound. It was the
notice that I was selected as HR
for the JKH company.

It’s so curious and I'm so excited.
Ansaf is going to work. Ansaf is
going to be independent.

Ansaf is going to cover his expens-
es in his own.

But sorry guys. You are wrong,
Day 01 Begins,

I worked hard as a supervisor. Do
you want to know the meaning of
handwork? That was the experi-
ence I gained in my first month.

It was the end of the month.

I am calling home, not to ask them
how are you? But to ask money
from home.

I start to feel difficult to
cover my own expenses
from my salary.

05 months later,

The next challenge for
me was the question my
regional manager asked me.

“Are you interested to join me
with in the project I initiate in
John Keells Group?”

It seemed to be an invitation for
the child with less contacts and no

experience who was struggling to
ride the bicycle bigger than him.
My mind was filled with confi-
dent.

“IT’S OK!' T CANY”

Having wholeheartedly accepted
the challenge and done it well,

No! no...! The reward was for
riding that bicycle with difficulty
without giving up trying. That was
rare opportunity for a person who
was a supervisor to become execu-
tive in a short span of time.

Life brings many challenges and
crises. If we want to bloom as
world-shaking person, the only
magic word we need to keep in
mind is,

“IT’S OK!' T CANY”

This is a brief story of a boy who is
now JKH’s executive, once pushed
and ran with the bicycle and then
learned to ride the bicycle by his
own, guided him to become JKH’s
executive.

THANK YOU!

Ansaf Ahamed BBM(Hons, HRM
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WHRT{GOVERNSON;CALL!

CirairETs (JN-CALL LET2S BECOME HR SPEGIALISTS

INTRODUCTION

HR specialists are intergral in establishing and growing success-
ful organization. With this, working as an HR specialist can be a
rewarding opportunity to help build strong organizational cultures
— and advocate for employees in the workplace. If you're concidering
a career as an HR specialist, this can be helpful to learn more about
the role, it’s requirements and the duties you may perform on a day
today basis.

WHAT ISIAN|HRISPECIALIST; 2

Human resourses specialists are personnel management profes-
sionals who perform a variety of duties related to hiring, employee
relations, compensation, benefits and training. These professionals
usually pursue education and training within a general HR desci-
pline and may select a specialization as they advance their careers.
HR specialists can serve as generalists or choose to concentrate in
areas like recruitment and staffing, development, safety and health,
compensation or labor relations.

HOW. TO/BECOME|AN|HR 'SPECIALIST,

01) Earn a bachelor’s degree in a relevant field.

P e S

(WHATJARESTHE{FACTORS{USED) 02) Develop your skills.
T0/DETERMINE 03) Pursue an internship.
ON;CALL{PAYJELIGIBILITY;: 04) Build a professional network.

05) Seek employment in the HR field.

06) Commit to professional development

\i _"'“l

WHO/GOVERNSON;CRLI\WAGE|DISPUTES?

JLPG. Sithara
2" Year



Wotkplacef@ounselling

orkplace counselling is one of griev-

ance handling system and non-serious.

Grievance handling system. Workplace

counselling is a special criterion re-
garding human resource field. It means therapy offered
to employees of a company often through an employee
assistance program, that provides employees with a
safe place to discuss any issues that they are struggling
with any issue otherwise that is a type of understand-
ing and helping individual who have any technical,
personal, and emotional adjustment problem with
their work perform acne.

There are some reasons to have workplace stress and is-
sues. Like, high work capacity, immediately changes to
duties and responsibilities, high accident and hazards
(poor health and safety), minimum salary and wages,
long hours, not enough interval period, job insecurity
like wise. If any employee suffers from some issues as
a HR manager, they should involve that issues to solve.
Most probability newly requite employee and senior
employee who are near to get pension may be have
some issues because newly requite employees do not
know what are the procedures, duties, responsibilities
he or she has to do.

So, without any induction program and training. And
senior employee who are near to get pension always
may be thought what will I do after the pension, does
my children care me and he may be think now I am
old, So, nearly future I will die like wise. Then as a
HR manager should adapt to him to die .HR manager
should involve that employee for future organizational
actions, often giving the instructions and focus to the
meditation and relaxation programs.

When HR manager represent the counsellor role, he or
she has to carefully listen that employee who are suffer
from issue and give support to that employee to say
their questions and then after give solution within two
or three sessions.

Finally, this workplace counselling is valuable for the
organization to achieve their organizational goals and

objectives. DATD. Dissanayaka

2 Year
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uman resource de-

velopment is defined

as the framework for

helping employees
develops their personal and orga-
nizational skills, knowledge and
abilities. Human resource devel-
opment involves using a range of
learning and training techniques
and strategies to change the work
related behavior and attitudes of
an employee and it also engages
in performance management in
other to ensure that people can do
things well or do new and better
things.

Human resource development is
concerned with enhancing orga-
nizational performance through
effective development and de-
ployment of organizational mem-
bers. To enhance performance, a
human resource developer has to
ensure that the individuals in the
organization has the knowledge,
expertise and the right attitudes to
execute their work, also human re-
source development aims at ensur-
ing that the organization has the
skilled, committed and well-moti-
vated employee it needs to sustain
competitive advantage by focusing
on processes that develop skills,
knowledge and the attitude of the
employee, such as training, de-
veloping, learning, educating and
mentoring the employee, and also
by identifying and improving the
skills and motivation of employ-
ees.

Performance Management

Performance involves what an em-
ployee does in carrying out their
duty. Performance management is
defined as a systematic process for
improving organization by devel-
oping the performance of individ-
uals and teams. Human resource
development is a means to an

end. That end is usually acknowl-
edged to be getting better results
from the organization, teams and
individuals by understanding and
managing performance within

an agreed framework of planned
goals, objectives and standards.
Performance management is what
employees and managers do at
work, that the way they act and
interact is crucial to the success of
the organization and in doing this
it will raise the profile and value of
training as a strategy for achieving
competitive advantage.

Training

Staffs are important resources

to an organization in other to
achieve economic and effective
performance, in other to ensure
that an organization has staffs that
are capable of career advancement
into the role of a specialist or a
manager an organization needs

to engage in adequate training.
Training is defined as learning and
development undertaken for the
purpose of supporting develop-
ment and maintenance of opera-
tional capability in employment:
skills for work and in work, on-job

or off-job, to enable effective per-
formance in a job or role.

Training involves modifying skills,
knowledge and abilities through
learning to achieve effective per-
formance. It is believed that train-
ing makes an individual become
effective managers as a result of
their techniques having impact on
inherent abilities, competence and
skills.

Learning

One of the functions of Human
Resource development is to assist
the organization by creating an
environment suitable for learning
which is required to help develop
staffs to meet agreed objectives.
Learning is defined as a change in
an individual’s level of knowledge,
skills or attitudes. Learning is be-
lieved to be the individual’s ability
to cope with change which can be
acquired either through formal
education or training or through
informal experiences.

Learning at work can be said to be
learning for work and it is believed
that what people learn will be ap-
plied to work in other to support
current and future work require-
ment, also, as learning at work in-
creases the ability of the individual
at work so does learning outside
work increase the individuals
work performance

Development

Development is believed to be

a form of learning and training
which changes the individual
intellectually and not just chang-
ing their work skill or knowledge
but the individual as a whole and
it also helps the individual to
grow in their career and also in all
aspect of life. Development is said
to involve preparing the individual
in the organization for expected
changes in their job or for a future
job or a role. Development in-
volves the growth of an individu-
al’s ability through learning which
can be conscious or unconscious.

Mentoring

Mentoring is a relationship in
which experienced managers aid
individuals in the earlier stage of
their career and such relation-
ship provides an environment for
convening technical, interpersonal
and organizational skills from

the more experienced to the less
experienced.

It is believed that mentoring is

a form of support in enabling
women to progress up the career
ladder particular in the area of
professions and management.
Effective mentors will not only
encourage individuals to reflect
upon their career goals, thereby
promoting a sense of purpose and
control they will also help individ-
uals acquire the skills necessary to
operate within a less hierarchical

structure.
MA. Nusla Nahar
3 Year

HRM Specialization




What is “Work Product” in
an Employment Setting?

In an employment context, the
term “work product” refers to
anything that an employee creates
for an employer or at their place
of employment for job purposes.
Some common examples of work
product are clothing designs, food
or beverage recipes, graphics or
logos, and product formulas.

If an employee develops any of
the above examples or other work
products specifically for an em-
ployer or to fulfill their job duties,
then the final work product will
belong to their employer once the
project is complete.

In most instances, an employ-
ee can figure out the ownership

arrangement of a work product
by reviewing their employment
contract. This is because work
product clauses are typically
included as part of employee-em-
ployer agreements. For example,
an employment contract might
contain a provision that says, “All
employment-related work created
by the employee during the course
of employment will become the
property of the employer and/or
company.’

Also, work product in an attor-
ney-client relationship setting is
normally protected by common
law practices. For instance, the
opposing party in a lawsuit may
not view or have access to a work
product if it was created in prepa-
ration for trial.

For the purposes of this article,
however, discussions about work
product will primarily focus on
how it is viewed in an employment
context. Thus, if you are involved
in a dispute over a work product
with your employer, then you may
want to consult with an employ-
ment law attorney in your area for
turther advice on the matter.

What are Some Common
Work Product Disputes?

Many employees already assume
that the work they do or create for
a job is owned by the individual or
entity that employs them. How-
ever, not every worker will neces-
sarily have to sign an employment
contract or confidentiality agree-

J

WORK PRODUCT DISPUTES

ment before they are hired. This
can cause future disputes to arise
over which party has ownership
rights to a work product or inven-
tion.

For instance, some common work
product disputes that might occur
between an employee and their
employer include the following:
Employee versus employer dis-
putes: If the ownership rights to

a work product are unclear, then
this can cause a dispute between
an employee and their employer.
Aside from ownership rights, an
employee may argue that the work
product was additional work done
during off-hours or that they were
never paid for the work product.
In such cases, they may be able to
recover monetary damages from
their employer.

Usage and royalty rights: Employ-
ment contracts that contain work
product provisions will normally
provide instructions on details,
such as what should happen in the
event that a work product dispute
occurs, who retains the royalty
rights to a work product, who
collects the proceeds if a work
product is sold, and which party
will have future use of the work
product in question.

Disputes between individual em-
ployees: Sometimes, a work prod-
uct dispute might occur between
two employees that work for the
same employer. For example, the
employees may argue over who
actually made the work product
or who should get credit for it.

In such cases, the employees can
provide proof of their creation by
submitting certain evidence like
work logs, computer data, sketches
or drawings, and physical or elec-
tronic records.

Work done by employees versus
independent contractors: In most
cases, an independent contractor
will usually own the work product
that they create and then permit
an employer to use their work
through a license agreement. For
instance, if an independent con-
tractor created a work product us-
ing their own laptop, in their own
residence, and without any further
instructions, then they most likely
own that work product.

Depending on the provisions in
an employment contract, there
may be many other types of work
product disputes that might arise
during an employee’s course of
employment. Additionally, the
laws of a particular state can also
impact whether an employee may
file a lawsuit to resolve a work

product issue as well as the out-
come of a case.

Do I Need a Lawyer if I
Have a Work Product Dis-
pute?

Disputes over work product can
sometimes have long-term con-
sequences. For instance, a worker
may lose their right to profit off
of the product sales even though
they are the one who created it. A
worker can also jeopardize their
job in the process. Therefore, if
you are involved in a work prod-
uct dispute, it is generally rec-
ommended that you hire a local
employment contract attorney to
further assist you with your issue.

An experienced employment
attorney can review the facts sur-
rounding your dispute and deter-
mine whether you have a viable
case. If you do have a case, your
lawyer can help you file a claim
against your employer or company
in civil court. Your lawyer can also
review your employment con-
tract to make sure that it was not
breached and can assist you in ne-
gotiating a favourable settlement
arrangement based on the facts of
your case.

In addition, if you and your
employer cannot reach an agree-
ment on the matter, your lawyer
can provide legal representation
in court. Lastly, your lawyer will
also be able to advocate on your
behalf for the remedies that are
best suited to your situation, such
as a monetary damages award or
an injunction.

E. Nowreen
3" Year
HRM Specialization



he HR Club of the Department of Human
Resource Management conducted a sustain-
able community development programme
“Time to Think, Let us prevent the Air
Pollution”, on the 14th of July 2021, which insists on
the importance of preventing air pollution to safe-
guard the future generation. Around 60 students from
the HR Club of the Department of Human Resource
Management, Faculty of Business Studies, actively
participated in this event. This In-door Tree planting
campaign aims to address the multitude of issues asso-
ciated with air pollution and restore the oxygen level
at a considerable rate. Whilst planting trees may seem
like a simple solution to a massive global problem,
this one action can lessen the impact of pollution and

“TIMETO THINK “
Taee Plasting Canpaign

enhance positive energy. Trees are crucial
to protecting the environment for future
generations. Through this tree planting
campaign, the HR club was able to attain
the outcomes such as a learning opportuni-

ty to get youngsters involved in the envi-
ronment and conservation of our natural
resources. The members of HR Club plant-
ed the in-door plants including English ivy,
Pot mom, Gerbera daisy, Holy basil, Aloe

vera, Bamboo pal, Snake plant which are suggested
by NASA as high Oxygen generators in their home
gardens to raise awareness and consciousness about
the environment among the masses. Tree plantation
is not just something that should be done; instead, it
is a necessity, the urgent need of the hour. Planting
trees is essential to protect our environment against
air pollution and global warming. The drive was a
huge success, empowering students with substantial
knowledge of the environment and plants.
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mployers must adopt
health and safety pre-
cautions to protect the
emotional and phys-
ical well-being of workers and
non-workers. The Health and
Safety at Work
Act protects employees, customers
and visitors in an organization’s
premises. Ideally, employers aim
to eliminate or significantly pre-
vent accidents happening in the
workplace.

According to statistics, someone
dies as a result of an industrial
accident or poor workplace safety
standards every twenty seconds of
every working minute around the
world. Thousands of employees
throughout the world lose limbs,
suffer temporary or permanent
disabilities, or die as a result of
insufficient workplace health and
safety precautions. Employees, as
well as their families, suffer losses
throughout their lives.

The hospitalization of large num-
bers of workers employed by Ce-
ramic World factory on two occa-
sions last year highlights the often
unsafe and poor working con-
ditions in Sri Lanka’s Free Trade
Zones (FTZ). The Korean-owned
ornament factory employs 950
workers and is situated in the
Biyagama FTZ on the outskirts of
Colombo—the second largest of
the country’s three FTZs.

On November 26 more than 260
workers were admitted to Colom-
bo National Hospital for several
days with various symptoms
including dizziness, chest pain,
headache and cough. The factory
was closed on the advice of Dr.
Alwis, head of the Labour De-

partment’s Occupational Hazard
Division, and only re-opened on
December 5. Again 50 workers
were hospitalized with the same
symptoms.

According to workers at the Na-
tional Hospital, they became ill
after contractors removed a layer
of solar heat

insulation

made of glass

wool from the

factory roof

on November

26. Workers

involved in

cleaning up

the insulation

powder be-

came ill with-

in 45 minutes.

Others were

affected some

time later.

They sus-

pect that the

inhalation of

silicon dust

from the glass

wool caused \

the illness.

The haunting
memories of
this disaster
are still fresh
in our minds.

Not only have insufficient mea-
sures for workers’ health and
safety at work taken their lives,
but stress at work is now emerg-
ing as a key culprit in sabotaging
the lives of employees and their
families. Every now and again, we
hear about people in the corporate
sector committing suicide.

Isn’t mental stress an element

that should be taken into account
while making physical health and
safety provisions? Have workers’
lives become so disposable that
little concerns may wreak havoc
on their families, leaving children
orphaned and parents in disbelief?
Does safety at workplace only
mean to protect the workers from

the danger of accidents or any
other mishaps? Should workplace
safety not consider mental stress
or emotional trauma or person-
al issues of employees? Is the
physical presence of an employee
enough for an employer to run the
business?

These inquiries never seem to
end. Employers must reconsider
workplace safety rules in today’s
fast-paced world of cutthroat

competition. It doesn’t just relate
to the absence of mishaps. Rather,
the term encompasses the em-
ployees’ physical and emotional
well-being. It’s easy to demon-
strate an exterior harm, but what
about something that is stifling
employees from within?

L
L

\

WOKRKPLACE
HEALTH
AND
SAFETY

Efforts to ensure safety and wel-
fare of employees at work play a
substantial role in saving the op-
erating costs, increasing produc-
tivity and ensuring reliability and
dependability from the employees.
Though it is a legal requirement
and fetches monetary compensa-
tion in case of failure but it can’t
bring back an individual’s life.

Employees are an organization’s

most valuable asset, and a few
well-managed and integrated safe-
ty procedures can help reduce loss
and damage to both them and the
organization. Companies should
provide systematic training to
industrial staff in addition to basic
safety policies and accident rem-
edies so that they can accomplish
their tasks efficient-
ly and safely.
Employers have
become increasing-
ly concerned about
employee mental
health in recent

years, particularly
at the CEO level.

Many outstanding
young executives
have died as a
result of mental
breakdowns caused
by stress, tension,
and job pressure,
depression caused
by failure to fulfill
targets, and mental
illness caused by
drunkenness and
poor interpersonal
connections. There
is a requirement for
mental counseling,
collaboration, and
advice. The develop-
ment and maintenance of effective
interpersonal relationships can be
extremely beneficial. As a result,
in addition to establishing provi-
sions for physical health and safety
at work, employers should also
take steps to improve the men-

tal health of their most valuable
employee.

Employer has a ‘duty of care’ to
ensure your health, safety, and

welfare while you're at work as
much as practicable. They should
begin by conducting a risk assess-
ment to identify potential health
and safety risks.

They must nominate a ‘competent
person’ with health and safety
obligations, which is typically one
of the owners in smaller business-
es or a member of staff who has
received health and safety train-
ing. Employer has a ‘duty of care’
to ensure your health, safety, and
welfare while you're at work as
much as practicable. They should
begin by conducting a risk assess-
ment to identify potential health
and safety risks.

They must nominate a ‘competent
person’ with health and safety ob-
ligations, which is typically one of
the owners in smaller businesses
or a member of staff who has re-
ceived health and safety training.
Whatever the size of the business,
employers must:

 Follow Employee Assistance
Program

» Provide Personnel Protective
Equipment

o Make the workplace safe

 Prevent risks to health

o Make sure that all materials are
handled, stored and used safely

o Provide adequate first aid facil-
ities

 Set up emergency plans

o Provide health supervision as
needed

o Make sure that illumination,
ventilation, lightning, wash-
ing and rest facilities all meet
health and safety requirements.

Pirathisha Shanthakumar

2n Year
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Are you feeling overwhelmed by
data?

Nowadays, you have access to
more data about your employees
than ever before. And with some
basic data literacy and Excel, you
can create virtually any report you
want. But creating effective HR
dashboards is still a daunting task.

“This is because not all HR
metrics are related to your
strategic goals.”

A metric is an indicator that lets
you track and measure perfor-
mance. Some metrics are KPIs: a
metric that focuses on how effec-
tively you're achieving key busi-
ness objectives. In this document
you will find 15 examples of HR
KPIs that reveal the effectiveness
of your HR organization, and not
just its efficiency.

Read on to discover 15 KPIs
that can help you hit your
strategic targets!

1 - EMPLOYEE PRODUCTIV-
ITY

RATE This KPI seems simple to
calculate (divide units of output by
units of input) but is actually quite
complex: the units of output and
input need to be carefully consid-
ered. However, if done correctly,
this interesting KPI says | some-
thing about the capacity of growth
in terms of production of human
capital.

2 - BENEFITS SATISFACTION

You can measure how satisfied
employees are with benefits using

an employee engagement survey.
This is particularly an interesting
KPI to adopt if you are aiming to
reduce voluntary employee turn-
over.

3 - EMPLOYEE ENGAGE-
MENT INDEX

Employee engagement is one of
the most commonly used KPIs
and can be measured through atti-
tude or engagement surveys. High
employee engagement predicts
many relevant positive outcomes,
including higher productivity,
better customer service, and lower
turnover.

4 - EMPLOYEE SATISFAC-
TION INDEX

You can measure employee satis-
faction using employee attitude
and engagement surveys. Dissat-
isfaction is an important cause for
employee turnover.

5-INTERNAL PROMOTION
RATE

To measure this KPI, divide

the number of senior functions
that were filled through internal
promotion by the total number
of senior positions filled. Internal
hires are often up to speed faster,
reduce the risk of a bad hire, and
on the job longer.

6 - EMPLOYEE INNOVATION
INDEX

Attitude or engagement surveys
can also be used to measure this
KPI. Innovation is more and more
often a key driver of business
success. It’s up to HR to enable
innovation.

7 - NET PROMOTER SCORE

Your department’s NPS reveals
how satisfied employees are with
HR’s services. However, this KPI
is also relevant if recruitment is

a key part of your strategy: using
the NPS, you can also measure to
what degree people recommend
the organization as an employer.

8 - PERCENTAGE OF COST
OF THE WORKFORCE

Take the cost of the workforce

Joue:
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and divide it by the total cost
faced by the organization. This
KPI isn’t a common one, but it is
useful for cost reduction purposes,
or to help improve automation/ro-
botization in an organization.

9 - 90-DAY QUIT RATE

This is a key recruitment KPI,
measuring the number of hires
that leave within 3 months (or a
year, if that is more relevant to
your organization). A double-digit
percentage is a cause for alarm:
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failing to hire the right people will
have a measurable negative impact
on organizational effectiveness.

10 - QUALITY OF HIRE

The quality of hire is the percent-
age of new hires that are given

a good rating by their manager
during their performance review.
Consistently maintaining a high
quality of hire provides the orga-
nization with the talent it needs to
reach its strategic goals.

11 - RECRUITMENT FUNNEL
EFFECTIVENESS

Optimize your recruitment
funnels by measuring the effec-
tiveness of each phase using the
yield ratio: dividing the number
of applicants who successfully
completed the stage by the total
number of applicants who entered
the stage. For example: if 10 candi-
date submissions lead to 5 hiring
manager acceptances, the yield
ratio is 2:1.

12- TRAINING EFFECTIVE-
NESS

Investing in L&D initiatives is a
good way to contribute to busi-
ness goals, but only if the courses,
training and workshops offered
are a good fit for your company
and employees. Measure the effec-
tiveness of training based on the
relevant data points for each train-
ing to determine if it’s effective, or
a waste of your resources.

13 - TURNOVER RATE

This popular HR KPI is prevalent
for a reason, as high turnover can
be very costly. To provide an even
more detailed picture of the orga-
nization’s turnover, you can also
measure:

V Involuntary Turnover Rate

This measures the number of em-
ployer-led resignations.

V Voluntary Turnover Rate This
measures the number of employ-
ee-led resignations.

v Unwanted Turnover Rate Not
all turnover is bad. However, you
do not want your top performers
to churn. This KPI focuses on the
resignation of good performers as
a percentage of all performers.

14 - ABSENCE RATE

You can calculate the absenteeism
rate by dividing the number of
working days an employee was
absent by their total number of
working days. Monitoring your
absence rate can help you identi-
ty underlying problems that are
affecting employee wellness.

AL. Umaisha
3" Year

15 - ABSENCE COST

The total cost of absence is calcu-
lated by including employee pay,
the cost of managing absence, and
replacement costs. This KPI is
especially relevant for European
countries with strong labor unions
and a high degree of employee
protection.
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he direct contacts of the
staff with the neighbors
and other workers in the
office will reduce at-
tractive and effective workload to
carry out the institute.
In this case relationship and close
connections with the owner and
the management will set up a
profitable background of the insti-
tution
The productivity of any produc-
tion or management in the in-
stitution will be able to increase
efficiency of the wo'rkforce in
this case head of the department
should carry out necessary imple-
mentation programs

HOW TO SET UP A
PLEASANT ENVIRON-
MENT IN THE WORK-
ING SITE

« Decorating The Institution

Using various decoration patterns
and ways of colorings walls and
other back ground things you
could paint them and also make
drawings and other types of wall
decorations. In addition to this
you could use valuable wooden
materials like various patterns of
chairs, benches, tables, desks and
other wooden materials.

o Allocating A Special Zone as A
Resting Place for Workers

You should allocate a special area
as a resting place for the workers.
When they get intervals or rest
periods they can move to these lo-
cations for resting and for reading
papers and also you must provide
this place with necessary suitable

EmployinengRelations

infiMIakingiaiDelightfullWorkingjEnvironment

equipment’s such as tables, chairs,
benches, beds etc. Even this place
should be fit to take their meals.

o Providing Equipment

You could
provide a mi-
crowave oven
to this place.
Additionally,
some electric

or duty hours. But this can be
changed according to the needs of
the workers it can be allowed from
morning 6.00AM to 10.00PM in
the night. You should discuss this

Employee
Relations

kettles, mugs,
cups, jugs and
other small
items. Which
they can use
for prepara-
tion of meals.
o Staff Meet-
ings

It is essential
to have a gen-
eral meeting
at least once a
month in the
institute. And
at this meet-
ing they must
be allowed

to bring various proposals for the
benefit of their future and here in
this meeting management should
bring to the notice of the workers
about the important and valuable
proposals and decisions of the
firm.

o Time Table for The Future

You have practiced the time tables
from8.00AM to 4.30PM as office

Focuses on improving the employee
experience by listening to feedback
and providing professional and
emational support.

and come to a final conclusion

WAYS OF IMPROVE EM-
PLOYEE RELATIONSHIP

o Empowering The Working Staff

Empowering the staff means in
other words to say they will be
released to work with full freedom
employees are permitted to dis-

cuss their working problems, time
managements, leave and working
place misunderstandings with
management level officers, un-
pleasant management rules.

managing and
developing employees

When the working team allowed
to discuss their questions in this
manner they will be very much
pleased over this situation and
work with hartised acceptance.
Enabling Employee Engagement

Creating an engaged workplace re-
quires a multi-pronged approach
that is fueled by continuous im-
provement. Here are some proven
ways you can increase employee

engagement:

0 prioritize company culture.

0 inspire employees through mis-
sion, vision, and values.

0 develop and equip your manag-
ers as coaches.
0 build great
communica-

tion habits.

Q0 create a ro-
bust feedback
culture.

o Set Clear
Expectations

Expectation
setting is the
process of
formulating
and commu-
nicating what
is expected.
It is a basic
leadership

management
responsibility that gives people the
information required to perform
well.
Benefits of written performance
expectation

0 help staff understand respon-
sibilities.

0 help staff understand how to
perform job duties.

technique and

0 enhances staff productivity
and engagement.

0  provide measures against
which performance results are
assessed.

0 provide clear strategic direc-
tion for the work cycle.

. Create A Corporate Train-
ing and Development Program

When a company has a training
and development program, it
reflects the employees’ interest in
professional growth.

. Build an Executive Leader-
ship Development Plan

Employee performance is the
engine room of any business, and
without effective leadership it
can all collapse and burn out. It
is important to ensure that those
in leadership roles have the best
interests of the company at heart.
One of the strategies for effective
employee engagement is to create
an executive leadership develop-
ment plan. This approach allows
employees to work towards their
goals, gaining the training and
knowledge needed to grow the
company.

Uthpala Jayakody
27 Year



I A GOOD

AM

Am I a good HR Manager or Else
I pretend to be
What if I cannot manageable
else if I cannot executable

Am I a good HRM?
What if I don’t care about employees
What if I do partially
How about I never encourage them
How about if I tired of them

Am Iagood HRM?

I'm bored to have a conversation with my staff
What if I ignored my customer’s needs
How am I supposed to be
A good manager as they expecting to me

Am Iagood HRM?

I don’t want to waste my time
Doing in development program
Else if I careless in production agendum
What makes me free among them

Am Iagood HRM?

What if the sweat of one’s brow
When the manager always an oscitant
What if the year end went sterile
I'm doing as a naive

Am Iagood HRM?
What if I'm not string along with a policy
Will the firm’s functions go properly?
If 'm not using HR strategies
Is it possible to attain the scope as prophesy

Employer and employee
Should keep comfort affinity
Which is the identity
For a triumphant company

HR Manager is the solidarity
Mount-up the company is his responsibility
Value human resources
Give you the dignity

Yes, you are a good HRM
When you achieve the paramount of the company .

Haseefa Thowfeek
27 Year

Human Resources

Human resources, what a quaint idea,

A group of people to lend an ear.

To train and develop you with passion and pride,
And reward you for successes you don't want to
hide.

To recruit you and boot you and pay your wage,
And provide you activities no matter your age.

Focused on people as our primary resource,

We may come across pushy, but never use brute
force.

We have aims and objectives, too many to count,
The requests we receive, we work hard not to
mount.

Questions upon questions and letter requests
too,

Flight tickets, staff dining and transportation
issues.

The list is endless and often are jobs are thank-
less,

but on a positive note we aren’t working in
finance!

To conclude, let me say we have a hard task to
bear,

Often perceived as rude, organized and not
always fair.

We must work as a team,

And coordinate right,

Provide sympathy and empathy,

And continue to fight!

Are policies, procedures and processes too,
All have a purpose - they are here to help you!

MA. Nusla Nahar
3 Year
HRM Specialization
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ob satisfaction is the contentedness or

positive feeling of an individual regard-

ing his or her job. It is a positive state of

ind/attitude of an individual towards his

job. It means if a person says he is satisfied
with his work, he likes his job. For motivat-
ing employees, job satisfaction is an import-
ant technique. Also, we can consider that a
“happy employee is a productive employee.”
In general, we can see that a happy person
is satisfied with his job. Satisfaction from
work/job is important because people spend
most of their time on the job. Also, job sat-
isfaction has an impact on the general life of
an individual.
A satisfied person has better mental and
physical wellbeing. Job satisfaction expresses
the inner feelings of a job holder gained by
performing his job. Job satisfaction differs
for every employee. It affects the behaviour
presentment & duration of service etc. Job
satisfaction reflects a person’s overall atti-
tude toward their job, including working
circumstances, work, co-workers, organiza-
tional culture, and society.

Job satisfaction is not only a general feeling
but also derived from various factors con-
nected with job satisfaction or a person’s
feelings regarding his job experience. These
factors are very important to job satisfac-
tion. They include working conditions,

pay scale, safety & security, productivity,
relations with superiors or subordinates,
communication, etc. Each of these factors
contributes differently to an individual’s job

JOB SATISFACTION AND IT'S IMPORTANCE TO
AN ORGANIZATION

satisfaction. One might consider
that pay is the most important
factor that contributes to job
satisfaction, but one might consid-
er that the working environment
is important in comparison to

the monetary gain that a person
receives from a job.

Importance of Job Satisfaction.
Job satisfaction is not an isolated
term. It has been related to many
variables and affected them, such
as employee performance, produc-
tivity, loyalty, lower turnover, and
absenteeism, etc. Job satisfaction
is an important aspect because

a personss attitude may affect his
work on the job. Job satisfaction
affects the whole life of a person
because people spend most of
their lives on the job. As a result,
if a person is dissatisfied, then

this can increase frustration and
distraction in his life.

Loyalty:

When employees feel the company
has their best interests at heart,

they often support its mission
and work hard to help achieve its
objectives. And, they may be more
likely to tell their friends, which
helps spread goodwill.

Increased Profits:

If employees are safe and satisfied
with their work and responsibili-
ties, it can lead to lower costs and
high sales and a robust bottom
line. Happy employees are satis-
fied employees who are willing to
follow their workers and cooper-
ate with the organization during
emergencies.

Lower Turnover:

Turnover can be one of the highest
costs attributed to the HR depart-
ment. Retaining workers helps
create a better environment and
makes it easier to recruit quality
talent and save money. Satisfied
employees are typically much less
likely to leave.

High Productivity:
Employees who have high job
satisfaction tend to achieve higher

productivity. Higher productivity
in employees is seen when they
are happy with their job and focus
on their tasks. A single member’s
high productivity in a team boosts
the confidence of others in the
same manner.

Develop and maintain steady work
relationships:

Job satisfaction means being in
resonance with both the work

and the workplace. Building good
relations with those employees
work with is also essential. Having
people skills helps in getting a task
completed efficiently and without
conflict. If an employee is part of
a team, sharing his or her suc-
cesses will allow him or her to feel
a sense of connection and team
spirit, leading to a greater under-
standing of fulfilment.

KKT. Maduwanthi
3" Year
HRM Specialization




uman resource man-

agement (HRM or

HR) is the strate-

gic approach to the
effective and efficient manage-
ment of people in a company or
organization such that they help
their business gain a competitive
advantage. It is designed to max-
imize employee performance in
service of an employer’s strategic
objectives.

HR professionals manage the hu-
man capital of an organization and
focus on implementing policies
and processes. HR departments
are responsible for overseeing em-
ployee-benefits design, employee
recruitment, training and devel-
opment, performance appraisal,
and reward management, such as
managing pay and employee-ben-
efits systems.

HR also concerns itself with
organizational change and indus-
trial relations, or the balancing

of organizational practices with
requirements arising from collec-
tive bargaining and governmental
laws.

The world of work is rapidly

changing. As a part of organiza-
tion, Human Resource Manage-
ment (HRM) must be prepared to
deal with effects of changing world
of work. For the HR people it
means understanding the implica-
tions of globalization, work-force
diversity, changing skill require-
ments, corporate downsizing, con-
tinuous improvement initiatives,
re-engineering, the contingent
work force, decentralized work
sites and employee involvement.

1.Discovering The Right Talent

With the rise in business compe-
titions at a fast speed and many
other investments being at stake, it
will be a daunting task to find the
most fitted talents for them. This is
one aspect that will be the reason
for a headache for most compa-
nies in 2021.

2.Globalization and its implica-
tions

Business today doesn’t have
national boundaries - it reaches
around the world. The rise of mul-
tinational corporations places new
requirements on human resource
managers. The HR department

E. Nowreen
3" Year

needs to ensure that the appro-
priate mix of employees in terms
of knowledge, skills and cultural
adaptability is available to handle
global assignments. In order to
meet this goal, the organizations
must train individuals to meet the
challenges of globalization.

3.Workforce Diversity

In the past HRM was considerably
simpler because our work force
was strikingly homogeneous. To-
day’s work force comprises of peo-
ple of different gender, age, social
class sexual orientation, values,
personality characteristics, ethnic-
ity, religion, education, language,
physical appearance, martial sta-
tus, lifestyle, beliefs, ideologies and
background characteristics such as
geographic origin, tenure with the
organization, and economic status
and the list could go on. Diversity
is critically linked to the organiza-
tion’s strategic direction.

4.Changing skill requirements

Recruiting and developing skilled
labor is important for any com-
pany concerned about competi-
tiveness, productivity, quality and

managing a diverse work force
effectively. Skill deficiencies
translate into significant losses
for the organization in terms of
poor-quality work and lower pro-
ductivity, increase in employee ac-
cidents and customer complaints.
Strategic human resource plan-
ning will have to carefully weigh
the skill deficiencies and shortag-
es. HRM department will have to
devise suitable training and short
term programmes to bridge the
skill gaps & deficiencies.

5.Corporate downsizing

Whenever an organization at-
tempts to delayer, it is attempting
to create greater efficiency. The
premise of downsizing is to reduce
the number of workers employed
by the organization.HRM people
must ensure that proper commu-
nication must take place during
this time. HRM dept is key to the
downsizing discussions that have
to take place.

6.Continuous improvement pro-
grams

Continuous improvement pro-
grams focus on the long term well
being of the organization. Itisa
process whereby an organization
focuses on quality and builds

a better foundation to serve its
customers. This often involves a
company wide initiative to im-
prove quality and productivity.
Specifically, HRM must prepare
individuals for the change. This re-
quires clear and extensive commu-
nications of why the change will
occur, what is to be expected and
what effect it will have on employ-
ees.

7.Re-engineering work processes
for improved productivity

Although continuous improve-

ment initiatives are positive starts
in many of our organizations, they
typically focus on ongoing incre-
mental change. Such action is in-
tuitively appealing — the constant
and permanent search to make
things better. Yet many companies
function in an environment that is
dynamic- facing rapid and con-
stant change. As a result continu-
ous improvement programs may
not be in the best interest of the
organization.

8.Contingent workforce

A very substantial part of the
modern day workforce are the
contingent workers. Contingent
workers are individuals who are
typically hired for shorter periods
of time. They perform specific
tasks that often require special job
skills and are employed when an
organization is experiencing sig-
nificant deviations in its workflow.
When an organization makes its
strategic decision to employ a siz-
able portion of its workforce from
the contingency ranks, several
HRM issues come to the forefront.

9.Decentralized work sites

Work sites are getting more and
more decentralized. Telecommut-
ing capabilities that exist today
have made it possible for the em-
ployees to be located anywhere on
the globe.Decentralized work sites
also offer opportunities that may
meet the needs of the diversified
workforce.

10.Employee
involvement

For today’s
organiza-

tion’s to be
successful,
there are a
number of

employee involvement concepts
that appear to be accepted. These
are delegation, participative man-
agement, work teams, goal setting,
employee training and empow-
ering of employees. HRM has a
significant role to play in employ-
ee involvement.

11. Artificial Intelligence(AI) In
HR & Recruiting

Most HR and Recruiting work are
already automated. And in 2021 it
will only take this process of auto-
mation further forward. Using the
combination of Al-powered tools
and human elements, engaging
and retaining more of the employ-
ees has become a norm now.

HR trends will have to be more
impactful than ever so that they
can contribute more to business.
Bringing in new talents, training
them up in the right way could
very well become the best driver
of new growth in the future of the
near-human resource.

Almost all the HR trends so far
have worked together in making
our workplace a better one. In
2021 and all the coming years
ahead, the expectation will be the
same. It will be to make our busi-
ness process way more impactful
and powerful than it ever was.
Companies can make this possible
only by handling the challenges
the HR trends mentions over the

years to come.
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uman resources
are one of the most
complex and vital

resource-driven re-

sources in organizations. It is well
known that corporate managers
need to focus more on maintain-
ing human resources. The hard
work and efficiency of human
resources can be fully achieved by
maintaining a positive relationship
between organizational manage-
ment and human resources.

This will pave the way for corpo-
rate profit and growth and when
all companies adhere to this the
economic growth of the country
will increase. Corporate manage-
ment cannot fully and consistent-
ly provide human resources for
rewards and incentives to achieve
such a grand purpose. We will
explore how companies relate

to human resources, excluding
reward incentive costs.

The nature of human resources

is changing due to technological
development and cultural chang-
es. The struggles for management

g

are also increasing
day by day. If this
situation continues
we will lose future
human resources
which will affect the
economic growth of
a country. To pre-
vent this, the basic
nature of human
resources must be
restructured.
It was created to
organize the well-being of the
Stone Age people and to recreate
in man the doctrines and religious
beliefs that are currently weak-
ened. However, theories were
put forward by many theorists to
correct the human activities and
disorders that were found to be
irregular among us at that time.
Examples include the doctrine of
social contract and the doctrine of
divine rights.
It is a fact that these principles,
which were able to create a civi-
lized society that lived as Vadras
and Karans, can be transformed
into a better-led society by the re-
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ligious beliefs of civilized modern
men. But we have not fully made
the effort to do so, which is why
the doctrines and religious beliefs
have been weakened and society
has changed.

Such best principles and religious
social morals must be built from
the ground up on the citizens

of the country. Schools are the
capital of every good citizen’s
activity and therefore human re-
source-based education should be
developed in all schools in addi-
tion to the curriculum. Through
this, companies will be able to ac-
quire innovative human resources
in the future.

These human resources will be
trusted and will be able to main-
tain better relationships with
corporate management. Human
resources that do not expect
rewards and incentives will con-
tribute to the true growth of the
organization and human resource
development is the development
of the community.

S.Dharshan
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he article presents plau-
sible explanation why
human resource devel-

opment may contrib-
ute better business Performance
through improved human com-
petencies. It has been argued that
strategic human resource Man-
agement research lacks a strong
theory that integrates the mech-
anism through which the which
the HR practices influences firm
performance.

There is a multitude of HR-prac-
tices which have been shown to
have a positive correlation with
business Performance,

for example

« innovative HRM practices
raised worker productivity.

« High Performance Work Prac-
tices improved employee Per-
formance.

« HR practices which have good
fit with strategy, policy and con-
text, seem to be associated with
superior performance.

o Systematic tacit signal develop-
ment process helps implement-
ing optimal Workplace innova-
tions, which contribute better
business performance.

However, there are
found positive cor-
relation with the HR
practices and business
performance there is
lacking the compre-
hensive theory that
explains the phenom-
enon. Researchers
should try to open up the ‘black
box’ the causal relationship be-
tween HR components and unit
of organizational performance.
Latest studies reveal that the HRD
investment’s impact on business
is not properly evaluated and
therefore the management deci-
sion-making process lacks this
essential information.

2.Development

process for implementing optimal
workplace innovations

The optimal workplace innovation
(OWI) can be seen as collectively
agreed and successfully fulfilled
improvement that best fit for the
collective development needs
identified at the working society.
These workplace innovations meet
the employee needs for develop-
ment and thus improve the Qual-
ity of Working life (QWL). QWL
describes how the employees feel
the organization is fulfilling the
individual needs related to work-
ing life.

In this article, the QWL is being
described by the working society’s
collective competencies, consist-
ing of leadership, team culture and

J.Madhushaini
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processes. When these particu-
lar competencies attributes are
identified and agreed on, they are
being validated as organization
specific drivers of human compe-
tencies.

QWL can be identified at each
level of the working group by
asking individuals how the com-
petencies meet their personal
needs.

3.Discussions

Boudreau and Ramstad (1999)
point out that measurement
framework is needed for devel-
oping theoretical logic to support
the inference that investments on
human resource strategies lead
to organizational success. This
article presents the theory that
when working groups implement
optimal workplace innovations

it will improve the QWL com-
petencies and increase business,
but only if the HR-development
actions are being executed effec-
tively enough.

The article suggests that the
employee quality of working life
can be measured by working unit
collective competencies consist-
ing leadership, team culture and
processes. However, these com-
petencies and attributes should
be first validated for each orga-
nization environment, situation
and strategy. This is essential
because effective HRD process
has to focus on the development
of organization specific human
drivers of Performance.
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DID THE SPREAD OF COVID 19 AND THE
POLITICAL AND ECONOMICAL INSTABILITY
OF THE COUNTRY, FORCE THE HUMAN
RESOURCE TO WORK FROM HOME?

0.
NThe human resource has ad-
opted itself to work smarter with
the alternative notion that sets the
home as the office. The fulfillments
of the needs and the wants of the
human, cannot be fulfilled without
work.It is well-known that "The
work' is the core mechanism for
human-in-operation.

In this rapidly changing globe,
human resource is expected to be
involved in adopting and making
changes and this is the change,
which was expected to be.In this
fast moving world, most of the
employees don't prefer to rush to
the office from their homes(espe-
cially the women). They can also
continue their work from home,
even if they are on their medical
leave.

A research centre in India, called
"Transland India" also has veri-
fied this statement, throughout its
research.In spite of lock down and
economical crisis, the work could
be done efficiently without any
delay. This, working online is the

greatest advantage for the compa-
ny.

At the initial stage of the Covid
spread, many companies around
the world had shut down their
companies instantly and went
bankrupted.On the other hand,
the companies which already had
adopted themselves to the modern
working schemes, started gener-
ating more income rather than
before.(And this might benefit

a bunch of software companies)

It is assumed that 'Google' saved
up approximately 21 0000 Million
Rupees during the pandemic,by
setting their employees to work
from home.

It seems that 'work from home' is
uncertain.But instead of focusing
on the cons of work from home,
we can consider the advantages of
that,in order to achieve more in
this modern world.

Not all the companies around the
world prefer to allow their work-
ers to work from home.They could

allow a certain amount of employ-
ees to work from home, and only
if necessary,they can call others to
the office.

Even in the field of cinema, a
South Indian Film director, called
‘Santhosh Narayanan' directed
two movies, Mask' and "Tune’,
using online platform to direct
virtually. His outcome was beyond
the expectation of his fans.Cinema
also depends of human resource.
See, how the modern man plays a
role in it.

Even though it's seems to be an
easy one, still there are many cons
that we will have to face, when we
work from home.But identifying
those problems and tackling them
prudently,will be beneficial for the
company as well as the employees.

Having an effective communica-
tion between the employees and
the employers.

Setting up a proper place for offi-
cial purpose.

Enabling an effective Internet
connection.

Appointing a skillful supervisor to
manage things effectively.

The best thing I prefer, to prepare
ourselves to this modern world is
to make sure all the problems are
solved and adopting ourselves to

work online.

Do the Works smart & Fast!!

G.Abiuth
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Strengthening the online learning environment during the

covid 19 pandemic

he HR Club of the
Department of Human
Resource Management
conducted an online
workshop on “Strengthening
the online learning environment
during the covid 19 pandemic” for
the Faculty of Business Studies un-
dergraduates on 18th of May 2021
from 6.30 pm to 8.30 pm. Around
71 students from the Faculty of
Business Studies actively partici-
pated in this event. DR. Sanduru-
wan Bandara Herath, the Consul-
tant Anaesthetic and intensivists at
district general hospital Mullaitivu
and DR. Dhanoja Wijesinghe, the
Consultant Psychiatrist at district
general hospital, Mullaitivu were
the Resource persons for this
event.

The main objectives of this webi-
nar:

(1) Helping the students to
manage their stress and reducing
covid 19 anxiety.

(ii)  Guiding students to pre-
pare themselves for the online
learning environment.

(ili)  Encouraging the students
towards active participation
during the online learning pro-
cess.

DR. Sanduruwan Bandara Herath
preceded the first session of this
workshop, and in this session, a
clear understanding of the On-
line learning environment was
given by him. At the end of this
session, the students have gained
knowledge on creating a condu-
cive online learning environment
to help them in their learning

progress. The next session was

on Stress Management, and this
was conducted by DR. Dhanoja
Wijesinghe. From this session, the
students gained a comprehensive
understanding of the concept of
stress, and the students were given
guidance to manage their stress
effectively. The participants were
actively taking part in the discus-
sions and raising their doubts, and
the resource persons were enthu-
siastically clarifying the doubts of
participants. Overall, the session
was both informative and exciting,
and it could be observed that most
of the participants of this work-
shop find it useful not only for
their learning but also for manag-
ing their personal life as well. The

webinar ended at 8.45 pm success-
fully



CLUB SECRETARY’'S
REPORT

I begin this report as a Secretary of Human Resource Management Club for the year 2022/2023.

HR Specialization at Vavuniya University has been established for the last 6/7 years. The DHRM was es-
tablished on 18th March 2021. The growth of HRM among students can be felt by seeing an increase in the
number of students enrolled in HRM Specialization from 2015 to 2021.

DHRM has entered into MOU agreement with CIPM which can be viewed as a golden opportunity to enjoy
discounts and exceptions for professional studies. And DHRM intends to enter into agreement with several
companies that will benefit for the HRM students. Through those activities of DHRM, helps to improve Hr
specialization students knowledge, skills, attitude and social engagements.

HRM Club ofters various services to the community. In that regard, on behalf of HRM Club, last year tree
planting day was celebrated on the occasion of World Earth Day. HR Club was successfully conducted a
webinar on “ Improving Presentation Skills” for University students on 24th February 2021. And a guidance
webinar was conducted by HR Club entitled “HRM related Questions and Explanations” via online on 12th
October 2021.

Also as a part of various community services, the bus stand at the entrance of the University of Vavuniya
was painted from 18th June 2022 to 21st June 2022. DHRM also organized a short film competition aimed at
exposing the hidden talents of University students.

And as the next phase of community services, donations were received from volunteers to distribute dry
rations to families suffering from the current economic crisis.

The biggest success of DHRM was the unleashing of the unique talents of DHRM students through the maga- : e
zine “HR Wisdom”. It is also welcome that, DHRM provides the necessary support to students working part

time. Bt

Our thanks to HOD Mr. S. Hariharan , Senior Treasurer, Mrs. MRE. Aqeela Jjas, and the Dean of the Faculty L n-J."

of Business Studies Mr. Dr. Y. Nanthagoban.

Also thank you to the students of HRM, ex-co members, and the magazine committee members in the aca- '

demic year 3017/2018, 2018/20109. ' - T
K

AF.Misfa

Secretary

HR Club (2017/2018)
University of Vavuniya
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