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Abstract  

The global economic scenario has been fast 

changing. Scientific and technological 

advancements have transformed our 

industrial enterprises. Sophisticated projects 

aimed at enriching the quality of life and due 

to this the common man’s quality of life in 

society has been on the increase. 

Communication facilities have shortened the 

distance between nations and people. People 

have access to information even from 

remote corners. Medical advancements have 

provided relief to innumerable number of 

sick people all over the country. While one 

can be legitimately proud of these 

advancements and developments and these 

developments have also left behind many 

unforeseen problems and issues, which are 

becoming formidable to face. The society 

appears to be struck with destructive forces. 

The values are getting further diluted. The 

cultural backup is losing its strength. This 

study is entitled with strategic human 

resource management with a special 

reference of Visakhapatnam steel plant 

RINL. 

Introduction  

Human Resource Management is the 

strategic and coherent approach to the 

management of an organization’s most 

appreciated assets the people working at 

hand who individually and collectively 

contribute to the achievement of the 

objectives of the business. SHRM involve 

all management decisions and practices that 

directly affect people, or human resources 

who work for organizations. SHRM means 

procuring the right people, developing their 

resources, utilizing, maintaining and 

compensating their services, performance 

management, career growth, organizational 

development ,safety, wellness, benefits 

employee motivation, effective 

communication, administration and training 

in tune with the job and organizational 

requirement. Thus SHRM is viewed as an all 

embracing term describing an amount of 

unique approaches to people management in 

organizations. The role of HRM is changing 
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as fast as technology and in tune with the 

changes taking place in the global market 

place in the place of HRM today 

organizations have started appreciating the 

Strategic importance of human Resources. 

The challenges of HR managers are to keep 

up to date with the latest HR. innovations, 

technological and legal changes that are 

taking place globally. Thus, there is a need 

to know the current HR challenges and how 

effectively to manage them in the 

workplace. 

Review of Literature 

Fernandez-Alles, M. and Ramos-

Rodríguez, A. (2009), opined that the 

multidisciplinary character of the theories 

supporting research in the discipline of 

human resources management (HRM), the 

increasing importance of a more rigorous 

approach to HRM studies by academics, and 

the impact of HRM on the competitive 

advantage of firms are just some of the 

indicators demonstrating the relevance of 

this discipline in the broader field of the 

social sciences. These developments explain 

why a quantitative analysis of HRM studies 

based on bibliometric techniques is 

particularly opportune. The general 

objective of this article is to analyze the 

intellectual structure of the HRM discipline; 

this can be divided into two specific 

objectives. The first is to identify the most 

frequently cited studies, with the purpose of 

identifying the key topics of research in the 

HRM discipline. The second objective is to 

represent the networks of relationships 

between the most-cited studies, grouping 

them under common themes, with the object 

of providing a diagrammatic description of 

the knowledge base constituted by 

accumulated works of research in the HRM 

field. The methodology utilized is based on 

the bibliometric techniques of citation 

analysis. 

Roland K. Yeo, Jessica Li, (2011) 

conducted a research study entitled 

“Working out the Quality of Work Life: A 

Career Development Perspective with 

Insights for Human Resource Management”. 

The study aims to examine the importance 

of the quality of work life and its impact on 

career development from an organizational 

perspective, and provides insights into 

human resource development (HRD) 

practice. The study focuses on the strategic 

aspect of quality of work that resides in the 

direct experience of organizational dynamics 

rather than the common understanding of 

work-life balance. The study reports the key 

findings carried out in the USA, based on an 

online forum for people who undertook 

professional-development programs to 
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improve their career prospects. Uses the 

multiple yet interrelated layers of such 

dynamics to draw out implications for HRD 

research and practice,   The study offers two 

matrices, on the quality of work life and 

career development, which can help 

managers to evaluate their employees' 

cognitive response to job characteristics, and 

adopt appropriate measures to increase the 

significance of their job and prospects for 

career advancement. 

Objectives of the study 

The study has been done keeping in view of 

the specific objectives which constitute the 

framework for the enquiry. 

1. To know the impact of Strategic Human 

Resource Management on business 

strategy in Visakhapatnam Steel Plant. 

2. To analysis the influences of Strategic 

Human Resource Management on inter 

personal relations. 

3. To suggest measures for improvement 

pertaining to Strategic Human Resource 

Management in the organization of the 

study. 

Significance of the Study 

This study will be a significant endeavor in 

the area of Strategic Human Resource 

Management in particular and this research 

will be beneficial to HR professionals and 

executives. It will also serve as a future 

reference for researchers on the subject of 

strategic human resources and it will lead 

the companies’ to attain organizational 

effectiveness. The rapid changes in the 

business environment remind that, for a 

business to survive, it has to focus on its 

core competencies in order to keep ahead of 

the competitors. 

The field of Strategic Human Resource 

Management has evolved mainly in 

accordance to the fact that human resources 

need to be managed strategically for the firm 

in order to enjoy sustainable competitive 

advantage over competitors. As 

Visakhapatnam steel plant is constantly 

expanding into new markets, the company 

needs new and highly developed workforce 

especially composed of HR and Marketing 

managers. Strengthening the employer 

employee relationship is the strategic role of 

a human resources manager. However, 

there's more than meets the eye to doing 

this. Human resources managers formulate 

workforce strategy and determine the 

functional processes those are necessary to 

meet organizational goals and there by 

attaining organizational effectiveness. 

Creating a work environment free from 

unnecessary hazards is astrategic role of 

every human resources manager. Reducing 

accidents through training employees and 
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the proper use of complex machinery and 

equipment is one of the functional tasks 

associated with creating a safe work 

environment and developing executives to 

attain skills and individual qualities in order 

to contribute towards organizational 

effectiveness. 

Need for the Study 

The steel industry is vibrant and growing in 

choices. This is the time that Company has 

great opportunity to reinvent itself not just 

as a Growth Company, but as a sustainable 

growth Company. Sustainable growth means 

meeting the short term commitments while 

investing to meet our long term Goals. 

Sustainable growth means ensuring that 

each one in the organization continues to 

grow, too. The time is right for everyone to 

commit them to working together for this 

common purpose. 

To establish foundation for the people to 

move forward towards a common direction 

the organization has launched a “Manifesto 

for growth” which lays the frame work to 

invent every part of the company in 

integrated, holistic way with the following 

building blocks. 

1. Mission, Vision and Values 

2. Strategies growth paths 

3. Living the values 

4. Working as a Global team 

5. Enabling the peak performance 

6. Building distinctive capabilities 

Every organization must know how it 

conducts its business and it must be aligned 

to ensure that all are working towards the 

same goal in a way that is efficient and will 

allow the organization to be the best. This 

includes developing an integrated system to 

guide business decisions and drive result. 

The system will link strategies, business, 

planning, management routines and 

individual performance management and 

rewards. 

Scope of the study 

The present attempt is to make a case study 

of Visakhapatnam Steel Plant. The scope of 

the study is very wide because it covers the 

entire gamut of the field of human resource 

management right from traditional personnel 

management practices to the present 

strategic HRM. It encompasses all the major 

activities such as human resource planning, 

recruitment, selection and placement, 

compensation management, employee 

development strategies, Industrial relations, 

employee welfare and social security and so 

on. Organization should develop sound 

human resource policies. They are not only 

statements of management intentions and 

indicate the basic corporate approach 

towards human resources but also provide 
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the much needed framework to guide actions 

of all managers in taking vital decisions on 

human resources. The procurement function 

includes processes like human resource 

planning, recruitment, selection and 

placement. Now the employees are to be 

reasonably and fairly compensated. What 

factors determine the wage structure, the 

methods and the mechanisms through which 

wage systems are worked out and incentive 

plans that are developed for employees form 

the subject matter of the compensation 

function. 

Hypothesis"1: Strategic Human Resources 

Planning is considered equally important by 

Top Management & Senior Management 

Strategic HR Planning as enumerated in the 

questionnaire for the purposes of the study 

consists of the 7 areas namely: 1) Acquiring 

the desired workforce 2) Engaging the 

workforce 3) Organizing High Performance 

Teams 4) Creating a Learning Organization 

5)Facilitating Cultural Change 6) 

Collaborating with Stakeholders 7) HR- A 

Business Partner. 

In terms, of Importance, Top Management 

ranked Collaborating with 

Stakeholders(Area 6) as the most important 

and within that the Performance indicators 

that got the highest mean were 'Creating an 

intense customer focus and commitment by 

all employees '&' Maintaining the positive 

people environment and competitive 

advantage in the market place.' Similar 

results were found for Senior Management 

who ranked Area 6 (Collaborating with 

Stakeholders) as the most important area 

while Area 5 was ranked second but with a 

larger mean difference (Area 6: 28.53 & 

Area 5: 20.42). Thus, indicating that clearly 

for Senior Management Collaborating with 

Stakeholders was of utmost Importance and 

critical. 

It is interesting to note that in terms of rank 

Top Management and Senior Management 

were similar in ranking 5 of the 7 areas, 

Area 1, Area 3, Area 4, Area 6 &Area 7. 

The mean scores given by Top Management 

were higher in all areas in comparing onto 

Senior Management 

In terms of Importance for Acquiring the 

Desired Workforce, it was observed that 

Top management gave higher Importance to 

acquiring the desired workforce than Senior 

Management, with the mean scores being 

17.11 for Top Management and 16.35 for 

Senior Management. Engaging the 

workforce got a mean score of 21.88 by Top 

Management in terms of its Importance. 

This huge difference is attributed to the 

desire of Top Management in having an 

engaged workforce similar to senior 
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managers who gave a mean score of 20.32 

on Importance. 

Hence, the research analysis demonstrated 

that Strategic HR Planning was more 

important for Top Management in 

comparison to Senior Management; hence 

the findings did not support the 

hypothesis.While the Importance parameters 

have been compared, it is noteworthy to 

identify the differences on scores received 

for Performance on the 7 areas. On 

Performance ratings for all 7 areas Senior 

Management was consistent in giving lower 

scores than Top Management. The most 

significant difference between Top 

Management and Senior management was 

seen in rating the Performance of Area 6 

wherein, Top Management scored a 

mean of 24.22 (as against their mean of 

28.88 for Importance) while Senior 

Management got a Performance mean of 

21.78 (as against their mean 28.53 on 

Importance). This is clear indication of 

higher dissatisfaction expressed by Senior 

Management in this area that was ranked the 

most important in the key areas of Strategic 

Planning. 

Organizing high Performance teams got a 

mean score of 16.38 (on Performance) while 

Senior Management gave a mean score of 

15.21, again indicating lower levels of 

satisfaction. 

Table-1 

Mean Average Scores of sample population - Designation wise 

 

Area 

Importance Performance 

Top 

management 

Senior 

management 

Top 

management 

Senior 

management 

Acquiring the desired 

workforce 

17.1111 16.3571 13.5000 12.3571 

Engaging the workforce 21.8889 20.3214 17.6111 15.7857 

Organizing high 

performance teams 

20.2778 19.9286 16.3889 15.2143 

Creating a learning 

organization 

19.8333 19.8571 15.9722 15.0714 

Facilitating cultural change 21.0000 20.4286 16.8889 15.5000 

Collaborating with 

stakeholders 

28.8889 28.5357 24.2222 21.7857 

HR- a business partner 17.0556 16.2143 14.3889 12.7143 
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Table-2 

Number of Respondents - Designation wise 

Sample size for designation 

Top management Senior management Not indicated Total 

72 56 02 130 

 

If one were to observe a trend of the ratings 

received for all Areas as can be observed in 

the above Tables, the pattern was similar for 

Top and Senior Management. Thus the 

average mean scores remained very 

comparable, barring Performance ratings on 

Engaging the Workforce and the area of 

Collaborating with Stakeholders where Top 

management gave marginally higher ratings 

than Senior Management. Considering the 

distance of Top Management to ground level 

realities or their involvement in operation a 

issues, perhaps led to a more favorable 

Performance rating. Nevertheless, this may 

be attributed to the maturity and discerning 

competencies that Top Management 

acquires. 

Hypothesis 2: The more the years of 

Experience of the professional the more 

Importance given to Strategic Human 

Resources Planning 

The years of Experience was divided into 

two categories, those with Work Experience 

from 8 to 10 years and those with more than 

10 years of Work Experience. There was no 

definite correlation established between 

years of Experience and the ratings on the 

various parameters. In fact, on most 

parameters the ratings indicated a similar 

mean. Engaging the Workforce got a mean 

score of 17.50 and 17.43 by those with up to 

10 years of Experience and those with more 

than 10 years of Experience respectively. 

Creating a Learning organization 

(Importance) got a mean of 19.50 (Up to 10 

years of Experience) and 19.78 (More than 

10 years of Experience) and on Performance 

both the categories scored 15.00 and 15.78. 

Professionals with up to 10 years Experience 

got mean of 19.50 and those with more than 

10 years had a mean of 20.26 and a standard 

deviation of 2.22 in Area 3 Organizing High 

Performance Teams (Importance) Similar 

marginal differences on the mean score were 

indicated in the area of Acquiring The 

Desired Workforce (Importance), with a 

mean of 16.75, for those up to 10 years of 

Experience and 17.02 for those with more 

than 10 years of Experience. It was observed 

that in the Area of Collaborating with 

Stakeholders (Importance). Those with up to 

10years have meant of 27.50 and those with 
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more than 10 years were 29.04. However, on 

Performance ratings in the same area, those 

with more than 10 years of Experience, had 

a mean of 23.95 and those with up to 10 

years of Experience were at 23.75.This can 

be attributed to the fact that the role one 

plays in an organization is more significant 

and impacts the orientation towards larger 

organizational issues than the mere 

statistical accumulation of years of 

Experience. Analyzing the data and delving 

deeper into analysis of Performance 

indicators, itwas found that those with up to 

10 years of Experience ranked Area 1.3. 

Conducting workforce succession and 

retention planning are the first most 

important sub-question and6.1. Developing 

the environmental knowledge, awareness 

and skills in employee to operate in a global 

environment and 4.2. Institutionalizing 

Systems Thinking as a new approach to 

better thinking, understanding and acting got 

the least rating on Performance. It may be 

inferred that those with less than 10 years of 

Experience lack a macro picture of 

organizational issues and are primarily 

concerned about their growth and 

development in the company. Area 2.1. 

Installing Performance Management 

Systems that attune individual and team 

behavior with strategic direction and core 

values (i.e. goal setting, coaching, appraisal, 

development) was ranked first by those with 

more than 10 years of Experience, which is 

apparent from the roles and responsibilities 

of Top Management . Area 

4.2.Institutionalizing Systems Thinking as a 

new approach to better thinking, 

understanding and acting was ranked the 

lowest on Performance (though the scores 

on Importance were3.73). Knowledge and 

awareness of Systems Thinking is almost 

negligible and rare in India; Top 

Management will require introducing some 

serious measures within the organization to 

institutionalize Systems Thinking. Thus, as 

is evident in the findings, the hypothesis was 

null and void and the data did not support 

the hypothesis. 
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Table-3 

Mean Average Scores of Sample Population - Experience Wise 

 

Area 

Importance Performance 

Exp < 10 

years 

Exp > 10 

years 

Exp < 10 

years 

Exp > 10 

years 

Acquiring the desired 

workforce 

16.75 13.00 17.02 13.36 

Engaging the workforce 21.25 17.50 21.60 17.43 

Organizing high performance 

teams 

19.50 17.00 20.26 16.24 

Creating a learning 

organization 

19.50 15.00 19.78 15.78 

Facilitating cultural change 20.00 16.25 21.14 16.78 

Collaborating with 

stakeholders 

27.50 23.75 29.04 23.95 

HR- a business partner 16.00 13.75 16.97 14.21 

Table-4 

Number of Respondents - Experience Wise 

Sample size for designation 

Top 

management 

Senior 

management 

Not indicated Total 

72 56 02 130 

 

Performance ratings in all 7 areas were 

consistently lower by those having less than 

10 years of Experience in comparison to the 

ratings given by those with more than 10 

years of Experience. Conversely ratings on 

Importance for all 7 areas by those with 

more than 10 years of Experience were 

consistently higher than those with less than 

10 years of Experience. The largest 

difference in their scores was in the 

Performance ratings in the area of 

Collaborating with Stakeholders wherein a 

mean of 29.04 (EXP> 10 years) and 23.95 

(EXP. < 10years) 

Suggestions 

It is the responsibility of very manager to 

ensure the development and utilization of 

capabilities of the subordinates. Employee 

commitment is measured with the 

opportunity to discover and use one’s 

capabilities and potential in one’s work. The 

means scores of the items dealing with these 

dimensions in the organization were above 

the average scores of 50 percent. Therefore 
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to strengthen same in the organization the 

management should make out efforts to 

convert “superior and subordinate 

relationship” into “friendly informal 

relationship” efforts agreed to strength the 

values of mutuality, trust, confidences, 

collaboration, loyalty, intensity and so on. 

2. A well integrated sound training policy 

should be introduced in the organization. 

Though the organization was undertaken 

various training activities, the organization 

training mechanism for identification of 

training needs, program designing and 

scheduling, training techniques itself and 

delivery system all need restructuring 

further, the training system in the 

organization should be greed to design 

innovative and highly specialized programs 

as a measure to improve and proved skills, 

knowledge and expertise in the functional 

areas. 

3. A scientific system appraising 

performance of the employees should be 

introduced in the organization. The scientific 

system of appraising the performance should 

be based on identification of Key 

Performance Areas (KPA’s) and the 

qualitative and quantities requirements of 

the job should from the bases of appraiser. 

Besides, a proper rating system should be 

evolved to give a concrete picture of the 

appraisal conducted. 

4. Psychological atmosphere in the 

organization should be improved and efforts 

should be initiative to make it connive for 

the development of the employee. Besides 

there is an urgent need for restructuring the 

various personal policies in the organization. 

Sound personal policies that show high 

concern for employees and emphasizes 

equity and objectivity in appraisals would go 

a long way in creating a better SHRM in the 

organization. 

5. The management should also take a good 

look at the existing SHRM policies, 

procedure and practices and explore the 

possibilities of introducing new ones. 

Conclusion  

There are many other indicators of SHRM 

such as Financial Performance, Employee 

Turnover, Market Performance, Sales 

Turnover, and Productivity which remains 

unconsidered. Thus, there is a scope for 

further research in this area. In general, this 

study contributes to the literature on SHRM 

policies, procedures and implementation 

provides an additional insight to the 

individuals associated with the HR field. A 

larger study or a series of industry level 

studies in respect of SHRM implementing 

companies in the state of Andhra Pradesh 
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region should be undertaken to assess both 

the financial and non-financial impact of 

SHRM practices on the employees and 

employers. 
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