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ABSTRACT: 

Human resource is considered as the most important asset in terms of skills and abilities for any 

organization. Present day organizations find it really important to manage their human resource 

in a way that the employees maximize the productivity of the organization. Higher education 

institutions train highly qualified specialists. Universities encourage the growth of the institution, 

students & employees and the overall development of nation by imparting knowledge. India has 

seen a tremendous increase in education sector from the past few years. Employee’s 

development is necessary in educational institutions and thus it is important for them to manage 

the human resource effectively. Hence the current study is being carried out to study the Human 

resource management practices being adopted by higher education institutions. It facilitates to 

identify the factors affecting Human resource management practices and to explore the 

challenges and opportunities for the employees through human resource practices. 
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INTRODUCTION: 
 

Management is the process of dealing with or controlling things and material. Management is a 

pervasive activity which is required everywhere and by everyone to achieve their goals. Since 

the resources are scarce, it is important to manage them effectively. Resources can be both 

material and human. Resources need to be managed even in higher education institutions. These 

institutions impart skilled knowledge to train highly qualified specialists for various branches of 

economy, science and culture. So as ‘knowledge organizations’, higher education institutions 

need to improve their information and knowledge management to respond to the internal and 

external environments in which they operate. They act as an instrument for improving social and 

cultural life of a nation and uplifting the economy. The success of any educational institution is 

believed to rely mainly on the quality of its human resources and its consideration of human 

resource management as the heart of the educational administration [1]. Human resource 



management plays the role of translating the organizational strategic aims into human resource 

policies and creating human resource management that could gain better competitive advantage 

[1]. The modernization of higher education has forced the institutions to store, manage and use 

existing information and knowledge stores in a better way in order to meet new accountability, 

effectiveness and efficiency requirements. Globalization, international competition, innovation, 

and technology advancements have accentuated the importance of HRM for competitive 

advantage [2]. Also, education has become a new emerging business. Stiff competition among 

the universities and their aim to achieve top positions among the world ranking universities make 

the resource management very challenging.  

An institution takes all the possible actions for its growth as well as growth of others. They try to 

maintain effective resource management for the same. There are many factors which need to be 

considered for the human resource management, which can be both internal and external.  

This study aims at identifying the factors affecting human resource management, at the global 

level with effective governance. The study also aims to raise the awareness of institutions with 

regards to the importance of development of human resource of their institute, so that they would 

be able to present themselves in more effective and efficient manner beyond the geographical 

boundaries of their country, for better opportunities. 

 ` 

RELATED STUDY: 

Human resources are considered as the heart of any organizations be it an educational institution 

or any business. Human resources are always considered to be the key element and essentially 

they play a very crucial role in quality of education. Their role establishes significant 

contribution to the nation in terms of social, scientific, technological, economic and political 

condition. The competencies, skills and quality of human resource define the institution results.  

Some human resource practices are given more attention than the others. More attention is given 

to recruitment, selection and termination, appraisal and performance evaluation, risk 

management and safety, salary administration, and employee relation. Practices like professional 

training and development and Human resources systems and technology are neglected [1]. The 

internationalization and globalization of universities has created new challenges for universities 

and their effect on human resource management. The constant drive to meet global challenge and 

fear of being replaced or outsourced is being faced by the employees and management fears the 

risk of brain drain. They need to grab the opportunities from advancement in technologies [4] 

Since the competition in increasing in the education sector globally, universities find a great 

necessity for a separate human resource department as they can influence the way in which the 

employees work. Variations in policies and regulations are made and steps are taken for better 

employee relations. Separate departments for human resource management are created in 

institutions where one was not there. [3] Due the fast changing world, there is a need to meet the 

changes in the education sector as well. Resource management and staff development are 

becoming important issues for higher education institutions. Universities face shortage of staff in 

both qualitative and quantitative terms. The purpose is to investigate to what extent some 

unfavorable conditions like lack of transparency in recruitment processes, corruption and 

nepotism for selection, some restrictive legal frameworks, training or motivation, working 

conditions, salaries, lack of foreign language skills and lack of opportunities hinder the 

development of effective resource management in higher education institutions. The report says 

public jobs are considered more stable. Improved contractual conditions, substantial side 



benefits, as well as longer holidays and flexible working hours continue to be seen as important 

job benefits in higher education. National authorities can take steps to improve human resource, 

avoid brain drain and improve skills and capabilities of human resource. Developing proper 

human management is becoming a key challenge within institutions [7] Job satisfaction can also 

be considered an important aspect of human resource development. Both economic and 

environmental factors affect the job satisfaction. Economic factors includes salary packages, 

financial incentives etc. it is considered that salary should match the cost of living in a country. 

Environmental factors try to lay emphasis on the work culture and the employee relationships. 

This factor is considered really important for growth of employees. How free they feel to talk to 

their supervisors and immediate group and their recognition in the organization [5].There is a 

huge gap between concepts and practical implication of human resource management. And 

human resource is considered as only sustainable asset than any other. Since education sector is 

labor intensive, it is really important to handle human resource effectively. It is necessary to 

make proper retention plans to reduce employee turnover. Employees must be given proper 

training and they must be kept motivated and provided with rewards and recognition. The 

managerial implications suggest that the closer cooperation between faculty members and HR 

department is required to establish with more unified appraisal procedures [2]. Table 1.1 

represents the past related studies conducted in the same area. The past studies revealed that 

there are number of factors which are essentially be considered while implementing any policies 

in an higher education institutions, with due consideration of all the members of the organization. 

The study conducted chronologically with latest relevant study in the year 2016 and hence so on.  

S. 

No 

Author(s) Features of study Year Study digest 

 1. Teir Raed 

A.S.A. et.al.  
 The acknowledgment of 

human resources  

 The strategic status of 

human resources as an 

essential asset 

 The advanced 

competences of the 

human resource 

professionals in running 

the essential functions of 

the department. 

 Socio-economics 

  Institutional regulations 

 Development programs 

of human potentials 

 Practical policies and 

processes on applicant 

selection and recruitment 

 Development and training 

  Employee relations 

 General management and 

records retention 

2016 The paper discusses about 

difference in HR practices 
followed by different 

universities in Palestine. It 

also lays emphasis on which 
practices are considered more 

than the others.  



  Legal factors 

 
2. Allui Alwiya   Staffing, recruitment and 

selection 

 Vocational development 

training 

 Communication 

 Strategic alignment 

 Performance appraisal or 

rewards or compensation 

 Training and 

development 

 Retention plans 

2016 The study contributes the 

factors which affect the 

strategic human resource 

management in the 

universities of Saudi. 

3.  Menon 

Shobha.A.  
 Compensation package  

 Employee relations  

 

2015 The study outlines the fact 

that there is a need for 

separate HR department 

and the role it has to play. 

The paper identifies some 

practices which play a 

crucial role in developing 

the human resource of an 

institution. 

4.. Sarip Azlineer 

& Royo M.A. 

et.al.  

 The constant drive to 

meet global competitive 

challenges 

 Opportunities offered by 

advancement in 

information technology  

 The way employees are 

treated 

 Facing the risk of being 

replaced or outsourced 

2014 It is used to investigate the 

factors that influence the 

differences between the 

HR departments in 

Malaysia & Denmark. 

5. Ombima Hellen 

P.A. et.al.  
 Salary 

 Employee relations 

(relation with superiors 

and colleagues) 

 Work culture 

 Financial Incentives 

2014 The main objective of the 

paper is to identify factors 

that affect job satisfaction, 

which is an essential part 

of HR management.  

6. Patrick H.A 

et.al.  
 personal variables 

 Age 

 Gender  

 educational  level 

 need  for achievement 

 organizational  tenure 

 positional  tenure 

2012 The paper indicates the 

factors that create affective 

commitment by 

employees.  



 family responsibility 

 job and role variables 

 mobility 

 job Challenge  

 job  level 

 role conflict 

 role ambiguity 

 level of autonomy  

 working  hours 
7. Dubosc Flora & 

Kelo Maria  
 Transparent recruitment 

procedures 

 Good contractual 

conditions and concrete 

possibilities for staff 

development and career 

advancement  

 Opportunities for 

research. 

 Incentives  

 Private versus public 

institution 

 Motivation  

 Lack of foreign language 

skills 

2011 It provides an overview of the 
challenges, conditions and 

limitations in HR practices 

which may be considered as 
obstacles to the 

modernization of higher 

education. 

. 8. Iqbal M.Z. 

et.al.  
 Training 

 Team work  

 Performance appraisal 

 Employee participation 

 Job definition practices 

2011 The paper shows a 

comparison between HRM 

practices of private and 

public universities on the 

basis of certain factors. 

  9. Balatbat Ludy   Motivation 

 Satisfaction 

 Technology 

 Strategies 

 Traits 

 Quality retainment 

2010 The study defines the 

importance of HRM 

practices and various other 

variables to be adopted in 

higher education institute 

for building positive 

working relationship.  

10. Abdullah Zaini 

et. al. 
 Development 

 HR planning 

 Employees security 

 Add values to HRM 

 Harmony 

 Maximizing profit 

 Labour turnover 

2009 The paper identifies the 

factors which are important 

for Human Resource 

Management and hence 

increasing effectiveness 

and reducing Labour 

turnover, among private 

companies in Malaysia. 
11. Smeenk et.al.   Age 2006 The paper examines the 



 Gender 

 Educational level 

 Need for achievement 

 Organizational tenure 

 Positional tenure  

 Family responsibility  

 Career mobility 

 Job challenge 

 Job level 

 Role conflict 

 Role ambiguity 

 Level of autonomy  

 Working  hours 

 Social involvement 

 Personal importance  

factors that affect 

organizational commitment 

among 

Dutch university 

employees. 

12. Mendoza C.N.  Feelings and Sentiments 

 Attitudes 

 Pay (financial needs) 

 Civil Status 

 Educational attainment 

 Living accommodations 

 Organizational climate 

 Feedback 

 Training 

 Age  

2006 This study was conducted 

to determine the prevailing 

human resource 

management practices and 

their effects to faculty 

performance in selected 

private tertiary educational 

institutions in the 

Philippines. 

Through the study it can be clearly established that there are various features as well as factors 

which are required to be considered while managing human resources. HRM practices highly 

affect the every employee and also the working environment of the organization. The study helps 

in identifying various factors which can be considered for effective Human resource 

management. These factors includes: working culture, policies and strategies, incentives and 

benefits, training and development, participation and ownership, economic conditions, 

technological developments, political conditions, values and ethics. 

FINDINGS & CONCLUSION: 

The study discusses the importance of human resource management in higher education 

institutions which are considered to be as a labor intensive industry. Increased competition and 

globalization has made it indispensable for the institutions to have a separate HR department.  

The main aim of the HR department is to ensure job satisfaction among employees to reduce the 

employee turnover and to avoid brain drain in their country. The paper also identifies the factors 

that affect the human resource management decisions. Some factors are given preference over 

the others. Attitude of staff toward the changes, language skills, sharing of responsibility hiring 

staff from different countries are some of the aspects that may affect the human resource 

management practices. It is essential to maintain a proper human resource department or have a 

team of trained and equipped specialists to perform this role effectively. Therefore, The 



awareness of the HEI can be raised in respect to the development of the HR considering the 

following factors: 

 

FUTURESCOPE: 

The review examined the HR practices in higher education institutions. It also included other 

questions like; to know if they have a separate HR department and how effectively institutions 

are running their HR policies. The study also revealed some of the factors that affect the HRM 

practices discussed by various past studies. The discourse can be extended with the help of a 

framework that includes the factors affecting Human resource practices. The results of the 

framework can be established analytically to determine significant contribution of the factor. 
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