International Journal of Advanced Research in ISSN: 2349-2819

Engineering Technology & Science
Email: editor@ijarets.org Volume-10, Issue-11 November — 2023 www.ijarets.org

TUDY OF HUMAN RESOURCES MANAGEMENT IN HIGHER
EDUCATION INSTITUTIONS

Sonia Rani
Ph.D. Scholars (Commerce)
Research Supervisor -Dr. Ramanjeet Singh

OM Sterling Global University, Hissar (Haryana)

ABSTRACT

Human resource management translates business strategic goals into human resource strategy and develops
competitive HR management. To meet rising accountability, effectiveness, and efficiency demands, higher
education institutions must enhance how they store, manage, and use their information and knowledge warehouses.
Globalization, increased rivalry, innovation, and technology have made human resource management (HRM)
crucial for competitiveness. This research describes HRM systems, practices, and effects. The current HRM system,
SMEs' HRM practices, and their results must be analyzed. Since gender may affect how faculty members at
sampled colleges feel about their HRM system and practices, they were initially divided into male and female
categories. The distribution faculties, mostly because it may affect their evaluation of their institutions’ HRM
systems and practices.
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INTRDUCTION

Management can be defined as the act of handling or exercising control over a variety of different items and
resources. Management is something that anyone and everywhere needs to get involved in if they want to achieve
their goals. Due to the limited availability of resources, efficient administration is absolutely essential. Both
intangible items and living persons can be considered resources. Even places of higher education are required to
maintain control over their resources. These institutes offer specialized education from highly qualified teachers
in order to cultivate exceptionally well-trained specialists in a wide variety of professional, scientific, and cultural
sectors. As a result, educational establishments at the postsecondary level need to improve the way they manage
their information and knowledge in order to adapt to the various internal and external environments in which they
function. This is due to the fact that they are referred to as "knowledge organizations." They function as a tool for
enriching the social and cultural life of a nation in addition to the economic life of that nation. It is widely held
that the success of an educational institution may be attributed, at least in part, to the quality of its people resources
and to the degree to which the institution takes human resource management as the fundamental component of
educational administration.

Copyright@ijarets.org Page 10


http://www.ijarets.org/

International Journal of Advanced Research in Engineering Technology and Science ISSN 2349-2819
www.ijarets.org Volume-10, Issue-11 November — 2023 Email- editor@ijarets.org

Human resource management is responsible for a variety of tasks, including the translation of corporate strategic
goals into human resource policy and the development of human resource management that can improve a
company's competitive edge. Higher education institutions have been under increasing pressure to improve the
ways in which they store, manage, and make use of the information and knowledge warehouses they already
possess in order to satisfy growing accountability, effectiveness, and efficiency standards. As a result of
globalization, greater worldwide competition, innovation, and advancements in technology, human resource
management (HRM) has become increasingly important for gaining a competitive edge. In addition, education has
recently emerged as a brand-new industry that is rapidly expanding. The fierce competition that exists between
educational institutions, as well as their shared aspiration to be counted among the very best in the world, makes
resource management an exceptionally challenging endeavor.

A human resources management (HRM) system is essential for the operation of any firm organization. In this way,
scientific research institutes and universities are very comparable to one another. In addition to the typical
information regarding human resources (HR), as is the case with any other type of organization, these types of
institutions are required to include particular information in line with the norms and standards that are applicable
at the national and institutional levels. As a consequence of this, these companies can be compelled to develop
their very own HRM systems. This article covers the history and evolution of the Human Resource Management
system that is now in place at the University of Dubrovnik. The system in question is the present one. The second
part of the study lays the groundwork for the development of an HRM system model using a conceptual framework.
In the third part of this series, we will discuss the process that is involved in carrying out a requirements analysis.
The fourth section of this article provides a detailed description of the academic professional development
framework at Croatian higher education institutions. This portion also identifies the primary element that should
be included in an HR system designed specifically for research and education institutions. Additionally, the
essential components of an HR framework for academic and research organizations are outlined in this section.
The architecture of the information system is broken out in great detail in the fifth part of this publication. The
processes that are specific to academic institutions and scientific research are stressed here. The framework of the
complete HRM system that has been built at the University of Dubrovnik will be the topic of discussion in the
sixth and last part of this series.

In recent years, there has been a shift in perspective among European policymakers on the importance of university
specialization to the advancement of higher education. This is because the Bologna Process has encouraged
changes in the philosophy and practice of higher education institutions (HEIs). In the meanwhile, these businesses
are gaining a greater degree of autonomy, and it is expected that they will continue to do so. hoped that in the
competitive environment that will result, they will operate in a manner that is more customer-focused, cost-
conscious, and respectful of social issues. This is because the competitive environment will result. The manner in
which public institutions of higher learning are dealt with has undergone a major transformation, and the shift
toward expanding "managerialism" has been largely inspired by the ideas of "academic capitalism" and
"entrepreneurial universities." Enders et al. came up with three different possible futures for higher education in
Europe and broke each one down into a scenario.
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The first model, known as Centralia, would have characteristics such as a state-oriented organization, integration
with Europe, synchronization, and massive organizations. The second model, known as Octavia, would capitalize
on the institutional and economic developments that lead to a network economy, and it would place a primary
emphasis on academic community control as its primary form of identification. Thirdly, in order to understand
what Enders and colleagues referred to as "Vitis Vinifera," the focus of attention is placed on a market orientation,
tiny organizations, and a large deal of independence when it comes to decision-making or integration. Without
venturing any guesses as to which "world" may really come to pass, it is undeniable that a gust of change has
already made its way into the landscape of higher education in Europe. According to File et al., higher education
institutions in Europe will be operating in an environment that is noticeably less safe now than it was just a few
decades ago. They will benefit from the newly established self-government, which tackles major aspects such as
the selection of students, the influence of tuition charge levels, the establishment of staff income laws, and the
autonomous choice of which programs to supply. These will be completely innovative additions to the
"management existence" that now exists within the universities. There will be a marked increase in competition
for available positions, contracts, and students. Freedom, opportunity, and potential risks in one's financial situation
all grow when certain constraints are loosened.

Academic administration and management have become increasingly difficult as a result of the following
developments: the institutions have so far been larger and more multifarious, the tasks have expanded (today
"multiversity's"), and as a result, there is a greater demand for expert management and administration. At the
institutional level, there are now an increased number of management responsibilities that need to be met. A
professional human resource management system is a necessary prerequisite for the higher education institution
(HEI) to be able to consider itself as an independent organization rather than one that is subordinate to the
government at large. During the course of the past ten years, various HRM-related services have been developed
and implemented. As knowledge-based organizations, universities place a significant emphasis on the caliber of
its academic personnel because these individuals are responsible for both instruction and research. The quality of
the university's administration and management is crucial to the provision of excellent services, which is another
essential component of a prosperous educational institution. The quality of human resource management and
functions will determine the quality of management and academics. It is interesting to note that the most recent
literature on HRM 1is rather uncommon. In Europe, there are only a handful of publications that focus on this
management subfield. The publication that follows is the first collection of articles that discusses HRM-related
ideas and functions at educational institutions. One may make the case that the Human Resources and Management
departments of a firm and a university are functionally identical and offer the same kind of services. The paper
that follows emphasizes those crucial aspects that distinguish the work done in universities from that done
elsewhere, while also describing problems that are widespread.

Information regarding the history of the production of the HRM electronic book

This digital book is a collection of student work that was completed for a MARIHE program course that was
named "Human Resource Management in Higher Education." A group of people worked together to create the
course "Human Resource Management in Higher Education," which is being taught by Attila Pausits and utilizing
materials contributed by Hans Pechar and others. The following learning goals have been designed into the course
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and will be covered in depth during the semester: 1) Have an awareness of the theoretical underpinnings, strategic
role, and practical methods of human resource management in higher education institutions. The assessment of the
relevance of human resource management (HRM) to the overall purpose of the institution is the first objective of
human resource management (HRM) at higher education institutions. The second objective is to adjust the
implementation of important HR management tools to the specific requirements of each institution. The current
difficulties of HR management in Europe and the features of HR, as well as the HR environment in HEI (including
the extent to which HEIs are autonomous in making HR choices in light of labor market realities), are explored in
this article. This article examines several facets of strategic human resource management, including but not limited
to manpower planning, staffing and workload targets, employee recruiting, staff development, and performance
review. This is accomplished by student participation in self-study and group projects, as well as through
attendance at lectures and seminars.

OBJEACTIVES

1. To uncover the profile of the resources and their schools;

2. To measure the degree of presence of HRM frameworks at the schools;
RESEARCH METHODOLOGY

A planned and deliberate strategy to answering a research issue is what's known as a research procedure. It
illustrates the manner in which a research cycle will be organized and carried out during the duration of the
investigation. Included in this are things like research strategies, testing, data collecting, test setting, and potential
stumbling hurdles.

Research design

A research design is an all-inclusive strategy indicating the techniques and systems for gathering and investigating
the required data. It is a structure or blue-print that designs the activity for the research project. The current review
has made an endeavor to depict the foundation of the resources, their view on the presence of HRM frameworks
the execution of human asset management rehearses and its ramifications, it is clear in nature. Aside from this, the
current review has its own objectives and organized methodology to satisfy it which is illustrative in nature.

Proposed research model

The proposed research model is given in Figure 1
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Figure 1. Suggested Research Framework
SAMPLING PLAN

The sampling plan of the review comprises of two significant stages, in particular, assurance of sample size and
sampling technique.

In the current review, every one of the 12 supported schools at the Mumbai district have been incorporated. In
absolute there are 271 male and 410 female resources are working there. Every one of these are treated as the
sample of the review. Subsequently, the applied sampling technique of the review is 'registration strategy'.

DATA ANALYSIS

Both primary and secondary data were utilized in the current review. The secondary data were gathered from
records of different universities (Twelve supported schools) at Mumbai district. The primary data were gathered
with the assistance of an organized meeting plan.

Construct Development

The basic data for this study came from the colleges that were randomly sampled to provide a representative cross-
section of the faculty. The agenda was developed with the assistance of the teaching staffs of the colleges located
within this district, as well as with the assistance of an analysis of the results of earlier studies. The interview
schedule was broken up into four distinct portions that all had equal weight. The profile of the faculties and the
colleges in which they teach is covered in the first section of the schedule, while the presence or absence of human
resource management systems in the colleges is the subject of the second section. The third component of the plan
is devoted to the introduction of HRM best practices into the educational institutions. The schedule comes to a
close with a discussion of the many different outcomes that can be achieved by HRM practices at educational
institutions. The factors that are related to the aforementioned elements were gathered from an analysis of the
research that came before it. A preliminary test was given to a group consisting of 25 male and 25 female professors
working at Scott Christian College and the W.C.C. correspondingly. Their comments were taken into consideration,
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and various alterations, additions, and omissions were made as a result. After that, a complete draft was produced
in order to collect the primary data.

Framework Of Analysis

The processed data were the result of using proper statistical methods to work with the data that were collected.
The following is a list of these:

Analysis of Confirmatory Factors (also Known as CFA)

One of the multivariate statistical procedures that is used to confirm the variables that were recovered from the
factor by the exploratory factor analysis is the confirmatory factor analysis, or CFA for short.

(Segars and Grover, 1993) assert that it provides a credible explanation for the factor. There is discussion of the
dependability and validity of the variables used in the construction of each of the constructs that this study
developed (Fornell and Larcker, 1981). Through the use of CFA, the content validity, the convergent validity, and
the discriminant validity were investigated (Li 2007). In the current research, the CFA was used to assess the
reliability and validity of variables in each construct connected to various aspects of HRM systems and HRM
practices and the outcome of both in colleges. This was done in order to determine whether or not the variables
were reliable and valid.

The Analysis of Multiple Regressions

Multiple regression analysis is one of the multivariate approaches that may be used (Hustled, 1995; Sels, 200375;
Singh, 2004) for dependent variables that include interval measurements (Hustled, 1995; Sels, 200375; Singh,
2004). With the help of this approach, we are able to determine whether or not there is a relationship between the
two datasets. The model of regression that was modified for the sake of this investigation is

Y=a+b]}{|+b1}{3+....+hn}{n

Whereas

Y- dependent variable

X1, X2,. Xn — independent variable

bl, b2, .bn — regression co-efficient of independent variables
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a— intercept and
e— error term

The Analysis of Multiple Regressions

One of the multivariate studies that may be carried out is called a multiple regression analysis. This type of study
is used when dealing with dependent variables that are rated on an interval scale. With the help of this approach,
we are able to determine whether or not there is a relationship between the two datasets. The model of regression
that was utilized for this particular investigation. Making Use of Icons

Z=a+b X, +b X0+ L. + b, X,
Where,
Z — Discriminant criterion
X1, X2, Xn — Discriminant Variables
a — Take a hold of A multivariate measure of the dissimilarity across groups based on independent

criteria is referred to as Wilk's Lambda. The relevance of the elements may be determined by using the following:

I,i — KI {Xpl. - X_i:]
Where,
i = The important value of the jth variable
Kj = Unstandardized discriminant coefficient for the jth variable

Xjk = Mean of the jth variable for the kth group

The relative importance of a variable Rj is given by

The current study compared the viewpoints of male and female college professors using a two-group discriminant
analysis in order to determine which HRM systems and practices are the most discriminating.

‘t’ statistics
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The 't' test is utilized in order to determine whether or not there is a statistically significant difference between the
means of male and female textile workers. Calculations for the statistics pertaining to 't' are currently being
performed by

X, - X,

\[{n._—l}r:-!s._‘ﬂn:—lfllm; N 11

L= with degree of freedom = (n;+n;-2)

—_— —

R +n, =2 n n2

Whereas
t — t-statistics
X1 — Mean of the first sample

X 2 — Mean of the second sample

%1 _ Variance in the first sample

P2 _ Variance in the second sample
nl — Number of samples in first group
n2 — Number of samples in second group

The t test was used in this research to determine whether or not there is a statistically significant gender gap in the
perspectives held by male and female faculty members on the existence of an HRM subsystem and the application
of a variety of HRM practices at the colleges.

CONCLUSION

HR management are both functions of human resource management. Higher education institutions are under
increasing pressure to improve the ways in which they store, manage, and make use of their information and
knowledge warehouses in order to satisfy rising standards of accountability, effectiveness, and efficiency. Because
of factors such as globalization, increased competition, innovation, and technological advancement, human
resource management (HRM) is now an essential component of competitiveness. The structures, practices, and
impacts of HRM are all described in this research. The existing HRM system, the HRM practices of SMEs, and
the outcomes of these activities need to be examined. The faculty members at the sampled institutions were initially
separated into male and female categories. This was done since the gender may play a role in how the faculty
members at the sampled universities feel about the HRM system and practices.

REFERENCES

Copyright@ijarets.org Page 17


http://www.ijarets.org/
mailto:editor@ijarets.org

International Journal of Advanced Research in Engineering Technology and Science ISSN 2349-2819
www.ijarets.org Volume-10, Issue-11 November — 2023 Email- editor@ijarets.org

1. Guest, D.E., (2001), “Human Resource Management: When Research Confronts Theory”, International
Journal of Human Resource Management, 12 (7), pp.1092-1106.

2. Ichniowski, C., Shew, K. and Prennushi, G., (1997), “The Effect of Human Resource Management
Practices On Productivity: A Study of Steel Finishing Lines”, American Economic Review, 87 (7), pp.291-
313.

3. Robbins, S.P., & Coulter, M., (2006), Management (8th ed.) United States: Prentice Hall.

4. Qureshi, Z.1., (1994), Impact of Management Practices on employee effectiveness in South Asia, Working
Paper, 94(1), Retrieved, February 01, 2009 from http://ravi.lums.edu.pk.emer/ upload/impact_of Mgmt_
Practices.pdf.

5. Time Higher Education Supplement’s World University Rankings (2004), Retrieved June 08, 2011 from
http://www.skyscrapercity.com/ showthread. php?t=148746.

6. Hoodbhoy, P., (2005), Reforming our Universities, Lahore, The Daily Dawn, March 3.
7. Rehman, A.U., (2005), Higher Education Budget up by 1200 Pc.Lahore: The Daily Dawn, March 4.

8. Guest, D., (2002), Human resource management, Corporate performance and employee wellbeing:
Building the worker into HRM, The Journal of Industrial Relations, 44(3), pp.335-358.

9. Ravichandran, A., Venkat Raman, A., and Himanshu Chadha, (2014), “Human Resource Practices and its

Challenges in Higher Educational Institutions in India”, International Conference on Technology and
Business Management, March 24-26, pp.140-142.

10. Lado, A., & Wilson, M., (1994), Human Resource Systems and Sustained Competitive advantage: a
competency based perspective, Academic Management Review, 19, 699 — 727.

11. Arthur, J.B., (1994), Effects of human resource systems on manufacturing performance and turnover,
Academy of Management Journal, 37, pp.670-687.

12. Burke, R.J., & Cooper, C.L., (2005), Reinventing Human Resources Management, Oxford, Blackwell
Publishers.

13. Chang, P.L., & Chen, W.L., (2002), The effect of human resource management practices on firm
performance: Empirical evidence from high-tech firms in Taiwan, International Journal of Management,
19(4), pp.622-631.

14. Delaney, J.T., & Huselid, M.A., (1996), The impact of human resource management practices on
perceptions of organizational performance, Academy of Management Journal, 39(40, pp.949-970.

15. Gutbhrie, J.P., (2001), High involvement work practices, turnover, and productivity: Evidence from New

Copyright@ijarets.org Page 18


http://www.ijarets.org/
mailto:editor@ijarets.org

International Journal of Advanced Research in Engineering Technology and Science ISSN 2349-2819
www.ijarets.org Volume-10, Issue-11 November — 2023 Email- editor@ijarets.org

Zealand, Academy of Management Journal, 44(1), pp.180-190.

Copyright@ijarets.org Page 19


http://www.ijarets.org/
mailto:editor@ijarets.org

