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ABSTARCT:

‘Human Resources’ is a relatively modern managemerterm coined in the 1960s, yet its importance can
be traced back to Vedic ages. In The Bhagavad Gitd,ord Krishna teaches Arjuna the art of Self
Management, Anger Management; Stress Management, @flict Management, Transformational
Leadership, Motivation, Goal setting and many otheraspects which are now essential parts of any HRM
curriculum. Today, many B-Schools consider The Bhaayad Gita a guide to developmental strategies that
are so essential in modern management. With the booin the technology sector in 2000, the outlook to
Human Resource Management in India has witnessedaehange in last two decades. Trends in Human
Resource Management have radically changed, as omjaations are more dependent on HRM to increase
the success ratio in today's competitive global emenment making Human resource as one of crucial
driver for development and change. This paper triesto highlight how these powerful technological
advances on the other hand are intensifying the ptdem of human resource management rather than
managing it. Web-based meetings with global teamstrategy discussions on endless email threads, sci
networking with "electronic" associates and friendsis the depiction of an ultra-connected work place.
While these powerful technological advances allowsuto make instant virtual connections with our
colleagues, they also contribute to a growing probm in business today. Ironically, all of those digal
connections are creating a serious personal discoact. Clearly, the solution doesn't involve opting at of
the Internet or giving up our mobile phones to restre the integrity of human resources. But it does ean
that we need to implement better strategies for st@inable development of Human Resources.
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1. INTRODUCTION

This paper tries to highlight how these powerfuhtgological advances on the other hand are intgngithe
problem of human resource management rather tharvaging it and throws light on the need based gfiate
measures to be adopted for the sustainable develdpriHuman Resources.

Increased connections aren't the same thing asugtiee connections. In fact, the decline in stroeffective
business relationships is now taking a measuralilentore careers seem stalled, more teams arggging to
perform, and more companies are suffering from odpctive workplace behaviour. Ironically, all ofode
digital connections are creating a serious persdisabnnect. Gone are the days when we would cart/éme
to discuss our progress, our interpersonal chadlerrggarding handling difficult situations at wasih our
mentors and team mates. Today, we rarely havettmeach out for sound advice and candid guidavtth
quick rotational assignments and tight deadlines, may not have the bandwidth or the inclination to
professional interpersonal relations that histdisicemproved the human resource management till reent
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past. Even trading meaningful suggestions and litsigbout team interactions with co-workers ovechualso
seems to be a thing of the past today. Need tocimght better strategies for sustainable developofaitiman
Resources is becoming imperative.

Implementation of better strategies for sustaindelelopment of Human Resources includes a spfecias on
the following areas:

2
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Improving social fluency
Identifying blind spots
Eliminating blind spots
Gathering feedback
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2. IMPROVING SOCIAL FLUENCY

Social fluency requires input from the people athudow well do we communicate and collaborate witters
matters a lot in HR management. Are we effectivieffuencing our peers? How do we handle leadershlgs?
These are the determinants of success rather lteacrédentials listed on professionally designedmes. But
to evaluate and improve those skills, an honesitfaek from colleagues and co-workers is neededer@the
the risk of unintentionally sabotaging careers witihtle behaviors becomes evident all around.

3. IDENTIFYING BLIND SPOTS

Car wrecks not only happen to careless driversatsn to those who have an obstructed view. It lis al
perception, the way we look at things that matteose. Sometimes the only way to know what's intilied
spot is to ask someone who can see from a diffggergpective. The same thing happens in profedsiona
relationships too. Professional blind spots aredireas where there's a gap between the intendeztirop
others and the actual interpretation. For exanmge, might think his/her enthusiasm to share ideitls our
team members is helpful, while they perceive ibasrbearing. Sometimes intention to be taken ssijooy
maintaining a subdued professional demeanor dinadls might be interpreted as cold and unapprodehab
spite of doing everything else "right" in careensl duilding the perfect resumes, these subtle befsagould

be inadvertently sending the wrong messages anemiag human relations. Unless one is aware dhéis
blind spots, they can't be corrected forever. s to be fruitful, a strong network of trustedleagues who
are willing to share information without inhibitieris needed.

4. ELIMINATING BLIND SPOTS

The comments so collected either positive or negatserve as tools for the professional developrasna
whole. An objective analysis of these commentshalp in applying them in a more productive man@aice
the blind spots are uncovered, insights drawn shbalput into action. In this process steps shbaldaken to
close gaps if any in between the intended and bichyeact in the workplace. And since eliminatingnbl spots
is an ongoing process, it is imperative to keeplithes of personal communication always open wiemtars
and advisers.

5. GATHERING FEEDBACK

Though embarrassing and uncomfortable, it is ingydrto know how one is perceived from different g

different people for which a comprehensive feedlbmelchanism has to be implemented. While this cenmtu
seems obvious, many a times this is deliberatebst#uted by an educated guess which is not seffici
enough. To get an accurate picture of professibliatl spots, it is important to gather actual fesdbfrom

those who have real experience of interacting, wisg behaviors and communication styles.
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Even if technology continues to depersonalize fh@ gonnected work place, it is advisable to fallthe foot
prints of the most successful leaders who bettemktihe value of investing time and energy to mamsalid
human relationships. When there is a room to chealfet support and safely hear the truth aboutaovgher, a
significant edge in the improvement of building lammrelations is built. The chance to view professio
reputations through the perceptual lens of colleagand co-workers subdues the dysfunctional behavite
workplace which is the most challenging part of & scenario. For this it is imperative to develamest,
open communication to build interpersonal succesisiguprinciples of being real, taking responsiijlit
extending respect and building relationships.

Most importantly, setting aside time to develop adture the human relations pushing beyond thésiiole
barricades of technology and its ironic illusionaminectivity leads to the sustainable developméfiuman
Resources at work place.
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