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Abstract

ORIGINAL ARTICLE TheIndian Air Force (I1AF) istheair arm of
the Indian military. Its supplement of work force
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fighting amid equipped clash. As every human
being has its own physical and mental capacity
and per spective to adopt all things that brain can
understand or conceive. HRM, at that point, is
locked in not just in verifying and building up the
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Introduction

TheIndian Armed Forces, the second largest forcein theworld, areknown for their professionalism,
bravery and valor. They arevitd strategic re- source of the nation and enforce national diplomacy through
show of strength. Stronger theforce, strongisthenation. Managing 1.4 billion strong Armed forceswhichis
manpower intensiveistherefore, acomplex and dynamic process. For last two decades, theIndianArmed
forcesarefacing huge short- agesin the young officerswho can be called the cutting edgeand arein fore-
frontinleadingtheir menintothebattle.

The Standing Committee on Defenseinitslatest report tabled in Indian Parliament hasa so expressed
concern & the shortage of personne intheArmed Forces. Tough working conditions, disruptioninfamily life
and stressand strain dueto prolonged deployment in difficult areas are the other contributing factorsin
making the Armed Forces ‘an unattractive career’ and ever in- creasing requests for premature retirements.
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Human Resource Management in Indian Air Force

Human resourcemanagement iscritica inthelndian armed forcesasit isresponsiblefor ensuring that
theright peopleareintheright rolesat theright time. Thisis particularly important inthe military asit requires
individua swith specific skills, qudifications, and abilitiesto carry out their dutieseffectively.

HR management playsakey roleinidentifying and recruiting theright individua sto servein thelndian
armed forces. Thisincludes setting standardsfor qualifications, skills, and physica and mental fitness.

HR management isrespons blefor ensuring that personne receivethe necessary training and devel opment
tocarry out ther dutieseffectively. It isrespong blefor managing the career devel opment of personnd, including
pro- motions, transfers, and retirements.

HR management isresponsiblefor ensuring thewell-being and wel fare of personne and their families.
Thisincludes providing support for medicd, financial, and other issues.

Challenges of Human Resource Management in |AF
Human resource management in thelndian armed forcesfaces severa problems, someof whichinclude:

(@ Shortageof Personnd: Thelndian armed forceshavefaced ashortage of personnel inrecent years,
particularly in certain specialized fiel ds such asmedi- cine, engineering, and technical trades. Thiscan
lead to ashortageof personnd incritical roles, which can negatively impact thereadinessand effectiveness
of thearmed forces.

(b) AgingWorkforce: Thelndian armed forceshave an aging workforce, with many personnel nearing
or aready at retirement age. This can lead to a shortage of experienced personnel and alack of
continuity in leadership and deci- son-making.

() Limited Career Progression: Career progressioninthelndian armed forcesisoften limited, with
many personnel reaching acertain rank and then being stuck inthat position for many years. Thiscan
lead to dissatisfaction and alack of motivation among personnel.

(d) Bureaucratic Delays: Thelndian armed forcesare known for their bureaucratic nature, which can
lead to del aysin decision-making, recruitment, and other HR-related processes. This can negatively
impact the efficiency and effective- ness of thearmed forces.

(e) Limited Opportunitiesfor Skill Development: Therearelimited opportunitiesfor personnel to
develop new skills, which canlead to alack of motivation and alack of personnel with the necessary
skillsto meet the changing needs of the armed forces.

(f) Lack of Proper WelfareM easures: Therehavebeen instanceswherethewel fare measures provided
by the Indian armed forces have been found to beinadequate, | eading to di ssatisfaction among personndl
andther families.

(g) Lackof Transparency and Accountability: There havebeeninstanceswhere HR-rel ated processes
such aspromotionsand transfers are perceived to be opaque, resultinginalack of trust inthe system.

Noforma studies/ literature on Best HR practicesintheIndian Air forceswereavailable.

Srategic Human Resource Management in Indian Air Force

Strategic human resource management is aprocessthat helps|AF to achievetheir goals by better
managing their workforce. By taking thetimeto develop aSHRM plan, IAF can ensurethat they havethe
right peopleinplaceto achievetheir goas. StrategicActionsare projectsor programsoutsideof an |AF day-
to-day operationd. They aresuchthingsas|AF change, creating capability to do something new or better, or
improving performance.
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Within the past decade, the Air Force has empl oyed two governance structures to oversee human
resource development and human resource management (HRM). The first was known as the Force
Management and Development Council (FMDC), and thecurrent isthe HRM Strategic Council (HSC) and
HRM Strategic Board (HSB). Recently, considerableinterest has been expressed in discarding the HSC
format infavor of returningto an FM DC-like structure. The primary objective of SHRM isto provideinsights
toassist indevel opment of anew, moreeffectivegovernance structurethat will meet thechalengeof providing
greater adaptability and flexibility asoutlined in current Air Forcestrategy. Theinsightsoffered are based on
the authors’ informed judgments and perspective based on their experience, observations, and discussions
with knowledgeabl e people and stakehol ders.

Benefits of a Srategic Approach to HR:
Facilitates devel opment of high-Quality workforcethrough focusOnetypesof peopleand skillsneeded:

>  Fadilitatescost-effectiveutilization of |abored, particularly in Surviveindustrieswherelabor isgeneraly
greatest cost.

Facilitates planning and assessment of environmenta uncertainty, and adaptation of organizationto
externd forces.

Successful SHRM effortsbeginwith identification of strategy needs.

Employeeparticipation critical to linking strategy and HR practices.

Strategic HR depends on systematic and anal ytical mindset.

»  Corporate HR departments can have impact on organization‘s efforts to launch strategic initiatives.
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Conclusion

Finding a harmony between outside what’s more, inner factor require for the IAF, and much more for
exceptional power, to utilize deliberately the human asset the executives framework. Understanding the
subsystems what’s more, the capacities performed by those subsystems and the contrasts between corporate
HRM and SHRM isamust if IAF need to effectively enroll and hold quality work forceinthe open work
advertise.
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