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Abstract— Workforce is the most valuable asset for an 

efficient outcome of any organization and this is especially 

true in case of labour-intensive industries such as 

construction. However it has been observed since long that 

human workforce in an organization also represent the most 

complex resource to manage compared to any other resources 

that are required for satisfactory completion of a project. 

Therefore this paper mainly focuses on how to identify the 

different components of human resources management in the 

construction. A detailed survey has been conducted to 

identify HRM related issues within the construction company 

and result were analyzed keeping main focus on the human 

resource practices that are generally pursued in the Indian 

construction industry, availability of skilled labour and 

formal or informal method or forms commonly adopted for 

the management of the human resource. 
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I. INTRODUCTION 

The capability to attract, develop and retain competent 

employees is a key feature of any successful business. Human 

in an organization is the most valuable asset and this is 

especially true in relatively labour-intensive industry such as 

construction. However work group also represents the most 

difficult resource of the organizations to manage. 

 Unlike physical resources, human beings have their 

own personal needs those must be fulfilled and habit those 

must be managed by an employer provided they are 

contributing to organizational growth and development. 

People being individuals have their own perspectives, values 

and attributes in the organizational set up and if these are 

managed effectively human personality can bring 

considerable benefits to organizations Mullins, 1999 [1]. It 

appears that practices of human resources management 

(HRM) has the potential to eliminate more risks in the 

construction than any other management approach 

Loosemore, 2000 [2]. This paper has mainly focused on 

human resources management in the construction industry. 

II. LITERATURE REVIEW 

There has been growing interest in human resources 

management (HRM) in construction industry over the last 

few decades. Detailed research literature published is 

reviewed along with text books on the HRM and some of 

them are mentioned in this section are Langford et al. 1995 

[3], Druker and White 1996 [4] and more recently Loosemore 

et al. 2003 [5]. However there are more number of academic 

publication on this subject area but the uptake of HRM 

practices in industry still delayed Dainty et al., 2000 [6]. They 

have suggested that the dearth of humanity of the industry and 

the widespread use of casuals self-employed labour Winch, 

1998 [7] resulted in the lack of formal employment of HRM 

in construction Debrah and Ofori, 1997[8]. Haas et al. 2001 

[9] reported that formalized HRM systems tend to be 

underutilized in a sector that entrust HRM practices to line 

managers Renwick, 2003 [10] based on the project site. The 

construction industry is mainly of small and mediumsized 

enterprises (SME) which often do not have HRM unit. Dainty 

et al. 2000 [6] have reported that construction companies 

have a tendency to rely on less formal structures in terms of 

managing the employment relationship. 

III. SOME ISSUES RELATED TO WORKFORCE & 

CONSTRUCTION PROCESS 

The major problem construction industry is facing today due 

to expansion in infrastructural growth is the shortage of 

skilled labours. Construction companies periodically 

experiences difficulty in meeting project completion dates 

because of non-availability of sufficient skilled labors and 

staff to carry out the work efficiently. 

 This tight spot may be the basis of an analysis for an 

industry in general shortage of labor. An expansion of 

construction activities and/or unforeseen political situations 

can quickly result in a shortage of labor in all trades and at all 

levels including supervisors, foremen, engineers and 

managers including workers. There are two complementary 

approaches as a solution for the shortage of workers. The first 

approach is through that might reduce the need for labor such 

as: prefabrication, standardization and modularization and 

redesign of construction processes. The second approach is 

increasing the available supply by retraining existing 

laborers, developing multi-skilled labor, and through 

motivation and mechanization. 

IV. OBJECTIVES & RESEARCH METHODOLOGY ADOPTED 

The main objective of this paper is to evaluate the 

effectiveness of human resource management in the Indian 

construction industry. The main queries that are addressed 

and evaluated in this study are: 

 Human resource practices followed in the Indian 

construction industry. 

 Availability of skilled labour. 

 Method or form (formal/informal) commonly adopted 

for HR management. 

 Research methodologies adopted in this study to 

collect the appropriate information is the formal method and 

basically most convenient method adopted includes 

questionnaires, interviews and visiting personally to the 

companies. 

V. DATA COLLECTION 

The primary data in this study is collected through 

questionnaires and those were answered by various personnel 

ex. contractors, consultants, construction developers, client 

and construction company functioning both as developer and 
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contractor involved in managing construction projects. The 

questionnaire examines the aspects for various personnel in 

the construction industry. The primary structured 

questionnaire in this study includes: 

 Questionnaire for the HR: it mainly consist questions 

regarding HRM policy and recruitment, selection and 

training methods adopted. 

 Questionnaire for the site manager: it mainly consist 

questions regarding training, labour type (skilled or 

unskilled) and their consequences. 

 Questionnaire to selected respondents from contractor, 

consultant, and developer, with various ages group, level 

of experience, organizations, working nature and 

responsibilities as their involved in managing 

construction project and understand the ideas in tackling 

Project Human Resource issue. 

VI. RESULTS & DISCUSSION 

The data collected through questionnaire, personal interview 

and through other sources were analyzed and the findings of 

the questionnaire are discussed as under: 

A. Recruitment & Selection Practice 

In this case sources that company uses as a medium of 

selection and recruitment of new employees were studied. 

From the survey it was found that newspaper and institution 

were the most preferred source for the recruitment. While 

some company preferred recruiting through walk-ins 

interviews, job-portals were also used as a source by two 

companies for recruitment of new employee. The decision for 

selection of new employee was taken by managing director 

in most of the company’s. 

B. Training to the Employee 

Training for up gradation of skills and knowledge is the major 

issue in current scenario due to faster development in the 

technology. It was observed that many companies do not have 

specific training module and program for the workforce. It 

was also discussed about the barrier they are facing in order 

to have an integrated training program for skill up gradation. 

Some of the basic barriers in integrated training program for 

staff are as follows: 

 Higher expenses of construction training courses. 

 Short term contract of worker. 

 Larger number of various type of learning point. 

 Little attention of client on the importance of skilled 

labour in the project. 

 Time consuming process. 

 Lack of initiative among the workers. 

C. Shortage of Labour 

In construction industry workers are the major backbone of 

the activities and they are to be given highest priorities. This 

study also discusses the issues regarding availability of 

skilled labour at site and consequences on project work if 

unskilled labors are used. Seven out of nine site managers 

reported that availability of skilled labour are not in sufficient 

numbers and all of them agreed that they have to face 

damages at some point of the time during project due to the 

use of unskilled labour. The two main consequences faced in 

using unskilled labour are delay in the work completion and 

extra cost on the project. There are two possible 

complementary approaches for the labor shortages. The first 

approach is the reducing the need of number of labor by 

adopting prefabrication, standardization and modularization, 

and redesign of construction processes and the second 

approach would be to increase the available supply by 

retraining the existing laborers, developing multi-skilled 

labor, and through motivation and mechanization. 

Respondent were asked which solution they would prefer for 

the following two approaches. Most of the respondent agreed 

that reduction in the need of labour and preferably developing 

multi-skill workers and motivating through reward 

management to increase the availability in supply of labour. 

VII. CONCLUSIONS 

A survey was conducted in various construction companies 

and site by preparing a questionnaire for the accomplishment 

of the research objective. The most common observations are 

as follows: 

1) HR manager role are very important in recruitment and 

selection practices. 

2) In recruitment process, new papers, E-recruitment 

method are mostly used. 

3) Many companies have not specific training courses and 

programs. Because time consuming and high expenses 

on construction training course. 

4) The two main consequences faced in using unskilled 

labour are delay in the work completion and extra cost 

on the project. 
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