Chapter 2
HRM Functions and Strategy
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Importance of HRM
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HRM has a dual nature: A 5 e e Ll 4 58000 o ) gall 3l

represents and advocates
for the employees

Strategic HRM provides a clear connection between the
organization’s goals and the activities of employees.
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HRM has four basic functions:
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Staffing
ks 5
training and

Development -
Motivation
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Maintenance
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In other words, hiring people, preparing them, stimulating
them, and keeping them.
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The HRM Functions

> strategic human resource planning:
match prospects’ skills to the company’s
strategy needs

Glalia¥" Justiual) 3 il jlea

iy . AS ) At yiud
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descriptions to obtain an appropriate
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pool of applicants e (e A s e J ganll
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to find the best choice

Staffing has fostered the most change in HR departments
during the past 30 years.
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The HRM Functions

training and

development

> orientation: teach the rules, regulations, P ) ) )

goals, and culture of the company il dakai 5 ae &l i,:j -“Zj’”
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> employee training: help employees Lo il el e Lise - il gall

acquire better skills for the job -
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> employee development: prepare (53) i sal Calh gl slae) sl gall y oha

employee for future position(s) in the ‘ L X! ¥
> organizational development: help 5 il i) CaladY) g il
employees adapt to the company’s A8 il
changing strategic directions 2 SO il shacall i 2 il g1 il

> career development: provide necessary Gaaad e pals gal) sac Luse 2 Al
information and assessment in helping Auigall CalaaY)

employees realize career goals

The goal is to have competent, adapted employees.
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> theories and job design:
environment and well-constructed
jobs factor heavily in employee
performance

> performance appraisals: standards
for each employee; must provide
feedback

> rewards and compensation: must
be link between compensation and
performance

> employee benefits: should
coordinate with a pay-for-performance
plan

The HRM Functions
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The HRM Functions

maintenance

> safety and health: caring for sy dle |y rdaall 4D
employees’ well-being has a big agal 3l e 58 Sl Al el ol
effect on their commitment : N .
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relations: keep employees well- ‘d_u . ae e
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informed of company doings, and
provide a means of venting
frustrations
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Job loyalty has declined over the past decade.
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External Influences on HRM
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dynamic
environment

3l management laws and
Sa thought regulations

labor
unions

External influences affect HRM functions.



External Influences on HRM

dynamic

environment

globalization decentralized work sites
workforce diversity Technology 4ss
dalal) (5 g8l & s
o employee involvement
Teams P, . =I)AM LJIAJ\
changing skill requirements . .
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continuous improvement
“The only constant in life is change.”
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laws and

External Influences on HRM

regulations

> |egislation has an enormous effect on
HRM

> |aws protect employee rights to union
representation, fair wages, family medical
leave, and freedom from discrimination
based on conditions unrelated to job
performance

>The U.S. Equal Employment Opportunity
Commission www.eeoc.gov enforces federal
laws on civil rights at work.
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http://www.eeoc.gov/

External Influences on HRM

labor
unions

>assist workers in dealing with 80a) ae Jalaill 8 Jlaadl Baclise
company management ) 3,
>negotiate wages, hours, and other «leldl s ¢y sa¥) liy (il
terms of employment AN aladiuyl o g 4
>promote and foster a grievance O ol Sl ja) Saaly e
procedure between workers and 5la¥l s Jland)
management

When a union is present, employers can not fire workers for
unjustified reasons.
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External Influences on HRM

Mmanagement
thought

Frederick Taylor developed principles to daalii) 3 a8 foalaa bl el yu 8 aag
enhance worker productivity Jlaadl
Hugo Munsterberg devised improvements o Gliuad & Hn yluie s& g4 auig M
to worker testing, training, evaluations, and 3 LaSY) 5 cChlapill o ey yaill 5 (Jlaadl HLisl
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Mary Parker Follet advocated people- ~
oriented organizations gz gbe 0l 0 ) 10l il
Elton Mayo’s Hawthorne Studies: oS J’“\f ] f\'"“”)j‘ PM\ U_’LG?A'M
dynamics of informal work groups have a o) s e S8 Jleall ool e
bigger effect on worker performance than do

wage incentives

The Hawthorne Studies gave rise to the human relations movement:
benefits, healthy work conditions, concern for employee well-being.
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Structure of the HR Department
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There are four areas in a typical nonunion 30 sall 31} (8 Ci¥lae day )l iy
HR department: Aaad gald () g 99 63 Ay il

compensation /
Benefits

- M -
Employment j u;‘ :J’u
Al Qi) 48

training and employee
Development Relations
5yl ol

Many HR departments also offer services such as operating the
company’s credit union, making child-care arrangements,
providing security, or running in-house medical or food services.
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Structure of the HR Department

promotes staffing activities, recruits new employees,
employment but does not make hiring decision
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training and helps workers adapt to change in the company’s

development external and internal environments
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compensation/ pays employees and administers their benefits

benefits package .
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ensures open communication within the company by fostering

employee top management commitment, upward and accurate

relations communication, feedback, and effective information sources
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Careers in HR
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HR positions include: Al 2 ) sall il g Jai
> assistants who support other HR Al 2 sall Caigall G ey Cpll umw\ 5 |
professionals ™Y
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> generalists who provide service in ) T ) A i) 3 ) sl

all four HR functions
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> specialists who work in one of the 4 sl 2 ) gl
four HR functions
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> executives who report to top Al iV ) A dall ) sall 5 B s Lla]
management and coordinate HR Aashs
functions to organizational strategy
Interpersonal communication skills and ambition are two
factors that HR professionals say advance their careers.
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Careers in HR

Organizations that spend money geln B el i Al clalinal
for quality HR programs perform ¥ < & os dual el 2,500 3 )5

Ay
better than those that don’t. (e 20)
(HCI study)
Quality programs:
>reward productive work 183 g} el
> offer a flexible, work-friendly | @Lu‘ﬁ\ Jazll 3l81Sa
environment Janll Aaim g 45 yo Ay Ji g
> properly recruit and retain quality s sall (aala sl L\éh‘}!\j Zona S0y aiat
employees Aladl) YUY 4 i

>provide effective communications .
P Make sure 5—?& services match the overall

organizational strategy.
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Exhibit 2-6

What Does It Take To Get To The Top?

Key factors HR professionals said were very important in moving into or
advancing in their careers:34

Interpersonal comMUNICAtIoN | B0
Drive/ambition | il
Reputation in the organization b6
Strategic/critical thinking skills . 83

HR 0T XD O INC0 i —1.

Leadership skills s S1¢
Business acumen | 30/
HR generalist experience |30
Human Resource Certification Institute certification . ..80"

Source: Kathy Gurchiek, "Survay: Key Skills Advance HR Career,” HR Magazine, {April 2008).




HR Trends and Opportunities
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> more than half of all companies
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outsource all or some parts of their HR
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> professional employer organizations (52) Ligall Janll Claal cilalaia

(PEO) help small- to medium-size aaall Ao il 5 5 jeall S AN sae b
companies attract stronger candidates Ol 58 aa Jaladll 5 (5 g8 (aad jall 2
and handle new laws in HR Al 2 ) gall (B B
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> shared services allow organizations o
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with several divisions or locations to , i S S
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consolidate some HR functions into . T . e

one central location while retaining j Lyl

certain functions in divisional locations



Entrepreneurial, Global, Ethical HR

> ' ' .
HR managers in small businesses S5 a Ayl 3 ) sal) (5 e o
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arger businesses, but on a smaller ] G e oS 6l Sl
scale -
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> International HRM is very involved A Al )l 355‘
and costly 7
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resulting legislation (SOX) have B e B
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spurred the “corporate ethicist / 3 [ S il
ombuds” position

L
See www.ombudsassociation.org for www.ombudsassociation.org
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http://www.ombudsassociation.org/

Match the Fours

staffing, training, motivation, maintenance
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Four major HR positions
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Four HR department
areas
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Four quality programs
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environment, laws, labor unions, management
thought
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employment, training, compensation,
employee relations
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assistants, generalists, specialists, executives
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reward productive work
: offer a flexible, work-friendly environment
Four external influences ; . .

HRM properly recruit and retain quality employees

on provide effective communications
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Four HRM functions
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