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Preface

This book is primarily designed to help student in human resource management

(HRM) develop their knowledge and skills in the strategic issues facing them and their

organizations in future. Very high on both lists was the issue of e-HR, the application

of new information and communications technologies to the HR function and the

function of HR. And given the role that technology can play in addressing operational,

service delivery and strategic issues in HR, this came as no surprise.

.The capability of HR managers and the HR function to use new information and

communications technologies (ICT) to change their 'business model' - their ways of

working to deliver strategic advantage. This is sometimes known as the transformational

dimension of e-HR and is only rarely a feature of current applications of technology to

the HR function, but one that is slowly growing in importance.

-Neha Verma
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Chapter

INTRODUCTION TO HUMAN

RESOURCE MANAGEMENT 1111
Learning Objective

• Appreciate why HR has become the new corporate hero.

• List the features of HRM.

• Describe the nature, scope and importance of HRM.

• Outline the systems approach to HRM.

• Explain the importance of HRM.

• Difference between personnel management & HRM.

Human resource management (HRM), also called personnel management, consists

of all the activities undertaken by an enterprise to ensure the effective utilization of

employees toward the attainment of individual, group, and organizational goals. An

organization's HRM function focuses on the people side of management. It consists

of practices that help the organization to deal effectively with its people during the

various phases of the employment cycle, including pre-hire, staffing, and post-hire.

The pre-hire phase involves planning practices. The organization must decide what

types of job openings will exist in the upcoming period and determine the necessary

qualifications for performing these jobs. During the hire phase, the organization selects

its employees. Selection practices include recruiting applicants, assessing their

qualifications, and ultimately selecting those who are deemed to be the most qualified.

Fig.
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In the post-hire phase, the organization develops HRM practices for effectively

managing people once they have "come through the door." These practices are designed

to maximize the performance and satisfaction levels of employees by providing them

with the necessary knowledge and skills to perform their jobs and by creating conditions

that will energize, direct, and facilitate employees' efforts toward meeting the

organization's objectives.

HRM Development and Implementation Responsibilities: While most firms

have a human resources or personnel department that develops and implements HRM

practices, responsibility lies with both HR professionals and line managers. The interplay

between managers and HR professionals leads to effective HRM practices. For example,

consider performance appraisals. The success of a firm's performance appraisal system

depends on the ability of both parties to do their jobs correctly. HR professionals

develop the system, while managers provide the actual performance evaluations.

The nature of these roles varies from company to company, depending primarily

on the size of the organization. This discussion assumes a large company with a

sizable HRM department. However, in smaller companies without large HRM

departments, line managers must assume an even larger role in effective HRM practices.

HR Professionals Typically Assume the Following Four Areas of

Responsibility: establishing HRM policies and procedures, developing/choosing HRM

methods, monitoring/evaluating HRM practices, and advising/assisting managers on

HRM-related matters. HR professionals typically decide (subject to upper-management

approval) what procedures to follow when implementing an HRM practice. For example,

HR professionals may decide that the selection process should include having all

candidates (1) complete an application, (2) take an employment test, and then (3) be

interviewed by an HR professional and line manager.

Usually the HR professionals develop or choose specific methods to implement a

firm's HRM practices. For instance, in selection the HR professional may construct

the application blank, develop a structured interview guide, or choose an employment

test. HR professionals also must ensure that the firm's HRM practices are properly

implemented. This responsibility involves both evaluating and monitoring. For example,

HR professionals may evaluate the usefulness of employment tests, the success of

training programs, and the cost effectiveness of HRM outcomes such as selection,

turnover, and recruiting. They also may monitor records to ensure that performance

appraisals have been properly completed.

HR professionals also consult with management on an array of HRM-related topics.

They may assist by providing managers with formal training programs on topics like

selection and the law, how to conduct an employment interview, how to appraise

employee job performance, or how to effectively discipline employees. HR professionals

also provide assistance by giving line managers advice about specific HRM-related

concerns, such as how to deal with problem/employees.

Line managers direct employees' day-to-day tasks. From an HRM perspective,

line managers are mainly responsible for implementing HRM practices and providing

HR professionals with necessary input for developing effective practices. Managers
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carry out many procedures and methods devised by HR professionals. For instance,

line managers:

• Interview job applicants.

• Provide orientation, coaching, and on-the-job training.

• Provide and communicate job performance ratings.

• Recommend salary increases.

• Carry out disciplinary procedures.

• Investigate accidents.

• Settle grievance issues.

The development of HRM procedures and methods often requires input from line

managers. For example, when conducting a job analysis, HR professionals often seek

job information from managers and ask managers to review the final written product.

Additionally, when HR professionals determine an organization's training needs, managers

often suggest what types of training are needed and who, in particular, needs the training.

Historical Milestones in HRM Development

To start Human Resource Management with milestones in its development and

how it evolved in full fledged Functional HR department.

Table-1

Milestones in the Development of Human Resource Management

1890-1910 Frederick Taylor develops his ideas on scientific management. Taylor

advocates scientific selection of workers based on qualifications and

also argues for incentive-based compensation systems to motivate

employees.

1910-1930 Many companies establish departments devoted to maintaining the

welfare of workers. The discipline of industrial psychology begins

to develop. Industrial psychology, along with the advent of World

War I, leads to advancements in employment testing and selection.

1930-1945  The interpretation of the Hawthorne Studies' begins to have an impact

on management thought and practice. Greater emphasis is placed on

the social and informal aspects of the workplace affecting worker

productivity. Increasing the job satisfaction of workers is cited as a

means to increase their productivity.

1945-1965  In the U.S., a tremendous surge in union membership between 1935

and 1950 leads to a greater emphasis on collective bargaining and

labor relations within personnel management. Compensation and

benefits administration also increase in importance as unions negotiate

paid vacations, paid holidays, and insurance coverage.

1965-1985  The Civil Rights movement in the U.S. reaches its apex with passage

of the Civil Rights Act of 1964. The personnel function is dramatically
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affected by Title VII of the CRA, which prohibits discrimination on

the basis of race, color, sex, religion, and national origin. In the years

following the passage of the CRA, equal employment opportunity

and affirmative action become key human resource management

responsibilities.

1985-present Three trends dramatically impact HRM. The first is the increasing

diversity of the labor force, in terms of age, gender, race, and ethnicity.

HRM concerns evolve from EEO and affirmative action to "managing

diversity." A second trend is the globalization of business and the

accompanying technological revolution. These factors have led to

dramatic changes in transportation, communication, and labor

markets. The third trend, which is related to the first two, is the

focus on HRM as a "strategic" function. HRM concerns and concepts

must be integrated into the overall strategic planning of the firm in

order to cope with rapid change, intense competition, and pressure

for increased efficiency.

Human Resource Management has come to be recognized as an inherent part of

management, which is concerned with the human resources of an organization. Its

objective is the maintenance of better human relations in the organization by the

development, application and evaluation of policies, procedures and programmers

relating to human resources to optimize their contribution towards the realization of

organizational objectives.

In other words, HRM is concerned with getting better results with the collaboration

of people. It is an integral but distinctive part of management, concerned with people

at work and their relationships within the enterprise. HRM helps in attaining maximum

individual development, desirable working relationship between employees and

employers, employees and employees, and effective modeling of human resources as

contrasted with physical resources. It is the recruitment, selection, development,

utilization, compensation and motivation of human resources by the organization.
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Human Resources Management (HRM): Meaning, Nature and Scope

Human Resources Management (HRM):

"... all those activities associated with the management of the employment

relationship in the firm. The term 'employee relations' will be used as an equivalent

terms as will the term 'labor management'."

This figure explains what we have to study in HRM and how important it is for an

organization.

Human resource management is also in the process of change with regard to the

nature of the role performed. In the past many functions were performed by HRM

professionals themselves, the role they are taking on, is one of consultant to line

management, where line managers perform many of the functions traditionally handled

by HRM professionals. Similarly there is a trend in which businesses are shedding all

functions that are not directly related to core business, and in the process many HRM

functions are being outsourced. Hence the change in the nature of services provided.

The activity of generating unit standards and designing qualifications can be used

as an opportunity to catapult HRM practices into the future. To do this, those issues

which are going to shape the future for HRM practices (termed transformation and

development issues) need to be identified and analyzed, especially in relation to current

roles that will still be required of HRM practitioners. These issues are central to the

activity of generating unit standards (e.g. outsourcing, societal responsibility) and

their impact on HRM roles (e.g. staffing, performance management). In addition,

supportive roles or functions required by HRM practitioners will also have to be identified

in order to complete the HRM practitioners qualifications design package.

'A philosophy of people management based on the belief that human resources are

uniquely important in sustained business success. An organization gains competitive

advantage by using its people effectively, drawing on their expertise and ingenuity to

meet clearly defined objectives. HRM is aimed at recruiting capable, flexible and

committed people, managing and rewarding their performance and developing key

competencies.'

Human Resource Management (HRM) is the function within an organization that

focuses on recruitment of, management of, and providing direction for the people
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who work in the organization. Human Resource Management can also be performed

by line managers.

Human Resource Management is the organizational function that deals with issues

related to people such as compensation, hiring, performance management, organization

development, safety, wellness, benefits, employee motivation, communication,

administration, and training.

Human resource implies human capital that operates an organization. The word

planning suggests a course of action. And lastly, process is the method of operation.

Thus, the human resource planning process is defined as, 'a course of action that the

human capital takes up for a methodical achievement of predetermined goals'. The

definition of human resource does not end here. The term includes, its management,

which primarily involves issues related to the workforce. Human resource management

(HRM) is the strategic and coherent approach to the management of an organization's

most valued assets - the people working there who individually and collectively

contribute to the achievement of the objectives of the business.

A company may have all the financial resources, it may need. But what if the

manpower employed to manage the finances isn't well trained? Well, nothing more

than your finances going down the drain. The recent 'Satyam' fraud was due to poor

control of the management board. Improper human capital may gain the output, but

not the desired one in terms of quality. As the earlier mentioned definition suggests,

the human resource management means managing your valued assets.
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Fig. The human resource wheel developed by McLagn (1989) shows the primary

HRM and HRD fuction

In McLagan's model, primary HRM functions include HR research and information

systems, union/labor relations, employee assistance, and compensation/benefits. HRD

functions focus on improving and developing individual employees and the organization

as a whole through training and development, organization development, and career

development. Functions that support both HRM and HRD are selection and staffing,

performance management systems, and human resource planning.

When combined, the focus is on finding, keeping and supporting qualified, satisfied

employees. Using McLagan's framework, it's possible to illustrate the central role

marketing plays in relation to both HRM and HRD functions (see Fig. 2). For example,

externally, effective marketing efforts can help attract better qualified job applicants.

Internally, effective marketing strategies can help increase awareness of and

participation in training and development and career development activities.

Fig.: HRD marketing functions can be related to the human resource wheel

developed by McLagan (1989) and divided into areas of internal and external focus
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Internal vs. External Marketing

The model in Fig. 2 also illustrates the distinction between the internal and external

marketing functions associated with HR marketing and emphasizes its holistic qualities.

The function categories defined by McLagan (1989), can be divided into outwardly

(i.e., external) and inwardly (i.e., internal) focused marketing activities. External

marketing focuses on obtaining, maintaining, and supporting employees through such

efforts as writing recruitment ads, providing information packets to prospective

employees, and promoting employee benefits. An organization will be better able to

recruit highly qualified employees if it offers a wellrounded benefits package and

employee assistance programs. Effective marketing ensures that potential employees

are aware of these perks. Internal marketing, which is the primary focus of this guide,

is equally valuable and necessary to an organization's effectiveness.

The term human resource management has replaced personnel management.

However, the meaning is still the same. It involves, employing, developing, utilizing,

managing and understanding the staff in an organization.

Right number of people with right skills at right place at right time to implement

organizational strategies in order to achieve organizational objectives.

• In light of the organization's objectives, corporate and business level strategies,

HRP is the process of analyzing an organization's human resource needs and

developing plans, policies, and systems to satisfy those needs.

• Setting human resource objectives and deciding how to meet them.

• Ensuring HR resource supply meets human resource demands.

Importance of Human Resource Management

Since the industrial revolution, the world has progressed tremendously. Be it the

steel industry, IT, fashion houses or housing sectors, development in all of these is

evident. However, over the ages man has indiscriminately used and abused the natural

resources available to him. It has resulted in a global energy crises and depletion of

resources in general.

In this backdrop, what remains is an abundance of human resource, or let's say

human capital. To achieve any more goals, tapping the right kind of human resource

is the key. You may have a business house worth millions of dollars. But what if there

isn't the manpower that suits the nature of the business? Hence, developing the

manpower is of utmost importance.

Designing the Human Resource Management System
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