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Managing Human
Resources Today

o What Is Human Resource Management?

o The Changing Environment and Duties of HR Management
e HR’s Strategic Challenges

¢ HR and Technology

e The Plan of This Book

When you finish studying this chapter, you should be able to:
B Answer the question “What is human resource management?”

B Discuss the components of the changing environment of human
resource management.

W Describe the nature of strategic planning.

B Give examples of human resource management’s role as a strategic
partner.

INTRODUCTION

The first few years of the 21st century were rough for Dell Computer and the PC indus-
try. To maintain its status as the world’s number-one PC maker, Dell’'s average price
per computer fell to about $2,000 in the first quarter of 2001, from about $2,300 the year
before. Its profit margin fell from 21% to 18%. The only way it could keep that 18% mar-
gin intact while cutting prices was to find new ways to slash costs.! For a company that
had always pursued a low-cost strategy, doing so wouldn't be easy. How could Dell cut
costs from an already lean operation? The firm’s HR managers had to find ways to sup-
port Dell’s cost-cutting efforts.



WHAT Is HuMAN RESOURCE
MANAGEMENT?

Human resource management refers to the practices and policies you need to.cz?rry
out the personnel aspects of your management job, specifically, acquiring, training,
appraising, rewarding, and providing a safe, ethical, and fair environment for your
company’s employees. These practices and policies include, for instance:

Conducting job analyses (determining the nature of each employee’s job)
Planning labor needs and recruiting job candidates

Selecting job candidates

Orienting and training new employees

Managing wages and salaries (how to compensate employees)
Providing incentives and benefits

Appraising performance

Communicating (interviewing, counseling, disciplining)

Training and developing

Building employee commitment

And what a manager should know about:

Equal opportunity, ethics, and affirmative action
Employee health and safety and ethical treatment
Grievances and labor relations

Why Is HR Management Important to All Managers?

Why are these concepts and techniques important to all managers? Perhaps it’s eas-
ier to answer this by listing some of the personnel mistakes you don’t want to make
while managing. For example, you don’t want

To hire the wrong person for the job

To experience high turnover

To find employees not doing their best

To have your company taken to court because of your discriminatory
actions

To have your company cited under federal occupational safety laws for
unsafe practices

To allow a lack of training to undermine your department’s effectiveness

To commit any unfair labor practices

Carefully studying this book can help you avoid mistakes like these. More
important, it can help ensure that you get results—through others. Remember that
you could do everything else right as a manager—lay brilliant plans, draw clear
organization charts, set up modern assembly lines, and use sophisticated accounting
controls—but still fail, for instance, by hiring the wrong people or by not motivating
subordinates. On the other hand, many managers—from presidents to generals and
supervisors—have been successful even without adequate plans, organizations, or
controls. They were successful because they had the knack for hiring the right people
for the right jobs and motivating, appraising, and developing them. Remember as

2 Chapter 1 Managing Human Resources Today



you read this book that getting results is the bottom line of managing and that, as a
manager, you will have to get these results through people. As one company presi-
dent summed it up:

For many years it has been said that capital is the bottleneck for a
developing industry. I don’t think this any longer holds true. I think it's the
workforce and the company’s inability to recruit and maintain a good
workforce that does constitute the bottleneck for production. I don’t know
of any major project backed by good ideas, vigor, and enthusiasm that has
been stopped by a shortage of cash. I do know of industries whose growth
has been partly stopped or hampered because they can’t maintain an
efficient and enthusiastic labor force, and I think this will hold true even
more in the future.?

Line and Staff Aspects of HRM

All managers are, in a sense, HR managers, because they all get involved in activities
such as recruiting, interviewing, selecting, and training. Yet most firms also have a
separate human resource department with its own human resource manager. How
do the duties of this departmental HR manager and his or her staff relate to line man-
agers” human resource duties? Let’s answer this question by starting with short defi-
nitions of line versus staff authority.

Line Versus Staff Authority

Authority is the right to make decisions, to direct the work of others, and to give
orders. In management, we usually distinguish between line authority and staff
authority. Line managers are authorized to give orders. In addition, line managers
are in charge of accomplishing the organization’s basic goals. The managers for pro-
duction and sales are generally line managers, for example. Staff managers, on the
other hand, assist and advise line managers in accomplishing these goals. HR man-
agers are generally staff managers. They have the authority and responsibility for
advising line managers (such as those for production and sales) in areas such as
recruiting, hiring, and compensation.

Managers may move from line to staff positions (and back) over the course of
their careers. For example, line managers in areas like production and sales may well
make unplanned career stopovers as staff HR managers. A survey by the Center for
Effective Organizations at the University of Southern California found that about
one-fourth of large U.S. businesses appointed managers with no HR experience as
their top HR executives. Reasons given include the fact that these people may find it
easier to give the firm’s HR efforts a more strategic emphasis, and the possibility that
they may sometimes be better equipped to integrate the firm’s HR efforts with the
rest of the business.>

In general, firms have an average of one HR employee for each 100 people in the
workforce, although that ratio declines as total employment rises. HR and line man-
agers generally share responsibility for most HR activities. For example, HR and line
managers in about two-thirds of the firms in one survey shared responsibility for
skills training.# (Thus, the supervisor might describe what training she thinks the

What Is Human Resource Management? 3



4

new employee needs, HR might design the training, and the supervisor might then
ensure that the training is having the desired effect.)

Line Managers’ Human Resource Management

Responsibilities

All supervisors thus spend much of their time on personnel-type tasks. As one expert

says, “The direct handling of people is, and always has been, an integral part of every

line manager’s responsibility, from president down to the lowest-level supervisor.”?
For example, one major company outlines its line supervisors’ responsibilities

for effective human resource management under the following general headings:

ek

. Placing the right person in the right job

. Starting new employees in the organization (orientation)

. Training employees for jobs that are new to them

. Improving the job performance of each person

- Gaining creative cooperation and developing smooth working relationships
- Interpreting the company’s policies and procedures

. Controlling labor costs

. Developing the abilities of each person

. Creating and maintaining departmental morale

. Protecting employees’ health and physical conditions

O 0N ULe WN
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In small organizations, line managers may carry out all these personnel duties
unassisted. But as the organization grows, line managers need the assistance, spe-
cialized knowledge, and advice of a separate human resource staff.t

The Human Resource Department’s HR Management
Responsibilities

The human resource department provides the specialized assistance that the line
managers need.” A summary of the HR positions you might find in a large company,
along with their salaries, is presented in the organization chart in Figure 1.1. As you
can see, HR positions include compensation and benefits manager, employment and
recruiting supervisor, training specialist, employee relations executive, safety super-
visor, and industrial nurse. Examples of job duties include:

Recruiters: Maintain contact within the community and perhaps travel
extensively to search for qualified job applicants.

Equal employment opportunity (EEO) representatives or affirmative action coordi-
nators: Investigate and resolve EEO grievances, examine organizational
practices for potential violations, and compile and submit EEO reports.

Job analysts: Collect and examine detailed information about job duties to
prepare job descriptions.

Compensation managers: Develop compensation plans and handle the
employee benefits program.

Training specialists: Plan, organize, and direct training activities.

Labor relations specialists: Advise management on all aspects of
union-management relations.

Chapter 1 Managing Human Resources Today



