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Introduction to Human Resource Management
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1.1 Human Resource Management and
Organizational Effectiveness

AAFREBEWALB

When an organization is really concerned about people, its total
philosophy, culture, and tone will reflect this belief. In this book,
human resource management ( HRM) is used to describe the function that
is concerned with people——the employees. Human resource management
is the function performed in organizations that facilitates the most effective
use of people( employees)to achieve organizational and individual goals® .

The following four descriptions of HRM should be stressed at the

outset :
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& It is action-oriented. HRM emphasizes the solution of
employment problems to help achieve organizational objectives and
facilitate employees’ development and satisfaction.

¥¢ 1t is individual-oriented. Whenever possible, HRM treats each
employee as an individual and offers services and programs to meet the
individual’s needs, McDonald’s, the fast-food chain, has gone so far as to
give its chief personnel executive the title vice president of individuality.

¥¢ It is globally oriented. HRM is not only an American function or
activity; it is being practiced efficiently and continuously in Mexico,
Poland, and Hong Kong. Many organizations around the world treat
people fairly, with respect, and with sensitivity.

¥¢ It is future-oriented. Effective HRM is concerned with helping an
organization achieve its objectives in the future by providing for
competent, well-motivated employees.

HRM activities play a major role in ensuring that an organization will
survive and prosper. Organizational effectiveness or ineffectiveness is
described in this book in terms of such criteria and components as
performance, legal compliance, employee satisfaction, absenteeism,
tumnover, scrap rates, grievance rates, and accident rates®. Three
crucial elements are needed for firms to be effective: (1) mission and
strategy, (2) organizational structure, and (3) HRM. However, it is
mmportant to remember that people do the work and create the ideas that
allow the organization to survive. Even the most capital-intensive, best-
structured organizations need people to run them.

People limit or enhance the strengths and weaknesses of an

organization. Current changes in the environment are often related to
changes in human resources, such as shifts in the composition,
education, and attitudes of employees. The HRM function should provide
for or respond to these changes. The objectives of HRM function are as

follows :
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Helping the Organization Reach Its Goals

Bruce R. Elly, vice president of personnel at Pfizer, Inc. , expresses
the role of the HRM function this way:

The HR function is a very key portion of the organization today. That
message is coming across consistently in surveys of CEOs. So far, the
emphasis has been on doing things right. The real jump in effectiveness
will come when the focus is first placed on doing the right things. I can’t
imagine how HR functions without thoroughly knowing the business issues

of its organization. Every business issue has HR implications.
Efficiently Employing the Skills and Abilities of the Workforce

Clyde Benedict, the chief personnel officer for Integon Corporation,
stated this purpose somewhat differently. He said the purpose is “to make
people’s strengths productive, and to benefit customers, stockholders,
and employees. I believe this is the purpose Walt Disney had in mind
when he said his greatest accomplishment was to build the Disney

organization with its own people.”
Providing Well-Trained and Well-Motivated Employees

This is a measure of effectiveness for HRM. David Babcock,
chairman of the board and chief executive officer of the May Company,
phrases this purpose as “building and protecting the most valuable asset of
the enterprise: people.” Mary Kay Ash is a master of motivation for her
cosmetics sales force of over 300 000. Mary Kay believes that giving
people recognition and not just cash is the key to motivation. She has
become a master of employee recognition.

HRM’s effectiveness measure—its chief effectiveness measure,
anyway—1is to provide the right people at the right phase of performing a
job, at the right time for the organization.
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Increasing to the Fullest Employees’ Job Satisfaction and Self-Actualization

Thus far, the emphasis has been on the organization’s needs. But
unlike computers or cash balances, employees have feelings. For
employees to be productive, they must feel that the job is right for their
abilities and that they are being treated equitably. For many employees,
the job is a major source of personal identity. Most of us spend the
majority of our waking hours at work and getting to and from work. Thus,

our identity is tied closely to our job.
Achieving Quality of Work Life

This purpose is closely related to the previous one. Quality of work
life is a somewhat general concept, referring to several aspects of the job
experience. These include such factors as management and supervisory
style, freedom and autonomy to make decisions on the job, satisfactory
physical surroundings, job safety, satisfactory working hours, and
meaningful tasks. Basically, a sound quality of work life( QWL) program
assumes that a job and the work environment should be structured to meet

as many of the worker’s needs as possible®.
Communicating HRM Policies to All Employees

Chuck Kelly, director of human resources of a small manufacturing
firm, expressed this objective as follows: “ We can’t afford not to
communicate our programs, policies, and procedures fully. There are
effective, personal development and legal reasons why everyone in the
firm has to be HRM-knowledgeable. Communicating HRM programs does
not just happen; a manager has to work at it constantly.” Closely related
to communication within the organization is representation of the
organization to those outside: trade unions and local, state, and federal

government bodies that pass laws and issue regulations affecting HRM.
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The HRM department must also communicate effectively with other top-
management people (e. g., marketing, production, and research and
development) to illustrate what it can offer these areas in the form of
support, counsel, and techniques, and to increase its contribution to the

overall strategic mission and goals of the organization.
Maintaining Ethical Policies and Socially Responsible Behavior

The human resource manager plays an important role in showing by
example that each employee is important and will be treated ethically.
That is, any activity engaged in by the HRM area will be fair, truthful,
and honorable; people will not be discriminated against, and all of their
basic rights will be protected. These ethical principles should apply to all
activities in the HRM area. The expected faimess and equitable treatment
are spelled out in the code of ethics prepared by the Society for Human
Resource Management.

Managing Change

In the past decade, there have been rapid, turbulent, and often
strained developments in the relationship between employers and
employees. New trends and changes have occurred in telecommuting,
outsourcing HRM practices, family medical leave, child care, QWL
programs, spouse-relocation assistance, pay for skills, benefit cost-
sharing, union-management negotiations, testing, and many other HRM
areas of interest® . Nearly all of these trends and changes can be traced to
the emergence of new lifestyles and an aging population .

What these changes mean to HR managers is that new, flexible
approaches must be initiated and used effectively without jeopardizing the
survival of the organization. HR managers must cope with trends and
changes while still contributing to the organization.

Sfrom: Human Resource Management: Gaining a Competitive
Advantage ,1994



