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Chapter 1

Opening Case:

As a new member of the board of directors for a local bank, Peter was being
introduced to all the employees in the home office. When he was introduced to
Mary, he was curious about her work and asked people in her office what her
machine did. Mary replied that she really did not know what the machine was
called or what it did. She explained that she had only been working there for
two months. She did, however, know precisely how to operate the machine.

According to her supervisor, she was an excellent employee.

At one of the branch offices, the supervisor in charge spoke to Peter
confidentially, telling him that “something was wrong”, but she didn’t know
what. For one thing, she explained, employee turnover was too high, and no
sooner had one employee been put on the job than another one resigned. With
customers to see and loans to be made, she explained, she had little time to
work with the new employees as they came and went.

All branch supervisors hired their own employees without communication with
the home office or other branches. When an opening is available, the

supervisor tries to find a suitable employee to replace the worker who had quit.

After touring the 22 branches and finding similar problems in many of them, Peter
wondered what the home office should do or what action he should take. The banking

firm was generally regarded as a well-run institution that had grown from 26 to 190
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employees. He didn’t know whether to report his findings to the president.

Questions:;

1. Do you think setting up an HR department in the main office would help?
2. What specific functions should an HR department carry out?

3. What HR functions should be carried out by supervisors?

...............................................................................................................

Learning Objectives
When you finish studying this ¢hapter, you should be able to:
» define Human Resource Management;
» understand the responsibilities of HR department;
» discuss the changing environment of HRM;
» describe the changing role of HRM.

1

Chapter Outline
» Definition of HRM
» Responsibilities of HRM
» Changing Environment of HRM
» Changing Role of HRM
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1.1 What Is Human Resource Management?

Human Resource Management (HRM) refers to the practices and policies one
needs to carry out about the “people” or human resource aspects of a management

position, including recruiting, screening, training, rewarding, and appraising.
Discussion

Why is HRM important to all managers?

Why is HRM important to all managers? Perhaps it’s easier to answer this

question by listing some of the personnel mistakes you don’t want to make while

managing. For instance, you don’t want to:

» hire the wrong staff for the job;

» find your staff not doing their best;

» experience high staff turnover;

» waste time with useless interviews;

» commit any unfair labor practices;

» have some of your employees think their salaries are unfair and inequitable
relative to others in the organization;

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

In most cases, managers were successful because they had hired the right people
for the right jobs and had motivated, appraised, and developed them.

1.2 HRM Responsibilities

HR manager usually carries out three distinct functions:

» A line function. The HR manager performs a line function by directing the
activities of the staff in his or her own department and in service areas.

» A coordinative function. HR managers also work as coordinators of

personnel activities, a duty often referred to as functional control. Here the

WONR R B N > W B
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HR manager and department act as “the right arm” of the top executive to
assure him or her that HR objectives, policies, and procedures that have been
approved and adopted are being consistently carried out by line managers.

» Service functions. HR assists line managers in the hiring, training,
evaluating, rewarding, counseling, promoting, and firing of employees. It
also administers various benefit programs. HR must take responsibility for
clearly defining how management should be treating employees, represent the
interests of employees within the framework of its primary obligation to
senior management.’

1.3 The Changing Environment of HRM

Globalization refers to the tendency of companies to extend their sales or
manufacturing to new markets abroad. Globalization has substantially increased

global competition.

With China’s accession to the WTO, most industries must now compete
nationally and internationally without the protection of government regulated
prices and entry tariffs. One consequence has been the sudden and dramatic
opening of various markets to competition from abroad. Companies must be

better, faster, and more competitive. Companies are also required to get and

stay “lean and mean”.

ical Developments

Technology has been forcing — and enabling — companies to become more
competitive. For instance, the use of computer-aided design or computer-aided
manufacturing systems plus robotics is booming. Manufacturing developments
like these will eliminate many blue-collar jobs, replacing them with more highly
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skilled jobs, and these new workers will require a degree of training. As a
result, to remain competitive, jobs and organization charts will have to be
redesigned, new incentive and compensation plans instituted, new job
descriptions written, and new employee selection evaluation, and training
programs instituted — all with the help of HR management.

e Nature of Work

Globalization, deregulation and technology are changing the nature of jobs and
work. For instance. there has been a gradual shift from manufacturing jobs to
service jobs. The service jobs will require new types of “knowledge” workers,
new HR management methods to manage them and a new focus on human
capital. Human capital refers to the knowledge. education, training, skills,
and expertise of a firm’s workers’, and it’s more important than it has ever been
before. New HR systems and skills will be required to select, train, and

motivate such employees and to win their commitment.

Diversity

Workforce diversity is another major work-related trend. Specifically, the
workforce is becoming more diverse as women, migrant workers, and older
workers flood the workforce. Increased diversity will provide many challenges

for HR management.

1.4 The Changing Role of HR Management

The role of HR management has been changing to help companies achieve

structural and cultural changes. So far, HR has gone through several changes.

In the early 1900s personnel department first took over hiring and firing from
supervisors, ran the payroll department, and administered benefit plans. The
job consisted largely of ensuring that procedures were followed. As technology

in such areas as testing and interviewing began to emerge, the personnel
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