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Unit 3 Human Resources Management
1 Short Questions.
i) What does Human Resources Department do?
It is the Department in an organisation that manages the staff and deals with its workers’ employment issues.


ii) Outline the objectives of Human Resource management in an organization.

The Human Resources Management Department (HRM) main objectives are as follows:-

1) Organisational Objectives
A means to attain efficiency and effectiveness.

The HRM will serve and positively influence other business areas or functions of the organisation and inorder to help:-

a) To obtain efficiency in the operations of the departments
b) And to achieve any efficiency goals thereto.
c) To indirectly assist in increasing  maximum profits

2) The Recruiting and Staff Retention Objectives of HRM.
The objective of finding and matching the best staff suitable for  the organisation’s job roles can be quite an arduous and difficult challenge,  in itself, that needs to be met and successfully overcome by any  organisation, that wants to be successful.
Indeed, it is a prime responsibility of HRM to fulfil this important task and the department plays a decisive role in managing the Recruitment function. It would manage such sub-processes as Job advertising, interviewing, conducting aptitude tests etc.

The acquisition of quality staff must be timely and staff must carefully be employed at the right number of quality personnel for a project…(whether that is a short term project or long term project).
Some ways  to achieve this acquisition and retention can be:-
a) Through the right standard of staff training; this maybe through staff inductions, and the provision of effectual in-house training, on the occasion that perhaps staff members transfer from one department or section to another.
b) By utilizing the skills, experience, abilities, talents and aspirations (career aspirations, that can feasibly be realized within an organisation, perhaps) of individual personnel to the best affect inorder to achieve the business’s or organisation’s objectives of not only the individual departments, but inorder to achieve the overall objectives of the organisation as a whole.
c) By seeking to maintain the strength and quality of its existing workforce.
d) Endeavouring to provide Continued Professional Development of its employees, where feasible, prudent and profitable to the organisation.
HRM will be, in essence, aiming to accomplish one important goal:- that the workforce should be a main beneficial factor in helping the organisation be an up-to-date, competitive one with a good reputation for excellent customer service, quality value for money of goods sold. Able to compete with any other company in its market area.
3) Functional Objectives
The HRM will carry out many functions for different departments in the organisation.
The important point to focus on, is that the facilitation of these functions performed by HRM should not in financial terms cost more than the benefit gained from it.

4) Personal Objectives 
With the pressure of many Head-hunters out there in the employment markets, who desire to track down the best possible workers for their firms, it would be the responsibility of the HRM to retain, develop and fully utilise their organisation’s employees. One way of achieving this objective would be to help the employees acquire their personal career aspirations, if it is in the HRM department’s power to do so. This strategy was already mentioned previously cf. Organisation Objectives section.
In addition, the Modus Operandi that the organisation intends to use for this purpose would hopefully play a significant role in securing  the employee’s commitment and service to the company and increase the employee’s morale. Consequently,  they should be able to retain such staff members. 

For example, these days, a flexible working hours scheme may be offered by a company...however other companies may not be in a position to offer such arrangements...if your organisation offers these types of schemes though it may just be the ‘dangling carrot before the donkey’s face’ to coin an expression…that may retain your employee. As it appears that creating a healthy work – life balance for an organisation’s employees is a very important objective to achieve, nowadays. Reasons for this are that:-
a) It benefits employers because they can gain a happier, more content workforce, who are  motivated to do their best for the firm, every day at work. Therefore, perhaps, productivity and sales may increase.
b) Another  potential benefit would be that it will probably lessen the records of non-attendance and sickness statistics…an obvious very desirous outcome for any organisation.

5)  To Help Motivate Staff 
Inorder  to develop ‘happy’ staff members:- This can be achieved by showing that the staff are recognised by the organisation as being valued members. Staff Bonuses might be used as one type of incentive/motivation tool for workers inorder to encourage them to  reach or exceed production, sales or efficiency targets, for instance….
Furthermore, the department has the goal of seeking to enhance or uphold the quality of the ‘In the workplace’ experience of the employees of the organisation.  
5. Performance Management – The HRM Department has been given the job to make sure that the  performance of every individual is heightened or maintained to the required productivity targets and quality  standards and of the organisation. 
To this end, the H.R.M. are to ensure that the individual workers are committed and that the workers give their very best efforts, consistently to all projects, jobs or duties, expected of them.  
The HRM is also concerned with creating a team atmosphere, so that individuals do not feel excluded or unjustly discriminated against by their peers. Another objective is to help the staff member feel that he or she is making an important contribution to the team or organisation as a whole. As consequence,this will serve to create more higher levels of trust and loyalty between members of staff…External customers will be very impressed if they see that the company’s or organisation’s staff respect each other and can work well together.
6. To encourage the fair treatment of employees, irrespective of the how lowly employee’s position in the organisation might be, in compliance with leglislation and ethics of the organisation.
7.  Societal Objectives
A Business or organisation has a responsibility to its society that it operates in and must also abide by its nation’s laws and are also subject to any global international business laws.

The HRM department in its remit will oversee that any duty-bound legal, ethical and environment issue are given appropriate  attention.
For example:-
1) Legal issues such as Equal opportunities and equal pay for all employees;
2) An issue like endangered Wild-life (who are displaced by industries) This would actually probably be a complex issue with both ethical and environmental concerns to deal with;
3) Societal responsibility issues:- those such as helping the society by job creation, improving healthcare provision and other social development projects.
 

iii)  Outline the ethics of HRM as relating to the organization and the individual employee.

Under a general code of ethics, H.R. Department’s staff responsiblilities to the:-

1) Organisation are:-

a) The staff must develop and maintain a good, trusting professional relationship with the owners of the business and/or organisation. 

It is important that the views, interests and reputation of professional integrity of the stakeholders are protected.

From a moral standpoint, it would be ethical that the H.R. staff do not participate in controversial activities within the organisation. This could cause conflict or dissension between the stakeholders, themselves…and or with members of the staff.

b) The HRM Department have the exclusive responsibility to make sure that they actively promote the practice of fair treatment of their employees and the practice of executing justice in their decision-making duties,  towards:-

i) staff members- regardless of staff member’s level of post in the organisation.
ii) The organisation itself 
iii) And towards its people in general.

2) The Individual:-

a) It is the responsible of the H.R. Department to abide by the Data Protection Act 1988 and the Equality Acto 2010, in that they are to protect the individual’s rights as employees to have their personal information and personal data, which is  held by the organisation to be stored safely.

To this end, the organisation should not allow any individual staff members’ personal information or data the unauthorised access to  that is held, communicated or distributed or tampered with. Some of the information may be very sensitive and confidential in nature, and if the information was released into the wrong hands – they could misuse it ergo….for vindictive purposes or commercial gains.

b) That any individual’s information and data is used fairly, appropriately in Human Resources Management Decision-Making and in accordance with organisational Data Protection and Equal Opportunities policies  and procedures



iv) What are the benefits of a clear recruitment process?

Utilizing a clear recruitment process is really going to benefit a company in a number of substantive ways:-

Benefit 1.

You will select the best possible candidate for the position, who will hopefully go on to fit in well within the organisation, adapt quickly to the job role and ultimately become a productive member of the company or organisation.

Benefit 2.

Time and Labour Savings.

By having a structured, business-like recruitment process, which should also be built upon sound logic, business awareness, and appropriate principles of H.R. ethics and relevant legal considerations:- the recruiters can save huge amounts of time and labour-intensive effort in screening the applicants for a job,  inorder to match the selection criteria for that specific job post.

The HR staff who may do the recruiting for the organisation, won’t have to waste time in the execution of the several sub-processes that maybe intrinsic components  within the overall recruitment process e.g.

i) The advertising of the vacancy;
ii) The applications and C.V. Analyses;
iii) Aptitude testing;
iv) Selection of candidates for interviews;
v) Following-up on Job References and Character References.
vi) Hiring


Benefit 3.

With a clear recruitment process in place, recruiters can follow efficient, effective and easily understandable steps and procedures in each of the sub-processes…This will lead to clear decision-making in the selection process…and will help to weed out the poor candidates from the strong candidates….with the correct, final selection being made -  based on the pool of candidates available to H.R.


Benefit 4.

Recruiters can happily rely on the process as being fool-proof and stringent enough so that they don’t select the wrong candidate or make serious mistakes along the way. This is definitely beneficial when the H.R. personnel are under a lot of pressure themselves to recruit the right candidate within a prescribed deadline. 


v) How many opportunities of staff development can you think of?

There are potentially many training and learning opportunites that companies and organisations may wish to facilitate or provide for their staff’s continued professional development (CPD).

e.g. These opportunities are listed as the following:-

Full time or Part Time company sponsored degree programmes
Formal coursework
Staff attendance at business or trade related seminar and conferences and networking with other like-minded people in the industry.

Informal learning and self-learning 

Staff encouraged to part take in Mentoring  or Coaching Scheme. 

Consultation with experienced superiors who have done the individual’s job before..to seek advice and personal improvement in the role.

Mentoring…individuals maybe given a Mentor, who can show the Trainee how to the job and provide feedback and advise and nurturing to help shape the worker into a productive, valued member of the staff.

Closely related to Mentoring and Coaching is Reflective Supervision:- involves the individual to reflect on his or her performance and progress, under the supervisor’s guidance.

Case Study Method:- Placing a staff member in the role of a decision-maker inorder to deal with a problem.

External Technical Assistance:- This may entail assistance such as receiving formal training from outside Training Providers and from customer technical support services helplines or through other means…for instance:- Online courses – formal, industry recognised training and education and/or informal MOOC training.




2. Is there a need for human resource management specialists and if so what should their role be? How is this role evolving?

A) There are various roles for  different typses of HRM Specialists that these people could be employed for an organisation or company…depending on the actual needs of the organisation.

If there is a need for:-

i) Employment Recruitment and Placement, then the HRM Specialist could be employed in this area to manage the Applicants’ Screening Process and be responsible for employment/hiring  of suitable staff to fill job vacancies.

Their job may  involve utilising different Recruitment methods to achieve these functional objectives, such methods as the company website, advertising with Employment Agencies, etc and help the employer mathch the right applicant to the job.

ii) If there is a need for designing and administrating Benefit programs, the employer could hire a HRM Specialist to carry out this function – in the role of a Designer and Administrator of the Benefit programs. Examples of Benefit Programs are Retirement Plans and Health Insurance Plans (the latter in the U.S.A.) 

One pre-requisite is that a HRM Specialist in this area, must be fully conversant with the nation’s laws that the company or organisation operates from – specifically the laws that have an affect on the Benefit being offered by the organisation.
iii) If the employer needs a Job Analysis performed on a new position that is going to be created within the organisation

Or if the  employer needs Job Analysis done on existing several jobs that are performed by existing employers, then this Job Analysis work can be  completed by a HRM Specialist – The Job Analyst.

It will be in the role of a Job Analyst to determine Job Titles and Job Descriptions and assignment of position classifications, in the organisational Employee Structure.

iv) Where there is a particular need to establish or manage the Training and Development of new staff and existing employees, then a Training & Development Manager can be employed by the organisation to manage the programme and/or to run training sessions.

The Manager may be incharge of a team of Trainers, who deliver the training to employees. Examples of training programmes could be:-


Employer Induction/Orientation

Continuing education course, such as professional development workshops and/or seminars.

v) Labour Relations

In scenarios where:- 

i) The successful resolution is sought by an organisation of employee dispute;
ii) Disputes between Management and Staff and/or grievances between the parties involved. 

iii) Where contract negotiaitions talks need to place.

iv) Issues of workplace safety need to be addressed and reconciled, then labour relations HRM Specialist can be engage his or her professional services to execute the role of 

· A Negotiator with Labour/Trade Unions or Staff Representatives;
· As a Company/Organisation Liaisons Officer between the organisation’s Management and staff. 

B) How is the role of HRM Specialist evolving?

The traditional approach to HRM was that HR was seen only to be as an administrator of policies and procedures.

However, because of increases in competition and opportunities, many organisations have looked or are now looking at HRM as a Strategic Business Partner.

Nowadays, the HRM is used as a partner to top level Management to help the organisation achieve organisational goals.

A great many of HR Professionals now understand the concepts and functions of business, such as Sales, Production, Finance and Marketion aswell as other business functions.

There has been a definite shift towards employee satisfaction being an important element to achieve in the work place, i.e. making the businesss or organisation adhering to the adage that ‘ a happier employee always gives his or her best in reaching organisation’s goals’. Which is oftentimes is a salient fact!













Case Study

Tony works in Big Star a city hotel. He is full time employee and has been working there for the last three years. But he is not happy with his job. He says that his pay is poor and he has to work on the weekends. 


1. What does his statement suggest about the motivation of this hotel worker?

It appears that Tony, in reference to his statement…that he has level of  motivation is very low,  in his current position. This is due to his basal opinion that he is poorly paid and is required to work on the weekends.


2. Identify and explain two possible ways of how Tony’s his motivation could be improved?


First of all, let’s look into his character in the respect that he has been working full time for 3 years in his position at the hotel…therefore we can assume that eventhough he is demotivated to say the least about his predicament…he is good at his job...he has been there  for 3 years, which is a substantial amount of time. It also shows that he is a loyal employee.

Tony’s motivation can be improved in 4 ways, viz:-

a) The company could give him a satisfactory, pay rise…in line with industry pay..or higher (if the employer can afford it). Having a pay rise should certainly prove to Tony, his value to the hotel and demonstrates that the employer appreciates his efforts at work by rewarding him in this way. It may even encourage him to stay at the hotel and not to look elsewhere for work.

For example, he could get an hourly increase in pay for working unsociable hours at the weekend.

b) Promotion to another job…with more responsibilities and remunerations and prestige. After all, he has been there for 3 years now…the Management should have  recognise his potential by now for higher positions  within the Hotel.

c) If there is not an opportunity for career advancement at this time…there maybe in the future, due to the  possible leaving or otherwise sacking of other staff. In anycase, if the employer  recognises that Tony is worth further investment in- in Training and continued professional development…then Tony could be offered further training and national recognised qualification in a specialist area of the hotel business that the boss believes he could fit into…when the time is right, ofcourse.

d) It maybe possible that there could be an opportunity to re-schedule Tony’s hours so that he doesn’t have to work every weekend..He may be able to rotate shifts with other members of staff…if the boss wants to enforce this arrangement with other staff. The benefits are that Tony will be more happier, more motivated to perform well, consistently in his job role…and that the hotel will be able to retain a loyal and committed employee.
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