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Importance of Human

Resource Planning
Acquiring right Employee
Improves Employee s Efficiency
Develcpment of Personnel
Increase Employee Satisfaction
Analyse Future Manpower Needs
Control Employee’'s Turnover
Long Term Growth
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FIGURE 1-4 Trends Shaping Human Resourc,é

Trends

- Globalization

- Increased competition

- Deregulation and increased
indebtedness

- Technological innovation

- More high-tech jobs

- More service jobs

- More knowledge work

- An aging workforce

- Dramatic economic
downturn starting

in 2007,/2008

- De-leveraging plus a likely
slowdown in deregulation
and globalization

- Slower economic growth in
many countries

A

So Companies
Must Be

- More competitive

- Faster and more responsive
- More cost-effective

- Human-capital oriented

- Quality conscious

- Downsized

- Organized flatter

(fewer layers)

- Organized around

empowered teams

- Leaner
- More fiscally conservative
- More scientific in how they

make decisions

%

Managem

€. 4

Employers Will Therefore
Expect from HR
Management That They

- Focus more on big picture

issues such as helping the
company achieve its
strategic goals

- Find new ways to provide

transactional services such
as benefits administration

- Create high-performance

work systems

- Take steps to help the

employer better manage
challenging times

- Formulate practices and

defend its actions based on
credible evidence

- Manage ethically
- Have the proficiencies

required to do these things—
for instance, a command of
strategic management and
financial budgeting
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e
Types of Data Collected Through J'og Analy

5

L‘.‘.

-~ li-’ \\‘4
A

A

e
Work Activities — work activities and processes; activity records
(in film form, for example); procedures used

Worker-oriented activities — human behaviors, such as physical actions
and communicating on the job; elemental motions for methods analysis;
personal job demands, such as energy expenditure

Machines, tools, equipment, and work aids used

Job-related tangibles and intangibles — knowledge dealt with or applied ,
materials processed; products made or services performed

Job context — work schedule; financial and nonfinancial incentives; physical
working conditions; organizational and social contexts

Personal requirements for the job — personal attributes such as
personality and interests; education and training required; work experience
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Online job&nlﬁati " 2

e O*NET online database:

* Describes employee attributes and workplace
requirements.

e Describes KSAs.

* Updated every 5 years, surveying a broad range of
employees from each occupation

* http://online.onetcenter.org



http://online.onetcenter.org/

Sample Job descrlptlo i

Identification Section:

Position Title: Human Resource Manager

Department: Human Resources EEOC Class: O/M

Reports to: President FLSA Status: Exempt

General Summary: Directs HR activities of the firm to ensure compliance with laws and policies, and as-
sists President with overall HR planning

Essential Job Functions:
. Manages compensation and benefits programs for all employees, resolves compensation and benefits

questions from employees, and negotiates with benefits carriers (20%)

2. Ensures compliance with both internal policies and applicable state and federal regulations and laws,
including EEO, OSHA, and FLSA (20%)

3. Identifies HR planning issues and suggested approaches to President and other senior managers (15%)

4. Assists managers and supervisors to create, plan, and conduct training and various development pro-
grams for new and existing employees (15%)

5. Recruits candidates for employment over telephone and in person. Interviews and selects internal and
external candidates for open positions (10%)

6. Reviews and updates job descriptions, assisted by department supervisors, and coordinates performance
appraisal process to ensure timely reviews are completed for all employees (10%)

7. Administers various HR policies and procedures and helps managers resolve employee performance and
policy issues (10%)

8. Performs other duties as needed and directed by President

Knowledge, Skills, and Abilities:
Knowledge of HR policies, HR practices, and HR-related laws and regulations
Knowledge of company products and services and policies and procedures
Knowledge of management principles and practices
Skill in operating equipment, such as personal computer, software, and IT systems
Skill in oral and written communication
Ability to communicate with employees and various business contacts in a professional and courteous
manner
Ability to organize multiple work assignments and establish priorities
Ability to negotiate with others and resolve conflicts, particularly in sensitive situations
Ability to pay close attention to detail and to ensure accuracy of reports and data
Ability to make sound decisions using available information while maintaining confidentiality
Ability to create a team environment and sustain employee commitment

Education and Experience: Bachelor’s degree in HR management or equivalent, plus 3-5 years’ experience

Physical Requirements: Percentage of Work Time Spent on Activity
0%-24% 25%-49% 50%-74% | 75%-100%

Seeing: Must be able to read computer screen X

and various reports

Hearing: Must be able to hear well enough X

to communicate with employees and others

Standing/walking X

Climbing/stooping/kneeling X

Lifting/pulling/pushing X

Fingering/grasping/feeling: Must be able to X

write, type, and use phone system

Working Conditions: Good working conditions with the absence of disagreeable conditions

Note: The statements herein are intended to describe the general nature and level of work performed by employees, but are not a complete list of respon-
sibilities, duties, and skills required of personnel so classified. Furthermore, they do not establish a contract for employment and are subject to change at
the discretion of the employer.
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What Different Tests Measure

\ 4 \ 4 \ 4

Cognitive Motor and Personality Current
abilities physical abilities and interests achievement

6-30



Background Investlgagom an

Reference Checks

Former Employers

/ Current Supervisors
—_

Sources of Commercial Credit
Information Rating Companies

Written References
Social Networking Sites

Copyright © 2011 Pearson Education 6-31
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PM process includes ¥ i . o

* Performance Appraisal
* Performance Feed Back
* Performance based Rewards and Development
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Who Performs the Appraisal’#is

y

o \\J

=y

* |Immediate Supervisor * Evaluation Teams
* Higher Management * Customers
* Self-Appraisals e “360° Appraisals”

* Peers (Co-Workers)
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The 360° Appraisal In(eﬁewkh i

K’{ Supervisor }4\5
Other ot
Qllpprinrq \ / Aupﬁ
/ Individual

Peers |4—h Staff '1—D| Customers

Self-Assessmen t
\ A /
/ \ Teams
A4
Sub-Ordinates
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* Training: enhances the ¢ Development: enhances

capabilities of an the capabilities of an

employee to perform employee to be ready
his or her current job to perform possible
 Focuses on the future jobs

current job
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ITraining Methods

® On-thejob training (OJT): training is at the actual work
site using the actual work equipment

® Advantages:

Enhances the transfer of training: the training setting and the work
setting are the same

May reduce costs: avoid the cost of a separate training facility
Enhances trainee motivation: job-relevancy of training is more
obvious to the trainees

® Disadvantages:
May be disruptive to normal operations
May have more distractions that interfere with learning

May have safety concerns

42
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Training Methods ‘ :‘ R
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® Off-the-job training: training takes place off the job at a
training facility designed for training
® Advantages:
Avoids disruptions to normal operations

Minimizes distractions

Avoids safety concerns

® Disadvantages:

Transfer of training may be more difficult due to differences
between the training setting and the work setting

Costs may be higher due to the cost of the training facility

Trainee motivation may be reduced because the job-relevancy of
the training is not as obvious

- i
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The Career Develop@eﬁPr

%

MATCHING INDIVIDUAL

AND

ORGANIZATIONAL NEEDS

ORGANIZATIONAL

INDIVIDUAL NEEDS

NEEDS
Staffing
Development
Leveling off
Re-staffing

Making career/job choice
Making contributions
Fitting into organization

Using experience
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Importance of LMR

* Uninterrupted production.
* Reduction in industrial disputes
* High moral

* Industrial peace

* |Industrial democracy

* Minimized wastage

Rapid national development

* Increased social justice.

05-Sep-22 54



LMR System

Employees

Employers

Employers’
Associations

Industrial relations

Trade unions

Government

05-¢

Courts and tribunals
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Why Employees Unionize

* They are dissatisfied with how they are treated by
their employers.

* They believe that unions can improve their work
situations.

* Betterment of relationships
* Platform for self expression
 Sense of belongingness

* Sense of participation

* Sense of Security

* Minimize discrimination

* Grater bargaining power

05-Sep-22 15-58



Factors Leading to Employee Unionization

Working Environment Compensation

+ Inadequate staffing + Non-competitive pay
+ Mandatory overtime + Inadequate benefits
+ Poor working conditions + Inequitable pay raises

|

DESIRABILITY OF
UNIONIZATION

1

Employee Treatment

+ Job insecurity
+ Unfair discipline and policies

Management Style
+ Arbitrary management

decision making
+ Use of fear and intimidation
+ Lack of recognition

¢ Lack of response to complaints
+ Harassment and abusive
treatment

15-59
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TACTICS USED Iin CONFLICTS

« Tactics used by labor unions include:
- Strikes STOA/
- Boycotts E / K E
- Work Slowdowns | g
- Pickets




Tactics used by management

» Lockout -- An attempt by
management to put pressure on
workers by closing the business,
thus cutting off workers’pay.

* |njunction -- A court order
directing someone to do something
or refrain from doing something.

. * Strikebreakers -- Workers hired to &%
- do the work of striking workers until &
the labor dispute is resolved; called

W scabs by unions. Pre
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