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L Role of Human Resources Manager
Objective

“Staff” function - with staff authority

1. To enhance teachers’ understanding of giving managers the right to advise

HRM
2 To facili b 1 ] q bi other managers or employees =
. To facilitate better learning and teaching advisory relationship —
performance e

ey
et

Harol

Forecastar |
Vs Ragranin Romor & | Magsh A L
Buactar © Safee Gaer FaMt
i Rwenspar 1 b otesndger Db tanage

| Eprreran il e | rovempens

3. To foster a closer link between subject
content and assessment needs




Examples of Supporting Role

Line and Staff Line and Steff

Involvement in Recruifing  Involvement in Training
¥ ¥

o Line managers describe what they expect
the trainees to be able to do.
0 HR team designsa training program and
helps line managers to admnister,

Source: Dessler, G. & Tan C. K. {2009}, Human Resource Management - An Asian Perspective (2" edition),
Singapore: Pearson

Overview of HRM Functions

Source: Pride W. H., Hughes, R. §. & Kapoor, K. R. {2014), Business {12'" ed}, USA: Sauth-Western
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HRM Activities: Acquiring
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Benefits
(Tadineel Compensation)

Manpower Planning/
Human Resources Planning

The process to ensure the right number
and Kinds of people, in the right place

and at the right time to perform tasks

IndustvislRelation well.
)
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Steps in Human Resources Planning

Steps in Human Resoutces Planning
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Source: Bovee, C. L. & Thill, J. V. {2013), Business in Action (6 ed), USA: Pearson




Figjura 2.4 EXTERNAL ERVIRONRENT

Recruitment Sources

The Human . e ARTERNAL ERVIRONMENT
Resourte Planning
Process

» Sources from which a company recruits
potential employees are a critical aspect of its
overall recruitment strategy - form a pool of
qualified job candidates from which
management selects employees

1. Internal ﬁ ﬁ)‘i}%

> “hiring-from-within” and “promotion- from-
within” (current employees)

2. External
» labour market outside the organization

Staffing -
Recruiting & Selection Process

The Rearuiting Process

Question for Discussion
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Internal Source vs External Source?

Advantages and Disadvantages?
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Source: Bovee, C. L. & Thill, 1. V. {2013), Business in Action (6" ed), USA: Pearson




External Recruitment Methods

* Advertising * Professional
« Referrals associations / trade
unions

* Government and o
private employment ° _erte-lns and walk-

agencies ins

- Executive search * e-recruitment
firms / headhunters °* Recruitment day

* Educational » Company websites

institutions (intern)

Apglicarts Supervisors and

complete oihers interview fincd

opplicefion condidotes to moke
foms final chaice

The recruitment and selection process is a series of hurdles
aimed at selecting the best candidate for the job.

Source: Dessler, G, & Tan C. H. [2009], Human Resource Management — An Asian Perspective (2™ edition),
Singapore: Pearsan
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Steps in Selection Process

Outcomes of a
High-Performance Organization

Source: Noe, R. A, Hollenbeck, J. R, Gerhart, B & Wright, £ M. [2014), Fundamentals of Human Rescurce
Management {5 ed}, Singapore: McGraw-Hilt



Interlocking Elements of a
High-Performance Organization

Objectives of Performance Appraisal

1. Discriminating on the basis of
performance

. Rewarding performance

2
3
4.
5

Developing employees

Giving feedback to employees

Your perforimance
rating ..
Exceilent
" Very Good
Good

Average
Below Average &

Placement decisions

Source: Noe, R. A, Hollenbeck, . R., Gerhart, B & Wright, P M. {2014], Fundamentals of Kuman
Resource Management (5' ed), Singapore: McGraw-Hill

; Performance Management and
Performance Appraisal

Key Process of Appraisal , =~ Peformance

Process

» Performance management is a

process through which organization 1. Identify performance goals and

are standards
can ensure that employees’ activities 2. Measure employees’ actual
and outputs are congruent with performance

organizational strategies and goals

» A much broader concept than
performance appraisal

s

3. Prepare appraisal record

4. Assess performance discrepancies /
deviation

5. Conduct performance appraisal
interview or discussion

6. Devise remedial action and follow-up




Performance Appraisal Tools

. Ranking ° Grading

* Graphic rating * Behaviour
scales observation scales

* Behaviourally
anchored rating

* Critical incidents

* Management by

objective (MBO) scales
* Essay description ....

Training and Developmentisa
useful tool for:

* Implementing a new policy/strategy/culture
and effecting organizational change

* Meeting a major change in the external
environment

* Solving a particular problem, e.g. helping to
remedy substandard job performance
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Training and Developmentis a
useful tool for:

* Preparing employees for advancing to
positions of higher responsibility and
provide opportunities for personal growth

* Entry training for new employees 2
orientation and socialization

* Organisatéérizil variablas
* Task variables
+ Person variables

+ Leaming
+ Behaviour
+ Results

Source: Stone, R. J. {2011}, Human Resource Management {7 ed}, Singapore: John Wiley




Training and Development Methods:
On-the-job

Components of Employee Rewards

Learning 1. Financial Rewards - direct and indirect:
includes pay and benefit or just pay (cash

remuneration)

2. Non-financial Rewards - job (intrinsic
reward) or from psychological and / or
physical environment in which the
person works

» 2 Total Compensation

Joh rotation

Training and Development Methods:
Off-the-job

Vestibule
training

o Base pay .0 * Insurance O ‘& Interesting work: Good HR poficies
* ‘Incentive pay ‘e Superannuation * Chatlenga /707 :and praclices -
—bonuses ‘¢ Medical and « Responsibility < a Competent

—commissions : “health * Recognitian -~ stipervision
+ Allowances + Childcare’ ’ * Advancement * Congenial
~gvartime * Employse s Performance colleapues
- shiftwork assistance faadback » Safe and healthy
= Flexibla work work erwirenment
schedules * Fair treatment
* Holidays s Opportunities for

Simulations | learning and
_—/ devalopment
* QOpen

communication
* Career security




Job Evaluation Methods

Basisfor comparson - Whole job (qualtative Job factors (quantitaive)

Jobranking Factor comparison

Jobversus job

Job versus scale Job grade Point system

Maintaining Good Employee Relations --
Monitoring Job Satisfaction

® Employers can better retain employees if
they are aware of satisfaction levels, so they
can make changes if employees are
dissatisfied.

¢ A systematic, ongoing program of employee
surveys of measuring job satisfaction should
be part of the organization’s HR strategy to
monitor trends and prevent voluntary
turnover. Job Satisfaction Survey

oy : o Naithee Satiativ
Cissatisfied “ Hor Digratisfiad

Increasing Job Satisfaction

Source: Nog, R. A, Hollenbeck, J. R, Gerhart, B 8& Wright, P. M. (2024}, Fundamentals of Human
Rescurce Management (5t ed}, Singapore: McGraw-Hill

Motivation

» Motivation energises, directs and sustains
human behaviour.

* Increasing cost pressures and keen
competition ...... strategic importance of
employee motivation.

» High or low level of motivation is reflected
in a number of indicators




Hignh Rate of Turnover
of Empioyegs

Low Levels o

High L guelg o
Mareriale

Production
Wasiag

Low Morale i
Highar Incidence
of Accidents

More Abseniegigm
Freauent Compiaingg
Stiikes, it Unisnize
More Tardingss .
Weork Siowdowng

* Interesting and challenging work

» Participation in decision making

» Freedom to decide how tn do the job
* Sense of achievement

+ lmpressive job tHile
+ High-status job
* Praize znd recognition
from superdsor and colloagues
+ High performance rating
+ Large merit increase ..
* Perfarmance honus

Estoem”
(salf-esteamm, respect from atharg)
S R * Friendiy colleaguas

'3_ R » Friendly suparvisor
. o Social * Sccial and sporting
(friendship, affection, acceptance by others) activiies

* Safe and healthy workplace

* Job security

* Secure wage ¥ : : SSalely R

« Guarantead benefits tsecurity, stability, freedom from fear or threal}

* Superannuatien I "_5' s :_::- SN ., v Basic wage
‘Physiolegical i * Ajeb

{food, water, air, sax, shelter}

Herzberg’s Dual-factor Theory

Motivators

Jobs vith linited challenge and opportuntty obs with chaltenge and oppartunity for -

for achievement ang advancemsant athievement and advancerent
4] +
No satislacticn Satisfaction

Hygiene factors

1ob security and werking conditions arid werking conditions

Dissatisfaction No dissatisfaction

2
McGregor’s Theory XandY | .5 regor

» Theory X:

>'The assumption that employees dislike
work, are lazy, seek to avoid
responsibility and must be coerced to
perform.

« Theory Y:

»The assumption that employees are
creative, seek responsibility and can
exercise self-direction.




Suggested Group Discussion

* Assume you were an HR manager, what
specific HRM functions /activities
would you perform?

» Search websites for information and
practices about HR activities of at least
two similar companies and make
comparison.

* Present your findings
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