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Unit – I:
Definition, Evolution, objectives, scope and functions of HRM. HRM Typology, system, strategy, and matrix of HR – Stakeholders and Integrated Models of HRM – Line vs. Staff - The changing environment and role of HRM. Competitive challenges influencing HRM – HRIS: Three levels comparison – Competency Framework for HR professionals.

Meaning of HRM:
In simple sense, Human Resources Management means Employing People, Development their Resources, Utilising, Maintaining and Compensating their services in Tune with the Job and Organisation Requirements with a view to contribute to the goals of the Organisation, Individual and the Society. 
Definition of HRM:
1) Michael J. Jucius defined Personnel Management as “the field of management which has to do with planning, organising, directing and controlling the functions of procuring, developing, maintaining and utilising a labour force. 
2) According to P. Subba Rao, HRM is Managing (planning, organising, directing and controlling) the functions of employing, developing, compensating and utilising human resources, resulting in the creation and development of human and industrial relations which would shape the future policies and practices of HRM, with a view to contribute proportionately (due to them) to the organisational, individual and social goals. 
Functions of HRM:
The functions of HRM can be broadly classified into two categories: 

1) Managerial Functions

2) Operative Functions

1) Managerial Functions:
Managerial Functions of Personnel Management involve Planning, Organising, Directing and Controlling. All these functions influence the Operative Functions. 
2) Operative Functions:
The operational functions of HRM are related to specific activities of personnel management, viz., employment, development, compensation and relations. All these functions are interacted with managerial functions. Further, these functions are to be performed in conjunction with management functions. 
SCOPE OF HRM:
The Scope of HRM includes: 
· Recruitment 

· Selection

· Induction

· Training 

· Development

· Retraining 

· Performance Appraisal & Counselling 

· Wage and Salary Administration  
· Maintenance 
· Motivation 

· Industrial Relations

· Employees Participation in Management. 
EVOLUTION OF HUMAN RESOURCE MANAGEMENT

HRM practices emerged during the industrial revolution in the 18th century when factories employed a large number of people to operate machines. Recruitment, payment and training became specialized activities, which required specialized people to do them for the organizations.

Since then, the HRM function has evolved both in its functions, roles and even in terminologies. For example:
· Personnel administration

· Manpower management

· Personnel management

· Human resource management

· Strategic human resource management 

This change in terminologies is a reflection of the paradigm shifts in business life.

“A paradigm refers to a particular way of thinking about, seeing and doing things”

Kathryn McKee, cited in Brewster (2000), has identified four periods in the evolution of HRM

1) Mechanistic period – This is the period from the 1900’s – 1950’s when manufacturing was the driving force in industry. The main focus was on administrative functions such as recruiting, dismissing, paying, dealing with labour unions and keeping records. Management of people was guided by the principles and ideas of scientific management advocated by Fredrick Taylor and Henri Fayol. As such efficiency was more important than human relations

2) Legalistic period – This is the 1960’s – 1970’s which was characterized by legislation in the civil, social, political and employment areas. This involved regulation of the employment and labour markets through laws and policies such as Africanization and Kenyanization in Kenya, Equal Opportunities Acts in the USA and many others to regulate labour unions and employment contracts. This period also ushered the computerization of HR information.
3) Organistic Period –This is the period of organizational change associated with the 1980’s. Globalization as a result of technological change led to mergers, acquisitions, downsizing and rightsizing of organizations. Workforce became more diverse as a result of immigration, expansion of cross-border businesses, more educated workers with increased awareness. These changes required specialist personnel systems.
4) Strategic period – 1990’s – This is a period of more complicated organizations with complex structures and networks. The hallmarks of this period are increased competition due to globalization hence the need for survival. Organizations adopted strategic planning. The role of HR was elevated to the highest level in the organization reporting to the CEO and the Board of Directors.

The future in the 21st century is predicted to be catalytic (a catalyst for change and the key for competitive advantage due to:
· Cultural mix

· Use of part time workers

· Innovative compensation practices

· Flexi time

· Team work
HRM Typology:
Reasons for Growth of Human Resource Management: 

Technical factors:
· Industrial revolution – changes in the methods and techniques of production, which required new principles, and methods of dealing with them.
· New experiments of social scientists - parallel work by social scientists, anthropologists and psychologists e.g. Taylor,  Fayol, Mayo and McGregor influenced how industries managed workers.
· Growth in the size of organizations – increased production, number of workers needed specialized departments to handle worker’s issues.
· Labour Unions – after World War 1, trade unions developed in response to poor working conditions, exploitation, politics etc.  Organizations were forced to cooperate.

Cultural and social /political factors:

· Better workers’ education

· Immigration – rural-urban, inter - country.

· Labour mobility- across industries and organizations

· Composition of labour in terms of gender, racial and age

· Liberation/democratic movements e.g. independence, welfare states e.g. Russia (communist countries).
Others:

· Change in managerial outlook – seeing labour as a partner rather than an enemy.

· Change in form of business organization, mergers, acquisitions, MNC

· More complex production techniques.

· New policies, strategies etc due to globalization, competition etc.

· Contribution of the social sciences – views and theories on human relations have been developed.

THE MODELS OF HRM: 

Scholars in HRM have developed various models or theories to explain the concept and practice of HRM. Some of these models are:
(i) The matching model of HRM by Fombrun et al (1984) also known as the Michigan Model
(ii) The Harvard Model by Beer et al (1985)
(iii) The soft and hard models by Guest (1987)

The Matching Model of HRM – 1984: 
In this model the writer proposed that HR systems and the organization structure should be managed in such a way that they are congruent or match with the organizational strategy – hence the name matching model. The writer suggested that the HRM function should be linked to the line functions by doing the following:
· Providing the business line with HR information

· Ensuring that HR mangers give HR issues equal attention with other functions. 
· Measuring the contribution of the HR function at the strategic managerial and operational levels. 

· Match available HR to existing jobs

· Appraise performance

· Reward good performance

· Develop high quality employees

This model is instrumental and calculative and emphasis is on the term ‘resource’· Aligned to the ideas of Fredrick Taylor on productivity and cost effectiveness. 

The Harvard Model -- 1985: 

Beer et al (1984) developed this model at the Harvard school. The model is based on the belief that:
· People must be seen as potential assets rather than merely as a variable cost

· HRM belongs to line managers

· HRM involves all management decisions

· Line managers should accept more responsibility for ensuring the alignment of competitive strategy and HR policies

· Recognizes the importance of trade offs between the interest of employers and employees

· The context of HRM includes employee influence and participation

· HRM is composed of policies that promote mutuality of goals, influence, respect, rewards and responsibility

· HRM outcomes are commitment, congruence and cost-effectiveness.

The Soft and Hard HRM Models: 

Guest (1987) identified two versions of HRM which he referred to as soft and hard.

Soft HRM: This model proposes that:
· Employees are not like any other resource because they think and react

· Employees need opportunities for their personal growth and advancement

· HRM should encourage high employee commitment to the organization

From the foregoing soft HRM is more developmental oriented with a humanistic focus based on explicit statements about the value of employees. Employees are seen as active partners who are creative and innovative rather than passive inputs. An organization practicing soft HRM would be expected to stress the importance of employee commitment, trust and loyalty. The values of soft HRM are consistent with the Harvard model.
The Hard HRM Model: This model proposes that:
· Employees are just like any other factor of production in the input – output equation. 

· Need to improve employee utilization by using them cost effectively.

· Employee interests are the same in the organization (unitarism). 

LINE VS. STAFF: 
Line Functions:  
Refers to those functions that contribute directly to the accomplishment of the basic objectives of the firm. For example in a manufacturing firm, production, quality control and procurement may be seen as line functions.

Staff functions: 
Refers to those functions of the organization that help the line to work most effectively in accomplishing the primary objectives of the organization. These may include HRM, research and development, purchasing and supplies, public relations and finance.

The relationship between staff functions and other organizational functions is advisory and consultative. They investigate, research, and give advice and guidance. It is important to note that within even a staff department there are line authorities – manager- subordinate. Hence a staff function also has line authority within it. Staff function occurs only in relation to other functions/departments in the organization.

HUMAN RESOURCE INFORMATION SYSTEM (HRIS): 

Human Resource Information System (HRIS) is a systematic way of storing data and information for each individual employee to aid planning decision-making, and for submitting of returns and reports to the external agencies. 
The information required may be: -
a) Duties and responsibilities of every job in the organisation

b) Skills possessed by every employee

c) Organisation’s future HR needs

d) Current productivity of Human resources and 

e) Identification of Training Needs

1) PURPOSE OF HRIS:
HRIS is basically used for the following purposes: -
a) Storing information and data for each individual employee for future references. 

b) Proving a basis for planning, organizing, decision-making, controlling. 

c) Meeting daily transactional requirements such as marking present/absent or granting leave. 

d) Supplying data and submitting returns to government and other statutory agencies. 

2) BENEFITS OF HRIS:

Following are the benefits of HRIS:
· Higher speed of retrieval and processing of data

· Reduction in duplication of efforts leading to reduced cost

· Better analysis and decision-making

· Higher accuracy of information and reports generated

· Fast response to answer queries

· Improved quality of reports

· Better work culture

· Streamlined and systematic procedures

· More transparency in the system. 

Competency Framework for HR professionals:

Unit – II:
Job analysis – Systems exchange model. Analysis and mapping of workflow. Job characteristics model. Job Design - Job evaluation – Towers Perrin Model of Total Reward - Performance appraisal – HR Planning – Gallagher HR Estimator – Cohort Analysis – Recruitment- Yield – ratio Analysis - Process of selection, placement and orientation. Training Methods – Kirkpatrick and Pecuniary Utility Models of Training – MDP.

Meaning of Job Analysis:
According to Edwin B. Flippo ‘Job analysis is the process of studying and collecting information relating to the operations and responsibilities of specific job’. 

Purpose of Job Analysis: The purpose of Job Analysis is for: 
1) Human Resource Planning (HRP)

2) Recruitment & Selection

3) Training & Development

4) Job Evaluation 

5) Remuneration

6) Performance Appraisal 

7) Personnel Information

8) Safety and Health

Methods of Job Analysis: Methods of collecting Job Analysis information include: - 
a) Observation Methods: Methods of observation includes: - Direct observation, work method analysis, critical incident technique. 
b) Interview Method: Interview method is a useful tool of job analysis to ask questions to both incumbents and supervisors in either an individual or a group setting. 
c) Questionnaire Method: It generally contains structured questions, both open and close ended multiple choice questions. 
Types of Job Analysis: Job Analysis can be classified into two
a) Job description 

b) Job specification
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JOB DESCRIPTION: 
· Job Title
· Location

· Job summary

· Duties

· Machines & Tools

· Materials

· Supervision

· Working conditions

· Hazards

JOB SPECIFICATION:
· Education
· Experience

· Training 

· Judgement

· Initiative
· Physical effort & skills

· Responsibilities

· Communication skills

· Emotional characteristics

· Sensory demands (sight, smell, hearing etc) 

SYSTEMS EXCHANGE MODEL:

Since the job is the connection between the organization and the employee, it may be useful to develop a model based upon this common connection.

We can say that both the organization and the employee contribute to the job and expect to receive something from it. In order for these results to come about, something has to happen inside the job.

[image: image2.emf]
(Figure 2 Systems exchange model of job analysis)
The vertical dimension of the model is the person-job relationship.
· The person brings his or her abilities and effort to the job (cell 1).

· These are used in activities, which are divided into physical, mental, and interactional types (cell 3).

· The results, for the person, are the rewards and satisfaction received from working on the job (cell 5). These rewards can be both intrinsic and extrinsic.

The horizontal dimension of the model is the organization-job relationship.
· The organization brings to the job resources needed to perform the job and ways to do the job that coordinate with organizational needs; the latter are perceived as constraints (cell 2).

· These resources and constraints determine the way the job activities (cell 3) are carried out.

· The organizational results are some product created or service performed by the employee; these outcomes are in the form of a change in data, people, and/or objects (cell 4).

· These results can be defined in terms of quantity, quality, and time.

· This model suggests that information (descriptors of jobs) can be collected on the purpose of the job (cell 4), the activities of the job (cell 3), the worker requirements of the job (cell 1), the organizational context of the job (cell 2), and the rewards of the job to the worker (cell 5).
WORKFLOW MAPPING AND ANALYSIS: 

Workflow Mapping and Analysis (WFMA) is a graphic method of completely describing the materials and information flows necessary to accomplish one or more specific objectives of work, in their correct sequence, in a single job, a process, an organizational unit, or an entire organization.
PROPERTIES OF WFMA: WFMA has a number of important properties. 
· First, it is graphic—it shows workflow processes visually, diagraming them as a flow of activities and information.
· Second, it is standardized, meaning that it uses a specific symbol set for all workflows or processes being mapped, and that these are used with a specific set of rules—a discipline, and this is as much part of WFMA as the symbols. 
· Third, it is scalable, in that it can encompass all parts of a process at whatever level of detail is selected by the user. 
· Fourth, it is robust—WFMA can be applied to any flow of work in virtually any kind of organization. 
· Fifth, it is verifiable—it can describe existing processes as they are, and any map can be audited or checked against the actual flow of materials and information and the behavior of jobholders to determine its accuracy. 
· Finally, these properties make WFMA an important precursor for process improvement and workflow measurement—all workflow activities, flows, and decisions can be measured in a variety of terms that support improving the process.
JOB CHARACTERISTICS MODEL:
It states that there are five core job characteristics, Skill variety, Task identity, Task significance, Autonomy and Feedback, which impact three critical psychological states (experienced meaningfulness, experienced responsibility for outcomes, and knowledge of the actual results), in turn influencing work outcomes (Job Satisfaction, Absenteeism, Work Motivation etc.) 

Dimensions of Job Characteristics Model: 

1) Skill Variety: 

a) High Variety: the owner-operator of a garage who does electrical repair, rebuilds engines, does body work, and interacts with customers. 
b) Low Variety: A bodyshop worker who sprays pain eight hours a day. 
2) Task Identity:

a) High Identity: A cabin maker who designs a pieces of furniture, selects the wood, builds the object, and finishes it to perfection. 
b) Low Identity: A worker in a furniture factory who operates a lathe to make table legs. 
3) Task Significance:
a) High Significance: An electronics factory worker who assembles a radio and then tests it to determine if it operates properly. 

b) Low Significance: An electronics factory worker who assembles a radio and then routes it to a quality control inspector, who tests and adjusts it. 
4)  Autonomy: 

a) High Autonomy: A telephone installer who schedules his or her own work for the day, and decides on the best techniques for a particular installation. 
b) Low Autonomy: A telephone operator who must handle calls as they come according to a routine, highly specified procedure. 
5) Feedback: 
a. High feedback: An electronics factory worker who assembles a radio and then tests it to determine if it operates properly. 

b. Low feedback: An electronics factory worker who assembles a radio and then routes it to a quality control inspector, who tests and adjusts it. 

JOB DESIGN:
Job Design is defined as the process of deciding on the content of a job in terms of its duties and responsibilities, on the methods to be used in carrying out the job in terms of techniques, systems and procedures and on the relationship that should exist between the job holder and his superiors, subordinate and colleagues. 
Objectives of Job Design: 

1) Quality 

2) Speed

3) Dependability

4) Flexibility 

5) Cost effective
6) Health and Safety

7) Increase Quality of Working Life

Methods / Approaches of Job Design:

a) Job Engineering 
b) Job Rotation

c) Job Enlargement

d) Job Enrichment

JOB EVALUATION:

Job evaluation is the process of systematically determining relative internal value of a job in an organisation. 
Process of Evaluation Process: 
1) Gaining Acceptance
2) Creating Job Evaluation Committee

3) Finding the Jobs to be Evaluated

4) Analysing and Preparing Job Description

5) Selecting the Method of Evaluation

6) Classifying the Jobs

7) Installing the Program

8) Reviewing Periodically

Methods of Job Evaluation:
a) Analytical Methods: 
1) Point Ranking Methods
2) Factor comparison method

b) Non-Analytical Methods: 
1) Ranking method
2) Job Grading method

TOWERS PERRIN MODEL OF TOTAL REWARD:

Meaning: “Reward Management deals with the strategies, policies and processes required to ensure that the contribution of people to the organisation is recognised by both financial and non-financial means. 
Towers Perrin Model of Total Reward

Transactional (Tangible) 



Individual      Communal


Relational (Intangible)

PERFORMANCE APPRAISAL:

Performance appraisal is a systematic, periodic and an impartial rating of employee's excellence in matter pertaining to his/her present job and his/her potential for a better job. 
Process of Performance Appraisal:
The process of Performance Appraisal consists of the following sequentially carried out steps: -
1) Creating the Performance Standards
2) Communicating the Performance Standards with Employees

3) Measuring Employees Actual Performance

4) Comparing Actual Performance with Standards 

5) Communicating the Appraisal with Employees

6) Taking Corrective Actions

Methods of Performance Appraisal: 
A) Traditional Methods:

1) Graphic Rating Scale
2) Work standards approach

3) Essay appraisal

4) Critical incident method

5) Forced choice rating method

6) Point allocation method

7) Ranking methods

8) Checklist

B) Modern Methods:
1) Management by Objectives or goal-setting 
2) Behaviorally anchored rating scale (BARS)

3) 360 degree Performance Appraisal

4) Balance Scorecard Method

5) Team Appraisal

GALLAGHER HR ESTIMATOR:

Gallagher model incorporates both managerial judgement and statistical accuracy. 


(L + G) x 1/x


E = ------------------------


       Y
Where: - 

E = No. of staff needed at a specific future date
L = Current Turnover (financial)

G = Expected growth in turnover

X = Productivity improvement expected during the period
Y = Turnover divided by the no. of staff. 
COHORT ANALYSIS:

A Cohort is a set of individuals entering a system at the same time. Individuals in a cohort are presumed to have similarities due to shared experiences that differentiate them from other cohorts. 
Ex: 

Since a randomized controlled study to test the effect of smoking on health would be unethical, a reasonable alternative would be a study that identifies two groups, a group of people who smoke and a group of people who do not, and follows them forward through time to see what health problems they develop. 

RECRUITMENT YIELD – RATIO ANALYSIS:

Meaning: Recruitment involves attracting and obtaining as many applications as possible from eligible job seekers. 
Methods of Recruitment:
a) Direct Methods: 

Under this method, representatives of the organisation are sent to the potential candidates in the educational and training institutes. 
b) Indirect Methods: 

Advertisements in News papers, Journals, Radios, Televisions and Internet are used to publicize vacancies. 
SOURCES OF RECRUITMENT:

There are two sources of recruitment: -

1) Internal Sources: 

· Present Employees
· Former Employees

· Previous Applications

2) External Sources:

· Advertisement
· Employment Exchanges

· Employment Agencies

· Campus Recruitment 

· Data Banks

· Labour Contractors

· Walk-in-interviews

YIELD RATIO AND RATIO ANALYSIS:
Yield Ratio: 
In general, there are few rules that say what recruitment sources is best for a given job vacancy. Therefore, it is wise for employers to monitor the quality of all their recruitment sources. One way to do this is to develop and compare yield ratios for each source. 
A Yield ratio expresses the percentage of applicants who successfully move from one stage of the recruitment and selection process to the next. 

Ex: Campus Recruitment vs. General Recruitment. 
Ratio Analysis: 

This approach suggests identification of certain Key Performance indicators for manpower. These may relate to utilization of manpower, or to personnel functions within an organisation. 
SELECTION: 

Meaning: Selection is ‘the process of screening the qualified applicants using different tools at every stage’. 
PROCESS OF SELECTION: 

Steps in Selection Process: 

a) Application form

b) Written examination

c) Interview

d) Tests

e) Physical / Mental examination 

f) Reference check 

PLACEMENT AND ORIENTATION:

Placement: Placement is the assignment or reassignment of an employee to a new job. Most placement decisions are made by line managers. There are three types of placement decisions: - 
a) Promotions

b) Transfers and 

c) Demotions 

Orientation / Induction: Process of induction involves: 
Introducing the new employees who are designated as a probationer to the job, Job location, surroundings, organisation, organisation policies, procedures, to other employees, and to the other departments. 

Induction is necessary, as the new comer may feel insecure, shy, nervous and disturbing. This situation may leads to instability and high employee turnover. 

TRAINING METHODS: 

On-The-Job Training: On-the-job-training places the employees in an actual work situation and makes them appear to be immediately productive. 
There are various on-the-job-training methods, such as:

· Apprenticeship programs

· Job Instruction training

· Coaching

· Under study assignments

· Job Rotation

· Committee assignments

Off-The-Job-Training:

“Off-the-job-training” simply means that training is not a part of every day job activity.  
The methods under this type of training include:

· Sensitivity training

· Transactional analysis

· Lecture courses

· Simulation exercises

· Role plays

· Case studies

· Vestibule training

Unit – III:
Introduction to HRD – HR Accounting – Lev and Schwartz, Flamholtz and Hermanson’s Models – Audit, research, Policies, validity generalization of HR – Career planning – Greenhaus career Development Model – Protean career – Psychological Contract: Functions and Types – HR Utility Framework – Markov Employee Transition.

a) Introduction to HRD: 

Meaning: 

HRD in simple words is an organised learning intended at developing the competencies of individual employees, groups and the total organisation in a continuous and planned way in order to effectively achieve the organisational goals. 

THE CONCEPT OF HRD:

HRD is mainly concerned with developing the skill, knowledge and competencies of people and it is people-oriented concept.
HRD from organizational point of view is a process in which the employees of an organization are helped/motivated to acquire and develop technical, managerial and behavioural knowledge, skills and abilities, and mould the values, beliefs, attitude necessary to perform present and future roles by realizing highest human potential with a view to contribute positively to the organizational, group, individual and social goals.
Characteristics of HRD: 
The characteristics of HRD are as follows: - 
a) It is a system

b) It is continuous and planned effort for development

c) Develops competencies at different levels: 

1) Individual level

2) Group level

3) Organisational level

d) HRD is interdisciplinary 

e) It is a process

RELEVANCE OF HRD:

HRD is needed by every organization that is interest in: -

· Stabilizing itself;

· Growing

· Diversifying

· Renewing itself to become more effective

· Improving its systems and services

· Change and becoming more dynamic

· Playing leadership roles;

THE GOAL OF HRD SYSTEM: 

The goal of HRD systems is to develop:

· The capabilities of each employee as an individual. 

· The capabilities of each individual in relation to his or her present role. 

· The capabilities of each employee in relation to his or her expected future roles.

· The dyadic relationship between each employee and his or her supervisor. 

· The team spirit and functioning in every organizational unit (department, group, etc).

· Collaboration among different units of the organization. 
· The organization’s overall health and self-renewing capabilities which, in turn, increase the enabling capabilities of individuals, dyads, teams, and the entire organization.
b) HR Accounting: 

Human Resources Accounting (HRA) is an information system that tells the management what changes have been occurring in the HR department of the business over a period of time. 

HRA also involves accounting for investment in people, their replacement costs, and the economic value of people in an organisation. 
DEFINITION OF HUMAN RESOURCE ACCOUNTING:

“Human Resources Accounting may be defined as the measurement and reporting of the cost and value of people as organizational resources. It involves accounting for investment in people and their replacement costs, as well as accounting for the economic values of people to an organisation.”

According to the American Association of Accountants (AAA), Human Resources Accounting is “a process of identifying and measuring data about human resources and communicating this data of information to interested parties.” This definition considers human resources accounting to be an extension of basic functions of accounting namely, identification, measurement and communication of data related to human resources. 

Objectives of HRA: 

· Provide cost evaluation information about acquiring, developing, allocating and maintaining HR. 
· Enable management to effectively monitor the use of HR.

· Find when the Human assets are appreciating or deprecating over a period of time. 

Human resources accounting system consists of two aspects namely:

a) The investment made in human resources

b) The value human resource 

Investment pattern:
The human resource investment usually consists of the following items:-

1) Expenditure on advertisement for recruitment

2) Cost of selection

3) Training cost

4) On the job training cost

5) Subsistence allowance

6) Contribution to provident Fund

7) Educational tour expenses

8) Medical expenses

9) Ex-gratia payments

10) Employee’s Welfare Fund

All these items influence directly or indirectly the human resources and the productivity of the organization.

 Investment in current costs
After analyzing the investment pattern in the human resources of an organization the current cost of human resources can be ascertained.  For this purpose, current cost is defined as the cost incurred with which derives benefit of current nature.  

c) The Lev & Schwartz Model: 
The Lev and Schwartz model states that the human resource of a co is the summation of value of all the Net present value (NPV) of expenditure on employees. The human capital embodied in a person of age r is the present value of his earning from employment 

Under this model, the following steps are adopted to determine HR Value: 
1) Classification of the entire labour force into certain homogeneous groups like skilled, unskilled, semiskilled etc. and in accordance with different classed and age wise. eg. In Infosys the classification is based on software professionals & support staff etc.
2) Construction of average earning stream for each group.eg. At Infosys Incremental earnings based on group/ age have been considered.
3) Discounting the average earnings at a predetermined rate in order to get present value of human resource's of each group. 
4) Aggregation of the present value of different groups which represent the capitalized future earnings of the concern as a whole,
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Where,  

Vr     =  the value of an Individual  r years old
           
I (t)  = the individual's annual earnings up to retirement
            t      = retirement age
            r      = a discount rate specific to the cost of capital to the company. 

Critical appraisal of the Lev & Schwartz model: – 

1) It is essentially an input measure .It ignores the output i.e. productivity of employees. 
2) Service state of each individual employee is not considered. 
3) The training expenses incurred by the company on its employees are not considered. 
4) The attrition rate in organization is also ignored. 
5) Factors responsible for higher earning potentiality of each individual employees like seniority, bargaining capacity, skill, experience etc. which may cause differential salary structure are also ignore.
d) Flamholtz and Hermanson’s Models: 
According to Flamholtz, the value of an individual is the present worth of the services that he is likely to render to the organization in future. As an individual moves from one position to another, at the same level or at different levels, the profile of the services provided by him is likely to change. 
The present cumulative value of all the possible services that may be rendered by him during his/her association with the organization is the value of the individual.

It is composed of three factors:

1. Productivity or performance (set of services that an individual is expected to provide in his/her present position);

2. Transferability (set of services that he/she is expected to provide if and when he/ she is in different positions at the same level);

3. Promotability (set of services that are expected when the individual is in higher level positions). 

These three factors depend, to a great extent, on individual determinants like activation level of the individual (his motivation and energy level) and organizational determinants like opportunity to use these skills or roles and the reward system. 

The second dimension of an individual value is the expected realizable value, which is a function of the expected conditional value, and the probability that the individual will remain in the organization for the duration of his/her productive service life. Since individuals are not owned by the organization and are free to leave, ascertaining the probability of their turnover becomes important.

The interaction between the individual and organizational determinants mentioned above, leads to job satisfaction. The higher is the level of job satisfaction; the lower is the probability of employee turnover. Therefore, higher is the expected realizable value.

e) HR Audit: 

HR  Audit means the systematic verification of job analysis and design, recruitment and selection, orientation and placement, training and development, performance appraisal and job evaluation, employee and executive remuneration, motivation and morale, participative management, communication, welfare and social security, safety and health, industrial relations, trade unionism, disputes and their resolution. 
f) HR research:

According to Dale Yoder: -

‘Research is a shortcut to knowledge and understanding which can replace the slower, more precarious road of trial and error in experience’

It implies, searching, investigations, re-examinations, re-assessments and revaluations. 
g) HRM Policies: 

HR policies are systems of codified decisions established by an organisation, to support administrative personnel functions, performance management, employee relations and resource planning. 
Each company has a different set of circumstances, and so develops an individual set of human resource policies. 

Characteristics of HRM Policy: 

1) Related to Objectives
2) Easy to understand

3) Precise

4) Stable as well as flexible

5) Based on facts

6) Appropriate number

7) Fair and equitable

8) Reasonable

9) Review

h) Validity generalization of HR: 

Validity Generalization is the extension of the validity of a test with different groups, similar jobs, or other organisations. 
Rather than viewing the validity of a test as being limited to a specific situation and usage, one views the test as a valid predictor in other situations as well. 

i) Career planning: 

Edwin B. Flippo Defined a Career as ‘a sequence of separate but related work activities that provide continuity, order and meaning in a person’s life. 
Career Planning: 

“Career planning is a process of systematically matching career goals and individual capabilities with opportunities for their fulfillment”. 

Greenhaus Career Development Model: 

Green Haus and his Collegues have given a five stage model: - 

Stage 1: Preparation for Work (Age 0-25) 
Stage 2: Organisational Entry (Age 18-25)
Stage 3: Early Career (Age 25-40)
Stage 4: Mid Career (Age 40-55)
Stage 5: Late Career (Age 55-Retirement)
j) Psychological Contract: Functions and Types – 
It can be defined as ‘the perceptions of the two parties, employee and employer; of what their mutual obligations are towards each other’. These obligations will often be informal and imprecise; 
Functions of Psychological Contracts: 
The function of the psychological contract is reduction of insecurity. In as much as all possible aspects of the employment relationship cannot be addressed in a formal, written contract, the psychological contract fills the gaps in the relationship. 
Types of Psychological Contracts:
The types of Psychological Contract are : 
1) Transactional Contracts:
· Short term
· Narrow and specific

· Limited promises and obligations

2) Relational contracts:

· Long term 
· General and evolving

· Extensive and broad promises and obligations

k) HR Utility Framework: 

Meaning: 

Utility is a function of the duration of a training program’s effect on employee’s performance, the number of employees trained, the validity of the training program, the value of the job for which training was provided and total program cost. 

l) Markov Employee Transition: 
Markov analysis is a fairly simple method of predicting the internal supply of labour at some future time. The heart of Markov Analysis is the transition probability matrix, which describes the probabilities of an incumbent staying in his or her present job for the forecast time period (usually one year), moving to another job in the organisation, or leaving the organisation. 
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Dunlop’s Industrial Relations Model: 

One of the significant theories of industrial labor relations was put forth by John Dunlop in the 1950s. According to Dunlop industrial relations system consists of three agents: 

1. Management organizations

2. Workers and formal/informal ways they are organized and 
3. Government agencies. 
These actors and their organizations are located within an environment – defined in terms of technology, labor and product markets, and the distribution of power in wider society as it impacts upon individuals and workplace. 
Within this environment, actors interact with each other, negotiate and use economic/political power in process of determining rules that constitute the output of the industrial relations system. 
He proposed that three parties—employers, labor unions, and government—are the key actors in a modern industrial relations system. He also argued that none of these institutions could act in an autonomous or independent fashion. Instead they were shaped, at least to some extent, by their market, technological and political contexts.

Dunlop's model identifies three key factors to be considered in conducting an analysis of the management-labor relationship: 

1. Environmental or external economic, technological, political, legal and social forces that impact employment relationships. 

2. Characteristics and interaction of the key actors in the employment relationship: labor, management, and government. 

3. Rules that are derived from these interactions that govern the employment relationship. 

Dunlop emphasizes the core idea of systems by saying that the arrangements in the field of industrial relations may be regarded as a system in the sense that each of them more or less intimately affects each of the others so that they constitute a group of arrangements for dealing with certain matters and are collectively responsible for certain results”.

QUALITY OF WORKING LIFE: 

The Quality of Working Life movement aims at integrating the socio-psychological needs of human beings. The purpose of the movement is to create a culture of work commitment in organisations and society at large so as to ensure higher productivity, greater job satisfaction and active involvement in community and social life. 

SPECIFIC ISSUES IN QWL IN ANY ORGANISATION:

1) Pay and Stability of Employment
2) Occupational Stress
3) Working conditions and amenities
4) Organisational health programs
5) Participative Management
6) Work Recognition
7) Grievance Procedure
8) Seniority and Merit in Promotions
Labour turnover: 
Labour turnover refers to the movement of employees in and out of a business. However, the term is commonly used to refer only to ‘wastage’ or the number of employees leaving.

High labour turnover causes problems for business. It is costly, lowers productivity and morale and tends to get worse if not dealt with. 

Measuring labour turnover: 
The simplest measure involves calculating the number of leavers in a period (usually a year) as a percentage of the number employed during the same period. This is known as the "separation rate" or "crude wastage rate" and is calculated as follows:

Number of leavers / average no employed x 100

Causes of labour turnover:
A high level of labour turnover could be caused by many factors:

· Inadequate wage levels leading to employees moving to competitors

· Poor morale and low levels of motivation within the workforce

· Recruiting and selecting the wrong employees in the first place, meaning they leave to seek more suitable employment

· A buoyant local labour market offering more (and perhaps more attractive) opportunities to employees. 
Costs of labour turnover:
High rates of labour turnover are expensive in terms of:

· Additional recruitment costs

· Lost production costs

· Increased costs of training replacement employees

· Loss of know-how and customer goodwill

· Potential loss of sales (e.g. if there is high turnover amongst the sales force)

· Damage that may be done to morale and productivity (an intangible cost)

Workers’ Participation in Management:
Participation refers to involvement of individuals or group of individual for common purpose. It will be effective only if there is interaction among individuals or groups.
Workers Participation in Management refers to the emotional and mental involvement of an employee to contribute for the goals and share responsibilities of an organization.
Features of Workers participation in management:
1. Emotional and mental involvement
2. Contribute for the goals
3. Share responsibilities of an organization

Objectives of Workers participation in management: 

Primary objective:
1. Industrial harmony
2. Sense of commitment
3. Sense of belongingness
4. Good communication skills
5. Handles the resistance to change 

Secondary objectives: 

1. Economical

2. Social
3. Psychological
Merits of Workers participation in management
1. Increase productivity
2. Increase efficiency of employee.
3. Establishes industrial peace
4. Well being of individual
5. Personality development
6. Mutual understanding
7. Social well being
8. Welcome changes
9. Rapid industrialization

Demerits of Workers participation in management: 

1. Inactive trade union
2. Chances of suspicion
3. Employee may lead a careless life
4. Industrial anarchy
Methods for implementing Workers participation in management: 
1. Co-partnership/co-ownership
2. Workers committee
3. joint management council
4. suggestions
5. board representation 
BATE’S BRAND WHEEL FOR EMPLOYER BRAND: 
An important dimension to successful employer branding is the role played by an organisation’s leadership. Visible direction setting by leaders is a vital component in showcasing to employees the desired behaviours and culture. 
Organisations which try to encourage employees to understand and engage with their employer brand will invariably fail if their leaders are not actively living the brand themselves.
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The employer brand wheel: 

1. Every part of the organisation that has an impact on and responsibility for employee behaviour acts as a spoke on the wheel.

2. Each spoke is accountable for defining what action it will take to reinforce the employer brand behaviours. If one or more spoke is broken, the effectiveness of the wheel is reduced.

THE EMPLOYER BRAND JOURNEY:

1) Getting the right people on board

2) Welcome to the company

3) Getting to work 

4) Entrenching the brand

5) The power of goodbye

1. Getting the right people on board: 

At this stage, the prospective employer is wearing his or her external stakeholder hats. This is where the employer brand journey begins. What might external branding suggest about what it is like to work for Orange, Cisco, DHL or Royal Mail? Even for the outsider looking in, organisations have an identity, a story, and a culture, that targets the right audiences at the right times, and differentiate them from their competitors.
2. Welcome to the company:

First impressions matter, so the induction process is the first opportunity to offer new recruits a taste of what an organisation stands for, its current priorities, and what it will be like working there. New recruits should leave informed, confident and inspired, having spent no longer in induction meetings than absolutely necessary. There’s only so much information someone can digest on their first day or week, but armed with tools such as Employee Handbooks and company intranets, that doesn’t necessarily matter.
3. Getting to work:

This is where getting the knowledge and goodwill established at induction to stick becomes harder. Has the organisation lived up to expectations? It can be hard for new employees to reconcile a miserable workforce, lack of training and poor management interaction with the organisation’s slick, sparkly external branding, for example. That is why it is important that external and employer brands align closely–otherwise, disappointment and cynicism sets in. 
4. Entrenching the brand: 

For the organisation to entrench the employer brand, it needs to retain the people most likely to actively ‘live’ that brand. That requires the right employees being recognised and rewarded for demonstrating the right behaviours – as well as going the extra mile in achieving the organisation’s goals. This is not about employers ‘dangling carrots on sticks’. 
5. The power of goodbye: 

People choose to leave their jobs for a variety of reasons, some of which are outside of an organisation’s control. For an organisation, saying goodbye to a key player is inconvenient at the best of times, but for the well engaged employee, a professionally handled departure is the icing on the (farewell) cake.
Employee Engagement Index: 



Components of Employee Engagement Index: 

c) Company 

d) Manager

e) Work Group / Team

f) Job

g) Career

h) Customers

Formula for EEI: 




      No. of Satisfied Employees 

EEI
=

------------------------------------------
x 100




No. of Staff Responding to Survey
Employee Value Proposition (EVP): Minchington (2005) defines an Employee Value Proposition (EVP) as a set of associations and offerings provided by an organisation in return for the skills, capabilities and experiences an employee brings to the organisation.  
Specific Benefits of an EVP:
1) Helps you to attract and retain talent

2) Helps you to appeal to different markets and tough to hire talent groups

3) Helps you to prioritise your HR agenda

4) Creates a strong ‘people’ brand. 

ABSENCE MANAGEMENT – BRAD FACTOR:
Definition by Labour Bureau Simla, ‘absenteeism’ is defined as “the failure of a worker to report for work when he is scheduled to work’. 
CALCULATION OF ABSENTEEISM:




              No. of Man days lost

Abseentism Rate
= 
------------------------------------------------ x 100




No. of Man days Scheduled to work 

TYPES OF ABSENTEEISM:
a) Authorised Absenteeism
b) Unauthorized Absenteeism

c) Willful Absenteeism

d) Absenteeism caused circumstances beyond one’s Control

CAUSES OF ABSENTEEISM:

· Nature of the work
· Poor working conditions

· Absence of regular leave arrangements

· Accidents

· Poor control 

· Lack of interest
· Alcoholism and Gambling habits

· Low level of wages etc. 
Bradford Factor: 

The Bradford Factor or Bradford Formula is used in human resource management as a means of measuring worker absenteeism. The theory is that short, frequent, and unplanned absences are more disruptive than longer absences.
The Bradford Factor is a system used to calculate a score for each employees’s absence in a year. The higher the score, the more disruption the employees absence is causing their company. 
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1. HR outsourcing: 

Meaning of HR Outsourcing:
HR outsourcing is a process in which a company uses the services of a third party to take care of its HR functions. A company may outsource a few or all of its HR related activities to a single or combination of service provides located in offshore destinations like India, China, Philippines etc.
Advantages of HR Outsourcing: 

The following are advantages of HR Outsourcing: - 

1) Concentrate on Core Business

2) Skilled Manpower at Lower Rates

3) Advanced Technologies at Lower Rates

4) Tax benefits

5) Increased Productivity

6) Beat Competition

2. HR issues in mergers and acquisitions: 
Meaning: Mergers and Acquisition are strategic alliances. People Management plays a critical role in M&A. People Management plays a critical role in M&As are most sensitive issues in case of M&A negotiations, but it has been found that these issues are often being overlooked. 
Strategic Drivers of M&A: 

a) Market dominance

b) Geographical expansion

c) Leveraging Competence

d) Resource & Capability Acquisition

e) Adjusting to competition

HR issues in mergers and acquisitions: 

Stage 1: Pre-Merger
The HR issues in the pre-merger phase are: 

· Identifying reasons for the M&A

· Forming M&A team leader

· Searching for potential partners

· Selecting a partner

· Planning for managing the process of M&A

· Planning to learn from the process; 

Stage 2: Post-Merger

The HR issues in the post-merger phase are: 

· Selecting the integration manager
· Designing / implementing teams

· Creating the new structure strategies and leadership

· Retaining key employees

· Managing the change process; 

Stage 3: Solidification & Assessment

The HR issues in this phase are: 

· Solidifying the leadership and staffing
· Assessing the new strategies and structure

· Assessing the new culture

· Assessing the new HR policies & practices

· Assessing the concerns of stakeholders 

· Revising as needed 

· Learning from the process etc. 

3. HR six – sigma process: 
The term "Six Sigma" is widely used to refer to all of the following:

· A structured method for improving business processes. This method, called DMAIC (define, measure, analyze, improve, and control), is supported by an assortment of statistical tools.

· A statistical measurement of how well a business process is performing. A process that performs at "Six Sigma" produces only 3.4 defects out of every million opportunities to produce a defect. 
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4. HR Index: 
An index is composed of individual measures that, when combined, reflect the success of the overall HR function. 

Uses of HR Index: The index has four potential uses: 
1) Compare Present with past HR Performance

2) Establish Goals and Objectives for HR Performance
3) Compare HR Performance with Industry Norms
4) Compare HR Performance with that of Other Specific Organisations
5. HR – ROI: 

Return On Investment (ROI) is one of the most common measurements used to determine investment performance. It is calculated by dividing the amount you have gained or lost by the amount your initial investment over a certain period of time. 
Parameters in ROI:
1) Determine the Initial Cost of the Asset

2) Determine the Current Value of the Asset

3) Subtract the Current Market Price from the Original Purchase Price

4) Calculate the ROI by dividing the profit by the Total Investment

6. Job Diagnostic Model: 
The model specifies the conditions which will lead people to intrinsically motivated to do their work. It specifies a path between core job dimensions, through psychological states, to personal and work outcomes. 

Dimensions of Core Job: The core job dimensions are:
1) Skill variety

2) Task identify

3) Task significance

4) Autonomy

5) Feedback. 

7. Emotional intelligence: 

Emotional Intelligence is a concept that captures a broad collection of individual skills and dispositions, most often referred to as soft skills or inter and intra-personal skills, that are outside the traditional areas of specific knowledge, general intelligence, or technical and professional skills. 
8. Competencies at work: 

Competencies are identified behaviors, knowledge, skills, and abilities that directly and positively impact the success of employees and organizations. Competencies can be objectively measured, enhanced, and improved through coaching and learning opportunities. 
The competencies at work include: - 
· Technical and Functional Expertise 

· Understanding of the Business 

· Results Focus 

· Customer Service 

· Teamwork 

· Interpersonal Communication 

· Leadership 

· Personal Effectiveness 

9. Work life integration: 

Work-life balance is a broad concept including proper prioritizing between" work " (career and ambition) on one hand and" life " (Health, pleasure, leisure,. 
The relationship between work - life integration and other dimensions of work.
10. Introduction to International HRM: 

Definition: 

General: “Procurement, allocation, utilisation and motivation of Human Resources in International business.” 
P Morgan: Two groups of variables that affects basic HR process
1st – Types of employees
2nd – Political, economic, legal environment, labour laws and practices prevailing in different countries. 
Accordingly IHRM can be defined as an interplay between these two group of factors. But in other model, one more group is added i.e. multinational’s operational philosophy. 
11. Global HRM, and Strategic HRM: 

Difference between Global HRM and Strategic HRM: 

• Responsible for a greater number of functions and activities 

• Broader knowledge of foreign county employment law 

• Closely involved with employees lives 

• Cope with more external influences 

• Exposure to problems and liabilities 

• Management of differential compensation 

• Diversity management 

12. HR Score card: 

HR scorecard measures the HR function's effectiveness and efficiency in producing employee behaviors needed to achieve the company's strategic goals. In order to achieve that you would need to: 
· Know what the company's strategy is; 

· Understand the causal links between HR activities, employee behaviors, organizational outcomes, and the organization's performance; 

· And have metrics to measure all the activities and results involved.
13. Paradox Theory as a lens of theorizing for Sustainable HRM: 

Paradox Theory of Sustainability in HRM:

1) Work-Life Balance: 

· Growing importance of professional career; 
· Growing importance of private and family life; 

2) Individual Responsibility:

· Increased autonomy and self-determination in questions of professional development. 
3) Employability: 

· Focus on continuous development and professional agility rather than specific activity. 
14. Sustainable HRM Model: 


Instruments in Sustainable HRM: 
a) Recruitment: Requirement and job profiles, HR marketing etc.
b) Deployment: Health management, staff composition, advanced working time management. 
c) Development: Encouraging continuous education, career planning, etc. 
d) HR Marketing: Image analysis and improvement. 
e) Retention: Sophisticated incentive systems. 
f) Disemployment: Exit interviews. 
g) Management and Leadership: Participative management styles. 
15. Paauwe’s – Paradox Framework for Sustainable HRM: 

The concept of paradox has been choosen as an ‘over-arching concept’ for contradictory phenomena because of : -
a) The concept of paradox allows theory of enrichment; 

b) Single bi-polar or dualistic oppositions have been observed as being too simple with the danger of biasing the frames of reference of actors and making them reluctant to change. 
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JOB ANALYSIS





Job Description


Job title


Location


Job Summary


Duties & Responsibilities











Job Specification


Educational Qualifications


Experience


Training 


Judgement








                 Pay     		        Benefits


1) Base Pay			1) Pensions


2) Contingent Pay		2) Holidays


3) Cash bonuses		3) Health care


4) Shares			4) Flexibility


5) Profit-sharing					





Learning & Development	   Work Environment


1) Workplace learning &      	 1) Organisational Culture


     Development		


2) Training		             2) Leadership


3) Performance Management	 3) Communication


4) Career Development	 4) Involvement 


5) Succession Planning	 5) Work life balance


				 6)Non-financial recognition
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