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Introduction of HRM

v" There is no “one best way” to design jobs and structure organizations.

v Organizations need to create a fit between environment, competitive strategy, and
philosophy and its jobs and organizational design.

v" Failing to design effective organizations and jobs has important implications for
competitiveness.
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Work-Flow Analysis:

A means to understand all
tasks required to produce
high-quality products, and

the skills necessary to
perform those tasks.

01 Work-Flow Analysis and
Organization Structure



Figure 4.1 Developing a Work—-Unit Activity
Analysis




Roles and Responsibilities of HR

1. Recruitment and Hiring

2. Onboarding

3. Performance Management
4. Compensation and Benefits
5. Employee Engagement

6. Compliance

7. Policy Development

8. Talent management

9. Succession Planning

10. Labor Relations

1. Employee Communications
12. Strategic Planning

13. Risk Management

14. Data Analysis

15. Employee Retention

16. Employee Development

17. Change Management

18. Talent Acquisition

19. Employee Benefits

20. Employee Relations




Figure 1.1 Human Resource Management Practices

Strategic HRM

Company
Performance




* Business Model:

» Story of how firm will create

5 Management ) value for customers and how it
\ 4 Partners ’&; will do so profitably.

Q
rrod‘j“\“ \ s j/( / . 6‘%  Accounting concepts:
\ (/ * Fixed costs.
Costs « Variable costs.
* Margins.
» (Gross margin.

What Is a Business Model?

Business o Model
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Strategic Human Resource Management

v'A process.

v Approach to addressing competitive challenges

organizations face.

v'"Managing the “pattern or plan that integrates
an organization’s major goals, policies, and

action sequences into a cohesive whole.”

v'Developing strategies for achieving company’s

goals in light of its current environment.
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5 Steps of Strategic HR Management

Navigating the Journey of Strategic HR Management

Implement
Strategy

Set Strategic
Objectives

Envision
Future

Assess Current
State

Evaluate the

Continuously assess HR

Put the plan into action,

Develop clear HR

Forecast the

allocating resources & strategy effectiveness,

organization’s future HR objectives aligned with

organization's current

aligning HR practices make adjustments to

with the established

the company's

needs & challenges,

HR landscape,

optimize outcomes &

long-term goals and

considering growth &

identifying strengths &

address changes.

objectives.

weaknesses. industry trends. vision.

The Human Capital



What Is Strategic Management?

»Components of the Strategic

Management Process:
 Strategy formulation:
« Strategic planning groups
decide on strategy.
« Strategy implementation:

 Organization follows through

on strategy.

Setting Goals
& Objectives

dRazorpayX

Process of Strategic

\

Creatinga
Plan of Action

N\

Management

Allocating
Resources



Figure 2.2 A Model of the Strategic Management Process

Strategy formulation
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¢ Access the text alternative for slide images.

Strategy implementation

Emergent strategies

evaluation
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The importance of training lies in the
opportunity to strengthen your
employees' existing skills and learn
new ones, helping to boost individual

and organizational performance.

www.midocean.ae




Human Resources as a CSF

v Critical Success Factor (CSF) =
a reason why one organization Is
superior to another

v'HR can be a CSF if employees
have unique skills

13

Qualitative
Approach

Qualitative
Approach

1. Define scope (a)

2. Define scope (b)

CSF-MCDM evaluation framework for Critical Success Factors in information systems

3. Collect data

* Rescarcher

Mission, Vision
* Internal business analysts

* Rescarcher

EEEE SN0 « Internal business analysts

* Facilitator

Cka « Expert group (24)

. Define Company A’s Mission, Domain,
Core value, Vision, and Strategy for the
information system

. Reconfirm the aligned direction of the
company mission-critical system with the
firm's strategic direction

=

[

©

. An integrative analysis based on

PEST+SWOT to provide basic information
for Expert sessions

. Analyze the internal posilive (+, strength)

and negative (-, weakness) factors based
on Political, Ceonomic, Social, and
Technological perspectives

. Analyze the intemal positive (+,

opportunity) and negative (-, threat)
factors based on PEST

1. Professional workshop selling using
Causal Layered Analysis (CLA) technique,
including the following the five steps
a) Fnvironmental scan
b) the Litany layer
¢) Syslem causes layer
d) Worldview layer
e) Myth/Metaphor layer

4. Analyze data

5. Derive CSFs

* Facilitator/Researcher

PostCLAsession | [ oo o )

* Fadilitator/Researcher

Finalize CSF + Expert group (24)

. Draw key components from the qualitative
data collected throughout CLA sessions
2. Group similar drivers found in the System
causes layer = Finalize Dimensions
3. Group similar hidden reasons found in the
Worldview layer = Finalize Crileria

N

w

. Compress the similarly grouped drivers
into representative dimensions (dimension
reduction to build level 1 hierarchy)

. Match similarly grouped criteria items
with reduced dimension (to build level 2
hicrarchy)

. Finish preparation for evaluation and
prioritization of CST's essential in the SISP
process

6. Analyze CSFs

* Rescarcherfemail

MCDM + Expert group (24)

. Use Analytic Hierarchy Process (AHP) to
evaluate the CSFs drawn using the
quantitative decision-making 1
methodology
a) email dimensions/criteria to the expert
group
b) pair-wise evaluation
¢) recollection of respondents’ data
d) AHP-based weighted values

2. Finalize CSF analysis

7. Strategic proposal

MCDM

Qual + Quan

* Rescarcher

Implications

1. Long-term strategic proposal for Company
A’s mission-crilical system based on the
proposed research framework (Qualitative
+ Quantitative)

2. Implications based on the SISP perspective
>




Coaching and Mentoring
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Coaching and Mentoring

»These definitions indicate some overlap
and some differences between

Mentoring and Coaching.

o Mentoring Is often seen as a longer
term process, for example offering
support during a career change such
as Induction or becoming a senior
managetr.
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Mentoring

* Mentoring is usually concerned with supporting practitioners whilst

they make a significant career transition.

* Mentoring in intended to be supportive of the individual and occurs ‘at
need’. Here the emphasis Is on ready and confidential access to a
‘critical friend” who can be used as a sounding board and who offers a

free form of advice.

16



Coaching

« Coaching Is normally used to
support the process of reviewing
established or emerging practices.
It is focused on innovation, change
or specific skills.

« Coaching Is conceived as a more
structured learning process aimed
at explicit professional
development in an agreed area of
performance.

17



LEARNING
DIMENSIONS

of Making & Tinkering

Valuable learning expertences can be
gained through making and tinkering.

Use this ramework 10 notice, support,
document. and reflect on how your
tinkéring envingnment, activilies, and
facilitation may have supported or
impeded such outcomes,

Conceptual
Understanding

Making observations and asking
Questions

Testing tentative ideas
Constructing explanatbons
Applying solutions o new problems

Initiative &

Intentionality

Actively participating
Setting one’s gwn goal
Taking intellectual & creative risks

Adjusting goals hased on physical
feedback and evidence

Problem Solving &
Critical Thinking

+ Troubleshooting through iterations
- Dissecting the problem companents

- 'E-'E'IEFC.ir'IE ideas. 1aais, and materials
o salve the problem

= Developing work-anounds

Creativity &

Self-Expression

Playfully exploring

Responding aesthetscally to
materials and phengmena

Cannecting prajedts 1o personal
interests and experiences

Using materkals in novel ways

Social & Emotional
Engagement

- Working in teams
= Teaching and helping one another
« Expressing pride and ownership

+ Dacumenting f sharing ideas with
olhers

-
-
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The learning (the transformational dimension)

In Mentoring and Coaching transformation or change comes about through the

learning conversation. The conversation enables the process of Mentoring/Coaching

In which there needs to be an explicit focus on learning.

DO This model can be applied
to developing leaders and
- managers I.e.:
APPLY . REVIEW understanding themselves
before understanding

others!
LEARN



* Mentoring and Coaching Is not counseling although some counseling skills
may be used by the Mentor/Coach. Learning conversations do not focus on

personal problems.

* The coaching process does not include advising or counseling, and focuses
Instead on individuals or groups setting and reaching their own objectives.
Training: Training programs are based on objectives set out by the trainer or

Instructor.

20
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Difference between Training and
Business Training

Training : A series of activities designed to assist an individual, gain new
knowledge, acquire new skill, or enhance the existing ones, aiming to
change his/her final behaviors.

Business Training: A planned effort by a company to facilitate
employees’ learning of job-related competencies.

Competencies include knowledge, skills and behavior critical for successful
job performance.

The goal of training is for employees to master the competencies and
apply them to their day-to-day activities.
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Training as an open system

02 2

v Any training system should provide employees with the talent (knowledge,

Open System
skills, and attitudes) needed to perform more effectively. However, training

I
I
I
I
I
is only an opportunity for learning. What is learned depends on many : gt —> Process —> (upt —
I
I
I

factors, such as the design and implementation of training, the motivation

and learning style of the trainees, and the organization's learning climate.

System's Extemal Environment €——
v An open system depends on the environment for the input that supports the

system. A business, for example, needs raw materials, capital, and
employees in order to operate. The environmental inputs are transformed

into outputs by the system's processes.
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Chapter

Training as an open system

~N

Many open systems exist as part of another open system and, therefore, are called
subsystems of that larger system.

For example, a product assembly system is a subsystem of a manufacturing system,
which itself is a subsystem of the company, which is a subsystem of the industry,

and so on.
Training can be seen as a subsystem within the larger human resources (HR) unit,

which itself is a subsystem of the company

\_ W,




Chapter

Training as an open system

Figure 1.2 illustrates some of the exchanges that take place between
the training system and the larger organizational system.

Training processes transform the inputs of the organization into usable
output for the organization (improved knowledge, skills, and attitudes;
job performance; and so on).

Looking at the training unit from an open system perspective shows
how interconnected training activities are with what is happening
elsewhere in the organization

\_

MIDOCEA|

UNIVERSITY'

Training’s Organizational Environment

Mission Strategy ~ Structure Policies ~ Procedures

Finances  Resources People Products  Technology
I ----- i‘ i ---------------------------------- T -T ----- l
! Training Subsystem :
I |
: Input Process Output :
I I
: Organizational Needs Analysis Knowledge :
: Employee Needs Design Skills :
| Budget Development Attitudes |
: Equipment Implementation Motivation |
| Staff Evaluation Job Performance
| |



Designing an effective training

(
THE ADDIE MODEL: ADDIE is an acronym for the major processes

of training: (Analysis, Design, Development, Implementation, and

Evaluation).

The training process begins with some type of triggering event.
A causing event occurs when a person with authority to initiate
action believes that the organization isn't getting the results it
should. The results it is getting we call actual organizational
performance (AOP) .When this is less than the expected

organizational performance (EOP) typically action is initiated

(triggering event).




6-step process to design & deliver
an effective training program:

Define training
goals in line with
business goals

Assess the
current skills &
content

Determine a Build your
budget for set-up training plan
& implementation & content

&R
$:9

Communicate,
get buy-in and
implement

Evaluate, get
feedback and
improve
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The analysis phase begins with the
identification  of  the  organizational
performance gap (PG) (the gap between
AOP and EOP).

Things such as profitability shortfalls, low
levels of customer satisfaction, or excessive
scrap are all examples of a current
performance gap.

Another type of performance gap is future
oriented. Here, the company Is seen as
likely to perform poorly in the future unless
changes are made.

For example, if an organization wanted to
Install robotic equipment in six months, but
employees were not able to program the
robots, then there Is an expected
performance gap in the future.

www.midocean.ae

Needs Analysis Phase

Input —> Process —> Output

A A

Triggering
Event

NS
-

Design Phase

Input —> Process —> Output M

L Development Phase
Input —> Process —> Output

I8

Implementation Phase
Input —> Process —> Output

Process
—’ Evaluation Data

|
Outcome

Evaluation

Data L_>

Evaluation Phase
Input —> Process —> Output

]

01

Analysis Phase
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Needs Analysis Phase

The training needs identified in the analysis DR = Eocess o OUIRUL

phase, as well as areas of organizational A A

constraint, are inputs to the design phase. > Oosion Phigse

The organizational constraints are issues that e

will impact on the type of training you are able

to deliver. (Ex: Availability of trainers and

material, fund, location. Etc) Triggerng L Development Phase

Based on the inputs and objectives, we use the Event Input —>- Process —> Output ]

various theories of training design to identify A

the factors that must be incorporated to L Ilementstion Phass

facilitate learning and its transfer back to the Input —>= Process —> Output | HO%%
job. 1
These factors take the form of overarching s

guidelines that are used as inputs to the Eioeton Evaluation Phase
development phase of the training program. L>- | Input —> Process —> Output
These issues are discussed in detail in the '

coming chapters (such as lectures, case studies,

and role playing) that can be used to deliver the 02 Des'gn Phasez

content of the training.
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Development of training Is the process of
using the guidelines from the design phase to
formulate an instructional strateqy that will
meet the training objectives.

Obtaining or creating all the things that are
needed to implement the training program is
also a part of this phase.

Instructional strategy: describes the order,
timing, and combination of methods and
elements to be used in the training program
to meet the objectives.

These include the specific content for the
training, iInstructional methods used to
deliver the content, materials to be used,
equipment and media, manuals, and so forth.

www.midocean.ae

Needs Analysis Phase

Input —> Process —> Output

A A

Triggering
Event

NS
>

Design Phase

Input —> Process —> Output [

L Development Phase
Input —> Process —> Output [

A
L Implementation Phase
Input —> Process —> Output —’ E;(;Tjjts'on Data

Outcome

Evaluation Evaluation Phase
Data
|—> Input —> Process —> Output

]

Development Phase
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All the previous phases of the training process
come together during the implementation phase.
This covers the preparation for training, including
the room, equipment, and so forth. It also discusses
dry runs and pilot programs.

v The dry run allows for the testing of the training
to determine if any modifications are necessary
before it is ready to go live.

v A pilot program is where trainees are there to
be trained, but they also help to fine-tune the
training before it is truly ready for prime time.

This phase applies the plan for training that was
created in the development phase.

Needs Analysis Phase

Input —> Process —> Output

www.midocean.ae

A A

Triggering
Event

L3
>

Design Phase

Input —> Process —> Output [

Development Phase

L Input —> Process —> Output [

It

Implementation Phase

Input —> Process —> Output —|

Process
Evaluation Data

Outcome
Evaluation

Dat
e |—> Input —> Process —> Output

Evaluation Phase

04

Implementation Phase
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Although we discuss this phase of the model last, it Needs Analysis Phase |

actually begins during the development phase. Input —>- Process —> Output

Recall that evaluation objectives are an output of A A

the design phase. In the design phase, the training > Design Phase

objectives were identified, and these were used in > | Input —> Process —> Output

the development phase to create the instruments and

measures that will be used to evaluate the training. L D enipatthase

These become mputs_ to the evaluation phase . T"gg:;‘t"g ol o —ts- Bl -

Two types of evaluation are useful:
Process evaluation determines how well a A
particular  training process achieved its L Ingieseutaton f e —
objectives (i.e., outputs). In other words, did the e e _‘ Evalaton Dt
trainer follow the exact training process as W
P lanned? Evaluation Evaluation Phase
Outcome evaluation is the evaluation Lo~ | input —> Process —> Ouput

|

conducted at the end of training to determine
the effects of training on the trainee, the job,
and the organization.

Evaluation Phase

05
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KSA: refers to the learning outcomes, knowledge, skills, and attitudes.
Knowledge: is an organized body of facts, principles, procedures, and
Information acquired over time.
Declarative knowledge: is a person's store of factual information about
a subject. Facts are verifiable blocks of information such as the legal
requirements for hiring, safety rules. Etc.
Procedural knowledge: is the person's understanding about how and
when to apply the facts that have been learned. For example, one could
not know when to apply the steps in an employment interviewing
process (procedural knowledge) if one does not know the steps
(declarative knowledge).
s strategic knowledge . This is used for planning, monitoring, and
\_ revising goal-directed activity.

~
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Skill: is a proficiency at being able to do something rather than just knowing how to
do it
There are two levels of skill acquisition:

Compilation (lower level): when the person needs to think and focus on what he

Is doing while performing the skill

Automaticity (higher level): when he does it automatically (driving cars is a

good example for differentiation).
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Attitudes:
v Generally, attitude is the mental reaction towards an external stimulator. However, in the text
book we refer attitudes to the employee beliefs and opinions that support or inhibit behaviour.

v The beliefs and opinions the person holds about objects or events (such as management, union,
empowerment, and training) create positive or negative feelings about those objects and events.
Thus, changing a person's beliefs or opinions can change the desirability of the object or event

For example, if an employee has positive feelings about a supervisor, those positive feelings are

likely to become associated with the employee's job.

s If the employee learns from a co-worker that the supervisor said negative things about her, job
satisfaction is likely to be reduced, even though nothing about the job itself actually changed.
What changed is the employee's belief about the supervisor's opinion of her. Attitudes are

\_ Important to training because they affect motivation. y




Kirkpatrick's Four-Level
Training Evaluation Model

Impact

How business goals are
|mpacted due to training

Behavior
How behaviors change
as a result training

Lea rning
What knowledge and skills
employees acquired due to training

Reaction

How people directly
respond to training

ACADEMY TO
INNOVATE HR




Types of Learning

Skill-Based Learning
» Compilation
* Automaticity

Knowledge Attitudinal Learning

» Declarative knowledge *» Affect/Feelings
* Procedural knowledge
» Strategic knowledge




Skill — Based Learning
This type of objective should focus on
testing the learner's ability to use the
knowledge they have acquired in order
to complete a task. A good example of a
skill-based objective would be: “The
learner will be able to apply the
principles of photosynthesis to solve a

problem.
thcabuo

Contexb

KnowLedge

Micunderctand

Wrong process SO‘“{ ion

PTOHQHIG X Methodology
Research

N
Question / ///// -
Edu‘ﬂtlan *perimen
Theories

Knowledge

Knowledge Learning

The knowledge level rationalizes the agent's
behavior, while the symbol level mechanizes
the agent's behavior. For example, In a
computer program, the knowledge level
consists of the information contained In Iits
data structures that it uses to perform certain
actions.



Attitudinal Learning Facilitator

Attitudinal factors comprise the

o ",
+ s,
# 0
® 4,
e %

values, beliefs, attitudes and norms Stereotype -
_:. Attltudlnal
that Influence an individual's  Barrier and
— : Fa0|l|tator ;
predisposition to behave in an Pity and Charity -

environmentally significant manner

Read More on Prep with Harshita
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There are three primary
types of learning styles:

1. visual,

2. hearing,

3. physical activity

Most people learn best
through one or two of these
methods, but there are ways
to use all three learning
styles to your advantage

- v, T VR TR o Ul 1
i : ceedes SO
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Types of Learning
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