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Human Resource Definition

—

Human Resources refers to the people
who make up the workforce of an
organization. In a professional context,
it describes the department or
function responsible for managing the
lifecycle of an employee—from hiring
and development to retirement.

HRM treats employees as human
capital, viewing people not just as an
expense, but as a critical asset that
drives the organization's success.
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Human Resource Management
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is the organizational unit responsible for managing the entire employee
lifecycle, from recruitment and hiring to training, compensation, benefits

administration, and termination. It acts as a bridge between management and
employees, ensuring compliance with labor laws and nurturing a productive workplace
culture.

Gl 9 s i) (e 15y cLglashy Cali gall Blia B 93 3 03) (o A glpuall Araudiiil) Bas glf A
BINY) O Jua g ABIAS Jarti g Aaddd) plgd) o Ll Jad) 313 g culuday gail) g g yail) ) N pag
Aadiia Jas A& 5 5atg Jaad) i) 681 JERaY) ladal ((adla gal) g




iy pall 3 ) gal) Al |

i MIDOCEA
Function of Human Resources onivers |
\
Human Resource Management (HRM) functions EIHuman resource planning 350 gal) Jadads \
encompass the strategic management of a company’s 2\1.‘)‘5-‘-'3‘
workforce, covering the entire employee lifecycle from
recruitment to separation. JRecruitment and selection i gl
JeEaY)

Key functions include recruitment, training, performance
management, compensation, and employee relations,
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The main Human Resource Management Objectives

h Objectives Of HRM

1. To Utilize Human Resource
Properly And Effectively

To Ensure Quality Of Work

To Increase Job Satisfaction
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P e To Maintain Proper Coordination
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Placing the right person in the right role to ensure maximum To Ensure Proper Workmg

productivity with minimal waste. Environment

6. To Assist Recruitment And

Selection Process
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Making sure employees perform their tasks at the highest To E_nsure Proper Working
possible Environment

6. To Assist Recruitment And

Selection Process
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To Increase Job Satisfaction
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To Maintain Proper Coordination
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Creating an environment where employees feel happy and

valued, motivating them to stay and work hard. To Ensure Proper Working

Environment

6. To Assist Recruitment And

Selection Process
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Organizing the relationship between individuals and different
departments to ensure smooth workflow and prevent conflict.

To Maintain Proper Coordination
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To Ensure Proper Working
Environment

6. To Assist Recruitment And

Selection Process
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To Ensure Proper Working Environment
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Providing a safe, healthy, and comfortable workplace that :
boosts employee morale and creativity. Environment

6. To Assist Recruitment And

Selection Process
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1. To Utilize Human Resource
Properly And Effectively
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Attracting talent and choosing the best candidates who fit the
organization’s culture and needs.

To Maintain Proper Coordination
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To Ensure Proper Working
Environment

6. To Assist Recruitment And

Selection Process
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Project: Establishing an Innovation Unit onivers [l

/1. Recruitment & Selection ) e ™

HR hunts for creative talents and selects candidates who

fit the innovative culture. DLEAY) g audd gill 1
2. Proper Utilization Ot el UG g dpelaY) caal gall e Ayl o)) gall 3] Caa
Assigning specific roles based on individual strengths to OS] A8 aa ) sanliy ()
ensure maximum productivity. Jia¥) aladiny) 2
3. Quality of Work Aaali) el lacal 358 568 Lalss e 2l ) oY) aaas
Setting performance standards to ensure that the unit’s Jandl 3asa .3
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4. Job Satisfaction bl La 4
Offering incentives for creative ideas, making employees L ey (ila gall Jray lee e layl IS i) a s
feel valued and motivated. sl g
5. Proper Working Environment doulia Jae 4iy 5
Providing a modern, safe, and tech-friendly workspace 1Y) 5 el aaly 3 jeaa s Al B Joo dalue i g
that fosters creativity. Jadll guadill 6
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Syncing between the innovation team and other

erartments to ensure a smooth workflow. J \ J
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In most organizations today, the role of human resource management has
become quite important.

This results partly from a growing realization of the importance of people as a
source of competitive advantage, but there are more practical reasons, such as:
Human Resource Management in Larger and small Organizations.
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Smaller Organizations

v Multitasking: There is often no dedicated
human resources department; the
employer or office manager handles
recruitment and payroll alongside their
other responsibilities.

v Flexibility: Rules are less rigid, and
communication between management
and employees is direct and rapid.

v’ Focus: The primary focus is on survival,
rapid growth, and hiring "multi-talented”
individuals capable of performing
various roles.

v’ Cost: Budgets allocated for training and
benefits are very limited.
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Larger Organizations

v" In large organizations, management is
structured and specialized:

v’ Specialized Department: A dedicated HR
department with experts in specific areas
(such as recruitment, payroll, and training).

v’ Formalization and Policies: Clear written
regulations, defined career paths, and formal
procedures govern everything from hiring to
resignation.

v Technology: Heavy reliance on electronic
systems (HRIS) to manage the data of
thousands of employees.

v Stability and Benefits: Extensive training
programs and in-kind benefits
(comprehensive health insurance and savings

. funds) are offered to attract and retain talent.
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Human Resource Management includes all activities used
to attract & retain employees and to ensure they perform
at a high level in meeting organizational goals.
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Human Resource Management onveErRs |
f N T
These activities are made up of: ‘,. @
1. Recruitment & selection. REWARD \
2. Training and development. Sé ,"'z%\

RETENTION RECRU]TMENT

3. Performance appraisal and
feedback.

4. Pay and benefits.
5. Labor relations.
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Staffing a4l

Process through which organization
ensures it always has proper number of
employees with appropriate skills in right
jobs at right time to achieve
organizational objectives
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Staffing

Job Analysis

Systematic process of
determining skills,
duties, and knowledge
required for performing

jobs in organization

Human Resource
Planning

includes all activities
managers do to forecast

current and future HR
needs

Recruitment

Attracting individuals on a
timely basis, in sufficient
numbers, and with
appropriate
qualifications, to apply for
jobs with an organization

Selection

Choosing from a group
of applicants the
individual best suited
for a particular position

in the organization
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HR Planning :must be established as a foundational step prior to\

initiating recruitment and selection processes.

* Demand Forecasting: Managers analyze and estimate the
specific volume and qualifications of the workforce required by
the firm.

* Supply Forecasting: Assessing the availability and skill sets of

potential candidates, both within the current internal staff and

across the broader labor market.
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Factors affecting human
resource planning

o Competition

o Changing goals of a business
o Changes in market

o Changes in technology

o Population changes

o Government legislation
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Factors affecting human resource
planning

o Competition

o Changing goals of a
business

o Changes in market

o Changes in technology
o Population changes

o Government legislation
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6 Steps for Effective HR Planning

J

MIDOCEA

UNIVERSITYl

Define HR Objectives Analyze Current Analyze Supply and
and Goals HR Status Demand for HR

*6 Steps for Effective HR Planning %

: Implement HR Plans Evaluate and Review
Develop HR action plan and Programs HR Planning Efforts
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Selection

After a pool of applicants are
identified, qualifications related to
the job requirements are
determined:

e Background Information: includes

education, prior employment,
college major, etc.

* |Interview: almost all firms use one

of two types:

Structured interview: managers
ask each person the same job-related

questions.
Unstructured interview: held
like a normal conversation.
* Physical Ability Test: measure
strength & endurance( good for
physically demanding jobs)
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* Performance Tests: measure job
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Recruitment

External Internal
recruiting recruiting

Managers advertise in
newspapers, hold open
houses, recruit at
universities, and on
the Internet.

Managers look outside
positions filled within
the firm.

the firm for people
who have not worked
at the firm before.




Compare between External & Internal

recruiting
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External

Internal
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recruiting

4 A

is difficult since
many new jobs

Ll gall S0

have specific
skill needs.

recruiting

N\

Managers likely already know

Workers know the firm’s
culture, may not have new
ideas.

the candidates.

Internal advancement can
motivate employees.
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qraining - Designed to provide learners with \ ( s dals 5 AE "yl 5 a9 e s 1Training il
knowledge and skills needed for their present jobs Jranid canaliExcel" " gl addivg (ol (o jay Y ala e 1l
Development - Involves learning that goes beyond Bl Adlall iads g (g (K1 Y Aadaid Ay 5055 )50 e
today's job; it has more long-term focus Al iy e 5 oF) e 1 A

Career planning - Ongoing process whereby
individual sets career goals and identifies means
to achieve them
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Human Resource Development

Performance management - Goal-oriented process
directed toward ensuring organizational processes are in
place to maximize productivity of employees, teams, and
ultimately, the organization

Performance appraisal - Formal system of review and
evaluation of individual or team task performance

Human
Resource
Management
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Process of evaluating employee performance |
Crdl gall £13) 2l dlec MIDOCEAl

UNIVERSITY

Job related strengths 4iudi il ddlaial) 5 gil) Jalds ﬁ
S| e o T R A el Bl e 8 U il s Sy ) e Lk

ERSTEA(
* job related strengths Development needs i shill clalial 2
® development needs LSJL‘"“A dsluj JJ-L%'@(:‘-J& EJL@.A ‘5\ 33@;&&)@&&;& Ct'\;.) Lfﬂ\ Q\JL@.AM ‘9\ Q\J;ﬂ\ a0 Ly
el
* progress toward goals e
* determine ways to Progress toward goals <ilaa¥) gai aaiill 3
improve performance S8 o) Cangindl (10 %100 G o Aand) Aglay 8 Al Cama ) Calaa YL Liled ol gl o il La (s

* Pay an promotion ; ) )
decision Determine ways to improve performance )3 (pwald (3 )k 3aa3 4
ecisions Congll $anll 4y 5l 6 juai) pling Ja € pdilie 4 sl (s gall zling Ja tiplee ddad sl ¢ juali allia (1S 1))
(laall Gl g acliall ga La
\ J Pay and promotion decisions <@ ill g <l g 1 <)y 2 5
L Slel caaid Jals s Ja ol Pay)) Alle sl Cala sall Gaien Ja iyl a3 e L JS e 2l
More systematic is *Promotion))

better, for the most part  \_

dagia SiS) (il gall Al (1S Lals
Miutsws




Compensation

ml rewards that individuals receive as a result of theh
employment.

Direct Financial Compensation - Pay that person receives in
form of wages, salaries, bonuses, and commissions.

Indirect Financial Compensation (Benefits) - All financial
rewards not included in direct compensation such as paid
vacations, sick leave, holidays, and medical insurance.
Nonfinancial Compensation - Satisfaction that person
receives from job itself or from psychological and/or
physical environment in which person works.

Resource
Management
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Safety and Health
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Safety - Involves protecting employees
from injuries caused by work-related
accidents

Health - Refers to employees' freedom
from illness and their general physical and
mental well being

Human
Resource
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-

mipoceaf]
8

i) ey "ialiadl Sl sl G Cilh sall dles 4 1Safety Aadlud
aall iy 8 I8 B 1 8 aon 1 s

: : ™

(sl @A)E\a}.ﬁ.ﬂﬂﬂw\ J5n g pde Cpe S e

(U""JS\ Gllbal @-Aj) ey cﬁ}o ‘f 3 A ey e

(BY ) ) Al b JY1 e jdai Gladle pay o

aills e Llaall "l 31" (e il sall Ales 4 tHealth 4aal)
Al Jadii s ¢l 3a¥) (3o ansall A o hadh ai® Y Cua dalall
Jashll sadl e Mental well-being) ) 4l 5 4l

T

(ol s el dasal) dag o (ol S Bam Belial j8 g e

(il Anall) ada gl (3) sV gl e BN e

(el Sleadl Gl yal aial) 4y sqill 325 (e ST o

J




MIDOCEA|

UNIVERSITYl
Remember

Employees who work in safe environment and enjoy good
health are more likely to be productive and yield long-term
benefits to organization.
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Business is required by law to recognize a
union and bargain with it in good faith if the
firm’s employees want the union to represent
them

Human resource activity is often referred to as
industrial relations

Most firms today would rather have a union-
free environment

Human
Resource
Management

Employee Relations and Labor
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Recruitment

Selection
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( Recruitment :this is the process of attracting job candidates anh
is carried out through two main channels:
* Internal recruitment: Searching for qualified candidates
from within the existing organization.
* External recruitment: Attracting new talent from outside
the organization.

2. Selection: After attracting candidates, they are screened and the
best are selected based on qualifications and interviews to place
the right person in the right position.

3. Training: This aims to develop employee skills and is divided into
two types:
* On-the-job: Learning through practical application of tasks.
* Off-the-job: Through training courses or external
workshops.

4. Performance Assessment: This measures the employee's success
in performing their duties and is done through:
* Traditional methods: Such as reports from direct
supervisors.
* Modern methods: Such as comprehensive (360-degree)

\ assessments and goal-based evaluations.’ J
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5. Motivation: Encouraging employees to give their best through:
* Rewards and benefits: such as financial incentives and
insurance.
* Recognition: moral recognition and certificates of
appreciation.

6. Compensation: Managing employee salaries and wages to ensure
fairness and financial satisfaction.

7. Maintaining labor relations: Managing the relationship between
employees and management to ensure a collaborative work
environment and conflict resolution.

8. Health, welfare, and safety: Providing a safe working environment
that protects employees physically and mentally and ensures their
well-being.

9. Compliance with labor laws: Ensuring that all organizational
policies comply with local laws and regulations to protect

Qeryone's rights. J
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Environment of Human Resource Management
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Human resource management is the driving force of any Wi g
organization, bridging the gap between internal tasks (such as Résouice g;
recruitment, development, and compensatlon) and external factors g Management
(such as the economy, regulations, and technology). This by
department faces complex challenges, ranging from attracting and g
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Challenges in Human Resource Management |
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Globalization and Competition: The expansion of businesses
across borders, requiring the management of personnel from
diverse cultures and nationalities.

Technological: The increasing reliance on artificial intelligence,
automation, and digital systems in employee management.

Changing Nature of Work: The shift from manual labor to the
"knowledge economy," remote work, and flexible employment.

Workforce and Demographics: The changing nature of the
workforce (such as an increasing younger or older demographic)
and the diversification of its backgrounds.

Economic Challenges: The impact of financial crises and market
volatility on employment plans and salaries.

Leverage and Deregulation: The trend toward reducing
government oversight in some sectors and increasing reliance on
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financial borrowing to finance growth. )
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