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STRATEGIC HUMAN RESOURCE MANAGEMENT
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1.0 Learning Objectives:
After reading this unit, you will be able to
e define the concept of Strategic Human Resource management
e aware the learners about the evolution of SHRM

e understand the concept of strategy and related aspects



1.1 Introduction

Strategic Human Resource Management (SHRM) is a comprehensive approach to managing an
organization's human resources in alignment with its overall strategic goals and objectives. It
involves integrating human resource functions and activities into the strategic planning process
to maximize the effectiveness of the workforce and contribute to the organization's long-term

success.

Traditionally, HR management was focused on administrative tasks such as hiring, training,
payroll, and benefits administration. However, as organizations recognized the pivotal role that
human capital plays in achieving competitive advantage, the concept of SHRM emerged. SHRM
emphasizes the strategic importance of employees as valuable assets and seeks to leverage

their skills, knowledge, and abilities to gain a competitive edge in the market.

Strategic Human Resource Management (SHRM) is an approach to managing an organization's
human resources in a way that aligns with its overall business strategy and goals. It involves
integrating human resource management (HRM) practices and functions with the strategic
objectives of the organization. The primary aim of SHRM is to enhance organizational
performance, effectiveness, and competitiveness by effectively leveraging the capabilities and

potential of the workforce.

1.2 Characteristics and Principles of Strategic Human Resource Management

1. Alignment with Business Strategy: SHRM ensures that HR practices and policies are
designed and implemented in a way that supports the broader strategic goals of the
organization. The HR department becomes a strategic partner, actively contributing to the

organization's success.

2. Long-term Perspective: SHRM emphasizes long-term planning and development of HR
strategies that consider the evolving needs of the organization and the workforce. This
contrasts with traditional HR practices that might focus more on short-term operational

issues.



Focus on Human Capital: SHRM recognizes that employees are valuable assets and sources
of competitive advantage. It emphasizes the need to attract, develop, and retain talented

individuals who can contribute to the organization's growth and innovation.

Customization and Flexibility: SHRM recognizes that different organizations have unique
needs and challenges. It encourages the customization of HR practices to suit the specific

context of the organization, rather than adopting a one-size-fits-all approach.

Integration of HR Functions: SHRM promotes the integration of various HR functions, such
as recruitment, training, performance management, compensation, and employee

relations, to ensure they work cohesively towards achieving strategic goals.

Proactive Problem Solving: SHRM involves identifying potential HR challenges and
addressing them proactively to minimize disruptions and maximize opportunities. It aims to

prevent problems rather than just reacting to them.

Continuous Monitoring and Improvement: SHRM involves continuously monitoring HR
practices and their outcomes to assess their effectiveness in contributing to organizational

goals. Adjustments are made based on performance data and feedback.

Leadership Involvement: SHRM requires active involvement and support from top-level
management and leadership. Leaders play a role in shaping HR strategies and ensuring their

alignment with the organization's vision.

Ethical Considerations: While pursuing strategic objectives, SHRM also considers ethical
implications, fairness, and employee well-being. It seeks to balance organizational goals

with the needs and rights of the workforce.

1.3 Evolution of Strategic Human Resource Management

Strategic Human Resource Management (SHRM) has evolved significantly over the years,

adapting to changes in business environments, organizational structures, and the

understanding of human capital's role in achieving organizational objectives. Here's an



overview of the evolution of SHRM:

1. Traditional Personnel Management (Pre-1980s): HR practices were largely administrative
and transactional. The focus was on tasks such as payroll, benefits administration, and

compliance with labor laws. The role of HR was primarily operational rather than strategic.

2. Transition Phase (1980s): The shift from personnel management to human resource
management began during this period. There was a growing recognition of the importance
of aligning HR practices with organizational goals. The term "Strategic Human Resource
Management" gained prominence as practitioners started exploring ways to link HR

practices to business strategy.

3. Emergence of SHRM (1990s): The 1990s marked a significant shift toward viewing
employees as valuable assets that could contribute to competitive advantage. The focus
shifted from just managing people to leveraging their skills, knowledge, and abilities to
create a sustainable competitive edge. SHRM emphasized the need to integrate HR

practices with overall business strategy.

4. Strategic Alignment (2000s): This phase emphasized the importance of aligning HR
strategies with organizational strategies. HR professionals became more involved in
business planning and decision-making processes. The concept of "HR as a strategic

partner" gained traction, highlighting the role of HR in driving organizational success.

5. Talent Management and Technology (2010s): The increasing complexity of business
environments, globalization, and technological advancements led to a focus on talent
management. SHRM evolved to encompass recruitment, training, performance
management, and employee development. Technology played a crucial role in automating

HR processes and enabling data-driven decision-making.

6. Agility and Flexibility (2020s and beyond): As organizations face rapid changes and
disruptions, SHRM is adapting to foster organizational agility and flexibility. HR strategies

now need to be responsive to dynamic market conditions, remote work trends, diverse



workforce needs, and emerging technologies. Emphasis is placed on continuous learning,

employee well-being, and adapting HR practices to the needs of a digital age.
1.4 Human Resources

Human Resources (HR) refers to the department within an organization that is responsible for
managing and overseeing various aspects of the workforce. It involves the processes, practices,
and strategies related to the recruitment, selection, training, development, compensation,
benefits, performance evaluation, and overall well-being of employees. The primary goal of HR
is to ensure that an organization has the right people with the right skills and attitudes in the

right roles, contributing effectively to the achievement of organizational objectives.
1.5 Level of Strategy

Strategy can be understood and categorized in various ways based on the scope and focus of
the decision-making. Here are a few levels of strategy commonly discussed in business and

management contexts:

1. Corporate Strategy: This is the highest level of strategy and involves decisions that define
the overall direction of an entire organization. Corporate strategy focuses on questions such
as what markets to enter, which businesses to divest, and how to allocate resources across
different business units. It's about setting the long-term vision and goals for the entire

organization.

2. Business Unit Strategy: This level of strategy involves decisions specific to individual
business units or divisions within a larger organization. It's about how each business unit
can achieve its goals within the context of the overall corporate strategy. This includes
decisions about competitive positioning, target market segments, and resource allocation at

the division level.

3. Functional Strategy: Functional strategies pertain to specific functional areas within a
business, such as marketing, operations, finance, and human resources. These strategies

outline how each functional area will contribute to achieving the goals of the business unit

10



5.

and, by extension, the corporate strategy. Functional strategies ensure alignment between

the activities of different departments.

Operational Strategy: Operational strategy deals with the day-to-day operations of an
organization. It focuses on improving efficiency, reducing costs, and optimizing processes
within various functions. This level of strategy is more tactical and involves decisions that

impact the immediate operations of the organization.

Tactical Strategy: Tactical strategies are short-to-medium term plans that bridge the gap
between high-level strategic decisions and immediate actions. They involve making
decisions about specific initiatives, projects, or campaigns that support the broader

strategies. Tactical strategies provide a roadmap for achieving strategic objectives.

Functional Tactics: These are specific actions and plans within each functional area that
contribute to the execution of functional strategies. For example, a marketing tactic might

involve running a social media campaign to target a specific customer segment.

1.6 Summary

Strategic Human Resource Management has gone beyond administrative tasks to become a

critical driver of organizational success. It's about understanding that human capital is a

valuable resource that can contribute to innovation, efficiency, and competitiveness. The role

of HR professionals has transformed from administrators to strategic partners who actively

contribute to shaping an organization's future.

1.7 Glossary

e Strategic Human Resource Management: Strategic Human Resource Management
(SHRM) is a comprehensive approach to managing an organization's human resources in

alignment with its overall strategic goals and objectives.

e Operational strategy: Operational strategy deals with the day-to-day operations of an
organization. It focuses on improving efficiency, reducing costs, and optimizing

processes within various functions.
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e Human Resources: Human Resources (HR) refers to the department within an
organization that is responsible for managing and overseeing various aspects of the

workforce.

1.8 Answers to Self-check Exercises
1) What do you understand by the term Strategic Human Resource Management?

Discuss its Characteristics and principles?

3) What do you mean by the term Strategy? Discuss the different levels of strategy in

detail.



1.9 Suggested Readings
e Mello, J. A. (2006) Strategic Management of Human Resources.
e South Western. Schuler, R. S. & Jackson, S. E. (2007), Strategic Human Resource
Management, Wiley India.
o Pfeffer, J. (1998). The human equation: Building profits by putting people first. Harvard
Business School Press

e Greer, C.R., Strategic Human Resource Management: A general managerial approach, Pearson
Education.
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Lesson -2

SHRM & CORPORATE STRATEGY

Lesson Structure
2.1 Introduction
2.2 Relationship Between Strategic Human Resource Management & Corporate
Strategy
2.3 Challenges that organizations practicing SHRM in India
2.4 Resource-Based View of A Firm
2.5 Key Principles of Resource-Based View
2.6 Investment Perspective of SHRM
2.7 HR Architecture
2.8 Hr Competencies
2.9 Summary
2.10 Self-Assessment Questions
2.11 Suggestive Readings

2.12 References

Learning Objectives:
After reading this unit, you will be able to

v’ define the concept of SHRM and Corporate Strategy
v" understand the relationship between SHRM and corporate strategy

v’ identify the challenges of SHRM
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2.1 Introduction

SHRM, which stands for Strategic Human Resource Management, refers to the integration of

human resource management (HRM) practices with an organization's overall corporate

strategy. This approach recognizes that employees are a valuable and strategic asset to an

organization, and their management should be aligned with the organization's broader goals

and objectives. In other words, SHRM aims to ensure that HR practices contribute to the

achievement of the organization's strategic goals.

2.2 Relationship Between Strategic Human Resource Management & Corporate Strategy

1.

Alignment with Business Goals: SHRM involves aligning HR practices, such as recruitment,
training, performance management, and compensation, with the strategic objectives of the
organization. This alignment ensures that HR activities support the larger goals of the

company, such as growth, innovation, market leadership, etc.

Competitive Advantage: Effective SHRM can lead to a sustainable competitive advantage.
When an organization's HR practices are tailored to attract, develop, and retain the right
talent, it can create a workforce that is capable of delivering superior performance and

innovation. This, in turn, can set the company apart from its competitors.

Talent Management: SHRM emphasizes the importance of managing talent strategically.
This involves identifying critical skills and competencies needed for the organization's
success and then recruiting, developing, and retaining employees who possess these

attributes.

Change Management: As organizations evolve and adapt to changing market conditions,
their HR strategies need to adapt as well. SHRM helps organizations manage change
effectively by ensuring that HR policies and practices can flexibly support shifts in corporate

strategy.

Employee Engagement: Engaged employees are more likely to be committed to the

organization's goals and perform at their best. SHRM focuses on creating an environment
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that fosters employee engagement and motivation, which directly contributes to the

achievement of corporate objectives.

6. Performance Management: SHRM emphasizes the importance of a performance
management system that aligns individual goals with the organization's strategy. This
ensures that employees' efforts are directed toward activities that contribute to the

company's overall success.

7. Leadership Development: Effective SHRM involves identifying and nurturing future leaders
within the organization. Developing a strong leadership pipeline is crucial for implementing

corporate strategies and ensuring long-term success.

8. Innovation and Adaptability: SHRM supports the development of a culture of innovation
and adaptability by encouraging continuous learning, skill development, and knowledge

sharing among employees.

9. Globalization and Diversity: As organizations expand globally, SHRM helps manage the
complexities of a diverse workforce and varying cultural contexts. It ensures that HR

practices are sensitive to local cultures while still supporting the overall corporate strategy.

2.3 Challenges that organizations practicing SHRM in India

Strategic Human Resource Management (SHRM) involves aligning an organization's human

resource practices with its overall business strategy to enhance performance, productivity, and

employee satisfaction.

Strategic Human Resource Management (SHRM) in India faces a range of challenges due to the

unigue socio-economic and business landscape of the country. Here are some examples of

challenges that organizations practicing SHRM in India might encounter:

1. Talent Acquisition and Retention: Finding and attracting top talent is a constant challenge.
Organizations need to develop effective recruitment strategies to identify candidates with
the right skills and cultural fit. Moreover, retaining valuable employees is crucial to prevent

high turnover rates.
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Skills Gap: Rapid technological advancements and shifts in industry demands can create a
gap between the skills employees possess and the skills needed for the organization's

success. HR needs to address this gap through training, upskilling, and reskilling initiatives.

Diversity and Inclusion: Building a diverse and inclusive workforce is essential for
innovation and better decision-making. However, creating an inclusive culture and

addressing issues related to diversity can be challenging.

Employee Engagement: Engaged employees are more productive and committed to their
roles. HR must develop strategies to keep employees engaged, motivated, and satisfied

with their work.

Performance Management: Traditional performance appraisal systems are being
reevaluated as organizations seek more continuous and effective ways to measure and

manage employee performance.

Remote Work and Flexible Arrangements: The rise of remote work and flexible work
arrangements requires HR to create policies and practices that support remote employees

while maintaining collaboration, communication, and productivity.

Work-Life Balance: Balancing work responsibilities with personal lives is crucial for
employee well-being. HR must find ways to promote work-life balance and prevent

burnout.

Legal and Regulatory Compliance: HR professionals must stay updated on labor laws,
employment regulations, and compliance requirements to ensure the organization operates

within legal boundaries.

Technology Integration: Implementing and managing HR technology solutions, such as HRIS
(Human Resource Information System), Al-driven tools, and data analytics, can be complex

and require a balance between technological innovation and privacy concerns.
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10.

11.

12.

13.

14.

Leadership Development: Identifying and grooming future leaders within the organization
is a challenge that involves assessing leadership potential, providing appropriate training,

and ensuring a smooth succession planning process.

Change Management: When organizations undergo significant changes, such as mergers,
acquisitions, or restructuring, HR plays a vital role in managing the human side of change,

including communication, employee morale, and adjustment to new roles.

Cost Management: Managing HR budgets while striving to offer competitive compensation,
benefits, and development opportunities requires careful financial planning and allocation

of resources.

Globalization: Organizations with an international presence face challenges related to

managing a diverse workforce across different cultures, legal systems, and time zones.

Ethical and Social Responsibility: HR needs to ensure that the organization's practices align
with ethical standards and social responsibilities, both internally and in the broader

community.

2.4 RESOURCE BASED VIEW OF A FIRM

The Resource-Based View (RBV) is a strategic management theory that focuses on the internal

resources and capabilities of a firm as the primary sources of competitive advantage and

sustained success. RBV suggests that a firm's unique bundle of resources and capabilities can

enable it to outperform its competitors over the long term. This view emphasizes that the

strategic competitiveness of a firm is derived from the distinctiveness and scarcity of its

resources.

2.5 Key principles of the Resource-Based View:

1.

Resource Heterogeneity: Firms possess different sets of resources, both tangible (e.g.,
physical assets) and intangible (e.g., knowledge, reputation). These resources can be used

to gain competitive advantages.
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2. Resource Immobility: Resources are not easily transferable between firms. This immobility
can lead to sustained competitive advantages since rivals cannot easily replicate a firm's

unique resource base.

3. Resource VRIO Framework: Resources must meet certain criteria to provide a competitive
advantage: they should be valuable, rare, inimitable, and organized (VRIO). If a resource

possesses these qualities, it can lead to sustained competitive advantage.

4. Capabilities: Capabilities are the firm's ability to deploy resources effectively to perform
various tasks or activities. These can include technical, managerial, or organizational skills

that give the firm a competitive edge.

5. Dynamic Capabilities: In addition to static resources, RBV also recognizes the importance of
a firm's ability to adapt, innovate, and change over time. Dynamic capabilities enable a firm

to develop new resources and adapt to changing market conditions.

6. Resource Complementarily: RBV suggests that the interaction and combination of
resources within a firm's portfolio can lead to synergies and enhanced competitive

advantage. Resources should complement and reinforce each other.

7. Value Chain Analysis: Understanding how a firm's resources and capabilities contribute to
each step of its value chain can provide insights into areas where the firm can gain a

competitive edge.

8. Limitations: RBV doesn't provide a complete picture of how external factors, such as
industry dynamics and competitive forces, impact a firm's success. It also doesn't offer a

clear roadmap for how to develop or acquire resources.

2.6 INVESTMENT PERSPECTIVE OF SHRM
"SHRM" could refer to the Society for Human Resource Management or potentially to a
different organization or entity. Since you haven't specified which "SHRM" you're referring to,

I'll provide insights from both possibilities:
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Society for Human Resource Management (SHRM): If you're referring to the Society for
Human Resource Management, it's important to note that SHRM is a professional
organization focused on human resource management. It provides resources,
certifications, training, and networking opportunities for HR professionals. From an
investment perspective, SHRM itself is not a publicly traded company, so you can't

invest in it in the traditional stock market sense.

Potential Business or Company (SHRM): If you're referring to a specific business or
company with the acronym "SHRM," it's crucial to identify the company and its industry
before discussing the investment perspective. Investing in a company involves assessing
its financials, growth potential, competitive landscape, management team, and overall
industry trends. Here are some general points to consider when evaluating a potential

investment:

¢ Financial Performance: Analyze the company's financial statements, including
revenue growth, profitability, and cash flow. Look for consistent and improving

financial metrics over time.

e Market Opportunity: Consider the company's position within its industry. Does it
operate in a growing market with room for expansion? Is it a leader or disruptor in

its sector?

e Competitive Advantage: Assess the company's competitive strengths, such as
unique products or services, proprietary technology, strong brand recognition, or a

significant market share.

e Management Team: Research the leadership team's experience, track record, and
strategic vision. A capable management team is often a positive indicator for long-

term success.
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e Industry Trends: Understand the broader industry trends that could impact the
company's future prospects. This includes factors like regulatory changes,

technological advancements, and shifts in consumer behavior.

¢ Risk Factors: Identify potential risks that could affect the company's performance,

such as economic downturns, regulatory challenges, or changing market dynamics.

¢ Valuation: Assess whether the company's current stock price reflects its true value.
Compare valuation metrics (like P/E ratio, P/S ratio, etc.) to those of competitors and

historical averages.

¢ Diversification: Remember to diversify your investment portfolio. Investing in a
single company carries higher risks compared to spreading your investments across

different industries and asset classes.

2.7 HR ARCHITECTURE

HR architecture refers to the systematic design and organization of an organization's human

resources (HR) functions, processes, roles, and systems to align with its overall business

strategy and objectives. It encompasses the framework that supports the management and

development of an organization's workforce, ensuring that it is well-structured, efficient, and

capable of meeting the company's present and future needs.

"HR architecture" can refer to different aspects of a company's human resources (HR) function.

It generally encompasses the structure, processes, and systems that an organization uses to

manage its workforce effectively. Here are some key components of HR architecture:

1. Organizational Structure: This includes how the HR department is organized within the
company's overall structure. It might involve centralized or decentralized HR functions,

reporting lines, and the alighnment of HR with other departments.

2. HR Processes: These are the workflows and procedures that HR follows to manage various
aspects of the employee lifecycle, such as recruitment, on boarding, performance
management, training and development, compensation, benefits administration, and off
boarding.
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10.

Technology and Systems: The HR architecture often involves the software and tools used to
manage HR processes. This might include HR information systems (HRIS), applicant tracking
systems (ATS), performance management platforms, payroll systems, and employee self-

service portals.

Job Roles and Responsibilities: Clearly defined job roles and responsibilities for HR staff
help ensure that tasks are allocated appropriately and that there is clarity in the functions

each HR team member performs.

Talent Acquisition: This involves strategies for attracting, selecting, and hiring new
employees. It encompasses job posting, candidate sourcing, interviewing, and making job

offers.

Employee Development: HR architecture should also address employee training, skill
development, and career advancement. This might involve performance appraisals,

identifying training needs, and creating development plans.

Compensation and Benefits: This aspect of HR architecture deals with designing fair and
competitive salary structures, as well as determining benefits packages such as health

insurance, retirement plans, and other perks.

Performance Management: This involves setting performance goals, conducting regular
evaluations, and providing feedback to employees. An effective performance management

system can lead to improved employee engagement and productivity.

Employee Relations: HR architecture includes strategies for fostering positive relationships
between employees and the organization. This might involve conflict resolution, addressing

grievances, and maintaining a healthy work environment.

Legal and Compliance: HR must ensure that the organization adheres to labor laws and
regulations. This includes matters related to employment contracts, workplace safety,

discrimination, and other legal considerations.
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11. Diversity and Inclusion: Many modern HR architectures emphasize creating an inclusive and
diverse workplace. This involves strategies for promoting diversity, equity, and inclusion

within the organization.

12. Succession Planning: HR architecture might include plans for identifying and developing

internal talent to fill key roles within the organization as they become vacant.

2.8 HR COMPETENCIES

The field of Human Resources (HR) has evolved significantly from being solely administrative to
becoming a strategic partner in driving organizational success. In this transformation, the
concept of HR competencies has gained immense importance. HR competencies refer to the
combination of skills; knowledge, behaviours, and attributes that HR professionals need to
excel in their roles and contribute meaningfully to their organizations.

In the dynamic and complex landscape of modern workplaces, HR professionals are expected to
go beyond traditional administrative tasks. They are now strategic thinkers, change agents, and
champions of employee engagement and development. HR competencies encompass a diverse
array of skills and capabilities that empower HR practitioners to navigate these challenges and
opportunities effectively.

From strategic thinking and business acumen to communication prowess and ethical practice,
HR competencies reflect the multifaceted nature of the HR function. These competencies
enable HR professionals to align HR strategies with overall business objectives, make informed
decisions grounded in data, foster positive relationships, and ensure legal compliance.
Moreover, they play a pivotal role in driving initiatives such as talent acquisition, employee
development, diversity and inclusion, and organizational change.

As organizations recognize the strategic significance of HR, the demand for HR professionals
with a well-rounded skill set continues to grow. Whether it's adapting to technological
advancements, promoting a diverse and inclusive culture, or leading workforce planning efforts,
HR competencies serve as the compass guiding HR professionals toward excellence in an ever-
evolving landscape. Human Resources (HR) competencies are the skills, knowledge, behaviours,
and abilities that HR professionals need to effectively perform their roles and contribute to the

23



success of their organizations. These competencies span a wide range of areas and reflect the

multifaceted nature of the HR function. Here are some key HR competencies:

1.

10.

Strategic Thinking: The ability to align HR practices with the overall business strategy,

understand organizational goals, and contribute to long-term planning.

Business Acumen: Understanding the industry, market, and financial aspects of the

organization to make informed HR decisions that support business objectives.

Communication Skills: Effective communication is crucial for HR professionals to convey
information clearly, listen actively, and facilitate positive interactions between employees,

teams, and leadership.

Ethical Practice: Upholding high ethical standards and promoting integrity in all HR
activities, including handling confidential information and making fair and unbiased

decisions.

Critical Evaluation: Analyzing data and information to assess HR programs, policies, and

practices and making evidence-based recommendations for improvement.

Relationship Management: Building and maintaining positive relationships with employees,
managers, executives, and external stakeholders. This includes conflict resolution and

negotiation skills.

Change Management: Guiding the organization through periods of change, whether related

to restructuring, mergers, technological advancements, or shifts in culture.

HR Technology: Proficiency in using HR software and systems, including HRIS, ATS, payroll

software, and other tools that support HR functions.

Talent Acquisition: The ability to attract and select the right talent for the organization,

including job analysis, sourcing, interviewing, and assessing candidates.

Employee Development: Designing and implementing training and development programs

that enhance employee skills, knowledge, and capabilities.
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11.

12.

13.

14.

15.

16.

17.

18.

Compensation and Benefits: Understanding and managing compensation structures,

benefits packages, and incentive programs to attract, motivate, and retain employees.

Performance Management: Developing and implementing processes for setting
performance goals, conducting evaluations, providing feedback, and managing

underperformance.

Labor Law and Compliance: Staying updated on relevant labor laws, regulations, and

compliance requirements to ensure the organization operates within legal boundaries.

Diversity, Equity, and Inclusion (DEI): Fostering an inclusive workplace by promoting

diversity, equity, and inclusion initiatives and addressing biases and discrimination.

Employee Engagement: Creating strategies to enhance employee morale, motivation, and

satisfaction, leading to increased productivity and reduced turnover.

Strategic Workforce Planning: Identifying current and future workforce needs and

developing plans to ensure the organization has the right talent in place.

HR Metrics and Analytics: Using data-driven insights to assess HR performance, identify

trends, and make informed decisions.

Conflict Resolution: Navigating and resolving conflicts between employees or between

employees and the organization in a constructive and fair manner

2.9 Summary:

SHRM, which stands for Strategic Human Resource Management, refers to the integration of

human resource management (HRM) practices with an organization's overall corporate

strategy. This approach recognizes that employees are a valuable and strategic asset to an

organization, and their management should be aligned with the organization's broader goals

and objectives.

In addition to this, from strategic thinking and business acumen to communication prowess and

ethical practice, HR competencies reflect the multifaceted nature of the HR function. These

competencies enable HR professionals to align HR strategies with overall business objectives,
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make informed decisions grounded in data, foster positive relationships, and ensure legal
compliance. Moreover, they play a pivotal role in driving initiatives such as talent acquisition,

employee development, diversity and inclusion, and organizational change.

2.10 Glossary:

o Skills Gap: A skills gap is the difference between an employee's current abilities and the
skill set best suited for their job.

e Relationship Management: Building and maintaining positive relationships with
employees, managers, executives, and external stakeholders.

e Strategic Thinking: The ability to align HR practices with the overall business strategy,
understand organizational goals, and contribute to long-term planning.

e Ethical Practice: Upholding high ethical standards and promoting integrity in all HR
activities, including handling confidential information and making fair and unbiased

decisions.

2.10 Self-Assessment Questions Suggestive Readings:
1) What do you understand by the term Corporate Strategy? How SHRM is related to

corporate strategy?

2) Write a brief note on Investment perspective of Strategic Human Resource

Management?
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3) Briefly describe the following terms:

a) HR Architecture



2.11 Suggested Readings
e Mello, J. A. (2006) Strategic Management of Human Resources.
e South Western. Schuler, R. S. & Jackson, S. E. (2007), Strategic Human Resource
Management, Wiley India.
o Pfeffer, J. (1998). The human equation: Building profits by putting people first. Harvard
Business School Press

e Greer, C.R., Strategic Human Resource Management: A general managerial approach, Pearson

Education.
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Lesson -3

SHRM IN PRACTICE

Lesson Structure
3.0 Introduction
3.1 key areas where "SHRM in Practice" might come into play
3.2 Identifying a strategic position
3.3 Steps to identify a strategic position
3.4 Managing employee relations
3.5 Unions and strategic collective bargaining
3.6 Summary
3.7 Self-Assessment Questions Suggestive Readings

3.8 References

Learning Objectives:
After reading this unit, you will be able to

v" Understand the role of strategic human resource management
v’ Identify the strategic position

v/ Managing the human relations at work place
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3.0 INTRODUCTION

"SHRM in Practice" likely refers to the practical application of concepts and principles from the

field of Human Resource Management (HRM) as advocated by the Society for Human Resource

Management (SHRM). SHRM is a professional organization that focuses on providing resources,

tools, and guidance to HR professionals to help them effectively manage the human capital

within organizations.

3.1 key areas where "SHRM in Practice" might come into play:

1.

Recruitment and Selection: HR professionals use SHRM principles to develop effective
strategies for sourcing, screening, and selecting candidates for job positions. This
involves understanding job requirements, creating job descriptions, conducting

interviews, and ensuring a fair and unbiased selection process.

Training and Development: SHRM emphasizes the importance of continuous learning
and development for employees. HR practitioners design training programs, workshops,
and initiatives that align with an organization's goals and help employees acquire new

skills and knowledge.

Performance Management: SHRM provides guidelines for establishing performance
appraisal systems that measure employee performance fairly and transparently. HR
professionals work on setting performance goals, conducting regular evaluations, and

providing constructive feedback.

Employee Relations: Maintaining a positive and productive work environment is
essential. SHRM practices help HR professionals manage employee relations, resolve

conflicts, and ensure compliance with labor laws and regulations.

Compensation and Benefits: SHRM offers insights into creating competitive
compensation and benefits packages that attract and retain talented employees. This
includes designing pay structures, offering incentives, and ensuring equity in

compensation.
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10.

Diversity and Inclusion: SHRM promotes diversity and inclusion in the workplace,
helping HR professionals create an environment where individuals of all backgrounds

and identities feel valued and included.

Legal and Ethical Considerations: HR practitioners need to be well-versed in
employment laws and ethical considerations. SHRM provides resources to help HR
professionals navigate legal requirements, such as anti-discrimination laws, workplace

safety regulations, and privacy laws.

Change Management: Organizations go through periods of change, and SHRM practices
can help HR professionals manage these transitions effectively. This might include

organizational restructuring, mergers and acquisitions, or changes in leadership.

Employee Engagement: SHRM encourages HR professionals to implement strategies
that enhance employee engagement and job satisfaction. This can involve creating
recognition programs, promoting work-life balance, and fostering a positive work

culture.

HR Analytics: SHRM emphasizes the importance of data-driven decision-making in HR.
HR professionals use analytics to gather insights into employee performance, turnover

rates, recruitment effectiveness, and other key metrics

3.2 IDENTIFYING A STRATEGIC POSITION

Identifying a strategic position is a crucial endeavor for any organization aiming to achieve its
goals and gain a competitive advantage in the marketplace. A strategic position is essentially a
unique and defensible place that a company occupies within its industry or market. It allows the
organization to differentiate itself from competitors, capitalize on its strengths, and effectively
address market needs. The process of identifying a strategic position involves a comprehensive
analysis of internal capabilities, external opportunities, and potential threats.

In this dynamic business landscape, where markets are constantly evolving and customer
preferences are changing rapidly, identifying a strategic position becomes even more

important. This strategic position serves as a foundation for crafting a clear and coherent
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business strategy that aligns with the organization's long-term objectives.

Identifying a strategic position involves determining the unique and advantageous position a

business, organization, or individual can occupy within a competitive environment. This position

enables them to achieve their goals more effectively than their competitors.

3.3 Steps to identify a strategic position:

1.

Market Analysis: Understand the industry and market dynamics. Identify key trends,

customer preferences, and emerging technologies that can impact the market.

Competitor Analysis: Analyze your competitors' strengths, weaknesses, market share,
and strategies. Identify gaps in the market that you can exploit or areas where you can

differentiate yourself.

SWOT Analysis: Conduct a SWOT analysis (Strengths, Weaknesses, Opportunities,

Threats) to assess your internal capabilities and external factors affecting your position.

Value Proposition: Define a clear and compelling value proposition. Understand how

your product or service solves customer problems better than alternatives.

Target Audience: Identify your target audience and their needs. Tailor your offering to

match their preferences and pain points.

Differentiation: Determine how you can differentiate yourself from competitors. This

could be through product features, quality, pricing, customer service, or other factors.

Core Competencies: Identify your core competencies—areas where you excel and have

a competitive advantage.

Innovation: Look for innovative ways to create unique products, services, or business

models that set you apart.

Sustainability: Consider the long-term viability of your strategic position. Will it remain

relevant as the market evolves?
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10. Barriers to Entry: Evaluate the barriers that might prevent others from easily replicating

your position.

11. Resource Allocation: Allocate resources efficiently to support your strategic position.

This includes financial, human, and technological resources.

12. Risk Assessment: Identify potential risks and challenges associated with your strategic

position and develop mitigation plans.

13. Feedback and Adaptation: Continuously gather feedback from customers and adapt

your position based on changing market conditions.

14. Alignment with Goals: Ensure your strategic position aligns with your overall goals and

vision.

15. Long-Term Perspective: Think long-term. A strategic position should provide sustainable

advantages over time.

3.4 MANAGING EMPLOYEE RELATIONS

Managing employee relations is a critical aspect of effective human resource management
within an organization. It involves maintaining and enhancing the relationship between
employees and the organization by creating a positive work environment, fostering open
communication, resolving conflicts, and promoting a culture of mutual respect and
collaboration. Here are some key principles and strategies for effectively managing employee
relations:

Managing employee relations is a critical aspect of any organization's success. It involves
building and maintaining positive interactions between employers and employees to create a
harmonious and productive work environment. Effective employee relations encompass
various strategies, policies, and practices that aim to foster mutual understanding, open
communication, and collaboration among all members of the workforce.

In today's dynamic business landscape, where talent retention, job satisfaction, and overall

33



organizational performance are pivotal, managing employee relations has taken on an even

greater significance. This process goes beyond mere enforcement of rules and regulations; it

delves into the realm of creating a sense of belonging, empowerment, and shared goals among

employees.

1.

Clear Communication: Foster an environment of open and transparent communication.
Ensure that employees are informed about company goals, expectations, policies, and
any changes that may affect them. Regularly share updates through various

communication channels.

Fair and Consistent Treatment: Treat all employees fairly and consistently. Implement
policies and procedures that are applied uniformly to avoid perceptions of favouritism

or discrimination.

Conflict Resolution: Address conflicts and issues promptly and professionally.
Encourage employees to raise concerns and provide channels for resolving disputes.

Mediate conflicts to find mutually acceptable solutions.

Employee Recognition and Rewards: Acknowledge and appreciate employees'
contributions and achievements. Implement a system of rewards and recognition to

motivate and boost morale.

Performance Management: Set clear performance expectations and provide regular
feedback to employees. Conduct performance reviews to discuss strengths, areas for

improvement, and career development opportunities.

Work-Life Balance: Promote a healthy work-life balance by offering flexible work
arrangements when possible. Support employees in managing their personal and

professional commitments.

Training and Development: Provide opportunities for skill development and career
advancement. Offer training programs to enhance employees' knowledge and

capabilities, which can improve job satisfaction and loyalty.
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10.

11.

12.

13.

14.

15.

Employee Involvement: Involve employees in decision-making processes that affect
their work and the organization. This can enhance their sense of ownership and

commitment.

Health and Well-being: Prioritize employee health and well-being by offering wellness

programs, mental health support, and a safe working environment.

Diversity and Inclusion: Foster an inclusive workplace that values diversity. Create an
environment where all employees feel respected and empowered regardless of their

background, gender, race, or other characteristics.

Feedback Mechanisms: Establish channels for employees to provide feedback,
suggestions, and concerns. Act on the feedback received to improve the workplace

environment.

Compliance with Laws and Regulations: Ensure that all policies and practices align with
labour laws and regulations to avoid legal issues that could negatively impact employee

relations.

Team Building: Organize team-building activities and events to encourage camaraderie

and collaboration among employees.

Leadership Development: Train and develop managers to effectively lead and
communicate with their teams. A supportive and skilled leadership team can positively

influence employee relations.

Crisis Management: Be prepared to manage employee relations during times of crisis,
such as economic downturns or unexpected events. Communicate transparently and

provide necessary support.

3.5 UNIONS AND STRATEGIC COLLECTIVE BARGAINING
Unions and strategic collective bargaining are crucial elements within the realm of labour
relations and employment practices. These concepts play a pivotal role in shaping the dynamics

between workers and employers, influencing workplace conditions, wages, benefits, and
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overall labour policies. Let's delve into each of these concepts to better understand their
significance.
Unions and strategic collective bargaining are integral components of labour relations and
negotiations between employees and employers. Let's break down these concepts:
Unions: Unions are organized groups of workers who come together to collectively represent
their interests and improve their working conditions. They aim to negotiate with employers to
secure better wages, benefits, working hours, and overall working conditions for their
members. Unions often advocate for the rights and well-being of workers, protect them from
exploitation, and ensure a fair distribution of power within the workplace.
Strategic Collective Bargaining: Collective bargaining is the process by which unions and
employers negotiate terms and conditions of employment, such as wages, benefits, working
hours, and job security, through a formalized and organized process. Strategic collective
bargaining refers to the deliberate planning and execution of negotiation tactics by both parties
to achieve their respective goals while maintaining a balance between worker demands and the
employer's business needs.
Here are some key points related to strategic collective bargaining:
1. Preparation: Both the union and the employer engage in thorough preparation before
negotiations. The union identifies its members' priorities, conducts research on industry
standards, and gathers data to support their proposals. The employer assesses its

financial capabilities, market position, and operational requirements.

2. Negotiation Tactics: During negotiations, both sides use various tactics to achieve their
objectives. Unions might use tactics like solidarity actions, strikes, or slowdowns to put
pressure on employers. Employers may use tactics such as lockouts, contingency

planning, or presenting counteroffers to defend their interests.

3. Issue Identification: The negotiation process involves identifying the key issues to be
addressed, which could include wages, benefits, working conditions, job security, and
more. Both parties prioritize these issues based on their importance to their respective

members or business.
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Compromise and Trade-offs: Negotiations often involve compromise and trade-offs.
Both sides may need to give up certain demands or make concessions in order to reach
an agreement. This requires careful consideration of what is most important to each

side.

Mediation and Arbitration: In cases where negotiations reach an impasse, external
parties like mediators or arbitrators can be brought in to help facilitate discussions or

make binding decisions, respectively.

Legal Framework: Collective bargaining is often governed by labor laws that outline the
rights and responsibilities of both unions and employers. These laws may vary from

country to country.

Long-Term Relationship: Successful negotiations are based on the understanding that
both parties need to maintain a working relationship beyond the negotiation process. A
fair and balanced agreement helps foster a more productive and stable work

environment.

3.6 Summary:

SHRM in Practice likely refers to the practical application of concepts and principles from the

field of Human Resource Management (HRM) as advocated by the Society for Human Resource

Management (SHRM). SHRM is a professional organization that focuses on providing resources,

tools, and guidance to HR professionals to help them effectively manage the human capital

within organizations.

3.7 Glossary:

Employee Relations: Maintaining a positive and productive work environment is
essential. SHRM practices help HR professionals manage employee relations, resolve
conflicts, and ensure compliance with labor laws and regulations.

Collective bargaining: Collective bargaining is the process by which unions and

employers negotiate terms and conditions of employment.
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e Work-Life Balance: Promote a healthy work-life balance by offering flexible work
arrangements when possible. Support employees in managing their personal and

professional commitments.

e SWOT Analysis: Conduct a SWOT analysis (Strengths, Weaknesses, Opportunities, and

Threats) to assess your internal capabilities and external factors affecting your position.

3.7 Self-Assessment Questions Suggestive Readings:

1) Discuss the key areas where SHRM play a active role?
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3) Discuss the major points to make strategic collective bargaining more effective?

3.8 References:
e Mello, J. A. (2006) Strategic Management of Human Resources.

e South Western. Schuler, R. S. & lJackson, S. E. (2007), Strategic Human Resource

Management, Wiley India.

o Pfeffer, J. (1998). The human equation: Building profits by putting people first. Harvard

Business School Press

e Greer, C.R., Strategic Human Resource Management: A general managerial approach, Pearson

Education.
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Lesson -4

STRATEGIC CHANGES

Lesson Structure
4.0 Introduction
4.1 Restructuring and Strategic Human Resource Management
4.2 Engagement and well-being
4.3 Matching culture and strategy
4.4 Benefits of Matching culture and strategy
4.5 Steps to Align Culture and Strategy
4.6 Effectively Match Culture and
4.7 Behavioural issues in strategic implementation
4.8 Summary
4.9 Self-Assessment Questions Suggestive Readings

4,10 References

Learning Objectives:

After reading this unit, you will be able to

e define the concept of strategic change

e understand the concept of restructuring

e create a match between culture and suitable strategy.
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4.0 Introduction:

Strategic changes are fundamental shifts in the direction, approach, or structure of an
organization or project aimed at achieving long-term goals and maintaining competitiveness in
a dynamic environment. These changes involve reevaluating existing strategies, processes, and
resources to adapt to changing circumstances, seize new opportunities, or overcome emerging
challenges.

strategic changes is a deliberate and thoughtful process that requires a comprehensive
understanding of the organization's internal and external factors, such as market trends,
technological advancements, competitive landscape, and customer needs. These changes can
encompass various aspects, including business models, product offerings, operational
procedures, organizational culture, and more.

Successful implementation of strategic changes involves careful planning, effective
communication, and the engagement of key stakeholders at all levels within the organization. It
often requires the alignment of people, processes, and technology to ensure that the changes
are smoothly integrated into the organization's overall objectives.

However, introducing strategic changes can also be complex and challenging, as it may disrupt
established routines and encounter resistance from employees or other stakeholders who are
comfortable with the status quo. Therefore, change management strategies, which involve
clear communication, training, and addressing concerns, are crucial to ensure a smooth
transition and minimize potential negative impacts.

In conclusion, strategic changes are pivotal for organizations to remain relevant and
competitive in an ever-evolving landscape. While they can be demanding, the potential benefits
of adapting to changing circumstances and seizing new opportunities often outweigh the

challenges, leading to enhanced growth, innovation, and long-term success.

4.1 RESTRUCTURING AND SHRM
Restructuring is a strategic process that organizations undergo to make significant changes to
their structure, operations, or strategies. It is driven by various internal and external factors,

such as changes in market dynamics, technological advancements, financial challenges, or shifts
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in customer preferences. The goal of restructuring is to enhance the organization's efficiency,

effectiveness, and competitiveness. This can involve streamlining operations, reallocating

resources, eliminating redundant functions, and sometimes even changing the entire business

model.

Restructuring refers to the process of reorganizing a company's structure, operations, or

resources to achieve certain objectives, such as improving efficiency, reducing costs,

responding to market changes, or enhancing competitiveness. Strategic Human Resource

Management (SHRM), on the other hand, is the approach that aligns an organization's human

resource practices and policies with its overall business strategy. Let's explore how

restructuring and SHRM are related:

1.

3.

Alignment of HR Practices with Restructuring Goals: During a restructuring process,
companies often need to adjust their workforce, roles, and responsibilities. SHRM
ensures that these changes are aligned with the company's strategic goals and that the

right people are in the right positions to support the newly defined structure.

Communication and Change Management: Effective communication and change
management are crucial during a restructuring. SHRM principles can help HR teams
manage the transition by ensuring that employees are informed about changes, their
concerns are addressed, and they are provided with the necessary support to adapt to

the new structure.

Talent Management and Skill Assessment: In a restructuring, some roles may become
redundant while new roles emerge. SHRM involves assessing the skills and
competencies of employees to identify who can be transitioned to new roles and who
might require retraining. This ensures that the organization retains valuable talent and

minimizes disruptions.

Performance Management and Incentives: As roles and responsibilities change,
performance metrics and incentives may also need adjustment. SHRM guides the

development of performance management systems that reflect the new structure and
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objectives, helping to motivate employees and ensure they contribute to the

organization's success.

Training and Development: When a company undergoes restructuring, employees may
need to acquire new skills to meet the demands of their updated roles. SHRM
emphasizes the importance of continuous training and development to ensure that

employees have the necessary competencies to thrive in their new positions.

Legal and Ethical Considerations: Restructuring can involve layoffs or workforce
reductions, which must be carried out ethically and in compliance with labor laws.
SHRM advocates for fair treatment of employees, providing support, and adhering to

legal requirements during the restructuring process.

Cultural Integration: If a restructuring involves merging with or acquiring another
company, SHRM plays a role in ensuring that the organizational cultures are integrated

smoothly. This helps in minimizing conflicts and maintaining employee morale.

Future Workforce Planning: SHRM involves forecasting the organization's future
workforce needs. In the context of restructuring, this helps the organization plan for
talent acquisition, development, and succession to fill critical roles created by the new

structure.

4.2 ENGAGEMENT AND WELL-BEING

Engagement and well-being are two important concepts that relate to individuals' experiences

and satisfaction in various aspects of their lives, including work, personal relationships, and

overall quality of life. Let's explore these concepts in more detail:

1.

Engagement: Engagement refers to the level of involvement, enthusiasm, and
commitment individuals have towards their activities, tasks, or roles. It's characterized
by a sense of focus, energy, and dedication. Engaged individuals are more likely to feel
motivated, productive, and satisfied with their work or other activities. They are

emotionally invested and find meaning and purpose in what they do.
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Engagement is often discussed in the context of the workplace, where engaged
employees are more likely to contribute positively to their teams, be innovative, and go
beyond their basic job requirements. Engaged employees tend to experience lower
levels of stress and burnout, as they find fulfilment and satisfaction in their work.
Organizations often strive to foster an environment that promotes employee
engagement through factors like clear communication, opportunities for growth,
recognition, and a sense of autonomy.

Well-being: Well-being encompasses a person's overall state of physical, mental, and
emotional health and happiness. It goes beyond the absence of illness and includes
factors like life satisfaction, positive emotions, a sense of purpose, and the ability to
cope with challenges. Well-being is influenced by a variety of factors, including genetics,
lifestyle choices, social connections, work-life balance, and access to healthcare and

resources.

There are several dimensions of well-being:
Physical well-being: This includes factors like physical health, exercise, nutrition, and

getting enough rest.

Emotional well-being: This refers to managing and expressing emotions in a healthy

way, experiencing positive emotions, and coping with stress and negative feelings.

Social well-being: Having supportive relationships, a sense of belonging, and positive

interactions with others contributes to social well-being.

Mental well-being: This involves cognitive health, including having a positive self-image,

a clear sense of purpose, and the ability to manage thoughts and emotions.

Spiritual well-being: This dimension relates to having a sense of meaning and purpose

in life, often tied to one's beliefs and values.

Environmental well-being: This considers the impact of one's surroundings on overall

health and happiness.
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Promoting well-being often involves a holistic approach that addresses these various
dimensions. Activities such as practicing mindfulness, engaging in regular physical
activity, nurturing social connections, seeking therapy when needed, and pursuing
activities that bring joy and fulfillment can all contribute to enhanced well-being.
4.3 MATCHING CULTURE AND STRATEGY
"Matching culture and strategy" refer to the alignment and harmonization of an organization's
culture with its strategic goals and objectives. It involves ensuring that the company's core
values, beliefs, and norms are in sync with its chosen strategies and plans. When culture and
strategy are well-matched, they create a powerful synergy that drives performance, innovation,
and overall success.
1. Culture: Organizational culture encompasses the shared values, beliefs, attitudes,
behaviours, and practices that define how employees interact, make decisions, and work
together. Culture is often considered the "personality" of a company, influencing its internal

dynamics and relationships with external stakeholders.

2. Strategy: Organizational strategy involves the plan of action that a company adopts to
achieve its long-term goals and objectives. It outlines the direction the company will take,
the markets it will target, the products or services it will offer, and how it will position itself

against competitors.

3. Importance of Alignment: When culture and strategy are aligned, they create a cohesive
environment where employees understand and embrace the company's mission and
direction. This alighment fosters a sense of purpose and direction, which can lead to

increased engagement, motivation, and commitment among employees.

4. Challenges: Achieving a seamless alignment between culture and strategy can be
challenging. An organization's culture may be deeply ingrained and resistant to change, and
strategy shifts might disrupt the existing cultural norms. Balancing the need for innovation

with the need for stability can also pose difficulties.
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4.4 Benefits of Matching Culture and Strategy:

o Improved Performance: When employees are motivated by a shared vision and values,
they are more likely to work together effectively, leading to improved performance and

productivity.

e Enhanced Adaptability: An aligned culture can facilitate the acceptance of strategic

changes, making the organization more adaptable to market shifts.

o Employee Satisfaction: When employees feel their values align with the company's, job

satisfaction and morale tend to increase.

Innovation: A culture that encourages innovation can support strategic initiatives focused on

growth and competitiveness.

4.5 Steps to Align Culture and Strategy:
Assessment: Evaluate the existing culture and strategy to identify areas of alignment and

misalignment.

Communication: Communicate the strategic goals and objectives clearly to employees and

explain how their roles contribute to the larger mission.

Cultural Transformation: If needed, initiate cultural changes that support the strategic

direction. This might involve revisiting values, behaviours, and reward systems.

Leadership Role: Leadership plays a crucial role in modeling the desired culture and reinforcing

alignment through their actions.

Consistency: Ensure that cultural alignment is an ongoing process, not just a one-time effort.

Regularly assess and adjust as needed.

4.6 Effectively Match Culture and Strategy
Matching culture and strategy is a crucial aspect of organizational management and

development. When an organization's culture aligns with its strategic objectives, it can lead to
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improved performance, employee engagement, and overall success. Here's how to effectively

match culture and strategy:

1.

Define Your Strategy: Start by clearly defining your organization's strategic objectives,
goals, and priorities. This could include expansion, innovation, cost leadership, customer
service, etc. Ensure that your strategy is specific, measurable, achievable, relevant, and

time-bound (SMART).

Assess Current Culture: Understand your organization's existing culture. Culture
includes values, beliefs, norms, behaviours, and the overall working environment.
Assess how your current culture aligns or misaligns with the strategic direction you've

set.

Identify Cultural Elements: Identify the key cultural elements that need to be aligned
with the strategy. For instance, if your strategy focuses on innovation, a culture that

encourages experimentation and risk-taking would be essential.

Leadership Alignment: Ensure that the leadership team is on board with both the
strategy and the cultural changes required. Leaders play a pivotal role in driving and

modeling the desired culture.

Communication: Transparently communicate the strategic objectives and the reasons
behind them to all employees. Explain how the new strategy will benefit the

organization, its employees, and potentially customers.

Cultural Change Plan: Develop a comprehensive plan to align or adjust cultural
elements to support the strategy. This might involve changes in values, behaviors,

employee expectations, and performance measurement.

Employee Involvement: Involve employees in the process of aligning culture and
strategy. Solicit their input, address concerns, and make them feel like they are part of

the change rather than it being imposed on them.
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10.

11.

12.

13.

Training and Development: Provide training and development programs to help
employees adapt to the new culture and acquire the skills needed to execute the

strategy effectively.

Rewards and Recognition: Align your reward and recognition systems with the desired
culture and strategy. This can include acknowledging behaviors and outcomes that

contribute to the strategic objectives.

Monitor and Adjust: Continuously monitor the progress of both cultural and strategic
changes. Regularly assess whether the desired culture is taking shape and whether it's

supporting the intended strategy. Be prepared to adjust your approach if needed.

Long-Term Perspective: Remember that cultural change doesn't happen overnight. It's a
gradual process that requires ongoing commitment and effort. Consistency and

persistence are key.

Measure Success: Develop metrics to measure the success of both the strategy and the
cultural alignment. This could involve financial indicators, employee engagement

surveys, customer satisfaction scores, etc.

Feedback Loop: Establish mechanisms for employees to provide feedback on the
alignment of culture and strategy. Use this feedback to refine your approach and

address any issues that arise.

Remember that achieving the right balance between culture and strategy is an ongoing
journey. It requires adaptability, open communication, and a willingness to evolve as the

business landscape changes

4.7 Behavioural Issues in Strategy Implementation

Behavioural issues in strategy implementation often pose significant challenges to organizations
aiming to execute their strategic plans successfully. These issues stem from human attitudes,
perceptions, and interactions within the organizational context. One prevalent challenge is a

lack of employee buy-in and commitment to the new strategy, leading to resistance, apathy, or
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even sabotage. Poor communication and inadequate information sharing can further
exacerbate this problem, fostering misunderstandings and misconceptions. Additionally,
organizational culture clashes and power struggles might arise, hindering the alignment of
actions with strategic objectives. Leadership plays a crucial role here; inconsistent or ineffective
leadership can result in confusion and demotivation among employees. Moreover, the difficulty
of breaking established routines and adapting to change can impede the implementation
process. These behavioural barriers emphasize the need for robust change management
strategies, clear communication, and strong leadership to overcome resistance, foster
engagement, and ensure that strategic initiatives are effectively translated into actions across
all levels of the organization
Implementing a strategic plan within an organization can be a complex process that involves a
variety of challenges. Among these challenges, there can be several behavioural issues that
arise, potentially hindering the successful execution of the strategy. Here are some common
behavioural issues in strategy implementation:
1. Resistance to Change: One of the most prevalent behavioural issues is resistance to
change. Employees may be accustomed to existing ways of doing things and might resist
new processes, structures, or objectives outlined in the strategy. This resistance can

lead to delays, lack of commitment, and even sabotage of the implementation efforts.

2. Lack of Buy-In: For a strategy to succeed, it's crucial that employees across all levels of
the organization buy into the plan. If employees don't understand or believe in the

strategy, they may not put in the effort needed for successful implementation.

3. Communication Breakdown: Clear and consistent communication is essential during
strategy implementation. If communication is lacking, unclear, or inconsistent, it can
lead to confusion, misinformation, and misunderstandings among employees, which can

ultimately affect their engagement and performance.

4. Poor Leadership and Management: Inadequate leadership support and direction can

lead to a lack of clarity, insufficient resources, and confusion about priorities. Effective
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10.

leadership is crucial for setting the tone, guiding teams, and addressing challenges that

arise during implementation.

Lack of Accountability: If individuals and teams aren't held accountable for their roles in
strategy execution, it can lead to a lack of ownership and responsibility. This can result

in tasks falling through the cracks and a general sense of complacency.

Silos and Departmentalism: When departments or teams work in isolation and
prioritize their own goals over the broader organizational strategy, it can lead to

conflicts, inefficiencies, and misaligned efforts.

Inadequate Skills and Training: Implementing a new strategy might require new skills
and capabilities. If employees lack the necessary training and development, they may

struggle to adapt to the changes, leading to frustration and decreased performance.

Unrealistic Expectations: If the strategy sets unrealistic goals or timelines, it can lead to
frustration and demotivation among employees who feel overwhelmed or set up for

failure.

Employee Burnout: Rapid changes and increased workloads during implementation can
lead to employee burnout if not managed properly. Burnout can negatively impact

morale, productivity, and overall engagement.

Lack of Flexibility: Strategies can encounter unexpected challenges or shifts in the
business environment. If the organization is rigid and unwilling to adapt the strategy

when needed, it may result in a failure to respond effectively to changing circumstances.

4.8 Summary:

To address these behavioural issues, organizations should focus on fostering a positive and

supportive culture that encourages open communication, provides necessary resources and

training, rewards and recognizes employee efforts, and ensures that leadership is actively

involved and visible throughout the implementation process. It's important to anticipate

these issues and proactively address them to increase the chances of successful strategy
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implementation.
4.9 Glossary:

e Strategic changes: Strategic changes are fundamental shifts in the direction,
approach, or structure of an organization or project aimed at achieving long-term
goals and maintaining competitiveness in a dynamic environment.

e Employee Involvement: Involve employees in the process of aligning culture and
strategy. Solicit their input, address concerns, and make them feel like they are part

of the change rather than it being imposed on them.

e Organizational Strategy: Organizational strategy involves the plan of action that a
company adopts to achieve its long-term goals and objectives.
4.10 Self-Assessment Questions Suggestive Readings:

1) Discuss how restructuring and SHRM are inter-related:

2) “When culture and strategy are well-matched, they create a powerful synergy” Give you

comments.



3) What do you understand by the term ‘Matching culture and strategy’? Discuss how you

can effectively match culture with strategy?

Discuss in brief the behavioural issues in strategic implementation?

4.10 References:

Mello, J. A. (2006) Strategic Management of Human Resources.
South Western. Schuler, R. S. & Jackson, S. E. (2007), Strategic Human Resource

Management, Wiley India.

Pfeffer, J. (1998). The human equation: Building profits by putting people first. Harvard

Business School Press

Greer, C.R., Strategic Human Resource Management: A general managerial approach, Pearson

Education.
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Lesson -5

HUMAN RESOURCE STRATEGY

Lesson Structure
5.0 Introduction
5.1 Components of a well-designed HR strategy
5.2 Key steps in formulating an HR strategy
5.3 Strategic approach to Human Resources
5.4 Managing workforce diversity
5.5 Summary
5.6 Self-Assessment Questions
5.7 Suggestive Readings

5.8 References

Learning Objectives:
After reading this unit, you will be able to

e define the concept of Human Resource Strategy
e identify the components of a well-designed HR strategy.

e formulate Human Resource Management Strategies.
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5.0 Introduction

Human Resource Strategy, often abbreviated as HR strategy, is a comprehensive and structured
approach employed by organizations to effectively manage their workforce, aligning human
capital initiatives with overarching business goals. It serves as a roadmap that outlines how an
organization intends to attract, develop, motivate, and retain its employees to achieve
sustainable competitive advantage.

At its core, HR strategy recognizes that employees are a company's most valuable asset. It goes
beyond traditional personnel management, aiming to integrate HR practices seamlessly into the
broader organizational strategy. By doing so, it ensures that the workforce contributes
optimally to the attainment of both short-term operational objectives and long-term strategic
ambitions. A well-crafted HR strategy takes into account various elements, including workforce
planning, talent acquisition, performance management, training and development,
compensation and benefits, employee engagement, diversity and inclusion, and succession
planning. It considers the unique needs of the organization's industry, size, culture, and growth
trajectory.

The ultimate goal of an HR strategy is to create a high-performing and engaged workforce that
not only drives the organization's current success but also prepares it for future challenges. By
aligning HR practices with business objectives, HR strategy contributes to improved
productivity, innovation, employee satisfaction, and overall organizational resilience.

In essence, HR strategy is a dynamic framework that adapts to the evolving business landscape
while maintaining a focus on cultivating a motivated, skilled, and adaptable workforce. It is a
vital tool that enables organizations to effectively address the complexities of human capital
management and seize opportunities for growth in an increasingly competitive global
marketplace.

Human Resource Strategy, often referred to as HR strategy, is a set of planned and coordinated
initiatives that align an organization's human resources practices with its overall business goals
and objectives. It involves developing a strategic framework that ensures the effective
utilization of the workforce to drive organizational success. HR strategy aims to create a

competitive advantage by leveraging the capabilities of the workforce to meet current and
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future challenges.

5.1 Key components of a well-designed HR strategy include:
1. Alignment with Business Goals: The HR strategy should be closely integrated with the
organization's overall business strategy. It's crucial for HR professionals to understand the

company's mission, vision, and goals in order to tailor HR practices to support them.

2. Talent Acquisition and Retention: The strategy outlines how the organization plans to
attract, hire, and retain top talent. This includes defining recruitment methods, employer

branding, candidate selection, and on boarding processes.

3. Training and Development: A comprehensive HR strategy addresses employee learning
and development needs. It outlines plans for training programs, skill enhancement, career

progression, and succession planning.

4. Performance Management: The strategy defines how employee performance will be
measured, monitored, and improved. It includes setting performance goals, regular

evaluations, feedback mechanisms, and recognition programs.

5. Compensation and Benefits: The strategy outlines the organization's approach to
compensation structures, salary levels, incentives, and benefits packages. It aims to ensure

fair and competitive compensation to attract and retain talent.

6. Employee Engagement and Well-being: The strategy focuses on creating a positive
work environment that fosters employee engagement, job satisfaction, and well-being. This

includes initiatives to promote work-life balance, mental health, and a supportive culture.

7. Diversity and Inclusion: Inclusion of diversity and inclusion initiatives is essential to
cultivate a workforce that values and respects differences. The strategy outlines efforts to

promote diversity, address biases, and create an inclusive workplace.
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8. Change Management: As organizations evolve, HR strategy should address how it will
manage changes such as reorganizations, mergers, or technological shifts while minimizing

disruptions.

9. HR Technology: The strategy may include plans to leverage HR technology solutions
(such as HRIS, analytics tools, and self-service portals) to streamline processes and

enhance data-driven decision-making.

10. Legal and Regulatory Compliance: The strategy ensures that HR practices align with

relevant labor laws, regulations, and compliance requirements.

11. Succession Planning: This involves identifying and preparing internal talent to fill key

leadership positions in the future, ensuring continuity and growth.

12. Workforce Planning: The strategy anticipates the organization's future workforce needs

and plans for recruiting, developing, and retaining the right talent to meet those needs.

5.2 Human Resource Strategy Formulation

Human Resources (HR) plays a crucial role in strategy formulation within an organization. While

strategic planning often involves various functional areas, HR's involvement is essential due to

its impact on the workforce, culture, and overall organizational performance.

HR (Human Resources) strategy formulation involves developing a comprehensive plan that

aligns the organization's human resources activities with its overall business strategy. This

strategy aims to effectively manage and utilize the organization's workforce to achieve its goals

and objectives. Here are the key steps and components involved in formulating an HR strategy:

1. Understand Business Strategy: Begin by thoroughly understanding the organization's
business strategy and goals. This includes understanding its mission, vision, values, and
long-term objectives. The HR strategy should be directly aligned with the overarching

business strategy to ensure HR activities contribute to the organization's success.

2. Analyze the Current State: Conduct a thorough analysis of the current HR environment

within the organization. This involves evaluating existing HR policies, practices, processes,
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and systems. Identify strengths, weaknesses, opportunities, and threats (SWOT analysis)

within the HR function.

Identify HR Priorities: Based on the business strategy and the analysis of the current HR
environment, identify the key HR priorities that need to be addressed. These priorities could
include areas such as talent acquisition, employee development, performance

management, employee engagement, diversity and inclusion, and more.

Set HR Objectives: Define specific and measurable HR objectives that align with the
identified priorities. These objectives should be designed to support the overall business
strategy. For example, if the business strategy involves expanding into new markets, the HR

objective might be to establish a talent pipeline in those markets.

Develop HR Initiatives: Design and develop specific HR initiatives, programs, and activities
that will help achieve the established HR objectives. These initiatives could include
revamping recruitment processes, implementing training and development programs,
creating a leadership development track, enhancing the employee performance review

process, and more.

Allocate Resources: Determine the resources (budget, personnel, technology, etc.) required
to execute the HR initiatives effectively. Resource allocation should be aligned with the

priority areas and objectives of the HR strategy.

Communication and Stakeholder Engagement: Effective communication is crucial for the
successful implementation of the HR strategy. Engage key stakeholders, including senior
leadership, managers, and employees, to ensure their buy-in and support. Clearly
communicate the rationale behind the HR strategy, its objectives, and the expected

benefits.

Implementation Plan: Develop a detailed implementation plan that outlines timelines,

responsible individuals, milestones, and key performance indicators (KPIs) for measuring
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progress. The plan should also address any potential challenges or roadblocks and propose

strategies for overcoming them.

9. Monitoring and Evaluation: Continuously monitor and evaluate the progress of the HR
initiatives against the established KPIs. Regularly review the effectiveness of the strategy

and make necessary adjustments based on feedback, data, and changing business needs.

10. Adaptation and Continuous Improvement: HR strategies should be flexible enough to
adapt to changing business environments. As the organization's goals and external factors

evolve, HR strategies need to be updated and refined to remain relevant and effective.

5.3 STRATEGIC APPROACHES TO HUMAN RESOURCES FUNCTION

A strategic approach to HR (Human Resources) function involves aligning HR practices and

initiatives with an organization's overall business goals and objectives. This approach helps HR

professionals contribute more effectively to the success of the organization by ensuring that

human capital is managed in a way that maximizes its value. Here's a step-by-step guide to

implementing a strategic approach to HR:

1. Understand Business Strategy: Gain a deep understanding of your organization's business
strategy, goals, and challenges. This knowledge is essential to align HR strategies with the

broader business context.

2. Identify HR Objectives: Based on the business strategy, identify specific HR objectives that
will directly contribute to achieving organizational goals. These could include talent
acquisition, employee development, performance management, employee engagement,

and more.

3. Alignment with Organizational Goals: Ensure that each HR initiative and practice is directly
aligned with the overall organizational goals. HR strategies should complement and

enhance the execution of the business strategy.
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10.

11.

12.

Talent Acquisition and Retention: Develop a comprehensive talent acquisition strategy to
attract and retain the right talent. This includes creating effective recruitment processes,

employer branding, on boarding programs, and strategies to retain key employees.

Performance Management: Implement a performance management system that sets clear
expectations, provides regular feedback, and aligns individual goals with organizational

objectives. This approach helps drive employee engagement and productivity.

Learning and Development: Create a culture of continuous learning and skill development.
Offer training programs that empower employees to enhance their skills and contribute

more effectively to the organization.

Succession Planning: Develop a succession plan to ensure a pipeline of talent for critical
positions. ldentify high-potential employees and provide them with development

opportunities to prepare them for leadership roles.

Employee Engagement: Implement strategies to enhance employee engagement, job
satisfaction, and overall well-being. Regular feedback, open communication, and

recognition programs can contribute to a positive workplace culture.

Data-Driven Decision Making: Utilize HR analytics to gather and analyze data related to
employee performance, turnover rates, engagement levels, and other relevant metrics. Use

these insights to make informed decisions and improve HR strategies.

Change Management: Support organizational change by guiding employees through
transitions and ensuring that HR practices adapt to new circumstances. Effective change

management minimizes disruptions and maintains employee morale.

Diversity and Inclusion: Foster a diverse and inclusive workplace that values individual
differences. Create policies and initiatives that promote diversity, prevent discrimination,

and ensure equal opportunities for all employees.

HR Technology: Embrace technology solutions to streamline HR processes, improve data

management, and enhance employee experiences. This could include HRIS (Human
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13.

14.

15.

Resources Information System), performance management software, and employee self-

service portals.

Continuous Improvement: Regularly evaluate the effectiveness of HR strategies and
initiatives. Gather feedback from employees and managers to identify areas for

improvement and make necessary adjustments.

Collaboration with Leadership: Establish a strong partnership with organizational leaders to

ensure that HR is involved in strategic discussions and decision-making processes.

Communication: Communicate HR initiatives, policies, and changes effectively to all
employees. Transparent communication helps build trust and alignment across the

organization.

5.4 STRATEGIC APPROACH TO PLANNING

A strategic approach to planning involves developing a clear and comprehensive strategy to

guide an organization or individual towards achieving its long-term goals and objectives. It

encompasses defining goals, assessing resources, anticipating challenges, and creating a

roadmap to success. Here's a step-by-step guide to a strategic planning approach:

1.

3.

Mission and Vision: Define the purpose and direction of your organization or project. The
mission statement outlines the core reason for existence, while the vision statement

describes the desired future state.

Goals and Objectives: Set specific, measurable, achievable, relevant, and time-bound
(SMART) goals. Objectives should be aligned with the mission and vision, outlining the

desired outcomes.
Situation Analysis:

e SWOT Analysis: Evaluate your organization's strengths, weaknesses, opportunities,
and threats. This helps identify internal capabilities and external factors that could

impact your plans.
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e PESTEL Analysis: Consider the political, economic, social, technological,

environmental, and legal factors that could influence your strategy.
4. Strategic Options:

¢ Business Model: Determine how you'll create, deliver, and capture value. Consider

factors like target market, value proposition, revenue streams, and cost structure.

o Porter's Generic Strategies: Choose between cost leadership, differentiation, and

focus strategies to position yourself within your industry.
5. Strategy Formulation:

o Corporate Strategy: Decide how your business units will work together. Consider

options like diversification, vertical integration, and strategic alliances.

o Competitive Strategy: Determine how you'll compete in your chosen market. Focus
on how you'll differentiate yourself from competitors and sustain a competitive

advantage.
6. Action Plans:

e Tactical Planning: Break down your strategy into actionable steps. Assign

responsibilities, set deadlines, and allocate resources to each task.

e Budgeting: Estimate the financial resources required for each initiative. Allocate

budgets to ensure proper implementation.
7. Monitoring and Evaluation:

¢ Key Performance Indicators (KPIs): Define metrics to track progress toward goals.

These metrics should be quantifiable and relevant to your objectives.

o Regular Review: Schedule periodic reviews to assess the effectiveness of your

strategy. Make adjustments based on new information or changing circumstances.
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8. Risk Management:

e Risk Assessment: Identify potential risks that could derail your plans. Evaluate the

probability and potential impact of each risk.

e Risk Mitigation: Develop strategies to minimize or mitigate identified risks. This

might involve contingency plans or proactive measures.
9. Communication:

¢ Internal Communication: Ensure that everyone within the organization understands

the strategic plan, their role in it, and the importance of their contributions.

¢ External Communication: If applicable, communicate your strategy to stakeholders,

customers, investors, and partners.
10. Adaptability:

o Flexibility: Be prepared to adjust your strategy in response to changing market

conditions, new opportunities, or unexpected challenges.

¢ Continuous Improvement: Regularly review and refine your strategy based on

lessons learned and new insights

5.5 STRATEGIC APPROACH TO ACQUISITIONS

A strategic approach to acquisitions involves a well-thought-out plan and execution strategy to

ensure that the process of acquiring another company aligns with the overall goals and

objectives of the acquiring company. Here's a step-by-step guide to a strategic acquisition

approach:

1. Strategic Alignment and Target Identification: Before pursuing any acquisition, ensure that
the target company aligns with your organization's strategic goals and long-term vision.
Identify targets that complement your existing business, fill gaps in your product/service

offerings, expand your market reach, or enhance your technological capabilities.
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2. Thorough Due Diligence: Conduct comprehensive due diligence to thoroughly assess the
target company's financial health, operational efficiency, legal and regulatory compliance,
intellectual property, customer contracts, and potential risks. This step helps in uncovering

any hidden liabilities or issues that might impact the success of the acquisition.

3. Integration Planning: Develop a detailed integration plan well before the acquisition is
finalized. This plan should outline how the target company's operations, culture,
technology, and workforce will be integrated into your organization. Smooth integration is
crucial to realizing the anticipated synergies and extracting maximum value from the

acquisition.

4. Communication and Change Management: Communicate transparently with both internal
and external stakeholders about the acquisition. Address concerns and uncertainties
proactively, especially with employees of both companies. Implement a change
management strategy to ensure a seamless transition and maintain employee morale

during the integration process.

5. Post-Acquisition Performance Measurement: Establish key performance indicators (KPls)
that align with the goals of the acquisition. Regularly monitor and evaluate the performance
of the integrated entity against these KPls. This ongoing assessment will help you gauge the
success of the acquisition and make any necessary adjustments to achieve the desired

outcomes.

5.6 STRATEGIC APPROACH TO TRAINING

A strategic approach to training involves planning and executing a comprehensive training

program that aligns with organizational goals, maximizes learning effectiveness, and ensures a

positive impact on individual and team performance. Here's a step-by-step guide to creating a

strategic training approach:

1. Needs Assessment and Goal Setting: Before starting any training initiative, it's crucial to
conduct a thorough needs assessment. Identify the skills, knowledge, and competencies

that need improvement within your team or organization. Based on this assessment, set
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clear and measurable training goals. These goals should align with the overall strategic

objectives of the company.

Designing Customized Content: Tailor the training content to address the specific needs
identified in the assessment. Develop training materials that are relevant, engaging, and
interactive. Use a variety of instructional methods, such as presentations, workshops,
simulations, case studies, and online modules. Customization ensures that the training

content resonates with the participants and meets their unique requirements.

Engagement and Participation: Promote active participation among the trainees. Engage
them through discussions, group activities, and real-world scenarios. Encourage open
communication and the sharing of experiences. Interactive sessions not only make the

training more enjoyable but also enhance the retention of knowledge and skills.

Continuous Evaluation and Feedback: Implement a system for continuous evaluation of the
training program's effectiveness. Collect feedback from participants to gauge their
satisfaction with the training content, delivery methods, and overall experience. Regularly
assess participants' progress against the training goals. Use these evaluations to make

necessary adjustments and improvements to the training approach.

Application and Follow-Up: The ultimate goal of training is to enable participants to apply
their newly acquired skills and knowledge in their roles. Provide opportunities for practical
application through real-life projects, assignments, or on-the-job training. Offer post-
training support and resources to reinforce learning and address any challenges that arise

during implementation.

5.7 STRATEGIC APPROACH TO DEVELOPMENT

A strategic approach to development involves planning and implementing activities in a

systematic and goal-oriented manner to achieve specific objectives and outcomes. It

encompasses a wide range of fields, including business, technology, personal growth, and

more. Here's a general framework for a strategic approach to development:
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Define Clear Goals and Objectives: Start by clearly defining the goals and objectives you
want to achieve. These should be specific, measurable, achievable, relevant, and time-

bound (SMART).

Conduct a Situation Analysis: Assess the current state of affairs. Understand your strengths,
weaknesses, opportunities, and threats (SWOT analysis). Identify resources, constraints, and

any potential roadblocks.

Develop a Strategy: Based on your analysis, create a strategic plan. This plan should outline
the overarching approach you will take to achieve your goals. It should take into account

the competitive landscape, market trends, and other relevant factors.

Prioritize Initiatives: Not all goals and activities are equally important. Prioritize initiatives

based on their potential impact and alignment with your strategic objectives.

Allocate Resources: Determine the resources—financial, human, and technological required
to execute your strategy effectively. Ensure that resources are allocated efficiently and are

in line with your priorities.

Create Action Plans: Break down your strategy into actionable steps or projects. Each action

plan should have clear tasks, responsibilities, timelines, and milestones.

Monitor and Measure Progress: Establish key performance indicators (KPIs) to measure
your progress. Regularly track and analyze these metrics to determine if you're on track to

achieving your goals.

Adapt and Adjust: Development efforts are not static. As you gather data and insights from
your progress monitoring, be prepared to adapt and adjust your strategy if needed.

Flexibility is key to responding to changing circumstances.

Promote Collaboration: Encourage collaboration and communication among team
members, departments, or stakeholders involved in the development process. Cross-

functional input can lead to more comprehensive and effective solutions.
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10. Continuous Learning and Improvement: Embrace a culture of continuous learning and
improvement. Encourage feedback, identify areas for enhancement, and apply lessons

learned to future development initiatives.

11. Risk Management: Identify potential risks and develop strategies to mitigate them. Having

contingency plans in place can help minimize disruptions to your development efforts.

12. Celebrate Achievements: Recognize and celebrate milestones and achievements along the
way. This boosts morale, reinforces the importance of the development effort, and

encourages ongoing commitment.

5.8 STRATEGIC APPROACH TO REWARD AND COMPENSATION

A strategic approach to reward and compensation involves designing a comprehensive system
that aligns with an organization's goals, values, and overall business strategy. Such a system
aims to attract, motivate, and retain employees by providing fair and competitive rewards for
their contributions. Here's a step-by-step guide to developing a strategic approach to reward
and compensation:

1. Understand Organizational Objectives:
¢ Begin by understanding the organization's mission, vision, and strategic goals.
o ldentify the key drivers that contribute to the company's success.

2. Align with Business Strategy:

e Ensure that the reward and compensation strategy aligns with the organization's

overall business strategy.

o Identify how different levels of employee performance contribute to achieving

strategic objectives.
3. Define Compensation Philosophy:

o Develop a clear and concise compensation philosophy that outlines the guiding

principles behind your reward system.
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e Determine how the organization values factors such as performance, skills,

experience, and market competitiveness.

4. Market Analysis:

e Conduct thorough research on industry standards and market benchmarks for

compensation packages.

o Compare your organization's compensation structure with competitors to ensure it

remains competitive.
5. Job Evaluation and Grading:

o Develop a systematic process for evaluating jobs and establishing a job hierarchy
based on factors such as responsibilities, skills, and impact on the organization's

goals.
6. Performance Management:

¢ Implement a performance management system that sets clear expectations,

provides regular feedback, and measures employee contributions objectively.

e Link performance assessment to rewards, allowing high performers to be recognized

and rewarded appropriately.
7. Variable Pay and Incentives:

e Consider implementing variable pay structures, such as bonuses, commissions, and

profit-sharing, to motivate employees and tie rewards directly to their contributions.
8. Benefits and Perks:

o Design a competitive benefits package that includes healthcare, retirement plans,
wellness programs, and other perks that enhance employee satisfaction and work-
life balance.
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9. Communication and Transparency:

¢ Communicate the compensation philosophy, structure, and rewards system clearly

to employees.

e Foster transparency to build trust and ensure employees understand how their

performance directly impacts their compensation.
10. Flexibility and Customization:

¢ Provide flexibility in the compensation structure, allowing employees to tailor their

benefits and rewards to their individual needs.

e Consider diverse preferences, such as remote work options, flexible hours, or

additional time off.
11. Regular Review and Adjustments:

e Continuously review and adjust the compensation system based on changes in the

business environment, market conditions, and organizational needs.
¢ Ensure that the system remains relevant and effective over time.
12. Legal and Ethical Considerations:

e Ensure compliance with labor laws, anti-discrimination regulations, and other legal

requirements when designing the compensation system.

o Treat all employees fairly and equitably to prevent any potential legal issues.

5.9 MANAGING WORKFORCE DIVERSITY

Managing workforce diversity is a critical aspect of modern organizations' success,
encompassing a variety of differences among employees, such as age, gender, race, ethnicity,
sexual orientation, abilities, and more. Embracing and effectively managing diversity offers

numerous benefits, including enhanced creativity, improved problem-solving, increased
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employee engagement, and a broader perspective that aligns with today's globalized and
interconnected world. To successfully manage workforce diversity, organizations can adopt
several key strategies.

Firstly, creating an inclusive culture is paramount. An inclusive environment respects and values
every individual, regardless of their differences. This involves promoting open communication,
fostering mutual respect, and ensuring equal opportunities for all employees to contribute and
advance within the organization.

Secondly, diversity training and education are crucial. Providing employees with training that
focuses on cultural awareness, unconscious bias, and effective communication helps to
dismantle stereotypes, reduce misunderstandings, and create a more harmonious workplace.
These programs encourage employees to appreciate each other's differences and work
collaboratively.

Thirdly, implementing diverse recruitment and hiring practices is essential. Organizations can
actively seek out candidates from a wide range of backgrounds, ensuring that the hiring process
is fair and unbiased. This can lead to a workforce that better reflects the broader community
and brings a wealth of perspectives and skills to the table.

Fourthly, leadership commitment is vital. Leaders play a significant role in setting the tone for
diversity and inclusion efforts. When leaders actively demonstrate their commitment to
diversity through their actions, decisions, and behaviors, it encourages the entire organization
to follow suit.

Fifthly, employee resource groups (ERGs) can be established. ERGs are voluntary, employee-led
groups that provide a platform for individuals with common backgrounds or interests to
connect, share experiences, and offer support. These groups can foster a sense of belonging
and enable employees to contribute ideas for making the workplace more inclusive.

Lastly, continuous assessment and improvement are necessary. Organizations should regularly
evaluate their diversity and inclusion initiatives to determine their effectiveness. Collecting
feedback from employees, tracking key metrics, and adapting strategies based on the outcomes

are integral to refining the diversity management approach over time.
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Managing workforce diversity is the practice of creating an inclusive and equitable workplace
that values and leverages the differences among employees. Diversity in the workforce
encompasses a variety of characteristics, including but not limited to age, race, gender, sexual
orientation, ethnicity, religion, disability, and cultural background. Effective management of
diversity involves strategies and approaches aimed at maximizing the benefits of a diverse
workforce while minimizing potential challenges.

Here are some key considerations and strategies for managing workforce diversity:

1. Inclusive Leadership and Culture:

e Leadership commitment: Leaders should demonstrate a commitment to diversity

and inclusion through their actions, policies, and communication.

¢ Inclusive culture: Foster an environment where all employees feel valued, respected,

and included, regardless of their background.
2. Diversity Recruitment and Hiring:

e Bias-free recruitment: Implement processes and tools that minimize unconscious

biases in recruitment and hiring decisions.

¢ Diverse candidate pools: Actively seek out candidates from a variety of backgrounds

to ensure a diverse pool of potential employees.

3. Training and Education:

e Diversity training: Provide training to employees and managers on topics such as

unconscious bias, cultural competence, and inclusive communication.

e Ongoing learning: Encourage continuous education to promote understanding and

sensitivity toward various cultures and perspectives.
4. Equal Opportunity and Fair Treatment:

e Equal policies: Ensure that policies related to promotions, pay, benefits, and

professional development are applied fairly and without discrimination.
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e Anti-discrimination policies: Have clear policies in place to address discrimination

and harassment and provide avenues for reporting incidents.

5. Employee Resource Groups (ERGS):

e Support networks: Establish ERGs where employees with similar backgrounds or
identities can connect, share experiences, and contribute to the organization's

diversity efforts.
6. Flexible Work Practices:

o Work-life balance: Offer flexible work arrangements to accommodate employees'
diverse needs, which may include cultural or religious observances, family

responsibilities, and more.
7. Effective Communication:

e Transparent communication: Keep employees informed about diversity initiatives,

goals, and progress. Encourage open dialogue on these topics.

¢ Inclusive language: Use language that respects different identities and avoids

perpetuating stereotypes.
8. Conflict Resolution:

e Mediation: Have mechanisms in place to address conflicts arising from

misunderstandings or differences in a constructive and fair manner.

e Training for managers: Provide training to managers on how to address conflicts

related to diversity and inclusion.
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9. Mentoring and Sponsorship:

e Mentorship programs: Establish programs that connect employees from
underrepresented groups with experienced mentors who can provide guidance and

support.

e Sponsorship: Advocate for high-potential employees from diverse backgrounds to

ensure they have access to opportunities for advancement.
10. Metrics and Accountability:

¢ Set measurable goals: Establish diversity and inclusion goals and track progress over

time to ensure accountability.

o Data-driven approach: Use data to identify areas that need improvement and to

measure the impact of diversity initiatives.

5.10 Summary:

In conclusion, managing workforce diversity is a multifaceted endeavor that requires a holistic
and ongoing effort. By cultivating an inclusive culture, providing training, adopting fair hiring
practices, demonstrating leadership commitment, supporting employee resource groups, and
consistently assessing progress, organizations can create a workplace where every individual
feels valued, respected, and empowered to contribute their best.

5.11 Glossary:

e Succession Planning: This involves identifying and preparing internal talent to fill key

leadership positions in the future, ensuring continuity and growth.
e Budgeting: Estimate the financial resources required for each initiative.

e PESTEL Analysis: Consider the political, economic, social, technological,

environmental.
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5.12 Self-Assessment Questions:
1) Discuss key components of a well-designed HR strategy and legal factors that could

influence your strategy?

2) What do you understand by the term Strategy? Discuss the different strategic

approaches to Human Resources?
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3) Describe the strategies for managing workforce diversity?
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Lesson -6

TRENDS AND ISSUES IN SHRM

Lesson Structure
6.0 Introduction
6.1 HR implementation of mergers and acquisitions
6.2 Outsourcing and its HR implications
6.3 Human Resource Strategy in International Context
6.4 Summary
6.5 Self-Assessment Questions
6.6 Suggestive Readings

6.7 References

Learning Objectives:
After reading this unit, you will be able to

e Understand the various trend and issues in strategic human resource management
e I|dentify the key elements of HR implementation in mergers and acquisitions
e Understand the human resource strategies in international context.

e Understand the concept of outsourcing and its HR implications.

75



6.0 INTRODUCTION

In recent vyears, Strategic Human Resource Management (SHRM) has witnessed a
transformative shift driven by various trends and pressing issues. The rise of remote work and
hybrid models, catalyzed by the pandemic, has compelled SHRM professionals to re-imagine
how they manage and engage virtual teams effectively. The focus on employee wellness and
mental health has surged, leading to the integration of comprehensive well-being programs
into HR strategies. Diversity, Equity, and Inclusion (DEI) have taken center stage, prompting
organizations to rethink their hiring practices and foster inclusive cultures. The growing skills
gap has necessitated innovative approaches to learning and development, with an emphasis on
up skilling and re-skilling. Data-driven decision-making is no longer an option but a necessity,
with HR analytics guiding recruitment, retention, and strategy formulation. Agile HR practices
are emerging to enhance flexibility in adapting to rapid changes. Employer branding has
become paramount for attracting top talent in a competitive landscape. Amidst the global
expansion of businesses, managing an international workforce while navigating diverse labor
laws has become a critical concern. Technology, including Al and automation, is reshaping
traditional HR processes, demanding ethical considerations and privacy safeguards. As SHRM
evolves, professionals must grapple with these trends and issues to create adaptable, inclusive,
and high-performing organizations.

6.1 HR Implementation of Mergers and Acquisitions

HR implementation of mergers and acquisitions refers to the strategic process of managing and
integrating human resources aspects when two companies combine through a merger or
acquisition. It involves planning, executing, and overseeing the various activities related to
employees, culture, policies, and organizational structure to ensure a smooth transition and
successful alignment of the two organizations. Implementing mergers and acquisitions (M&A)
from an HR perspective is a complex process that involves integrating two or more companies'
cultures, employees, policies, and processes. Here are the key steps and considerations for the

HR implementation of mergers and acquisitions
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6.2 Key elements of HR implementation in mergers and acquisitions include:

1.

Culture Integration: Managing the differences in corporate cultures and working to
merge them into a unified and harmonious culture. This might involve assessing values,
communication styles, and work norms in both companies and finding ways to bridge

any gaps.

Communication and Change Management: Developing a clear communication strategy
to keep employees informed about the changes, the reasons behind them, and their
implications. Addressing employee concerns and managing resistance to change is

crucial for successful implementation.

Organizational Structure: Assessing the organizational structures of both companies
and determining the best way to align them. This may involve decisions regarding

reporting lines, job roles, and responsibilities.

Talent Assessment and Retention: Identifying key talent within both organizations and
creating strategies to retain them. Ensuring that employees feel valued and secure in

their roles can help prevent a mass exodus of talent during the transition.

Benefits and Compensation Harmonization: Reviewing and aligning employee benefits,
compensation packages, and performance appraisal systems to create a fair and

consistent approach across the merged entity.

Legal and Compliance Considerations: Ensuring that the merger or acquisition complies
with labor laws and regulations, including any obligations related to employee rights,

contracts, and collective bargaining agreements.

Training and Development: Providing necessary training to employees who might be
taking on new roles or responsibilities as a result of the merger or acquisition. This could

include training on new systems, processes, or company policies.
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8. Employee Support and Assistance: Offering support services such as counseling or
workshops to help employees manage stress and uncertainties that often accompany

such major organizational changes.

9. Synergy Identification: Collaborating with other functional areas to identify
opportunities for operational synergies and efficiency improvements through the

consolidation of resources.

10. Timeline and Milestone Tracking: Developing a timeline for various implementation
stages and setting up mechanisms to track progress and address any challenges that

arise.

11. HR Legalities: Ensuring compliance with labor laws and regulations, as well as

addressing potential legal issues related to workforce restructuring.

6.3 Outsourcing and its HR Implication

Outsourcing refers to the practice of contracting or delegating specific business processes,
functions, or tasks to external third-party organizations or individuals. Instead of handling these
activities in-house, companies opt to collaborate with specialized service providers who possess
expertise and resources in those particular areas. Outsourcing can encompass various aspects
of a business, such as information technology, customer support, manufacturing, accounting,
human resources, and more. The primary motivations behind outsourcing include cost
reduction, improved efficiency, access to specialized skills, enhanced focus on core
competencies, and flexibility in resource allocation. By outsourcing non-core functions,
organizations can streamline their operations, allocate resources more strategically, and
ultimately achieve greater competitiveness in their respective industries.

1. Workforce Transition: When certain functions are outsourced, existing employees who
were handling those functions may need to transition to the outsourcing provider or
other roles within the company. HR is responsible for managing this transition, including
addressing concerns, providing support, and possibly facilitating retraining or

redeployment of employees.
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Employee Morale and Communication: Outsourcing decisions can create uncertainty
and anxiety among employees. HR needs to communicate the reasons behind
outsourcing transparently and manage employee expectations to maintain morale.

Clear and open communication is essential to minimize rumors and resistance.

Skills Assessment and Development: HR must assess the skills needed in the company
post-outsourcing and identify any gaps that need to be filled. This might involve
providing training to existing employees to acquire new skills or hiring new talent with

the required expertise.

Vendor Management: HR often collaborates with procurement and management teams
to select the outsourcing vendors. HR should be involved in negotiations to ensure that
the vendor's HR practices align with the company's values and standards, especially if

the vendor will be interacting with the company's employees.

Legal and Compliance Considerations: Outsourcing may involve transferring employee
data and sensitive information to external vendors. HR must ensure compliance with

data protection regulations and privacy laws to safeguard employee information.

Cultural and Diversity Considerations: If outsourcing involves offshore locations, HR
must navigate cultural differences and diversity-related challenges. This might include

addressing language barriers, work culture disparities, and time zone differences.

Performance Management: HR needs to establish clear performance metrics and
expectations for the outsourced functions. Regular monitoring and feedback
mechanisms should be in place to ensure the outsourcing vendor is meeting the

required standards.

Employee Retention and Engagement: As outsourcing can lead to concerns about job
security, HR should implement strategies to retain and engage the remaining workforce.
This might involve offering career growth opportunities, competitive compensation, and

a positive work environment.
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9. Change Management: Implementing outsourcing often requires a significant change in
the organization's structure and processes. HR should work on change management

strategies to help employees and teams adapt to the new way of working.

10. Knowledge Transfer: Before outsourcing, HR might need to facilitate knowledge
transfer from employees who were handling the outsourced functions to the vendor's

team. This ensures a smooth transition and maintains business continuity.

11. Contractual Agreements: HR plays a role in defining the terms of engagement between
the company and the outsourcing vendor. This includes outlining service-level

agreements, responsibilities, and performance expectations.

6.4 Human Resource Strategy in an International Context
In today's interconnected global business landscape, organizations are increasingly expanding
their operations across international borders to tap into new markets, resources, and
opportunities. However, this expansion brings about unique challenges and complexities in
managing human resources (HR) on an international scale. Human Resource Strategy in an
international context refers to the systematic approach organizations adopt to effectively
manage their workforce in diverse cultural, legal, economic, and geographical settings. It
involves aligning HR practices with the organization's overall business strategy while
accommodating the nuances of various countries and regions.
Human resource strategy in an international context involves developing and implementing HR
practices that align with the global nature of business operations. It focuses on managing a
diverse workforce across different countries while ensuring consistency, compliance with local
laws, and the achievement of organizational goals. Here are some key considerations for
developing an effective international HR strategy:

1. Global Workforce Planning: Understand the specific skills and talent needed for various

international markets. Identify gaps in talent and develop strategies to source, develop,

and retain employees with the right skills in each location.
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Cultural Sensitivity: Cultural differences impact how people work, communicate, and
collaborate. HR strategies should promote cultural sensitivity and inclusivity to create an

environment where employees from different backgrounds feel valued and respected.

Legal and Regulatory Compliance: Different countries have varying labor laws,
regulations, and employment practices. It's essential to ensure that HR policies and

practices comply with local laws while also adhering to global standards where possible.

Global Leadership Development: Develop programs to nurture leaders who can operate
effectively in diverse cultural contexts. This includes providing cross-cultural training and

opportunities for international assignments.

Compensation and Benefits: Design compensation and benefits packages that are
competitive in local markets while also considering the organization's overall financial

sustainability. Take into account factors like cost of living, taxation, and local norms.

Talent Acquisition: Implement effective strategies for recruiting and selecting talent
globally. This might involve leveraging local recruitment agencies, online platforms, and

employer branding that resonates across different cultures.

Performance Management: Develop a performance management framework that
accommodates different cultural expectations and enables consistent feedback and

evaluation across the organization.

Training and Development: Offer training programs that enhance skills and knowledge
while addressing cultural awareness and sensitivity. This can include language training,

cross-cultural communication, and global business etiquette.

Technology and Systems: Utilize HR technology and systems that enable consistent
communication, collaboration, and data management across international locations.

This can streamline processes and improve efficiency.
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10.

11.

12.

13.

14.

15.

Employee Engagement: Foster a sense of belonging and engagement among
employees, regardless of their location. Use communication tools and engagement

initiatives that bridge geographical gaps.

Succession Planning: Identify potential leaders at various levels of the organization and

create a pipeline for leadership succession on a global scale.

Knowledge Sharing: Facilitate the sharing of best practices and knowledge across

different parts of the organization, encouraging innovation and problem-solving.

Change Management: Introduce changes to HR practices gradually, especially when
they impact employees across various countries. Effective change management

strategies can minimize resistance and disruptions.

Diversity and Inclusion: Promote diversity and inclusion across the organization by
recognizing and valuing differences. Encourage diverse perspectives and experiences to

drive innovation and creativity.

Data Privacy and Security: Ensure that employee data is managed securely and in

compliance with data protection regulations in different countries.

6.5 Summary:

In conclusion, an effective human resource strategy in an international context involves

balancing the global consistency needed for organizational coherence with the local adaptation

required to meet diverse cultural, legal, and operational demands. This requires careful

planning, continuous assessment, and a willingness to learn and adapt as the global business

landscape evolves.

6.6 Glossary:

Culture Integration: Managing the differences in corporate cultures and working to
merge them into a unified and harmonious culture.
Workforce transition: Workforce transition is about helping people to move to the next

stage in their career, which can include the transfer of an employee to another job
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within the same organization.

e Outsourcing: Outsourcing refers to the practice of contracting or delegating specific

business processes, functions, or tasks to external third-party organizations or

individuals.
6.7 Self-Assessment Questions:

1) Discuss the various elements of HR implementation in mergers and acquisitions?

2) What do you understand by the term Outsourcing? Discuss the Human Resource

Implication of outsourcing?

3) Describe the key considerations elements for developing an effective international HR

strategy?



6.8 References:
e Mello, J. A. (2006) Strategic Management of Human Resources.
e South Western. Schuler, R. S. & Jackson, S. E. (2007), Strategic Human Resource
Management, Wiley India.
o Pfeffer, J. (1998). The human equation: Building profits by putting people first.
Harvard Business School Press

e Greer, C.R., Strategic Human Resource Management: A general managerial approach,

Pearson Education.

84



Lesson -7

Human Resource Management (HRM) in Developing Countries

Lesson Structure
7.0 Introduction
7.1 Human Resource in Developing Countries
7.2 Impact of Technology on Human Resource
7.3 Incorporating values into SHRM
7.4 Future of SHRM
7.5 Summary
7.6 Self-Assessment Questions
7.7 Suggestive Readings

7.8 References

Learning Objectives:
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7.0 Introduction:
Human Resource Management (HRM) practices in developing countries involve adapting
established HR principles to the specific socio-economic, cultural, and institutional contexts of
these nations. As these countries undergo rapid growth and transformation, effective HRM
becomes pivotal in maximizing human potential, fostering economic development, and
addressing unique challenges. This essay explores the key considerations and strategies for
introducing HRM in developing countries.
7.1 Human Resource Management (HRM) in developing countries presents a unique set of
challenges and opportunities due to the socio-economic, cultural, and institutional contexts
that characterize these nations. Here are some key considerations when it comes to HRM in
developing countries:
1. Limited Resources: Developing countries often have limited financial and technological
resources, which can impact the HRM practices. HR departments need to find cost-
effective ways to recruit, train, and retain employees while achieving organizational

goals.

2. Education and Skill Levels: The education and skill levels of the workforce can vary
widely in developing countries. HRM strategies need to include training and
development programs that focus on building necessary skills and capabilities to

enhance productivity and effectiveness.

3. Cultural Diversity: Developing countries are often characterized by diverse cultures,
languages, and traditions. HRM practices must be sensitive to cultural differences and

adapt recruitment, training, and communication methods accordingly.

4. Labor Regulations and Informality: Labor regulations might be less stringent or poorly
enforced in some developing countries. This can lead to a significant proportion of the
workforce operating in the informal sector, which poses challenges for HRM in terms of

regulation compliance, benefits, and workers' rights.
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10.

Talent Acquisition: Attracting and retaining skilled employees can be challenging due to
factors such as brain drain (emigration of skilled workers), lack of competitive
compensation, and limited career advancement opportunities. Developing effective

recruitment strategies and offering non-monetary incentives can be crucial.

Employee Engagement and Motivation: Low income levels and limited access to basic
amenities can affect employee motivation. HRM should focus on creating a positive
work environment, offering opportunities for skill development, and recognizing and

rewarding employee contributions.

Gender Equality: Many developing countries face gender disparities in the workforce.
HRM practices should aim to promote gender equality by addressing biases in
recruitment and promotion, providing maternity and paternity benefits, and offering

support for work-life balance.

Health and Safety: Occupational health and safety standards might be less stringent in
some developing countries. HRM needs to ensure the well-being of employees by
promoting safe working conditions and providing necessary training and protective

equipment.

Government Regulations and Political Instability: Developing countries might have
unstable political environments and inconsistent regulations. HRM must adapt to

changing legal frameworks and maintain flexibility in managing human resources.

Local Customization: One-size-fits-all HRM practices might not work well in diverse
developing country contexts. HR professionals need to be adaptable and willing to
customize their approaches based on the specific needs of the organization and the

local culture.

11. Technology and Infrastructure: Access to technology and infrastructure can vary widely.

HRM can leverage technology for recruitment, training, and communication, but

solutions should be tailored to the available resources.
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12. Capacity Building: Developing the HRM capabilities of local professionals is crucial for
sustainable growth. Investing in training and development for HR staff can enhance

their ability to manage complex challenges.

7.2 Technology and HRM
Technology has significantly transformed various aspects of our lives, including the way
organizations manage their human resources. Human Resource Management (HRM) refers to
the strategic approach of effectively managing an organization's workforce to achieve its goals
and objectives. The integration of technology into HRM practices has led to a paradigm shift in
how businesses recruit, train, engage, and retain employees.
Technology has significantly impacted various aspects of Human Resource Management (HRM)
over the years. Here are some key ways in which technology has transformed HRM:
1. Recruitment and Talent Acquisition: Technology has revolutionized the way companies
identify, attract, and hire talent. Online job portals, social media platforms, and
applicant tracking systems (ATS) have made it easier to reach a wider pool of

candidates, streamline the application process, and track applicants' progress.

2. Data Analytics and Decision-Making: HRM s increasingly data-driven. Technology
enables HR professionals to collect and analyze vast amounts of employee-related data,
including performance metrics, turnover rates, and engagement levels. This data-driven
approach allows for more informed decision-making, such as identifying trends,

predicting turnover, and designing targeted training programs.

3. Employee On boarding and Training: E-learning platforms, webinars, and virtual
training modules have become integral to employee on boarding and continuous
learning. These technologies offer flexible learning opportunities and help organizations

deliver consistent training content across geographically dispersed teams.

4. Performance Management: Traditional annual performance reviews are being

supplemented or replaced by continuous feedback systems facilitated by technology.
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10.

11.

Real-time performance tracking, feedback apps, and goal-setting platforms help

managers and employees stay connected and engaged in performance improvement.

Remote Work and Collaboration: Technology has facilitated the rise of remote work
and virtual collaboration. Video conferencing, project management tools, and
communication apps enable teams to work together seamlessly regardless of their

physical locations.

Employee Engagement and Wellbeing: HRM technology tools often include employee
engagement surveys, sentiment analysis tools, and wellness platforms. These help
organizations gauge employee satisfaction, identify pain points, and implement

strategies to enhance employee wellbeing.

HR Automation: Routine HR tasks like payroll processing, leave management and
benefits administration have been automated using HR software systems. This reduces

administrative workload, minimizes errors, and increases efficiency.

HR Analytics and Predictive Modeling: Advanced analytics tools allow HR professionals
to predict trends and potential issues, such as turnover rates and talent gaps. This
proactive approach enables organizations to take preemptive measures to address

challenges.

Diversity and Inclusion: Technology can help identify and address bias in recruitment
and performance management processes. Machine learning algorithms can be used to

analyze patterns and suggest more inclusive practices.

Employee Self-Service: Employee self-service portals give employees direct access to
their personal information, allowing them to update details, view pay stubs, and

manage benefits without needing HR's direct involvement.

Compliance and Security: Technology helps HR departments stay compliant with labor
laws and regulations by automating compliance tracking and reporting. It also supports

data security and privacy efforts through secure storage and access control.
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12. HR Chat bots and Virtual Assistants: Chat bots and virtual assistants are being
employed to answer routine employee queries and guide them through HR processes,

providing quick and efficient support.

7.3 Values and SHRM
Values, in the context of organizations, refer to the fundamental beliefs, principles, and ethical
standards that guide the behavior, decisions, and interactions of individuals within the
organization. These values shape the organization's culture, mission, and vision, influencing
how employees and stakeholders perceive and engage with the organization. Values are not
just statements; they are the underlying drivers of an organization's identity and can have a
significant impact on its success and reputation.
Strategic Human Resource Management (SHRM) is an approach to managing human resources
that aligns HR practices and policies with the overall strategic goals and objectives of an
organization. SHRM recognizes that employees are valuable assets and can contribute to an
organization's competitive advantage. It involves integrating HR functions such as recruitment,
training, performance management, and compensation with the organization's strategic
planning process.
The connection between values and SHRM lies in how an organization's core values can shape
its HR practices and strategies. When an organization's values are embedded in its HR
processes, they can help attract, retain, and motivate employees who share those values.
Moreover, aligning HR practices with values can enhance employee engagement, foster a
positive organizational culture, and contribute to a strong employer brand.
7.4 Incorporating values into SHRM involves several key steps:

1. Identifying Core Values: The organization needs to define its core values that reflect its

beliefs and principles. These values should be authentic and resonate with both

employees and stakeholders.

2. Recruitment and Selection: During the hiring process, HR should aim to identify
candidates whose values align with those of the organization. This ensures a cultural fit
and enhances the likelihood of employee satisfaction and longevity.
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3. Training and Development: Training programs can reinforce the organization's values
and help employees understand how these values translate into everyday actions. This

can contribute to a consistent and aligned workforce.

4. Performance Management: Performance evaluations can be tied to how well
employees demonstrate the organization's values in their work. Recognizing and

rewarding value-driven behavior reinforces their importance.

5. Communication and Transparency: Effective communication of the organization's
values fosters a sense of belonging and shared purpose among employees.

Transparency about how values influence decision-making builds trust.

6. Leadership Role Modeling: Leaders play a crucial role in embodying and championing

the organization's values. Their behavior sets an example for the rest of the workforce.

7. Adaptation and Evolution: As organizations evolve, so might their values. SHRM
practices should be flexible enough to adapt to changes in values while maintaining

alignment with strategic objectives.

7.5 FUTURE OF SHRM

The future of the Society for Human Resource Management (SHRM) holds exciting possibilities
as the field of human resources continues to evolve in response to technological
advancements, changing work dynamics, and societal shifts. As organizations strive to adapt to
a rapidly transforming business landscape, SHRM is poised to play a pivotal role in guiding HR
professionals and leaders toward innovative strategies and best practices. Anticipated
directions for the future of SHRM include leveraging technology to enhance HR processes,
promoting data-driven decision-making to optimize talent management, and championing
diversity, equity, and inclusion initiatives that foster inclusive workplaces. SHRM's future likely
involves addressing the challenges and opportunities posed by remote work, while emphasizing
employee well-being and sustainable work practices.

Moreover, SHRM is expected to continue its advocacy efforts, influencing policy discussions and
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driving ethical considerations in HR practices. By emphasizing continuous learning and skill

development, SHRM will empower HR professionals to navigate a complex landscape and

contribute as strategic partners in organizational success.

In essence, the future of SHRM is marked by its commitment to staying at the forefront of HR

innovation, supporting HR professionals in embracing change, and shaping workplaces that are

not only efficient and compliant but also empowering, diverse, and employee-centered. The

future of the Society for Human Resource Management (SHRM) will likely be influenced by

broader trends in the field of human resources (HR) and organizational management.

1.

Technology Integration: As technology continues to reshape various industries, HR is
also embracing digital transformation. SHRM may focus on helping HR professionals
understand and adapt to emerging technologies like artificial intelligence, data analytics,

and automation that are changing the way HR processes are managed.

Data-Driven Decision-Making: Data analytics is becoming increasingly important in HR
for making informed decisions about talent acquisition, performance management, and
employee engagement. SHRM could play a role in educating HR professionals about

how to collect, interpret, and utilize HR-related data.

Employee Experience and Well-being: Organizations are placing more emphasis on
creating positive employee experiences and promoting employee well-being. SHRM may
offer guidance on designing workplaces that prioritize work-life balance, mental health

support, and overall employee satisfaction.

Remote and Flexible Work: The COVID-19 pandemic accelerated the adoption of
remote and flexible work arrangements. SHRM might continue to provide insights into
best practices for managing remote teams, addressing challenges related to virtual
collaboration, and maintaining employee engagement in a distributed work

environment.

Diversity, Equity, and Inclusion (DEI): DEI initiatives have gained significant momentum

in recent years. SHRM could continue to promote diversity and inclusion in the
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10.

workplace by offering resources, training, and strategies for creating equitable work

environments.

Global Workforce: With organizations becoming more interconnected on a global scale,
SHRM might expand its focus to address the challenges and opportunities associated

with managing a diverse and geographically dispersed workforce.

Skill Development and Lifelong Learning: Continuous learning is crucial in a rapidly
evolving job market. SHRM could enhance its educational offerings to help HR

professionals stay updated on the latest trends, regulations, and skills required in their

field.

Advocacy and Policy: SHRM might continue to advocate for HR-related policies and
regulations that promote fair labor practices, protect employee rights, and support

healthy workplaces.

Ethics and Compliance: As businesses face ethical dilemmas and compliance challenges,
SHRM could provide guidance on navigating complex issues related to employee

conduct, privacy, and organizational ethics.

Strategic HR Leadership: SHRM may increasingly focus on developing HR professionals
into strategic business partners who contribute to an organization's overall success by

aligning HR practices with business objectives.

7.6 Summary:

Human Resource Management (HRM) in developing countries presents a unique set of
challenges and opportunities due to the socio-economic, cultural, and institutional contexts
that characterize these nations. In addition to this, technology has significantly transformed
various aspects of our lives, including the way organizations manage their human resources.
Human Resource Management (HRM) refers to the strategic approach of effectively managing
an organization's workforce to achieve its goals and objectives. The integration of technology

into HRM practices has led to a paradigm shift in how businesses recruit, train, engage, and
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retain employees.

7.7 Glossary:

e Talent Acquisition: Attracting and retaining skilled employees can be challenging due to
factors such as brain drain (emigration of skilled workers), lack of competitive

compensation, and limited career advancement opportunities.

e Gender Equality: Gender equality is when people of all genders have equal rights,

responsibilities and opportunities.

e Human resources Automation: Human resources automation (HR automation) is a
method of using software to automate and streamline repetitive and laborious tasks

and aid an HR department in managing personnel.

7.7 Self-Assessment Questions:

1) What do you understand by the term Corporate Ethics? Discuss the various aspects of

corporate ethics.
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8.0 Introduction

Human capital leverages all the areas of an organization. Therefore, the HR department needs
to ensure the human asset is effectively aligned with the strategy determined by the
organization. To capitalize on the leverage, organizations need to adopt a new perspective of
HR. HR systems must align with the organizational strategy. Employees must be strategically
focused. Every 8 element of the HR function, from hiring, compensation, training etc. needs to
be developed in order to enlarge the human capital in the organization. When HR is strategic
and involved with and/or linked to organizational performance, it plays an important role in the
success of an organization. When HR interventions are strategically aligned, competitive
advantage is more easily achieved.

Human capital leverages all the areas of an organization. Therefore, the HR department needs
to ensure the human asset is effectively aligned with the strategy determined by the
organization. To capitalize on the leverage, organizations need to adopt a new perspective of
HR. HR systems must align with the organizational strategy. Employees must be strategically
focused. Every 8 element of the HR function, from hiring, compensation, training etc. needs to
be developed in order to enlarge the human capital in the organization. When HR is strategic
and involved with and/or linked to organizational performance, it plays an important role in the
success of an organization. When HR interventions are strategically aligned, competitive
advantage is more easily achieved.

According to Noe et al. (2007), refers HRM practices and policies that influence behaviors,
attitudes and performance of employees. They are focused on several important practices
which, in turn, can positively impact organizational performance, such as human resource
planning, recruitment, selection, training and development, compensation, performance
management and employee relations.

Pfeffer reshapes these practices into seven HRM practices; these practices are expected to
enhance organizational performance and enable the organization to gain a competitive
advantage (1998). Such practices are detailed as follows (Boxall, Purcell and Wright, 2007):

e Employment security.
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e Selective hiring of new personnel.

e Self-managed teams and decentralization of decision-making as the basic principles of

organizational design.

e Comparatively high compensation contingent on organizational performance. o

Extensive training.

e Reduce status distinctions and barriers, including dress, language, office arrangements,

and wage differences across levels.

e Extensive sharing of financial and performance information throughout the

organization.

8.1 THE ROLE OF STRATEGIC HRM ON PERFORMANCE

Strategic management of human resources represents a transformation that is relatively new in
the field of human resource management. An important role of strategic human resource
management is about focusing the management in employees as a tool to gain competitive
advantage. Now, organizations are made aware that successful human resources policies and
practices of appropriate can increase performance in various areas such as productivity, quality
and financial performance.

Performance management is a planned process in which key elements are different
measurement, feedback, positive reinforcement and ongoing dialogue between managers and
employees. It has to do with measurement results in the form of performance achieved in
comparison with the expectations expressed as objectives. Also, it has to do with the inputs and
values. Inputs are the knowledge, skills and behaviors necessary to produce the expected
results. Needs are identified by defining these requirements and evaluate the degree to which
the expected levels of performance are achieved through effective use of knowledge and skills,
appropriate behavior.

Performance management strategy has to do with all the business and not just the managers.

So managers are not only responsible for delivering the required performance. Managers
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should have the confidence to distribute authority and responsibility throughout the
organization. In a sense, managers need to collaborate and consider as part of their own people
in order to report on achieving the required performance. Managers and their teams are jointly
responsible for the results and are both involved in agreeing what they should do and how they
should do it. Performance management processes are part of sweeping across the organization.
Managers and other employees of the organization should work together to jointly commit to
achieving the performance.

Performance management strategy should focus on the development to a continuous and
flexible process involving managers and all the organization that operate as a single team. This
should determine how they can best work together to achieve the required results. This makes
it possible to focus on the planning of future performance and performance improvements
existing. HRM Strategy provides the basis for regular dialogue and frequent between managers
and other employees about performance needs and further development of the organization.
Strategic human resource management may bring a number of benefits to the organization
(Brewster et al., 2000):

e Contributing to the goal accomplishment and the survival of the company,

e Supporting and successfully implementing business strategies of the company,

e Creating and maintaining a competitive advantage for the company, o Improving the

responsiveness and innovation potential of the company,

e Increasing the number of feasible strategic options available to the company,

e Participating in strategic planning and influencing the strategic direction of the company

as an equally entitled member of top management,

e Improving cooperation between the HRM department and line managers.

8.2 HR'S ROLE IN CREATING VALUE
The value created by the HR function is frequently questioned by line managers. This reflects

how many human resources functions are perceived to be out of step with the needs of
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business. Research suggests, time and again, that organizational change fails as often as it
succeeds. Even where change projects do succeed, delivery of value is rarely as easy as it
appeared, at the outset. Why? Too often, emphasizing the business and economic rationale of a
project obscures the fact that value, in all of its forms, is actually created by the application of
human talent.
But, amidst unprecedented uncertainty, deriving value from human talent is harder than ever.
This has placed an increasing responsibility on HR function's to source the scarce human talent
which can create the highest value for organizations. HR functions are also required to identify
and sustain diverse talent pools which will maximize value creation in rapidly changing market
environments.
So how are human resources professionals able to enhance the value creation process?

e There is no single best way - a 'silver bullet' - of doing things as far as organizational

success and productivity is concerned;

e HR organization, processes and technology need to be integrated and aligned with
business strategy to maximize their impact as value creating opportunities; Engaged

employees create more value for the organization; and

e There are many legitimate HR metrics which can measure the contribution that HR

e makes to value creation in a business.

There is no one single 'best way' of doing things as far as organizational success and
productivity is concerned. What works well for one organization could lead to spectacular
failure for another. The key to maximizing value from HR is aligning HR strategy and
programmes to an organization’s business strategy.

8.3 Integrating and aligning HR processes with business strategy:

Business strategies and drivers should be analyzed for their effect on HR and people practices.
Different business drivers will suggest different approaches to HR strategy and organizational

design. At the micro level, most companies have a business strategy with elements that are
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completely unique to their own circumstances. When studying business strategies, however,
most observers agree that these thousands of discrete strategies can be classified into three or
four categories. Michael Porter used the term 'generic strategies' to refer to alternative
strategic positions in an industry. He suggested that companies could compete in one of three
ways:

e Cost leadership - being the low-cost producer;

e Differentiation - having a unique product or service; or

e Focus - concentrating special services or products on a specific market niche.

Porter contends that competitive advantage comes from setting up value creating activities to
deliver on a company's particular kind of strategy. This allows the company to erect barriers to
entry. Michael Treacy and Fred Wiersema studied successful companies in different sectors and
came to similar conclusions as Porter. They suggest that customers look for one of three
sources of value or strategic styles from a company:

e Operational excellence - low-cost, reliable and easy to use products or services;

e Product leadership - leading edge products; or

e  Customer intimacy - highly customized solutions and services

Applying Treacy and Wiersema's concepts of strategic styles to an organization’s people
requirements we can see how these different strategic styles demand different competencies
from employees and thus, different strategies from HR.

Engage Employees to create value:

Measuring the connection between employee behaviours and business performance is often
difficult. Traditional measures of employee satisfaction and commitment fail to link strongly
with developments in business results and often leave the HR professional as a poor cousin
when business metrics are used to monitor business performance.

One powerful HR measure which does enable the HR professional to link employee behaviours

with business performance is a metric called employee engagement. Using a specialist
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employee survey tool it is possible to measure the employee behaviours which impact on
business performance and identify the key drivers of business performance improvement
within a business. Employee engagement:

e Differs by company;

e Impacted by at least 19 different drivers in six broad categories;

e Not every driver applies to every person;

e Does impact financial results; and

e Measured and managed effectively

Measuring degrees of employee engagement provides data which enables actions to be taken
at the point of business performance. So for example what employee engagement measures
might do is help an HR professional to look at all the elements that make up the employment
experience and identify which of those elements within the experience motivate employees to
stay and which motivate employees to go above and beyond the simple requirements of their
job.

8.4 Summary:

There is no one single 'best way' of doing things as far as organizational success and
productivity is concerned. What works well for one organization could lead to spectacular
failure for another. The key to maximizing value from HR is aligning HR strategy and

programmes to an organization’s business strategy.

8.5 Glossary:

e Human capital: The term human capital refers to the economic value of a worker's
experience and skills. Human capital includes assets like education, training, intelligence,
skills, health, and other things employers value such as loyalty and punctuality.

e Value creation: Value creation happens when a business or organization uses its work

and resources to create something of value that is sold to a customer base.
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e Customer intimacy: Customer intimacy is how attentive a company is to address its
customer's needs.
8.6 Self-Assessment Questions:

1) How HR engagement is helpful in value creation?

8.7 References:
e Mello, J. A. (2006) Strategic Management of Human Resources.
e South Western. Schuler, R. S. & Jackson, S. E. (2007), Strategic Human Resource
Management, Wiley India.

o Pfeffer, J. (1998). The human equation: Building profits by putting people first. Harvard
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Business School Press
e Greer, C.R., Strategic Human Resource Management: A general managerial approach, Pearson

Education.
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Lesson -9

Corporate Ethics

Lesson Structure
9.0 Introduction
9.1 Key aspects of corporate ethics include
9.2 Proactive steps to address unethical behavior
9.3 Ethics in Production and Production Management
9.4 Ethics of Marketing Professionals
9.5 Ethics in HRM
9.6 Ethics of Finance and Accounting professionals
9.7 Summary
9.8 Self-Assessment Questions
9.9 Suggestive Readings

9.10 References

Learning Objectives:
After reading this unit, you will be able to

e Understand the corporate ethics

e To address the unethical behaviour
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9.0 Introduction:
Corporate ethics, also known as business ethics, refers to the moral principles and values that
guide the behavior and decision-making processes of individuals and organizations within the
business world. It involves considering not only economic and financial concerns but also the
broader impact of business actions on various stakeholders, including employees, customers,
investors, suppliers, communities, and the environment.
The primary objective of corporate ethics is to promote responsible and ethical conduct within
organizations, fostering a culture of integrity, transparency, and accountability. It involves
identifying and addressing ethical dilemmas and conflicts of interest that may arise in the
course of business operations.
Corporate ethics are the guiding principles and values that shape the behavior and decisions of
a company, ensuring its actions align with societal norms, legal standards, and moral
considerations. A commitment to corporate ethics demonstrates an organization's dedication
to conducting its operations in an honest, responsible, and transparent manner. This
encompasses various aspects such as treating employees, customers, and stakeholders with
fairness and respect, promoting diversity and inclusion, practicing environmental sustainability,
and upholding the highest standards of integrity in all business dealings. By adhering to a strong
ethical framework, companies not only safeguard their reputation and foster trust among their
stakeholders but also contribute to the betterment of the broader community. Ethical conduct
is not just a legal obligation; it is a reflection of a company's values and its recognition of the
profound impact it can have on the world.
9.1 Key aspects of corporate ethics include:

1. Fair and Honest Practices: Ethical companies prioritize honesty, truthfulness, and

fairness in their interactions with all stakeholders. They avoid deceptive advertising,

manipulation, and fraudulent activities.

2. Respect for Stakeholders: Ethical business practices demonstrate respect for the rights,

dignity, and well-being of employees, customers, suppliers, and the wider community.
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10.

This includes ensuring fair treatment, equal opportunities, and a safe working

environment.

Social Responsibility: Ethical companies consider their impact on society and the
environment. They strive to contribute positively to their communities, minimize harm

to the environment, and promote sustainable practices.

Transparency and Accountability: Ethical organizations are open and transparent about
their actions, decisions, and financial dealings. They take responsibility for their mistakes

and work to rectify them.

Avoidance of Conflicts of Interest: Ethical behavior involves avoiding situations where

personal or organizational interests could compromise impartial decision-making.

Legal and Regulatory Compliance: Ethical businesses adhere to laws and regulations
governing their industry, demonstrating respect for the legal framework within which

they operate.

Ethical Leadership: Ethical organizations are led by individuals who lead by example,
championing ethical behavior and fostering a culture of integrity throughout the

organization.

Ethical Decision Making: Ethical dilemmas are inevitable in business. Ethical
organizations encourage employees to make decisions based on principles rather than

short-term gains, often using ethical frameworks to guide their choices.

Whistleblower Protection: Ethical companies establish mechanisms for employees to
report unethical behavior without fear of retaliation, ensuring that wrongdoing can be

addressed.

Long-term Perspective: Ethical companies prioritize long-term sustainability over short-

term profits, recognizing that ethical practices can contribute to enduring success.
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9.2 Proactive steps to address unethical behavior:

1 Create a code of ethics: Codes of ethics should be written in broad, idealistic terms to
communicate the company’s ethical vision. Be sure to involve key employees in the process of
drafting and formalizing the code of ethics. This will ensure that leaders are on board with and
committed to the values.

2. Establish a protocol: Include in your code of ethics instructions about how to report
unethical behavior. A clear protocol for reporting, such as requesting a private meeting with the
appropriate manager or supervisor.

3. Empower employees: Grant staff the know-how to appropriately identify and handle ethics
violations. Accomplish this by implementing ethics-training programs for all new and existing
employees to increase the effectiveness of the code.

4. Continuously review the code: Each year, share copies of the code of ethics with every
employee. Ensure that your employees confirm their understanding of the code by requiring
them to sign a form of acknowledgement afterward.

9.3 Ethics in Production and Production Management:

While maintaining high ethical standards and complying with laws and regulations are
important for all businesses, manufacturing companies face additional challenges because of
the potential for harming employees and consumers. When you operate a manufacturing line,
the potential for injury to workers and the possibility that your products are unsafe for
consumers is always present. Implementing policies, procedures and controls to reduce these
risks is not only ethical it is often a legal requirement.

a) Safe Manufacturing Environment

Ethical businesses prioritize safety in the workplace. In a manufacturing environment, the
presence of machines and raw materials make adequate safety procedures both legally
mandatory and ethically necessary. In addition to basic safety rules, such as wearing protective
gear and refraining from engaging in risky behavior, the main issues relate to a reasonable
balance between inconvenience, productivity and safety. Applying too many rules creates

compliance problems, while not addressing safety issues can lead to injury. If you give the
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employees a role in developing safety regulations for a production line, it helps in the
implementation of effective rules that strike the right balance.

b) Reduced Environmental Effects

Manufacturing processes use energy and produce waste. Legal restrictions govern how
companies can produce energy while limiting emissions and how they have to treat waste to
reduce environmental damage. Ethical concerns influence the overall approach of a company
toward environmental degradation caused by its manufacturing operations. Taking into account
both legal and ethical factors, you have to reduce your energy use by increasing energy
efficiency and exploring the use of alternative technologies. At the same time, you can reduce
waste by looking at where it is generated and changing your manufacturing process to produce
as little as possible.

c) Secure Workplace

Employers have a legal and ethical responsibility to ensure workers are not subject to sexual
harassment or other forms of workplace hostility and to treat all employees fairly. If your
manufacturing environment has mostly male workers, you have to be especially vigilant that
female employees feel welcome and comfortable. To meet both the legal and ethical
challenges, institute detailed policies against harassment and make sure all employees comply.

d) Safe Products

In addition to internal issues, manufacturing companies face liability once their products leave
the factory. Product safety is governed by legislation, and ethical concerns mean you should
only ship products that have been tested for safety. While knowingly shipping dangerous
products is illegal and unethical, the use of your products also may have unintended and
harmful effects. Going beyond legal requirements to thoroughly test all aspects of the use of
your products reduces your exposure to possible law suits and fulfills your ethical duties.

9.4 Ethics of Marketing Professionals:

Marketing ethics is an area of applied ethics which deals with the moral principles behind the

operation and regulation of marketing:
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The following are the code of ethics for marketing professional:
1) In the area of Product development and Management
2) In the area of Promotion.

3) In the area of Distribution.

9.5 Ethics in HRM:

a) Cash and Compensation Plans: There are ethical issues pertaining to the salaries, executive
perquisites and the annual incentive plans etc. The HR manager is often under pressure to raise
the band of base salaries. There is increased pressure upon the HR function to pay out more
incentives to the top management and the justification for the same is put as the need to retain
the latter. Further ethical issues crop in HR when long term compensation and incentive plans
are designed in consultation with the CEO or an external consultant. While deciding upon the
payout there is pressure on favouring the interests of the top management in comparison to
that of other employees and stakeholders.

b) Race, gender and Disability:

In many organizations till recently the employees were differentiated on the basis of their race,
gender, origin and their disability. Not anymore ever since the evolution of laws and a
regulatory framework that has standardized employee behaviours towards each other. In good
organisations the only differentiating factor is performance! In addition the power of filing
litigation has made put organisations on the back foot. Managers are trained for aligning
behaviour and avoiding discriminatory practices.

c) Employment:

Issues Human resource practitioners face bigger dilemmas in employee hiring. One dilemma
stems from the pressure of hiring someone who has been recommended by a friend, someone
from your family or a top executive. Yet another dilemma arises when you have already hired
someone and he/she is later found to have presented fake documents. Two cases may arise
and both are critical. In the first case the person has been trained and the position is critical. In
the second case the person has been highly appreciated for his work during his short stint or

he/she has a unique blend of skills with the right kind of attitude. Both the situations are
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sufficiently dilemmatic to leave even a seasoned HR campaigner in a fix.

d) Privacy Issues:

Any person working with any organization is an individual and has a personal side to his
existence which he demands should be respected and not intruded. The employee wants the
organisation to protect his/her personal life. This personal life may encompass things like his
religious, political and social beliefs etc. However certain situations may arise that mandate
snooping behaviours on the part of the employer. For example, mail scanning is one of the
activities used to track the activities of an employee who is believed to be engaged in activities
that are not in the larger benefit of the organisation. Similarly there are ethical issues in HR that
pertain to health and safety, restructuring and layoffs and employee responsibilities. There is
still a debate going on whether such activities are ethically permitted or not. Layoffs, for
example, are no more considered as unethical as they were thought of in the past.

9.6 Ethics of Finance and Accounting professionals:

Ethics are important to any business, creating trust and customer confidence. When
businesspeople make unethical decisions, benefiting themselves only, it can lead to the kind of
scandal and outrage that destroy careers and even companies. Nobody wants to deal with
shady, unethical individuals, giving preference to those they can trust to behave in an ethical
way.

a) Trust

Ethical behavior creates a comfort zone where people know that they will be treated fairly.
Ethics means transparency in accounting and financial matters, building trust within a
community and among investors and customers. Once trust is lost, it is very hard to gain it back.

b) Confidentiality

A key ethical concept dealing with accounting and financial matters is to keep these matters
confidential. An ethical person will not disclose private financial matters to people who should
not have the information. A lot of damage can be done by an employee or consultant spilling

the beans about a firm's or an individual's financial situation or decisions.
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c) Collaboration

An ethical environment fosters collaboration, the sharing of ideas. Collaboration requires a
sense of honesty and ethics. If you know that your idea will be stolen by a colleague or that it
will be misused, you will not collaborate. Each person brings a set of knowledge and skills to a
finance committee or group, and if people refuse to collaborate and share information, good

decisions are harder to make.

9.7. Summary:
Corporate ethics are the guiding principles and values that shape the behavior and decisions of
a company, ensuring its actions align with societal norms, legal standards, and moral
considerations. A commitment to corporate ethics demonstrates an organization's dedication
to conducting its operations in an honest, responsible, and transparent manner. This
encompasses various aspects such as treating employees, customers, and stakeholders with
fairness and respect, promoting diversity and inclusion, practicing environmental sustainability,
and upholding the highest standards of integrity in all business dealings.
9.8. Glossary:
e Business Ethics: The term business ethics refers to the set of moral principles that
guides a company's conduct.
e Ethical Leadership: Ethical organizations are led by individuals who lead by example,
championing ethical behavior and fostering a culture of integrity throughout the

organization.

e Social Responsibility: Ethical companies consider their impact on society and the
environment. They strive to contribute positively to their communities, minimize harm

to the environment, and promote sustainable practices.

9.9 Self-Assessment Questions:

1) Define the term Ethics? Discuss the different related aspects of corporate ethics.



9.8 References:
e Mello, J. A. (2006) Strategic Management of Human Resources.

e South Western. Schuler, R. S. & Jackson, S. E. (2007), Strategic Human Resource

Management, Wiley India.

o Pfeffer, J. (1998). The human equation: Building profits by putting people first. Harvard

Business School Press

e Greer, C.R., Strategic Human Resource Management: A general managerial approach, Pearson

Education.
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Lesson: 10
Workforce Diversity Management

Course Structure:
10.0 Introduction

10.1 Meaning of Workforce Diversity

10.2 Features of Workforce Diversity Management

10.3 Dimension of Workforce Diversity

10.4 Significance of Workforce Diversity Management

10.5 Techniques of Workforce Diversity Management

10.6 Examples of Diversity in the Workplace

10.7 Types of Workforce Diversity

Learning Objectives:

After reading this unit, you will be able to;

understand the theoretical aspects of workforce diversity.

Realize the importance and role of workforce diversity at work place.
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10.0 Introduction

Workplace Diversity refers to the inclusion of personnel from diverse backgrounds such as
different races, cultures, religions, sexes, ages, and sexual orientations. It also includes personnel
with physical and mental disabilities as they should not be discriminated against under any
circumstances.

Workplace diversity aims to eradicate any biased treatment of individuals based on any external
factor apart from their work. It helps create a workplace culture of motivated and engaged staff,
who would love to continue working in their safe workplace for longer, thereby improving
employee retention rate.

10.1 What is Managing Workforce Diversity?

Diversity management is a procedure made to generate and maintain a healthy and positive work
atmosphere in offices where sameness and differences are valued in the organization. The
meaning of diversity management has greatly been emphasized on its impact on diversity
variations, requirements, expectations, and several other critical issues.

Managing workforce diversity implies creating an organisational climate in which a
heterogeneous workforce performs to its best potential; without the organization favouring /dis-
favouring any particular segment of workforce with a view to facilitating the best attainment of

organisational goals.

10.2 Features of Workforce Diversity Management:

Some salient features of workforce diversity management are stated below:

() Workforce diversity management requires creation of an organisational climate, in which
people from different cultural, social backgrounds and being diverse in many other respects (e.g.
age, gender, education etc.) can co-exist and work, with full co-operation of one another.

(ii) Workforce diversity management aims at making people work to the best of their potential
(iii)Workforce diversity management rules out any discrimination among people, in any respect,
whatsoever.

(iv)Work-force diversity management is expected to work towards the best attainment of
organisational goals.

10.3. Dimension of Workforce Diversity:
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Some people dimensions of workforce diversity are described below:

(1) Age:

People belonging to different age groups cause diversity in workforce. Young people may be

enriched with health, merit, capacity for hard-work etc.; while elderly people may possess more

maturity than their junior counterparts and are full of experiences of life.

(if) Gender:

Male workers are usually aggressive, bold and materialistic; while female workers possess

sympathy for others and are more concerned with quality of life. What is important to observe is

that people of both sex have material differences in outlook, nature, habits etc.; as differences

between males and females are the design of God who created mankind.

(iii) Education:

In an organisation people may range from less educated to highly educated. Educated people

have a broad outlook and are open-minded. They are endowed with logic and rationality and

usually dislike discrimination among individuals on petty grounds of caste, colour, religion etc.

(iv) Culture:

Culture is a complex of race, religion, language, social traditions and values etc. People from

different cultural backgrounds may have ethnic orientations i.e. a sense of favoritism towards

their nation, race or tribe, which they belong to.

(v) Psychology:

(Psychology is the kind of mind that one has that makes one think or behaves in a particular

way). In an organisation, there are people with different psychology. Some may be optimistic or

pessimistic; some may be bold or timid or so on. Psychology may be a gift of Nature or a

manifestation of family background or social affiliations.

10.4 Significance of Workforce Diversity Management:

Workforce diversity management is significant for the following reasons:

(i) Ability to Deal with Diverse Market: Culturally diverse workforce can better appreciate

the needs, feedings, and attitudes of culturally diverse consumers. Thus workforce
diversity increases the competence of a corporation to deal with a market; that

consists of diverse consumer groups in respect of age, sex, culture etc.
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(i1) Better Decision-Making: People from heterogeneous backgrounds may aid management
in better decision-making, by offering suggestions from a wide range of perspectives
and orientations. In fact, heterogeneous groups of people may be more creative and
innovative; when they pool their knowledge and experiences and agree on a common
solution to a tricky problem; which might aid management in making excellent
decisions for the organisation.

(iii)Better Human Relations: Workforce diversity management aims at developing and
nurturing a common organisational culture and climate; which enable people from
diverse culture and backgrounds to co-exist peacefully. Such a common
organisational culture and climate leads to better human relations in the enterprise and
produces all-round organisational and managerial efficiency.

(iv)Preventing Unnecessary Labour Turnover: When in an organisation there is good
workforce diversity management; women and other dis-satisfied people are prevented
from leaving the organisation. In case otherwise, when there is large labour turnover
because of poor workforce diversity management; investment made in manpower
may go waste, with other bad consequences for the organisation. In fact, employees
leave the organisation when they do not feel comfortable and duly cared for by
management.

(v) Building of Goodwill of the Enterprise: Companies with excellent workforce diversity
management build goodwill in the society. As such, talented people of society with
diverse backgrounds and culture get attracted towards it for seeking suitable
employment. Such companies never have a problem of the scarcity of skilled,

educated and talented human capital.

10.5 Techniques of Workforce Diversity Management:

Some techniques for successful workforce diversity management are suggested below:

(i) Creating Awareness of Diversity: Management must create awareness in the
organisation that differences among people as to age, sex, education, culture
etc. exist in workforce; so that people may try to understand one another in a

more rational and friendly manner.
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(ii) Creating Conditions for Common Organisational Culture: Organisation must develop
cross-cultural training programmes creating conditions for development of a
common organisational culture and climate. Such common culture will create an
environment in which a diversified work force can co-exist comfortably,
peacefully and happily.

(iii) Programmes of Special Care for Diversified Workforce: Management must design

programmes of special care, like the following:

a) Care for elderly people
b) Special work schedules to provide convenience to female workers etc.
(iv) Career Development Programmes: There must be programmes for

identifying each individual’s strengths, weaknesses and potential for
career development; so that the organization can capitalize on the
peculiar features of a diversified workforce. In fact, people should be
valued for their difference and variety.

(v) Avoiding Discriminations: A very significant technique for excellent
workforce diversity management is to avoid any sort of
discrimination among people on the basis of age, culture and
specially sex. In the most developed country the U.SA, the Glass
Ceiling Commission states that between 95 and 97 percent of senior

managers in the country’s biggest corporations are men.
(The term ‘glass ceiling” describes the process by which women are barred from promotion by

means of an invisible barrier).

(vi) Prevention of Sexual Harassment:With the entry of a large number of women in

organisations, the phenomenon of sexual harassment is usually witnessed; which
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management must prevent by all means and at all costs. Sexual harassment
includes a range of actions, like — unwelcome touching, joking, teasing,
innuendoes (indirectly bad and rude remarks), slurs, and the display of sexually

explicit materials.

According to Jenny Watson, Deputy Chairman of the UK’s Equal Opportunities Commission
(EOC), sexual harassment is no laughing matter for hundreds of thousands of British workers,

who experience it.

(vii) Committees of Diverse Members:

Committees of diverse members must be formed for evaluating and addressing complaints of

people, regarding their sad experience of working in the organisation.

10.6 What are Some Examples of Diversity in the Workplace?

The number of factors that define diversity in the workplace is numerous. Throughout an
employee’s life, their different background, colour, genetic predispositions, and gender truly
change their experience as a person. Thus, when it comes to diversity in the workplace, the

examples are many, some of them are;

e Physical abilities and disabilities

Hiring an employee with any kind of physical disability or experience will not only help your
company to create a more diverse environment but also bring unique perspectives and ideas to
the table that will help your company in reaching a wider market of clients and customers.
e Mental health

Employee health is a priority in the HR department, but usually, mental health is left out in these
structures. Without the resources and support to understand and help the employee’s needs, there
is a high chance that organizations may see an increase in employee absenteeism. To resolve this
stigma, nowadays more and more companies are including mental health in their employee

benefits program.
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e Cultural background

There are various factors that entail different cultures, including native language, traditional
food, customs, and religion. While many people take interest in knowing more about other
cultures but are an entirely different scenario to work with colleagues who hail from different
cultures on a daily basis.
10.7 What are the 4 Types of Workforce Diversity?
There are many things that come into play in a diverse environment, some of these differences
can be seen from outside, while some are invisible and just the way a person was born. These
prime differences are the grounds on which the four different types of workforce diversity was
created, which are as follows;

1. Internal Diversity
Internal diversity traits are something that can’t be changed as a person is born into it. These are
the characteristics that an individual did not choose for themselves and can’t be changed by
anyone. Some examples of internal diversity are sexual orientation, religion, mental and physical
ability, nationality, ethnicity, age, etc.

2. External Diversity

In the terms of workforce diversity, the word external is used to relate to characteristics that an
individual wasn’t born with. It is usually an influential kind that people pick up from their
surroundings.

3. Organizational Diversity

Also known as functional diversity, it refers to the dissimilarities between individuals that are
assigned to them by their companies- substantially these are the attributes within an office that
distinguishes every employee.

Regardless of what your job role is or what you get paid, any kind of work that you do connects
you to your company. The different subsets of this include seniority, pay time, management
status, place of work, etc.

Since a person is not born with it, this diversity can certainly be changed if a person wants to.
Examples of this type of workforce diversity are education, personal interests, appearance,

relationship or familial status, religious or political beliefs, citizenship, etc.
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4. Worldview Diversity
The last type is called worldview diversity and includes internal, external, and organizational
diversity altogether. Some examples are- outlook on life, moral compass, political beliefs, etc.

10.8 Summary:

Workplace Diversity refers to the inclusion of personnel from diverse backgrounds such as
different races, cultures, religions, sexes, ages, and sexual orientations. Whereas Diversity
management is a procedure made to generate and maintain a healthy and positive work
atmosphere in offices where sameness and differences are valued in the organization. The
number of factors that define diversity in the workplace is numerous. Throughout an employee’s
life, their different background, colour, genetic predispositions, and gender truly change their
experience as a person. Thus, when it comes to diversity in the workplace

10.9 Glossary:

e Workplace Diversity: Workplace Diversity refers to the inclusion of personnel from
diverse backgrounds such as different races, cultures, religions, sexes, ages, and sexual
orientations.

e Diversity management: Diversity management is a procedure made to generate and
maintain a healthy and positive work atmosphere in offices where sameness and

differences are valued in the organization.

10.10 Self-Assessment Questions:

1) Define the term Workforce Diversity? Discuss the techniques for successful workforce diversity

management?
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