HUMAN RESOURCE
MANAGEMENT



WHAT IS HUMAN RESOURCE MANAGEMENT (HRM)?

Employee Strategy Employee Training Reward Success
Recruitment

e HUMAN RESOURCE MANAGEMENT (HRM) IS THE PRACTICE OF RECRUITING, HIRING, DEPLOYING AND
MANAGING AN ORGANIZATION'S EMPLOYEES. HRM IS OFTEN REFERRED TO SIMPLY AS HUMAN RESOURCES
(HR). A COMPANY OR ORGANIZATION'S HR DEPARTMENT IS USUALLY RESPONSIBLE FOR CREATING, PUTTING
INTO EFFECT AND OVERSEEING POLICIES GOVERNING WORKERS AND THE RELATIONSHIP OF THE
ORGANIZATION WITH ITS EMPLOYEES. THE TERM HUMAN RESOURCES WAS FIRST USED IN THE EARLY 1900s,
AND THEN MORE WIDELY IN THE 1960S, TO DESCRIBE THE PEOPLE WHO WORK FOR THE ORGANIZATION, IN

AGGREGATE.



Organizational Culture
Compensation Management
Employee Benefits Management
Recruitment and Selection

Wellness Management Performance

Employee Motivation Management
Employee Communication

Employee Administration
Training and Development
Policy Development and Maintenance

Organizational Design

Capability Management
Competency Management
Knowledge Management

Career Management

Leadership Development

Employee Engagement

Reward Management

Workforce and Succession Planning
Workforce Analytics

Focus: Produce Economic Value

Focus: People Management

« HRM IS EMPLOYEE MANAGEMENT WITH AN EMPHASIS ON EMPLOYEES AS ASSETS OF THE BUSINESS. IN THIS
CONTEXT, EMPLOYEES ARE SOMETIMES REFERRED TO AS HUMAN CAPITAL. AS WITH OTHER BUSINESS ASSETS,
THE GOAL IS TO MAKE EFFECTIVE USE OF EMPLOYEES, REDUCING RISK AND MAXIMIZING RETURN ON
INVESTMENT (RO)).

e THE MODERN TERM HUMAN CAPITAL MANAGEMENT (HCM) IS OFTEN USED BY LARGE AND MIDSIZE COMPANIES
WHEN DISCUSSING HR TECHNOLOGY.




THE IMPORTANCE OF HUMAN RESOURCE MANAGEMENT

Development of social Formulation of HR
welfare. policies.
Implementation of HR
Policies.

Development of Labor Review of employee
Management Relations. needs.

e THE PURPOSE OF PRACTICES IS TO MANAGE THE PEOPLE WITHIN A WORKPLACE TO ACHIEVE THE
ORGANIZATION'S MISSION AND REINFORCE THE i . WHEN PEOPLE MANAGEMENT IS DONE
EFFECTIVELY, HR MANAGERS CAN HELP RECRUIT NEW EMPLOYEES WHO HAVE THE SKILLS TO FURTHER THE
COMPANY'S GOALS. HR PROFESSIONALS ALSO AID IN THE TRAINING AND PROFESSIONAL DEVELOPMENT OF
EMPLOYEES TO MEET THE ORGANIZATION'S OBJECTIVES.



Objective of Human
Resource Management

@ Attract and Retain Talent

Enhance Employee
Productivity

. Ensure Legal Compliance

2\ Support Organizational
Goals

A COMPANY IS ONLY AS GOOD AS ITS EMPLOYEES, MAKING HRM A CRUCIAL PART OF MAINTAINING OR
IMPROVING THE HEALTH OF THE BUSINESS. ADDITIONALLY, HR MANAGERS MONITOR THE STATE OF THE JOB
MARKET TO HELP THE ORGANIZATION STAY COMPETITIVE. THIS COULD INCLUDE ENSURING COMPENSATION AND

BENEFITS ARE COMPETITIVE, EVENTS ARE PLANNED TO KEEP EMPLOYEES FROM BURNING OUT AND JOB ROLES
ARE ADAPTED BASED ON THE MARKET.



HOW DOES HRM WORK?

HR PROFESSIONALS MANAGE THE DAY-TO-DAY
EXECUTION OF HR-RELATED FUNCTIONS.
TYPICALLY, HUMAN RESOURCES IS A STANDALONE
DEPARTMENT WITHIN AN ORGANIZATION.

HR DEPARTMENTS VARY IN THE SIZE, STRUCTURE
AND NATURE OF THEIR INDIVIDUAL POSITIONS. FOR
SMALL ORGANIZATIONS, ONE HR

GENERALIST MIGHT PERFORM A BROAD ARRAY OF
FUNCTIONS. LARGER ORGANIZATIONS HAVE
SEVERAL HR PROFESSIONALS WHO HANDLE
SPECIALIZED ROLES, SUCH AS RECRUITING,
IMMIGRATION AND VISAS, TALENT MANAGEMENT,
EMPLOYEE BENEFITS AND COMPENSATION. THOUGH
THESE HR POSITIONS ARE SPECIALIZED, JOB
FUNCTIONS MIGHT STILL OVERLAP.

Information

Systems

Compensation
& benefits

Performance
management

Succession
planning



https://www.techtarget.com/searchhrsoftware/definition/human-resources-HR-generalist
https://www.techtarget.com/searchhrsoftware/definition/human-resources-HR-generalist
https://www.techtarget.com/searchhrsoftware/tip/Nine-different-HR-roles-and-responsibilities-demystified

AMAZON IS AN EXAMPLE OF A LARGE COMPANY WITH MULTIPLE TYPES
OF SPECIALIZED HR POSITIONS. THE COMPANY'S CAREER WEBSITE
LISTS THE FOLLOWING HR JOB TITLES:

* HR ASSISTANT.
e HR BUSINESS PARTNER.
* HR MANAGER.

* RECRUITER.

* RECRUITING COORDINATOR. 2‘:‘,_‘
* RECRUITING MANAGER.
* IMMIGRATION SPECIALIST.

\./‘7

 LEAVE OF ABSENCE AND ACCOMMODATION SPECIALIST.
« COMPENSATION SPECIALIST OR MANAGER.

e BENEFITS SPECIALIST OR MANAGER.

* TALENT MANAGEMENT SPECIALIST OR MANAGER.
* LEARNING AND DEVELOPMENT SPECIALIST OR MANAGER.
e HR TECHNOLOGY OR PROCESS PROJECT PROGRAM MANAGER.

* HR ANALYTICS SPECIALIST OR MANAGER.


https://www.techtarget.com/searchhrsoftware/definition/benefits-administration

OBJECTIVES OF HUMAN RESOURCE MANAGEMENT

HRM CAN BE BROKEN DOWN INTO THE FOLLOWING FOUR CATEGORY OBJECTIVES:

SOCIETAL OBJECTIVES. THESE ARE MEASURES PUT IN PLACE TO RESPOND TO THE ETHICAL AND SOCIAL
NEEDS OR CHALLENGES OF THE COMPANY AND ITS EMPLOYEES. THIS INCLUDES LEGAL ISSUES SUCH AS
EQUAL OPPORTUNITY AND EQUAL PAY FOR EQUAL WORK.

ORGANIZATIONAL OBJECTIVES. THESE ARE ACTIONS TAKEN TO ENSURE ORGANIZATIONAL EFFICIENCY,
INCLUDING PROVIDING THE APPROPRIATE TRAINING, HIRING THE RIGHT NUMBER OF EMPLOYEES FOR A
GIVEN TASK AND MAINTAINING HIGH EMPLOYEE RETENTION RATES.

FUNCTIONAL OBJECTIVES. THESE ARE THE GUIDELINES USED TO KEEP HR FUNCTIONING PROPERLY
WITHIN THE ORGANIZATION. THEY INCLUDE ENSURING ALL HR RESOURCES ARE ALLOCATED TO THEIR

FULL POTENTIAL.

PERSONAL OBJECTIVES. THESE ARE THE RESOURCES USED TO SUPPORT THE PERSONAL GOALS OF
EACH EMPLOYEE. THEY INCLUDE OPPORTUNITIES FOR EDUCATION AND CAREER DEVELOPMENT, AS WELL

AS MAINTAINING EMPLOYEE SATISFACTION.


https://www.techtarget.com/searchhrsoftware/definition/employee-retention
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MORE SPECIFIC OBJECTIVES OF HRM
FOLLOWING:

PROVIDE AND MAINTAIN PRODUCTIVE EMPLOYEES.
MAKE FULL USE OF THE SKILLS AND ABILITIES OF EACH EMPLOYEE.
ENSURE EMPLOYEES HAVE AND RECEIVE THE PROPER TRAINING.

BUILD AND MAINTAIN A POSITIVE EMPLOYEE EXPERIENCE WITH HIGH
SATISFACTION AND QUALITY OF LIFE, SO THAT EMPLOYEES CAN
CONTRIBUTE THEIR BEST EFFORTS TO THEIR WORK.

Dlvergity and
COMMUNICATE COMPANY POLICIES, PROCEDURES, RULES AND Inclusion

REGULATIONS TO EMPLOYEES.

MAINTAIN ETHICAL, LEGAL AND SOCIALLY RESPONSIBLE POLICIES Eiue
AND BEHAVIORS IN THE WORKPLACE. Satisfaction

MANAGE INTERNAL AND EXTERNAL CHANGES THAT MIGHT AFFECT
EMPLOYEES AND STAFFING.

INCLUDE THE

Workforce
Management

OBJECTIVES

OF HRM

Training and
Development

Payroll
Management



https://www.techtarget.com/searchhrsoftware/Guide-to-building-an-effective-employee-experience-strategy

SKILLS AND RESPONSIBILITIES OF AN HR MANAGER

SKILLS AND RESPONSIBILITIES OF AN HR MANAGER

HRM IS TYPICALLY BROKEN INTO PRE-EMPLOYMENT AND EMPLOYMENT PHASES, AS WELL AS MORE SPECIFIC SUBSECTIONS,
WITH AN HR MANAGER ASSIGNED TO EACH ONE. AREAS OF HRM OVERSIGHT INCLUDE THE FOLLOWING:

EMPLOYEE RECRUITMENT.

ONBOARDING AND RETENTION.

TALENT AND WORKFORCE MANAGEMENT.

HR-Specific Business
JOB ROLE ASSIGNMENT. skills Acumen

CAREER DEVELOPMENT HEMowiadie & axpe tise Coaching
: Recruitment & selection Advising

Administrative expertise Commercial awareness
Cultural awareness & sensitivity Managing priorities

Wellbeing evangelism HR strategy creation &
Employee experience expertise execution

COMPENSATION AND BENEFITS.

LABOR LAW COMPLIANCE.

PERFORMANCE MANAGEMENT.
TRAINING AND DEVELOPMENT.

SUCCESSION PLANNING.

Digital & Data
EMPLOYEE ENGAGEMENT AND RECOGNITION. | Literacy

» Proactivity « Being analytical & data-driven
TEAM BUILDING. = Communication skills = HR reporting skills
= Active listening « Command of technology
= Teamwork



https://www.techtarget.com/searchhrsoftware/definition/recruitment-management-system
https://www.techtarget.com/searchhrsoftware/definition/employee-onboarding-and-offboarding
https://www.techtarget.com/searchhrsoftware/definition/workforce-management
https://www.techtarget.com/searchhrsoftware/definition/compensation-management
https://www.techtarget.com/searchdatamanagement/definition/compliance
https://www.techtarget.com/searchhrsoftware/definition/succession-planning
https://www.techtarget.com/searchhrsoftware/definition/employee-engagement

HR MANAGERS BENEFIT FROM HAVING SKILLS AND EXPERIENCE IN A RANGE OF
AREAS. THE MOST ESSENTIAL HRM SKILLS THAT PROFESSIONALS SHOULD
POSSESS INCLUDE THE FOLLOWING:

 COMMUNICATION. A HIGH-LEVEL OF VERBAL AND WRITTEN CAPABILITIES IS REQUIRED IN MOST HRM JOBS.

* RECRUITMENT AND TALENT ACQUISITION. TASKS IN THIS AREA INCLUDE WRITING JOB DESCRIPTIONS, CONDUCTING INTERVIEWS,
ASSESSING CANDIDATES, NEGOTIATING OFFERS AND ONBOARDING NEW EMPLOYEES.

* EMPLOYEE RELATIONS. HR MANAGERS MUST HAVE LABOR RELATIONS SKILLS TO ADDRESS GRIEVANCES AND BUILD POSITIVE
EMPLOYEE EXPERIENCES.

 COMPLIANCE WITH LEGAL REQUIREMENTS. HR MANAGERS MUST BE UP TO DATE WITH EMPLOYMENT LAWS AND REGULATIONS.

* CONFLICT MANAGEMENT AND RESOLUTION. MEDIATION CAPABILITIES HELP HR MANAGERS RESOLVE CONFLICTS AND OTHER
DIFFICULT SITUATIONS.

* PERFORMANCE MANAGEMENT. MANAGERS MUST SET PERFORMANCE STANDARDS AND HELP EMPLOYEES DEVELOP SKILLS TO
ACHIEVE THEM.

* STRATEGIC THINKING. HR MANAGER JOBS REQUIRE HIGH-LEVEL THINKING, SUCH AS ALIGNING HR STRATEGIES WITH THE
COMPANY'S GOALS.

e ANALYTICS. DATA ANALYSIS SKILLS HELP ANALYZE WORKFORCE METRICS AND PROVIDE INSIGHTS FOR DECISION-MAKING.

* ADAPTABILITY. HR MANAGERS MUST BE ABLE TO DEAL WITH CHANGING WORKPLACE AND SOCIETAL ISSUES ON AN ONGOING
BASIS.

e ETHICS AND CONFIDENTIALITY. THESE SKILLS REQUIRE KNOWLEDGE OF CONFIDENTIALITY AND PRIVACY REQUIREMENTS, AS
WELL AS GENERAL AND INDUSTRY-SPECIFIC ETHICAL STANDARDS.


https://www.techtarget.com/searchdatamanagement/definition/data-analytics
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HRM SOFTWARE

ALMOST ALL AREAS OF HRM HAVE SOPHISTICATED
SOFTWARE THAT AUTOMATES HR PROCESSES TO
VARYING DEGREES, ALONG WITH OTHER FEATURES,
SUCH AS ANALYTICS. FOR EXAMPLE, JOB CANDIDATE
RECRUITING HAS SEEN ENORMOUS GROWTH IN THE
NUMBER OF SOFTWARE TOOLS AND MANAGEMENT
SYSTEMS THAT MATCH EMPLOYERS AND JOB
CANDIDATES. THOSE SYSTEMS ALSO MANAGE OTHER
STEPS IN THE HIRING PROCESS, SUCH AS
INTERVIEWING AND VETTING.

HRM SOFTWARE IS OFTEN PROVIDED AS ON-
PREMISES SYSTEMS. HOWEVER, NEARLY EVERY AREA
OF HR TECH HAS MOVED TO CLOUD-

BASED SOFTWARE-AS-A-SERVICE PLATFORMS.

THERE ARE SEVERAL VENDORS IN THE HRM MARKET,
INCLUDING ADP, BAMBOOHR, HRONE, ISOLVED,
PAavcom, PAYLOCITY, PERSONIO, RIPPLING, SAP AND
W ORKDAY.

Efficient Learning
and Development

Better Employee
Performance
Monitoring

Improved
Recruitment
Process

Smooth
Communication

Predictive
. Analysis

Guaranteed
Security




HRM CAREER OPPORTUNITIES AND REQUIREMENTS

e A BACHELOR'S DEGREE IS TYPICALLY REQUIRED
FOR A CAREER IN HUMAN RESOURCE MANAGEMENT.
SOME COLLEGES OFFER HRM DEGREES THAT
PROVIDE A CAREER PATH INTO AN ENTRY-LEVEL HR
POSITION. ANOTHER WAY TO LAND A JOB IN HR IS
TO COMPLETE AN UNDERGRADUATE COURSE OF
STUDY IN A RELATED FIELD, SUCH AS BUSINESS

ADMINISTRATION. Where do |

e SEVERAL YEARS OF EXPERIENCE IN go from
OPERATIONS-HEAVY ROLES CAN BE VALUABLE

WHEN MAKING A CAREER TRANSITION TO AN HR here?
POSITION. FOR THOSE LACKING A RELEVANT
UNDERGRADUATE DEGREE OR TRANSLATABLE
WORK EXPERIENCE, THERE ARE HR-SPECIFIC
MASTER'S DEGREE PROGRAMS TO HELP BUILD THE
NECESSARY KNOWLEDGE, SKILLS AND
QUALIFICATIONS.




Evolution of HRM ...
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1890°s - 1913 - 1914 - 1939 : 1945 - 1979 - 1980 — 1990’°s

HRM

Timeline/ Period

MODERN HUMAN RESOURCE MANAGEMENT CAN BE TRACED BACK TO THE 18TH CENTURY. THE BRITISH INDUSTRIAL REVOLUTION GAVE RISE TO LARGE
FACTORIES AND CREATED AN UNPRECEDENTED SPIKE IN DEMAND FOR WORKERS.

WITH MANY OF THESE LABORERS PUTTING IN LONG HOURS -- OFTEN CLOCKING 16-HOUR WORKDAYS -- IT BECAME APPARENT THAT WORKER
SATISFACTION AND HAPPINESS HAD A STRONG POSITIVE CORRELATION WITH PRODUCTIVITY. SEEKING TO MAXIMIZE ROI, WORKER SATISFACTION
PROGRAMS WERE INTRODUCED. FACTORY CONDITIONS, SAFETY CONCERNS AND WORKERS' RIGHTS ALSO BEGAN GETTING ATTENTION IN THE LATE
19T AND EARLY 20TH CENTURIES.

HR DEPARTMENTS WITHIN ORGANIZATIONS BEGAN APPEARING IN THE 20TH CENTURY. THEY WERE OFTEN KNOWN AS PERSONNEL MANAGEMENT
DEPARTMENTS THAT DEALT WITH LEGAL COMPLIANCE REQUIREMENTS AND IMPLEMENTED WORKER SATISFACTION AND SAFETY PROGRAMS. FOLLOWING
WWII, THE U.S. ARMY'S TRAINING PROGRAMS WERE USED AS A MODEL IN SOME COMPANIES THAT STARTED TO MAKE EMPLOYEE TRAINING A POINT OF
EMPHASIS.

PERSONNEL DEPARTMENTS TOOK ON THE HUMAN RESOURCES LABEL IN THE 1970S. THE PRIMARY FACTOR THAT DIFFERENTIATES HR FROM PERSONNEL
MANAGEMENT IS THE WAY TECHNOLOGY BEGAN TO BE USED TO IMPROVE COMMUNICATION AND ACCESS TO EMPLOYEE INFORMATION.



=

,\”‘ HR Trends

A The Evolution of HR ! 'l

JOB OPPORTUNITIES FOR CAREERS IN HRM
REMAIN STRONG. COMPANIES ARE
RECOGNIZING THE STRATEGIC DIFFERENCE A
GOOD HUMAN RESOURCE DEPARTMENT CAN
MAKE AND ARE INVESTING IN THEM
ACCORDINGLY. AS A RESULT, HR JOBS ARE
GROWING IN DEMAND.

ACCORDING TO THE U.S. BUREAU OF LABOR
STATISTICS (BLS), HRM JOB TITLES ARE

EXPECTED TO GROW 5% IN THE U.S. BETWEEN
2022 10 2023. SALARY PROSPECTS REMAIN
STRONG; THE MEDIAN ANNUAL SALARY FOR AN
HR MANAGER WAS APPROXIMATELY

$130,000 IN MAY 2022, ACCORDING TO THE
BLS. FOR HR SPECIALIST POSITIONS, MEDIAN
SALARIES WERE MORE THAN $64,000 AT THAT

SAME TIME.

HR Before

Promoting work-life balance

(G

Facilitating work-life fit

N4

Focusing on high-visibility, ad-hoc
DEIB initiatives

7\

Shifting towards systemic DEIB focusing
on specific matters that resonate with
the company and its employees

N\~

Designing interventions to improve
employee wellbeing

K\

Dedicating effort to interventions with
both job satisfaction and tangible
productivity outcomes

\_/

Hiring primarily from traditional
talent pools

D

Actively tapping into the "hidden
workforce" with diverse backgrounds
and life experiences

N4

Reactive approach to changing to
changing job market dynamics

7\

Proactively addressing changing
employee expectations and
embracing flexible work structures

Job design as clustering of tasks,
activities, and skills required to deliver
specific outputs

7\

Intentional job design to create
meaningful, engaging, and efficient
roles

External talent acquisition as a key
way of accessing talent

7\

Using internal talent pools,
transferable skills, and career pathing
to create sustainable talent access

Provisional responses to
environmental changes

7\

Guiding the organization through
climate adaptation for future
resilience

'\ '\ &

Operating in specialized HR functions,
e.g. organizational development, HR
strategy, and change management

7\

Creating HR solution areas such as
'Strategy, Advisory and Transformation
and 'Awareness and Attraction’

N\



https://www.bls.gov/ooh/business-and-financial/human-resources-specialists.htm
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