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1.0 INTRODUCTION

The most important asset for any organisation today is the human resource.
Organisations have come to understand that this resource needs to be nurtured
carefully if they have to stay in business and face the competition. Therefore
human resource planning is the process of getting the right kind and number of
qgualified people into the right job at the right time so that the objectives of the
organisation can be met. Thisunit deals with the assessment of human resource
in organisation and human resource planning.

1.1 OBJECTIVES

After completing his unit, you will be ableto:

e  Define human resource planning;

e  Describe the meaning of human resource planning;
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e Explainthe need for HR planning;

e Defineforecast;

e What isexterna and internal supply of workforce; and

e Thedifferent procedures used in forecasting workforce demands.

1.2 HUMAN RESOURCE PLANNING

Themost critical resource for any organisation is Human resource and obtaining
and using this resource is a perpetua problem in any society. It is rather very
difficult to procure specialised technical talent at the most specific time,
particularly when the organisation is planning for an expansion or to promote
employees to higher positions.

Therefore human resource planning is to anticipate and respond to the needs
emerging within and outside the organisation. It is concerned with the flow of
peopleinto, through and out of an organisation. It also ensuresthat the organi sation
will havetheright mix of employeesand skillswhen and wherethey are needed.

M anagement has recognised that talent playsamajor rolein gaining and sustaining
a competitive advantage in aglobal market place.

So, it is imperative that management should engage in assessing periodically
their basic missions and objectives.

However, organisations have to answer a few question before embarking on
using their human resources as for example the following questions:

e Whattalent, abilitiesand skillsare avail able within the organi sation today?
e  Who are the people we can dependably build on for tomorrow?
e How arewe blending the talent available with the organisation’s needs?

e What are the qualitative as well as quantitative of HR demands for our
growth plan?

Human resource planning isdefined as a strategy for the acquisition, utilisation,
improvement and retention of an enterprise’s human resource. It isa process by
which the organisation ensuresthat it has the right number, right kind of people,
at the right place and at the right time capable of effectively and efficiently
completing those tasks that will help the organisation achieve its overall
objectives. In other words the human resource planning translates the
organisation’s objectives and plans into the number of workers needed to meet
those objectives.

Further, it isdefined as an effort to anticipate future business and environmental
demands of an organisation and to meet the HR requirements dictated by these
conditions.

The genera view of HR planning suggests that there are severa interrelated
activitiesthat can be called as HR systems.

Talent Inventory: To assess current resources (Skills, abilities and potential)
and analyse current use of employees.



Wor kforce Forecast: To predict future HR requirements (numbers, skills mix,
internal versus external labour supply).

Action Plans. To enlarge the pool of qualified individuals by recruitment,
selection, training, placement, transfer, promotion, development and
compensation.

Control and Evaluation: To provide closed-coop feedback to the rest of the
system and to monitor the degree of attainment of HR goals and objectives

Asaresult, strategic initiatives are adopted in recruitment, sel ection, devel opment
individual performance management, team performance management, career
planning, diversity, employee attitude surveys and empl oyee communication.

There are certain tactical business planswhich serve asabasisfor HR strategy,
i.e. to notice how labour markets affect the supply of and demand for labour.
When labour markets are ‘loose’ the supplies of available workers exceed the
demand and thus unemployment is high. For this reason there will be lesser
turnover of employees due to the fear of unemployment.

On the other hand when labour market is ‘tight’ demand for workers exceed
supplies and therefore unemployment will be less because jobs are plenty and
employee mobility will aso increase.

Hence, when thereisaclear understanding of this activity i.e. the surpluses and
deficitsof employeesintermsof their numbers, their skillsand their experiences
that are projected at some future date, it is possible to initiate an action plan to
rectify the projected problems (i.e. the net workforce required can be easily
estimated).

Finally, control and evaluation procedures will also provide the feed back that
affects every aspect of HR planning process.

1.2.1 Srategic Businessand Work Force Plan

Planning isafocal point of management as it helps the managers to reduce the
uncertainty of the future and thereby do a better job of coping with the future.
Hencethe fundamental reason for planning is because planning leadsto success-
though not always.

A second reason for planning isthat it gives managers and organisations a sense
of being in control of their fate rather than leaving their fate to chance. Hence,
planning hel ps organi sations do a better job of coping with change-technol ogical,
social, regulatory and environmental.

A third reason for planning isthat it requires managersto definethe organisation’s
objectives and provide context, meaning and direction for the employees work.

The assumption behind this planning is that by defining, we can ensure that all
employeesare aware of the over al goals, likewhy they are doing what they are
doing?By thisitiseasy for theemployersto assess effectively what the employees
are doing to the organsiation’s over all objectives as all these lead to better
employee performance and satisfaction. The final reason for planning is that
without objectives, effective control isimpossible.

Assessment of Human
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1.2.2 Levesof Planning

Planning take place at any of the three levels, viz., (i) strategic, (ii) operational
or (iii) tactical level. Strategic planning islong range and differs from the short
range operationa or tactical planning. In strategic planning there should be
substantial commitments of resourcefor taking any decisions. Besidesthis, there
should also be a guarantee that these decisions will bring about fundamental
changesin the direction of the business or achangein the speed of development
of the business.

Thereforeto make astrategic plan, there should be considerable data collection,
analysisand proper management reviews. Strategic planning decision may result
in new business acquisitions, new capital investments, or new management
approaches. Hence strategic planning is a process of setting organisational
objectives and deciding on comprehensive action programmes to achieve these
objectives. For this the following processes should be included.

1) Defining company philosophy, that iswhy the company exists, what areits
unique contributions and what business it should bein.

2) Formulating company and divisional statements of identity, purpose and
objectives.

3) Evaluating the company’s strength or weaknesses so that we can identify
the factors that may enhance or limit the choice of any future course of
action.

4) Determining the organisation design, including the structure, processesand
inter relationships. These should enable the organisation to manage the
company’s business properly.

5) Developing appropriate strategiesfor achieving objectives. In other words,
time based points of measurements both qualitative and quantitative sub
goals.

6) Devising programmes to implement the strategies.

1.2.3 Payoffsfrom Srategic Planning

One major benefit of strategic planning is the growth, as strategic planning
encourages the management to look for new opportunities instead of cutting
down on workersto reduce expenses. But the most important danger of strategic
planning isthat the planning is usually for afuture vision and usually the future
isnot always predictable as it changes very quickly.

Thisisone of the dilemmas which are often faced by the manager. One way to
overcome this problem isto plan for a wide range of people, that is, from line
manager to customers and suppliers.

Besidesthisthe top management should be ready to shift the plansin midstream
if conditions demand it. It would be easy for the company if it is watchful and
alert to the demands of the market so that it can immediately change itself to
meet these demands.
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Value Propositions
“How do we compete?’

Business/Organisation Processes

“What must we execute well?”

Z Z » U

Moments of Truth |
“What employee behaviours must
Congtitutes experience?’

= C O m X m

People COM
(Capability, opportunity, motivation)
N “What people elements must exist?”

Human resour ces Bundles
“What work practices support high
Perfor mance?”

Fig. 1.1: Human Resour ce Strategy and Business Strategy

Figure above depictsthe rel ationship of Human Resource strategy to the broader
business strategy. Asyou can seein the model, planning, proceedstop-down and
execution proceeds bottom-up.

There are five links in the model, beginning with a description of the “Value
propositions’— How do we compete? Firms compete on a number of non
independent dimensions such as innovation, quality, cost leadership or speed.

With the help of these, the businessin organisational processes can beidentified.
The firm will have to execute these to withstand the competition. (e.g. Speedy
order fulfillment) suppose afirm was able to deliver a particular product to the
customer on hig’her demand, the customer will experience a positive feeling
“Momentsof Truth”. For e.g, when an employee presentsatimely cost effective
solution to the customer’s problem, a moment of truth is said to occur.

If an employee should enact a moment of truth, he should have the capability,
opportunity and motivation which arein other words‘ People COM’ (capability,
opportunity and motivation). To enhance People Com, thereisaneed for * Bundles
of Human Resource processes' in the form of work practices, in the area of
staffing, training, rewards and performance management. Finaly, execution
proceeds. This process goes on from 1% the bundles of high performance work
practices through People COM, to moments of truth, to execution of business/
organisational processes and back to the basic value propositions. Thus, high
performancework practicesincludethefollowing fivefactors (Paauwe, Williams
Keegan, 2002). 9
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1) Pushing responsibility down to employeesoperating in flatter organisations,
2) Increasing the emphasis on line managers as Human Resource managers,
3) Ingtilling learning asapriority in al organisational systems,

4) Decentralising decision making to autonomous units and employees,

5) Linking performance measures for employees to financial performance
indication.

To meet these requirements work force plans must be outcomes of and be
consistent with the overall business and Human Resource strategies. Managers
will haveto ask themsel vesthe questionslike what types of skillsor competencies
will we need to run the businessfive years from now, and how do we make sure
we will have right kind of people for that?

At the broader level, the problem to procure the right kind of people can come
from rapid technological changes, more complex organisations (in terms of
products, locations, customers, and market) and more frequent changes in the
external forces such as legislation, litigation, demographic changes and
competition both from domestic and global fronts.

In such akind of scenario, changes in the business environment will drive the
issues pertaining to it and these issues will drive actions to be taken to address
them and these actions will come in the form of programmes and processes to
encounter the business issues identified.

The two key elements which should be examined for any Human Planning are
“Forecastsand Action plans’.

Theforecast of the net workforceis possible only after an analysis of the future
availability of labour (supply) and future labour requirements (demand) which
is done along with the analysis of the external conditions (i.e. Technologies,
markets, competition).

Self Assessment Questions

1) What is human resource planning?




3) What are strategic Business and work force plan?

1.3 TALENT INVENTORY

To understand the future availability of peoplewith theright skills, an inventory
of the current talent is most important. For this purpose firstly “A TALENT
INVENTORY” should be conducted. A talent inventory is an organised data
base of the existing skills, abilities career interests and experience of the current
workforce. Before data for the talent inventory can be obtained certain
fundamental questions should be addressed like:

e Who should be included in the inventory?
e  What specific information must be included for each?
e  How can thisinformation best be obtained?

Assessment of Human
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e What isthe most effective way to record such information?

e How caninventory results be reported to the top management?
e  How often must thisinformation be updated?

e  How can the security of thisinformation be protected?

The answers to these questions will provide a direction and scope to the data
collection of Human Resource information. This information is stored
electronically and islinked to other data bases. Such information can be used to
form acompl ete human resource information system (HRM) that can be used by
theorganisationinavariety of situations. Theinformation that isgathered contains
atypical profile for each individua which runsin the following fashion.

e  Current position information,

e  Previous position in the company,

e  Other significant work experience,

e  Education (including degrees, licenses certifications),
e Language skillsand relevant international experience,
e Training and devel opment programs attended,

e  Community or industry leadership responsibilities,

e  Current and past performance appraisal data,

e Disciplinary action,

e Awardsreceived.

Some voluntary information like limitations of the employees on mobility due
to health or family circumstances, aswell astheir willingnessto relocate areaso
obtained. Sometimes the preferences of the employees are obtained about the
future assignments and locations.

1.3.1 Obtaining and Updating I nfor mation

Theinformation gathered thus, can be further updated as and when the empl oyee
improves his qualifications or obtains licenses or certificates etc. To update the
information a standardised update form is given to the employee at periodic
intervals.

Thisinformation enables the company to identify the candidates for promotion,
assignments to special projects, transfer and training. Further it also allows to
identify the demographic trendsin theworkforce and to explore pertinent Human
Resource research questions. Beside this it is also helpful to conduct training
and workforce planning.

Therefore, talent inventoriesare potentially powerful toolsin promoting the proper
use of human resource, that too more accurately. However, the organisations
have to take care that the employees’ privacy is safeguarded.

1.4 FORECASTING WORKFORCE SUPPLY AND
DEMAND

The organisations effort of obtaining workforce data will be useful only when
the talent inventories and workforce forecasts are complementary to each other.




Theinventory of the present talent is possible to be utilised only when it can be
analysed in terms of future workforce requirements. Similarly, the forecast of
workforce requirement is possible only when it is evaluated in relation to the
current and project future supply of workers available internally (i.e. in the
organisation itself). Only when we are clear of what workforce we have and how
much more we require in terms of their number, their skill and their experience
that it would aid usin taking a decisions about future requirements.

Thus workforce forecasts are attempts to estimate future labour requirements.
There are two component processes in this task:

i) Anticipating the supply of human resources, both inside and outside the
organisation at some future time period.

i) Anticipating organisational demandsfor various types of employees.

For the samereason forecasts of |abour supply isgenerally considered asaseparate
entity from forecasts of demand. Each of them depends on a different set of
variables and assumptions, in the sense that internal supply tend to relate much
more on the conditionsinside the organisation such as average rates of turnover,
retirement, transfer, accidents, deaths and new hireswithin job classes, whereas
demand forecasts depend on the behaviour of some business factor like sales,
product volume etc.

Moreover thereisdlightly more stability inforecast of labour supply than demand
forecasts due to many uncertainties particularly in consumer behaviour, in
technology, and in the general economic environment.

There are two paradoxes in workforce forecast:

Thetechniques of forecasts are ssmple and easy to describe but are quite complex
and difficult to apply them successfully.

After theforecast has been madeit may proveto be most useful whenit proveto
be |east accurate as avision of the future.

To elaborate upon the second paradox, the organisation may envision a huge
project to be sanctioned to it in the near future and to meet the demands of
workforce for that period plansto equip itself with sufficient number of people.
Therefore the hiring of employees has taken place. But there is a delay in the
commencement of the project and the hired surplus employees are sitting on the
bench. Instead of wasting thisresource, the organisation can utilise their services
for training, or transfer them to some other project or promote some internal
employeesto other positions etc., so that the surplus does not develop. Thisway
the organisation can integrate the workforce into the total planning process and
forecasts can be of special value because they enable an organisation to extend
the range of other human resource planning and other functions.

141 External Workforce

There are many reasonswhy an organisation plansfor itsrecruitment and hiring
new employees:

e When an organisation wants to expand
e Theaging of the present workforce

Assessment of Human
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e  Attrition (turnover)
e Recruitment and selection isavirtual certainty for some firms.

Therefore, the organisation has to explore the external labour market for the
kinds of employees that will be needed.

There are some noteworthy agencieswhich make regular projections of external
labour market, conditions and future occupational supply.

Thusitisaconstant effort on the part of organisation or the agency to gauge both
the future supply of workersin aparticular field and the future demand for these
workers.

It is highly dangerousto just focus on the supply side for instance, suppose one
organisation issureto procureitsrequirement from aparticular institution at the
end of an academic year but does not analyse that there may be other organisations
who would need the same kind of supply. This could be a problematic situation,
as due to the sudden competition there may be a shortage of supply of the right
kind of workforce. The organisation should always consider wide spread and
sophisticated recruitment procedures. They also require projectionsof the external
labour market as a starting point for planning and dealing effectively with those
that are to some extent unavoidable.

1.4.2 Internal Workforce

Asyoumay recall that each organisation makesits own talent inventory and that
serves as an organisation’s current workforce base from which a projection of
future supply of workers can be made. The routinely recorded items are the age,
gender, jobtitle, organisational level, geographical location, training, performance
ratings and promotability. These help to determine the future supply. But the
most common type of internal supply forecast is the ‘ management succession
plan’.

Thisisan activity whichispervasive, well accepted and integrated with strategic
business planning. It is considered as the sum and substance of Human Resource
Planning. In this method, the objective is to assure top quality and ready talent
for al executive positionsin the corporation. Theline executivefromthedivision
arethemain personswho haveto conduct thisexercise and an executive sresource
staff located within the corporate Human Resource functions provides staff
support.

Each line executive makesaformal presentation to acorporate policy committee
consisting of the Chairman, the Vice Chairman and the President. The overall
assessment of the strengths and weaknesses of the unit’s executive resources,
the present performance and potential of key executives and potential
replacements (along with pictures of the individuals) and the rankings of all
incumbents of key positions in term of the present performance and expected
potential are presented.

The policy committee reviews this information critically and also provides
additional insightsto the line managers on the strength and weaknesses of both,
theincumbents and their replacements, sometimesthe committee may even direct
specific career devel opment action to be accomplished by the incumbent before
the next review.



Self Assessment Questions
1) What istalent inventory?

2) What are the ways in which this inventory is made and what are its
functions?

Assessment of Human
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1.5 WORKFORCE DEMAND

Ashas been seen, supply forecastsare dightly simpler than the demand forecast.
Demand forecasts are more subjective and each organisation must be able to
identify the important variables and appropriate forecast strategies through
experimentation, experience and testing over time against the actual staffing
needs. Thereisatrend analysis procedure which can befollowed for forecasting
workforce demand.

1) Find the appropriate business factor,

2) Plot the historical record of that factor in relation to employees employed,
3) Compute the productivity ratio,

4) Determine thetrend,

5) Make necessary adjustmentsin the trend, past and future,

6) Project tothetarget year.

1.5.1 Predictor Selection

The businessfactorsto which workforce needswill be related should be sel ected
e.g. for acompany producing stedl, it isthe tons of steel produced per week. To
be useful the predictor should satisfy two requirements.

i) ltmust relate directly to the essential nature of the business so that business
planning can be done properly. E.g. if you want to produce steel in larger
volumesyou should plan for workforce which areinvolved with production
of steel.

i) Changesin the selected factor should be proportionally to the required staff
e.g. suppose you want 100 tons of steel by the end of a week you should
calcul ate how many peoplewould be required to produce oneton in aweek
and on the basis of thisyou should be able to say how many more you will
need and aforecast for workers should be made accordingly.

However, when organisations are involved in manufacturing different products,
the workforce projections should not be madefor thetotal organisation, separate
projections must be made for different products or segments of the workplace
(e.0. technical and non technical). To calculate the workforce in this way the
people involved should have sound “judgment”, “experience’, and thorough
knowledge of the organi sation and asense of the future direction of technological
changes.

15.2 TheHistorical and Project Relationships

This is another method or technique of calculating the required workforce.
Selection of a business factor is only the first stage of the projection process.
What is more important over hereis a quantitative understanding of the past, so
that an organisation can plan more accurately for thefuture. The past relationship
of the business factor to staffing levels must be determined accurately and the
futurelevelsmust be estimated e.g. 237 employees are needed to turnout 372,529
small electrical appliance per year (thisisacalculation done on the basis of the
past years) i.e. approximately 1,572 appliances per individual were produced.
This ratio output per individual is known as labour productivity and to project



workforce requirements into the future, a calculation of the rate at which the
productivity changes should be known and based on this, a target can be
established, which reflects the productivity anticipated in the future.

1.5.3 Productivity Ratio

Productivity ratios should be computed for the previous 5 to 10 years so that we
can determine the average rate of productivity changes. If productivity changed
significantly, the causesfor such changes (more efficient machinery, automation,
etc.) need to be identified.

However, to be safer, productivity ratio and average rates of change must be
tempered with the judgment of experienced line managers who are close to the
scene of operations. These peoplecan help tointerpret the reasonsfor past changes
in productivity and estimate the degree to which they will effect future projections.

154 Projecting Workforce Requirements

Once an appropriate businessfactor and the productivity ratio are computed, the
projection of workforce needs for the target year is quite straight forward. The
projected level of business factors are multiplied by the productivity ratio to
arrive at the effective number of employees required. Adjustments to the
projections for the influence of special factors can give a net figure for the
workplace demand at that time, for e.g. if acoursework of auniversity department
is estimated at 75 hours of teaching per week. The total course work that the
existing regular teachers should engage is alocated to them and whatever isthe
remaining workload will be distributed either to part timeteachers or to contract
teachers. Depending upon the allotment of the number of hoursfor each category,
the number of teachers required would be cal culated.

155 How Accurate Must the Demand Forecast be?

Certain factors like the duration of the planning period, the quality of the data
for which theforecasts are based and the degree of integration of Human Resource
Planning with strategic business planning all affects accuracy. The accuracy of
labour demand forecast depends on the degree of flexibility in staffing the
workforce. As long as people are willing to relocate geographically, they are
multi skilled and easily hired thereisless need for precise forecasts. However 2
to 20 percent margin of error is always acceptable.

1.5.6 Integrating Supply and Demand Forecasts

Theforecasts should be easily understandable and meaningful if they haveto be
used by the managers. The manager should be given a concise statement of
projected staffing requirementsthat showshow the integrati on between the supply
and demand forecast have be done. If asenior manager hasto make an informed
decision regarding the future direction of Human Resourceinitiative, thisconcise
statement ismore than enough for him, instead of all the voluminous calculations
done during theinitial stages.

1.5.7 Matching Forecast Results for Action Plans

These forecasts affects the company’s programme in different areas, including
recruitment, sel ection, performance managements, transfer and many other career
enhancement activity. All these are called as ‘action programmes’ which help
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the organisation to adopt to change in their environments. In the past decade
thereis ahuge amount of workforce diversity in the form of women, minorities
and immigrants. To adapt to these changes, organisation are giving extensive
training programmesto the managersto devel op their skillsto manage diversity.
Besides this, training programmes are also given to handle human relations, so
that members of the organisation can deal more effectively with each others.

However, many organisations prefer to select workerswho are already equipped
with these skills because they have realised that training agroup of employeesis
more expensive and unguaranteed of change. So the present trend is to insure
more expense on selecting the right kind of people rather than to rehabilitate
them and then plan programmesthat are appropriate to increase the performance
further. They havefound that providing training for high-ability employeeisless
time consuming and is also cost effective. Thus training for employees should
also be a strategy for building sustained competitive advantage. They form a
deep reservoir of firm specific human capital.

Self Assessment Questions

1) Discussworkforce demand. What are its significances?




5) How does an organisation forecast workforce requirements?

16 LET USSUM UP

By now, we have gained aclear understanding of what is human resource planning
and why it isimperative for the organisation to engage in to manage itsresource
effectively. For drawing out a sound HR Plan the most important activity is to
conduct atalent inventory which provides comprehensive information about the
labour available within the organisation containing the required skills, abilities,
knowledge and experience. This datashould be preserved and updated and used
whenever there is a need for upgrading employees or relocating them. Besides
this, the information regarding the supply and demand for the needed
competenciesisalso assessed in thisactivity. With the help of thisthe organisation
will be ableto assess how much workforce can be had from within the organisation
and for how much more should it search in the labour market. Moreover for
making the forecast some noteworthy techniques have been shown which will
enable the HR planners to calculate the requirement of the organisation’s staff.

1.7 UNIT END QUESTIONS

1) What is Human Resource Planning?
2) Discuss strategic planning and the three level s of planning.
3) Discussthe relationship between HR planning and business planning.
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4) What is Talent Inventory? How isit used and what are its advantages?

5) Describethe process of forecasting supply and demand of the workforce.
6) Elucidate the factors that constitute workforce demand.

7) What isthe need for organisation to plan for its HR?

8) What isforecasting? What are the various methods of forecast?

1.8 GLOSSARY

Wor kforce planning

Srategic Plan

People COM

Talent Inventory

Forecast

Exter nal workforce supply :

I nternal wor kforce supply :

An effort to anticipate future business and
environmental demands of an organisation and
to meet the HR requirements dictated by these
conditions.

Means of competing through innovation, quality
and speed which leads to success.

It is a moment of truth which occurs in an
employee when he / she presents time or cost
effective solution to a customer’s problem.

It isan organised database of the existing skills,
abilities, career interests and experience of the
current workforce.

An attempt to estimate future labour requirement
by anticipating the supply of human resource,
both from inside and outside the organisation.

Thisisan activity where the organisation looks
for itslabour supply inthe external environment
/community.

An organi sation assesses theworkforce existing
within the organisation and selections are made
onthebasisof the skillsand capabilities present
in them.

1.9 SUGGESTED READINGS

Armstrong.M, (2006) Handbook of Human Resource Management Practice, 10"

edition, London, Kogan Page.

AswathappaK ., (2003) Human Resource and Personnel Management Text and
Cases, 4™ Edition, New Delhi, Tata McGraw Hill.

Fisher, Cynthia D, Schoenfeld, L.E & Shaw.J.B (2004) Human Resource
Management, 5" Edition, New Delhi, Biztantra.

Rao, VSP (2005) Human Resource Management Text and Cases, 2™ Edition,

New Delhi, Excel Books.

Sharma. A.M, (2003) Personnel and Human Resource Management, 4™ Edition
Himalaya Publishing House, Hyderabad.



UNIT 2 HUMANRESOURCE MANAGEMENT

Sructure

2.0 Introduction
2.1 Objectives
2.2 Human Resource Development and Activities

2.3 Strategic Human Resource Management
231 Strategic HRM: Some Theoretical Perspectives
2.3.2 UniversdlisticApproach
2.3.3 Strategic Fit Perspectives
2.3.4 Interna Service Provider
2.3.5 Configurating Approach
2.3.6  Resource Based Model
2.3.7 Key Elementsin Developing HRM

2.4 Transforming of HR Staff and Structure
24.1 Transforming HR People
24.2 Transforming HR Structure

2.5 Enhancing Administrative Efficiency

2.6 Integrating HR into Strategic Planning
2.6.1 The Strategic Planning Process
2.6.2 Mission, Goasand Value Statements
2.6.3 Environmental Threats and Opportunities
2.6.4 Organistional Strengths and Weaknesses
26,5 Goalsand Objectives
2.6.6 Formulation of Strategies
2.6.7 Strategic Integration of HRM
2.7 Fitting HR Practicesto Business Strategy
2.7.1 HR Practices Choices
2.7.2 HR Practices: Strategic Fit
2.7.3 HRPractices: Strategic Fit vs. Strategic Flexibility
2.8 Partnership

2.9 Measurement of HRM
2.9.1 Customer Reactions
2.9.2  HRImpact

2.10 Benchmarking HR Practices

2.11 Importance of Strategic Human Resource Management
2.12 Let UsSum Up

2.13 Unit End Question

2.14 Suggested Readings

2.0 INTRODUCTION

In this unit we will be dealing with Human Resource Management. We start
with Human Resource Development and Activities within which we discuss
some of the theoretical perspectives of human resource management which
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includes universalistic approach, strategic fit perspective, configuration approach
etc. Thisis followed by how to transform the HR staff and HR structure and
enhance administrative efficiency. Thisisfollowed by adiscussion onintegrating
HR into strategic planning which includes the planning process, mission goals
and value statements, how to overcome the environmental threats etc. Then we
discuss how to make use of the organisational strengths and weaknessesin HR
planning and how to formul ate strategies.

21 OBJECTIVES

After completing this unit, you will be ableto:

o Define Strategic Human Resource Management;

e  Describethe various theoretical approachesto HRM;

e Explaintransforming HR staff and structure;

e Anaysethe processes of enhancing administrative efficiency;

e Explain how HR practices could be integrated into strategic planning;
e Discussthe processes of fitting HR strategies to business strategies,

e FElucidate Partnership in HRM;

e Delineate the various methods of measurement of HRM; and

e Anaysebenchmarking HR practices.

22 HUMAN RESOURCE DEVELOPMENT AND
ACTIVITIES

The pattern of planned human resource development and activities is intended
to enable an organisation to achieve its goal. It is called as “ Strategic Human
Resource Management”. While formul ating the Strategic plan HR M anagement
plays a vital role, especially in identifying and analysing external threats and
opportunities that may be crucial to the company’s success. It also offers
competitiveintelligence that may be hel pful while giving shapeto strategic plans.

Moreover, HR Management can also throw light on the company’s internal
strengths and weaknesses. Some firms even develop their strategies based on
their own HR based competitive advantage.

Over and above thisHR has agreat roleto play in the execution of strategies. It
can help thefirm carry out restructuring and downsi zing efforts without rubbing
theemployeeson thewrong side. HR can a soinitiate systematic effortsto enhance
skill levels of employees so that the firm can compete on quality. HR practices
build competitiveness because they allow for strategic implementation; create a
capacity for change and instill strategic unity.

Strategic HR istransformational in nature, i.e. it hel ps people and organi sations
to adopt, learn and act quickly. It will make sure that change initiatives that are
focused on creating high performance teams, reducing cycletimefor innovation,
or implementing new technology are defined devel oped and deliveredinatimely
way — Strategic HR is proactive and considers various time framesin aflexible



manner. It realisesthat an organisation can have competitive edge over itsrivals
if itisableto attract and retain knowledgeable workerswho can optimally utilise
and manage the organisation’s critical resource because people are after all the
organisation’s only sustainable competitive advantage.

Strategic HR offers three critical customers: increased performance enhanced
customer and employee satisfaction and increased share holder value. These
outcomes are accomplished through effective management of staffing, retention
and turnover process, selection of employeesthat fit with both the organi sational
strategy and culture, cost effective utilisation of employees through investment
in identified human capital with the potential for higher return, integrated HR
programmes and policiesthat clearly follow, from corporate strategy; facilitation
of change and adaptation through a flexible, more dynamic organisation; and
tighter focus on customer needs, emerging markets and quality.

2.3 STRATEGIC HUMAN RESOURCE
MANAGEMENT (SHRM)

Organisation consultants, busi ness academi cs and practi cing managers have come
to accept theideathat constant changeisafact of organisational lifein the present
days. They have cometo understand that changeisinevitable and human resource
management playsan important rolein the process of change and human resource
managers play a key role in determining the competitive success of any firm.
Therefore in the generic sense, the new view of human resource management
has been referred to as “ strategic human resource management (SHRM)”. The
trends in the present businesses have undergone a sea change and today the
customers or marketplaces are making demands on the organisations. Besides
these, there are changesin thejob mix (i.e. proportion of permanent versus causal
labour), new technology and increasing pressures from competitors.

Each of the above places additional pressures on the firmsto be innovative and
create new ways of doing business with new technologies, new products and
new servicesto meet anincreasingly diverse and demanding customer base. The
firms now have to enhance the value of innovation and for this purpose they
haveto attract, train and retain employees of the highest quality and in addition,
attempt to sustain the competitive advantage that the skills of these employees
provide.

For so doing, the organisations of the 21% century require a greater focus on the
human element in organisations. From this realisation has come the approach to
Managing Human Resources.

What is SHRM? The traditional personnel department is both physically and
psychologically separated from the ‘real work’ of the organisation whereas in
the strategic view besidesthe functionsof hiring, training and providing pay and
benefits to employees, many organisations are developing new structural and
cultural patterns to meet the competitive demand of their dynamic and
international marketplace, implying that therole of the HR in these organi sations
has changed to meet these new challenges. The new strategic view of HR isthat
HR playsacentral rolein helping the organisationsreach its strategic objectives
and interacts fully with other functional areas within the firm.
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2.3.1 Srategic HRM: Some Theoretical Perspectives

James Walker has suggested that the new role of HR can be described most
simply as one of helping managers maximize the contribution of employeesin
achieving competitive advantage. lan Clark defines strategic HRM as being
concerned with the promotion of efficiency and profitability. As you now
understand strategic HR management centers on how organisations can improve
their competitive performance by considering and utilising their human resources
moreeffectively.

A number of theoretical models have been developed to explain exactly what
SHRM requiresin an organisation and the process by which SHRM contributes
to the bottom-line success of afirm.

2.3.2 Universalistic Approach

John Delery and Harold Doty described a“ Universalistic Approach” to strategic
HRM. They say that managers should focus on adopting a set of universally
effective HR practices as they have a positive effort on organisational
performance, whatever isthefirm’s particular business environment and strategy.
They say that there should be:

e Highlevel of employment security

e  Selectivehiring practices

e A focus on teams and decentralised decision making

e Highpay levels

e Extensiveemployeetraining

e Practicesthat reduce status distinctions among employees
e Highlevel of information sharing.

2.3.3 Srategic Fit Perspectives

In contrast to the universalistic view, the ‘ Strategic-Fit Perspective’ of SHRM
suggests that firm’s performance will be enhanced only when the firm adopts
human resource management practicesthat complement and support both; other
HR policies and practices and the other elements of the organisation’s strategic
plan. The main idea of this model is that there should be a horizontal, vertical
and external fit i.e. Horizontal refers to the consistency among various HR
practiceswithin thefirm. For e.g. if the company wantsto hire highly innovative,
risk taking employees, the company’ s performance appraisal and reward systems
should also assess and reward innovation and risk taking.

Vertical fit is the degree to which HR practices are consistent with the firm's
overall business strategy. For e.g. Suppose a firm has decided to enhance its
competitive standing relative to other firmsin itsindustry by becoming highly
“customer focused”, thetraining programme should be planned to devel op better
customer relations skills which will be consistent with the overall business
philosophy instead of just procuring highly technical skillswhich may be unrelated
to employee - customer oriented business strategy.

External fit isabout how well HR practices align with the specific aspects of the
external environment i.e. the demographical changesoccurring withinand outside
the organisation and compel ling the workforce to become more multicultural in



nature, thus, diversity management training, remedial language training or new
approaches to selection of employees from non maority cultures should be
concentrated upon as a part of the overall HR systemsin order to fit to the new
external environment and enhance the competitive value of employees.

2.3.4 Internal Service Provider

The next approach of SHRM is the ‘Internal Service Provider’ to the firm's
individual business units. Over here the HR professionals have to improve the
quality and cost effectiveness of HR services to increase the satisfaction of
management “ customersin various business units within the firm. When we say
‘customers’ it meansthe customerswho have utilised the services of thisbusiness
unit managersto help solve their people related business problems and increase
the overall effectiveness of their units. E.g. the HR professionals can intervene
and solve conflicts, interpersonal problems etc. among employees and managers.
It can plan sometraining programmesto enhance certain skillsin the employees
or counselling session to deal with individual employee’s problems.

2.3.5 Configurational Approach

The* configurational approach” to HRM, attempt at enhancing afirmscompetitive
advantage by focusing on a set of HR practices rather than on any single HR
program or policy e.g. quality circleswhich have addressed many organisational
problems. This approach is consistent with the long held view that employee's
performanceis determined by anumber of factors such asmotivation and ability.
To increase employee performance there is a need to enhance both motivation
and ability. An opinion that configurational view isan extension of universality
approach was afloat when, Pfeffer found a set of HR practices which seem to
have universally positive effects on employee's performance. However, another
study on 62 manufacturing firms by John Mac Duffie found that team based,
high commitment HR practi cesincreased the performance of manufacturing firms
using flexible production system but did not enhance performance in firmswith
more traditional mass-production systems. Thusthis study suggeststhat thereis
no single HR bundle that works universally. So it was found that universalistic
and configurational approach are not the same. One of the major contributions
of the configurational view is that research showed that a number of different
bundles of HR practices which contain individual HR elements are internally
consistent with one another.

2.3.6 Resource Based M odel

In 1995, Jay Barney discussed a“ resource based model” of SHRM. He said that
this model is based on the idea that organisations gain competitive advantage
when they posses resources that are valuable, rare, difficult for competitors to
imitate and organised in such away as to maximize their overall value of the
firm. Thus each firm comes up with innovative and unique ideas so that they can
address the needs of the customers with novelty.

2.3.7 Key Elementsin Developing HRM

Now that we have considered the different theoretical approachesto HR functions,
we cometo apoint where we have to question which approachiscorrect. Thisis
not an easy question to be answered as each approach pointsto different aspects
of the process needed for developing an effective strategic HR function.
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However six key elements required in developing HRM within a firm have
emerged from the above mentioned approaches. They are asfollows:

e Internally transforming HR staff and structure

e  Enhancing administrative efficiency

e Integrating HR into the strategic planning process

e Linking HR practices to business strategy and to one another

e Developing apartnership with line management

e  Focusing on the bottom lineimpact of HR and measurement of that impact.

Though these processes seem to be independent of each other thereisan obvious
overlap not only in the process but aso in the approaches.

If an organisation intendsto create aHRM perspective, it needsto transform the
existing staff that performs HR duties and al so the structurein which they operate
since these are the individuals who have to enact the change to SHRM. The
focusover herewould beto perform the administration task (like pay and benefits,
safety programmes etc.) in as efficient and cost effective manner as possible.

The next elements of HRM are concerned with the strategic fit perspectivesin
which the HR hasto beintegrated into the strategic planning process. Only then
the HR planners can link business strategies and HR practicesto one another. In
addition there should be an effective development of partnership between the
line managers and HR staff. With the help of the line managers only the HR
activities have avalue adding effect.

The sixth essential HRM element istheimportance of bottom-line, value adding
impact of HR practices. HRM activities must add value to the firm instead of
just doing itsregular duties.

Before we go to examine how firms used these six elementsto get transformed
into astrategic HRM, let us have a brief discussion about “ pre-transformation”
activity. Michael Beer has suggested the following:

i) First the leader of any HR change effort must be a highly competent and
credible leader within the organisation.

i) Second, he must create a shared need for change among top managers so
that they can easily identify.

iii) Third, he should be ableto articulate aclearly defined ‘ end-state-vision’ for
HR and the mgjor steps that should be taken to achieve that vision.

Thus involvement of the top management will ensure their commitment to HR
change process.

Finally measures must be devel oped to monitor the progress which should focus
on the value added by HR and sustain them.



Self Assessment Questions
1) What isstrategic HRM?

4) What do you understand by the term internal service provider in HR
context?
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6) Describe the Resource based model.

24 TRANSFORMING OF HR STAFFAND
STRUCTURE

There are two aspects of this transformation.
i)  Transforming the people
i)  Transforming the structure

24.1 Transforming HR People

Theskillsneeded of HR staff to function effectively inthetraditional and strategic
orientationsdiffer significantly meaning that in thetraditional role staff members
need to be specidistsin certain personnel functional areas and must have skills
to perform activities such astraining or recruitment. In contrast the largest skill
component of astrategic HRM roleisthe change management. These managers
should have the ability to focus on strategic planning, team building, quality
improvement and diversity management and training. They should aso have
team leadership skills, the ability to have a global perspectives, financial and
marketing literacy and good consulting and presentation skills.

However, these competencies may vary depending on the strategy of the
organisation. The processes by which firms have attempted to transform HR staff
from traditional specialists to strategic generalists are quite varied. The line
managers wanted the HR to do the following functions:

e  Shareresponsibility for performance and profitability.
e  Becustomer driven and a business partner with a broad focus.
e  Focuson solutions, not activities.



e Becreativeand strategic

e Initiate, lead and facilitate change
e Help develop global managers

e  Actwithurgency.

However, it is not easy to transform the HR skills within a large organisation.
Time, effort, money and patience are needed.

24.2 Transforming HR Structure

Theam of the organisational restructuring isto determine which activities should
be centralised and which should be decentralised. Some companies which have
created new HR organisation structures to realign roles in order to separate
transactional -fulfillment work (administrative role) and consultative business—
partnering work (strategic role) reported that significant improvements in
delivering strategic results were found when the traditional roles were replaced
with more consultative organisation — effectiveness roles.

However, the appropriate structurefor the HR function will depend on the nature
of thefirm’sbusinessactivity, itssizeand itsoverall business strategy. Whatever
particular structureisused, the key element isto find a structure which meetsthe
needs of the business strategy of the organisation and allows the HR unit to
provide services designed to help the firm achieve strategic objectives.

25 ENHANCINGADMINISTRATIVE EFFICIENCY

The important role of aHR manager is as an Administrative expert and as such
he/she must take an active role in re-engineering administrative and other
processes in the firm and find ways of improving services throughout the
organisation.

Several processes are needed to enhance the administrative expert if the
organi sation wants him to function effectively. The focus should be onimproving
administrative efficiency by targeting current processes for improvement.

Thustherole of HR unit isto examine the gaps between the ‘asis process and
what the system should be. Once thisisidentified, certain programmes can be
developed to close them.

In implementing the new programmes however, the HR unit must market them
throughout the organisation and then measure whether efficiency has been
enhanced.

Administrative efficiency can also be enhanced through development of
centralised HR services that are shared throughout the organisation. The
organisation can develop one stop shop for all its payrolls, benefitsand other HR
administrative services. Another thing it can do is to establish a‘core team’ of
experts who can be called on for assistance by HR staff throughout the
organisation.

Finally the administrative experts have to completely rethink how they can create
valuefor thefirm through their administrative activities. Therefore, the HR units
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can create programmes that give value as perceived by the customers of the
programmes and not as perceived by the provider of the programme.

2.6 INTEGRATINGHRINTO STRATEGIC
PLANNING

There are two requirements for strategic integration:

i)  That astrategic planning process occursin the organisation; and
i) That HR managers play important rolein that process.

Generally most of thefirmsdo not have awell written strategic plan. Their main
amisto‘ssmply make money and not go bankrupt’. Thusthefollowing paragraph
will present abrief description of the actual strategic process.

2.6.1 The Strategic Planning Process

For the development of any strategic plan, there is a need to involve, the top
management and sometimes outsi de consultants al so sit down together to analyse
the current and future state of the organisation. During thistimethey try to answer
some basic questions like, where is the organisation today and where do we
want it in the next five years? What are the strength and weaknesses? What
opportunitiesexist in the business environment and what challengesarewelikely
tofacei.e. SWOT analyses are done.

2.6.2 Mission, Goals and Value Satements

The major reasons for the organisation’s existence are shown in the ‘Mission
statement’. This should be operationalised, in the sense that, when proper
definitions are given to a mission only then it is clear and can be achieved.
Managers should be able to visualise the mission, produce a backward imaging
and aso start working with the end result in their mind. The next is the “value
statement” whichisafundamental belief statement to guide strategic change.Just
asan individua behaviour is shaped by apersonal value system; organisational
behaviour and success are influenced by employee’s perceptions of corporate
beliefs. The degree to which values create desired organisational outcomesis a
function of the extent to which beliefs are clearly articulated, successfully
communicated and integrated into the way of doing business.

2.6.3 Environmental Threats and Opportunities

This is another integral step in the development of a strategic plan. The
environmental factorsthat influence organisational objectives are analysed and
the " environmental threats’ which may prevent the organisation from achieving
itsstrategic goalsareidentified. “ Environmental opportunities’ on the other hand
are the aspects of the surroundings that may help the organisation to achieveits
goals. Thus for any firm which is preparing a strategic plan, an environmental
scan is essential, in which, the analysis of technology, economic factors, the
legal/political environment, international market’s competitions, thelabour supply
and its customers are included. Moreover, a strategic planning process should
help managers develop as, complete an understanding as possible of all the
features of the organisation’s environment and how they cometogether to affect
the enterprise.



2.6.4 Organisational Strengths and Weaknesses

The positive internal characteristics on which the organisation can draw its
strategic goa sarethe“ organisationa strengths’ and * organisational weaknesses'.
These are characteristicsthat may stand in the way of the accomplishments. The
analysis of strengths and weaknesses focus on the specific functions such as
marketing, finance, production and research and devel opment. Besidesthesethe
management philosophy may become outdated to address the changing dynamics
and in the same way the contributions of the human resource may also fall short
of what is expected in a competitive market. Therefore without losing the sight
of the organisation philosophy, certain amendments can be made to strengthen
the organisation for its future needs.

2.6.5 Goalsand Objectives

After all the above aspects have been carefully examined the organi sation should
establish its goals and objectives more realistically so that the mission can be
furthered. These goals have to do with people, products, marketing, resources
citizenship and profitability and they haveto betrandated into “ specific” “tactical”
and “operational goals’, only then a team orientation that emphasis on
accomplishment, involvement and provide the opportunity for employeesto reach
their full potential can be achieved. These general goalsin turnwill have specific
implications for the structure of work, the appraisal of performance, rewards
and career progression. Besides these, the definitions of goals have severdl
important benefits to an organisation and its employees like:

Goalsareasource of motivation asthey describe the purpose of the organisation
to all involved.

Goals also provide the basis for decisions since managers and employees must
take many decisionsin their day to day activities, knowing the goalswould help
them to make decisions with the desired outcome in the mind.

Goals also become the basis for performance measurement and guide the
managers for future actions.

2.6.6 Formulation of Strategies

After, defining the mission and analysing the environmental threats and
opportunities, considering the strengths and weaknesses and finally establishing
the goal's, the management undertakesthe strategy of formulating the goals. The
task over here is to select the most effective game plan or course of action to
achievethe organisation’sgoals and objectives. Thus strategy can be formulated
at the*corporatelevel’ and for “individua businessunitsand functions’. However,
it isthe HRM function which will be the critical element in the overall success
of any strategy formulation and implementation process. Thus to ensure the
success of theoverall strategic planning process, HRM will haveto be completely
integrated and be afull partner in the strategic planning team.

2.6.7 Strategic Integration of HRM

Integration simply does not mean that HR managers have to provide HR related
information to people who are making strategic decisions. To achieve full
integration HR managers must have the ability to influence the devel opment and
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selection of information used in making adecision aswell asthe ability to make
or influence the decision itself. There are various ways of integrating HR into
the strategic decision making process.

1)

2)

The processof HR integration can begin by changing the hierarchical position
of the senior HR manager which would automatically make the top HR
manager to be amember of the senior executive committee and thus ensure
that the HR issues are incorporated into the Strategic planning process.
However thisisnot assimpleasit seems. The person who holdsthe position
should have the power and behavein accordance and see that the strategies
are voiced and implemented.

In additionto the power, the HR representative should a so gather and present
information that is relevant to the making of overall business strategy. The
HR officias should review the key talents, the firm’s benefit structure and
the culture etc. before taking any decisions, otherwise it would prove
adversely.

Self Assessment Questions

1)

2)

3)

4)

5)

What are mission goals and value statements?

Discuss the organisationa strengths and weaknesses from strategic
planning approach.




6) How do weintegrate strategic planning with HRM?

27 FITTINGHR PRACTICESTO BUSINESS
STRATEGY

The most relevant and important HR issue for the staff and line managersin the
modern businessistheissue of fitting HR practice to business strategy. The HR
fitinvolves seeing that the HR activities“make sense” and hel p the organisation
achieve its goals and objectives. As mentioned earlier in this chapter there are
three aspects of HR fit i.e. the vertical fit, the horizontal fit and the external fit
(refer to earlier paragraphs).

If vertical fit occurs, then horizontal fit should follow but each of the fits should
be considered separately if onewantsto ensurethat both are managed effectively
within the organisation. However, to achieve, external, horizontal and vertical
fit, the HR staff members, working closely with line managers must make correct
choices about the nature and specific type of HR programmes that are used in
the organisation.

2.7.1 Human Resource Practices Choices

Turning to ensuring aproper fit between external, vertical and horizontal fit, the
HR practices should result in and continuously reinforce the behaviours which
are needed for accommodeating specific aspects of the external environment and
to help achieve the organisation’s objectives. To attain these organisations may
have to indulge in downsizing the employees and also reduce the levels of
management hierarchy.

There are six categories of HR practice choices and the challenge isto develop
internally consistent configurations of HR practices choicesthat hel p implement
the organisation’s strategy and advance its competitiveness. The following are
some of the HR choiceswhich should be understood to accomplish the objectives
of the organisations.

Staffing: Staffing is one of the most important decision for strategy
implementation i.e. whether the firm hires from external sources or relies in
promoting people from within the organisation to fill the vacant posts will
determine the opportunities for current employees and will aso influence the
rewards, training and development and employment commitment. Related to
this the issue of whether the recruitment and career decisions will be open or
closed will aso come up. Depending upon this the notification of the job
opportunities will be posted on the notice board or sometimes the upper-level
managers will simple announce the openings.

Appraising: Once the strategic goals are established, performance appraisals
become a‘must’. Performance appraisal should evaluate the behaviours which
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are needed to achieve these obj ectives and the methods should vary according to
the strategy.

Compensation: This is one area of HRM which communicates the overall
philosophy and strategy of the organisation. Besides, the choiceswith respect to
rewards overlap many other areas of human resource management. As with the
performance appraisal system, different reward systemsare needed for different
strategies. Wherefirmslook for operational excellence, thereward system should
focusonteam productivity, profit sharing and skills-based pay and when customer
—intimacy isassessed, there should beindividual rewards, non-financial rewards
and service award programmes.

Training and development: When the organi sations have to adapt to fast growth
or rapidly changing technology they usually engage askilled trainer from outside
the organi sation because the needed expertise can be obtained. Some other times
they devel op expertisein house. Thetraining and devel opment programmes must
be compulsorily tied to the overall strategic objectives of the organisation and to
other HR systems. Sometimes, there is a danger with in house training, like,
sincethein house trainers are not rewarded for the work they have done, they is
apossihility that they do not expend enough time and effort to the task. In addition,
the development efforts will be counter productive if the employees who get
trained do not get any promotions after their training. If the employees cannot
use what they have learned or are not rewarded for it, there is a possibility that
they may leave the organisation for better opportunities elsewhere.

Employee influence: This concept has evolved from superficial participation
(suggestion system) in the decision making process. However it has contributed
to the empowerment of the employeeswho tend to managetheir performancein
support of business objectives. The question is how much of influenceis given
to the employee in matters such as organisational goals, rewards, working
conditionsand thework itself, because organisations are finding that empowered
employees strengthen the organi sation.

Work system: Another factor in individual productivity and organisational
effectivenessisthe design of work. Thejobsthat give greater responsibility and
control over their work seem to motivate the employee as opposed to
simplification and overspecialisation. The use of work systems to influence
productivity has aso been manifested in an emphasison teams. The team approach
has contributed to de-layeringi.e. fewer management levelsand fewer managers,
due to which more authority and responsibility are delegated to self managed
teams or autonomouswork groupsto plan, organise, supervise and evaluatetheir
own work.

Self Assessment Questions
1) How do you fit HR practices to Business strategy?




2)

3)

4)

5)

What are the six categories of HR practice choices?

2.7.2 HR Practices. Strategic Fit

In 1991, Jerre Stead the president of AT& T Global Business Communication
Systemsdevel oped anew set of strategic business principlesfor the organisation:

e Make peopleakey priority

e Win customersfor life

e Usethetotal quality management approach to run the business.

e Profitability grows by being the leader in customer led applications of
technology.

e Rapidly and profitability globalise the business.

e Bethebest value supplier.

The process of transforming HRM at GBCS was done in 5 steps.

Sep |
Sep |

Sep |

| dentifying the basic business principles.

I . Asetof HR ‘Strategic imperatives were derived directly from the
business principles which hel ped to trand ate the business principle
to aset of HR related outcomes pertaining to the daily operation of
GBCS.

[l : The HR units used these imperatives to develop its own internal
mission statement, which identified areas in which it was essential
to focus HR activities.

Sep IV : The focus was on cultural change i.e. in order to globalise

successfully, the organi sation had to become sensitiveto differences
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in cultures. So the critical focus areasfor HR were cultural change,
rewards and recognition and the devel opment of ownership among
employees.

SepV : Oncetheseareashavebeen clarified, the HR unit would then devel op,
special programme, in partnership with management and employees,
to adapt to a new externa environment, accomplish the mission
and contribute to the overall strategic success of the organisation.

Thus these principles showed how one can bring out a horizontal, vertical and
external strategic fit of HR practices with the help of a step by step analysis of
the overal mission, goals, and objectives of the organisation. Further the fit
process requires an active involvement of individual sin change of HR practices
and policies and also the meaningful participation of line staff.

2.7.3 HR Practices. Strategic Fit Vs. Strategic Flexibility

We assumed that strategic fit isthe highly desirable end state of HR managersto
be achieved in any organisation. However, there is a danger when HR systems
become too well ‘fitted’ to a particular business environment and strategy. We
al know that the environment in which organisations function are all dynamic
and any changes in it has a direct impact on the organisation. The more the
perfect fit the moreisthe difficult for the organisation to modify to the changing
circumstances.

Thus several researchers have pointed out that both fit and flexibility are needed
for long term competitive advantage. They argue that fit and flexibility are two
independent concepts and each needs a close attention. They describe fit as a
‘temporary state’ and flexibility as a‘ characteristics of an organisation’ related
toitsability to meet the demands of adynamic environment. There are two types
of flexibility: (i) Coordination flexibility and (ii) Resourceflexibility. These are
discussed below.

Coordination flexibility: Thisisthe extent to which an organisation has decision
making and other systems that allow it to quickly move resources from one use
to another.

Resource flexibility: It is the extent to which an organisation can apply its
resources to a variety of uses and purposes. It also involves the cost, difficulty
and time needed to switch resources from one use to another.

So to develop astrategic fit, the establishment of HR practicesthat provide both
fit and flexibility is something that HR managers cannot do alone. They can
accomplish thistask only by devel oping astrong partnership between themselves
and line managers.

2.8 PARTNERSHIP

To become a business partner the HR manager must:

e Learn as much as possible about the firms business.

e Be more responsive to and more aware of the organisation’s needs and
direction.

e Moveaway from the traditional HR functions.



e Become more involved in supportive, collaborative relationships with
managers throughout the organisation.

e Demonstrate how critical HR is to the success of the business.

To build a good business partnership the HR managers should first consult the
line managers, who can provide information about where the support can be
given by HR managers. Generally, the support is needed in areas such as career
planning, education and training etc. Then depending on these requirementsthe
HR staff can focus on strategy focusing on:

i)  Generating organisational excellence through selection and training.

i) Reinforcing organisational excellence through performance management and
reward systems.

iii) Sustaining organisational excellence through continuous improvement
initiatives and constant communication of the vision of the organisation.

iv) Individual programmes can aso be developed within each of these three
main focus areas and then to start implementing these programmes, a
conference can be held for all senior HR people.

Another way of building partnershipis:

i) The HR staff’s, attending meetings of all the units of the firms, so as to
better understand the nature of the business.

i) ThensomeHR practiceswhich were not adding valueto the business should
be removed and replaced by more apt ones.

i) The HR staff should meet the top executive from other areas of the firm to
discuss and identify issues and develop ways in which HR can help them
grow.

Thisway the HR managers can identify the skillsthey need to be more effective
business partners.

Thus the ability of HR to measure its contribution to the organisation’s bottom
line or other relevant measures of firm effectiveness is, however an essential
final ingredient in the development of alasting, meaningful partnership between
HR and line managers.

29 MEASUREMENT OF HRM

HR departments are generally criticized for not providing any results for the
organisation. There has been increasing pressure on the HR departments to
evaluatetheir returnson investment. In order to show how HR contributesto the
overall business success, thefirst requirement isto identify ameans of measuring
HR’s performance. Some authors have suggested typol ogies of HR measurement
systems, which relate to four basic questions about HRM.

1) What did the customers of the HR practices or those who have same stake
in an HR activity think of it?

2) DidtheHR activity have ameasurable impact?

3) If the HR activity did have an impact, then what was the bottom line cost
benefit to the organisation?

4) How do our HR activities compare with the HR activities of others (HR
Bench marking)?
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29.1 Customer Reactions

This is an attempt of measuring HRM effectiveness by identifying those who
have astakeintheactivities of HR in the organisation or somewho arethe direct
usersof the product like the managers, the unions, customers, employees, suppliers
or even company shareholders. A survey is conducted on them about their
perception on whether the HR could supply theright kind of HR productsin the
right way at theright time. If the answersto these are affirmative then we can say
that they have performed a satisfactory job.

2.9.2 HR Impact

In order to properly evaluate the impact of HR programme the HR units must
develop a strategic framework for assessing the effectiveness of their services.
The strategic objectives of the organisation at units should be identified along
with the human resource activities needed to accomplish those objectives. For
e.g. if an organisation is planning to hire R& D scientists and the HR staff have
an innovative method of selection and after hiring them into the organisation
they have proved to be good, it shows that the HR impact was good.

Valueof HR programmes: Thisisabout the monetary costs and benefitsof HR
activities. There are many direct ways of assessing HR cost-benefitsratio of HR
activities.

1) The first step is to figure out how much some undesirable HR-related
situationsin the organisation are costing.

2) Once this is known, the next step is to estimate the costs of the HR
programmes devel oped to set this problem right.

3) Thuswhentheactual cost of the HR activitiesto bring about adifferencein
the staff behaviour is calculated and the benefits accrued by this changed
behaviour are compared, one can assess the cost-benefit ratio easily.

4) However, there is an enumerable pressure on the HR activities of all the
organi sations because the HR practitionersaways haveto justify the bottom-
line impact of their practices.

2.10 BENCH MARKING HR PRACTICES

Thisisimportant because, to determine the true competitive advantage of HR,
an organi sation must assess HR practices not only against sameinternal standard
but also against the HR practices of key competitors and firms that exemplify
excellence. Bench-marking is actually a generic term that can be defined as a
comparison with selected performance indicators from different organisations,
typically in the same industry, or with comparable organisations that are
considered to be the ‘best in class' . There are different types of bench marking:

Internal bench marking: This occurs when afirm compares practices in one
part of the organisation against those in other internal units.

Competitive bench marking: Thisis conducted against external competitors
in the same markets.

Generic HR Bench marking: Thisinvolves the comparison of HR processes
that are the same, regardless of industry.



Whatever type of bench marking is being conducted, the process is the same.
The firm must first understand its own performance by devel oping measures of
customer reactions,

HR impact and the cost benefits: The firm must then decide exactly what to
benchmark.

M easuresthat are obtainablein the comparison firmsor business units should be
identified and then prioritized rel ativeto their overall strategic importanceto the
role of HR in the company.

Anoverall plan for the programme should be devel oped, including the allocation
of sufficient resources for the project and the establishment of a clear project
calendar.

The next step is to identify firms, that will be in the study, persuade them to
participate and then collect data.

Analysethedatacollected to find out the‘ gaps’ between thefirmwhichisbeing
compared and the target firm in the study.

Recommendations on how to close these gaps should be made and then
implemented

There are a number of ways of benchmarking, however which one should be
used will be left to the discretion of the firm that isinvolved.

In US, twenty five HR measurement ‘National standards were developed in
1984 by the Saratoga Institute. This would be useful for anyone who is
contempl ating benchmarking process.

Self Assessment Questions
1) What isthe HR practices strategic fit steps?
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4) What are the ways to understand the effectiveness of HR?

211 IMPORTANCE OF STRATEGIC HRM

Thereareavariety of reasonswhy organisations haveto transform from traditiona
HRM to SHRM. But for adopting the SHRM, thereisaneed for highly competent
and persistent SHRM leader as well as committed and supportive top
management. Many firmsdo not really have thiskind of HR leaders or even the
top management’s support. Political forceswithin the organisation accompanied
by competing coalitions with different interests may bar the adoption of many
SHRM practices. When the company thinks of downsizing, the HR staff is the
first to go because it is always seen as a non essential unit to the core business.
UnlessHR managersareinvolved directly in the process of strategy formulation,
and the senior managers to link the HR activities to business strategy, the HR
cannot implement the HR components and therefore loses the credibility with
non HR managers, which will further isolate HR from the strategic planning
process. However, there is evidence that HR practices do have a direct bottom
line effect on the organisational profitability.

Research showed that it has a financial impact and there seems to be a strong
case for promoting the improvement of HR activities asameans of affecting the
financial results of many organisations. The business environment that has caused
organisations to focus on human resources as a potential enduring source of
competitive advantage is likely to continue. Thus, to the extent that HR
practitioners become adept at measuring aspects of customer reactions, HR
programmeimpact, and the cost benefit value of HR practicesand also comparing
their own HR practices with those of their best competitors, the importance of
strategic human resource management is likely to continue to grow. Hence asa
last word we can say the strategic human resource management is really worth
al thetrouble.

212 LET USSUM UP

In thisunit we have discussed the process of how an organi sation can move from
atraditionally personnel management perspectiveto astrategic approach. Since
the modern business environment israpidly changing where technol ogy, finance
and productsand can beimitated easily by the competitorsthis move has become
essential. Human resources are one of the few enduring sources of competitive




advantage that remain for many firms. Thetraditional view of HR isthat itisan
isolated, record-keeping function with the organi sation. Strategic human resource
(SHRM) though is considered as a simple process of helping an organisation
achieve the competitive advantage through its people there are many different
perspectives on this definition.

People believe that there are universal set of HR practices that will always
contribute to a firm’s success, regardless of the business environment in the
company’s strategy. Therefore the role of the SHR managers is one of
incorporating these universally effective HR practices into their firm, besides
thisitisalso believed that their job isto match specific HR practicesto particul ar
aspects of the firm’'s strategy. They have to ensure a fit between HR practices
and business strategy besides afit with the external environment and one another.

Another view of SHRM isthat of aservice provider’sroleisto solvethe problems
and serve the HR needs of managers within different business unitsin a firm.
Other HRM specidistsbelievethat SHRM involves aprocess of putting together
configurations of HR practicesthat arelogically consistent with and appropriate
for aparticular business environment in which it operates. Thefinal view isthat
it isameans of gaining competitive edge by putting together a unique group of
human skills and abilities that other firms are unable to initiate and give the
firms special capabilities so that it can with stand competition. Each of these
perspectives addsto an overal view of HRM which suggest that HRM isaprocess
that involves.

e Internally transforming HR staff and structure.

e Enhancing HR administrative efficiencies.

e Integrating HR into the strategic planning process.

e Linking HR practices to business strategy and to one another.

e Developing a partnership with line management so that HR programmes
meet real business needs.

e  Measuring the bottom line impact of HR activities.

Though each of these parts of SHRM process is complex, time consuming and
difficult, and researchindicatesthat real financial benefitsresult from more progress
strategic and efficient use of human resources within modern organisation.

2.13 UNIT END QUESTIONS

1) Discussthe contributions of the different perspectives of Strategic Human
Resource Management.

2) Explain how we can measure the effectiveness of HRM?

3) Explain what is SWOT analysis of an organisation?

2.14 SUGGESTED READINGS

Fisher, Cynthia. D, Schoenfeldt, Lyle .F and Shaw .J, B., (2004) Human Resource
Management. 5" Edition, Indian Adaptation, New Delhi, Biztantra

Birdwell,lI. and Holden,L. (1994) Human Resource Management, A
Contemporary Perspective, New Delhi, Macmillan.
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3.0 INTRODUCTION

This unit deals with people dimensions at work and short term human resource
planning. We start with people in organisations in which we discuss the
psychologica contracts and the person job fit. Then we take up the personality
and organisation within which we discussthe big five personality traits, the Myer
Briggs framework and the various other personality traits which affect
organisation. Then we deal with attitude formation and structure of attitudesin
an organisation. We then point out how cognitive dissonance come about and
how the attitudes could be changed. Then we elucidate a few key work related
attitudes and show how affect and moodsin organisation areformed and adversely
affect the work. Thisis followed by a discussion on creativity in organisations
and types of work behaviours including dysfunctional behaviours and how to
remedy the same. Then we take up Short term HR planning and discuss under
thisthe resource planning and recruitment planning. Then we take up employee
choice plans, theflexibility plan, job sharing process, the use of part timeworkers
and the possibility of working from home etc. Under short term HR planning us
take up subcontracting and flexible hour arrangements and as a last resort how
the organisation can resort to downsizing.

3.1 OBJECTIVES

After completing this unit, you will be able to:

e  Describe the relationship between people and organisation;

e Definepsychological contract;

e  Elucidate the person job fit;

e Explain the personality of individuals and how it affects organsisation;
e Describethe Big Five personality traits and Myer Briggs framework;

e Explain how attitudes are formed in an organisation and their effects on the
organisation;

¢ Delineate the perceptual processesin an organisation;

e Elucidate how creativity can be enhanced in an organsation;

e Dédlineate the different types of workplace behavioursin an organisation;
e  Explain how dysfunctional behaviours can be overcome;

e Discuss short term HR planning;

e Deélineate the various choice plans of employees such as flexibility plans,
job sharing etc; and

Define subcontracting and downsizing and their effects on organsiation

3.2 PEOPLE IN ORGANISATION

To manage people effectively the managers should necessarily understand the
factorsthat affect how people behave awork. Asastarting point for understanding
the behaviour of people in organisation we need to examine the basic nature of
the individual and organisation relationship which helps us to appreciate the
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nature of individual differences. These differences play a critical role in
determining various important workplace behaviours which are of special
relevance to managers. Besides these the gender, race and disabilities should
also be taken into account. Further the needs and wants of the individuals will
differ and these affect their levels of motivation. Due to the above differences,
people devel op aset of expectationsregarding what he/shewill contributeto the
organisation and what the organisationswill provideto themin return. All these
psychological and emotional process influence the working of an individual
employee and sometimes deter him/her from giving his/her total commitment to
the organisation. Therefore organi sations are turning towards making alternative
arrangements in employment which is in other words known as short term
planning. Through thisthe organisationis offering the employees different timings
and opportunities, so that the empl oyee can manage his/her job at the organisation
and other activities at home.

Since the most pertinent variable of any organisation isthe human variable, itis
a huge challenge for the organisations' managers to plan and maintain them.
There are many factors which operate on the people and each of them has an
immense influence on the employee. He/she is processing the information that
is emitting from the management side and if the individual perceives that the
management is concerned, empathetic and provides for need fulfillment, then
the established relationship or contract is satisfying and if he/she perceives it
otherwise then, there are other adversities the management has to encounter.
Thusit isimperative for the management to address the individual’s every need
to the utmost so that a ‘Psychological Contract’ gets established between the
worker and the organisation.

3.2.1 Psychological Contracts

The contract resembles astandard legal contract issome waysbut islessformal
and well defined. However, nothing iswritten on a paper or any of thetermsare
explicitly negotiated. The individual makes a variety of ‘contributions' to the
organisation and in return the organisation provides ‘inducements’ to the
individual. Some of these inducements like pay and career opportunities are
tangible rewards and others such asjob security and status are more intangible.
When the employeefeel sthat he/sheisrecelving afair and equitable compensation
for his/her efforts there will be satisfaction and arelationship will form and he/
shewill continueto contributein the sameway. However if either party seesany
kind of inequity in the contract, that party may initiate a change. The employee
might ask for apay rise or apromotion, put forth less effort or look for a better
job elsewhere. On the organi sation side, they may initiate change by training the
worker to improve the skills, transfer the employee to another job or fire the
person.

All organisations strive to manage the psychological contracts. They want value
from their employees and they give their employees the right inducements.
Otherwise the employee starts stealing the resources as a way of balancing the
psychological contract.

Recent trendsin downsizing and cut backs have actually complicated the process
of managing psychological contracts. Job permanence for most people started
seeming unlikely therefore the organi sations are providing alternative inducement



intheform of sending the employeesfor additional training, increased flexibility
in working schedules etc.

Increased globalisation of business also complicates the management of
psychologica contracts becausethe val ues attached to theinducementsarevarying
extremely. For, e.g The U.S. workers value individual rewards and recognition
but Japanese workers are happy with group based rewards and recognition.

The more recent problem is due to international businesses. Managers who are
selected for aforeign assignment are usually given some estimate of the duration
of the assi gnments and receive various adjustmentsin their compensati on package.
When the assignment is over the manager must then be integrated into the
domestic organisation. Thus, the problem here would be that during the tenure
of the employee’s assignment, many changes might have taken place in the
organisation and the returning manager may be coming back to quite adifferent
organisation and job from the one he/she has | eft.

3.2.2 The Person-Job Fit

The specific aspect of managing psychological contract ismanaging the person-
job fit. A good person-job fit is onein which the employee’s contribution match
the inducements the organisation offers. However, such a precise person- job fit
isnot always possible. Onereason isthe hiring procedureisimperfect. Managers
can estimate employee skill levelswhen making hiring decisionsand can improve
them through training, but to obtain an obj ective and vaid performance dimension
isquite difficult.

Another consideration isthat both people and organi sations change. An employee
who findsthe new job stimulating and exciting may consider the samejob boring
and monotonous in afew yearstime. Finally, each person is unique, measuring
skill and performance is difficulty and assessing attitude and personality is far
more complex. Hence each individua difference, make matching workers with
jobs adifficult and complex process.

Since managers need to establish effective psychologica contracts with their
employees and achieve optimum fit between people and jobs, they face amajor
challenge in attempting to understand both individual differences and
contributions in relation to inducements and contexts. Let us start off by
developing an understanding of the role of personality in organisations.

Asyoual know individual differ on personal attributesthat vary from one person
to another. They can be physical, psychologica or emotional. The basic categories
of individual differencesinclude personality, attitudes, perception and creativity.
However, we need to note the importance of the situation in assessing the
individual’s behaviour. The circumstances in which an individual operates
determine, whether an individual is dissatisfied, withdrawn and negative in one
job setting but satisfied, outgoing and positive in another. Working conditions,
co-workers, and leadership are aso a few factors which affect how a person
performs and feels about ajob. So whenever the managers attempt to assess or
account for individual differences, they must be sure to consider the situationin
which the behaviour occurs.
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Self Assessment Questions

1) Discuss people in organisations and management of them by the
organisation.

3.3 PERSONALITY AND ORGANISATION

Personality istherelatively stable set of psychological attributesthat distinguish
one person from another. Both biological and environmental factors play an
important role in determining our personality, thus managers should strive to
understand the basic personality attributes and how they can affect peoples
behaviour in organisational situations.

3.3.1 BigFive Personality Traits

Psychologists have identified literally thousands of personality traits and
dimensions that differentiate one person from another. But researchers in the



recent years haveidentified five fundamental traitsthat are especially relevant to People Dimensionsin HR

. . . (- . . . and Short Term Human
organisation which are commonly called the ‘Big Five' personality traits. Resour ce Planning

Thefivetraitsare:

e Agreeableness

e  Conscientiousness

e Negative Emotionality
e Extraversion

e  Openness

1) Agreeableness: It isthe person’s ability to get along with others. People
with agreeableness are gentle, cooperative, forgiving, understanding and
good natured intheir interaction with others. Research hasfound that highly
agreeable people are better at devel oping good working relationships with
co-workers, subordinates and higher level managerswhereas|essagreeable
people are not likely to have good working relationships. The same pattern
will extend to the customers, supplier and the other key organisational
constituents.

2) Conscientiousness. This means the number of goals on which a person
focuses. People who focus on few goals at a time are more organised
systematic, careful, thorough, responsible and self disciplined. Researchin
thisdimensi on showed that more conscientiousness people tend to be higher
performers than the less conscientiousness people in avariety of different
jobs. People high on conscientiousness take their jobs more seriously and
approach their jobsin highly responsible fashions.

3) Negative emotionality: The third dimension is ‘Negative Emotionality’
where people having thisdimensioninlesser measureare said to berelatively
poised, calm, resilient and secure. People with less negative emotionality
are better at handling job stress, pressure and tension. These people are
considered morereliable and stable.

4) Extraversion: Thisreflectsaperson’scomfort level withrelationship. They
are more social, assertive and open to establishing new relationship.
Research suggests that extraverts tend to be higher in overall job
performance and they are more likely to be attracted to jobs based on
personal relationships, such as sales and marketing positions.

5) Openness. Finally openness reflects a person’s rigidity of beliefs and a
range of interests. People high on openness are willing to listen to new
ideas and to change their own ideas, beliefs and attitudes in response to
new information. They aso tend to have broad interests and to be curious,
imaginative and creative. Peoplewho arelow on opennessarelessreceptive
and less willing to change their minds. They have fewer and narrower
interestsand areless curious and creative. Because of their flexibility people
with more openness are better performersand are better accepted by others
in the organisation. Openness may also involve a person’s willingness to
accept change, whereas people with less opennessresist change.
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Researchers and managers are highly attracted to the big five framework as it
encompassesaset of traitswhich are predictors of behaviour in certain situations.
This framework enables the managers who are aware of it to understand their
employees better.

3.3.2 Myer- Briggs Framework

Thisisbased on the Carl Jung’s classical work and differentiates peopleinterms
of four general dimensions: sensing, intuition, judging and perceiving. Higher
and lower positions in each of the dimensions are used to classify people into
oneof the sixteen different personality categories. Thisisapopular questionnaire
and most organisationsuseit to assesspersondity type. It also servesasaselection
instrument. It allows determining the communication styles and interaction
preferences.

3.3.3 Other Personality Traits

Besides the above two frameworks, severa other personality traits influence
behaviour in organisations. Among the most important are: Locus of Control,
Self efficacy, Authoritarianism, Machiavellianism, Self esteem and Risk
Propensity.

1) Locusof Control: Itistheextent to which peoplebelievethat their behaviour
hasareal effect on what happensto them. Peoplewho believethat individuals
arein control of their lives are said to have internal locus of control. Other
people think that fate, chance, luck or other people’s behaviour determines
what happens to them. People who think that forces beyond their control
dictate what happens to them are said to have an extreme locus of control.

2) Sdf efficacy: Itisaperson’sbelief about hisor her capabilitiesto perform
atask. People with high self efficacy believe that they can performwell on
aspecifictask. Individual’s personality and assessment of ability contribute
to self efficacy. It bringsout more self assuredness and will be better focused
on performance.

3) Authoritarianism: Authoritarianism is the belief that power and status
differences are appropriate within hierarchical social systems such as
organisations. The personswho are highly authoritarian may accept directives
or orders from someone with more authority because he believes that the
other personisa‘boss and he has aright. In contrast people who are not
authoritarian, though may carry out the order from the boss are more likely
to question things, express disagreement with the boss. A highly authoritarian
manager may also be more autocratic and demanding and the subordinates
will accept hisbehaviour. However aless authoritarian manager may allow
subordinates a bigger role in making decisions and the subordinate will
respond positively to his behaviour.

4) Machiavellianism: Thisisanother important personality trait in which the
behaviour is directed at gaining power and controlling the behaviour of
others. More Machiavellian individuals tend to be rational and non
emotional, may be willing to lie to attain their personal goals, put little
emphasison loyalty and friendship and enjoy manipul ating other’ sbehaviour.
Less Machiavellian individuals are more emotional, less willing to lie to



5)

6)

succeed, value loyalty and friendship; highly and get little pleasure from
mani pul ating others.

Self esteem: Thisis the extent to which a person believes that he/sheisa
worthwhileand deserving individual. Peoplewith high self esteem are more
likely to seek higher statusjobs, be more confident intheir ability to achieve
higher levels of performance and derive greater intrinsic satisfaction from
their accomplishments. Among the major personality dimensions, self esteem
isthe one that has been most widely studied and applied in organisations.

Risk propensity: This is the degree of which a person is willing to take
chances and make risky decisions. Managerswith high risk propensity will
experiment with new ideas and gamble on new products. These can lead the
organisations to new and different directions. These managers might be
catalysts for innovation. However through low risk propensity managers
may not take the required risks, they can maintain stability and calm in
organisations. The potential consequence of a manager’s risk propensity
depends heavily on the organisation’s environment.

Self Assessment Questions

1) Discuss personality traits and how do they affect organisations.
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34 ATTITUDESIN ORGANISATION

Attitudes are complexes of beliefs and feelings that people have about specific
ideas, situations or other people. People's attitudes al so affect their behaviour in
organisation, because they are the mechanism through which most people express
their feelings. E.g. If an employee thinks he is under paid by the organisation it
reflects hisfeeling about his pay.

3.4.1 Formation of Attitudes

A variety of forces including our persona values, our experiences and our
personalities, act on the formation of attitudes. We form a favourable attitude
about a person, an object or event when we have a pleasant experience with
them and weform an unfavourabl e attitude when our experiences were unpl easant
or negative. Sometime any of the dimensions dealt in the Big Five frame work
may also influence our attitude formation.

Let us consider the Basic structure of attitudes.

3.4.2 Basc Sructure of Attitudes

Attitudes are usually seen as stable dispositions to behave toward objectsin a
certain way, and we expect a person to express the same feeling consistently.
Thus attitude contains three components: ‘ affect’, ‘ cognition’ and ‘intention’. A
person’s affect can be said as his/her feeling towards something. It issimilar to
emotion and we have little or no control over this. You may like something
extremely, do not like something and you may be indifferent to something else.
However if what you do not like so much is very important for your progress,
then some amount of anxiety developsin you.

1) Cognition: Itisthe knowledgethat one hasabout something. Thisknowledge
may be true, partially true or totally false. Cognitions are based on
perceptions, truth and reality and perceptions agree with reality to varying
degrees.

2) Intention: This guides the person’s behaviour. Some attitudes and their
corresponding intentions are central and significant to an individual than
others. Like you may intend to do one thing, but later on alter you intention
because amore significant activity has come up.

3.4.3 Cognitive Dissonance

When two sets of cognitions or perceptions are contradictory or incongruent
with each other, a person experiences alevel of conflict and anxiety. Cognitive
Dissonance also occurs when people behave in a fashion that is inconsistent
with their attitudes e.g. a person may realise that smoking and over eating are
dangerous for health but continue to do both. A certain amount of tension and
discomfort isexperienced by theindividual because the attitudes and behaviours
areinconsi stent with each other. Soto reduce thisfeelingsthe person may change
the attitude alter the behaviour or distort the circumstances.

Thisdissonance affects peoplein avariety of ways. They have frequent conflicts
with different attitude or with their own behaviour. In an organisation setting,
people thinking about leaving the organisation wonder why they continue to
stay and work hard and as a result of this conflict, they may conclude that the



company isnot so bad after all, or that they have noimmediate option elsewhere
or that they will leave soon.

Attitude change: Attitude change takes place in an individual as and how he/
she receives new information about the target person, object or event. For e.g. a
manager may have anegative attitude about anew colleague because of hislack
of job-related experience. After working with him for awhile, the manager may
realisethat the personisactually very talented and subsequently developsamore
positive attitude.

Attitudes can a so change when the objects of the attitude becomes|essimportant
or lessrelevant to the person e.g. suppose an individual is not very happy with
the insurance benefits of his company but later on if his spouse getsajob in an
organisation which offers good insurance benefitsfor the whole family, then his
feeling or attitudetoward hiscompany get moderated basically because hisworries
arereduced.

Finaly, individuals may change their attitudes as a way to reduce cognitive
dissonance because staying under dissonance can increase the tensions.

Attitudesare highly resistant to change because most often they are deeply rooted,
and developed over along period, mainly out of our experiencesand observation.

344 KeyWork Related to Attitudes

There are many things in an organisation to form attitudes for the employees.
They have attitudes about salary, their promotion possibilities, their boss,
employee benefits, and the food in the company cafeteria etc. However some of
the attitudes are moreimportant than otherslike job satisfaction and organi sational
commitment.

Job Satisfaction: This attitude reflects the extent to which people find
gratification or fulfillment in their work. Individual’s needs and aspirations are
some of the important factors of job satisfaction. Along with this, group and
organisational factors such asrelationshipswith co-workers and supervisorsand
working conditions, work policies and compensation also influence job
satisfaction.

A satisfied employeetendsto be moreregular to work, makes positive contribution
and stays with the organisation. In contrast a dissatisfied employee will be
frequently absent, experiences stress which can have effect on his work and
other co-workers, and may be on thelookout for other jobs. However, high level
of satisfaction has not been found to lead to higher levels of productivity.

Organisational Commitment: Thisalso called asjob commitment and it reflects
an individual’s identification with and attachment to the organisation. A highly
committed person will see him/her self as atrue member of the company, over
looks minor sources of dissatisfaction and remainsamember of the organisation.
Organisations on their part take some measures to promote satisfaction and
commitment.

Like they must treat their employeesfairly and provide reasonable rewards and
job security.
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Allow employees to have a say a how things are done.
Design jobsthat are stimulating.

Besides these some other factorsthat |ead to commitment are extrinsic rewards,
role clarity and participative management.

345 Affect and Mood in Organisation

Turning to the effective component of attitudes, which reflect our emotions,
research shows that there are some short term fluctuations in the emotions and
feelings of people and they are a so some underlying stable predispositionswhich
are fairly constant and predictable moods and emotional states. Some people
have positive affectivity which means that they are relatively optimistic and
possess an overall sense of well being. These people seethingsin apositivelight
and arealwaysin agood mood. People with negative affectivity arethe opposite,
that is, they are pessimistic and usually see things in a negative way and are
mostly in bad mood.

However, assaid earlier some short term variations can occur among both these
types and it does not mean that people who have positive affectivity will aways
bein good mood, if something gowrong intheir lifelikebeing laid off or did not
receive promotion they can suffer from bad mood.

3.5 PERCEPTION IN ORGANISATION

This is another important process by which individuals become aware and
interpret information about the environment. Thus perception is aso another
important element in the workplace behaviours. People perceive the same thing
in many different ways.

These differences would arise primarily because of perception and therefore
managers should understand basi ¢ perceptual processes. Assaid earlier perception
isreceiving information in many guises, and the receiver assimilates the varied
type of incoming information for the purpose of interpreting it.

3.5.1 Basic Perceptual Processes

The following are the two basic perceptual processes that are of particular
importance to the manager: Selective perception and Stereotyping.

Selective Perception: It is the process of screening out the information that is
uncomfortable or onethat contradictsour beliefs. Because of selective perception
managers tend to ignore some important or disagreeable information about the
employees i.e. if they are in favour of an employee they may ignore some
behaviour whichisnot acceptable, and it isthevice-versa, if they are unfavourable
of an employee. Thisbehaviour of the manager can be quite detrimental in running
the organisation.

Sereotyping: Itiscategorizing or labeling people onthebasis of asingleattribute.
Sometimes, certain forms of stereotyping are useful and efficient. Likeattributing
that marketing executives are very forceful and go-getters. But when stereotypes
are made for race or sex then it is harmful.

Thesekinds of stereotyping areinaccuratefor e.g. if aHuman Resource manager
forms the stereotype that women can only perform certain tasks and men are



best suited for other tasks it affects the manager’s hiring practices. He/She is
also costing the organisation valuable talent for both sets of jobs. This also
amountsto violating federal law and behaving unethically.

3.5.2 Perception and Attributes

The theory of attribution has enhanced our understanding of how perception
affectsbehaviour in organisation. This suggeststhat we observe abehaviour and
then attribute causestoit i.e. we try to explain why people behave asthey do.

The processof attribution isbased on perceptions of reality and thesevary widely
among individuals. The process starts like this: we observe behaviours either
our own or someone else’'s, we eval uate that behaviour in terms of its degrees of
consensus, consistency and distinctiveness.

‘Consensus’ isthe extent to which other peoplein the same situation behave the
sameway.

‘Consistency’ isthe degreeto which the same person behavesin the sameway at
different times.

‘Digtinctiveness is the extent to which the same person behaves in the same
way in different situations.

Thus* Consensus- meansfalling in linewith othersbehaviour, consistency means,
repeatedly behaving in the same way, whereas distinctiveness means the ability
to read the situation and judge it and behave asrequired. So to form an attribution
asto the cause of behaviour, we have to analyse a person’s behaviour based on
various combinations of consensus, consistency and distinctiveness. We may
think that the behaviour is caused internaly (i.e. by the forces within the person)
or externally (by forces in the person’s environment) For example suppose a
subordinate behaves as arowdy, disrupting others work and making nuisance of
himself, the manager can change his behaviour if he/she can know the cause of
thisbehaviour. If theemployeeisthe only one engaging in the disruptive behaviour
(low consensus), if he behaveslikethismany timesin aweek (high consistency)
and if the behaviour is the same in other settings (low distinctiveness) then a
logical conclusion can be drawn, that the employeeis behaving thisway due to
internal factors.

In another similar case, everyone in the employee’swork group is rowdy (high
consensus) and the particular employeeisaso arowdy at work (high consistency)
but the manager has not seen him behave that way in other settings (high
distinctiveness) then the behaviour is said to be caused due to external factors.
i.e. this particular employee though is a rowdy he/she has the judgment and
distinction of analysing the situation and displaying a suitable behaviour, but in
this particular situation is governed by external factors (other’sforce).

Self Assessment Questions
1) Define attitudesin organisation.
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2) How are attitudes formed?




7) What are basic perceptual processes?

3.6 CREATIVITY IN ORGANISATION

Creativity isan ability to generate new ideas or to conceive new perspectiveson
existing ideas. Let us examine how the process of creativity works? Thereare a
few general patternswhich help usunderstand the sources of individual creativity
within the organisations.

3.6.1 TheCreative Individual

The common attributes of creative individualsfall under three categories, Back
ground experiences, personal traits and cognitive abilities.

Background experiencesand creativity: Research showsthat cregtive peoplewere
raised in environments which nurtured creativity.

1) Personal traits and creativity: Certain personal traits like openness, an
attraction to complexity, high levelsof energy, independence and autonomy,
strong self confidence, and a strong belief of being creative are said be
some traits among creative people.

2) Cognitive abilities: The individual’s power to think intelligently and to
analyse situations and data effective are said to be the cognitive abilities of
aperson. Intelligence may be aprecondition for individual’s creativity, but
it is not necessary that person who is creative necessarily be intelligent.
Creativity isalso linked with the ability to think divergently as peoplewith
divergent thinking can see differences among situations, phenomena or
eventswhereas convergent thinking allows people to see similaritiesamong
the same.

3) The Creative Process. Generally the ‘ideas’ of creative people come to
them ‘in aflash’ but creativity generally tends to progress through a series
of stages. However all creative activities may not follow these stages but
most of them go through these.
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4) Preparation: Thereisaperiod of ‘preparation’ for creativity to occur. To
make creative contributions to business management or business services,
people usually receiveformal training and education in business, becauseit
helps the individual to think form different perspectives and this lateral
thinking can bring out some creative idea.

5) Incubation: Thisisaperiod of intense conscious concentration during which
the knowledge and ideas acquired during preparation, mature and devel op.
Every idea or thought needs some time to grow.

6) Insight: It isabreak through in which the creative person achieves a new
understanding of some problemsor situation. All the scattered thoughts and
ideas that were maturing during incubation come together and represent
‘Insight’. It may occur suddenly, or develop slowly over aperiod of time. It
can get triggered by some external event, such as anew experience or new
data that forces the individual to think about old issues and problem in a
new way and generate new ideas.

7) Verification: Only verification of the insight would determine the validity
or truthfulness of the insight. To verify one must check and cross check the
availableinsight time and again and after it withstands the test of time, one
can publicizeit as an innovation or creative idea.

3.6.2 Enhancing Creativity in Organisations

If managersintend to enhance and promote creativity in their organisations, they
can do it in many ways. One important method is to make it a part of the
organisation’s culture. For this the manager should set explicit goals and state
that the employees will enjoy some parts of the gains and profits which the
organisation has obtained because of their creative ideas. This statement
communicates that their creativity and innovation are val ued.

Another method is to reward creative success but not punish creative failures.
Otherwise the other organisational members will not come forward with
innovative ideas for fear of failure.

3.7 TYPESOFWORK PLACE BEHAVIOUR

Turning our attention to work place behaviours, it is a pattern of action by the
members of an organisation that directly or indirectly influencethe organisation’s
effectiveness. One way to discuss the work place behaviour is to describe its
impact on performance and productivity, absenteeism and turnover and
organisational citizenship. However, employees can exhibit dysfunctional
behaviours aswell.

3.7.1 Performance Behaviour

These are the total set of work related behaviours that the organisation expects
the individual to display. For example, an assembly line worker’s performance
can be assessed quantitatively by counting how many products/units, he/she has
produced during the day.



But for many other jobs, performance behaviour can be very diverse and difficult
to assess, e.g. aResearch and devel opment scientist. He/Sheworksinalab trying
to find new scientific break through. The desired breakthrough may take months
and years. Thus assessing the performance in this situation is quite difficult. So
organisation depends on different methodsto eval uate performance, the purpose
of which isto match the evaluation mechanism with the job being performed.

3.7.2 Dysfunctional Behaviour

Behaviours which detract from the organisational performance are termed as
dysfunctional behaviours. Two most common ones are absenteeism and turnover.

1) Absenteeism: When an employee does not show up for work, it is called
absenteeism. Some absenteeism is legitimate like illness, jury duty, death
or illnessin the family. But sometimes employees feign alegitimate cause
which could just be an exercise to stay at home. Thus when an employeeis
absent, either legitimately and illegitimately, either his/her work getsstalled
or sometimes a substitute must be hired to do it. In either case the quality
and or quantity of the output suffers. Though absenteeism is an expected
feature of an organisation, it strives hard to minimize feigned absenteeism
and reduce | egitimate absence as much as possible.

2) Turnover: This is another frequent problem experienced by the
organisations, i.e. people quit their jobs. Itisusually acostly activity for the
organisation because when people quit an organisation they have to be
replaced. Particularly when the employee was a valued worker, it is even
worse because finding agood replacement may be difficulty. Turnover can
result from anumber of factors such as, aspects of job, the organisation, the
individual, thelabour market and family influences. Sometimesapoor person
job-fit can also be a cause of turnover.

Another important issue could be the inflexibility on the part of the
organisation and this makesiit difficult for the employee to manage his/her
work, family and other personal matters. So employees may look for jobs
which enable them to balance their work and non work considerations.

3) Theft and sabotage: There are some more dysfunctional behaviour of the
employees which are even more costly for an organisation, e.g. Theft and
Sabotage. Theseresult in direct financial costsfor an organisation. Besides
these, sexual and racia harassments both indirectly (by lowering morale,
producing fear, and driving off valuable employees) and directly costs the
organisation if it respond inappropriately. Further work place violence aso
seemsto beagrowing concernin many organisations. Violence by disgusted
workers or former workers can result in dozens of deaths and injuries each
year and some times they can cause other concerns for the organisations.

3.7.3 Method to Overcome Dysfunctional Behaviour

Organisation Citizenship: By trying to promote organisational citizenship
managers strive to minimize the dysfunctional behaviours of the employees.
Thus Organisational Citizenship refersto the behaviour of individualswho make
apositive overall contribution to the organisation. An employeeisconsidered to
be an organisation’s citizen, when he/she contributes beyond the strict
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performance of the job. Many atimes an employee doeswork that isacceptable
intermsof both quantity and quality but refusesto work overtime, or isunwilling
to help new comers etc., and then he/she is seen as good performer but not as
good organisation citizen.

Thereisaninterweaving of individual, social and organisational variableswhich
determinethe organisational citizenship behaviour. For example, the personality,
attitudes and needs of theindividua must be consistent with citizenship behaviour.
In the same manner, the social context or the work group must also facilitate and
promote such behaviour. In addition, the organisation itself, especially the culture
must promote, recognise and reward these types of behaviours, if they areto be
maintained. The study of organisation citizen isexpected to play apowerful role
in organisational effectiveness.

Self Assessment Questions
1) Definecreativity.




5) Elineate the various dysfunctional behaviours.

3.8 SHORT TERM HR PLANNING

Turning to the typical concept of why Human Resource planning as a matter of
forecasting the long term demand and supply for people fails, is because the
ability to makethese estimates are severely limited by the difficulty of predicting
the influence of the external events. Most of the time, management runsthe risk
of converting sensible anticipation, into foolish numbers, by making someloose
assumptions for need of labour supply in the future.

Thus Human Resource planning today is more likely to concentrate on what
skillswill be needed in the future and may only provide aboard indication of the
numbers required in the longer term. In some circumstances it might provide
short term forecasts whenever it is possible to predict activity, levels and skills
requirements with a reasonabl e degree of accuracy. Such predictions are based
on board scenarios rather than on specific supply and demand forecasts.

Rothwell (1995) points out the gap between theory and practice and suggests
that this usually arises from

i) Impact of change and the difficulty of predicting the future — the need for
planning may bein inverse proportion to its feasibility.

i) Theshifting of policy priorities and the strategies within the organisation.
i) Thedistrust displayed by many managers about theory and planning.
iv) Lack of evidence that human resource works.
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However, it isdifficult to reject the belief that some attempts should be made to
forecast human resource requirements, bearing in mind that major changesin
the operations of an organisation can usually be foreseen and thus one must keep
track of developments so that the organisation isin a better position to deal with
resourcing problems when they arise.

3.8.1 TheOrganisations Context of HR Planning

Human Planning takes place within the context of the organisation. The extent
to which it is used and the approach adopted, will be contingent on the
management recognising that success depends on forecasting future people
requirements and implementing plansto satisfy those requirements. The approach
will also be affected by the degree to which it is possible to make accurate
forecasts. When organi sations are operating in turbulent environmentsin which
futureactivity levelsaredifficulty to predict, they may haveto rely on adhoc and
short-term measures to recruit and keep people.

Thus organisations develop some action plans which are derived from broad
resourcing strategies and more detailed analysis of demand and supply factor.
These plans however haveto be short term and flexible because of the difficulty
of making firm predictions about human resource requirementsin times of rapid
changes. Thus plans should be prepared in the areas of resourcing, flexibility
and downsizing.

3.8.2 Resource Planning

This is an ‘obtaining plan’ from within the organisation to recruiting them
externally and to attract high quality candidates. Thusthefirst stepisto analyse
the availability of suitable people from within the organisation. They can be
identified by referring to the assessments of potential and askillsdatabase. These
are essential information about the candidates which are regularly updated with
the sort of skills needed by the organisation. Decisions are then made on what
steps should be taken to promote, redeploy, and if necessary to provide additional
experience and training to eligible staff. Plans can also be made to make better
use of existing employees, which may include flexibility arrangements or home
working.

3.8.3 Recruitment Planning
Thisincludes:

e  Thenumber and type of employeesrequired to make up any deficits, when
they are needed.

e The likely sources of candidates — school, colleges of further education,
universities, advertising, internet etc.

e Plans for tapping alternative sources, such as part times, or widening the
recruitment procedure to include women.

e  How the recruitment programme will be conducted.



3.9 EMPLOYEE CHOICE PLANS

The recruitment plan should include plans for attracting good candidates. This
can be achieved by improving the image of the company as an employer of
choice, and by offering the following:

e  Better remuneration packages
e  More opportunitiesfor learning, development and careers.

e  Enhanced future employability because of the reputation of the organisation
asonethat employeesand devel ops high quality peopleand provideslearning
opportunities.

e  Employment condition which address work life balance issue.
e  Better facilities and scope for knowledge workers.
e ‘GoldenHellos (some of the money paid in front to recruits).

e  Generousrelocation payments.

3.9.1 Flexibility Plan

The aims should be to:

e Providefor greater operational flexibility

e Improvethe utilisation of employees skills and capabilities
e  Reduce employment costs

e Helpto achieve downsizing smoothly and in away which avoids the need
for compulsory redundancies

Increase productivity

For attaining this, there should be aradical |ook at traditional employment patterns.
This means identifying the scope for using alternatives to full time permanent
staff, which could include increasing the number of part times, job sharing, the
expansion of home working or tele-working or employing more temporary
workers. The two main new trends in temporary working are:

i) Toestablish permanent staffing levelsto meet minimum or normal levels of
demand and rely on temporary staff to cover peaks.

i) Todevelop a‘two tier’ work force in order to provide greater job security
for the core workers, by employing a certain percentage of temporary staff
at the periphery. Sometimes, the organisation can make more use of sub -
contractors or outsourcing works and introduce more flexible working
arrangements.

3.9.2 Part TimeWorkers

There are some advantages of using part time workerslike, thereis:
e  More scope for flexing hours worked

e  Better utilisation of plant and equipment, e.g. introducing ‘twilight shift’.

e Lower unit labour costs because over time levelsfor full time workers are
reduced
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e  Higher productivity on repetitive work because part time workers can give
more attention to their work during their shorter working day.

The disadvantages are:

e Part timers are generally less willing to undertake after noon or evening
work, they are less mobile and have difficulty in varying their hours of
work.

e Ratesof labour turnover may be higher among part timers.

o  Part timers may be less committed than full time employees.

3.9.3 Job Sharing

This is an arrangement where two employees share the work of one full time
position dividing pay and benefits between them according to the time each
works. Job sharing caninvolve splitting daysor week, or lessfrequently working
alternate weeks, the advantages of job sharing include reduced employee turnover
and absenteel sm because it suits, the needs of theindividuals, greater continuity
results becauseif one-half of the job sharing teamisill or leaves, the shares will
continue working for at least half the time. Job sharing also means that wider
employment pool can be tapped, if those who cannot work full time but want
permanent employment. The disadvantages are the administrative costsinvolved
and the risks of responsibility being divided.

3.9.4 Home-Working and Tele-Working

Thejob, that we can give home based employees are that of consultants, analysts,
designers, programmersor various kinds of administrativework. The advantage
of these arrangementsis Flexihility to respond rapidly to fluctuationsin demand,
reduced over heads and lower employment cost if the home workers are self
employed.

The teleworking of people working at home are linked to the main company or
networked with other outworkers. Its am isto achieve greater flexibility, rapid
access to skills and the retention of skilled employees who would otherwise be
lost to the company. Teleworkers can be used in a number of functions such as
marketing, financeand I T. The arrangement does, however depend for its success
on the involvement and education of all employees, the careful selection and
training of teleworkers, allocating adequate resources to them and monitoring
the operation of the system.

3.10 SUBCONTRACTING

This enables the following:

e  Resourcesto be concentrated on core business activities
e  Employment costs to be reduced

e Flexibility and productivity to be increased

e  Job security for core employees to be enhanced

The potential drawbacks can be:

e Thelega status of subcontractors has to be classified for the purpose of
income tax, national insurance etc.



e  Thedegreetowhich subcontractorswill be ableto meet delivery and quality
requirements, for, sometimesit may be difficulty to control quality.

e Negative reactionsfrom employees and trade unionsthat prefer work to be
kept within the company.

However, the decision as to how much work can be subcontracted is mainly an
operational one, but the flexibility plan should cover the implications of
subcontracting on employment levels and employee relations.

3.10.1 Flexible Hour Arrangement

Thiscan beincluded intheflexibility planin oneor more of thefollowing ways:

e Hexibledaily hours, these may follow an agreed pattern day by day according
to typical or expected work |oads (e.g. flexitime systems).

e  Flexibleweekly hours, providing, for longer weekly hoursto be worked at
certain peak periods during the year.

e Flexible daily and weekly hours:-Varying daily or weekly hours or a
combination of both to match the input of hours to achieve the required
output. Such working times, unlike daily or weekly arrangements, may
fluctuate between a minimum and a maximum.

e  Compressed working weeks, in which employees work fewer than the five
standard days.

e Annua hours: Scheduling employee hours on the basis of the number of
hours to be worked, with provisions for the increase or reduction of hours
in any given period, according to the demand for goods or services.

e  Shift Work Arrangement

These can be introduced or modified to meet demand requirements, reduce over
timeor providefor better plant or equipment utilisation (dealt in detail elsewhere).

Self Assessment Questions
1) What do you understand by short term HR planning?
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3) Define and describe resource planning.




3.11 THEDOWNSIZING PLAN

If all the other methods of managing surplus employeesfail it may be necessary
to deal with unacceptable employment costs which isin other terms known as
‘Downsizing’ . The downsizing plan should be based on the timing of reductions
and forecasts of the extent to which these can be achieved by natural wastage or
voluntary redundancy. The plan should set out:

e  Thetotal number of people who have to go and when and where this needs
to take place.

e Arrangementsfor informing and consulting with employeesand their trade
unions.

o A forecast of the number of lossesthat can be taken up by natural wastage.
e Any financia or other inducements to encourage voluntary redundancy.
e A forecast of the likely numberswho will volunteer to leave.

e A forecast of the balance of employees, if any who will have to be made
redundant.

e  Theredundancy terms.

e Any financial inducements to be offered to key employees whom the
company wishesto retain.

e Any arrangementsfor refraining employeesand finding themwork elsewhere
in the organisations.

e The steps to be taken to help redundant employees find new jobs by
counselling, contacting other employers or offering the services of
outplacement consultants.

e Thearrangementsfor telling individual employees about the redundancies
and how they are affected, and for keeping the trade unions informed.

Thus Human Resource function can make a major contribution for developing
the resource capability of the firm. Its strategic capability is to systematically
review the firm’s strategic objectives, and see that plans are made to ensure that
the human resources are available to meet those objectives.

It focuses on the acquisition and devel opment of the human capital required by
the organisations.

Therefore the heads of Human Resource and their colleagues in the Human
Resource functions need to:

Ensurethat they are aware of the strategic plans of the business, and can provide
advice on the human resource implications of the plans.

Point out to management, the strengths and weaknesses of the human resources
of the organisation and the opportunities and threats they present, so that these
can be considered when devel oping business plans.
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Becapable of scenario planning, i.e. they canidentify futureissuesof acquisition,
retention and employment of people and advise on methods of addressing them.

Understand the extent to which gquantitative assessments of the future demand
for and supply of people may befeasible, useful, and know the methodsthat can
be used to prepare such forecasts.

Be aware of the scope to deal with future requirements by introducing various
form of flexibility.

Be capable of preparing relevant and practical resourcing plans and strategies
for retaining people based upon an understanding of the internal and external
environment of the organisation and the implications of analyses of labour
turnover.

312 LET USSUM UP

It is highly important for a manager to understand the individuals in an
organisation. A basic framework for facilitating this understanding is the
psychological contract which is the people’'s expectations regarding what they
will contribute to the organisation and what they will get in return. Organisations
constantly strive to achieve an optional person — job fit but sometimes thisis
difficult dueto the individual difference between the employees.

Thisunit has also dealt with personality which issaid to berelatively stable sets
of psychological and behaviour attributesthat distinguish one person from another.
TheBig Five personality and Myers-Briggs Type Indicators have been extensively
discussed besides the other personality traits such as Locus of Control, Self
efficacy, Authoritarian, Machiavellianism, Self esteem and Risk propensity.

Theimpact of attitudes and the cognitive dissonance experienced by the employee
which, results from contradictory or incongruent attitudes, behaviour are
discussed. Besidesthese, thejob satisfaction or dissatisfaction and organi sational
commitment are found to beimportant work related attitudes. In additionto this,
the employee’'smoodsin terms of positive and negative affectively is discussed.
The perception and perceptual processes including selective perception and
stereotyping are dealt with and some amount of focus has also been devoted to
attributions.

Finally, the person’s ability to generate new ideas and become creative is also
explored in which the important steps of creativity are considered. Lastly but
definitely not the least the work place behaviour has been spoken about whichis
a pattern of action by the members of the organisation which has direct and
indirect influence or organisational effectiveness. Over and above the people
dimensions in organisation, this unit also deals with short term planning. Thus
this unit talks about the work related behaviours and what it expects from the
individual, to display the psychological contract andit alsotellsasto what should
be considered as dysfunctional behaviourswhich should be controlled. Besides,
it aso shows as to how organisation citizenship entails behaviours that make a
positive overall contribution to the organisation.

Further, since employees of the present day are working for long hoursin their
organisations, due to the competition that the other organisations are posing to



them, they do not have sufficient time and energy to allocate to other personal
activities. Duetothis, thereisfrequent turnover in the organi sations as employees
move in search of better opportunities and suitable working hours. To address
this issue organisations are making alternative arrangements at work place and
are also planning for short term human resource planning in the form of part
time, contract, job sharing, tele-working, shift working etc.

3.13 UNIT END QUESTIONS

1) What isPsychological Contract, why isit important?

2) What arethe componentsof individual’s attitude, how do managers manages
their short term requirement of human resources?

3) Discussthe relationship between personality and organisation.

4) What are the basic perceptual processes in organisation?

5) Discusscreativity in organisation and indicate how to enhance creativity
6) What are the varioustypes of workplace behaviours?

7) Discussthedysfunctional behavioursand indicate the remedial measurefor
the same.

8) Elucidate short term HR planning.

9) Discussthe employee choice plansin detail.

10) What do you understand by the term subcontracting?
11) Would downsizing plan work? Critically evaluate.

3.14 GLOSSARY

People-Jab fit . the extent to which the contributions made by
the individual match the inducements offered
by the organisation.

Psychological contract . aperson’s set of expectations regarding what
he/she contributesto the organisation and what
he/shereceivesin return.

Risk propensity . isthe degree to which a person is willing to
take chances and make risky decision.

Organisational commitment: isaperson’sidentification with and attachment
to an organisation.

Organisational citizenship : theextent to which theindividual’s behaviour
makes a positive overall contribution to the

organisation.

Dysfunctional behaviour  : behaviour which detract from organisational
performance.

Distinctiveness . theability of anindividual to display behaviour

appropriate to the situation.
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40 INTRODUCTION

This unit deals with short term programmes in human resource and eval uation.
It starts with short term programme of HR planning within which we discuss
cross cultura training, diversity training, apprentice training and training for
team building. This is followed by enhancing of emotional intelligence for
improving over al performance. Then we deal with assertiveness training and
interpersonal training within which we handle need for assertive training, voice
training etc. Then we take up six sigmain HR professions within which we deal
with the variations in human activities, the technical definition of six sigma
management, etc. This is followed by market feasibility and competitive
intelligence market research. Within this we take up market feasibility studies,
the needs assessments and environmental scans, and the agency that should
conduct market feasibility and competitive research. Then we take up anger
management followed by time management. We then end up with other training
programmes and how to evaluate training programmes.

4.1 OBJECTIVES

After completing this unit, you will be ableto:

e  Describe short term programme of HR planning;

e Describe cross cultura training;

e Explain apprentice training and training for team building;

e Elucidate enhancing emotional intelligence for improving performance;
e Describe assertivenesstraining;

e Explain six sigma management;

e  Describe how to condict market feasibility studies,

e  Theimportance of short term training programmes,

e  Why itisimportant to conduct thistraining programme; and

e Thevarioustraining programmes and the intricacies involved in them.

42 SHORT TERM PROGRAMMESIN HUMAN
RESOURCE PLANNING

By now you have come to understand the meaning and role of Human Resource
in the organisation and how managers are constantly attempting at gaining an
advantage over the competitors by incul cating new skillsand knowledgein their
own Human Resource. The mgjor resource as you have seen in any organisation
is the Human Resource and it has to be nurtured and developed with great
commitment on the part of the management. The managers plan a variety of
training programmes for their human resource to inculcate new learning and
expertise so that they can meet the various demands placed upon them regarding
relocation, mobility, interacting with employees from diverse cultures, and also
with other colleagues, who are from different ethnic groups, differently abled,
women workers, aged and younger colleagues etc. Besides these, the
organisation’s customers are pressurising the workers for better quality goods



and services, so training in Quality Control, Total Quality Management, Team
building, Communication Skills, Conflict managements, Interpersonal
relationship, Assertive training are becoming essential. Besides these some
training programmes for self improvement are being imparted to modify the
employee's behaviour and life style on all fronts, such as home, social life and
organisational life. The main objective of any training programme isto enhance
the skill, knowledge, abilities of an employee. However, this seems to be
achievable only when there is total cooperation from both the sides, that is the
employer and the employee, otherwise the idea remains as theory instead of
turning into practice.

Short term programmes are aimed at enhancing the competency levels of the
employees for a particular reason. These training programmes are planned
according to the skills that have to be instilled into the employee, for example:
the employee is assigned an oversea project, to interact efficiently and to
understand the culture of that particular country, heis given training, so that he
is informed about the geographical, socio cultural aspects, political scenario,
legal aspects, ritualsetc., which aid in hisadjusting well with the country, without
having any culture shocks.

Similarly, since agreat variety of workforce is now entering into organisations,
the managers and the other colleagues need to be trained to handle different
kinds of demands that may crop up due to diversity and address them
appropriately. In the same way customers are placing high demands for quality
of the products and services provided by the organisations. If they do not derive
satisfaction from one organisation, they turn to other competing brands. Therefore
to stay in business and meet the competition managements are training their
employeesto produce quality goods, and to work effectively in teams, maintain
good interpersonal skillsetc. Sometimes, the organi sation may not have sufficient
staff to cover the demand for specific products so they al so engageinterim staffs,
who haveto betrained and rehabilitated into the organisation’sfunctioning. Thus
there are many training programmeswhich can be planned as per the requirement
of the organisation. Some of them have seen discussed in the following

paragraphs.
4.2.1 CrossCultural Training

As companies are going global, there is aneed for change, not only in the way
the employees have to perform to meet the competition but also in the overall
outwork toward certain major issues. Training employeesto meet theinternational
assignments particularly in the area of habits and practices relating to the work
motivation, profit motivation negotiating skills, gift giving customs, eating,
dressing, body language, holidaying etc., isespecially important. The employees
aretrained in the area of etiquette, communication skills, business skills etc., to
handl e these nuances before being posted on overseas projects.

Thesetypesof training are particularly essential because Indiaisacountry with
diversified culturesand Indians are sticklersto their beliefs. In takesalong time
for an Indian to change and adjust to the new methods and cultures and due to
this he/she may not be successful when on foreign assignments. Thus training
these “expatriates’ has become imperative if organisations want to see success
because failures are costly with respect to goodwill, reputation and finances of
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the company. Despiteitsimportance, training employeesfor overseasassignments
has not received enough attention. Companies have to plan for a preparatory
training for the expatriates and to develop and design an effective preparatory
training; companies must implement a systematic approach. The steps of any
training programmes are:

1) Training need of the target population.
2) Next isthe establishment of training goals and
3) A careful design.

However before the preparatory training is planned for, the profiles required in
termsof competenciesfor successon international assignments should be assessed
asabasisfor development of effective training.

An ‘ideal people’ concept can be drawn, on the basis of the training needs of
specific assignees, who have already served abroad and one can add or delete
depending upon the evaluation of their success.

The competencies that were perceived as important for success of international
managers are:

e Leadershipskills

e Initiative

e Emotional stability

e Motivation

e Ability to handle responsibility

e Cultura sensitivity

e Tohandlestress

e Flexibility

The training and development of international staff should be seen as a process
and not as a onetime event just before embarking on the assignment. Many of
the competencies needed for international successlieintheareasof abilitiesand
attitudes and therefore require devel opment and strengthening over an extended

period of time. The preparation for global assignments should begin much early
in the careers by means of a phased, or cumulative approach.

4.2.2 The Goals of Cross Cultural Training

The next step istranglation of training needs into training goals and objectives.
Asyou know agoal isafairly general statement of intent. Whereas objectives
are very specific statements of what a candidate should be able to do at the end
of training session.

Thus the goal of cross-cultural training should be to equip the trainees with
knowledge skills and attitudes which enable them to achieve thefollowing three
adjustments and effectiveness which are indications of international success:

Personality adjustment i.e. he/she should feel happy and satisfied with situation
abroad.



Professionally effective: He/she should perform the tasks, duties and
responsibilities on the job competently.

Inter per sonal skills: adjustment and effective behaviour whileinteracting with
others.

Thedifferent methodsthat can be used for training are simulations, programmed
instructions, sensitivity training behaviour modification, field experiences and
on thejob training.

Though cross cultural training is seen as short duration one-shot remedy, to
increase the effectiveness, it should be seen as a process and the trainer should
use a phased approach.

4.2.3 Phasesin Cross Cultural Training

Thefirst phase of thetraining should be given soon after the selection and should
focus on strengthening the abilities needed for international career and motivation
to work abroad.

The 2 phase is usualy for specific skills needed for the assignment and then
knowledge of specific cultural issues of the host country, logistical information
and business practices and procedures should be imparted. Besidesthis, training
should also be given in negotiation and conflict resolution skills to enable them
to cope with and resolve the unexpected issues and problems.

It would also be good if a partner from the host country isincluded in the cross-
cultural training. Besides this the cooperation local people with whom the
expatriate has to work is also important for the successful completion of the
expatriate’s assignment. For this purpose the host country nationals also need to
betrained.

Thetraining of the expatriate includes the host country’slanguage, customsand
practices and if the company allows the employees wife/husband to be
accompanying her/him then she/he should also be included into the training.

4.2.4 Designing the Training Programmes

First level training isto focus on learning about host country’s culture, language,
policies, business geography, religious values and history. This can be given
through seminars, videos, meetings with a citizen of the country before the
assignment begins.

Second level is about the assignment itself, requirements of the position and
technical managerial knowledge needed. This can be done before leaving to the
country.

Third level is preparing the person for the new job at new location. Thisisdone
by the person whom this person is replacing.

Fourthlevel isto teach him to adjust and adapt to new environments, by providing
assistance.

Fifthlevel isto address reentry back home and contact with people at home and
visit home during vacation.
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Thus training and development of international staff is viewed as complete
deployment cycle and it can serve as a career development plan.

4.2.5 Diverdity Training

Off latethereisan influx of different types of workforceto the organisationslike
more number of women or people from different cultures, differentially abled
people, retired workforce and very young workers (aged between 19yrsto 22yrs)
areall coming to work in an organisation. The needs for these different types of
people are different and; the managers have to address each one carefully by
providing for every one sufficiently.

Thus managers have to be trained to handle diversity particularly in handling,
racism, ageism and sexism etc.

L egislative compliances: There should be equal opportunities provided for all
and no race or disability discrimination should be shown. There are gender, ethnic
statusand disability diversity, governed by thelaws of the country and sometime
age and sexual harassment also fall under this.

The organisation gains competitive advantage with diversity training asemployees
can use increased heterogeneous markets and customers.

It helps to bring together mix of people where differences are valued and an
environment is provided where people can grow with innovative ideas and also
helpsin improving productivity and solving problems of the organisation.

Components of diversity trainings: There are four elements which have been
identified by Frame (2001) and there have been highlighted by David Asbton;
thismodel is called as ASKE model relating to attitudes, skills, knowledge and
emotions

“Attitudes’, pertain to understanding our own attitudes and others' attitudes and
being open to them.

“Skills” such as interpersonal, communication, problem solving, teamwork,
leadership, conflict resolution can be incul cated.

“Knowledge” about legidlation, company policy and procedures, professional
standards can be gained.

Recognising and managing “emotions’ can be instilled with the help of this
training.

Thediversity training can be provided, to manageria personnel and also to non-
managerial staff because the whol e organisation should beinvolved in managing
diversity.

4.2.6 Apprenticeship Training

Thistraining isintended to provide on thejob training and to increase avail ability
of trained technical manpower for the organisation. The apprentice act 1961
directsthe employees of specifiedindustriesto place apprenticesin the designated
jobs as per the standard termslaid down. During the training each apprenticeis
given abasic training in that particular trade and a minimum stipend.



TheDirector Genera of Employment and Training (DGET) laysdown the genera
policiesfor training programmes, formulates standards, prepares syllabi, imparts
training to institutionsand industrial supervisors, conduct examinationsand issues
the appropriate certificates. However, the responsibility of training lieswith the
state government under whose wings fall the Industrial Training Institutes and
Apprenticeship Training Programme. The Government of India has established
two advisory bodies including the National Council for Training in Vocational
trades (constituted in 1957) and the Central Apprenticeship Council for the
apprenticeship scheme under the apprentice act 1961. These bodies advise the
government in formulating training policies, training standards, standardisation
of tool and equipment and related issues. They are actually tripartite in nature
and consist of representation of central and state government industry and labour.
The Union Minister of labour is the chairman of these councils.

The DGET conducts the training of craftsmen in Industrial Training Institute
from 6 months to 2 years. After the successful completion of the training the
trainees are awarded national trade certificates which are recognised by all
Government of Indiaundertakings. Four model Industrial Training Institute were
established in 1981-82 to supplement craft training with a modular training.

The objectives of thistraining are to supplement the programme of institutional
training by on the job, training and increase availability of trained technical
personal for the industry. Regulate and control the training of apprentices in
designated trades. It also covers graduate engineers and diploma holders for
building their potentials for improving their employment opportunities.

Employment of Apprentices after training: Thereisno obligation to provide
a job to the apprentice and in the same way there is no compulsion on the
apprentice to accept employment under an employer who trained him.

Offences and Penalties. Any employer who fails his obligations under the
contract, does not engage the required number of apprentices, refusesto furnish
any information, obstructs any inspection, examination or inquiry and requires
an apprentice to work over time or to do any work not connected to the training
shall be punishable with imprisonment up to 6 months or with fine or with both.

Self Assessment Questions
1) Discuss short term programme of HR planning.
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3) What arethe goalsof cross cultural training?

4.2.7 Trainingthe Interim Saff

Contract employment, interim staff or man power outsourcing has become the
latest trend to meet the staffing problem of the present organi sations. Outsourcing
is gaining popularity with large and medium sized companies, especially those
with seasonal products and those which cut costs on over heads and most
importantly those companies which are proactive and open to change.

Today organisations are turning toward ‘thinking team’, ‘acting smart’ and
‘concentrating as core competencies.” Every organisationisaiming at achieving
productivity by enhancing returns on investments and achieving the economics
of scale. Inthiscontext, it makes sense when organi sationsthink of concentrating
only on the core competencies and outsource non-critical business activities.



There are three most important drivers which prompt companies to outsource.
These arefinancial gains, lesser administrative hassles and focus on core areas.

Share volumes of work when an outsource can tackle the work at alesser price
and provide better quality, the in-house operations need not bother themselves
with it. Besides this when some critical yet non-core tactical and transactional
oriented operations are outsourced, it saves a great amount of time and energy
for the organisations HR.

HR is also now making a transition from backroom to boardroom and
concentrating more on productivity enhancement. The HR functionariesrecognise
that they need to help align with business objectives of the organisation and play
akey rolein delivering results and focus on core people functions.

Thusexpertsare outlining fivetop benefits of outsourcing which are given below:
e  Theopportunity for HR to focus on strategy and core competencies,

e  Substantial reduction in operational and transactional costs,

e  Sharing of risks and increase in mobility,

e Accesstoworld-class services, and

e  Option to convert fixed cost to variable cost.

Interim mode of staffing provide flexibility to the organisation to scale up its
manpower and take advantage of business opportunities and at the same time
allow to scale down in ashort span of time and avoid the financial and emotional
costs of a large benched workforce when business is down. Through interim
staffing the organisation can bring on board the required skills at the most optimal
costs.

Besides these, outsourcing transfers various risks involved with compliance,
financial, technology, legidative and corporate restructuring issuesto the vendor.
Further the companies need not incur expenses to maintain and upgrade high
quality, productively expensive HR systems and infrastructure.

Third party outsourcing agencies can offer leading edge technology, highly
developed programmes and software to manage employee data, along with
specialised, expertise, without the costs of hiring and retaining the best HR
professionals.

However, when the question of commitment cropsup it isfelt that the sasmekind
of commitment isnot present in the contract labour asthereisno permanency of
the job and also the benefits that are extended to the regular employees are not
meted out to the contract employees.

But since HR outsourcing grew at atime when permanent workforce were being
sent out by the corporate through voluntary, compulsory or early retirement
schemes, security inajob isconsidered amyth. Today employees have understood
that performanceisthe key and that if they are good they will have acareer path
for themselves.

The handing over of the mgjor responsibilities of the HR does not mean that the
HR department is absolute. They have an extra responsibility of supervising,
implementing and successfully carrying out the process of outsourcing. They
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haveto continuously work toward employee retention especially at thekey levels,
success on planning, fine tuning human resources, ensuring peopleto productivity
etc.

Some basi ¢ reasons of hampering the growth of HR outsourcing are attributed to
confidentiality and cost factors. The fear of losing jobs and losing control over
confidential data, ethics and quality of outsourcing vendors, security breaches
and overall confidencein the vendor, defers many organi sations and forcesthem
to review and evaluate various aspects of confidentiality and prompts them to
chalk out an agreement on issues like, penalties etc.

Thus many outsourcing agencies ensure that the client data is not accessible to
anyone el se except to the team which isworking on it.

Futurescenario: HR outsourcing agencies have consolidated its services across
the geographies and have begun to see the value addition in terms of expertisein
administration and superior experience in query resolution. Quality has become
the focal point in defining the parameters of success.

Thustraining and self development are playing animportant role asan individual
has to keep himself competitive. It isnot just enough to be the best; one has to
keep evolving to stay the best. Individual hasto assumeresponsibility and hasto
make conscious effort to exploit his strengths. The competencies, contributions,
attitudes and values of the individual will have to be enhanced through proper
training programmes which will further enhance the value of the organisation.

4.2.8 Training for Team Building

Organisations today are focusing more on working as a team rather than
contributing as an individual. Team, process encourages high motivation and
consequent achievement. Moreover, it meets member’s social need to ffiliate.
They aso exert pressure for achievement of goals. Level of commitment of
membersto team decision/goalsismuch higher and it hasacollaborative strength.
Further the team members have a clear focus on ‘mission and vision' of the
organisation.

The mgjor concern about ateam is how to build ateam, becauseit is not an easy
task to bring people together and make them work as ateam. Therefore certain
interventions are directed toward four main areas:

e Diagnosis

e  Task accomplishment

e  Teamrelationships

e  Team and organisation process

In the diagnosis meetings the members are made to get ready to work as ateam
and given, the task of joint data collection. Then feedback is given to them and
problem areas of the group are discussed.

Then team building focuses on:

e  Task accomplishment, including problem solving, decision making, role
clarification, goal setting. Building and maintaining effective interpersonal
relationships, including, boss-subordinate and peer relationships,
communication and conflict resolution.



e Understanding and managing group process and culture, and identifying
barriers and seeking collaboration are also donein this place.

e  Themembers are al so taught role negotiation techniques.

e  Characteristics of effective work team.

e  Clear purposeto al, like everyone share their goals, mission, vision.
e  Participation, all members are heard and there is effective interaction.

e  Consensusdecision making, when problems arise the situation is diagnosed
by joint discussion and the problems are solved through cooperation and
supportive relationship.

e Asandwhen aneed for leadership arises, everyone volunteersand thisrole
is supportive and informal.

e  Memberstrust and respect each other.

e Clear roles and work assignments, group is flexiblein resources and seeks
new and better ways of growing.

e Teamsarecollectively creative and posses different task skill.

e They have aclose sense of identity and have high degree of group loyalty,
group solidarity and cohesiveness.

Positive synergy: Team effortsresultsin alevel of performance that is greater
than the sum of the individual inputs.

Self assessment: Members check their contributions and how well the team is
functioning periodically.

High performance team have all the above and strong personal commitment, are
more ambitious, have mutual accountability and arewilling to interchange their
tasks and also have complementary skills.

Skills of leader for team work: Though there is no formal leader in a team,
there should be some linkpin and this person should possess certain qualities
because the success of the team rules on his effectiveness. Thus, aleader in the
teams should have good listening skills, he should be available and responds to
peopl€'s problems. There should be open and honest communication. He should
allocate work based in the capabilities of the person. He should encourage, respect,
understanding and trust among members. He should empower his team and set
examples and accept only high quality work. Sets achievable targets for the
members and insists on improved performance, solicit participation in solving
problems on key issues.

43 ENHANCING EMOTIONAL INTELLIGENCE
INTEAMSFOR IMPROVING OVERALL
PERFORMANCE

Emotional intelligenceisthe ability to manage one' sfeelings, interact effectively
with others and communicate easily with others and is more important than
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intellectual ability or job skills in determining team success. Thus to build a
foundation for emotional intelligence, ateam must be aware of and constructively
regulate the emotions of the individual team members, the whole group and
other key personswith whom it interacts. Thus groups/ teams are more creative
when their members collaborate unreservedly. When there is mutual trusts, and
freedom in interaction people adjust more easily to each other and hence the
output will be efficient.

44 ASSERTIVENESSTRAININGAND INTER
PERSONAL TRAINING

As most of uswork as a part of the team and depend on each other to produce
results, it isnot enough to possessthetechnical skills. It isalso essential to know
how to work well with people. To be successful at work one should build into
oneself, flexibility to deal with avariety of people and situations. So developing
theinterpersonal skillswill helpto acertain extent. Behaving assertively at work
situationsisan important interpersonal skill becauseit isnot enough to just deal
with people but it is also important to get them to perform. Therefore conflicts
arise due to ego clashes and most of them would react by rebelling in anger, or
by withdrawing from the situation. Both these reactions are not good or
productive. Employees need to be provided with ‘ Assertive Training’ to make
them express themselves freely and properly. Assertiveness is described as the
extent of control; the leader tries to exercise over both the followers, aswell as
the situation. It means expressing what you think or feel without endangering
the ego of others and at the same time maintaining our self respect. Hence an
Assertiveindividual

e  Will express hisviews and opinions and convinces others. Hisapproach is
to persuade by keep his self-respect.

e  Will assert hisrights by not being submissive and at the same time does not
force himself on to others.

e  Will work on the principle of mutuality.
e Will listen to others and is sensitive to their needs.

e  Will express hisfeeling openly.
4.4.1 TheNeed for Assertive Training

When amanager under goes an assertive training he can deal appropriately with
his subordinates. He can bring in a balance between people orientation and task
orientation.

Assertive Training builds one’s self-esteem and gives one the confidence.

It also helps to be more effective in giving negative feedback. When negative
feedback isgiven with concern and feelings, the employees changetheir negative
behaviour easily. Otherwise they will feel hurt and humiliated.

However, learning to be assertive does not mean that you must always behave
assertively. One should bejudiciousin ascertaining when and where assertiveness
is applied. The behaviour that is upsetting should be pointed out in a precise
specific manner without becoming judgmental. One should not draw inferences



about the motives. One must refer to the behaviour not the person. The expression
of feeling should be directed toward oneself instead of directed toward the
opposite person, making him feel victimized.

Thus Assertiveness Training can be of great benefit as a means of self
development. People with good Assertiveness Skills will also have enhanced
self awareness, greater confidence and self esteem and will also be honest,
powerful and have effective communication skills. They will have respect for
themselves and others.

On the whole assertive people have positive outlook thinking and when faced
with a problem, they see that both the parties ‘win'.
4.4.2 Voice Training

Communication isan important means of conveying amessage and the key tool
for thisisthevoice. If onewantsto become a powerful communicator, the range
of tone, volume and pitch are very important.

L et us consider sometechniquesasto how to carefor our voice. Thesetechniques
are invaluable and applicable to all, viz; lecturers, professional speakers, and
trainers.

Seven areas impact the quality of voice and taking care of them would help
immensely.
1) Breathing: Long and deep breathing helpsto calm down instantly.

2) Posture: animbalance in posture can set-up tensions in the body, so when
standing balance your weight evenly, by keeping the feet awidth apart.

3) Warm-ups. Make some vocal work outs at the start of each day to keep
you voice healthy and tuned.

4) Pitch: You natural pitch should be used so that it is comfortable.

5) Sress: Thejaw isthe most often used part of your body, so when stressed
drop it one or two times and you will feel relaxed.

6) Environment: Smoky, noisy environment can bevery damaging to thevoice
besides extreme temperature changes.

7) Habitsof Drinking Water: You should keep alarge glass of water handy
because adry throat can strain and damage you speech.

Exercises. Some breathing and relaxation exercise will help to ease your tense
jaws.

Stretching the neck shoulders will promote good breathing and posture habits
and relievetension.

Moveyour jaws asif you are chewing asticky toffee.

To increase breadth control, begin by breathing in for three counts and out for
Six counts, and repeat this pattern for ten times.

Increase the sameto four and eight counts and add soundsto the outward breadth
like counting, speaking your name and address.
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Drink fluids as many times as possible (12 times a day)
Avoid iced water, or drinks

Speaking to large groups: Train yourself to be sensitive to each situation, so
that you know when to raise your pitch and when to lower.

Begin and End on a strong note.
Use your mouth energetically to produce the sound but do not shout.

Pay special attention to sentence endings because usually peopletend to swallow
the last few words.

45 SIXSIGMAINTERVENTIONSIN HUMAN
RESOURCE PROFESSIONS

The greatest challenge for any Human Resource Professional is to meet their
customers expectations and add value to business in a very dynamic business
environment. Success of this function depends on the ability to understand the
customers' expectations and align the people capability and process to achieve
these expectations. The best utilisation of people, process and technol ogy ensures
high quality Human Resource servicesat lower costs, on time, which contributes
toward high level customer satisfaction. Companiestoday areturning to aquality
initiative called Six Sigma for help. The processlimits, the number of defectsin
the produced goods. It isastructured systematic, quantitative processfor making
decisions. Businesses are required to identify customer requirements, measure
performance, analyse performance gaps, makeimprovements and ensure ongoing
compliance.

Thus in the simplest terms, Six Sigma is a quality improvement methodology
that provides a systematic approach to the elimination of defects that affect
something important to the customer. The tools associated with Six Sigma are
qualitative, statistical and instructional devicesfor ‘ observing process variables
‘quantifying’ the impact on out comes as well as managing their character.

Six Sigmais based on simple principles:

1) What isimportant to the customers? A customer service or information. If
the quality is good there will be positive impact

2) What isan opportunity? A chance to get something right.

3) What defines success? Every result of an opportunity that meets that
customer’s satisfaction is a success.

Thus in Six Sigma’s words an indicator of success or failure is refined to as
defects per million opportunities.

45.1 Every Human Activity Contains Variations

The term ‘Sigma’ is a symbol of standard deviation which is a measure of
variation. Six Sigma refers to the idea of being able to achieve six standard
deviations between the mean performance of the process and the customer
determined specification limit. If Six sigmaperformancesisachieved in aprocess,
then that processwill generate lessthan four defects per one million opportunities.



The idea of measuring the number of standard derivations that fit between the
mean performance of a process and the customer’s expectation isreferred to as
the process Z-Score. The Z-Score allows for comparative analysis of the
performance of dissimilar process based upon the tendencies of each to either
satisfy or disappoint their respective customers. The higher the Z-Score the less
probability of customer disappointment

Creating aSix Sigmacompany isan environment whereall processesare designed
to meet customers’ requirements by using quality tools and techniques. It helps
in bringing down costs, improve productivity of resource, improve efficiency of
asystem, reduce the time for producing and hence leads to high level customer
satisfaction. The approach of Six Sigmaisaimed at performance improvement
and if utilised properly it will help the Human Resource systemsto regain control
and realise substantial benefits. It helpsin improving Human Resource service

quality.
45.2 Technical Definition of “ Six Sigma” M anagement

The Normal Distribution —the term “Six Sigma” is derived from the normal
distribution used in statistics. Many observable phenomena can be graphically
represented as a bell-shaped curve or anormal distribution.

When measuring any process, it can be shown that its outputs (services or
products) vary in size, shape, look, feel or any other measurable characteristic.
Thetypical value of the output of aprocessis measured by a statistic called the
mean or average.

The variability of the output of a process is measured by a statistic called the
standard deviation. In a normal distribution, the interval created by the mean
plus or minus two standard deviations contains 95.44 percent of the data points,
or 45,600 data points per million ( or sometime called defects per million
opportunities denoted DPMO) are outside of the area created by the mean plus
or minus two standard deviations [(1.00-.9544=.0456) X 1,000,000=45,600].

In a normal distribution the interval created by the mean plus or minus three
standard deviations contains 99.73 percent of the data, or 2,700 DPMO areoutside
of the area created by the mean plus or minus three standard deviations [(1.00-
.9973=.0027)X1,000,000=2,700]. In a normal distribution the interval created
by the mean plus or minus six standard deviations contains 99.9999998 percent
of the data, or two data points per billion data points outside of the area created
by the mean plus or minus six standard deviations.

Six Sigma management promotes the ideal that the distribution of output for a
stable normally distributed process (Voice of the Process) should be designed to
take up no more than half of the tolerance allowed by the specifications limits
(Voice of the Customer). Although processes may be designed to be at their best,
it isassumed that over time the process may increasein variation. Thisincrease
invariation may be dueto small variation with processinputs, theway the process
ismonitored, changing conditions, etc. Theincreasein processvariation isoften
assumed for the sake of descriptive simplicity to be similar to temporary shifts
in the underlying process mean.

Theincrease in process variation has been shown in practice to be equivalent to
an average shift of 1.5 standard deviationsin the mean of the originally designed
and monitored process.
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If aprocessis originally designed to be twice as good as a customer demands
(i.e., the specifications representing the customer requirements are six standard
deviationsfrom the processtarget), then even with ashift, the customer demands
arelikely to be met. In fact, even if the process shifted off target by 1.5 standard
deviationsthere are 4.5 standard deviations between the process mean (m+1.5s)
and closest specification ( m+6.0s), which result in at worst 3.4 DPMO at the
time the process has shifted or the variation hasincreased to have similar impact
asal.5 standard deviation shift.

46 MARKET FEASIBILITY AND COMPETITIVE
INTELLIGENCE MARKET RESEARCH

Conducting market feasibility and competitive intelligence marketing research
early in the development cycle can provide a “reality check” on one's idea as
well as help define product of an organisation development to ensure its appedl
to the customers. Thistype of market research is used to determine:

How much of ademand is there for the product or service being considering?
What are your potential customer’s needs and price expectations?
Who are your competitors?

What are the strengths and weaknesses of your competitors from your potential
customer’s perspective?

How can you design your product or service most effectively, given the needs of
your target market and the competitive environment?

46.1 Market Feasbility Studies

Market feasibility marketing research studiesinvol ve collecting information about
apotential market that can be used in deciding how a product or service should
be designed, delivered, priced, and marketed. Market Street Research uses a
variety of toolsto assess mar ket feasibility ranging from collecting and analysing
secondary data to conducting primary research such as focus groups, telephone
surveys and other methodologies.

Secondary dataisinformation that has already been collected and isavailableto
the public. Examples include population statistics from the Census, economic
indicators, health data and information published in newspapers, web sites,
magazines, government documents, and industry and trade journals. Many
businesses and organisations also collect information about their customers or
clients (such aswhere they live), and thisis also considered secondary data.

Primary information is datathat is gathered specifically for aresearch project-
the most familiar primary research methods are focus groups and telephone
surveys.

4.6.2 NeedsAssessments and Environmental Scans

Needs assessments: This involves studying a geographic region or client
population to see if there are unmet needs or barriers to access that could be
addressed by changing or expanding existing services or by developing new
services.



Environmental scans. These are expanded needs assessments that include a
broad survey of community characteristics and needs.

Market Street Research has considerable experience and expertisein conducting
community needs assessments for clientsin many industries.

Competitiveintelligenceanalysis: Thisisthe process by which an organisation
or company assesses the evolution of its industry and the capabilities and
behaviour of its current and potential competitors to assist in maintaining or
developing acompetitive advantage. Market Street Research workswith clients
to ensure that the organisation has accurate, current information about its
competitors and a plan for using that information to its advantage.

4.6.3 TheAgency that Should Conduct Market Feasibility and/
or Competitive Research

Any business or organi sation facing asignificant investment or risk in developing
anew product or service should consider conducting mar ket feasibility, needs
assessment and/or competitive intelligence marketing resear ch. If your risk
is high or your investment is likely to be large, conducting a feasibility study
and/or a competitive intelligence analysis can greatly improve your chances of
succeeding with your product or service. Market Street Research works with
you to collect and analyse information about:

e Unmet needsthat could be addressed by a new product or service
e  Overall demand for new products, services, or ideas

e Characteristics of likely customers (such as demographics and buying
behaviour)

e  Characteristics of likely competitors

e How competitors are likely to react when your product or service is
introduced

e  How your new product or service should be designed to best meet customer’s
needs

e How best to market, advertise, and communicate about your product or
service

o Likely barriersto successful introduction of your product or service.

Market feasibility studies and competitive intelligence analysis can provide
invaluableinformation about the likely success of new product or serviceideas.
Any time you are considering changing your products or services, developing
new ideas, moving into new geographic markets, or expanding your business or
service offering, Market Street Research can provide accurate, timely, in-depth
information that will help you make the best possible decisions, given the
characteristics of your likely customer base and competitors.

4.7 MANAGINGANGER

One need not describe anger, elaborately as each one of usexperienceit onetime
the other.
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Anger isavery basic human emotion and the reasons for anger are many:

e  Anger occurs when out personal needs are not being met or our personal.
e Rightsare being violated. It can lead to either frustration or sublimation.
e |tisasense of righteousness.

o [tisadefense against something we value.

e |tissometimes demonstration of power.

When a person gets very angry and cannot expressit. It manifest in other forms
like, hypertension, headache, ulcers, asthma etc. Thus it is always better to
ventilate our angry rather than bottling up.

The general method employed to the feeling of anger express is displacement.
Many people make certain other people or objects the scapegoat of their anger.
Thuswe find that we do not know how to manage our feelings and expressthem

appropriately.

Let us turn our attention to the issue of managing anger. Anger has both
constructive outcome and destruction outcome. For e.g. when amanager expresses
anger on his employees, there are chances that the employees will work toward
completing the task. In the other hand, if this same manager becomes violent,
using abusive language and frequently harasses the empl oyeesthen an opposition
builds up and the employees may not cooperate with him/her and also protest
against the completion of the task. Thus, one should know how to use anger to
the optimum level and turn it into a positive outcome.

Positive Outcome: Anger helps usto move toward aspecific action, by helping
usto identify the problem and lead towards problem-sol ving and decision making.
It also helps usto maintain asense of virtue and righteousness. It further helpsus
to provide justification to the beliefs that we value and uphold.

Tips for Managing Anger: Do not attack the personality of the person and
describe the behaviour of the person which has caused the anger by using ‘I’
responseinstead of using ‘you’ response. For e.g, when an employeeis showing
inappropriate behaviour at the job and if you want to check him/her.

Negative expression: You make me anger, you are clumsy, you do not follow
theinstructions correctly etc.

Positive expression: | am angry because of the way you are doing the job.

Thus when we attack a person you are putting a person into defense and by
insulting him/her you are blocking histhinking and the communication is cut off
because you already put him into a negative mind set. Instead when you explain
with some patience and give him clear instructions and ensure that he/she has
understood what you want him/her to do then that person will develop more
enthusiasm towards the work and will also respect you. Next time when he/she
has difficulty he/she will approach you to clarify his’her doubt.

Further, we should reconcile and forgive people and work out a mutual
understanding for our future relationships.



Anger is considered as energy and if managed and directed correctly we can
reach great heights. It helpsimmensely when oneisjoyful; it has great effect on
our life.

48 TIME MANAGEMENT

Theterm Time Management is misnomer. You cannot manage time; you manage
the eventsin your lifein relation to time. You may often wish for more time but
you only get 24 hours, each day. How you use that time depends on skillslearned
through self analysis, planning, evaluation, and self-control.

Much like money, time is both valuable and limited: it must be protected, used
wisely, and budgeted. People who practice good time management techniques
often find that they:

e  Aremore productive,

e Havemoreenergy for thingsthey need to accomplish,

o Feel lessstressed,

e Areableto do the thingsthey want,

e  Get morethings done,

e Relate more positively to others, and

e  Fed better about themselves (Dodd and Sundheim, 2005).

Finding a time management strategy that works best for you depends on your
personality, ability to self motivate and level of self discipline. By incorporating
some, or al of the ten strategies below, you can more effectively manage your
time.

Keeping atimelog is a helpful way to determine how you are using your time.
Start by recording what you are doing for 15 minute intervalsfor aweek or two.
Evauatetheresults. Ask if you did everything that was needed; determine which
tasks require the most time’ determine the time of day when you are most
productive; and analyse where most of your timeisdevoted job, family, personal,
recreation, etc. Identifying your most time-consuming tasks and determining
whether you are investing your time in the most important activities can help
you to determine a course of action. In addition, having a good sense of the
amount of timerequired for routinetasks can help you bemoreredlisticin planning
and estimating how much time is available for other activities.

48.1 Set Priorities

Managing your time effectively requires adistinction between what isimportant
and what isurgent. But focusing on important activitiesallowsyou to gain greater
control over your time and possibly reduce the number of important tasks that
do become urgent. One of the easiest waysto prioritizeisto makea*“to do” list.
Whether you need a daily, weekly or monthly list depends on your lifestyle.
Rank the items on your “to do” list in order of priority (both important and
urgent). Keep in mind that your goal isnot to mark off the most items; rather you
want to mark off the highest priority items. Having aprioritized ‘to do’ list allows
you to say ‘no’ to activities that may be interesting or provide a sense of
achievement but do not fit your basic priorities.
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4.8.2 UseaPlanning Tool

Time management experts recommend using apersonal planning tool toimprove
your productivity. Writing down your tasks, schedules, and memory joggers can
freeyour mind to focuson your priorities. Some reminderswhen using aplanning
tool are:

Always record your information on the tool itself. Jotting notes el sewhere that
have to be transferred later isinefficient.

e  Review your planning tool daily.
e  Carry your planning tool with you.

e  Remember to keep alist of your prioritiesin your planning tool and refer to
it often.

e  Synchronise electronic planners with your computer and recharge the
batteriesin your planner on aregular basis.

e  Keep aback-up system.
483 Get Organised

Professional organisersrecommend that you first get rid of the clutter. Basically
you have 5 options for handling information:

e Throw it away, deleteit, or otherwise get rid of it.
e Delegateit; giveit to someone else to do, file, or respond.
e Actonityourself. Then throw it away or fileit.

e Fileit temporarily until it needs action or until additional information is
received. Follow-up: a ‘tickler’ file can be useful for holding temporary
information.

e Fileit permanently where you can easily find it later.

4.8.4 Schedule Your TimeAppropriately

Good scheduling requires that you know yourself. Using your time log, you
should have determined those times during the day when you are most productive
and alert. Plan your most challenging tasks for when you have the most energy.
Block out time for your high priority activities first and protect that time from
interruptions. Try to limit scheduled time to about 3/4"s of your day, leaving
time for creative activities such as planning, dreaming, thinking, and reading.

4.85 Delegate: Get Help from Others

Delegation means assigning responsibility for atask to someone el se, freeing up
some of your time for tasks that require your expertise. Delegation begins by
identifying tasks that others can do and then selecting the appropriate person(s)
to do them. You need to select someone with the appropriate skills, experience,
interest, and authority needed to accomplish the task. Be as specific as possible
in defining thetask and your expectations, but allow the person some freedom to
personalise the task. Occasionally check to determine how well the person is
progressing and to provide any assistance, being careful not to take over the
responsibility. Finally, don’'t forget to reward the person for ajob well done or
make suggestions for improvements if needed.



4.8.6 Sop Procrastinating

You may be putting off tasks for a variety of reasons. Perhaps the task seems
overwhelming or unpleasant. Try breaking down the task into smaller segments
that require less time commitment and result in specific, realistic deadlines. If
you' re having trouble getting started, you may need to complete a preparatory
task such as collecting materials or organising your notes. Also, try buildingina
reward system as you complete each small segment of the task.

4.8.7 Manage External Time Wasters

Your time may be impacted by external factors imposed by other people and
things. You can decrease or eliminate time spent in these activities by
implementing some ssimple tips:

o  Keep your telephone conversations crisp
e  Entertain visitors by scheduling appointments.
e Beontimeto meeting and discuss a prepared agenda.

e Get aside specific time for viewing and responding to your mails and
e-mails.

e Family obligations should be scheduled according to the available time.

4.8.8 Avoid Multi-tasking

Recent psychological studies have shown that multi-tasking does not actually
savetime. Infact, the oppositeis often true. You lose time when switching from
one task to another, resulting in a loss of productivity. Routine multi-tasking
may lead to difficulty in concentrating and maintaining focus when needed.

489 Say Healthy

The care and attention you give yourself is an important investment of time.
Scheduling timeto relax, or do nothing, can help you rejuvenate both physically
and mentally, enabling you to accomplish tasks more quickly and easily. Learn
to manage time according to your biological clock by scheduling priority tasks
during your peak time of day, the timeyour energy level and concentration are at
their best. Poor time management can result in fatigue, moodiness, and more
frequent illness. To reduce stress, you should reward yourself for a time
management success. Take timeto recognisethat you have accomplished amajor
task or challenge before moving on to the next activity.

Regardless of the time management strategies you use, you should take time to
evaluate how they have worked for you. Ask yourself afew simple questions:
Do you have a healthy balance between work and home life? Are you
accomplishing the tasks that are most important in your life? Are you investing
enough time in your own personal wellbeing? If the answer is “no” to any of
these questions, then reconsider your time management strategies and select ones
that work better for you. Remember that successful time management today can
result in greater personal happiness; greater accomplishments at home and at
work, increased productivity, and amore satisfying future.
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49 OTHER TRAINING PROGRAMMES

Besides the above mentioned training programmes, the organisation can also
offer programmes in leadership training, motivation, change in attitudes,
counselling to enhance personality and remove irrational fears and beliefs,
Transactional Analysis, conflict management, stress management etc., which can
cater to theindividual employee’s need for optimum adjustment. These aspects
are dealt in length and many books are available on the internet. If al of them
have to be discussed, this unit would become very lengthy. Therefore some of
the ones essentially needed in organisations have been considered and discussed
in the following paragraphs.

I nter per sonal Skills: Employee’ swork performance dependson their ability to
interact effectively with their coworkers and their boss. Thus, for effective
interaction employees should learn to be better listeners, communicatetheir ideas
more clearly and become an effective team player.

Problem solving Skills: When non-routinejobs haveto be performed, managers
and employees alike have to solve problems on their jobs. This ability is quite
scarce in people and they require to participate in the problem solving training.
The activities included here are to sharpen the logic, reasoning and problem-
defining skills as well as the ability to assess causation, develop alternatives,
analyse alternatives and select solutions. Problem solving training hasbecomea
basic part of almost every organisational effort to introduce self managed teams
or implement quality management programmes.

Ethics Training: The question whether ethics can be taught has been posed by
critics because ethicsin most of us are established in the early age itself and we
carry our value system to the work. But critics have aso pointed out that our
values are learned and changed after childhood and even if they didn’t, ethics
training would be effective because it helps employees to recognise ethical
dilemmas, become more aware of the ethical issues underlying the actions and
reaffirm an organisation’s expectations that memberswill act ethically.

49.1 Evaluation of a Training Programme

The specifications of valuesform abasisfor evaluation. The basis of evaluation
and the mode of collection of information necessary for evaluation should be
determined at the planning stage itself. The process of training evaluation has
been defined as “any attempt to obtain information on the effects of training
performance and to assess the value of training in the light of that information”.
Evaluation helpsin controlling and correcting the training programme. Hamblin
suggested fivelevelsat which evaluation of training can take place, viz., reactions,
learning, job behaviour, organisation and ultimate value.

Reactions: Trainee' sreactionsto the overall usefulnessof thetraining including
the coverage of the topics, the method of presentation, and the techniques used
to clarify things. Potential questions to trainees might include:

e  What were your learning goals for the programme?
e Didyou achieve them?
e Didyou like this programme?



e Would you recommend it to others who have similar learning goals?
e  What suggestions do you have for improving the programme?
e  Should the organisation continue to offer it?

L ear ning: Training programme, trainer’sability and trainee’ sability areevaluated
on the basis of quantity of content learned and time in which it is learned and
learner’s ability to use and apply the content learned.

Job behaviour: This evaluation includes the manner and extent to which the
trainee has applied hislearning to hisjaob.

Organisation: Thisevaluation measuresthe use of training, learning and change
in the job behaviour of the department/organisation in the form of increased
productivity, quality, morale, salesturnover and the like.

Ultimate value: It isthe measurement of ultimate result of the contributions of
thetraining programmeto the company goalslike survival, growth, profitability,
etc. and to theindividual goalslike development of personality and social goals
like maximizing social benefit.

4.9.2 Decision Pointsin Planning Training Evaluation

John Dopyera and Louise Pitone identified eight decision points in planning
training evaluation. They are:

Should an evaluation be done? Who should evaluate?

What is the purpose of evaluation? There are mainly two purposes of doing
evaluation. They arejustification eval uation and determination evaluation . These
purposes include training needs assessment, programme improvements and
impact evaluation.

What will be measured? The focus of the evaluation will be on training and
delivery, programme content, materials, impact of training onindividual sthrough
learning.

Behaviour or performance change. Learning can be measured through pre-test
and post-test. Evaluate the effects of training after the trainee returnsto the work
place, using changes in between or the work results as indicators.

How comprehensive will the evaluation be? The scope or the duration and
comprehensiveness of the valuation is influenced by the available support,
communication and evaluation purpose.

Who hasthe authority and responsibility? Thiswill be determined by the factors
like personnel, credibility of internal staff, communication, objectivity of internal
staff to do an evaluation and regardless of results.

What are the sources of data? The most common sources of evaluation dataare
reactions, opinions and/or test results of the participants, managers, supervisors
production records, quality control, financial records, personnel records, safety
records, etc.

How will the databe collected and complied? Data can be collected beforetraining
for needs analysis or pre-testing purpose, during training programmes to make
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improvements along the way and after training for evaluation. Next step is
selection of treatment or control group and determination of nature of samples.
Data can be complied either m85anually or by computers.

How will the data be analysed and reported? First reporting issue is concerned
with audiences like participants or trainees, training staff, managers, customers
etc. second and third issues are concerned with analysisand results and accuracy,
policies and format respectively.

4.9.3 Methods of Evaluation

Various methods can be used to collect data on the outcomes of training. Some
of these are:

Questionnair es. Comprehensive questionnaires could be used to obtain opinions,
reactions, views of trainees.

Tests: Standard tests could be used to find out whether trainees have learnt
anything during and after thetraining

Interviews: Interviews could be conducted to find the usefulness of training
offered to operatives.

Studies: Comprehensive studies could be carried out eliciting the opinions and
judgments of trainers, superiors and peer groups about the training.

Human resour cefactors: Training can also be eval uated on the basis of employee
satisfaction, which in turn can be examined on the basis of decreasein employee
turnover, absenteeism, accidents, grievances, discharges, dismissals, etc.

Cost benefit analysis: The costs of training (cost of hiring trainers, tools to
learn, training centre wastage, production stoppage, opportunity cost of trainers
and trainees) could be compared with its value ( in terms of reduced learning
time, improved learning, superior performance) in order to evaluate a training
programme.

Feedback: After the evaluation, the situation should be examined to identify the
probable causes for gaps in performance. The training evaluation information
(about costs, time spent, outcomes, etc.) should be provided to the instructors,
trainees and other parties concerned for control, correction and improvement of
trainee’s activities. The training evaluator should follow it up sincerely so asto
ensure effective implementation of the feedback report at every stage.

410 LET USSUM UP

Asyou have by now understood that human resource planners are attempting to
addressthe short term needsto fulfill their long term goals. By providing training
in various aspects, the organi sations are maximizing performance and minimizing
dissatisfaction and stress. Thisway they are attempting to enhance the skillsand
abilities and retain valuable employees to meet the demands of the business
world. There is a growing awareness on the part of the organisation that
productivity must beimproved, through quality and innovation which would be
possible only when the employees are satisfied and involved with the work.



Human resource planners are being challenged to devel op packages of practices
that fit the unique needs of their organisations and contribute to effectiveness.

411 UNIT END QUESTIONS

1) What is short term training? Delineate and explain the various training
programmes that can be planned for employees of organisation.

2) What isassertive training?

3) What are six sigmainterventions?

4.12 GLOSSARY

Cross-Cultural Training :

Diversity Training

I nterim Staff

Team

Six Sigma

Imparted to expatriates who are delegated on
overseas assi gnments.

Enhancing the skills of dealing with different
work groups and shedding away stereo types.

When the organisation hasto meet some seasonal
demands and wantsto avoid over head coststhey
engage agentsto help theminits productionsand
other activities.

A group of people with complementary skill
whose output increases above the sum of inputs.

This is a method of coming close to the target
produce without much deviation or wastage.
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