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CHAPTER 2.

Strategic Human Resource
Management

Involves the development of a consistent, aligned cciiection of
practices, programs, and policies to facilitate 1122 achievement of the
organization’s strategic objectives.
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¢ Shori-term mentalily /focus on curr et perforiance

® Inability of HR 1o think strategicaliy

¢ Lack ol appreciation ol whar HR can ~oatiibute

* Failire to understanc. ceneral manazae's role as an HR manager
* Difficulty in quant.ving meny 212 outcomes

* Perception o ioonan asse's as higher risk invesunents

¢ Incentives 1or chaage *hat might arise
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* Effective management of siaifing, retent’ oo, and turnover through
selection of employecs “na fit with boch scraregy and culture

¢ Cost-cttective utization of eninoe vees through investment in
identified huwinoe capital wich potential for high retention

e Integred PR progi woand policies that clearly follow [Tom
COTNOTA STFATCZY
* Soctation of change and adaptation through a flexible, more
Aynamic arganization

* Tighter focus on customer needs, key and emerging markets, quality
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Reading 4.1: HR and Organizational Excellence

HR can help deliver organizational excellence by:
= Becoming a partner with senior and line mar.aj=i;in strategy execution.

= Becoming expertin the way work is organized, delivering administrative
efficiency to ensure that costs are red ovel while quaiity is maintained.

= Becoming a champion for emploe=s, reprezening their concerns to senior
management and working tc i»crease eriplcyee contributions.

= Becoming an agent of cohinuous transformation by shaping processes and
organizational culture

Reading 4.1: Five Critical Business Challenges

Globalization
Profitability throuah Growth
Technology
Imellectual Capital

Change, Change, and More Change

_Reading 4.1: HR as Strategy Execution Partner

HR is responsible for defining an organizational stiuciure as the model
for the company's way of doing business.

HR must be accountable for conducting <n organizational audit.

HR is to identify methods to renciva.e part of (hie organizational
architecture.

HR must take stock of its own waoils and set clear priorities.

Reading 4.1: HR and Organizational Culture

HR can help bring about a cultural change by:

= Defining and clarifying the concept of culturai “hange.
= Articulating why cultural change is central to busin ess success.

= Defining a process for assessing the curert culti= and the desired new
culture, as well as measuring the gar. betweai e two.

= ldentifying alternative approzches to ci2atiag culture change.




Reading 4.3: Analyzing Dysfunctional Cultures

Which components of the culture are misaligned:

What priorities should be assigned each of 11« gaps between what the
culture is and what people feel that it should be?

What resources are needed and hovy shou!c they be used to change the
culture?

How should the chanre etfort b» nianaged and who does what?

What role should bR stratezy play in signaling, making and reinfarcing
the necessary changes?




