Chapter 12- LINKING EFFECTIVE HR MANAGEMENT TO PROFITS

Ex. 12.1- In carrying out the role of a strategic partner with top management, the senior HR professional has three tasks: (1) to assure that HR issues and the implications of various proposals are considered fully; (2) to establish HR goals and action plans (strategies) to support general business strategies; and (3) to work with line managers as principal clients to ensure that established action plans are actually implemented.


With respect to (1) above, some key issues include the nature of business-government relations in the Eastern European countries in question, country-specific labor laws, the characteristics of industrial relations systems in these countries and the characteristics of local and regional labor markets (i.e., availability of skilled, semi-skilled, and unskilled labor).


Assuming that the company does decide to exploit this new market, some strategic HR initiatives might include the following: (1) development of an HR planning system to guede staffing (numbers, skills mixes) in each country of interest, (2) retention of local labor law expertise in each country to advise the parent company, (3) procurement of compentsation surveys (to determine “going rates of pay”) for the countries and labor markets of interest to top management, (4) development of orientation and training programs for new workers, and (5) communication to line managers of specific services HR can provide to them (e.g., help in interviewing or testing prospective new hires, help in establishing pay plans for different types of jobs, help in conflict resolution).

Ex. 12.2- The objective of a strategy of innovation is to develop products or services that differ from those of competitors.  Short-term HR activities that will facilitate such a strategy include selecting highly skilled individuals, giving employees considerable discretion in how they do their work, using minimal controls, providing resources for experimentation, allowing (and perhaps even rewarding) occasional failure, and appraising performance for its long-run implications.


Thus, an innovation strategy requires a long-term orientation that focuses on the personal and professional development of employees.  HR activities that are consistent with this strategy include emphasizing long-term needs in training programs for managers, and offering training to all employees.  Other HR initiatives that are consistent with such a long-term orientation include the establishment of EAPs and wellness programs that encourage the development of healthy lifestyles.

Ex. 12.3- The development of electronic shopping malls could impact competitive strategy in a variety of ways.  Primarily, it requires competitors to emphasize speed as a competitive strategy.  This is made somewhat obvious not only by the success of Dell Computer in implementing such a strategy, but also by the fact that the basic reason why electronic shopping malls exist at all is because they provide a faster, more convenient alternative to shopping in more traditional fashion.  Thus HR tactics consistent with the emphasis of a speed strategy will become more and more appropriate as this environment develops, and firms involved in this market will have to be structured in a fluid, networked manner.


Additionally, cost-reduction and and innovation strategies will have to supplement the speed strategy.  In an e-commerce environment, differences in price and nature (e.g. shape, purpose etc…) of products are more readily apparent than in a more spread-out, traditional shopping environment.  Hence, since customers will be better able to make decisions based upon an assessment of both novelty and price, the penalty for failure to achieve some success in these areas will likely be quite high.  Lastly, as in other competitive environments, a reputation for quality will bolster a company’s sales figures.

Ex. 12.4- A cost-reduction strategy suggests that the following HR initiatives should be considered: tight fiscal and managerial controls, minimization of overhead, and pursuit of economies of scale.  Each of these strategies must be pursued in the context of the management of an airline.  If the airline is not unionized, it might also be possible to make use of more part-time workers and subcontractors, to reduce the labor requirements of some jobs through automation, and to promote greater flexibility in the work force through flexibility in job assignments.
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