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Course description

Human resource planning and policy (HRM 1205)

Concepts of Human Resource Management in the Public and Private

Sectors, including human resource policies and planning, organizational

structure, workforce analysis and forecasting, development of HR action !

plans, recruitment and selection processes, and the monitoring and

evaluation of HR plans to ensure alignment with organizational objectives.



Chapter I: Concepts of Human Resource Management in both Public and Private Sectors.

1. Dave Ulrich
Concept: HR as a Business Partner

Dave Ulrich proposed that:

S Dave Ulrich
“Human Resource Management should not merely perform administrative tasks, but

Co-Founder & Principal
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must serve as a strategic business partner working alongside executives.” e

Key Ideas

® HR must align people management with organizational strategy.

, Professor - Father of Modern HR
® HR plays four major roles:

® Strate giC Partner Professor of Business and Human Resource Management at
the Ross School of Business, University of Michigan,
. . . .
Administrative Expert renowned for his teaching and research on how organizations
¢ Employee Champi()n can create value for customers.
® Change Agent

® People are a key source of competitive advantage.

Summary

Modern HR must contribute to business outcomes, not just manage personnel documentation.



Chapter I: Concepts of Human Resource Management in both Public and Private Sectors.

2. Michael Armstrong

Concept: HRM as a Strategic and Integrated Approach

Michael Armstrong defined HRM as:

“A strategic and integrated approach to managing and developing people in a systematic

29

way.

Key Ideas Michael Armstrong

® People are valuable resources that must be developed.

Michael Armstrong is a best-selling author in HRM in the

°* R processes must be integrated as a system: United Kingdom. His books have sold over one million copies and
have been translated into 21 languages.

Recruitment — Development —> Performance Evaluation —> Compensation

® Focus on commitment rather than control.
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HRM is a systematic approach to managing people to achieve organizational

effectiveness and sustainability.




Chapter I: Concepts of Human Resource Management in both Public and Private Sectors.

3. Gary Dessler
Concept: HRM as a Set of Managerial Functions
Gary Dessler viewed HRM as:

“A set of managerial functions in which managers at all levels must participate.”

Key Ideas

Main HR functions include:

® Workforce planning

® Recruitment and selection

® Training and development

® Performance appraisal

® Compensation and labor relations

Line managers play an important HR role.

Summary

Human resource management is the responsibility of all managers,

not only the HR department.
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Gary Dessler is an internationally recognized scholar and textbook
author in HRM. His work provides both systematic and practical

frameworks widely used in universities worldwide.
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Chapter II: Meaning of Human Resource Management

Human Resource Management (HRM) refers to the systematic process of planning, acquiring, developing,

maintaining, and utilizing personnel within an organization to ensure that employees perform effectively,

experience job satisfaction, and contribute to organizational goals.

Summary

HRM is the management of people as valuable PERFORMANCE

resources aligned with organizational strategy and
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objectives. : RECRUITMENT"
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Chapter III: Evolution of Human Resource Management

1. Pre—Industrial Era

or craft systems.

e R
Wi~ = ® No formal personnel management system.
’ { VA i1 41 4 57

® Close employer—employee relationships.

Core Idea

Workers were viewed as labor, not as strategic resources.



Chapter II: Evolution of Human Resource Management

2. Scientific Management Era

Work was managed systematically using scientific methods, rules, data collection, and analysis to identify the most

efficient way of working.
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Frederick Winslow Taylor

Characteristics

Key Theorist

Frederick Winslow Taylor

Recognized as the “Father of Scientific Management.”
Core Principles

®  Time and Motion Study

®  One Best Way

W Scientific selection of workers

" Development of workers to maximize efficiency
]

Friendly cooperation between management and workers

Emphasis on productivity and efficiency, Job specialization, Incentive wage systems



Chapter III: Evolution of Human Resource Management

3. Human Relations Era

Key Ideas

® Focus on employee feelings, satisfaction, and workplace relationships
® Emphasis on teamwork and interpersonal relationships

® Motivation improves performance

Key Figure

Elton Mayo

Known as the “Father of Human Relations,” based on the Hawthorne

Studies (1927-1932) at Western Electric in Chicago.

Core Findings

Elton Mayo

® Employees are not motivated by money alone.

® Work environment and social relationships affect productivity.



Chapter III: Evolution of Human Resource Management

4. Personnel Management Era
Types of Employee Benefits

N

Benefits Benefits for Lifestyle
for health financial security benefits

Benefits
at work

Working hours
and time off

Retirement and Mobility and
Healthcare . .
pension plans office setup

Skills
development

Work-life
balance

Wellness

Food and
beverages

Financial
growth benefits

Gifts and
activities

Personal
finance benefits

Characteristics
® Formal establishment of personnel departments
® Focus on wages, welfare, discipline, and labor relations

® Emphasis on documentation and legal compliance

1. https://en.wikipedia.org/wiki/United_States_Office_of_Personnel_Management?utm_source=chatgpt.com

2. https://wwuw.aihr.com/blog/types-of-employee-benefits/?utm_source=chatgpt.com



https://en.wikipedia.org/wiki/United_States_Office_of_Personnel_Management?utm_source=chatgpt.com
https://www.aihr.com/blog/types-of-employee-benefits/?utm_source=chatgpt.com

Chapter III: Evolution of Human Resource Management

5. Personnel Management Era

Characteristics
‘ ® Employees viewed as valuable resources
) ) ® Investment in training and development
Training and . U N ® Focus on recruitment, development, performance
Development Iin :
' R evaluation, and career paths
HRM 7
- 1 ® Alignment of employee goals with organizational goals
[ S —— Performance appraisal serves as an important communication
/ Performance 'g:zgadw::h:g';n;w:ﬂ:oew ooooooooo cnmem Il [‘ l\ \\
{— :';"{;;;Ef;;;;;g::.’:;::’rr“;.n., == tool between managers and employees and supports career
Initiative ,;“;:d"::“’b igned duties with littie Or NO SuP ervision [ 1 1 \
/ , i-" e =1 L1\ development.
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| Responsiveness | Handies stressful situations with tact 1 \ | \
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1. https://hrone.cloud/blog/training-development-hrm/?utm_source=chatgpt.com

2. https://bimpos.com/blog/tips-to-perform-employee-performance-evaluation?utm_source=chatgpt.com



https://hrone.cloud/blog/training-development-hrm/?utm_source=chatgpt.com
https://bimpos.com/blog/tips-to-perform-employee-performance-evaluation?utm_source=chatgpt.com

Chapter I11: Evolution of Human Resource Management

6. Strategic Human Resource Management (Strategic HRM)

Strategic HRM aims to achieve competitive advantage by creating value for customers, shareholders, employees,

and other stakeholders and Strategy refers to the organization’s overall action plan for value creation.

STRATEGIC CONTEXT It includes:

® Customer-oriented operations

Business Strategy ‘ . Market Practice
_ ® Organizational policies and procedures
Mission b ® Production/service processes
-.. ..... ._. ...’ ..... -_' . . . .
ision (RN RESOURCES HIUT % v Marketlng activities
W 8 s it ® Financial decisions
Systems ‘%655 Leadership . .
i ® Organizational structure
Promoting Teamwork Performance ¢ Supportlng teChHOIOgieS

® HR practices (recruitment, selection, training, compensation, performance
https://hr.university/shrm/strategic-human-resource-management/?utm_source=chatgpt.com

management)

Key Characteristics ® Legal and regulatory requirements

HR as a strategic partner, Long-term workforce planning, Development aligned with business strategy


https://hr.university/shrm/strategic-human-resource-management/?utm_source=chatgpt.com

Chapter III: Evolution of Human Resource Management

7. Digital & Future Human Resource Management

“Digital & Future Human Resource Management.” It visually represents the
transformation of traditional HRM into a technology-driven and data-oriented strategic

function.

At the center of the image, there is an Al-powered digital assistant displayed on a smartphone
screen, symbolizing the integration of artificial intelligence into HR operations. Surrounding

the central figure are interconnected hexagonal elements that illustrate the core components

of Digital HRM, including:

* HR Analytics — data-driven workforce insights and predictive analysis

* Al in HR — artificial intelligence applications in recruitment and talent management
* Cloud-Based HR Systems — digital HR platforms and HRIS integration

» Data-Driven Decisions — evidence-based HR strategy formulation

* Automation — streamlined administrative and operational processes

* Employee Experience Platforms — technology-enhanced employee engagement

* Employee Experience — focus on human-centered digital environments

Digital & Future

-~ .HUMAN RESOURCE "
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Transformation of HRM through digital technologies, Al, data «

analytics, and automation to enhance strategic decision-making

and employee experience. .

Employee /[ ” - o A~ Data-Driven
Experience it Decisions

Platforms

Employee
Experience

KEY COMPONENTS OF DIGITAL HRM

o
i <-/ Skills-Based Workforce Planning

—A @ Gig & Flexible Workforce Models

@ Al-Human Collaboration

-/—@ Continuous Performance Management

- ﬁ@ Employee Well-Being & Mental Health

. —-@ ESG & Sustainable HR Practices

. @ Ethical Alin HR

————= FUTURE TRENDS IN HRM s—F—

foo) Skills- Based /“‘a\ Gig & Flexible 4@\ Al-Human
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Planning Models

/‘\

t©



Concise Summary: Human Resource Management Policies

Concise Summary: Human Resource Management Policies Human Resource
N o _ Management Policies
Human Resource Management (HRM) policies are formal guidelines that direct how an =
Human Resource Management (HRM) policies &)

organization manages, develops, and supports its employees. They ensure fairness, o 0 einesHhat direct how an

organization manages, develops, and supports
its employees. They ensure fairness,

consistency, legal compliance, and alignment with organizational strategy. consistency, legal compliance, and alignment ¢

with organizational strategy. b - Nt O

Key areas typically include:

® Workforce planning

® Recruitment and selection

Workforce Recruitment

> itm | Training &
PY . planning & selection development
Tralnlng and development Analyze future staffing Attract and hire Enhance employee
needs qualified talent skills

® Performance management

® Compensation and benefits

® 1 ~ Performance Compensation 7 Employee
Employee relatlons Management & Benefits Relgtigns
Assess and improve Offer fair rewards Foster a positive work
performance and perks environment
Overall, effective HRM policies help organizations achieve strategic Effective HRM policies maximize employee
OV performance, engagement, and long-term

sustainability. A\ A
goals by maximizing employee performance, engagement, il

and long-term sustainability.
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