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SUBJECT: HUMAN RESOURCE MANAGEMENT

Module 1: Understanding the Nature

and Scope of HRM

1 Nature of HRM, HRM Functions, Objectives of HRM

Nature of Human Resource Management

Human  Resource  Management  (HRM)  is  a  strategic,  comprehensive  approach  to  managing  an

organization’s most valuable asset—its people. It is not merely an administrative or clerical department;

rather,  it  is  a  continuous,  future-oriented,  and  pervasive  management  function  that  aligns  human

potential with corporate strategy.

Pervasive in Application: HRM is present across all functional levels, operational areas, and

hierarchies of an organization. Every manager, from the executive suite to the factory shop floor,

handles human resources.

Continuous & Dynamic Process: HRM operates non-stop throughout the lifecycle of an enterprise.

It doesn't pause after recruitment; it actively runs through training, evaluation, retention, and

separation.

Strategic Integration: Modern HRM bridges the gap between workforce capability and long-term

organizational goals, shifting human equity from a cost center to a distinct competitive advantage.

Core Functions of HRM

The  operational  duties  of  an  HR department  are  structurally  bifurcated  into  two  major  spectrums:

Managerial Functions and Operative Functions.

• 

• 

• 
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Functional Spectrum Core Operational Activities & Workflows

Managerial Functions • Planning: Forecasting workforce demand and supply metrics to avoid

labor deficits or surpluses.

• Organizing: Designing structural hierarchies, operational

communication lines, and structural job roles.

• Directing: Guiding, motivating, and leading employees toward

achieving targets.

• Controlling: Auditing employee output against standards via appraisal

data. 

Operative Functions • Procurement (Acquisition): Executing job analysis, sourcing

candidates, selection protocols, and onboarding.

• Development: Designing continuous training frameworks,

management development, and career path mappings.

• Compensation: Managing wage structures, performance bonuses,

non-monetary incentives, and fair benefits.

• Integration: Resolving employee grievances, industrial relations, and

aligning organizational culture.

• Maintenance: Providing physical safety frameworks, healthcare

programs, and employee retention strategies. 

Objectives of HRM

HRM operations  are  guided  by  four  macro-level  strategic  objectives  designed  to  maintain  balance

across internal and external stakeholders:

Societal Objectives

Ensuring compliance

with legal, ethical, and

environmental

mandates, such as

equal opportunity

employment laws and

local labor welfare

codes.

Organizational

Objectives

Recognizing that HRM

exists to support

corporate performance

and achieve primary

organizational goals.

Functional

Objectives

Maintaining the HR

department’s

contribution at a

level appropriate to

the organization's

unique operational

needs.

Personal

Objectives

Assisting employees

in achieving their

personal goals to

maximize

performance,

employee

satisfaction, and

workforce retention.
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2 HRM Models: Harvard, Guest, Warwick, Ulrich Models

Analytical  models  provide  a  conceptual  framework  for  understanding  how  HR strategies  influence

corporate performance and employee engagement metrics.

1. The Harvard Model (Beer et al.)

The Harvard Model views HRM as an open, adaptive system that integrates multiple stakeholders. It

positions HR as a strategic choice rather than an administrative necessity.

Stakeholder Interests: Recognizes that shareholders, management, employees, unions, and the

government all exert influence over HR policies.

Situational Factors: Elements like labor market forces, business strategies, management

philosophies, and technology shape HR decisions.

HR Policy Choices: Management can select specific configurations for employee influence, human

resource flows, reward systems, and work design.

Long-term Consequences: Aligns policy choices to drive positive long-term outcomes for individual

well-being, organizational effectiveness, and societal welfare.

2. The Guest Model

Formulated by David Guest, this model assumes that a specific sequence of integrated HR practices

leads to superior financial and operational performance.

The Operational Chain: Input Strategy ➔ HR Practices ➔ HR Outcomes ➔ Behavioral Outcomes ➔

Performance Outcomes ➔ Financial Results.

The model argues that key outcomes—specifically **High Commitment, High Quality, High Flexibility,

and Strategic Integration**—are necessary to transform standard workforce effort into bottom-line

corporate profitability.

• 

• 

• 

• 
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3. The Warwick Model (Hendry & Pettigrew)

Developed at the University of Warwick, this model emphasizes how changes in macro-environmental

contexts affect HR structures over time.

Outer Context: Analyzes macro forces like economic shifts, political-legal dynamics, and socio-

technological trends.

Inner Context: Evaluates internal factors such as corporate culture, leadership styles, structural

politics, and task technologies.

HRM Context & Content: Connects the inner and outer contexts to shape the business strategy,

which in turn defines the HR strategy and structural content.

4. The Ulrich Model (Dave Ulrich)

Dave Ulrich shifted the focus of HR from its function to its business deliverable. He proposed that HR

professionals must operate across four distinct, simultaneous roles to act as true business partners:

Role Quadrant Core Focus Area Operational Deliverable & Contribution

Strategic Partner Aligning HR with

Strategy

Translating high-level business goals into

actionable workforce capabilities.

Administrative

Expert

Managing

Infrastructure

Re-engineering HR processes, payroll systems,

and digital platforms to maximize efficiency.

Employee Champion Managing Workforce

Contribution

Representing employee interests, improving

engagement, and building human equity.

Change Agent Managing

Transformation

Guiding the organizational culture through

structural changes, M&As, or technological

upgrades.

• 

• 

• 
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3 Personnel Policies and Principles

Personnel Policies

Personnel  Policies  represent  the  formal  system of  written  principles  and  guidelines  established  by

management to direct decisions regarding workforce operations. They establish standard boundaries for

action, ensuring consistency, equity, and predictability across all functional departments.

Key  Strategic  Benefits: They  prevent  arbitrary  managerial  favoritism,  reduce  internal  workplace

conflict, provide clear operational paths for resolving grievances, and ensure alignment with national

labor codes.

Foundational Principles of HRM

HR operations rely on core ethical and strategic principles to guide long-term workforce management:

Principle of Individual Development: Providing training and alignment opportunities to help every

employee maximize their personal potential.

Principle of Scientific Selection: Deploying standardized, data-driven assessment metrics to

ensure the right person matches the right job profile.

Principle of Free Flow of Communication: Structuring transparent, multi-directional channels for

feedback, ideas, and directives between management and employees.

Principle of Fair Remuneration: Designing compensation frameworks that maintain internal equity

and external market competitiveness.

Principle of Dignity of Labor: Treating every employee with respect, regardless of their role or

position in the organizational hierarchy.

4 Jobs in HRM, Internal & External Forces

Jobs and Career Paths in HRM

The modern HR ecosystem features specialized roles that address different aspects of human capital

management:

HR Generalist: A broad role handling a variety of day-to-day HR functions, including recruitment

support, employee relations, payroll verification, and compliance checks.

• 

• 

• 

• 

• 

• 
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HR Specialist: Focuses on a single dedicated discipline within the HR domain, such as: 

Talent Acquisition Specialist: Manages employer branding, candidate sourcing, and selection

frameworks.

Compensation & Benefits Analyst: Researches market data to optimize wage structures and

reward programs.

Learning & Development (L&D) Manager: Designs corporate training paths and skill-

enhancement initiatives.

Chief Human Resources Officer (CHRO): An executive-level leader who coordinates with the C-

suite to integrate HR planning with the organization's overarching business strategy.

Environmental Forces Affecting HRM

HR planning  must  continuously  adapt  to  shifts  in  both  internal  organizational  and  external  market

environments.

Internal Environmental Forces: Factors within the company's direct control,  including corporate

culture, financial health, internal labor unions, executive leadership styles, and business strategies.

External Environmental Forces: Macro factors outside the company's direct control that require

proactive adaptation, such as economic indicators, labor market trends, national legal regulations,

socio-cultural shifts, and rapid technological changes (e.g., AI adoption).

5 Skills for HR Professionals, Line Manager

Core Skills for Modern HR Professionals

To operate effectively under modern business models, an HR professional must develop a balanced set

of technical and interpersonal skills:

Business Acumen: Understanding the company's financial metrics, operational models, and market

challenges to ensure HR strategies support the bottom line.

People Analytics: The ability to leverage workforce data, predictive metrics, and digital platforms to

make informed, objective decisions about talent management.

• 

◦ 

◦ 

◦ 

• 

• 

• 
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Emotional Intelligence (EQ): Critical for navigating complex workplace conflicts, managing

employee anxieties, and building a supportive corporate culture.

Ethical Navigation: Maintaining confidentiality, fairness, and legal compliance across all employee

interactions and organizational policies.

The Evolving Role of the Line Manager in HRM

A key trend in modern corporate design is the decentralization of traditional HR duties, shifting day-to-

day workforce management closer to front-line operations.

A Line Manager is a functional head who directly oversees an operational team and is responsible for

its  immediate  output  (e.g.,  a  Sales  Manager  or  Production  Supervisor).  While  the  corporate  HR

department  sets policies and frameworks,  the Line Manager executes HR practices directly  on the

ground:

Executing regular performance evaluations and providing immediate feedback.

Coaching, mentoring, and managing the day-to-day engagement of team members.

Identifying skill gaps within the team and recommending targeted corporate training.

Addressing and resolving initial employee grievances before they escalate to formal HR disputes.

The Strategic Partnership: Successful workforce management relies on cooperation between HR

specialists (who design corporate policies, tools, and compliance frameworks) and line managers

(who apply those frameworks directly to daily team operations).

End of Module 1 • Human Resource Management

• 

• 

• 

• 

• 
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