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TOPIC 1 

 

NATURE OF HUMAN RESOURCE MANAGEMENT 

 
HUMAN RESOURCE MANAGEMENT DEFINED 

 

A study group of managers of Great Britain defined HRM as the part of process of 

management which is specifically concerned with the people employed in an 

organization. Its purpose is to establish and maintain sound personnel relations at all 

levels of organization and to secure its effective use of personnel by ensuring such 

conditions of employment as well enable all persons in the enterprise to contribute 

most effectively to its purpose in the performance of their duties, as well as to attain 

those personal and social satisfaction which they tend naturally to seek within their 

working environment. Human resource management has been defined by (Gary D. 

2008), as ― the policies and practices involved in carrying out the ―people‖ or human 

resource aspect of management position, including recruiting, screening, training, 

rewarding and appraising‖. We can therefore conclude that human resource 

management is the process of acquiring the right number and type of workers, 

training, appraising and compensating employees, attending to their labor relations, 

health and safety. 

 

WHY HUMAN RESOURCE MANAGEMENT IS IMPORTANT TO ALL 

MANAGERS 

 
It is assumed that all managers have a keen interest in human resource management. 

In other words every manager in any one given organization can not do without 

human resource management function. May we can explain this by listing down some 

of the personnel mistake that you would not want to make while managing.  

 

NATURE OF HRM 

 

a) People-Centered: 

Human beings are diverse in every aspect. Therefore all people in the organization 

should e treated and motivated differently so as to make them contribute their utmost 

to the organizational effort 

 

b) Recognition as a total Human Being: 

Individuals working in an organization contribute to it through their work, talent, 

drive etc. yet it is not possible to employ only a person‘s skill, talent or such other 
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characteristics. A whole person is to be employed because his characteristics are 

inseparable. 

 

c) Human Dignity: 

Human beings can not be equated with other factors of production. They represent 

the freest creation of nature and expect and deserve to be treated with respect and 

dignity.  

 

d) Multi-disciplinary: 

Human beings are rather unpredictable n their behavior in organizations. Such 

unpredictability of their behavior arises from their deep-seated needs and value 

systems. To understand human behavior, personnel management seeks to achieve this 

by adopting multi-disciplinary approach drawing heavily on the theory and practice 

of economics, sociology, psychology etc. 

 

 

e) Extended scope 

Personnel management is concerned with the people employed in an organization but 

it doesn‘t confine itself to affording personal and social satisfaction to employees of 

an organization. It views an individual as a total person and not merely in terms of his 

skills, talent or knowledge. It seeks to make him a better person, besides a better 

employee so that he can be able to contribute fully to the society of which he is part 

of. 

f) Continuous exercise 

To be productive as desired results, personnel management has to be practiced on a 

continuous basis. Personnel management requires a constant alertness and awareness 

of human relations and their importance in everyday operations. 

 

g) Personnel might as profession 

A profession may e defined as an occupation based upon specialization in intellectual 

study and training, the purpose of which is to supply skilled service or advice to 

others for a definite fee or salary. It is a service occupation and therefore useful to the 

society. 

 

OBJECTIVES OF PPERSONNEL MANAGEMENT 

1. Social objective 

a. Provision of employment opportunities 

b. Better productivity 

c. Maximum material  and mental satisfaction to workers 

d. Healthy human relations and social welfare 

 

2. Personal objective 
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a. Adequate remuneration 

b. Job security 

c. Facilities for proper training and development 

d. Increased job satisfaction 

e. Opportunities for advancement 

 

3. Enterprise objective 

a. Recruit competent employees 

b. Maintain satisfied/motivated employees 

c. Retain productive employees 

 

4. Union objective 

This requires utmost fact and caution, particularly in maters concerning recognition 

of representative unions, formulation of personnel policies in consultation with them, 

and creation of an atmosphere where they are obliged to practice self discipline and 

co-operate with management 

 

FUNCTIONS OF HUMAN RESOURCE MANAGERS 

Personnel management involves in two types of functions 

A. Managerial functions 

I. Planning : 

Planning means looking ahead and to provide for an uncertain future. It means 

determining the personnel objectives, policies and programmes in advance. It aims at 

making sure that the organization has adequate number of persons, rightly placed so 

that they are able to efficiently contribute to accomplishment of enterprise objectives. 

II. Organization 

The organization structure should clearly lay down the inter-relationship between 

persons, job and physical factors. Every person should be made to know the 

requirement of his job, how his job is related to other jobs, what types of relations he 

should have with his immediate superiors and subordinates and what channel of 

communication should be followed. This is normally done by top level management 

in conjunction with personnel office. 

III. Direction  

Proper direction and motivation is provided by issuance of appropriate order and 

instructions to workers at various levels. Orders should be complete, precise, to the 

point and easy to understand. 

IV. Controlling  

This is to see to it that the performance at each level is as per the plan. It involves 

establishing reasonable and attainable standards, levels of performance expected of 

workers and effective feedback i.e. comparison and evaluation of performance, 

discovery of deviation and *citations of necessary corrective action. 
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i. Operative function-Procurement, Development, Remuneration or compensation, 

Integration, Maintenance 

 

JOB ANALYSIS 

The purpose of this topic is to show you how to analyze a job and write job 

descriptions. We will see that analyzing jobs involves determining in details what the 

job entails and what kind of people the organization should hire for the job. 
Basic Terminology 
The simplest unit of work is the micromotion.  A micromotion involves a very elementary 

movement such as reaching, grasping, positioning or releasing an object.  An aggregation of 

two or more micromotions forms an element.  An element is a complete entity such as 

picking up, transporting and positioning an item.  A group of working elements makes up a 

work task.  Related tasks comprise the duties of a job.  Duties when combined with 

responsibilities (obligations to be performed) define a position.  A group of positions that are 

identical with respect to their major tasks and responsibilities form a job. A job may be held 

by more than one person whereas a position cannot. 

 

Job analysis defined 

A job may be defined as a collection of duties, tasks, and responsibilities which as a 

whole is regarded as a regular assignment to individuals and employees. Therefore 

job analysis can be defined as a detailed and systematic study of information relating 

to the operations and responsibilities of a specific job it is the process of determining, 

by observation and study and reporting pertinent information relating to the nature of 

a specific job. It is the determination of tasks which compromise the job and of the 

skills, knowledge, abilities and responsibilities required of the worker for successful 

performance and which differentiates one job from all others. (Edwin B. Flippo) 

The basics of job analysis 

A well done job analysis will give you information used for writing job descriptions 

(a list of what the job entails) and job specifications (what kind of people to hire for 

the job). Job analysis tries to answer the following: 

 What is the employee doing in a job? 

 How is he doing the job? 

 What tools are employed in the job? 

 How is the job understudy related to other jobs? 

 What skills, ability, qualification are needed to perform the job? 

 How do we determine the requirements for measuring employees‘ performance? 

(Performance standard.) 

 What are the operational procedures adopted, what are the safety hazards faced, how 

is the line of authority and responsibility to be classified? 

In the process of answering the above questions, the human resource specialist would 

collect one or more of information. 
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 Work activities. The human resource specialist would first collect information about 

the job‘s actual work activities. This includes how, why and when the workers 

performs each activity. 

 Human behaviors.  He would also collect information about human behavior which 

is needed to perform a particular job activity. For example, communicating, deciding 

and writing. 

 Machines, tools, equipment and work aids. This category includes information 

regarding tools used, material processed, knowledge dealt with and applied (such as 

finance or law), and service rendered (such as counseling or repairing) 

 Performance standards. These are the standards which are used for performance 

appraisal. Management would also want to know the quality, quantity and level of 

each job duty.  

 Job context. This includes information such as matters as physical working 

conditions, work schedule, and the organizational and social context. For example the 

number of people the employee would normally interact with. 

 Human requirement. This includes information regarding the job‘s human 

requirement, such as job related knowledge or skills (education, training, work 

experience) and required personal attributes (aptitudes, physical characteristics, 

personality, interests). 

Job analysis is the cornerstone of all human resource functions.  Data obtained from 

job analysis produces the following information about a job: 

 Overall purpose – why the job exists, and in essence, what the jobholder is expected 

to contribute. 

 Content – the nature and scope of the jobs in terms of the tasks and operations to be 

performed and duties to be carried out i.e. the processes of converting inputs 

(knowledge, skills and abilities) into outputs (results). 

 

 Accountabilities – the results or outputs for which the jobholder is accountable. 

 

 Performance criteria – the criteria, measures or indicators that enable an assessment 

to be carried out to ascertain the degree to which the job is being performed 

satisfactorily. 

 

 Responsibilities – the level of responsibility the job holder has to exercise by 

reference to the scope and input of the job; the amount of discretion allowed to make 

decisions; the difficulty; scale, variety and complexity of the problems to be solved. 

 

 Organizational factors – the reporting relationships of the jobholder, the people 

reporting directly or indirectly to the jobholder and the extent to which the jobholder 

is involved in team. 

 


