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Week 1 HRM
Purposes and scope of human resource management in Australia
➢ Managing people with employer and employee relationship
➢ Effective and productive use of people achieve organisations strategic and
business objective goals
➢ Creation of a competitive advantage through labour
➢ Resolve issues including
▪ Require quantity and quality of employees
▪ Effective strategies in attracting, choosing and efficiently in cooperating
employees into the organisation
▪ Keeping good employees productive, satisfied and motivated to contribute to
organisational growth and effectiveness
Development of HRM in Australia- influences, issues, theories
➢ Stage one: welfare and administration (1900-1940s)
▪ Personnel functions performed by supervisors, line managers and specialists
(e.g. recruitment officers, trainers, welfare officers)
▪ In Australia personnel functions restricted to administrative areas (e.g.
wage/salary, records, minor disciplinary procedures end employee welfare
activities)
➢ Stage two: welfare, admiration, staffing and training (1940s- mid 1970s)
▪ Specialist and professional approach to personal management
▪ Increased provision of welfare services for employees aimed to attract and
retain employees & ensuring continued productivity
▪ Development of techniques  productivity measures, management planning
and control mechanisms
▪ Organisations employed specialists to conduct recruitment, training and
welfare activities resulting in these functions being taken from line
managers
➢ Stage three: HRM and SHRM (mid 1970s – late 1990s)
▪ Personnel management became HRM
▪ Strategically focused on overall organisational effectiveness
▪ HRM into a coordinated & strategic approach to the management & of an
organisations people
➢ Stage four: SHRM into the future (2000 onwards)
▪ Consequence of globalism, new technology & associated fundamental
changes in the nature of work and jobs
▪ HR professionals are perceived to add value to :

o
o
o
o

Employees
Line managers
Key customers
investors

➢ Theories and models
▪ Harvard model

▪

▪

▪

Hard HRM
o Strategic managerial issues
o Effective utilisation of HR towards goals and objectives
o Rational/strategic aspects of managing HR
Soft HR
o Involvement of employees through consultation, commitment,
empowerment and communication  psychological contract
Unitarist approach

▪

o Perception employer & employee interest are shared & no need to
conflict between them
Pluralist approach
o View that conflict is inevitable between employers and employees &
conflict needs to be resolved effectively

Concepts of strategic human resource management SHRM

Relationship between SHRM, business strategies and HRM functions
➢ Accommodative
▪ Accommodating existing needs business strategy generates
➢ Interactive
▪ 2 way communication process in which HRM contributes to and then reacts
to, corporate strategies
➢ Fully integrated
▪ HR specialist is involved as a partner in the overall strategic process in both
formal and informal interactions with the highest level of management
➢ Criticisms of SHRM
o Continues to commodify workers
o HRM facilitates the reassertion of managerial prerogative privilege
exclusive to individual
o Constrains genuine ‘flexibility’ for both employees and employers
o Sidelines the role of other institutional actors (e.g. trade unions)
Relationship between SHRM and organisational strategy, structure, culture and policy

➢ Relationships between organisational culture and structure are problematic
(management levels, sectional arrangements and responsibility)
➢ New applications of technology (bring your device)  demand new approaches to
employment contracts, job design, office space utilisation, learning, development
and performance
➢ New employee benefits and rewards have emerged e.g. variable leave entitlements,
flexibility in attendance
➢ HR policies and systems in place  employee & organisational goals, sufficient
flexibility to accommodate changing needs of employee and organisation
Principal roles, functions and outcomes of Australian HRM professionals
➢ Ensure organisations have right number, types, skill mixes of employees at
appropriate time and cost to meet present and future requirements
➢ Development through research and experimentation of an organised body of
knowledge
➢ Establishment of a code of ethics & accreditation requirements for its numbers
➢ Methods to maintain effective relationship between organisation and its people
➢ Strategies required to ensure all HR activities are linked and accountable
Ethics and HRM
➢ The stakeholder theory emphasises the responsibilities that organisations have
towards all associated stakeholders.
➢ The main ethical concern in HRM is the way in which people are managed for the
achievement of organisational goals and objectives.

Week 2 Context of HRM
Context of HRM
Framework for understanding global changes
➢ Number of reasons to suggest that effective implementation likely to become more
important
➢ Markets becoming increasingly competitive and subject to disruptive change
▪ Shorter products and industry life cycle
▪ Conditions undermine value of current resources and capabilities
➢ Successful firms likely to be those that can respond rapidly to (short term) opportunities
▪ ‘Dynamic capabilities’- ability to respond rapidly to change
▪ Rapidly develop & more importantly implement changes in strategic direction e.g.
iphone
Indices of strategic HRM
➢ Why HR needs to understand its environment
▪ Structured governance and business case development
▪ Developing advanced workforce planning capabilities
▪ Having the right “HR” philosophy
▪ Reducing administrative processes
How can HRM develop strategic solutions

External influences of HR systems design
➢ Political
▪ political ideologies can range from supporting an interventionist approach –with
extensive government regulation of HRM–to one of minimal involvement.
▪ Ideologies, government regulations of HRM
➢ Legal
▪ laws and regulations regarding hours of work, holidays, EEO, sexual harassment,
health and safety, privacy, terminations etc impact on HRM policy and practice.
➢ Environment
▪ Government and community concerns, affect job design and health
▪ Health and safety, safety industrial relations

➢ Economic
▪ Unemployment rates, public vs private, tax rates
▪ influence recruitment, remuneration, labour turnover, industrial relations etc.
➢ industrial relations
▪ Factors relating to IR, such as the organisational climate, government policies,
degree of unionisation, role of industrial tribunals, employee commitment and
quality of work life
▪ shape job design, absenteeism, labour turnover, industrial disputes and the way pay
and conditions are set in the organisation.
➢ Demographic
▪ Characteristics of the external labour market such as numbers, geographical
distribution, age, sex, literacy, skill and education levels have a crucial impact on
HRM
▪ Ageing workforce, increasing numbers of females in workforce
Globalisation
➢ `the increased pace of economic and cultural interconnectedness between different
countries’.
Global economic context
➢
➢
➢
➢
➢

Interconnectedness of countries has deepened
Australia and free trade agreements
Investor-state dispute settlements (ISDS) provisions
Labour migration
Impact of the global Financial crisis on HRM

Standardization work practices: important role of HRM- depends on:
➢
➢
➢
➢

Receptivity of local workforce to adhere to corporate norms of behaviour
Effectiveness of expatriates as agents of socialisation
Whether localization is timely
Appropriateness to the local environment

Understanding the role of culture in HRM Hofstede’s
cultural dimensions

The Australian context-critical factors
➢ Fluctuations in response to global & domestic factors:
➢ Changes in industry and occupational structure (creation of intangibles)e.g:
▪ Decline in agriculture rise in importance of manufacturing
▪ Relative decline in manufacturing rise of service sector
➢ The ‘new economy’
➢ More flexible organisational forms
➢ Onshore and offshore providers
➢ Internet services & vital organisations
Historical perspective
❖ Agrarian=> industrial=> knowledge based
❖ Deriving value from skill & commitment rather than tangible products produced
New ways of working: challenge for HRM
➢ The self seeking worker-no longer aligned to the organisation
➢ Increase in casualisation of workers
➢ Outsourcing-(contracting out non-core functions of organisation)
▪ Ensuring control on quality?
▪ Impact on organisational culture? Issues of Trust
➢ Telecommuting: work disseminated back to workers home
▪ Problems?
▪ Monitoring?
▪ Maintaining social/work divide
➢ Developments in other jurisdictions
Changing demographic characteristics
➢
➢
➢
➢
➢
➢

Ageing population
Intergenerational conflict –four generations coexisting in the workplace.
Declining fertility rates
Declining mortality rates
Increasing working hours
Increased female participation rates in the workforce.

Changing nature of work and employment
➢ Flexibility
▪ Numerical -workforce divided into:
▪ CORE workforce
▪ PERIPHERY or contingent workforce
▪ Functional
▪ Working time
▪ Considerable debate over who benefits from the new flexibility
➢ Working hours
▪ Longer and harder
▪ Increased stress on home and families
➢ Casualisation
▪ Casual employment, sub-contracting

▪ Short term/long term, limited benefits
➢ New employment contract
▪ Effects on job security
▪ Negotiable entitlements
▪ Scaling down of employee entitlements over time
▪ Individualised agreements & fixed term contracts

