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INTRODUCTION 

Definition HRM (HUMAN RESOURCE MANAGEMENT) – When referring to resources in an organisational setting, we mean both tangible and intangible assets that could be viewed as a firm’s strength or weakness  (Wernerfelt, 1984).

Since the term "human resource management" gained popularity in the middle of the 1980s, the opening scene has played out in boardrooms across the nation. In this chapter, we'll look at the economic and business environment that has sparked a lot of debate about employees' roles in organisations, then provide a brief overview of the history of the human resources profession before analysing the various models that have been proposed to describe the function and nature of human resource management. An analysis of contemporary innovations, such as talent management, engagement, outsourcing, and shared services, as well as the technology that can support these activities, will be included in the chapter's final examples of human resource strategy in theory and practice (Routledge - 2014)

And the role of HR is not effective without a manager.

Over the past two decades, line managers have been held more and more accountable for delivering HR, and they now play a crucial role in people management in the majority of firms.

Employee attitudes and behaviour are influenced by the way line managers put these practices into practice. Line managers play a key role in how employees perceive HRM and how that shapes their attitudes towards their work and the firm. Because they operate as a liaison between individuals and HR practises, line managers are referred to as the organization's "HR agents" (Truss 2001).




How are human resources in the private and public sectors different from one another?

The government’s conventional use of human resources has never been seen favourably. The recruiting of staff has been complicated by problems with inefficient hiring procedures, unproductive employees, and unfavourable organisational cultures. Due to the rising demand for public services, the inefficiencies of public HR practices grew in importance throughout the latter half of the 20th century (Condrey, 2005).

The Government Performance and Results Act (GPRA), which was passed in 1993, was created to address public human resource management and provide accountability. The National Performance Review, commonly known as the National Partnership for Reinventing Government,  launched efforts like downsizing, reorganising, simplifying, and delegating HR responsibilities. In order to increase HR's capacity to concentrate on organisational concerns like mission and restoring efficiency to the public sector, those HR authorities were delegated.

This move was made in order to allow HR to concentrate on coordinating human resources administration with agency mission fulfilment. However, when project scheduling and inefficiencies persisted in the public sector, the gap between management and HR eventually became clear. The divergence was quickly seen as an ideological break that undermined the goal of human resources in the public sector. In contrast to how management perceived HR, which saw the department as clerical and administrative in nature, HR saw itself as a crucial component of supporting core business operations. This viewpoint would need to shift, and to do so, HR would need to proactively collaborate with management to provide the outcomes required by GPRA (U.S. Office of Personnel Management, 1999).

Simply put, human resource management shares the public sector's divergence from collaborative project planning and management.

Due to the ability of private enterprises to measure performance through earnings, unlike the public sector, the private sector has been able to prosper in many respects without the advantages of HR collaboration. Due to this economic disparity, the private sector has an edge since it may identify inefficiencies through financial losses. Although it could seem advantageous, this word should only be used in the broadest sense. Is hiring someone and then looking for financial losses truly advantageous? Obviously, increased HR and management cooperation might benefit the business sector.

Comparing public and private HR is interesting and puzzling because the public sector is increasingly benchmarking its practices against the private sector. If the "best practices" of specific businesses are included in the public sector collaboration, the public sector may actually be able to outperform the private sector in terms of efficiency. The public sector can improve the HR and management partnership by drawing on decades' worth of private organizations’ successes, mistakes, and research.

However, one issue with comparing the public sector to the commercial sector is that the public sector is frequently non profit and, as a result, is unable to put many of the HR management concepts that the private sector benefits from into practice. For instance, it is impossible to quantify the inefficiency of government organizations in terms of lost revenue. The various economics emphasise the essential distinctions between these sectors. Due to these distinctions, the public sector will need to keep looking for some practices that are unique in kind and that is developed within the organization.



What factors influence the sector's assessment of the efficacy of HR strategy?

Agency Theory.

Scholars have used agency theory primarily in corporate governance, economics, and finance, but also in accounting, marketing, organisational behaviour, human resource management (HRM), family business, political science, and sociology. Although it has been acknowledged as a potentially useful paradigm for HRM research, the strategic HRM literature has paid it little consideration. The agency theory has also come under fire for having overly simple assumptions that do not reflect the realities of business, despite the fact that Welbourne and Cry (1996) found that it supported HRM-related practises in modern organisations.

However, agency theory implications for agents' pay (remuneration plans, incentives, and stock ownership) were primarily the subject of HRM research. There are just a few studies that address additional HRM concerns involving agents, such as selection (Yu & To, 2011; Gong, 2003; Harvey, Speier & Novecevic, 2001).

However, agency issues with HRM are not limited to those involving agents. Despite the fact that effective HRM practises improve productivity, financial performance, social outcomes, and turnover, which is obviously a first principals' goal, principal-agent issues for firms arise when agents do not encourage or adopt best HRM practises.

There are numerous HRM choices that look out for managers' personal interests rather than the interests of the principal. Some agencies are not enthusiastic about implementing high-performance HRM practises since they are expensive and only have a long-term effect on the success of the business. Instead of hiring the greatest applicants, agents could be more interested in getting personal gains from doing so, or they might want to hire underperforming employees to safeguard their jobs and future employment opportunities. Additionally, many show favouritism in performance reviews and promotion choices, as well as non-transparency when rewarding and making judgements on extra training and development (T&D), in order to benefit their followers.

The paper's objectives are to systematise and develop HRM control systems that lessen agents' moral hazard generally and particularly while making HRM decisions, as well as to present theoretical proof that agency difficulties do exist and may contribute to underperformance in the HRM field. Since there is no concentrated research on the agency theory implications for HRM to date, a sizable portion of the field's indirect literature is examined. The organisation of the body of knowledge in the following areas is given in the following sections: (1) an introduction to agency problems and moral hazard; (2) agency problems associated with managing employees; (3) HRM control mechanisms for managing agents; and (4) HRM control mechanisms for reducing agents' suboptimal HRM decisions.


How can HR train staff to meet strategic objectives?

Resource-Based View.

The resource-based approach has advanced strategic management by offering a fresh perspective on what makes a company successful. The success of a company is attributed to its collective resources and talents, which set it apart from its rivals, according to the resources-focused perspective.

The purpose of this research was to examine, from a resource-based perspective, how human resource management contributes to the growth of organisational skills and how that affects the performance of the company. Our findings imply that human resource choices, when included in a human resource system, have a significant impact on the growth of organisational skills and the success of the company. Our empirical research used a national sample of Spanish savings banks.

The resource-based theory will be reviewed at the outset of this essay, which will then focus on intangible resources, including human resources. Can one classify human resources as strategic? It may provide a competitive edge. Commentary on human resource management techniques that can elevate an organisation beyond its rivals is found in the last section.

The resource-based theory was formally introduced in a work by Wernerfelt [1984]. Following the publication of this work, more research and investigations, including those by Prahalad and Hamel (1990), Conner (1991), Grant (1991), Peteraf (1993), and Amit and Schoemaker (1993), were conducted. The resource-based philosophy emphasises the importance of an enterprise's internal components. 

"The company is seen as a hub of assets and skills that cannot be easily purchased and sold on the open market. They may be effective sources of persistent competitive advantage to the degree that these firm-specific resources and competencies produce economic advantages that cannot be completely replicated by rivals' actions.


What aspects of organizational culture impact the efficacy of HR strategy?

Organizational culture and the hiring process, training programs, job performance management, employee performance, pay structure, and compensation administration are closely related. According to the report, participants will value each variable more given the organizational context of the study in terms of values, beliefs, and practices. organization. Therefore, it is advised that candidates for employment or job searchers make an effort to become familiar with the organizational culture before accepting job offers.
Because it presents significant opportunities and challenges to business practitioners and policymakers, today's organizations are primarily dynamic. It is essential to grasp this dynamic if you want to pursue the strategic goals of your organization.
The impact of organizational culture on various human resource development initiatives inside an organization has been studied in the literature. For instance, researchers like Hofstede, 1980; Ouchi, 1981; Hofstede and Bond, 1988; Kotter and Heskett, 1992; and Magee, 2002 suggest that organizational culture contributes to the opportunity and wide structure for the development of technical and behavioral skills in human resources inside an organization. This makes it reasonable because moral principles guide appropriate conduct. By incorporating moral principles into its culture, an organization may control how its personnel behaves. Organizational excellence, however potentially differs because cultural characteristics can provide a competitive advantage through unintentional ambiguity (Barney, 1991; Peters and Waterman, 1982). Due to technological improvements that have an impact on human resource development plans, the world and organizations are changing quickly. Additionally, organizations’ cultural content varies in terms of the relative precedence of assumptions, values, and beliefs.
Organizational cultures change throughout time to deal with dynamic shifts and satisfy shifting organizational demands in the pursuit of attaining competitive advantage across all of its activities. As Ritchie (2000) highlighted, supportive culture is therefore seen as a motivating tool that encourages the organization to operate effectively and guarantee success in all of its endeavors. endeavors. The purpose of this research is to investigate how organizational culture affects human resource development initiatives within organizations by using a few private universities in Nigeria as our study case. The selection of private universities in Nigeria was based on the fact that these institutions were founded from a variety of viewpoints; some are privately owned by Christian and Islamic missionaries, which is evident in the differences between them and exhibited in their values, beliefs, and practices. However, this poll does not include universities that are owned by the government (federal or state).





Conclusion 

The ability of the agency or organisation to supply resources will increase with its sustainability. A competitive edge is being effectively created for businesses around the UK by the new management approaches based on staff training. In order to improve the operational effectiveness of the staff members working for the various government departments, the government authorities throughout the ECC must make improvements to employee training programmes. The creation of new training facilities based on the abilities required to manage the duties assigned can aid the government in improving workplace productivity. An efficient method to improve work activity throughout the ECC region could be to include new personnel management software.
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