	0Strategic Management Tools

	Discipline: Human Resource Management

	Concept/Tool/Framework
	Description
	Used in Discipline (Yes or No)?
	How Used
	Should be adopted or dropped? Why?

	Vision, mission and strategic and financial objectives
	Statements describing the organizations purpose, long-term aspirations and near term (quantitative) objectives.
	Yes
	Vision, Mission and Strategic Objectives are used in human resource management to ensure streamline the hiring and training process of the human resources to conform for realization of the organizational goals and targets. When employees are hired and trained, it is part of human resource management and such activities have to be done in a manner that enables the realization of the set objectives and strategic goals of the organization.
	This strategic management should be adopted because it helps to ensure that the efforts of human resource management do not deviate from the overall vision and mission of the organization. 

It should also be adopted because through analysis of the vision, mission and strategic objectives, the human resources of an organization can correct deviations in their focus and save an organization from failure. 

	Resource based view and VRIO test
	Assessment of the sustainable competitive advantage of a firm’s internal resources (tangible and intangible) based on their value, rarity, imitability, and organization.
	Yes
	This strategic management tool can be used to assess the value of the human resources to an organization since human resources are part of the internal resources of an organization.
	This tool should be adopted. This is because the resource-based view and VRIO test can help the human resource manager to gauge how well equipped the human resources are in an organization and through this, the manager can understand the competitive advantage that the organization can get by improving the skills and knowledge of the human resources through training and coaching.

	SWOT analysis
	Analysis of a firm’s capabilities based on its internal strengths and weaknesses and its environment based on its external opportunities and threats.
	Yes
	SWOT Analysis is used in human resource management to discover the strengths and weaknesses that exist within the workforce of an organization. The analysis of strengths and weaknesses of an organization is done through SWOT analysis and employees are part of the internal factors that determine the strength and the weakness of an organization. Therefore, SWOT analysis is key in knowing how well equipped the workforce or how ill-equipped they are in terms of skills and job tasks knowledge. 
	SWOT analysis should be adopted in Human Resource Management. This is because SWOT analysis can help the human resource manager to make the necessary changes through hiring and training to correct the internal weaknesses in the workforce. Furthermore, SWOT analysis can help the Human resource management department to reward the employees that strengthen the organization’s position thus ensuring more strength in that particular department.

	Value Chain Analysis
	Review of the internal architecture of an organization, based on decisions made on primary and secondary tasks to complete in-house or outsource and how that helps to gain a cost or differentiation advantage.
	Yes
	Value Chain Analysis is used in the human resource management discipline to understand the chain of command in an organization and the structure of how decisions flow from top to bottom. This is used by human resource department to correctly place employees in various departments to ensure appropriate flow of information in the hierarchy and avoid sabotage of processes by some employees in an organization. 
	This analysis should be adopted in human resource management because it is crucial in ensuring smooth flow of information across the ranks of an organization. It is also vital in detecting and correcting errors in placing employees which can be detrimental to the smooth flow of processes in an organization.

	PESTEL Framework
	Study of political, economic, social, technological, environmental, and legal factors in the macro-environment to determine opportunities and threats in achieving a competitive advantage, acquiring needed resources, building essential capabilities etc.
	No
	Not Applicable
	PESTEL Analysis should be dropped in human resource management because this analysis concentrates more on the external factors and the competitive advantage of the company in the macroenvironment. As such, it is a little detached from the internal factors that affect an organization. Since the workforce is part of the internal factors of an organization and human resource management deals with management of the workforce, there is little that PESTEL analysis can aid in human resource management. 

	Five Forces Model
	Analysis of an organization’s competitive strategy based on the five forces (suppliers, rivals, substitutes, buyers, and new entrants) that impact profitability (private sector) or access to resources (especially financial, in the public and not for profit sectors). 
	No
	Not Applicable
	Porter’s Five Forces Model as a strategic management tool should not be dropped in the human resource management discipline because it will complicate human resource management. Just as the PESTEL analysis, Porter’s five forces model is used to determine the competitive advantage of the company by analysis ng external factors such as buyer power, supplier power and threat of new entrants which have nothing to do with the human resource of a company. Therefore, this model should not be adopted in human resource management.

	Strategic Group Map
	Identification of competitors that employ similar competitive strategies to determine an organization’s closest rivals, alternative paths to success, and untapped opportunities.
	Yes
	Strategic Group Map is used to bring the workforce of an organization to speed of the close competitors by encouraging the to put in more effort in their job tasks so as to maintain a competitive advantage over close rivals.
	This strategic management tool should be adopted in human resource management because it is a powerful tool that aids in stimulating hard work and commitment among the workforce. The tool helps the human resource management to see what their closes rivals are attempting to maintain competitive advantages. Therefore, by looking at the strategic Group Map, the human resource department can motivate focus on areas such strengthening the workforce through motivation and rewarding so as to increase their output and help the organization to maintain a competitive advantage over close rivals. Even the change of strategy can be done by informing the workforce of the need to change strategy. That is the work of the human resource management and as such, Strategic Group Map is crucial in human resource management.

	Strategic position
	Basis on which the organization competes, manages costs and raises revenues (budgets in the public sector, donations for non-profits). Could be differentiation, low cost, focus or a combination strategy.
	Yes
	A strategic position is used to realign the focus of the workforce towards the realization of the strategic goals and objectives. It is also used to determine the allocation of financial resources for hiring employees, training and rewarding the workforce that is performing exemplarily.
	Strategic position should be adopted in the human resource management. This is because this strategic management helps in focusing the efforts of an organizations’ workforce towards the achievement of the set goals. Furthermore, this strategic management tool is vital as it helps an organization to alleviate failure by helping the management to control deviation of the workforce from the desired goals.



