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HR Functions and Practices

Human resources practices have gain strategic importance in an organization because of the ability to influence competitiveness when aligned with the corporate plan. The profound human resources functions include recruitment, selection, performance evaluation, training, and compensation (Campton, Morrissey, & Nankervis, 2009). A human resource manager should adhere to the strategic plan during the implementation to facilitate the company achieve its long-term and short-term goals. For example, the human resource department should understand the demand of the business strategy to ensure the right calibers of personnel have been hired. Therefore, the interview questions should focus on determining the right candidate who best meets the overall organization demand, which result in achieving value for the money from a corporate point of view. 


Equally, a strategic human resource department adheres to contemporary global changes to hedge against loss of strategic competitiveness achieved over the years. The globalization phenomenon has fundamental effects toward the contemporary human resources practices because of the increased interconnectivity (Amos, 2008). The globe has become an inter-linked village with trends in one part of the world significantly influencing the rest. The current corporate sector has apparent pressure to embrace diversity including gender, racial, and multi-cultural approaches in the wake of increased connectivity among the citizen. Evidently, a successful human resource department strives to achieve gender balance by recruiting female colleagues into corporate governance position. Further, numerous reports portray corporations with a significant number of female leaders to attract and retain the right caliber of employees. Women empowerment within the corporate sector is a profound emerging trend in the global corporate facet. 
Staffing 

Conventional recruitment and selection processes hinge on standard approach, which has a sole goal to determine the level of fitness to a particular job position. The focus has been on the individual candidates contrary to the strategic human resource practice (Campton, Morrissey, & Nankervis, 2009). An organization that aligns its recruitment and selection process with strategic plan merit because it attracts the ‘perfect’ cadre of employee who surpasses the job-fitness requirements. The Case Western Reserve University, Ohio has a model of recruitment and selection process that facilitates the organization to attract employees with the right attitudes, skills, talents, and other supportive attributes. The conventional hiring process in the Case Western University has apparent fundamental modifications to facilitate the university achieve accelerated growth in the short-run and long-term time dimensions. 


Importantly, the Case Western University capitalizes on the internal and external recruitment processes to achieve synergy as well as efficacies in the human resource department. An internal recruitment relates to sourcing of talents within the premises to fill in the identified job vacancies (Amos, 2008). Internal recruitment is characterized by transfer of employees within the existing departments and promoting workers from a junior level to another rank. Conversely, external recruitment is time-consuming process because it involves sourcing for the workers from the outside sources. The other core differences between internal and external recruitment strategies include the basis of consideration, cost, time-taken, choice of candidates, and mechanisms.
Table 1 depicts the comparison and differences 
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(Source, Amos, 2008).
Training 

Adequate need assessment merit because it accords the HR manager a proactive approach, which is critical toward effective training programs. A reliable need assessment incorporates four fundamental components that influence the effectiveness of the training module. First, organization and strategy is a profound activity because a HR manager should consider the level of preparedness to implement strategic management concept in an organization (Amos, 2008). For examples, the entire organization processes should align to the corporate strategies including the HR practices to hedge against incompatibility during the implementation phase. Second, work analysis is critical component because it facilitates a manager to determine the availability and distribution of skills, abilities, as well as knowledge to ensure equity. Third, personnel analysis is a vital component because it facilitate customized training program. The fourth component relates to documenting deficiencies apparent in the other components and appropriate strategic action selected to mitigate the adverse ramifications.


Equally, the ability to develop reliable learning activities is critical toward achieving value for the training process. Learning activities merit in an organization because they facilitate employees to demonstrate the acquired skills and knowledge, which are vital toward accelerating their professional progression (Campton, Morrissey, & Nankervis, 2009). Learning activities also provides a platform to transfer the acquired new skills from the training sessions to the corporate world. An employee sharpens his or her skills during the simulation session because mistakes committed can be turned into an experience in a real-life situation. Thirdly, learning activities are important from a trainee point of view because they transform typical training sessions into interesting activities and harness the level of motivation to accomplish the entire program. 


Evidently, the value of training need assessment hinges of creating a proactive approach that elicit interest and motivation for parties involved in the process. The need assessment facilitates a worker acquire adequate practices before he or she is exposed to a hazard (Boora, Sharif, Saied, & Niazi, 2012). Therefore, three critical values acquired include demonstration, retaining, and certification processes. For example, a safety-training program should provide an opportunity to demonstrate the skills acquired and certify that the trainee is equipped to handle real-life hazards. 


 Achieving SMART training goals seeks to facilitate the trainer specific outcomes using clear statements. The training goals are measurable to facilitate monitoring of the progress during and after the award of certificates. The achievable criteria instill sustained commitment from employees and employers toward successful accomplishment of the identified challenge. On the other hand, the training goals need to have clear time-bound and realistic outcomes. For example, the safety training should ensure the company minimizes work-related accidents by 20% in the following fiscal year. 

Compensation

A compensation philosophy refers to the level of commitment that an organization has toward its employees. A sustained compensation philosophy provides a reference for an employer to determine the monetary value of a particular job position. Importantly, increased war on talent portrays the cadre of pay philosophy as a strategic tool to attract and retain the top-talented employees. 


A salary survey facilitates evidence-based practices because it enables an organization to determine a compensation philosophy that is influenced by the current market trends and insights. Further, a salary survey provides an opportunity for the worker to compare an apple for an apple when he or she has several employment opportunities. 

Evaluation

The HR Department serves as a mediator during the performance appraisal process by ensuring seamless process that has support from the appraising authority and the employee. Therefore, the HR manager should ensure the appraisal process is simple, effective, and easy to understand by the various parties involved (Campton, Morrissey, & Nankervis, 2009). Adequate collaboration with other functional heads in an organization facilitates the HR Manager to design effective appraisal system. 

Among the profound evaluation criteria, the Assessment Center Method is relatively effective because it assesses the suitability of a candidate from a social perspective. An organization is a social entity involving people with diverse background. Therefore, an effective worker should be able to mingle and leverage on prevailing diversities. Equally, a Behaviorally Rating Scale is a vital appraisal system because it complements other systems (Boora, Sharif, Saied, & Niazi, 2012). Further, the system integrates the narrative appraisal techniques with quantitative systems because of the rating scale available. However, it use is limited to large organization because of high cost of implementation. A third approach relates to a Management by Objective approach, which is the ideal appraisal system for the Case Western University. The Management by Objective is an interactive and fair methodology because parties involved collaborate in setting up the short-term goals to be achieved before the next appraisal begins (Boora, Sharif, Saied, & Niazi, 2012). Therefore, a Management by Objective is the most appealing compared to Behaviorally Rating Scale and Assessment Center Method because the former enhances cooperation from the worker.

Further, the HR professionals have an obligation to identify the best-suited appraisal system for employee job duties. Evidently, a Management by Objective is appropriate to ascertain their performance of an employee because it incorporates their opinion before the final decision has been made regarding the overall performance. 


Critical rating scales used in contemporary appraisal process include the numerical, objective-based, critical incidents, and 360-degree appraisal. The numeric scale is widely used because of the ability to measure a plethora of activities including teamwork, social skills, and communication facets (Campton, Morrissey, & Nankervis, 2009). The numerical scales is used to place an ordinal value on the outcome that include 1 to 5 with the latter demonstrating a superior performance. The graphical scale plots is a manifestation of critical incident appraisal because it tracks the events considered stressful, less appealing, and surpassed the expectations. On the other hand, a 360-degree appraisal is a comprehensive feedback approach that provide in-depth insights from various stakeholders including colleagues, supervisors, suppliers, and consumers (Boora, Sharif, Saied, & Niazi, 2012). 
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