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Required text book! Armstrong, Michael. (2020). Armstrong's handbook of strategic human resource management (7th ed.). Kogan Page, Ltd.  ISBN: 978 1 78966 172 9.

Prompt: Discuss the significance of Strategic HRM in promoting the success of implementing a business’s strategy.  In your discussion, discuss the importance of using an evidence-based approach in developing people [HR] strategies that align vertically with a business’s strategy.

READ BELOW!

Weekly Topic Assignment #2 Lead-in:

Armstrong (2021) opens chapter 1 with this statement: “Human resource management (HRM) is concerned will all aspects of how people are employed, managed, and developed in organizations” (p. 7).  Armstrong (2021) suggests that as a strategic partner with management, HRM plays an important role in the development, implementation, and sustainability of a business strategy through people and their performance.  With this focus on people and performance, HRM develops specific HR practices that directly influence the characteristics of employees, such as skills development, motivation, and engagement.  These employees’ characteristics improve performance, productivity, and customer service.  In the end, these employees’ characteristics improve a business’s bottom line (Armstrong, 2021).  
In chapter 2, Armstrong (2021) provides an overview of Strategic Management.  In the video discussion of chapter 2, Rambow (2021) presented a strategic management process that revealed the role of HRM in the four phases of strategic management.  Business leaders develop a business strategy that identifies the direction the business will take and the goals to achieve in this direction (Proctor, 1997).   A business’s strategy creates change (Roberts, 2007).  The first component of a business to change is the structure.  Structural changes, change workflow processes, and changes to workflow processes change jobs.  A quintessential function of HRM is job analysis.  To assist a business with its transition towards its strategic direction, HRM must understand the strategic management process.  The understanding of a strategic management process ushered in a discussion of Strategic HRM.  
In chapter 3, Armstrong (2021) discusses the concept of strategic HRM.  He suggests that HRM, as a strategic partner with management, operates from four theoretical perspectives: 1) Resource-based view, 2) Behavioral approach [motivation], 3) Cybernetic [systems theory], and 4) Resource dependency.   These theoretical perspectives aid HRM with devising Strategic HRM strategies that fit with a business’s strategy.  The concept of strategic fit demonstrates the degree to which HRM strategies align with a business’s strategy and how this alignment with a business’s strategy enhances resources and capabilities to align with the current and future state of a market.  Venkatraman & Camillus, 1984).
In chapter 4, Armstrong (2021) further expanded on the concept of strategic fit by presenting the two dimensions of strategic fit, the vertical integration fit, and the horizontal integration fit.  These two dimensions of fit describe how HRM aligns HR strategies with a business’s strategy.  A business is comprised of specialized staff departments, such as Operations, Marketing, Finance, Logistics, IT, and HRM.  When a business strategy is developed, each staff department prepares a Functional-level strategy. These Functional-level strategies are aligned and integrated into a business’s strategy.  HRM analyzes the business’s strategy and the staff departments’ functional-level strategy. From these analyses, HRM develops specific HR strategies that support the different staff department strategies and the business strategy.  These specific HR strategies are vertically integrated [fit] into the business strategy, and horizontal integration [fit] is achieved by “bundling” HRM activities with the seven functions of HRM to develop a specific HR strategy (Armstrong, 2021).  
In chapter 5, Armstrong (2021) discussed the over-concern of HRM with the interest of one set of stakeholders, “meeting the needs of shareholders and business leaders…. (p. 63).  It is in this chapter, Armstrong (2021) makes a case for “people [HR] management” (p. 64).  The term people [HR] management suggest a shift from viewing employees as resources.  Armstrong (2021) argues that people [HR] management and people strategy provide a broader view that sees employees as people, and as people. Armstrong (2021) suggests that viewing employees as people demands a different management style and employee interactions.  
In chapter 6, Armstrong (2021) introduces the concept of People [HR] Management.  The concept of people [HR] management adopts a multi-stakeholder approach, which seeks to balance the needs of internal and external stakeholders (Armstrong, 2021).   As a strategy, Strategic People [HR] Management “is concerned with the development of approaches to management of people in an organization that satisfies the interests and needs of all stakeholders….” (p. 72). 
In chapter 7, Armstrong (2021) presents the nature and practice of people [HR] strategy.  The nature of the people [HR] strategy is to develop people [HR] strategies that are aligned and are integrated into a business’s strategy.  There are three types of People [HR] Strategy: 1) A Broad Statement of Intent; 2) Overall strategies concerned with high-performance, high-involvement, or high-commitment; and 3) specific strategies to related aspects of people [HR] management.  Armstrong (2021) suggests that these three types of HR strategies can be complementary.  He stated, “the broad statement of intent, which provides a framework for more specific strategic plans in individual people [HR] management areas” (p. 82).  Thus, from a business’s strategy and vision statement, HRM develops a board statement of intent, an HRM vision statement.  From the Board Statement of Intent, HRM identifies Overall Strategies that align with the business strategy and Overall Strategies that align with Department’s strategy. From these Overall Strategies of high-performance, high-involvement, or high-commitment, HRM designs specific HR Strategies that align with an Overall Strategy (Armstrong, 2021).
Finally, in Chapter 8, Armstrong (2021) discusses a process for developing people [HR] strategies.  He suggests that an evidence-based approach be used in formulating people [HR] strategies.  Armstrong (2021) provides three guiding principles for developing evidence-based people [HR] strategies.  The first guiding principle is Strategic Fit.  This principle aids HRM with developing people [HR] strategies that align with the business strategy, advances the interest of the business and its employees, and align with other people [HR] strategies.  The second principle is the Multiple-stakeholder approach. This principle requires that HRM conduct a stakeholder analysis to identify internal and external stakeholders.  Then using an evidence-based approach, develop people [HR] strategies that meet the needs of all stakeholders.  The final principle is Focus on Implementation.  People [HR] strategies must be realistic for line-manager to implement that meets the needs of front-line employees towards developing the critical performance competencies to implement a business’s strategy. Armstrong (2021) provided seven steps that guide HRM in formulating people [HR] strategies.
I provide this lengthy lead-in to highlight key points from the first eight chapters of the text.  These first eight chapters of the text lay the foundation for Strategic HRM.   Understanding the role of Strategic HRM is important to understand the following chapters that address specific people [HR] strategies.  
HRM, as a strategic partner in business, is concerned with people management.  It is the directed collective and individual competencies and performance of people that produces the efforts towards a business’s strategic goals.  To advance the collective and individual competencies and performance of people, HRM develops people [HR] strategies aligned with a business’s strategy and vertical integrates those people [HR] strategies int to business’s strategy.  These people [HR] strategies are developed through a horizontal integration of specific HRM activities to formulate a specific people [HR] strategy.  The concept of strategic fit requires both a horizontal and vertical fit of people [HR] strategies.  
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	Unacceptable
0.0 
	Inadequate
1.0 to 7.0
	Adequate
8.0
	Proficient
9.0
	Exceptional
 10.0
	Pts

	WTA Posting Criteria 1.  Content Understanding (the comprehension of the content under discussion)

	Student did not present an understanding of key concepts or ideas relevant to the topic. 
	Student presented a partial understanding of key concepts or ideas relevant to the topic.
	Student presented an adequate understanding of key concepts or ideas relevant to the topic.
	Student presented a clear understanding of key concepts or ideas relevant to the topic.
	Student presented an exceptional understanding of key concepts or ideas relevant to the topic.
	

	Response was vague or abstract and the student did not apply key terms.  
	Response contained several vague or abstract remarks. Student applied few key terms.
	Response contained some vague or abstract remarks. Student applied some key terms
	Response contained little vague or abstract remarks. Student correctly applied most key terms
	Response contained a clear discussion. Student correctly applied all key terms.
	



	WTA Posting Criteria 2.  Thesis and Argument (the ability to use the content to argue the issues, concepts, and/or theories.) 

	No stance thesis sentence was used to guide argument.
	An inadequate stance thesis sentence was used to guide an argument.
	An adequate stance thesis sentence was used to guide an argument.
	A stance thesis sentence was used to guide an argument.
	A clearly crafted stance thesis sentence was used to guide an argument.
	

	Student’s response lacked critical thinking in the exploration of topics.
	Student’s response contained little critical thinking. Only a surface exploration of the topics.
	Student ‘s response contained some critical thinking with some in-depth examination of the topics.
	Student’s response contained critical thinking with some in-depth exploration of the topics.
	Student’s response contained critical thinking with an in-depth exploration of the topics.
	

	Student did not define or explain key terms, concepts, or theories that supported a position argument.
	Student provided few definitions or explanation of key terms, concepts, and/or theories that supported a position argument.
	Student defined or explained some key terms, concepts, and/or theories that supported a position argument.
	Student defined or clearly explained most key terms, concepts, and/or theories that supported a position argument.
	Student defined or clearly explained all key terms, concepts, and/or theories that supported a position argument.
	

	Student did not support claims and/or arguments with evidence.
	Student supported few claims and/or arguments with evidence. 
	Student supported some claims and/or arguments with evidence.
	Student supported most claims and arguments with evidence.
	Student supported all claims and arguments with evidence.
	

	Student did not use any sources to support claims.
	Student cited the textbook or one outside source to support claims.
	Student cited the textbook and one outside or two outside sources
	Student cited the textbook and two outside sources or three outside sources 
	Student cited the textbook and three or more or four or more outside sources 
	



	WTA Posting Criteria 3.  Application of APA Writing Style (7th ed.) 

	No application of APA writing style.
	More than four APA errors.
	three to four APA errors.
	One to two APA error.
	No APA errors.
	



	WTA Writing Criteria 4. Language (English) Conventions and Graduate Level Writing

	Response contained numerous syntax errors.  
	Response contained several syntax errors.  
	Response contained some syntax errors.  
	Response contained few syntax errors.  
	Response contained no syntax errors.
	

	Response contained over six English convention errors.
	Response contained five to six English convention errors.
	Response contained three to four English convention errors.
	Response contained one to two English convention errors.
	Response contained no English convention errors.
	

	Response displayed inadequate skills to write at a graduate level. 
	Student’s response displayed some writing skills at a graduate level.
	Student’s response was written to an adequate graduate level.
	Student’s response was written at somewhat a graduate level.
	Student’s response was written at graduate level.
	




