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Learning Outcomes

Critically examine how HRM aligns with organisational strategy

Understand how Resource-Based View (RBV) fits within the context of HR
strategy

Evaluate contrasting models of strategic HRM — Best Fit vs. Best Practice

Apply strategic HRM concepts using case studies
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Introduction to HRM

- Group discussion —
 What is Strategic HRM?

* |s HR a driver of strategy, or a
responder to it?
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Definition of Strategy

“Strategy is the direction and scope of an organisation over the long term, which achieves
advantage for the organisation through its configuration of resources within a challenging
environment, to meet the needs of markets and to fulfil stakeholder expectations”

(Johnson, Scholes & Whittington, 2017, p. 3).

“Organisational strategy is the process of positioning the organisation for long-term
success by aligning internal resources and capabilities with external opportunities and
threats”

(Barney & Hesterly, 2019, p. 6).

Strategic HRM is concerned with the relationship between HRM and strategic
management in an organisation, focusing on the integration of HR strategies with business
strategies to improve business performance” (Boxall & Purcell, 2016, p. 33).
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The Business’ Strategic Life Cycle - "menfescurces Mansement
How does HRM align with it?

Stage Strategic Focus HRM Alignment

Understand internal/external

Environmental Scanning :
environment

Define goals and competitive

Strategy Formulation approach

Execute plans and mobilize

Strategy Implementatlon resources

Strategy Evaluation & Control Measure results and adjust strategy
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HRM Alignment with Business Strategic Cycle

Stage

Environmental Scanning

Strategy Formulation

Strategy Implementation

Strategy Evaluation & Control

Strategic Focus

Understand internal/external
environment

Define goals and competitive
approach

Execute plans and mobilize
resources

Measure results and adjust strategy

HRM Alignment

Talent audit, market trends,
workforce analysis

Align talent strategy, succession
planning

Training, change leadership,
employee engagement

Performance metrics, feedback
loops, HR dashboards
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HRM Strategic Management Concepts

Concept

Strategic Alignment (Vertical Integration)
Horizontal Fit

Resouce Based View (RBV)

Best Fit vs. Best Practice

Human Capital

High Performance Work Systems (PWS)
Ulrich’s Model

Workforce Planning

Engagement & Culture

HR Analytics

Strategic Relevance

Connects HR to organisational goals
Ensures synergy among HR practices
Positions people as sources of competitive advantage
Guides HR policy decisions

Views employees as value-adding assets

Boosts organisational performance through HR bundles
Expands HR’s strategic role

Aligns talent with future organisational needs
Links employee mindset to business success

Enables data-driven HR strategy
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Ulrich’s Model of HR Roles

Ulrich is a key contributor in positioning HR as a strategic
partner.

“HR should not be defined by what it does, but by what
it delivers.”(Ulrich, 1997, p. 4)




Masters in
Human Resources Managment

Ulrich’s Model of HR Roles
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Group discussion -

Which role contributes to the below organizational
strategic goals? (Strategic partner, Change agent,
Administrative expert, Employee champion)




Masters in
Human Resources Managment

Ulrich’s HR roles as contributors to strategic
organizational goals

HR Role Contribution

Strategic Partner (talent for innovation)

Change Agent (leading values shift)
Administrative Expert (process improvement)

Employee Champion (wellbeing, development)
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Ulrich’s HR roles as contributors to Strategic ="
organizational goals

Split in 3 groups.
Choose 1 strategic initiative per group and use Ulrich’s HR roles to list what
HR should do in each role to support the chosen initiative.

v Digital transformation
v Global expansion within countries holding different cultural behaviours

v Diversity, Equity & Inclusion (DEI) Strategy

v Post-merger integration

v Sustainability & Environmental Social Governance (ESG) Integration
v Hybrid or remote work model implementation

(20 minutes)
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Best Fit VS Best Practice

Group Discussion :-

“Can there be one best way to manage HR?”
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Best Fit Model

According to the Best Fit model, HR initiatives should be aligned (or
"fit") with the organization's overall strategic objectives as well as the
external environment.

The core notion is that there is no universal set of HR practices.
Effectiveness is determined by creating vertical integration between HR

and business strategy, as well as guaranteeing internal consistency
within HR practices.
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Best Fit Model

The primary approaches towards the best fit model :-
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Best Fit Model — Advantages & Criticisms
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Best Practice Model

The Best Practice concept (also known as the universalist model)
proposes that there is a set of HR practices that always result in greater
organisational performance, regardless of business context or strategy.

These techniques are regarded as universally relevant and
advantageous to organisational objectives such as productivity,
employee engagement, and profitability.
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BESt PraCtice MOdeI Human Resources Managment

Key ideas supporting the best practice model :-
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Best Practice Model — Advantages & Criticisms
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Best Fit VS Best Practice

Group Discussion :-

1. Can you list some potential scenarios that would be ideal for a Best Fit or
Best Practice HR approach?

2. What are the risks and benefits of adopting a Best Practice model
across different countries?

3. Is it possible or beneficial to combine both approaches? How?
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Resource-Based View within the context of HR
Strategy

This theory holds that an organization's competitive edge is derived
from its distinctive resources, including its people resources.
Companies can strengthen their market position by carefully controlling
and developing these internal resources that are Valuable, Rare,
Inimitable and Non-substitutable (VRIN). Human resources are seen as
valuable assets for innovation and sustainability.

HR’s role is to acquire, develop, and retain these human resources to
build sustained performance.
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Group Exercise — Design a Strategic HR Function Using the Resource-
Based View (RBV)

You’ve been hired as the HR Director of a new start-
up organisation. You may choose the industry (e.g.,
tech, renewable energy, social enterprise,
healthcare, etc.).

The executive team has made it clear that they want
the HR function to be a source of sustained
competitive advantage.

Using the Resource-Based View (RBV) of the firm,
you are tasked with designing the core HR
capabilities that will drive long-term value and
growth for the business.




ACADEMY

Masters in

Human Resources Management



	Slide 1: Human Resources Management In Context
	Slide 2: Learning Outcomes
	Slide 3: Introduction to HRM
	Slide 4: Definition of Strategy
	Slide 5: Contributors to Strategic HRM
	Slide 6: The Business’ Strategic Life Cycle -                           How does HRM align with it?
	Slide 7: HRM Alignment with Business Strategic Cycle
	Slide 8: HRM Strategic Management Concepts
	Slide 9: Ulrich’s Model of HR Roles
	Slide 10: Ulrich’s Model of HR Roles
	Slide 11: Group discussion - 
	Slide 12: Ulrich’s HR roles as contributors to strategic organizational goals
	Slide 13: Ulrich’s HR roles as contributors to strategic organizational goals
	Slide 14
	Slide 15: Best Fit VS Best Practice
	Slide 16: Best Fit Model
	Slide 17: Best Fit Model
	Slide 18: Best Fit Model – Advantages & Criticisms
	Slide 19: Best Practice Model
	Slide 20: Best Practice Model
	Slide 21: Best Practice Model – Advantages & Criticisms
	Slide 22: Best Fit VS Best Practice
	Slide 23: Resource-Based View within the context of HR Strategy
	Slide 24: Group Exercise – Design a Strategic HR Function Using the Resource-Based View (RBV)
	Slide 25

