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Lesson Objectives:

By the end of this lesson the student should
be able to:

* Describe the relationship between HR
Management and Business Strategy

e State the four ‘pillars’ of Human Resource
Management as part of an Integrated
Management System

* Describe the Systematic Approach to
Training (SAT) Model
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The Relationship between HRM and Company Strategy

Strategic Direction HRM System Planning the Total Workforce.

The strategic direction - Shaping HRM for “ Deciding the numbers and

& outcomes that the organisation competence of personnel the

organisation seeks to success organisation requires

achieve.

Assessing & Sustaining Generating Required Human Resources

Organisational Competence &

Performance Attracting, accessing and initially assigning the
people needed in the organisation's total

Measuring the organisation's ” workforce

progress towards its desired

outcomes and adjusting the

system accordingly
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Investing in Human Resource Development & Performance

Developing & reinforcing competence and performance in individual groups and teams in the
organisation's total workforce
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Key Human Resource Management Processes

National Environment

Organisational Internal

Career —
Management Succession Training &
Planning Development
Remuneration Performance
Managemen
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Organizations with Human Resources Requirements
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Integrated Management System (IMS)

* Main purpose of IMS Is to ensure all aspects
of Management addressed and aligned to
ensure achievement of Company Objectives

* Different management activities are
complementary and mutually supportive
(Safety, Quality, Productivity, Performance,
etc)
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The Relationship between HRM and IMS

IAEA Nuclear Energy Series
Human Resource Management --
Objectives /

b N A —— Resources in the Field
Ensure Organize Anticipate Monitor and QR Creruy
needed work human continually

competence activities resource improve
- B B needs [ performance

Integrated Management System
(foundation)

Focus of Human Resource Development
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1. Ensuring Competence (HRD)

* |dentify responsibilities/accountabilities of
organisational units for delivering business
objectives

 |dentify individual roles and responsibilities within
organisational units, consistent with above

 |dentify individual competence requirements

* Use competence requirements as the basis for
selection and recruitment of new staff

e Develop individual competence using a Systematic
Approach to Training (SAT) process




2. Organising Work Activities

* Ensure Individuals’ work assignments and
objectives are aligned to Organisational
objectives and consistent with their
demonstrated competence

* Ensure employee reward/remuneration
mechanisms are consistent with
Organisational objectives

* Encourage effective team working
* Provide an effective Leadership framework

///////////////////////



3. Anticipating Human Resource Needs

* Workforce Planning (will be developed in detail in
next lecture)

e Succession management — the process of
identifying critical job positions and people with the
potential to fill them

e Career management — helping individuals reach
their full potential and aligning this with the needs
of the organisation

* Anticipating organisational/process/external
environment changes and their impact on
competence needs
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4. Continuously improve Performance

Human Errors

Events e
20% Human Error

ﬁ?’lllllhlﬁﬁay

A Individual
k. Mistakes

0% Equipment
Failures
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Performance Improvement Model

Identify
performance

gaps

Monitor
performance

Identify
underlying
causes

Evaluate

Identify, select,
the results

and approve
solutions

Implement
solutions
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SAT Step 1 — Analysis Phase

_ The purpose of this phase is to identify
those jobs and their related tasks and
competencies for which training Is
required. Competencies are defined to
be groups of knowledge, skills and

attitudes (KSAs) needed to perform a

particular job
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SAT Step 2 — Design Phase

The purpose of the design phase iIs to
convert the competencies/KSAs that were
selected for training during the analysis
phase into training objectives, and to
seqguence these training objectives Iinto a
training plan for initial and continuing

training.
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SAT Step 3 — Development Phase

The purpose of the development phase is to
produce the materials needed for the
Implementation of initial and continuing
training programmes. All training materials
should be consistent with site/plant

documentation
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SAT Step 4 — Implementation Phase

Training implementation is the conduct

Development
Implementation

_ relevant output is competent personnel.
H)AEA ;
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of training using materials and lesson

plans developed during earlier phases.
Hence, the most relevant input to this

phase is the trainees. Similarly the most
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SAT Step 5 — Evaluation Phase

The purpose of the evaluation phase of SAT is
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to determine the effectiveness, efficiency and
Impact of training programmes and to identify
whether and where revisions or improvements
are needed. It emphasizes that the SAT process

IS not complete without the evaluation phase
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Relationship between SAT Process
and Business Requirements

Needs and inputs

SAT Process from the Plant/Site
—  Analysis -
! Nuclear Facility
— Design =
| Performance (AT
S External Events
—> Development [+ S
3 L Plant
l i Modification -
Documentation
—>Implementation+
A
Y“— Evaluation P More competent
personnel
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Key points re Human Resource
Development

e Training, and competence development, is a continuous
process; initial training is needed for job authorisation,
continuing training is needed to sustain, and develop,
competence

e Continuous improvement, and therefore individual
performance improvement is needed throughout the life
cycle

e HRM/HRD must be aligned to Business objectives, and
other management processes (IMS) and must be flexible
and adaptable to meet changing business needs

* Individual development must be consistent with
Organisational Objectives
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Lesson Objectives:

By the end of this lesson the student should
be able to:

* Describe the relationship between HR
Management and Business Strategy

e State the four ‘pillars’ of Human Resource
Management as part of an Integrated
Management System

* Describe the Systematic Approach to
Training (SAT) Model
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ANY QUESTIONS?
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