Strategic Human Resource and management

Introduction
Strategic human resource management can be defined as those activities which significantly affect the behavior of individuals in their efforts to formulate and implement the strategic needs of the business (Armstrong and Baron, 2002, 41). It refers to the human resource activities and regulations which are aimed at helping an organization in meeting its goals. Strategic human resource management can also be seen as the process by which human resource functions are linked with strategic objectives of an organization in an effort to maintain a high performance in organizations.

Strategic human management is designed to enable organizations to fulfill the needs of its employees and meet the company goals at the same time. SHRM requires the management to look far ahead and come up with plans that will help the company to meet the needs of its employees and for the employees to meet the needs of the organization (Upson, 2011). Therefore, the concept of the SHRM is a two way process. An organization should first come up with the measures which will in turn help the employees in meeting the needs of an organization in the most efficient way.
Strategic management
The word strategy is used to refer to specific patterns of actions and decisions that are employed by the management of an organization as a means to accomplishment of the performance goals (Bratton, 3). Strategic management can therefore be seen as the managerial decisions and courses of actions that significantly affects the organization’s long-run performance. There are three key pillars of the strategic management; the environment, values of the senior management and the available resources (Bratton, 3). All these poles are interdependent and their roles intertwine with each other.
Models of Strategic Human Resource Management
There are several human resource strategy models which have been identified over the past. These are the models which many companies have used by several companies to control, motivate and develop the workers. There are three basic stages which are very important in SHRM. These include formulation, implementation and evaluation (Krishnan and Singh, n.d, 1).

These models fall into two broad categories. There are those which refer to the general approaches to the strategic human resource management. On the other hand, there are those which propose particular approaches to the process of strategic human resource management.
Best-practice approach
This approach to the concept of the human resource management is based on the assumption that there some of the human resource management practices which are superior and their adoption will lead to high performance by the organization (Armstrong and Baron, 2002, 68). In other words, this model proposes that it is for every organization to record a sustained high level of performance, it has to consider the adoption of these practices. They are like the pillars of an organization.

One of these practices is the employment security. This implies that the workers will not be made redundant in the name of things like the poor economic situations or strategic mistakes of the senior management (Armstrong and Baron, 2002, 69).

Another practice that will enable the organization to reach high performance levels if adopted is selective hiring. This practice requires organizations to clarify on the attributes and skills. This will enable in making the choice of which skills and attributes which are difficult to change or those which cannot be changed. This process helps in identifying the people who possess those attributes which are difficult to train and which will predict the likelihood long stay in the company (Armstrong and Baron, 2002, 69).

A self-managed team is another important practice in an organization. It helps the employees to combine a wide range of ideas in solving problems. Other practices include compensation on good performance, training, reduction of the status differentials and sharing information.
Best fit
This model is more preferred than the best practice model. This model proposes that each company should adopt those procedures which fit to their strategic and operational requirements. For instance, the company should start by analyzing itstechnol.ogy, culture and structure (Armstrong and Baron, 2002, 68). After such an analysis, it will be very easy for the organization to decide what should be done.
Configuration approach
This process insists on the importance of bundling. That is, development and implementation of several human resource practices to complement and reinforce each other (Armstrong and Baron, 2002, 72). In other words, the ideas are interrelated and therefore their combination will result to better results. The model encourages the marriage of several practices in the human resource management. For instance, high performance work systems are somehow related with the labor productivity and the turnover rate, which was in turn related to the financial indicators of organization’s performance (Wilkinson et al, 2009:34).
The high-performance working model
This model involves the development of interrelated approaches in combination impacts on the performance of the firm through its people in different fields like quality, profits, shareholder value among others (Armstrong and Baron, 2002, 75).

Some of the common practices in high-performance management practices involve a thorough recruitment and selection procedures. Such procedures will help the organization to absorb the most productive workforce into the organization. This will help in attaining the organizational goals and objectives. Another high performance practice is extensive training and activities to trigger the development of the management (Armstrong and Baron, 2002, 75). Others practices will include performance management processes and incentive pay systems.
The high-committed management model
This is a form of management which aims at cultivating commitment in the employees such that their behavior is self regulated rather than being molded through the sanctions (Armstrong and Baron, 2002, 68). This process helps in bringing up a workforce which is characterized by a high level of trust where external pressure is not necessary for the employees to execute their duties in the right way.

The management can use several ways to achieve high commitment. One of the main ways is by emphasizing on the value of employee commitment at all levels within an organization. Flexibility can also be a very useful toll in eliciting commitment of employees in an organization. Flexibility will reduce pressure on the employees. Each person will be able to engage on those activities in which they are most comfortable. Consequently, everybody will be committed to perform their duties without necessarily having anybody looking over their shoulders.
The high-involvement management model
This model emphasizes on treating the employees with a lot of respect as partners in the organization by considering their contributions (Armstrong and Baron, 2002, 75). This model recognizes the importance of participation and communication with the managers and the teams to join hands in realizing the goals of an organization.

Some of the high work involvement practices include suggestion programs, job rotation, on-line work teams, off-line employee involvement activities as well as the problem solving groups.
Training and development; The Workplace learning and strategic human resource management
Employee training refers to those programs through which the employees are provided with new information and skills. This is a very important practice in any organization.

Formal and informal learning in the work place has become a very important tool to the human resource managers in achieving the human resource management goals of commitment, quality and flexibility. Workplace learning is a very important factor that contributes to an organization’s level of competence consequently determining its competitiveness (Bratton, 24). An organizations ability to learn more and faster than its competitors is very important for the success of an organization in a competitive world.

Training programs can be used to update employees’ skills with the current developments. This practice helps the company to maintain its comparative advantage. A successful company should be able to keep its employees updated with new developments in their respective fields. For instance, technology updates is very common due to the increasingly high level of technological developments in the contemporary world. Otherwise, the company may lose its competitive advantage.

Employee training programs are also very important to new employees. It is necessary for the newly hired employees to undergo major training program before they are assigned their duties. In other words, workers’ training is very important factor which determines the productivity of its employees.
Importance of Strategic Human Resource and Management
There are very many advantages of the strategic human resource management. To start with, SHRM helps in analyzing the threats or opportunities that are crucial to the organization (Nakate, 2011). The success of any company is determined by its ability to discover its threats and opportunities available.

Through SHRM, an organization can be able to develop strategies and have great expectations for the future. This is because the process will assist an organization in realization of its goals.

Strategic management also helps an organization to determine its weaknesses and strengths which helps the leaders in selecting the most effective course of action (Nakate, 2011). Any company needs to understand its points of weakness and strengths for it to make best decisions.

Another importance of SHRM is that it plays a very important role in motivating employees. Employee motivation helps in improving their productivity levels.
Conclusion
In conclusion, the discussion above has critically analyzed what it means for organisations to be strategic in their approach to Human Resource Management. The discussion has revealed that SHRM is a process which helps an organization to meet its goals.

