IJISET - International Journal of Innovative Science, Engineering & Technology, Vol. 1 Issue 9, November 2014.
www.ijiset.com
ISSN 2348 – 7968

Human Resource Management Approach to Public Sector
Companies.
1
P

M.Malthi, 2Dr.V.Rajagobalan,
P

P

P

1
P

Full-time Research scholar,Sri venkateshwara college of arts and science.Peravurani,Thanjavur.
P

2
P

Research Advisor, Principal, Sri venkateshwara college of arts and science.Peravurani,Thanjavur.
P

ABSTRACT
Human resource management is a function in organizations designed to maximize
employee performance in service of their employer’s strategic objectives.In start-up companies,
HR's duties may be performed by trained professionals. In larger companies, an entire functional
group is typically dedicated to the discipline, with staff specializing in various HR tasks and
functional leadership engaging in strategic decision making across the business. Public service
transformation is critically dependent on developing new skills, changing engrained behaviours
and managing the uncertainty and conflict that can arise as a result. Unless HR is involved at the
heart of this process to ensure the key people management issues are addressed, public service
reform plans will remain frustrated. HR policies with corporate strategy, its learning and
development efforts its value-driven culture and its ability to create work-life balance for its
employees.

INTRODUCTION
Human resource management is a function in organizations designed to maximize
employee performance in service of their employer’s strategic objectives. HR is primarily
concerned with how people are managed within organizations, focusing on policies and systems.
HR departments and units in organizations are typically responsible for a number of activities,
including employee recruitment, training and development, performance appraisal, and
rewarding (e.g., managing pay and benefit systems). HR is also concerned withindustrial
relations, that is, the balancing of organizational practices with regulations arising from
collective bargaining and governmental laws.

HR is a product of the human relations movement of the early 20th century, when
researchers began documenting ways of creating business value through the strategic
management of the workforce. The function was initially dominated by transactional work, such
as payroll and benefits administration, but due to globalization, company consolidation,

97

IJISET - International Journal of Innovative Science, Engineering & Technology, Vol. 1 Issue 9, November 2014.
www.ijiset.com
ISSN 2348 – 7968

technological advancement, and further research, HR now focuses on strategic initiatives like
mergers and acquisitions, talent management, succession planning, industrial and labour
relations, and diversity and inclusion.

In start-up companies, HR's duties may be performed by trained professionals. In larger
companies, an entire functional group is typically dedicated to the discipline, with staff
specializing in various HR tasks and functional leadership engaging in strategic decision making
across the business. To train practitioners for the profession, institutions of higher education,
professional associations, and companies themselves have created programs of study dedicated
explicitly to the duties of the function. Academic and practitioner organizations likewise seek to
engage and further the field of HR, as evidenced by several field-specific publications.

HUMAN RESOURCE APPROACH IN PUBLIC SECTOR COMPANIES
The report, Boosting HR performance in the public sector, prepared jointly with the the
Public Sector People Managers’ Association (PPMA), points to the risk of failure for the
Government's public service reform plans to deliver lasting improvements because they underemphasise people and HR management issues. According to Stephanie Bird, CIPD Director of
HR Capability.
Public service transformation is critically dependent on developing new skills, changing
engrained behaviours and managing the uncertainty and conflict that can arise as a result. Unless
HR is involved at the heart of this process to ensure the key people management issues are
addressed, public service reform plans will remain frustrated.
Unfortunately, HR in the public sector has been seen by successive governments as a
cost to be managed, or a way of making redundancies. It is no coincidence that attempts by
previous administrations to create a step-change in the quality of public service delivery have
failed. This government cannot afford to make the same mistakes. Widespread reporting of cuts
in public sector staff, including government departments and local authorities, have led to fears
of job losses among the people who are crucial to delivering reforms. The report argues that
effective leadership and people management, careful change management and organizational
development are crucial to maintaining employee morale and engagement and encouraging staff
to accept new ways of working. Managers need the ability to manage across organizational
boundaries if radical plans to improve co-ordination and collaboration between different public
services and deliver more cost-effective services are to succeed. According to the report, public
sector organizations will need:
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•
more effective collaboration, with each other and with the voluntary and private sectors,
to prevent overlapping and duplicated services and to be more cost-effective
•

to identify more efficient ways of working and foster innovation

•
to identify potential costs savings by means of greater use of shared services and
outsourcing
•
a more effective focus on meeting the changing needs of the public through enhanced
front-line autonomy
•

to negotiate new/local terms and conditions of employment

•
to manage and communicate change effectively, involving employees through effective
consultation to ensure employee/union buy-in
STEPS IN GOVERNMENT
The Government plans to do this by supporting mutual’s, co-operatives, charities and
social enterprises and giving them greater involvement in running public services. The report
discusses the fundamental importance of the way changes are managed, the extent to which
employees feel they are consulted and have a voice and their acceptance and 'buy in' to new ways
of working. The critical people management issues underpinning major change programmes
highlight HR's role. The Human Resource function should provide the organizational
development strategies supporting the business needs of transforming public services. If HR is
not accepted as a transactional function by policy-makers and HR specialists are not allowed a
significant role in engaging with or influencing the Government’s reform agenda, the process of
transforming public services will fail.

The public service reform agenda provides both an opportunity and a challenge.
HR can build and establish its reputation as a key strategic function if it is at the heart of
managing change, helping to facilitate service delivery redesign and building the necessary
leadership and management skills for sustained public service transformation. However, if HR is
preoccupied by its traditional activities, such as hand-holding line managers, then it will be left
behind and its reputation as a transactional function will be reinforced. The case studies profiled
in our collaboration with the CIPD show how HR is already underpinning successful public
sector transformation – we hope this report provides useful guidance to support the adoption of
best practice across the sector
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HR SERVICES
According to the report, the entire public sector is facing renewed pressure to use
shared services or outsourcing for more cost-effective HR services delivery. This results in an
additional emphasis on a need for public service front-line managers to become better people
managers because the HR function will no longer have the same resources to hand-hold
managers on issues such as managing conflict, stress and absence, and wider aspects of
performance management. There will be a need for major parts of the public sector to renegotiate
(at a national or local level) revised terms and conditions of employment to improve efficiency
and offer a more locally appropriate range of services. The change agenda will have to be
communicated clearly and positively, with effective internal communication channels providing
a clear narrative as to why change is needed and also offering opportunities for meaningful
consultation.
The scale of the proposed changes may appear daunting but they play to the strengths of
HR specialists if they choose to use them. Without HR being at the heart of the change
initiatives, there is a risk of piecemeal efforts that miss key components of people management
that are crucial to employee engagement and bringing strategies, visions and values to life at the
front line.
The above surveys commended the company's leadership commitment to employees, the
alignment of its HR policies with corporate strategy, its learning and development efforts its
value-driven culture and its ability to create work-life balance for its employees. The ultimate
focus of HRM is the people within an organization. Regular planning, monitoring and evaluation
are important for the success of HRM. Successful implementation ensures that all employees
know their role, career path and also feel part of an organization which is able to manage and
reconcile their expectations as well as those of the organization and its objectives.
Conclusion
The need to change the nature of public services. We know instinctively that the state
is often too inhuman, monolithic and clumsy to tackle our deepest social problems. We know
that the best ideas come from the ground up, not the top down. We know that when you give
people and communities more power over their lives, more power to come together and work
together to make life better - great things happen.
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