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ABSTRACT
In parallel to the developments in and around an organization the organizations

should evaluate their situation and take action in order to be able to compete with the

new competitors. In Cyprus for example opening of the borders is a new situation and

the Turkish businesses need to compete with the Greeks. In order to compete the

organizations should look into their human resource strategies.

The objective of our study is to learn about the HRM strategies of the SME' s around

the world in order to adapt to the local businesses. The focus will be on the

shortcoming of the human resources and importance of recruitment and selection of

the new personnel. The report will focus on a state organization that we will name as

HCG

Human resource management is also receiving increasing attention from the Turkish

organizations. Furthermore there are many large organizations such as the Koc and

Sabancı group who are spending considerable effort for quality and performance

issues.

Recruitment and selection comprise the impoıiant HR functions of the organization.

It fulfils the critical need of finding qualified staff to spur organizational growth.

HCG has very little openings in the permanent staff section through occupants

leaving the company, but certainly through acquiring new projects.

A person applying at HCG for a junior position should have at least a bachelor's

degree. In general, HCG is constantly searching for professionals to work on long­

term and shoıi-term assignments around the world. Human resources ınariagement at

HCG is a pro-active process, which effectively utilises the most suitable sources of

supply to meet the demand.
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In the macro context HRD is characterized as a series of activities conducted within a

specified time and designed to produce behavioral change ... where its most common

manifestations are training (learning for the present job) and education (learning for

the future job).

Human resources are fittingly acknowledged as the key ingredient for organizational

success, assuming greater emphasis as contributing to its overall effectiveness,

spurring most dynamic and vibrant challenges in government as well as in business.

Rapid changes in the demographic, socio-economic and technological arenas

naturally call for the most pressing need to formulate and operate new approaches in

the management of human resources.

As organizations become more diverse, management programs need to be tailored to

fit the unique needs of both the employees and the organizations they work for. Not

only that the procedures and practices need to be changed with the change of nature,

composition, direction and scope of the organizations, but we will also have to

anticipate and prepare for the future changes that will accommodate them.

Typically HRM refers to those functions undertaken by an organization to effectively

utilize its human resources which include: human resource planning, staffing,

performance evaluation (appraisal), training & development, compensation, labour

relations benefits, in-house communications etc.( Hendry, I 995)

Human resource planning process involves anticipating an organization's business

demands and providing the necessary staff to meet the demands. In brief, human

resource planning involves two critical factors: the supply and demand. To carry out

the human resource management programs, plans must be developed to take into

account jobs to be done and the availability of skilled and general workers to do

them. Thus the development, implementation, evaluation of personnel, procedures
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and programs constitute the overall planning of any functional organization. There

are again two factors in such planning process: HR planning involving the

organization, and career planning, involving the individual workers in the

organization. Human resource planning also includes all the techniques used in

organization to predict future employment needs, and to plan recruitment,

promotions, terminations, retirements and so on. The plan must moreover take into

account organizational growth, changes in the market, and in the external and internal

labor force.

1.2 Objective of the Study

The objective of our study is to learn about the HRM strategies of the SME's around

the world in order to adapt to the local businesses. The focus will· be on the

shortcoming of the human resources and importance of recruitment and selection of

the new personnel. The report will focus on a state organization that we will name as

HCG for now. The state organizations are excessively staffed. After explaining the

excessive staffing problems we will provide them with a scientific approach which

can accurately tell them the areas of overstaffing and the head counts. Finding the

problem is not the only purpose, our goal is to solve the problem. Keeping this in

mind, we will first formulate the following relevant questions as a starting point to

provide the full solution of reducing staff cost. They are: how do you know that they

are over staffed; what to do to reduce staff cost; how to improve the productivity of

the staff; and, what to do with the underutilized staff.

Interviewing with management of HCG Company is the major avenue we get to

know the inside and out of the company. Prior to making any suggestions, we had

scheduled a few interview sessions with managers of HCG Company. They are

human resource manager, purchase and sales manager, finance manager, party

secretary, assistant general manager, and so on. In the interviews, managers

3



introduced the company's current and historical situations within their expertise and

function areas.
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2. HUMAN RESOURCE MANAGEMENT CONCEPT

Development is improving the way things are done. A developed car is a car with a

newer shape, additional features and greater performance with probably less cost of

running. Developing the human resources mean that the same number of human

resources will be able to produce more and better products and services. The main

purpose and objective of human resource development is to use the human resources

in the most efficient way. HRD is not just a way of doing things. It is a series of

activities conducted within a specified time and designed to produce change of

attitude. In other words it is a way or a tradition of new approaches. A company can

develop its human resources by improving its recruitment and selection system and

also make improvements in quality and performance by certain activities such as

training (learning for the present job) and education (learning for the future job).

Human resources are now accepted as most as the key condition and requirement for

organizational success. Success of human resource management is only possible if

the management realizes its importance and assumes greater emphasis to contribute to

its overall effectiveness, encouraging most dynamic and vibrant challenges in the

organizations.

Organizations need to watch out for changes and adopt new strategies to overcome

the negative effects of these changes. Rapid changes in the demographic, socio­

economic and technological arenas naturally creates need for the most to formulate

and operate new approaches in the management of human resources. The human

resource strategies need close watch on the market conditions. Labor market for

example is closely related to the human resources approaches. Abundance or shortage

of human resources need important policy changes.
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Competition is increasing with the globalization of the world economy. Human

resources and new management systems are becoming increasingly more important.

The new industries and products as well as services that are likely to emerge will

require that organizations tend to work with people in innovative ways. The demands

for quick response, quality and flexibility will certainly call for organizing project

teams, cross-functional work groups; quality circles etc. Organizations and managers

need to be constantly on the watch to help integrate functional departments and units

into the mainstream of events. These forces will all combine to create a dynamic and

fast-moving environment in which employees will demand much more sophistication

in the procedures and practices of management.

As organizations become more diverse, management programs need to be tailored to

fit the unique needs of both the employees and the organizations they work for. Not

only that the procedures and practices need to be changed with the change of nature,

composition, direction and scope of the organizations, but we will also have to

anticipate and prepare for the future changes that will accommodate them.

Typically HRM refers to those functions undertaken by an organization to effectively

utilize its human resources which include: human resource planning, staffing,

performance evaluation (appraisal), training & development, compensation, labour

relations benefits, in-house communications etc. (Pinnington and Edwards ,2000).

Human resource planning process involves anticipating an organization's business

demands and providing the necessary staff to meet the demands. In brief, human

resource planning involves two critical factors: the supply and demand. To carry out

the human resource management programs, plans must be developed to take into 
account jobs to be done and the availability of skilled and general workers to do

them. Thus the development, implementation, evaluation of personnel, procedures

and programs constitute the overall planning of any functional organization. There

are again two factors in such planning process: HR planning involving the
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ization, and career planning, involving the individual workers in the

mpnızation. Human resource planning also includes all the techniques used in

mpnızation to predict future employment needs, and to plan recruitment,

ıııoınotions, terminations, retirements and so on. The plan must moreover take into

aı::omıt organizational growth, changes in the market, and in the external and internal

lowing steps need to be observed in the HR planning process (Torrington, D.

I. Establishin organization objectives and HR needs;

Assessing the skills and experience of current employees;

Analysing the future availability of employees;

Planning recruitment and development programs to meet future human

-.ırce needs;
Evaluate human resource planning programs;

6. Developing HR plan to identify and maintain competitive advantage.

Jmııııımer important aspect of management development is career planning. Human

a ce plan considers the future needs of the organization and the career plan

-ıs;ııddıers the future needs of the individual worker in the organization. Thus the

••ıegement of the organization is necessary to create conditions such that all

•..ıfoyees are able to make the greatest possible contribution to the organization they

career management and career development programs are essential for all

..._.ıo~ees as much as it is also in the best interest of the organization. By-developing

-ıı,pcı:eıeot employees the organization improves overall performance, and generate

l..-ıions whereby they can create a talent pool from which to draw future managers

ept of human resource management has become increasingly important in

· environment. Business organizations are under increasingly important
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pressure to compete with similar organizations. Internationalization of finance and

trade has increased the pressure even more. Due to availability of adequate finance

the investors are now able to invest in new businesses anywhere in the world. For

example, two investors with equal amount of capital can make investment in the

similar part of the world to produce the same product. Their cost of inputssuch as the

raw materials and energy may be of equal value. The labor cost is also similar. Yet

these two organizations will compete with each other and one will be more successful

than the other. Obviously the more successful organization will be the one that

utilizes its human resources. Production per employee will identify the performance

of the each organization. More recently, the issue of whether to situate the HRM

debate in the organizational or the international context has arisen (Sparrow & 

Marchington eds, 1998). This is because organizational responses such as delayering,

empowerment, work intensification, flexibility and redundancy appear to have gained

as much weight as the macro-environmental drivers of HRM such as competition,

technology, economic recession and political change (Anthony et al, 1996). Change

in the external environment triggers organizational responses which may take the

form of restructuring, mergers, acquisitions, splits and cost cutting, which in turn

trigger human resource management responses reflected in adoption of new

employment patterns and new employer-employee relationships (Hendry, 1995).

HRM has assumed varied meanings and implications. While it has been used as a

synonym for personnel management by some, (Storey, 1992), there is a general

agreement that the adoption of HRM signals a more business oriented and business

integrated approach to the management of people. While some writers have

questioned if HRM is a map, a model or a theory (Legge, 1995a) others have

proposed typologies (Storey, 1987; Hendry, 1995) and some have proceeded to make

empirical observations to confirm the presence of these typologies in organizations.

Among the typologies proposed, the soft and hard HRM orientations are the most

acceptable and the subject of conceptual constructions and empirical enquiries. The

soft version of HRM is linked to the human relations school while the hard HRM
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