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Abstract 

Until recently human resource management was not considered to play much of a role in

contributing to goal achievement and successful implementation of plans. However, this

has now changed and it has been recognized that human resource management play a

major role helping organizations gain a competitive advantages.

It has been realized that the most successful organization today rely not technology or

strategic position for their sustained competitive advantage but on how they mange their

workforce.

The purpose of this study is to emphasize the importance of human resource management

practices for any organization, and to illustrate in particular how the practice of training

and development makes major contributions to organization performance. The

organization selected for study is located in Turkey, Bursa, but is off foreign origin.

Management requested that it's name not be used in the study, therefore it will be

referred to as organization B. The organization is concerned with injection technology of

motors and there is a competitive organization in the injection technology of the motors

in market.

The analysis was based on their human resource activities of training and development,

and their training department, and the relationship to the organization performance.
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I. INTRODUCTION

Today, because of the explosion of new technologies, the organization is undergoing great

hanges.

A critical factor to the success of organizations will be and is "intellectual capital ". The

advantage of bringing breakthrough products to market first will be shorter than ever before

due to technology allowing competitors to match or even exceed them almost straight away.

To be one of the forerunners in this steep new-product curve, it will be essential for

organizations to attract and retain. The best thinkers companies will need to build a deep

reservoir of talent- inc~ding both employees and free agents- to succeed in this new era

(W.F.Cascio, 2002).

1.1 What is Human Resource Management?

Organizations are managed and staffed by people --- infact, without people organizations

could not exist. This leads to the problems related to the people in organizations. No two

people in an organization is alike, far from the very mistaken belief that people are alike.

These differences therefore demand attention so that each person can maximize his potential,

so that organizations can maximize their effectiveness, and so that society as a whole can

make the wisest use of its human resource (W.F.Cascio, 2002).

Human resources, in other words, people, are the most vital of all resources ın any

organization.

Research has shown that human resource management (HRM) practices have an important

impact on three organizational out comes, namely, productivity, quality of working life, and

profit.
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Most experts agree that there are five basic functions all managers perform; planning,

organization, staffing, leading, and controlling. In total, these functions represent the
~ 

management process. Some of the specific activities involved in each function include:

Planning: Establishing goals and standards; developing rules and procedures; developing

plans and forecasting - predicting or projection some future occurrence.

Organizing: Giving each subordinate a specific task; establishing departments; delegating

authority to subordinates; establishing channels of authority and communication; coordinating

the work of subordinates.

Staffing: Deciding what type of people should be hired; recruiting prospective employees;

selecting employees; setting performance standards; compensating employees; evaluating

performance; counseling employees; training and developing employees.

Leading: Getting others to get the job; maintaining morale; motivating subordinates.

Controlling: Setting standards such as sales quotas, quality standards, or production levels;

checking to see how actual performance compares with these standards; taking corrective

action as needed.
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· ally, human resource management is the function of staffing and can be referred to as

practices and policies needed to carry out the people or personnel aspect of a management

. These include:

• Conducting job analysis

• Planning labor needs and recruiting job candidates

• Selectingjob candidates

• Orienting and training new employees

• Managing wages and salaries

• Providing incentives and benefits

• Appraising performance

• Communicating

• Training and development

• Building employee commitment

Together, these activities constitute the human resource management system ın an

organization.

Why are these concepts and techniques important to all management? It's easier to answer

this question by listing some of the personnel mistakes you don't want to make while you

managıng.
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• Hire the wrong person for the job

• Experience high turnover

• Find your people not doing their best

• Waste time with useless interviews

• Have your company taken to court because of your discriminatory action

• Have some employees think that their salaries are unfair and inequitable

relative to their in the organization

• Allow a lack of training to undermine your department's effectiveness

• Commit any unfair labor practice

1.2. What are the Functions of Human Resource Management?

1.2.1. Job Analyses

Organizations consist of position that has to be staffed job analyses and procedure thought,

which you determine the duties of this position and the characteristic of the people who

should be hired for them.

Job analyses aims at collecting the following type of information:

• work activities

• human behaviors

• machinery, tools, equipment
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• performance standards

• job contexts

• human requirement

analysis is performed on three occasions:

• When the organization is founded and job analyses programs are initiated for

the first time

• When the new job are created

• Whenjob change

.2.2. Human Resource Planning and Recruitment

'Janningis the process of ensuring that a qualified person is available to assume a managerial

· tion once that position is vacant. The human resource department prepares what are called

Iacement charts and summaries.

lacement charts are visual representation of who will replace whom in the event of a job

opening, A replacement summary is a more detailed version of a replacement chart. Thus

ere is a need for external supplier of human resources.

ecruitment is the process of finding and attracting capable candidates for employment.

esponsibility for recruitment with the human resource department. This is an important

responsibility because the quality of an organizations human resource depends on the quality

its essential tools for recruiters are job description and job specification.
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. Employee Testing and Selecting

tion is the process of choosing from group of applicants the individual best suited for

an organization. The goal of the selection process is to make a proper match of people

- · jobs and organization. If the individuals fit either the job or the organization. They will

ably leave the firm a high turnover rate makes relieving superior performance chart

loyee test assets the probable match between applicants and job recruitment.

- lidity: answer the question; does this test measure what is supposed to measure; is it job

ed

eliability: the consistency of scores obtained by the same person when the retested with the

some test.

1.2.4. Orientation and Training

Orientation; employees are likely to quit during their first few month than at any often time in

eir employment

The psychological job between what the new comes expected and what one finds is know. If

e dissonance is too high people take action which for new employee means quitting \

eaving the organization, but in this case turnover is expensive. For any organization one-wide

spread method for reducing turnover among newly hired employee is "orientation" which can

be defined as "The guided adjustment of new employee to the company, the job, and work

group".



12

I Re.means giving employee more or extra skills in order to be more successful in her job.

- a "developing". But the training involves making you so better now, but

elps you for the future position. Training and developing is a planning

ıw tiliMXlS effort by management to improve employee competency levels and organizational

ii'i:* kw a WOCe. 

:Jbd.ıpments help individuals handle future responsibilities with less emphasis a present jobs

e competitors change as the technology changes, training and development is

· ıportant to make employees do better in using machines efficiently.

organization is affected by competition for survival and success. It is important that

orgamzanons remain competitive, continued competence can only be maintained

less development of human resources. A potential mechanism for this growth is

cıııı,io,-.:e performance appraisal, which can be defined as a system of review and evaluation

s job performance.

effective system assesses accomplishment and evolves plans for development. Human

epartment and managers are responsible from the performance appraisal.

pcrlornıance appraisal system that is properly designed and communicated can help achieve

~zarional objectives and enhance employee performance. In fact performance appraisal
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1.2.6. Compensation

Basically is the total of all rewards given to the employees for their efforts. Compensation is

the total of all rewards provided to employees in return for their services; the components of a

total compensation program are as:

Financial is related to the money, monetary. You receive the money directly in your hand by

getting wages, salaries, bonus etc ...

When employees are ill the organization pays and sends employee to a doctor, employees

don't pay but they get benefits from this service.

No financial: this is satisfaction that person feels from working in the organization and doing

the job. Even if sometimes to money is not enough to keep the people in the organization,

managers feel should satisfied and happy with the organization and the job.

The money and satisfaction are equally important in an organization.

1.3. The Responsibilities for Human Resource Management

The human resource management activities mentioned is the special responsibilities of the

human resource department in organizations, however, these responsibilities also rest with all

managers in the organization (all managers are responsible for planning, organizing, staffing,

leading, and controlling).
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Thus it can be said that;

• a broad objective of human resource management is to optimize the

productivity of all workers in the organization, and

• a special objective of the human resource department is to help line managers

manage the workers more effectively.

The human resource departments achieve this objective through policy initiation and

formulating, advice, service, and control in close communication and coordination with line

managers. Thus, each of the responsibilities of human resource management is shared by both

the human resource department and line managers. Generally, human resource department

provides ~he technical expertise in the area\ activity, while line managers use this expertise in

order to manage people effectively



15

The Objective of The Study

human resource management activities of employee training and development has been

selected to be studied in more detail in the study because it is felt that they are of major

rtance to any organization and have a great impact on performance.

Employee training and development was researched by studying what effects are made on

anization performance, and whether training and development influence employee­

employer relationship, and what the purpose of training and development is.

Through this study the importance and effect of human resource management on organization

performance is emphasized.

An organization located in Turkey was selected for examination in study.

The information was collected through interviews with responsible personnel from the human

resource department of the organization.
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NG AND DEVELOPMENT

. What is Training and Development?

J, organizations face grater challenges than even before to maintain their position among

op organization. Organizations at the top are realizing that their place at the top is not

~a.uteed, and that they must find solutions to the decline in productivity, competitiveness,

ivation, and creativity of the workforce (DJ.Yang and A.Rothman, 1993). Organizations

also experiencing great change due to new technologies and rapid development of

wledge.

aving training and development practices have helped organization grow and improve, and

with the challenges mentioned. Training is not a luxury in today's world but is a

essity if organizations are to meet the demands of its customers and challenges faces.

raining prepares employees to use new technologies, function in new work systems,

mmunicates with peers and customers, and makes them creative.

raining refers to a planned effort by an organization to facilitate employee learning of job­

lated competencies. These competencies include knowledge, skills, or behavior that are

critical for successful job performance. Training aims to help employees master the

owledge, skills, and behaviors emphasized in training programs and to apply them to their

day-to-day activities. Training is infect a learning experience in that it seeks a relatively

permanent change in an individual that will improve the ability to perform on the job; it can

said that training involves the changing of skills, knowledge, attitudes, or behavior (De

Cenzo and Robbins, 1996).
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Development refers to formal education, job experience, relationship, and assessment of
~ 

personality and ability that help employees prepare for the future_ it is future oriented.

According to one human resource director, "if you want to be a world-class manufacturer, the

greater resource is the force working for you (S.Overman, 1990).

In this century, employee training and development will became increasingly important

because if the pressures to reduce costs, increase productivity, and remain competitive.

Organizations are realizing that they can not compete in world markets unless they boost

productivity and invest in a higher trained and skilled work force (RB.Bown and D.Harvey,

2001).

Employee training and development is a key factor in improving levels of organizational

productivity and competitiveness, so it is important that organizations enable their employees

to upgrade their skills and knowledge to meet these changing conditions (RR.Camp, P.N.

Blanchard, and G.E. Huszczo, 1986).

In the future, the only winning organizations will be those that respond quickly to changing

conditions, increasing workforce diversity, and the critical issue of training-related problems.

Research has shown the in organizations turnover has been reduced by better screening, pre­

employment requirements, a good benefit program, and a good training and communication

program (L.Thomburg, 1992). Rapidly changing technology necessitates employees who

have skills, ability, and knowledge to keep up with new, complex production processes and

techniques.
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.2. Why Training and Development?

~ 
The essence of human resource management is that employees are valued assets and that

their value should be increased by a systematic and coherent approach investing in their

training and development". (Armstrong, 1992).

Traditionally, training and development was not viewed as an activity that could help

companies create "value" and successfully deal with competitive challenges. Today that view

has changed. Companies that use innovative training and development practices are likely to

report better financial performance than their competitors that do not. Training and

development also helps a company to meet competitive challenges. As companies attempt to

expand into foreign marketplaces, their success will be determined by employees' ability to

work in a new culture.

Customers are demanding high-quality products and services. As a result, employees must

understand how to monitor and improve the quality of goods and services (a quality

challenge). Many companies have decentralized operations and have employees working at

home, as they travel, and at different hours. Companies are also trying to better utilize

employees' talents through new work designs (such as work teams) and new technologies

such as computer-assisted manufacturing processes. Although many companies are interested

in using high-performance work system practices including teams and computers, employees

may not possess the skill levels for these systems to be effective.

Training and development plays a key role in helping companies meet these challenges! So,

companies need to train employees to work with persons from different cultures. New
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technologies such as Web-based training and multimedia reduce the costs associated with

bringing employees to a central location for training.

Companies want a work force that is motivated and productive, has up-to-date skills, and can

quickly learn new skills needed to meet changing customer needs. Employees want to develop

skills that not only are useful for their current jobs but also are congruent with their personal

interests and values. Employees are interested in developing skills that can help them remain

employable with either their current employer or a future one.

Training is a highly useful tool which can bring and employee into a position where he can do

his job correctly, effectively, and conscientiously; correctly meaning he can apply whatever

he has been taught, effectively meaning ha may be in a position where he can perform to the

expected- standards, and conscientiously meaning that the behavior of the training can bring

the trainees to the effort at the right time.

2.3. The İmportance of Training and Development Compared to Other

Resource Management Practice

Human resource practice consists of the management activities related to investments in

staffing performance management, training, and compensation and benefits. The type of

training and resource devoted to training is influenced by the strategy adopted for two human

resource management practices: staffing and human resource planning.

Staffing strategy refers to company's decision regarding where to find employees, how to

select them, and mix of employees' skills and statuses. Two aspects of a company's staffing
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strategy influence training: the criteria used to make promotion and assignment decisions and

the place where the company prefers to obtain the human resource to fill open position.

Companies vary on the extent to which they make promotion and job assignment decision

based on individual performance or on group or business unit performance. They also vary on

the extent to which their staffing needs are met by relying on current employees or on

employees from competitors and recent entrants into labor market, such as college graduates.

Human resource planning includes the identification, analysis, forecasting, and planning of

changes needed in the human resource area to help the company meet changing business

condition. Human resource planning allows the company to anticipate the movement of

human resource in the company because of turnover, transfers, retirement or promotion.

Human resource plans can help identify where employees with certain types of skills are

needed in the company. Training can be used to prepare employees for increase

responsibilities in their current job, promotion, lateral moves, transfers, and downward job

opportunities that are predicted by the human resource plan.

How often and how well a company's training program is used is affected by the degree to

which managers, employees, and specialized development staffs are involved in the process.

If managers are not involved in the training process, training may be unrelated to business

needs. Managers may also not be committed to ensuring that training is effective. As a result,

training's potential impact on helping the company reach its goals may be limited because

managers may feel that training is a "necessary evil" forced on them by the training

department, ratheythan a means of helping them to accomplish business goals.




