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What are human and organisational factors?
• People are involved in all aspects of work and keeping them safe should be 

a priority. Understanding human and organisational factors – all elements 
within a workplace that have an impact on the people who work there – is 
fundamental to keeping people safe.

• At the core of human and organisational factors are three interrelated 
areas that are relevant to any task. These are the:

1. job – what people are being asked to do (i.e. the task and its 
characteristics)

2. individual – who is doing the task (i.e. the person and their competence)
3. organisation – where the person is working (i.e. the organisation and its 

attributes).
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• Why are they important?
• Human and organisational factors affect how effectively and safely 

workers are able to do their jobs.
• When managed well, human and organisational factors set workers 

up for success. When they are poorly managed, or have not been 
considered, safety and productivity are compromised.
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How do you set organizational strategy?
An organizational strategy is a creation, implementation, and evaluation of decisions
within an organization that enables it to achieve its long-term and short-term objectives.

Key strategic considerations of organization strategy
(1) What re-configurations, reach extensions and strategic relationships will be necessary
to deliver the intended organizational strategy.

(2) What new skills and capabilities will be needed? How will procedures change relating
to the new skills and capabilities?

(3) What will the new level of performance be? How will it be achieved?

(4) What changes to corporate culture will be needed?

(5) How will operational activities be integrated?

The most important phase of implementation is the formulation of the organizational
strategy.

The human factor
Most of the organizations successful in strategy implementation consider the human
resource factor as very important in making strategies happen. Consideration of human
resources requires management thinks about communication needs. They must articulate
strategies so those charged with developing the corresponding action steps fully
understand the strategy to be implemented. In addition, the human resource function
understands the effects each new strategy will have on their peopleneeds.

HR activities that support organizational strategy
1. Recruitment and selection
The ability to attract and select human resource having the right knowledge, skills,
and attitude is an important function of HR. If it is successful in this work, it will be
providing support to organization strategy in a big way. Productivity, quality, and
service are the most critical issues in any organization and any positive contribution
of HR in these areas will be of paramount importance.

https://peopledevelopmentmagazine.com/2017/04/23/cultural-change/
https://peopledevelopmentmagazine.com/2016/09/09/productivity-human-resource/
https://peopledevelopmentmagazine.com/2019/03/14/people-strategy/
https://peopledevelopmentmagazine.com/2016/04/09/13-key-strategies-to-attract-and-retain-highly-talented-people/


The organization should recruit and induct employees who are a good fit for the
jobs.  If so, this will result in a visible improvement in productivity.  Improvements
will show in planning, processes, supervision, techniques etc. leading to
improvement in productivity.  This, in turn, will directly affect the organization
profitability. HR in such cases is adding valueto the organization.

Similarly, HR through right hiring may add value to the organization. If customer
satisfaction shows an upward trend. HR adds value when costs and errors show a
downward trend.

2. Quality is one of the most critical issues for any
organizational strategy
Improvement in quality positively affects a host of other areas. Improvement in
quality leads to a reduction in production or service cost and, providing customer
delight resulting in customer retention. Increase in sales follows thus improving
market reputation leading to a reduction in marketing expenses which contributes
towards improved profitability

It is, however, important to remember that to qualify as a value-adding activity,
improvements must be shown to have happened in consequence of the activity
started by human resource function. In this context, the most important thing is the
availability of the correct data and the right interpretation. In every case right
measuring tools have to be found and the reasons for improvements are to be
correctly determined.

3. Performance appraisal and compensation
Performance Appraisal and Compensation are the most critical areas of HRM.
Formulating a system which is fully aligned with organizational strategy, and
implementing the same in an objective and transparent manner is essential.  Not only
will this make the system acceptable but also positively affects employee’s
motivation. The system not only enunciates the organization’s expectations regarding
employee’s performance.  It also helps in employee training and development.
Similarly, laying down a sound and fair compensation policy goes a long way in
attracting, maintaining, developing and retaining good employees. HR can add, value
by proper formulation and implementation of these important functions and thus
support organization strategy.

4. Training and development

https://peopledevelopmentmagazine.com/2014/10/20/hr-adds-value/
https://peopledevelopmentmagazine.com/2019/01/12/increase-productivity-at-work-part-1/
https://peopledevelopmentmagazine.com/2015/09/10/should-you-implement-an-appraisal-review-system/


A learning organization is fast becoming a reality. In any organization, continuous
learning means growth through learning events and experiences for individual
employees as well as teams, and the organization as a whole. HR plays an
important role in developing a culture of continuous learning. Identifying, training
and development needs and arranging, training and development programs for
employees is part of the whole learning process. A system which creates an
environment conducive to learning through experience, coaching, mentoring, self-
learning as well as through training and development is a must in the learning
organization. HR which is the main organizer, director, and controller of learning. 
Learning must be applied to processes in order to bring about improvements. Once
again, HR is successful in adding value to the organization.

https://peopledevelopmentmagazine.com/2016/12/23/role-emotions-learning/
https://peopledevelopmentmagazine.com/2013/02/01/learning-investment-2/
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Human resources do have a challenging role to play in organizational culture, as it is theHuman resources do have a challenging role to play in organizational culture, as it is the
employees who work for the organization, who embrace and improve a particular culture within theemployees who work for the organization, who embrace and improve a particular culture within the
organization. Any desired change to the culture of the organization has to be done through theorganization. Any desired change to the culture of the organization has to be done through the
employees and by the employees.employees and by the employees.

Organizational Culture and HR PracticesOrganizational Culture and HR Practices

Basic HRM exercises like recruitment, selection, and training affect the performance and stability ofBasic HRM exercises like recruitment, selection, and training affect the performance and stability of
an organization. These exercises have the ability to influence employee behavior and build valuesan organization. These exercises have the ability to influence employee behavior and build values
that develop the organizational culture.that develop the organizational culture.

Change in behavior defines how one acts or conducts oneself in any situation. Therefore, if HRChange in behavior defines how one acts or conducts oneself in any situation. Therefore, if HR
exercises could positively affect the behavior, improving positive thinking about organizationalexercises could positively affect the behavior, improving positive thinking about organizational
initiatives towards the employees, it would lead to positive results for the business. Cultural valuesinitiatives towards the employees, it would lead to positive results for the business. Cultural values
are part of the external factors that influence HR exercises. Cultural values command employeeare part of the external factors that influence HR exercises. Cultural values command employee
behavior.behavior.

In organizational cultures where employee engagement is common, it is more likely to have higherIn organizational cultures where employee engagement is common, it is more likely to have higher
employee satisfaction and encouragement than the ones that do not favor employee involvement.employee satisfaction and encouragement than the ones that do not favor employee involvement.

Anyhow, there might be various reasons why employees do not want to or speak out. SomeAnyhow, there might be various reasons why employees do not want to or speak out. Some
employees might see this as an unnecessary risk, while others might simply have personal reasonsemployees might see this as an unnecessary risk, while others might simply have personal reasons
like being shy or not being comfortable with the management.like being shy or not being comfortable with the management.

Management StylesManagement Styles



An organization experiences different management styles that may change or remain steady withAn organization experiences different management styles that may change or remain steady with
time.time.

There are different management styles that we come across while observing the managementThere are different management styles that we come across while observing the management
patterns of different private and public sector companies.patterns of different private and public sector companies.

Let us take a look at the following management styles −Let us take a look at the following management styles −

Collegial StyleCollegial Style

In the collegial style, resources and rewards are uniformly distributed. The management controlIn the collegial style, resources and rewards are uniformly distributed. The management control
over the employees is restricted, resulting into employee empowerment. Individual duty is the basisover the employees is restricted, resulting into employee empowerment. Individual duty is the basis
of organizational performance.of organizational performance.

Organizational success depends on the commitment that an employee has towards the work andOrganizational success depends on the commitment that an employee has towards the work and
the business. This key element and distributed values help create a unity of direction and focus onthe business. This key element and distributed values help create a unity of direction and focus on
the part of the employees.the part of the employees.

Meritocratic StyleMeritocratic Style

In the meritocratic style, employees are bothered about productivity and cohesion. TheIn the meritocratic style, employees are bothered about productivity and cohesion. The
management puts stress on performance. In short, this management style believes in the fact thatmanagement puts stress on performance. In short, this management style believes in the fact that
power should be distributed on the merit basis.power should be distributed on the merit basis.

Appointments are made and duties are assigned to individuals on the basis of their "merits",Appointments are made and duties are assigned to individuals on the basis of their "merits",
namely intelligence, credentials, and education, which are determined through evaluations ornamely intelligence, credentials, and education, which are determined through evaluations or
examinations, for example, Civil Service Exams.examinations, for example, Civil Service Exams.

Elite StyleElite Style

In the elite management style, the organizational hierarchy is highly improvised. Power, resources,In the elite management style, the organizational hierarchy is highly improvised. Power, resources,
and rewards are focused at the top levels of the hierarchy. Employees have no say in the decisionsand rewards are focused at the top levels of the hierarchy. Employees have no say in the decisions
made by the senior management.made by the senior management.

Leadership StyleLeadership Style

The leadership style of management has a lot in common with the elite style of management, butThe leadership style of management has a lot in common with the elite style of management, but
rather than a faction of leaders at the top level, it has leaders at different levels of the hierarchy. Forrather than a faction of leaders at the top level, it has leaders at different levels of the hierarchy. For
example: the army.example: the army.

In the next chapter, we will throw some light on how to manage diversity in workplace efficiently.In the next chapter, we will throw some light on how to manage diversity in workplace efficiently.



Dynamics of the Finance and HR relationship 
Employees drive business results and create value for the organization. HR as a function has the 
responsibility of supporting employee well-being, which in turn helps create a competitive advantage 
by building a happy and healthy workforce. Happy talent generally means lower turnover, which 
directly benefits finance as it means more money to grow the business. So, if this is the nature of 
business and one cannot survive without the other, it makes me wonder where the differences or 
conflicts lie? 
It is important to highlight that business results are generally measured in financial terms and not in 
terms of employee health. Finance and business operations are speaking the same language while 
HR adds another tangent, putting HR at a slight disadvantage. 

Finance and HR need to depend on one another for 
business success 
Any strategy requires resources for execution and one of the key responsibilities of HR is to make 
sure the organization has resources with the right skills and competencies in the right positions. HR 
also needs to help keep talent engaged, in turn improving retention. To achieve this objective, HR is 
largely dependent on finance for things like budget, new hiring activity, or for training the existing 
workforce for programs that increase employee engagement. This is where finance struggles as they 
need to rationalize costs when they can’t measure the return on investment and justify the value. 
Conversely, how does finance make sure they get good top line results from people and get the help 
from HR to plan either for rewards programs or allocate and distribute budgets to maximize revenue? 
As per Forrester, Human Capital makes up 70% of operating expenses and this percentage 
increases as the economy becomes more and more services oriented. 
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