

DEFINITION OF THE HUMAN RESOURCE FIELD





		The Human Resource field could be described in 2 different ways:  the analytical view giving a list of topics and activities, or the structured view giving the organization and the objectives.





1.  ANALYTICAL VIEW



1.1	Topics:

  

strategy�needs��policy�information��regulations�reports��careers�records��trade unions�documentation��staff�training centres��recruitment�training��selection�training methods��appraisal�training material��salaries�training equipment��pensions�trainers��insurance�fellowships��work/job/task�social��safety�conditions of work��hygiene�opinions��



1.2  Activities:



 study, feasibility of�manage��analysis, cost/benefit�supervize��compare�administer��forecast�organize��research�appraise��investigate�negotiate��propose�communicate��identify�allocate��verify�control/inspect��plan/schedule�train/teach/instruct��prepare�demonstrate��specify�monitor��budget�learn��develop�describe��design�explain��validate�create��evaluate�imagine��adapt�         generate��interface�         innovate��change�         improve��dimension�        decide��maintain�        determine/define��operate�        use��perform�        calculate��repair�        estimate��test�        motivate��measure�        inform��check�        diagnose��



2.  STRUCTURED VIEW:



2.1  Human Resource Management



	-  Establish the strategies and follow their implementation;



	-  Establish and maintain staff regulations;



	-  Coordinate the activities of Job Management, Training, Personnel 				    Management, Social Affairs;



	-  Negotiate General Personnel Policy. 





2.2  Job Management



		-  Establish the short- and mid-term "most probable evolution in Personnel";



		-  Propose several personnel movement scenarii;



		-  Develop and maintain Work/Job/Task classifications.



2.3  Training



		- Develop, implement and maintain Knowledge,  Know-how, and Behavioural             	   Training; 



		-  Administer and manage Training Centres.



2.4  Personnel Management



		-  Develop, maintain and implement a database information system for the   		    management of personnel;



		-  Implement a system of personnel administration;



		-  Develop and maintain the circulation of informa- tion among employees.



2.5  Social Affairs



	-  Measure and evaluate the feelings of staff members;



	-  Improve working conditions;



		-  Facilitate and coordinate social activities.







3.  GENERAL OBJECTIVES OF HUMAN RESOURCES



		Human Resources could be be considered a new science, or at least a new approach to what was formerly called "Personnel Management".



		It includes, on the one hand all activities concerning "Personnel Development" or more precisely "Individual Development" in an organization; and on the other hand, "Staff Management" meaning all activities oriented towards the success of the Organization.



		The quality of the Human Resource System in an organization is therefore directly dependent on the right balance between "Individual Development" and "Personnel Management".  From a philosophical point of view, a Human Resource Manager (or any departmental head) should always remember:







�An individual is always worthy of respect; only human activities can be rectified.���

          







DESCRIPTION OF THE  HUMAN RESOURCES ENVIRONMENT 







1.  
MACRO-ECONOMIC SECTOR SCHEME:
             



		Telecommunication activities must be located in the national economic sector scheme, in order to show the possible relationship between these different activities that could have consequences on the Human Resource policy of your organization.



		It should be remembered that one of the most important functions of Human Resources is the management of personnel movement including internal movement (promotions, etc.) and external movement (retirements, resignations, etc.).  



		For management of internal and external personnel movement, it is very important to know where you are, in other words:



- 	from what source you can obtain Human Resources;



-  	where you can deploy Human Resources inside or outside your own           	     organization.  





		The macro-economic classification proposed by the UNDP is as follows:  

01	Political affairs

02	General development issues, policy and planning        	

03	Natural resources    

04		Agriculture, Forestry and Fisheries   

05		Industry 

06	Transport and Communications 	        

07  	 International Trade and Development    

08		Population

09		Human Settlements 	

10		Health 	

11		Education

12		Employment 	

13		Humanitarian Aid and Relief 

14		Social Conditions and Capacity 	

15		Culture

16		Science and Technology 



NOTE:    Each sector is divided into several sub-sectors, i.e., "Telecommunications" under the heading of "Transport and Communications".         





		Other Human Resource activities must also take account of the existence of specialized sectors.  For example:  training activities in relation to the "Education" sector, or social activities in relation to the "Social Conditions and Equity" sector. 



		From a general point of view, each Human Resource activity in an organization is related to a specific economic sector, and depends (more or less) on the national policy adopted for this sector.                               



		Concerning personnel movement, it is interesting to note that there are poor personnel exchange possibilities within the sector of "Transport and Communications" (only perhaps with "Air and Land Transport"), and good ones in the sectors of "Industry" and "Science and Technology".  







2.  
INTERNAL ENVIRONMENT
   



2.1  Hierarchical Environment  



		The hierarchical environment to which the Human Resource System belongs, and for which it works, depends on the structure and size of your organization.                



		In a telecommunication organization, as in most others, a typical structure can be divided into 5 levels, each level having its own objective in and relative to the hierarchical structure.                             



		In its most simple form, the Human Resource System is located at "Strategic" and "Executive" levels, depending on the specific Human Resource activities involved.  



		In larger and more complex organizations, the Human Resource System is shared among "Strategic", "Executive", and "Implementation" levels, with some "remote activities".





      

           GENERAL OBJECTIVES                               LEVEL





�









** related to the general productivity index chosen for the organization or service.      





�

2.2  Operational Environment:   



		Human Resources, as any other system in your organization, has to produce results and reach specific objectives.  To do so, it is necessary to know:  

 -	from what source the necessary information comes;         



-   where to send the results or information needed by other systems in the organization.              

                                           



		The best way to define and maintain these operational flows is to develop a "structured flow graph" for each activity in the Human Resource System in relation to the whole organization.  It is a long and complex undertaking that has to be regularly revised.  The following example gives an idea of a typical chart:   





�                                                







2.3  External Environment:   



		From the Human Resources point of view and especially in training and recruitment activities, the external environment should be considered on 2 levels:  national and international.   



		It is essential for an organization to identify its sources of staff recruitment in regard not only to the immediate Duty/Job/Task, but also in relation to the "most probable" career the staff member could have.                         



		In most cases, the Human Resource System recruits staff in its own country, but taking into consideration that the world of telecommunications is more and more international, the system should be sufficiently flexible to recruit abroad (in accordance with national laws).                                  



		For training purposes, the Human Resource System must be directly connected to the Training Systems developed in other national sectors, and especially with the national education sector.                                  





		It is necessary to take the external environment into account for economic reasons and reasons of efficiency.   





�













ACTIVITIES INVOLVED IN HUMAN RESOURCES





1.  
HUMAN RESOURCES POLICY
                         



		Human Resources Policy is a consequence of the situation at the national economic level, as well as the organizational level.                



		The economic situation of a country, taking into account the interrelated situation of the macro-economic sectors, and also the priorities established at government level, will provide national orientations including Human Resource Policy.  



		Such consequences, would for example facilitate and open up education opportunities in the scientific specialities with a preference for Electronic and Computer Sciences.  This specific example of a national Human Resource Policy will conse-quently facilitate recruitment and improve the quality of technical staff in the telecommunications sub-sector.                



		On the other hand, the possibilities of the telecommunication organization will also depend on the internal budget situation and the internal management of Human Resources.  In general, recruitment levels are decided by budget constraints on salaries, and internal policies in staff movement define the qualitative limitations in recruitments.  





�







2.  
HUMAN RESOURCE DEVELOPMENT (HRD)
     



		The general objective of Human Resource Development activities is to define strategies for the improvement of Human Resource Management; in order to find the right balance between "Individual Development" and "Personnel Management", in the context of the organization, and taking into account external constraints.            



		The key notion of Human Resource Development (HRD) is that all members of the organization are "resources" which are available to the organization under certain conditions.  Development of Human Resources is an investment which has to be justified in economical or social terms.  The types of output of HRD may be as follows:  



  -  Quality of working environment          



  -  Productivity

  

  -  Job satisfaction       



  -  Individual development  



  -  Readiness for change     

�

3.  
HUMAN RESOURCE MANAGEMENT (HRM)




		HRM is the third main area of management responsibility, together with technical and financial management.  The area of Organization and Methods can be seen as a link between HRM and technical management.  



		The policy of Human Resources should provide strategies, and HRD should describe the short- and mid-term objectives to be attained for the improvement of the system.  The management of Human Resources should define the activities inputs/outputs system needed to manage staff according to the policy of the organization.  





HR Field, Environment and Activities







�PAGE  �






�PAGE  �
9
�


HRFiel
~1.doc












