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Introduction to Strategic Human Resource Management
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) [SIEEs) (Concepts of Strategic HRM, Principles of Strategic HRM, Aims of Strategic
HRM, Characteristics of SHRM)
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Concepts of Strategic HRM
(FHFTS T T AZIAT 0T AN AT (FE AT 2131 T 0 A (7, A TN Mg 7w
AT e @ FIFIA TAE AN 2 OF YT FE I Al o757 e v 7 | @ff zeer
LS AR T T 7@, 0w, T 8 GIRET (SIS 211 | TR (@Fere T
W JRZIAT AT N TR TTE 516 FIOSR B | (T

i) W T TT;

i) NI TR Sgae;

iii) IFI ™AW FH 3

iv) WEI T IR |

TSI AT T, (FHEATS T T I I - SR @it [=eaa ¢Fm Ti=g 77w
FAGIE @FTTS AR RO @2 T 3 TF MK T SR (FPTE (@- A7 7%
Te@Z, 15w, aférwe @ @R emi ffoe w4 |

@S TR W JRZIANT IR0 (AT ALat (Rewt T
&Y @ ¢fEfi® (Hendry and Pettigrew) - U3 WO, “TIRTNS NFF T2 FIZI QAN H[LT
AT G AfSDTT ETFRENE (FIHENS 7o RO N0 F419 AN 74 17 (Strategic HRM is

concerned with seeing the people of the organization as a strategic resource for the achievement of
competitive advantage.)

Schuler and Walker - 43 TS, “ (@S AwK To7 JIZ2T Z01- FoFete i ¢ ey @
@R THES AR AT ANLICT NHD T 8 T3 WINSIFoe (JSIT Fe F 17 (A set of

processes and activities jointly shard by human resources and line managers to solve people-related
business problems.)

Wright and McMahar- &3 S, “(@HETTS NI 7TW GIBAT Z0A- AR w1 57m T 3
SR €T A ASHINE qF THISCT F% FC (S | (The patterns of planned human resources
developments and activities intended to enable organization to achieve its goals.)

i) @t - TN T NS ¢ AT g2 AN SR @R 7y ¢ Afewie Afae
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iy  «fS 2T Af oDt Tt o T Al TN F=WE AT THE AHFE @ qAce

ORI OTF AAET ANLCT B I |
i) «ft @rTofefes IV AfRMITAT L T T FIFGCNT FLI AT AT |

iv)  «fb TR FREIE AIAMF JAFF A TS 09 20T |
v) s I ¢ afsbiTa Teglon SqeTa 7w IS 70 |

TR AT 0O AN (@, (@FHEATS A< 7997 (IZIAN ZET- T TS ATSHITTR a7 '8 Srmeeia
AL LA TOIC AMCS FETIMT 8 AfSHITTT HeZf6q Tge A 27 T T, sAfRqeaaere! @
AT ARG AR FECF PRI IS |

RS AFR T (I TGV SR

Evolution of SHRM

A AR AL-AREAT T M SRR WK 27 | 96 TTo qF,wfFe, (GaRa (s~ I eiar
@ (A (FAET eI [IEAT TR LTS R T8 T 577 AfSHAGTATS &F 27 | d900
(AT S50 AR W4T I3 IFFIPAR FP (@AY T | Q FTAR F A FGT ST Ae FE R
Hf{F T @ TN IR AfS QI T4 W | IARFTTHA IET - SRACSF G151 R @ 55T
@ (TISCO) 589 HITE &N F1 AIZI*T fI1% (personnel management department) 515 F |
905 ST MG T T SRR GO AT =

N JIZIAN R o IZeET (HRM) : %T;:IRM) ARUGL
(PM) [Spq0 OF wFCo]
[Yobo 9T BT
o fgwel  efedew o oifde afeHiT o WK AW JRFAN 8 G
Sl o TN MET IR GG @EHER WG TR geer 4l
o SNEATSIfET ! AR we s
o THIWH AT o RusGwe o afeffagda W Tmm
o TmHWER APIFTel o fE W@ AT I
o fAmw@m o cfggeTATer o afebi el ©
AR TAeTS! FRTMCR AR T[S
SIS @ T 7T>W FRRCR SR
TN JIFAT TS TR AT A

From Personnel Management to HRM

S50 UF BFCS FA JIFIPNT ST TFF W JIZI2 FIT WIeT I | T ARSI A
Ty 8 IR e R 27 | MF7 7T IRPHATE Q4T Sy el AqEd AR
ST SreirIet fAfss 4T | TR v GRgrem I 7fo fiea afs et w@:

() afSDTT TR IR Afowsls wwr;

(i) IR FHET 8 N TV (FTHITAF LT A TOICT |

TN FIBIAT 8 T W (IBIANE Wy [fSg 4079 Ny g | 9% dque Ay - FA
[IF E AKFeT AMGS G TRAT; WAAHCE, WG TN [N RN (K W@
Faigs | ARTET T «I UF TG M EIF 8 FRWE AR | T F7W [IZ (@F*eTore
oFfon A1 I JIGAT (8 | GO T A/ ACGE T A @, WA T [T ZCAT T
F[IZAAR AT TV | ©2 AT T IR AT GF6 SAgfTe mfs, bl T I3+ 7w
gl
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TR TR JRZAT (ATF (FIHETS T T2 JIZoAT

From HRM to SHRM

TR FeeT eI A AT ¢ eSO RGMR AR @ FIA GIFECE T I SRS
TR (T, WK T el 7efFe ¢ b 26 e | M1 7w FEREE ©1R SfEF @eTe
I AT FACS T | Sdbro G TPCS VA T IR (FETe GNTR IR OF = @R Ja
AT | Sdbro T (XT (ATF dddo YT BFTS NI W JIZIA[ 8 A (FIHTEAF (LT ARG LeTST
T (A | @ HOCF G R I A S ZR TG @R G AR g o7 *0 @ 200
- T, (B GTF, WHSGF BN «e SIRAET TR0 eS| S T4 T F77 IR A
@ETere Reae 3@ 27, O3 «ft afSHitm Somaaeresy e Sl Al T, Gt (& (T |

(NS I T ZAT!, AfSHITTI A T JRBIA @ (FTHETTS AAZIATT ML T T2
AR | @S AT W TR I Shede Bfew I @R DT Iw7 WM
TRFNT @FETre UF @F (oHMIRTea MY IS F0F, ©IF THAFT @F QI I | (FIETS T T90
R FTHMT @ eifopiae Termaaerer Ay e 93 wHe Fowete AR AL T
@F- @ efSHTas T ¢ WeFfS AT 07, afediTa I8 ¢ SRR T Ty AN [
T, TFAO] TFAF FCF, SIFEF TP (o7 I(F QR LTS GBI RS I | @R TG e
AFSHITTR ~IfAFET VIR T4 T QIR K 770 efSBE TATRES A eWiT I, ©T8 MK 5779
@S oD at T ARSFTF AL ANTS T LATAE |

Fombrun, Tichy and Devana &S S5b:8 I (@FEATS I FW AIZNT (AT AWT IR | 42
NI AT F2W IRZAT @ f DT (FTHETT M (@SS TAFFOR (Strategic fit) AT (@&
e |

(TS W] I (I NS

Principles of Strategic HRM

@IS NI T GIEAN GNTeid f[fey s Soreey w2 fRm wca, @ Ao A wibe
ST (TBAPTIR) Il (ETF TS TFeTol SAMIReTe fbfere w41 T 3R @Fierere e aze w4t
IR T LSBT TFeTo! @ SAGACET T2 AR do 0ot | @b vy I6TT A orSre Y ew+=a
wofet T (Smith 1982) | @ft TS @F¥EATE T T I ST MW NI IS A |
Ondrack and Nininger aft Sifsa T IteTe, T [z

(5) &S BT (Overall Purpose) : (F*ETIS @ T2M [IZAR AT Sy AFCS T QIR
(T2 BTHTH MFPTAR FAPRTe! ™12 20e 20T |

() T BFEw A (Process of Developing Strategy) : &fS®Ia Xtqr @i Tgaea afwn
QFCT GIR FTRIC NFTHA MRt 18 e Ahee =0 |

(©) TP AN (Effective Linkages) : 2lifso1fa frare aze af@w® A smamom foel-treas
erae f[Mioe e fMafire siegaes 5% A 201 |

(8) TITT® &A= (Provide the Challange) : 24F RART SR TG AT ARG G &y
T TR 0367 RENSTE! AL & BIETE Qs I AT |

(¢) wifte ¢ TARMTS (Responsibility & Accountability) : (FES TF 7% IZI2T fSHIta
I BLAF N T FIZHTE & Wi € TIRMITS! FiolF 67 AT |
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(V) AT QTS V¥F 777 GG (HRM for Need of the Business) : IJACIE TS 9
M LA G Srayrs! (W AP (FEETS A I [IZT |

(q) ~iffta™ R (Environmental Consideration) : (F*ET® J¥1 > g1 [y A=
A (@N- ANGE, AeiAres, ayfere ¢ wftafes Ko I3 biesadd 8 @12 AN S T4
A =ifas 7o el wifte o A, @2 AfSH 57T F0g W3R I AT |

FTHETNS TFF IR FIZATR 755

Aims of Strategic HRM

TS AR M JIBPAR T T A DA GIR QEAES QA N Al | Gy
grareaT v, i ¢ e erdfre S ARAR e Aoe w0 @FETeTe TSl B T4 |
a3 Tmisfes yiEef Kava sf o =6 ()T AT @, AL (TEpTEg w6 e giger e
TR WG SIid WSl PR W e @3 afevim sy afseart afevies gaam sfes
FRLPTE @ ATTTSTAIT JC® AN |

(I (Schuler) IC, (TS FF 97 FIZHAF LTS HHFOICF TAT0oFa 8 A7 ST &=y
IIw 37 | @t Wfve v @,

() TR T TR, AFSDIT (F¥ET 8 (FHFS QTSR A ATl afdrs I Auf¥e |
(i) R M #Af1, efenitas AT AT ¢ *m EitT T9 e ¢ Ay TowR AL I AT |
(iii) TR FTIAT AL AT NS FS AFeT FuFe| 8 FN4 efsitaa Fewedz Iray [Fe A |

TI3AT 8 (T (Dyer and Holder) I, (FI¥ETS N 97 (IZIA AF3 T57 FOCAT e 1o,
T gFE AN Iz, “AffEfofefer yae TwfHe | @I N7 M JIZAR [@ifeTol 2e- afesiema
A AT W3 ARSI AfRfEfere FIw TS WA TEMEE (@ ARBIE I, @@ T
(ST T FAG] AR (70 AR T |

@EIfS-TT (Lengnick-Hall) I, @*Ee T W JIZANE @ifedel - TFK W
F[IZAR VLT GEARETS ARG TG I A | (FAEANS A W HIGIAR %) [{eavar I
g @it 9 AT @, T T2 (@FeT (Wiode e (ArF IO [R5 I 20z Afsdiea
FRATST 27, FI ALRC, (18 AN NeTF 8 AIFA 932 I TR affs 2fepies ity Fo5%
o i@ w4 |

GIfF (Storey) ICTH, T4 8 @A (Soft) FFEIS AT 7T JIZA! AfSHITR T 8 I
T AT TEFT T AGF @@ I AT | o3 ot afsfare sl Sgaw, @i,
AT, A, FNEReR edve T el e wow e At | [, FF (Hard) (FETS
AT W R FIACF TS TR [EeR [edice T35 oo F41 I A F41 (F O
T (ST (AT | (FHATS TG AW GIZIANT (FINET 8 I SIS ey ot [ (581 4T
2T | T AfSDINE QT STy THCT T BT AT L SIHAE w2 e Face @ @, Siwd
i T AR ACS SR EIST TSI ICG AAFCS 2 | O SIHACE S NI
TAMIATE [REapa e 23 |

ST T3 ANEE Afs wiftre e [eals [ Face 2@ | T, S| TS (QAF AT
SRF FCE QIR O IS [ (6T fbw | (3T &5 McWilliams, Siegel 8 Wright S0 AifE
VIRITea AT 00 |
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(P*ET® NFR ITW (I (F3T

Characteristics of SHRM

@S M oW AIZ T (T2 98 (@A T TWeE ARBE=E & ) (e @t
AT TN T | (P NI T JIZIA ST T (AT NI | 06 QuTer 9TeT 47T ZCe:

(o) e AfEeE W (Recognition of the External Environment) : fS3ItR 13 @ 2Ifca
AACZ O T ARSHIET Ty FEA I AN, QAT FRCA SNE 0T A A | @ AR
AT RO

i. 92, ii. SLeAfeT R3S, iii. ANETE @ TPRAT AT, iv. TN 8 AP I[eF ASLATSP
e, v. &yfe geiiv |

PRI AT T @FEpTE efol (Fam 2afs ¢ JrErHPTR rveita [Ruavdr I q3g guiemea
oI BT T FICS SR LT BT |

(R) efswif¥e de (Impact of Competition) : 2f DT TR M (@FEE o elfeifrer
*GIMYR T AFEFA, FTFOTAT ¢ FINIT IR AOIF (FCeT | @ *GIYR FIA, WAreefers @
T &N I AR [EF I | &N AGEE o) FE7 I TG A, @09 9, X
sIfeal, AT B, Tew TG WL, Aferiter I apfe Rawm To |

(9) WW (Long-range Focus) : WW ARSHITT 7 STwiwa At forse-
a1, 95129 8@ GRfers @iitels e TRy I | @ ey w41 A7, 68 ©f FPy T2
T | @t afeDita wiay, AfasTaeTer g2 FIBAT Wi Sow S w7 |

(8) -e™m 8 Fmaiw agt Eﬁ@ﬁf (Choice and Decision making focus) : &fSBIT w1 F=iwg ifeg
YT PTaIe 200 (e T 1 2, @F N0 86 Faited 4fe siars g8 | Sl I
T, ACPIFS (FIHCETI T AL 9 AT R GiEefs AP R | (FIT FPTeE o
AT (@, AfSDT It TS BT I (FF FACS GIA? @ o] TN (@03 Prae azer F41 7 93 of
BIfeTer e 2 |

(@) o FAWACE [RTIGIT A =T (Consideration of all Personnel) : ¥ W (@F*E19[C GIITels
Af SRt e Fa @lfs 2 fRm F0@, @ AATS A7 T2 FIZEA o @RS IR
oS eI ey A |

(v) FCAEE GG AT FANTSFAS  (Integration with Corporate Strategy) : WS W
RTEPTR AfSHITTR el SRAFICAR AN T(F® Z0o 209 | Wi AfSHITTT SN3T-F 7 T T
T (P AfBIfere 20e T3 |

(2) TR ™ AT @ QA afSSita M %7 @ ARTITHT AT FT Jro (Establish Linkage
Between HR Policy and Practices with Overall Organizational Aims and Environment ) :
7 7w Aot efesnas MiiE T ¢ “ffEer A 7 @R g T = ) AR M
Al e A AfeRite ABEE @I [ T IR, AFSDTT TS TR A (AT
FAPIG &R 2 |

(¥) Q@rireifefes I AT (Competency Based Performance Measure) : (F*F7S w1
TR RFENT auFery A FRe w4 2w, At INmE @ererEE W SR 93e
ARSI PICT ©f AR 8 T F1 AR | WL (PRI [ 70 HIZI FANAF AT
4P @Fp (e 27 |
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AN (PRSI M JRBHAF FICE A0, O (@87 8 oMz Ao oy @
T 0o Tl bR F9 |

/o7 e

TFTHETe N M JRF ZCET Q99 QI (@FE T I @ @, FOCE NF9 7777 JILE I
AFSHITT TS T AW | (@FHEANS K I GIZI ZE- TR TS AFSHIwT o7 @
ToRTE MR AP T4 @ ST & 9R dfepim wefs I o ar e,
AfRISTATS! 8 GANTAF LT T CTF FIEF I ¥ I(F | «fS PO e Fare a1 Ffo=7 e
PR FACO RCI | S T R0 JRATON AN AR e 1| @ Aol ey Roeeerer
T Yo MR | @S WA WM IR[EETR Q9 [@RET T ot Sepsdd ¢ Jife
AT CR 8 TR e 307 | weeT «ft wifvs Fidwa 27
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@S THR W JIF I DA 97 1w gl @S
WA W JIZAR ARG ¢ SRYl, WAT T JIZAFT @Ferre
W (Strategic HR Verses Traditional HR, Benefits and Barriers of Strategic
HRM, The Strategic Role of HR Manager)

@

Q A1S CITT S
(IS AR M RPN AR @ SR TS 9T FACS SAKE;
» Y WM [IZCH SIS BT T 9041 I A0 |

NI->.%

PRSI 37w I fHpfe N1 7m
Strategic HR Verses Traditional HR

@FHETTS T W AT @ Hanie T m IRgeE W [feg e ondsy e |
@FHEANS AT T (IBAT AFSHITTT TN (FTER TN T 0 F1& I 932 (@FEre ATwgen
2o 8 e aza 3 | IaeE Hasfae T oM RBE wyENE @RS I [ Ber-
SRAT R ACE | B (@F, @ TR N ALFRTIR 06 90T <31 Zeeis-

fre w3

@FTHETHNS N T JIZroAT

e w1 F==m IFT

S eI 8 @ e

(Planning and Strategy
Formulation)

gfepe wfe @eres
ARTEAT O AT FCE 8
@PfRE @EE MR TR
T FEACE NS I |

«ft vy AR AGTFEr QoRTa
A T |

2 1 99 (Authority)

¢ TP AR 9 (F |

g CFE IAPSIAT TGV
RTT T @ FOY ACACR |

AT )& |

© | 2 (Scope) a7 oAffs e FRe @ | @3 HAffy @5 TR @t ey
ST e TS ¢ N | [T 1 Toifefere wae
L AL | FHwR 90T F1% 367 |

8 | Prae azed Gt @Fierre Prale azeem e | @ft ey sTaEd Prale gzt s

(Decision Making ) MRBER AT |

¢ | GG (Integration) aft T W ewE @ | Ot afeRitR S FfeEE
2Oe fSBITAR Si SRR | AL 3 75 AR 77 |

Y | AN (Coordination)

afs efevite w1 M TS
NG FEGEF AN AT AL
@, @NI-FAT AT, R,
BIPIRE T T Togifvr |

Gt W TmE T
FAECE AT I 0 |

q| wdemw Sy f[Aeaeer

(Focus on Long-term Objectives)

ot ofeviem Ademv Sy
EIaE e ORI O E i i L b |
g IE AE | TE @
AR CFONI AT T ALGS
g T Greif<et 363 At |

Gt ey efeviem Sreread
AT W MRS T e
FIE I QIR FHIW STy
TS T IS F A |
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TS N[ 7 g1~

FTHETTS NI AT B 8 T T (FIHTER N ALFT

Difference between SHRM & HR Strategies

@TETE T TV JREHF 8 N T (e e M qFe o J97e =W | o2l @ 7T

faatas ey iy qeaez T N0 (e =

(FETTS TR 37 GIZ= (SHRM)

WNF 797 @ (HR Strategies)

(FTHETS R W JRZI2T e Qo AT
AGS T T T FIZ2TCE (ST eSIT
ARG FCF |

TR 9% GIZ2NT T RN (T 970
7|

SfqTyce fePING I O O AL AT AF
I

SfRETe & 41 AQEH @7 I AWE
AfeHIE TATZF T4 SATEFATS FCF |

IO ER [ T RN (R SRS AC GRS I (GIE 1 O)

a2 face Sor Sseeire 96 T afesitTa

I | (I TSN RS B (O |
TT AP CFCE WS MK T (@I Sgaea TN TPV (ST TCE PTG (TS W
TS, (3T AP (F@ WS I (AT | TV B 20O 6T |

AT < A (@, Ty [a73 20 OS5 YR Qieais 1 Afedia SHae e 9 |

PP 7T T BT R4l 8 SRYTR

Benefits and Barriers of Strategic HRM

(F) @RS TR =W JIZATT FRLPTZ: (@RS N[ T (B4 2AfSHITTR Ao 7
fdad ¢ o AT fie o 56 a9 | ©1% @ e Jefy R TR | e 99

FREPTIR QUA 4T XA

Y. @IS AR TV P! AfZTE e ¢ gz fifre ¢ [ ww ar afeviag

TS NG &) Y32 89T |

YILEHRP»Oop

. e SerwaEeTe! e 0 |

@t AT SRErTes =y 18 GNRT G5, @e 8 fonw 5% 3 |

Gt AfsrifTerEs el A & TR I | A @I ARFHA el &y AT |
GHIfEE o, JeTwe IR (T G I |

IHFST (@7 STHHIEa THA 8 (0T AT @ JIFANT Ao FI |

« I «ft [fee 1 @, Tifes Sgaw Taforesitas v |

AFSHITT oA *IfE @ FLeTe! FIE ©UF AR A |

(TSR AT THALPTOI “JRR 7] I |

So. MO T AT €7@ A1 YT Ao e |

(}) @IS TR T JIZFAF IR I SRUPTR: @I R IR T | @Ferae A
T BTG fFR 4 YA AF | 06 Qter ¢fqr w41z

Y. CF AT (FEANS T W JRZF (FHTSS B8 FACe AT 1 | FI A A3

T ol ACE 41 |

2. WA T T A [N (TS [IZAFIE FEAGCT APre (A A | T
(FTHETTS FRZIAFNT FICSTICH ST I e |
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Qa9 (et @IS W7 7 g i

O, @FHETS JAFRFWMI AT IATAE E@Ne T4 AW a1 | € @RS AT M
PSS SANIFE SATO FACo I | Afb FI9T 78T =7 1 |

8. WA [RFearr FAE e eyfere [RfFmem ow Ifesd = 731 e agfets
TE ARG FCF | 9T G (Il SFICE AT FACO AT |

¢. =Mz TSI (@FHETTe N7 T AIZAFTMACE ARNS] T8 FACS 2T | AT FIG-

T 4T TS |

AfeHit wsRermy i s ot A4iene 2re =1 |

g T, 9L 8 TR FIRACT (FEATS (I SIS 22 TS AT |

WA Ty W fR[{earg ot fors =1t

(FTHETS *MTF Q2O (LG T IIZIFWA ARTOR O AFCS A |

So. efSTAIFISIETF wFeltd (e Fa T [fey gt Sl ewae |

Y. FCCHF NC4F FLOR AT FAG® 6T OF AF, TCA (RS N 7o9W (B AT
TS AT |

SR, TS FOY AN (TP TSI ST T0xy Ky jf2 w0 A1 |

SO, TZTS (FF AR T4 20 ©F @ HIFF & Fhodd 2o AN |

58. T I FIOCHA1S ARTST @ IR FECE AT FCL |

¥ o€

RHENS NI T BN I TP ARG CFC@ SRS PR (7l e =11 |

TN A GIZA (e Sfit

The Strategic Role of HR Manager

R IV AIBIATEH A IS e NeTd @ FHAMI 04y Fo9F (FRWIE 741 | Fof ewaa @ e
e s @R AfSHIET THISE & e 3% i e F@w | M7 T M GBS
TT T elfelt CFaa mFel WIS IO TF | [ GFE W1 I GIFAE (ST S
O 4 RS-

7

)) FCwER e e s JIZHT (Workplace Safety and Risk Management) : FACH@
SRIFIeFS (S fem-sem 97 S 14t 38 T 7 O7 W (AT A0 70T | FRCFAS KAy A
ATSIT VI I (IZPT S @i ofil; wdfe, FACHFAE GuFeid faewn e =3, @
I FACS PIT (T RO ~Afo 71 27 43R TOR® 71 T | UTe S MWRT Ffod TS (AT @R
T | TS FACRCE Fre7ACR L ARG Fa08 71 a1 | T AfSBE owas 5 T 707 | &ive
TS ARG &7 FNWAE IR AT re 27 | ST gEo FNE @R DI Faem
AT I& AP |

) @9 ¢ A @ FRY® (Compensation and Benefits) : 93T 2fSPTTR I € W
TR (S I TR Ty e (@ 8 AT SIS ToAT | WfEFE, WA TP AFNF
TR (@O (F 8 [T &M TGS (@ Fale 27 0 ©f I I A€(e ¢ Afev T A
AT R Sog Ao (0T | TR & (o @ AT «2 AT emie (Feieere sAfTgeT e
ot IR LEHRE, &F AeiEa ~iffEfe, Wafew werer g et Avme! Tojin ComiTets [Reavar

A0S (] |

9) FHR effrws 8 S (Employee Training and Development) : TR AfFwd @ TgEw TES
TN I JAGACHT (T (TS ol of (@i sfaare s3ife tofire ofiel e | @ =rore

ECRE ‘j’é‘f—bo
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g7 ARFEA (Succession Plan), AWIHRS, T EHR= 8@% T8 T ™M JIFEAER
R N0y ST | Al @ T e FRTR eteine F @R O B (AT A |

8) ¥ W@z 8 457 (Recruitment and Selection) : I 7e@Z 8 FA 757 FIefs FAWR AL
TAfES | AR T I (FTETTS BT ZCE- FIWA TF 3R F31 Me@Z 8 {607 Somiea
WO AT R A IS FA | IS JE Ao A, 2Taigion Moy wereare Nt sHmace
eeifre 419 Tew oI |

¢) WEE-FA FTF (Employer-Employee Relation) : S5 &F NFK W (I 40T IEw (T,
NIfers-F T (ST I A A THE T 70 [Keries e e wea | of Tge,
T el CFiaa TR GG @ WA | @S- (o, A, farerer, eférwd ¢ T Sy aefe |
e efsl cFe@ T ToF 4O AL R AT T2 (ST T SAM |

AT AR A1 AR afmm IBIET G2 P ¢ TR S AN rel- @ 7o fag w5 7o
F0IOF o1 THMI | NF oW [IZIF (@FIeTe ol 7eel: drieweas ey 3y Ferg hfre o
ST ST R @R F1 7@z 8 157 T35 JPeia Toiga oy [{fSq aeaa Sawe S S0 0 |

T (e W W IR @ Bane WK M IR_ENE oy
Il ST : | ALFPTR AR T | QTS @FHENS T AT GRIZAN AR
o 2 |

o7 e

AR 7 JRZ ¢ FHAle Mq7 357w IRFEER ey Ay e | aft Awfles sfssgar e
T 2PRITAR AT % | 58 Hamwfie M7 T7m a1 vy ik AfRkesel e % A4s | o2
@S T W [IZENE Al e | wwives, hanie Tee wem kgeme owea AAfafy
Hfe | @FETTe T T IIZAR IC AT =0 G AfSpiam okaR ITiRe @ ¢ Fowg
5% 3@ 7 | 7€ 97 T LT A, TS AN GIFIAFONT (@FITSOIT 5T FACS AN | T
Afs IFIRC T T | (TS T T RS SNARCHCE (AT BT AT FA0o 2T |
@ FACHES Forar @ T FIF, @O ¢ NN @32 Sy Al A, FRmE A
@ Ty, Ao B S1alR @ Lo, To FHg-71F 20T (ST @ ezl el |
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PRI (FPIETS R T7 GG F Wl A ATAEH? (FIHETS
TR W R[N ¢-; @Ferere Teg oW o At

(What Skills Do Strategic HR Manager or Professional Need?5-Ps of Strategic
HRM, Process of Strategic HRM)

G =
q A1F I AT
o (FTHETS NN TV AR I B W] AT ATAGT (7 THF TS AT

(IS AR M GRFNE -2 0 I FA0S 2AF0T;
" (FES K TR RPN AT TS R IS AR |

P*RT® WFR I [IGAPA & & el AT ATE?

What Skills Do Strategic HR Manager or Professional Need?

(FHETT® NI M [N T AT GO (o @ TSl TEHd & (T9p 8 TIFAT
ARFFCIR TG 2 | I 99 BB AT @ (FCd SIToN Tl ACACR IR I Tl IR
ORIZ G [P ST FACO A QR WK A B FA0© M1 | A6 T 7w Ggrons 57
GifeTe el AFCOR 04 Il 06 9T 4@l Ree:

) QP WSSl (Communication Skills) : @& FF 72 [IZF REAE WCeE ™TOT 9T
A0S T | @ & GRS @ foifie o afsre @RI W 20® T0F | T o9 GBI G GF15
CFE (@A FeTtTe! RO s AT I9700 T, [{eg 303 T 1e@T @ FRed GFa S(eete Aqess
AFeTT FA0e 2 ITRMGT [ | @ Qo8 GFG A T JRIZAFE AP 8 Spifs g
WF @ (YT AF (AR AN FAT 0 T | @ A ARTHGE T FIR0 [ IR
T TS FICS AFN 29 IR FACHE ATHAF T Tgfe 27| T T -BoFae oAfely
TP IS I3 0Ol =T o P T &) oT4C (¥ Tl eTere 27 |

) JTMISF WFS! (Organizational Skills) : TT TPMF (FH I ILCY IS AR [T 7 F
ey, e, Fera affrrel, T TR, Tes Sxae =g g3 T T aefe <aw
ifTe e Fa00 W TFK 7TW JR[IHE | K Ie2 @ 2@(eToed & (7 Wi T91 W
JAFATCE e ANCS | SARITH- fopita SR G436 Nrae ef¥d T AR T |
T &lfsfb T (@ AfREFer Q=TI R =11 | TR, FIANR ACASHIT FloIerei@ Aol S2ors [7a
@l Torifnr T IRFINFT Ao I | T4 AT @ HIfaE FIE (@ TR B (T IFN FACS
Y | O R AR I G RONT Qr@e7 wre! Jfa #1107 | qre 2Ry FIer GFAL FI0 T2
A |

©) Pra® a2 WSl (Decision Making Skills) : TFR W ToH(E SHF HH PT&ATE Q2 FIC© 27 |
@N- w1 R Ty s e =@ @, et Afde 1 @l | S ¥ e (At Tzeee g
(oIt 20T ToieP] Fale e, SR8 e (@, Sfosese ¢ &gl | M7 7o (IZATHT AL
AHZ @ A NSl ¢ TSl AFCe I | ARSHIT AT FAT Fo TG AT T AlGF e @zet
TS T | (AN TN QG T 0, IS (@I A AW & ACHAN Z0T @ AN AT Prars
ST A Z(E Ao (NPT T 72 27 |
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8) &f¥rFe 8 BF¥F WFS! (Training and Development Skills) : THITPR S AT QF6 Fe7 AT
aAf¥rrel @ SR | FNTMACE AR T SFACR R 9B SR @S AT 777 IJIZAFR Mg
@ O AT FHETHMT 0O AN G &0 Spie] AT =110 | (T9Y 8 JqFA Tof Afépeer
S (ST =0 A R Tiar Aeafde w4 2 sNme [ey e vl wiftte 21 | T oI @
FIE FACS 2AE G2 93 A TR ({171 TSI A4 FA0© A |

@) JACEG SFEFIT WS (Budgeting Skills) : FHNWE @7 € TGH I JRUPIZ NI 799W
FRBAE Tgee WETe 27 QIR aWiF T4 @ AF | OF QutET affrmel, Sgam, Awifes S,
IEOFHM T Qgfe PG Mo Neifre 2o A | O @ T G B (@S
ARTEA @ IS TGS IO A | @F Gro st Ko e I@E 8 &Fea aAfewe @«
06 @7 WG (KM TS I | NPTPT HIZCHE LT G Z0eAl- 176 TS A7, TS FICS
[ =4

Y) YR WS (Empathetic Skills) 8 TR 7 7eT AfSHITR Saa €A04 @T1F @ oina [fegy g
9 16 T3 AT | MF T JIZPF RO @I [ o[ 31 e ageeld +d gy vt
AT FF JACS TR (@, IACA N (F (FIAT TS APIE, ST NS, SAGRA-SM63 Froi ifde
TECR | FANWE AT AP (HEE TAOR-SSC AFCS A | T T JIBATHT Wi 20e-
TSI AOR-ISCA ¥ AR LTSN I &= F47 |

AR F6T I (@, TR W 2R R TR @36 SRAMTA (F@ | ©F FIET IM 97 5177w
BT RO ARAPYE wFe! AT, O (T T2 T 2 | W (FC FAWMA 2T AFCS M, SE2
OIF @ (oI SIeT Bfos |

@RS T 797 JIZATT ¢

5-Ps of Strategic HRM

(@THETS WEF W JRZ F6CS - ACTAG Tod <9 | @ @A (@O JeTF (Randal Schuler)

IS ICAF | G WCABCS AR B0 AT 7N SR T2 ACERATS FE; (@ fofy @rre

GRS @, e @ 2fslt FriewcE Tufe w1 1 @ ¢ zem:

> | TFIPTAME 9% (Philosophy of HR)

R | WFRWR AT (Policies of HR)

9 | P ?W/“'IEF (Program of HR)

8 | TIITATAE ST (Practices of HR)

¢ | NI TS Af@AT (Processes of HR)

ORES, @ (O FFe TR TAMET I& T4 TR, @N-

(F) ANRASE @ () TeyEA @By (o) s @By (T) @S GIAT TS

6 @ FTF AAFATS FT ZCE:

5. WA TR W4 (Philosophy of HR) : ¥ 77 W AT TCF© @ &7 T I I |
AT e T LA AN IO BT T R IR T FACO (A |

3. R AR AT (Policies of HR) : €3 AfAf gtetr Fomimeaa =¥ fqosar @it efswies
S IAE A WIS FAIF AT BT JF | ATS WP FAARPTR @ NPT
T A Srge T |

©. AP FI6 (Program of HR) : MW W (ST TR F30Y5 LoT F41 T | TS
RPN B[S FAAT ALTHEN IHICF T Y IR ©Ina ToIwe TR 8 A3 F41 =3 |
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8. WA WA (Practices of HR) : (9P [IZT @ ARE ST IR BT
relifre %7 |
¢. I AW AT (Processes of HR) : &l It67 77 (@, etk [y ameayg Fif@y eowe 3
JBART 41 T | GRTIS 8 g Tormie ez Tt =g
J) ARASTE T (Organizational Strategy) : TG AfSHTTT (T I ST =W | @S
[P AT e T 77 R (P IRV TATSAR ST Segrel el ] |
) oA ¢AMBT (Internal Characteristics) : €T® fSPITa T Q2R Srae AF A
YT PG Lolfe 0, @3- efifedifae 7ghs |
%) XS &MBr (External Characteristics) : T ARTICR T4y IR T S<eAoF 57,
BT oI TAMIT efpf® | Qe efSBita TS TN dolfre Fo =M |
¥) (@FHEre FIRS QTS (Strategic Business Needs) : &fSfs afsditas fowe @ fipicaa faazer
M T | @ oI @ i (At (@ istoie ReTfe Soarly fdizel 4l =7 |
fes ot AT @FHEore WA T BN - AT Zee:

ARESE (FHIeT

(Organizational Strategy)

EIOCHORCIR S . Jifers caf#ey

(Internal Characteristics) l&s& (External Characteristics)

(TS T M A=A I
(SHRM Activities)
> | W9 (Philosophy)

2 | #feIRT (Policy)

9 | ﬁsﬂ/‘;ﬁ‘ (Programs)

8 | \_’Ffﬁ‘-_'ﬂ (Practice)

¢ | Af@AT (Processes)
fo@: (e T T2 Wm JRIZNE ¢

@IS TR W IR el

Process of Strategic HRM

(F¥ETTS T T IR e sfosr e fem oifde | @ et o e afsdiea e (@Freerers

AN W JRBIFAET 2TF TN FIE SO T4 I @3 AfSHE 7%y Seiar F1 78T | @

R GIEIGIE

S) FCAEG IHIGS,

%) Jfgs wAfic=,

©) @ AT,

8) TR (FT*IeT,

@) WK oY (I,
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L) FNWEE AWV,
q) v &=y oiree 8 f4fy,
b) WS T ©=T 5E],
5) FAZI,
o) af¥fe],
) FRETIW [T,
3) @O 8 A,
50) &\ 74 | ey oo ey elfemnfs (e e e vt 2ee -
e Afve
(External LT FHAR &Y
Envirnoment) RIGIAETES RIECRCREIE]
o aferafier — TRER
o HFH, WA
* o, el I ST T pr—
Vv (HR Strategy) ]
o T W AREEA!
m —> mﬂ —>| e e T ¢ IS
J o I PR
o FMI I LATASTH T w=Eee
oA A ®  SME A TSI AT
(Internal Envirnoment)
o IFfs; FICAT | | WeTe
o ifstfor, S WSt Afzifire
* WSS @ I AR 9Ly
T «(fire
] R

fou: @Fore T TV e elfer

S| FCAItEs WINGRT (Corporate Strategy) : AfSHITR FEF T AW Ty (T A (IR Qg
4! 2 OIS IS THIIBE I | @ (@ SRR BRI TS QA = | @ (FFP*IeT el
fsBitTa Serear ¢ AT “Afaraere *feomz eerR [ER Fa0e A1 |

3| Y= At (External Environment) 33 ARE@eR '@W Y HAFRTIS efedieTa
FATEE @ 8 TR @ e eoR [BR 03 | o7 @ @ e afswifet ¢
STt fRfE-fge @ ST e s A0S |

O SeEA 2 (Internal Environment) : 2fS9itig wered sifq@ea '@W B[]
YRR (@ @ JROT (T o TN (a2 Aeife I AT |

8| N (™ (Business Strategy) : FCATIG NI @FETRR IVINER & M 2RI

(FTEPTR 2o T R | (@1 w1 57 Ggie @t o ewpsd aiw | o afel
[T TSBT FITET TR Gy AFSDIT T e FETS Qo 1 =7 |
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€|

Y|

Q|

b

|

Y0 |

o0

R

29 |

TR TR @E (HR Strategy) : (F¥ES v T (IO G0 TGO FIG 20T G0
VR 8 AR NPTW (@Fe [=er a1, (@A T 7o 2fidger 8 FF T390 e
AT 2R |

RS WIS (Employee Separation) : 46 2 &feditg @ ewgsd @i 3 |
are @I W O A, @@ SN AR AfediT ot Fre o | are Afeviae
TG (IO T AL B T A G (TS 7% @5 AT |

TR & Wiew 8 [/fY (Law Regulating Employee) : SHF N O3 Lo @ ST
FOAT SR (A, AH®, (O (T ergfon Toia f[fAfray Siears! e AT | 9T (@
WK T FIZIE FICE 4 78 27 |

WK W ©=F 577! (HR Information System) : GF TP NI T @ WERCIR &7
g @ifes ST AREH 27 | G0 ST AF7 79 o207 [IZE AR Prale agesiarare
OFTG FHF T W (T LT FACO AT QI AT N[F T FIA QM Fo0g FAC® AT |

FORF (Staffing) : FHEERFF 2T AfSHITT IEA 477 @ SRATS AT X7 AWML AT
T AN FPAHES T ST | O T (et fee =63 @ were] sBifee 5o @
AU |

& (Training) : T T A9 ST TRATE f*FFer QW I (@IS TG T
JRZATE Tgos FIE | Af*FFel e @ e T NG FAME @I, WSl S 7 G
LTSI THIS R WS O NSRS SfeA0E AfRIS 4 a1 T |

I AIBHAT (Performance Management) : IV IRZIA 20 @ @36 e
R TG FAWR 2 7fore SR AR M 97 ISR 2R 41 27, 0o @R
ARFEE e FATFONT T a1 T | F(a efopfe ¢ Gfes Toq =M sifaw war
Y|

@7 8 AfREEF (Compensation) : (FFFNS VI FHW JAIZATE SFFG ST ISy ZCeAl-
THER D AR @I (@O 8 AT ARTEa gowe 701 @b @ww 26T e, @F
2D T, TeTT GT IR (TorR ARE W56 QRO 27 |

*fiF F (Labour Relation) : &fSHIT ARAT @ IMRITOII beTd T Jwd ANF-FA 7o
IET AT GFE AF | A TE-FH0E AL I IPTRE. M AFSHIE T ST
TACS | @ FRCT (@FHEATS N T JIZIAT AN &fF-FH AIPIATG NPT I
ATS (B3 T |

AT T W (@, @FHETS T TV JIZI TS 5@ AT I (e | @ TS
RAIRCT SAMIRTE I& I AT | BY T AR THAMT [REvAw Feep] e azel a0
QYT



qfaq (e (FETS W 799 ZIoT Ao

OFE (TS TFF T AIZAEE @[T bfve Fq @Iz Ao forgT |

PRI T - | peerors e 7enis 53T e ST 7 FCer o7 R 7

o7 s

OFET TGN (FIHEATS T T HIBIAFE FORLTET GOT AGFIA 20 2T | (T3 @A W,
AR wFet, Frare aze wwel, aférwe ¢ S wwel, AR Wl &gfs | qute 3 efssTa
fafeq cvra TRy dfewire 27, Srere Afevm SR*12 1% T3 | (@S JoF @Ff Mree e
@ ABH-F R, @NF- @I M 7 (Philosophy) , IR (Policy) , a 7w T
(Program of HR) , ST¥I& ST AT (Practices of HR) @32 ¥ 377w &f @7 (Process of HR) |
QT (AT TR (F, IS (@FH IS I | (PS5 Afa sfoor s fe oifys |
Q e T 0 Af SR (FETore MR 7999 GRFIPFOITEIT TN ST 41 T @R ifsdifae
FHIC AT I =Y | MPGTE oot ST Gy Ter, Sepeard @ ey« e, T @i, T
W (FE, FAHE T3 @ [fY, 1 70 m o7 97, FHEEEE, A, @ow 8 A, Wi
R &S |
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PR PETTS AT TN GIGETE BT (S T A
I freom; G Sk gor

The Reality of Strategic HRM; Perspectives of Strategic HRM; Practical
Implications of Strategic HRM Theory

@ =
Q@ A I A
" (@HETS WA T RN BT TR S ARE;

" FHETIS WA M AR TR TS I T AR
g5 AIEIFE AOR TIF AR FACo AR |

@FTHETTS T M IR ISTS!
The Reality of Strategic HRM

@FTHETTS TR W AT Iof Io 407 Frwifamns 96 @i sieday e e orely 20w S |
8 IWT G W IFITer FOpF? At TP ARPIFIRT FOpF #T aze FACe “AR? 9 IFFeT
AT TSI (MR T (FIETI© K FHW [IBI @GEFO! IF WA Tl (qCS AT A
AR FHWAE ARG T &foomz Qg 8 VAR o6 fawma va w0 e A afediem
AfeTaE AffFfere Fa Fare ¢ AGImE T fofe e Fie 3@ «fbs W At e @,
RIS T M JIGA ©INE AT I ORI =(q I @ft e afefamn 2 s
RTETSS AT o) T | @ff T 5T PTG NS w2 @t WS @ eeere 5929 ReTa oy
20 AF | 06 936 AT ST 20T (@I TRITAT TR (@, (@HES AK 1M IR ZE w1
W (@ G NI W JRIAPTE (@FIEETS JRBE FGT S32 | A9 W BT
(FETSIS NPT TE ©f (FI¥E FARA M4 ARIL IR 0o &F IR G IRILHT @i Reeaeed TaF
fofe 0 Fae 2 |

TFTETS
AR W Ao
|
A 4 \ 4
Fifds 2T [iwz TFETS GIZIoT T
WA W GTHTTIR P ST T TS
A \-ajai
A
TN %™
TS fRTeEe

5@ : (FETS T T FIF2 TCS |
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(FPIETTS T 17 o 8 I TR

Perspectives of Strategic HRM

35 2AfSHIT FEGT ABIIHCT FA (FT*IeT SRETHH FACS AN | ATAS : NG T I ARG
Ty e @er a7 8 feorre: oy FREIMT oy [ifog «@ea @M @29 | @ TR @
ooy AT | ST @ G2 @FHER TR Al DI I SR Ol T 208 AR | @ (@t
W1 M [IZI fonis gigefe bize are:

o, Wﬁlﬁﬂww (Universalistic perspective) : %?%QW TR FRGA TN FRGER (G
ST | 1% 7 2AfSBIT & @ IREHSTA TPt T ST | WS I Ol I 8
2SI T @F N0y e FAFTA 79 g | ©1% @S W e w=ufs wive |

. WW (The contingency perspective) : T &ifd & AfSHITT T T “AfeTforPTIR
Afeditra Sy e e e xee 7@ | ey ARfEfeves TAme xee- afesitTa
e | Of5tE “Tgw Al (Vertical fit) TN SISy w41 am |

©. JfJF WFIEE WS (The configurational perspective) : @b @3 JWRF W I w7 T°m
FRTHCTT T ST PRI I GR GG A SHITR ST T GaeTR QT 5o
AN fFertg e of 90T 7 |

Meyer 8 TR 9T oI IS AT T T QR @, @ (FAT I [eeaeaos et
o qI7eT fex A AT ewiRTeT Srae w1 I |

Delery and Doty & €30a (FleTor® 2fSHITaa ST IC0R, (@-

i. T"\l?,{W"éﬂ"ﬁ@‘@f(Prospector) , ii.ﬁ'Q‘J’W(Analyser) 8 iii. fSorer TFIFA (Defender)

GO (LT T (@, AFSDITT F=Iee [fey «a0a (@ 8 25 T Z0O AN | O QeTEa
AR GF6 ARSI T I NG (STe 78T | Af oD @ [ofe gft o e 37 |

(F) Af DT G A ANES TR 799 Fbeg FepF e T Soiges! ag;

(¥) I IR BT AT PIESER Y F05F AT IRR |

QTS T I JIFH O0ge I8 [ AT 2o
Practical Implications of Strategic HRM Theory
A TSR T AIEENBIST IS &7F THART MR (Douglas McGragor) IR (&, I
@I Sl og (13 | IR &fefb fafent qrw 97 el ¢ AR w1y M el @ e v | wiF @
NIRRT (P (17 (@2 | RO @ @17 T 70 ©g F70 (el @ Aqwifearsm S foa
TR G2 GF AT AT AR @I LT FACS T |
« STET LI 3 T W, A efeBitas @eare Afk@gar ar aoifs g5 | aft Mg AfvEas o
@ET 8 T (e Tae @ VAR [SfG &AWl I(a; T AfeT Afafee AfafFfore Fid e v |
« AT JIAR @ T[T TP (FTHE Q32 CERE N1 W (@FE @Fq 23 IS 07 | @b 3t 7w @,
o G2 efsrifieryEs Rl fFoa Ica AL 77w @ o ToF; I efspiaee o AR
eI |FCe AT | (Daron-2001)
o (T AT ©IF efort afedita 5w T @97 TN IR, @ Tower [uTg Mo
Wﬂw BRAl e A | (Purcell etal,-2003)
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FLTSIC NPT [IFHNE To7 fofe wea aforaifeee jJfyl wfere =T ©f w51
38 | (Barney-1991)

AfSDIT AT G Hiees 2 @t Whve w1 (@, SIMe ArEENT (IR FACFACE SATAFI,
QFaFa, ANRREF QW @ FFFeR TFTe! AR | (Ulrich-1998)

S 2SIt T IE FA I Woee AT, Gt [Wve 71z owieRe “omdigE A
epErRer 4 5 T |

MAFE THYSO! T JA MIGRN IX AR DeeoyR GF@ FCI LT W I 1 G3R
QefeT @3 AN AT AFE a1 I | I, QT QB ARRS W TWHT To4w & 2te
(Purcell 1999) |

AT T ey @ afs SqEe 8 WA TG IR qFfGeasad (Bundling) 43
TN TS FITHWE e F41 S | [fSg afe IFAPANT T QRTENT A7 7T
A AT QIR 7T TAE IS RO IS 6 |

T S . A A A P16 OB L T FO6T TGA7 A P |

G AINF T T0F AETFAT T |

o7 e

TFHENS WK TP GIBIA B ATSHITT 2T I T 2 O N0 Az oAfzwgen
IR T4 A | «ff efSBitam FHmAcE ARGETR T oz a7 ¢ IBIRC fof6 e Fiw
JCE | (RIS A7 7 GIFAR foxls g qrwe, @vws (i) FHe-Tor Mz (i) #ffgfe
T el (i) s SIET W | @HeeTe N1 T FIEETE AP et =e- (i)
s eforaP el FRLr S Fa F8F (i) FNMAE AT IR 00 T(J (iii) TR
P8 IR K0T A FA (iv) AR IeRE Ga FF THANO! YO J(A |
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IR g IS, AAgE IR i degE IS TerE
) MELn)

The Best Practice Approach, List of best practices, Problems with the best-
practice model

@

Q #Af5 CTeT A
" ISP FRARNS TS TINCS A
" TIPSR SIS ACCCT AT S 9 S M0 |

RIS ISR LRI

The Best Practice Approach

q afels @ qrReE Tom ol w0 ffe @, afedim b TeF2 e 7o M g e JeaE Al
AfSHITTR I ST FE & FTBIASI ARGITS 20 | QST G TG | TR Gt @
AT AR Ty BegR Ag

List of best practices

e (Preffer) T9¢ TOI® MAIeFE Fri7mion Sifer! fmzma:
S | DR farerer;

3 | 9SS e

© | F-2{fF5ifere we;

8 | TR T T (o 8 A 737

¢ | % @ e F=Ifes Ty af*mee;

Y | TS ALET ST A4 @R

9 | O AMF-ZWI |

HLISFE IS TCCT G FPTPR

Problems with the best-practice model

AT St Nee [y AN T AN RECR | Q& fHEwe:

> | (FCART @ (GFFE--IFOE (Cappelli and Crocker-Hafter) T@ AR GSITS- ‘fT@/TQT? It
TE Sfedfee I redl TR | IR AR SWGE FEETR AWM AWM A TS
ST B0 AE | o @ siafen wracet efeditas efstaiforneT srwrer I =4 |

| AGTTS (Purcell) ACAISFE g AT w67 | fofy qeery, Miege Fed ey ¢ sr~misfes
VB 04 SNGT! TR A TFFAT I A AR S |

IffEfoeTe S, afeP 8 ARTITR AT Toi7 9Py (Teq TETR | AT F Fa7 ©f 87
@ I I | IR MATE YA LGl Ayt T o | I AfSB ST FIe FAC
AfsBime (@ Sl F& FIE ©f I I 1 | I, TWe @ft @, Ffs, I B8, eyfE A
FRaST A Aol ASATS A |
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© | (I @ AZLAMNT (Becker etal) T8 T (T, i T FmmMe PeoT 20 @ Swed
SmiE Tafe «3R Uit SIfe Ty TSI I[TT FA0e @, @ dfsl «ffFfore @t Ty Feree swq
FACO A |

WO 2T | ToVH @RI IR, (@ @5 AT gl RRoTd o = @3 efevita oy @ «ft eie of ffoe
Qe & F T4 Tfbw, O TS XS | ([FFF 8 NG (Becker and Gerhart) If& &9 @, ‘fT@/KT@ M
graeNls srrgr e Moz e aw wike qrEe | o bt Adiege sy’
o T I SITe FEA I AR 41 Bfow |

AFE DY 2T 00 H A e OrERy oy @R @31 936 Siferat ez wea

P T AV @ @I AfSBITa e T o |

o7 s

EEI® A9 M JIZHAT @ ~Maho AT T4 20 OB TFENEE Fer=iine &7, ©f-3
AIFE FR@S | STl Pl M- il farerer, e s W, F-ofwifre 7,

FIEETMCNT TAT T (IO ¢ AT 7T el | ALIFE TS AT SO Sl TR
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The Best-Fit Approach; Comments on the concepts of best fit; Basis of
Strategic HRM
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The Best-Fit Approach
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The Life cycle model
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Best fit and competitive strategies
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Strategic configuration
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Comments on the concepts of best fit
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Basis of Strategic HRM
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