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Abstract 

The purpose of this study was to assess the existing Human Resource Management (HRM) practices of selected 

companies in order to come up with a comprehensive HRM Program. This paper tests a hypothesis, there is no 

significant difference in the extent of use of HRM tools and techniques when the selected companies were 

classified as large, medium, and small. No significant differences were noted between the extent of use of HRM 

tools and techniques in the major areas of Human Resource (HR) acquisition, HR maintenance, and HR relations. 

However, significant differences were noted in the major areas of HR development when the companies were 

compared. It was concluded that some of the companies did not implement performance evaluation system. One 

of the recommendations cited therefore was that companies should employ said system on performance 

evaluation to substantiate total personnel training and development package in the whole HRM program. 
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1. Introduction 

With the rapid developments of human resource management, companies regardless of size, require that human 

resource managers should develop a comprehensive human resource management program to address every 

changing need. This paper therefore undertook an in-depth assessment of the existing human resource 

management practices, tools and techniques on the major functions of HRM: as to how the companies selected 

their applicants in getting the right man for the right job (HR acquisition): how they oriented, trained, and 

developed their employees (HR development); how they maintained their competent employees in terms of wage 

and salary administration (HR maintenance); and how they administered and interpreted their personnel policies 

in furtherance to harmonious employee relations (HR relations) with the end view of developing a human 

resource management program. 

  

2. Literature Review 

According to Donnelly (1997) the acquisition of skilled, talented, and motivated employees is an important part 

of human resource management. This includes many duties according to Newman and Hodgetts (1998) such as: 

recruiting, screening, and selecting employees. The HR department usually takes care of placing the 

employment ads, gathering information on the job applicants, administering selection tests, and eliminating 

those who do not meet minimal job requirements. 

Newman and Hodgetts pointed out that the process of human resource acquisition starts with human resource 

planning which involves forecasting human resources demands on the organization and implementing the steps 

necessary for meeting this demand. Likewise, Dessler (2000) agreed that human resource planning is the first 

step in recruiting and selection process. The recruitment and selection process itself can be best envisioned as a 

series of hurdles. 

Training and development programs, on the other hand, include numerous activities that inform employees of 

policies and procedures, educate them in job skills, and develop them for future advancement. The importance 

of training and development and placement, good employees can be brought into the company, but they need 

orientation and continual education and development so that their needs can be met and the objectives of the 

organization can be achieved simultaneously (Carnevale et. al. 2000). 

 Along this line, training programs, developmental methods, and performance appraisal are undertaken. Training 

is a continual process of helping employees perform at a high level from the first day they start to work. 

Training is designed to improve a person’s skills to do the current job. Whether it occurs at the place of work or 

at a special training facility, training should always be supervised by experts in the educational processes. 

Berke (1996) added that to be effective, a training program must accomplish a number of goals. First, it must be 

based on organizational and individual needs. Training for training’s sake is not the aim. Second, the training 

objectives should spell out which problems will be solved.  Third, all trainings should be based on sound 

theories of learning; this is a major reason that training and management development are not tasks for amateurs. 

Finally, training must be evaluated to determine whether the training program is working. 

Franco (2001) also opines that in establishing a training program, one must see to it that it meets certain 

prerequisites to enhance the probability of its success. There is no singular formula or “best expert” training 

design. 
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Management development refers to the process of educating and developing selected personnel so that they have 

the knowledge and skills needed to manage in future positions. The process starts with the selection of a 

qualified individual and continues through that individual’s career (Sonnenfeld and Peiperl 1998). 

Performance appraisal involves the formal evaluation of an individual’s job performance. It includes feedback to 

the individual and determination of whether and how the performances can be improved. As a control technique, 

effective performance appraisal requires standards, information and corrective action. The standard in 

performance evaluation is prior specification of acceptable levels of job performance. Information must be 

available to measure actual job performance in comparison to standard job performance. Finally, managers must 

be able to take corrective action to restore any imbalance between actual and standard performance. 

Schermerhorn (1996) reminded, like machines which are poorly maintained, they will breakdown and eventually 

wear out altogether, so too do human resources suffer from neglect and adverse working conditions. Over the 

long term, the human resources of organizations must be well maintained if their continued performance 

contributions are to be ensured. 

One of the most difficult functions of HR is that which concerns compensating the employees fairly and 

equitably. The HR department typically coordinates the work of ensuring that pay rates and benefits package 

remains competitive by maintaining up-to-date information on wages and salaries in the industry. This is an 

extremely important function, for research shows that money is a very important motivator. Organizations that 

pay less than a competitive wage will have great difficulty attracting and retaining qualified associates (Newman 

and Hodgetts 1998). 

This HR function also involves job evaluation which determines a job’s relative worth. It is a formal systematic 

comparison of jobs to determine the worth of one job relative to another and eventually results in a wage or 

salary hierarchy (Dessler 2000). 

In consonance with human relations, labor unions are organized. A labor union is an organization of employees 

that uses collective action to advance its member’s interests in regard to wages and working conditions. Labor 

unions in the context of HR relations – the continuous relationship between a group of employees and 

management. The relationship includes the negotiation of a written contract concerning pay, hours, and other 

terms and conditions of employment as well as the interpretation and administration of of this contact over its 

period of coverage (Ivancevich 2003). 

Dessler (2000) added that Collective Bargaining Agreeement (CBA) handbook contains improved human 

resource policies and procedures as one of the profound effects on the union’s impact of the company. 

In the dissertation of Yoon Seonghee Cho (2004) entitled “Examining the Impact of Human Resource 

Management: A Performance-based Analytic Model”, he investigated the direct effects of human resource 

management practices on organizational performance in the hotel industry. Per analysis, the lower turnover rates 

influenced by HRM practices had positive impact on labor productivity and the higher labor productivity 

influenced by HRM practices increased revenue per available room. The study supports the idea of how the use 

of HRM practices creates high performance companies and work systems.   

Wei Liu (2004) in a study on “Perceived Organizational Support: Linking Human Resource Management 

Practices with Important Work Outcomes” aimed at examining the role of perceived organizational support 

(POS) in linking employee perceptions of HR practices and important work outcomes. The findings revealed 

that employee perceptions of HR practices, including pay level, career development opportunities, work-family 

support, and relationships with the leader, are positively related to their POS. The findings of this study shed 

some light on the process through which the implementation of appropriate HR practices may influence 

employee attitudes and behaviors, and as such, this supports the need of this study to put all HR practices 

together in a program. 

 

3. The Methodology and Model 

This is a descriptive study utilizing self-made survey questionnaire in which validity and reliability measures 

were established. To test the hypothesis, a survey on fifteen selected companies in the Philippines was conducted 

in 2005 in which the subjects were classified as large, medium, and small. The subjects were determined by 

employing stratified random sampling method. The respondents, the HR managers, supervisors, and rank-and-

file were randomly picked out to represent each category. 

Frequency and percentage were used to determine the existing human resource management practices of selected 

companies and mean for the extent of use of human resource management tools and techniques. One-way 

ANOVA was used to compare the extent of use of human resource management tools and techniques when the 

subjects were classified as large, medium, and small as perceived by the respondents. 

 

4. The Findings  

In the analysis and interpretation of data, the study revealed that the extent of use of HRM tools and techniques 
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of HR acquisition and HR maintenance were to a great extent, while to a 

HR development. The extent of use of HRM tools and techniques in the area of HR relations was 

It can be gleaned from Fig.1 that the use of HRM tools and techniques in the major area of acquisition was to a 

great extent. Respondents rated implementation of hiring policies and the conduct of testing the highest and the 

least on job analysis program, skills inventory, information system, and background information. Responses 

imply that it is not easy to hire employees in the organization. This means that HR managers should see to it that 

they hire the right persons in their organization. 

 

Figure 1.0 Extent of Use of HRM Tools and Techniques on HR Acquisition

Significant differences were noted in the extent of use of HRM tools and techniques in the major area of 

implementation of training and development policies and on employee orientation

the respondents, while the performance evaluation was rated the lowest

evaluation of employee’s performance, findings may imply that job performance evaluation is too complex to 

administer due to human factors such as employee’s perception and personal biases. 
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employees are maintained because hiring replacements entails a lot of processes and costs a lot of money.

Figure 3.0 Extent of Use of HRM Tools and Techniques on HR Maintenance

Among the major areas mentioned in this study, HR relations garnered the highest rating which is interpreted as 

s implies that companies believed that a good labor relation is very important. This further 

implies that harmony in the work environment is much desired. 

Figure 4.0 Extent of Use of HRM Tools and Techniques on HR Relations
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