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By enhancing the HR policy of balancing out the prioritization of all the different HR practices â€” for
example, if Tarmac HR institutes that more attention should be given training of the employees, the other
practices will be discriminated such as the quality selection process in recruitment. Even in performance wise
both stands in the same level i. Two major HR strategies of Tarmac Tarmac immensely benefits from
developing its own diverse workforce, and with that, it has become a purpose for the company to handle them
with the following two major strategies: 3 Samantha Rae Tan CIB 1. The culture for example â€” at present
Tarmac gears towards inclusion and non-discrimination, with that it is apparent that Tarmac is quite ready for
this change â€” but it will be the HR managers to decide upon that. With this, Tarmac must also be updated
and take advantage of the benefits of technological progress such as upgraded iHRIS systems that could
provide for the easy management of thousands of staff and employees within the company. Slow down
Production: The concept of slow down production is a type of strike done by employee. Another difference is
regarding the time horizon of their functions â€” HRM is only short term and on the other hand SHRM can be
short, medium, and most especially long term. Here we have tried to give some live case studies which are
interesting and allows you to think beyond the theoretical part and make you capable to apply the concepts in
real time situations. These people could be considered as the faces of Tarmac, however they are in fact only
part of an even bigger and deeper organization. The company employs more than workers and administrative
sta and 80 management level employees. For diversity and inclusion in Tarmac, it is more likely that the
internal stakeholders must be prepared in terms of their attitude and motivation to be open and to embrace the
change. Though the place is di erent the amenities, infrastructure and the food provided are of same quality.
Research and Practice in Human Resource Management,  As ones who have the responsibility over the
workforce in the company, HR people are the ones who must aid the organisation to adapt quickly to any
changes. Mehta listening to this case understood the situation and realized the reason behind the partial
response given by the employees towards Franklin and Harsha. This statement shows that they are indeed in
the leading position, and thus seek to maintain that maturity. Related HR concept. Before the new hires if the
management consulted the employees both management and employees would have avoided this issue
Hygiene Factor: Theory of hygiene factor states that there are certain factors related to employees the presence
of which will not create major impact but the absence of such things will lead to a de motivation to the
employees. Mehta replied that the points put forward by her would be related to employees or from employees
point of view which actually the management wants to know so they give value to her points. Three
differences between Traditional Human Resource Management and Strategic Human Resource Management:
One difference between the two is how the employees are treated. The right employees should also be tasked
to do the right activities on implementing the change to ensure success. Advantages â€” Through the model,
Tarmac HR will have storing relationships with the executive management, with their leading role in the
company being highly visible. Indeed, the human bp. As the employees of other departments do not have any
relation with him they never approach him for help. Another is that HR will not be the last to hear any news
regarding the company, HR will be part of that â€” thus there is fast response time in case there are big
corporate problems. Also, with that, the HR will be able to focus more on its core activities including decision
making, employee relations, and etc. Especially since Tarmac operates internationally, culture is one of the
most important external factors that should be considered in dealing with people. When Tarmac is already
deemed prepared for the change, the HR managers must ensure that they have identified or minimised the
pressures the change would implicate upon those affected and involved. In the afternoon Mr.


