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Abstract

The current organizational context is characteribgdrapid deep and constant
changes, due to the influence of globalization hed economy, technological change, the
diversity of the work force and the intensificatiohcompetition among the companies. To
survive in such environment, it is necessary fer cbmpanies to have a management system
that permit the administration of the tangible amigngible assets. That reflects directly on
the human resources (HR) area actions, since ibbas increasingly pointed out as one of
the essential functions for the development andempntation of strategic responses to the
mentioned pressures. This fact has been incre#sengsibility of HR in the organizations, as
well as well as its area of operation, consequdrglyoming a strategic business partner. This
article aims to highlight the strategic today’'seraf HR, identifying its practices — through
its major subsystems — and linking such practicespossible contributions to the
Management of Organizational Performance. Basedhenresults of a quantitative study
(conducted in companies of different segments lreR&io Preto and region) it was noted that
most of the participating companies recognize HRtestegic and believe that HR practices
adopted by them through its main subsystems: AllmeaApplication, Maintenance and HR
Development, can contribute to support and addeviduthe management of organizational
performance.

Key words: People Management. Management of Orgaaiml Performance. HR
practices. Human Resources. HR Subsystems.
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THE CONTRIBUTIONS OF HUMAN RESOURSES PRACTICES TO
MANAGEMENT OF ORGANIZATIONAL PERFORMANCE
RESEARCH IN COMPANIES OF DIFFERENT SEGMENTS IN RIBE IRAO
PRETO AND REGION

1. Introduction

Contemporary organizations are influenced by cannsdad intense changes in the
political, economic, social and market aspects #merefore have experienced strong
pressures. This context motivates the growth oflpcts and services transformation, because
it makes the competitive differentials deterioredpidly, beside that, it causes companies to
be flexible to environmental demands and are fotoeidhplement essential changes in their
patterns of organization and management. ThesegebBaaim to support their action
strategies, seek for improvements in economic andn€ial results and maximize their
differentials (HERNANCES; CRUZ, HAWK, 2000), thuseating a sustainable competitive
advantage. According to the theory of AlbuquergqQagiroz (2009), obtaining such benefit
implicate on the need to join less marketable resgsuand develop intangible resources, with
the goal of creating skills that are peculiar tclreaompany, so that they are not so quickly
assimilated by competitors. Complementing the idéaAlbuquerque; Queiroz (2009),
Brandéo (2001, p. 9), cites:

Proposals for obtaining competitive advantage, itlesgifferences in semantic
order, seem to follow in the same direction: sg&temanagement of human
resources (TAYLOR, BEECHLER and NAPIER, 1996), cetemcy management
(PRAHALAD and HAMEL, 1990; HEENE and SANCHEZ, 199&ccumulation of

knowledge (ARREGLE, 1995; WRIGHT, and VAN BOUTY, 9% and

management of intellectual capital (STEWART, 1998).

Brandéao (2001, p. 9) also emphasizes people asisideresource to organizational
success, that is, the search for such competitbggerieompanies have a need to count with
highly capable professionals and able to cope thitghmarket threats and opportunities.”

The emphasis on people causes changes in variaqygasnipational processes
exercising influence upon people, implicating tieed to change their behavior — especially
with regard to the competence and flexibility (DAMEVERGARA, 2001, COUTINHO;
FERRAZ, 1995, BAUMANN et al., 1996, apud SILVA; BE&AJES; FACCO, 2006) — and its
internal environment as a whole, in which is indddthe Human Resource Management
(CASTELLS, 1999; HAMMER; CHAMPY, 1994, HAMEL, PRAHKAD, 1997, apud
SILVA; BASQUES; FACCO, 2006).

Therefore, it is necessary to establish that theqmmel administration, based on the
execution of tasks (Personnel Department), presignificant differences in relation to the
activity of Human Resource Management, which ikdth to the development of major
subsystems — namely: Provision (HR planning, réecremt, selection and integration of
people); HR Application (analysis and descriptiook jobs, career management and
performance evaluation); HR Maintenance (salary lzkfits policy) and HR Development
(HR Training and Development) (CHIAVENATO, 2004pnd is therefore more suited to the
new internal and external organizational environn{eBGGE, 1995, ULRICH, 1998, apud
SILVA; BASQUES; FACCO, 2006). Thus, the ideal isfited ways to manage and invest in
human capital, enabling the alignment of the padértf this process with organizational
goals (DAVEL; VERGARA, 2001, apud SILVA; BASQUESAECO, 2006).
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According to the review of Ferris, Hochwarter, Blagk Harrell Cook and Frink
(1999 apud OLIVEIRA, A. J, 2011, p. 652) Human Rese Management has evolved
significantly from a "maintenance function, withtle financial impact, to a source of
sustainable competitive advantage of organizatidhsder the same perspective, Becker and
Huselid (1998 apud OLIVEIRA, A. J, 2011) argue thia evolution of Human Resource
Management, to the strategic level, comes fromrdwgnition that a workforce that is
skilled, motivated and aligned with the needs ttganization can provide, an asset that adds
value to organizational processes in consonande thwiir goals and consequently that meets
the requirements of the current market.

Ante the described context is noted that the mankstgiven greater importance to
intellectual capital and knowledge management, iBatthe people who make up this
organization and how they can contribute to buddanchain of values in the enterprises. To
follow this trend, a new management model — whieeagent responsible is the HR — has
been increasingly practiced by organizations inclhintangible assets, more qualitative
issues and values are valued and considered reéledsen it comes to business strategy
(TORRES, 2007).

The constant changes in the environment — intearal external — of the
companies have therefore redefined the role of HRar Ulrich (2000, apud
ALBUQUERQUE, LEITE, 2009) work in the field of HRnd/or Human Resource
Management means not only moving beyond the opatiwork to the strategic, but accept
responsibility for achieving results and, at theneaime, accept the necessary commitments
to achieve them.

However, according Bosquetti et al. (2009), desihieeexistence of many advocates
of focus change on the role of HR — emphasizingsitategic role for the success of the
organization — there are few studies on how thegration process of people management
strategy occurs with organizational strategy and hibe practices performed by HR are
perceived and evaluated.

From this perspective, this article aims to hightithe strategic role of HR and how
the contribution of their practices — and alignmentits major subsystems — may be
associated with Organizational Performance Manageniherefore, it was performed an
exploratory research with quantitative approachcompanies of different segments in
Ribeirdo Preto and region.

The specific objectives of the study are: to emjdeathe strategic role of HR in the
studied organizations; identify HR practices carait in the companies studied; (through its
major subsystems); demonstrate the possible asisosiaof such HR practices to
Management of Organizational Performance; propasssiple improvements, in order to
enhance the competitive advantages of participatomgpanies; foster new studies related to
the topic and thus help to establish HR as a gfi@partner of the companies.

2. Theoretical Foundation

2.1. The Strategic Role of HR

In order to better discuss the importance of HRnganizations, it is necessary to
rethink first, the historical path and the main ibasoncepts for the analysis of changes
occurred (TORRES, 2007). An important point to mants that despite treatment of HR as a
strategic agent have appeared in the literatuthenearly 80s, there are peculiarities in the
Brazilian context, as pointed out by several algh@ACOMBE; TONELLI, 2001). Such
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peculiarities were related to prevailing macroecoiwoconditions, which did not evidence the
necessity of the changes advocated, making theemmaitation of HR as a strategic approach
to be initiated in Brazil, with years of delay (ALBQUERQUE, 1987; DUTRA, 1993;
FISHER, 1998 LACOMBE apud; TONELLI, 2001).

Today's role of HR has been influenced by countlessools and management
approaches over the years. But only since 1990patis to be explored appeared, in order to
promote relevant changes in attitudes, essentiahderstanding the issues involving people's
lives in organizational environments at that tiffd.BUQUERQUE, LEITE, 2009).

Although yet to be found — and still are — HR prE®nals acting as Personnel
Department, that is, directed to functions of pdytegal issues and rigid postures supported
by numerous bureaucratic controls, the HR profesdjof the 1990s to the present day, has
encompassed a broader view. Proposing to a culttaasformation and seeking to join a
Model of Commitment of people with organizationajextives (ALBUQUERQUE, LEITE,
2009).

Following the same line of reasoning regarding aelee to that model, Lacombe
(2006) argues that the involvement of HR profess®nn the strategy elaboration, the
process of communicating the strategy, the rolhefleadership of line managers in strategy
implementation and culture management enable tmemsonent of those involved and
provide better organizational results.

According to Ulrich (2000, apud ALBUQUERQUE, LEITR009, p. 9) creating
competitive organizations is in the way "people @meated, the professionals are controlled
and work of an organization is coordinated.” Therefit is suggested that competitiveness is
due to the enhancement and redefinition of HR #hain order to architect and integrate
organizational capabilities and develop their pcast — enables the creation of values and
generation of results.

Still for Ulrich (2000, apud ALBUQUERQUE, LEITE, 29, p. 12) the HR
professional, aiming to add value, can be defimefdur roles: [...] First, the administration of
HR strategies and second, the administration ofcttrapany's infrastructure, thirdly, the
administration of employee contribution and fourire management of transformation and
change [...]. "This definition makes up the profiethe HR professional expected nowadays
in organizations and consistent with the idea ofrd@® (2007, p. 7) when he says: "The
strategic model of Human Resources management éas turrently the role sought by
organizations.” This model can be characterizethkyappreciation of the strategic objectives
of the organization and interpretation of humamgeias a source of potentials (strategic
resource), able to cope in a sustainable manrehhallenges of the contemporary company
environment (BOSQUETTI et al., 2009).

For this it is necessary that HR policies takeasdpremises:

[...] the appreciation of human talents, attractmgl retaining high-potential people
and qualification for the job, creation of favorabtonditions for individual
motivation and mobilization of the groups aroundastizational goals; possibility of
professional development in the company; offerimgentives tied to results
obtained by the team and adaptation of integratedam resource to the company's
reality and to the context of action (ALBURQUERQUHE09, apud BOSQUETTI
et al., 2009, p. 51).

From this quote, it is possible to suggest that pi&fessionals are able to play the
role of strategic partners and add value to therumgtion, provided that doing so they
understand the workings of the business, also gbaife to adjust HR policies and practices
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of major subsystems, to changes in the businesexto(BECKER, HUSELID; ULRICH,
2001, apud BOSQUETTI et al. 2009). Corroboratinghwhe view of the authors, Torres
(2007) states that the HR professional must begpeglpto align the human skills to business
strategies, but for that, it is necessary to capecimanagers with the aim that they are the
stimulators and multipliers of this process. Als#es

The mightiest initiative of HR managers (BECKER; SELID; ULRICH, 2001, p.
18-19) to ensure their strategic contribution is tlevelopment of a measurement
system that demonstrates convincingly the impadiRfon the performance of the
company (TORRES, 2007, p. 26).

Yet from the perspective of the above quote, Bapé®rraz; Avila (2004, apud
BOSQUETTI et al., 2009) consider that the legitimaaf HR practices in the decision
making/strategic sphere imposes to the professooblthat area, the great challenge of
proving their effectiveness with measurable redoltshe organization

Studies of Fleury, Fleury (2004, apud BOSQUETTIakf 2009) emphasize that
currently, HR practices, go far beyond its subsysteCausing it to care more with the
objective of attracting, retaining, evaluating asheleloping the skills needed, seeking not
only the results of the area, but the achievemeatganizational goals.

Ratifying the arguments espoused so far, it is hvonentioning how Ken Carrig,
CEO of SYSCO Corporatidn described the future role of HR (CASCIO; BOUDREAU
2010, p. 42):

When | look at the future of HR, it is facing to e we can add value to the
organization and our customers. We need the huesources function to
see beyond the business in which it operates, gdban clients we serve.
And in doing so, it cannot focus only on cost anodpctivity of employees;
it must start questioning what it takes to add ealo that customer. [...]
With good HR practices, there is much to add.

Corroborating and complementing the above desoriptiis valid to add quote from
BOSQUETTI et al. (2009, p. 52): "when the partitipa of HR professionals in strategy
formation, there is a general understanding thatisithe new role of HR."

2.2. HR practices: main subsystems

Chiavenato (2004) argues that intellectual camtad be considered an intangible
asset, whose traditional accounting procedures Hdfieulties in measuring. This capital —
which people hold — represents a competitive acggetfor organizations, which should
therefore worry about select, train, evaluate agnebbp their employees, in order to prepare
them, so that they are able to face changes amdations imposed by the context. Thus, it
will become possible to effectively add value anaimtain competitive in such a competitive
market. From this perspective, HR practices — &wto the main subsystems — "constitute
the inexhaustible source of these values and hualant capable of forming the brain and
central nervous system of the company [...]" (CHENATO, 2004, p. 12).

! Society for Human Resource Management Founda604). HR alignment: The link to business results
(DVD). Alexandria. VA: Society for Human Resourceaihgement Foundation (BOUDREAU, CASCIO,
2010).
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It is necessary to emphasize that, before talkbmptHR practices through its major
subsystems it must be understood that they areetdaeed and form a larger system, called
HR Management, according to what is demonstratéideriigure below:

Figure 1 — Major Subsystems HR

|
\
HR development
subsystem

Source: Compiled by author adapted from Chiavenato (2004, p. 13)

In order to detail the Figure 1, adapted from Cérato (2004), it is confirmed that
the major subsystems consist of HR Provision (ptapnrecruitment, selection and
integration of people); HR Application (job analysind descriptions, career management and
performance evaluation); HR Maintenance (compemsapolicy and benefits) and HR
Development (Training and Development of HR). Inorsh they relate to "attracting,
evaluating, retaining, and developing talent" aad become tools to enable the expansion of
the organization's results. For that to occur, thexst be "articulated and balanced" between
them, and be "integrated and tuned" to organizatigoals and strategies. This way, it is
possible to correlate them to performance managenmeorder to achieve sustainable growth
of the organization (CHIAVENATO, 2004, p. 13).

There are many relevant theories that define ara#scribe the major subsystems of
HR. However, in this chapter, they will not be deth yet, they will be associated with the
management of organizational performance, sincaishone of the goals of this article.

a) HR Provision Subsystem constitutes the "frordri@f people in organizations
(CHIAVENATO, 2004, p.17), because it has as maecpces, HR planning (control of staff
rotation and absenteeism rates, linked to condgictieasing Interview), recruitment,
selection and integration of people. Its practgéherefore responsible for sizing the number
of people will be necessary for the organizatioM@ARELLI; TEIXEIRA, 2008), by
seeking new employees in the market, selecting theoording to the desired profile and
integrate them into the new environment, seekingagament thereof. In short, this
subsystem allows the candidate to establish aectie commitment” with the organization,
wishing to remain affiliated to it in order to acaplish their personal goals (MOWDAY,
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STEERS, PORTER, 1979, apud ZACARELLI; TEIXEIRA, 3)®. 129). Thus, the practice
of HR Provision subsystem will directly influendeet performance of the organization, by
selecting the right person for the right job, (CNEBNATO, 2004), it will reach efficiency
and also decrease the costs with frequent andfarefthires, terminations, integration and
initial training (ZACARELLI; TEIXEIRA, 2008).

b) HR Application Subsystem covers the topics df analysis and descriptions,
career management and performance evaluation.drt, shese practices permit to improve
the perception of the employee as to their roléiwithe structure, a better understanding that
he or she is responsible for their developmentanjunction with the organization, better
understanding of the objectives of their work atsdimportance to the overall results of the
organization. The topics covered in this subsystémvell applied, from effective practices,
comprise also the basis for the remuneration potioypsidered the main responsible for the
maintenance of human assets in the company (WOOD RIRARELLI FILHO, 2009).
Moreover, "entrust constructively management andleyee in terms of attitude and
behavior" (NASSIF, 2008, p. 303), aimed at ensueang promoting people's commitment to
achieving the goals of the organization (BIANCHIJIZHIDA, 2009) .

¢) HR Maintenance Subsystem consists of practielged to wages and benefits
policy. According to Flannery, Hofrichter; Plattqi997 apud HANASHIRO, 2008, p. 175)
"The wage is one of the most effective tools weehawnrrently to motivate a company in a
changing process." The importance of the bendtsprding to Wood Jr.; Picarelli Filho
(2009, p.82), "on the impact on the company's imageghe community,” since some
companies stand out by offering their employeeséptional advantages”, aimed at attracting
and retaining of people. Moreover, "the benefitgeha direct impact on the quality of life of
employees, influencing their current and futureusé&g and on their living conditions”
(WOOD JR.; PICARELLI FILHO, 2009, p. 83), which Wwitertainly, influence on their
individual performance and, from a macro view, pgeformance of the organization as a
whole.

d) HR Training and Development Subsystem is relaedtraining practices,
education and skills development of the membersthef organizations in order to
continuously obtain improvement of the professierahd consequently of the organization
(LEITE et al., 2009 ). From the training and deypahent practices, also called T&D, it is
possible to obtain greater focus on skills of empés; enable professional growth thereof,
because of the improvement in organizational emwvirent and increased self—esteem,
facilitate the development of training programs,anhdition to promoting improvement "of
psychosocial work conditions" (MARCONDES, 2008263). In short, these practices can be
described from the perspective of Paiva (2000, agaRCONDES, 2008, p. 262) when he
states that the training aims at "the acquisitinod emprovement of knowledge and skills to
perform certain tasks in the short term while depeient has as its purpose the improvement
of people's potential for superior performance he future. Complementing, Leite et al.
(2009) can associate this subsystem to reachingrtjnization's objectives and improved
organizational performance management, statingtieatraining and development of people,
make them follow processes, become autonomousyitdee use personal power, develop the
ability to work with flexibility and creativity.

2.3. Management of Organizational Performance
The current context of organizations is characteriby rapid and continuous
adoption of different and new information, besid&ffuences from the external market that
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cause constant changes and directly interferedrtisiness (TELO, 2001) and, especially, in
the organization's performance . Such interferdnoey, according to Drucker (1999), quite

significant effects on organizations such as deaépation, outsourcing, reduction of

hierarchical levels, acting in distant geographipaints, very different work ties, among

others. The listed effects require of the orgamrat the need to question the traditional
structures and create new structures to deal wightairbulent market (TELO, 2001).

According to Jensen and Sage (2000, apud TELO,)28t0tlies on organizational
performance have been evolving continuously andkamiag the vital concern in defining
indicators to assess/measure organizational peafoece) since the performance management
translates strategy and makes explicit its suitgpibr otherwise, facing the external and
internal context of the organization. Accordingkaplan and Norton (1997, apud SILVA,
2010, p. 50) "if performance is not being measuite, not being managed." These authors
add, also, that if the organization seeks to "serand prosper in the Knowledge Age, it must
use a performance management system aligned wisitrétegy "(SILVA 2010, p. 50).

According to Tel6 (2001) traditional actions thahat measuring performance, such
as "investment return and productivity/person, fsxlion control and originated from the
widespread financial function” (TELO, 2001 p. 2&)y give some clue related to the current
performance and growth of the company. Howeverh sneasures do not show evidence of
results coming from the improvements, innovationd @nvestments to the organizational
development. Thus, such traditional actions doatiotv for a proper accounting of intangible
assets and fail to adequately prioritize projecisifinovative products and processes, the
training of employees and improving customer satigbn, among others, which would
contribute to the continuous performance.

In face of that described, it is necessary to geerea set of indicators — including
those measured in HR — that go beyond traditiooain§ of performance measure and
prioritize those that point to development trendd aesults of the organization (KAPLAN;
NORTON, 1997, apud SILVA; BASQUES; FACCO, 2006)r Bus, you must bring together
several organizational performance vectors aligttedrganizational strategy. In order to
follow this trend it is necessary to carry out fherformance Management, that is, perform
further studies, in which more refined metrics use@ capable to promote effective
improvements in the transformation of its stratagy concrete initiatives (TELO, 2001).

Based on the studies of Sink and Tuttle (1993, apld/A, 2010), performance
management can be considered an open system,tseoeganization is constantly adapting
to changes in the environment to which it is irsgriManagement is therefore designed to
"stimulate control and performance of long-term lgoa order to make the organization
compete, survive and grow" (SILVA, 2010, p. 48).wéwer, for that you need to respect the
values and principles of the organization and asrsconducting continuous feedback as
essential to the evaluation of the measurementepsody which it is possible to verify
whether the organization is achieving the realaratf its vision, referring to what is desired
to become (SILVA, 2010).

In short the management of organizational perfocaas- provided that it is aligned
with the practices of People Management — has beaessential for companies wishing to
survive in the current market, because that wagy twill be able to create competitive
advantage and build sustainable measures (SILVASBBES; FACCO , 2006). To
Muritiba; S. N. (2009), in the described contex® bBr People Management professionals, has
increasingly been identified as essential to tleegss of development and implementation of
strategies able to create competitive advantagdsogercome the pressures of the market,
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consistent with the skills and competencies that dhganization needs to develop value-
creating activities (intangible assets) (SILVA, Bp1

According to Kaplan, Norton, Becker et al., (20qdué LACOMBE, 2006), the
process of evaluation and measurement of HR pesciian promote greater transparency,
better communication of strategy and better aligmnimetween policies and management
practices. Such a system of assessment/measurgmmnotes an effort to simplify and
translate the strategy into operational terms, dhliteon to converting strategy into a
continuous process.

Aiming to associate the Performance Managementiggeproposed by Kaplan and
Norton (1997, apud SILVA; BASQUES; FACCO, 2006) aocdmplement them by the
theories of Becker, Huselid and Ulrich (2001), onan affirm the importance of
understanding the process of value creation, whHedds to HR practices or people
management to add value to the company. This utatheling generates the logical
understanding that the HR area, developing practfoem major subsystems (provision,
implementation, maintenance and development of HR)URITIBA, SN, 2009,
CHIAVENATO, 2004), has assumed a key role in orgatons. It is necessary to attract and
hire the right people, train them, motivate theegkthem and instruct them properly, as well
as, keep continuous the learning process. The ma#mal culture being influenced by this
process and therefore being geared to the leaamggrowth motivates people to criticize
and question the context. Such motivation generatesontinuous flow of ideas and
suggestions, which leads to the improvement ofrireileprocesses. These, in turn, cause the
enhancement of products and services, and makessilge to increase customer satisfaction,
making them loyal and, moreover, increase the pmdace of the company in the market.
What, therefore, reflects directly on financialuks, such as profit, income and investment
return (ARVESON, 1999, apud Hernandes; CRUZ, FALGRQA00). This way, it is possible
to relate HR practices to Organizational Perforneahtanagement, determining chances of
success in the future (SILVA, 2010).

3.  Methodology

The use of books and scientific articles to comphbeebibliographical analysis made
possible a more comprehensive range of phenomesadal studied. What contributed to the
completion of data analysis in a supported way (@Q010).

The study was based on an exploratory researchah&odoy (2008, p. 360), aims
to provide greater "familiarity of the researcheithwa particular phenomenon seeking to
make it more explicit and gather information neettedxamine the different aspects involved
in it [ ...] ", enabling researchers to construgngicant hypotheses for future research
development. The approach chosen was quantitativevhich, for Lakatos (2010, apud
FURLAN, 2010, p. 32), "the researchers avail thdweseof broad samples and numerical
information, using statistical models to explaire thata." For this, a data collection was
performed, using a structured questionnaire asnamument consisting of 34 (thirty four)
guestions (with 7 (seven) open questions and 2&nftyvseven) closed questions). For the
questionnaire creation content (the subject ingastid) and form (structure and appearance
of the instrument) (GODQY, 2008) were considerelde Thain HR subsystems — provision,
application, maintenance and development of HR -g-tapics to which they relate, based on
what suggests the theory of Chiavenato (2004), ttated the content. The form was
characterized by the tool offered in Google Dochjc allows respondents to access the
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survey through a link. As the questionnaires armgo@nswered, the tool automatically
generates graphs that facilitate the monitoringeeponses and further analysis.

To carry out the research contacts were made \egphene — with companies
located in the city of Ribeirdo Preto and citiesits region — aimed at explaining the
information about the research, collect additiondrmation and solve possible doubts of the
participants. The lirkof the questioner and also a file containing e form — as option
of a more comfortable and possible choosing forrdspondent — were sent by e-mail. 43
(forty three) companies were contacted — from Ndwenrt2011 to January/2012 — and the
choice of the sample was by convenience, thatas) forofessional contacts of the author of
the research. However, only 20 (twenty) of the aot@d companies responded to the
questioner. Four of the respondents were disredatolecause they presented answers that
could distort the data of this study. Thereforedhswers provided by 16 (sixteen) companies
were analyzed.

With reference to the data, techniques of desegpsiatistics were applied, which
allowed the investigation of HR practices carrieat a0 the companies studied, besides
showing the perception of respondents about thecag®on of such practices to the strategies
and to management of organizational performances,Tih was possible to also emphasize
the strategic role of HR in organizations.

4.  Analysis of results
Before analyzing the results it is necessary tdifyudne sample survey participant,
according to data available in the chart below.

2<https://docs.goog|e.com/spreadsheet/viewform?foymtliESWWHVxY3NZZOFchnglngkRJcEE6MQ>
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Chart 1 — Data about the sample
Time of Number of
Company : Performance Area (segment) employees City
existence
(2011)
1 13 years Metallurgy 86 Sertdozinho
2 25 years Distribution and Re’;all of Photographic 260 Portp
Materials Ferreira
- , Ribeir&o
3 35 years Civil Construction 80 Preto
Distribution packaging, disposables and Ribeirdo
4 11 years cleaning products - Retail and Wholesale 35 Preto
5 25 years Mercado Imobiliario 220 Ribeirao
Preto
6 Mais de 50 Sugarcane 8400 Pradopolis
years
Luiz
7 23 years Pulp and Paper Industry 634 ANtonio
8 20 years Distributor of industrial automation protiu 80 Jaboticabal
9 40 years Seeds 600 Jardin6pplis
10 45 years Veterinary pharmaceutical industry 944 vidres
Development of an integrated management Ribeirso
11 21 years system (ERP) - Retail, Wholesale and 206 P
TN reto
Distribution
12 28 years Metallurgy and services 80 Dumont
. Ribeirdo
13 47 years Services 28 Preto
14 6 years Manufacture of paints 6 Ribeirdo
Preto
. Ribeirdo
15 15 years Hotel/Services 89 Preto
16 37 years Civil construction 148 Ribeirdo
Preto

Source: Compiled by the author

Participating companies belong to different areskwing greater scope to the
subject, as a general overview was outlined wigfare to identifying which HR practices are
applied and how they are associated with performananagement, in these companies.
Besides various branches of activity, the sampt®mposed by companies of different sizes,
this factor did not affect the results becauseabulate data, generate and interpret graphs of
the survey, it was found that the development of ptRctices does not, necessarily, have
relation to the size of the company. With respec¢he environment chosen for the research, it
is worth mentioning that Ribeirdo Preto is one I tenters of the region with a greater
growth rate in Brazil, based on the diversificatminthe economy and quality of life. That
region is composed of more than 80 (eighty) muaidies, where 3 million inhabitants
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occupy an area of 30.000 km 2. Complementing therotharacteristics, the per capita
income of Ribeirdo Preto is nearly twice the naicaverag& which has contributed to the
growth and visibility that the city has achievedétent years.

For better analysis assimilation, some conceptshgilresumed, as described in the
theoretical framework. The results were groupeainfthe strategic role of HR management
and its major subsystems, along with the topiceoe¥ by them, using as a base the theory of
Chiavenato (2004).

The analysis of the results allowed the identifamatbf key HR practices carried out
by companies, as well as its applications and ptessassociations with performance
management.

The data presented in Table 1 refer to questiokentérom the questioner, which
sought to investigate the perception of companegarding the strategic role of HR. From
the table, it is possible to state that the peroepif company managers is positive about the
strategic role of HR and their practices, as in(th&lve) of the 16 (sixteen) companies, HR
professionals attended meetings that dealt witetesiic planning, in which the practices are
carried out and placed on the agenda and considgrategic elements. In addition, 14
(fourteen) of the 16 (sixteen) companies consitdat HR practices influenced the results of
2010 and 2011. That confirms the theory that assgrtiie professional role of HR currently
means moving beyond the operational work to thategic, that is, means accepting
responsibility for achieving results and at the sdaime accept the necessary responsibility to
actually reach them (ULRICH, 2000, apud ALBUQUERQUEITE, 2009).

Table 1 — The strategic role of HR and the influege of their practice

Number of
Questions from the questioner used to collect data Respondents
YES NO
Do the managers of the company, in which they worélude HR
professionals in the meetings that discuss thenizghon's strategi 12 4
planning?
If the previous answer was "YES": Do HR practices placed or
o ; 12 4
the agenda as organizational strategies?
Do you consider that HR practices influenced ttseilte achieved b 14 5
the company over the past two years (2010 and 2011)

Source: Compiled by the author

Graph 1, which aims to demonstrate HR practicestributed to the achievement of
the results of the companies. The graph was basedh® responses of 14 (fourteen)
companies, because as shown in the last questidniged in Table 1, they believe that the
actions taken by HR, can actually contribute tofgremance management. By the data
analysis, it is possible to conclude that theyadath greater emphasis on practices related to

% Available: <http://www.ribeiraopreto.sp.gov.br/fifiregiao.htm>. Access: 2012 Jan. 21.
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the integration of people to processes of selectml recruitment and employment
termination interview. In short, the subsystem &ion of Human Resources is recognized as
the most relevant with regard to the contributimisHR to organizational performance
management, from the point of view of the studiechpanies.

To the authors Chiavenato (2004), Zacarelli; TexgR008) to select the right
person for the right job and integrate that penswo the organization's environment makes
them reach — in less time — the expected effeatisenWith this theory, the authors reinforce
the idea that this subsystem can directly influettte performance of the organization,
because the employee's effectiveness in the dglofesatisfactory results in lower costs with
employment termination, frequent and/or new hinésgration and introductory training.

Graph 1 — HR Actions contributed to the achievemenof results

HR Actions that may have contributed to the
achievement of results in the last two years (20 Hnd
2011)

Variable Remuneration

. . . 1
Employment Termination Interview F 9
<| 6

Fixed Remuneration 6

Retention Policy 4

Performance Evaluation 6

Training and Development 7

Initial Training and Qualification 8

Integration 11

Selection PFOCGSS‘— 10
Recruitment — 9

0 2 4 6 8 10 12 14 16

Source: Compiled by the author

In order to facilitate understanding, Table 2 shawa panoramic way, some of the
HR practices developed by the companies studiedsahgystems to which they are related.
The questions contained in that table were withdrés@am the questioner used as a tool for
data collection. From the results it is possiblstiow that most companies consider important
to integrate and socialize new employees to compauitpyre — 13 (thirteen) of the 16
(sixteen) companies — and consider important o tteem to develop their activities — 12
(twelve) of the 16 (sixteen) companies — and atsinvestigate the causes that led to the
rupture of contracts of those through employmemhitgation interviews — 13 (thirteen) of
the 16 (sixteen) companies. The results also itelittee need to further develop practices
related to the implementation and maintenance @fstibsystems of HR, which is consistent
with the information shown in Graph 1, in which tba&rticipating companies do not consider
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remuneration policies, practices of retention areffggmance evaluation, may have
contributed to organizational outcomes relating@&0 and 2011.

Table 2 — HR Practices for the major subsystems

: . Number of
Questions from the questioner used to Related Respondents
collect data Subsystems YES NO

Dogs .the_company conduct integration and HR Provision 13 3
socialization process?
Does th_e company conduct employment HR Provision 13 3
termination interview?
Does 'Fhe company apply performance HR Application 6 10
evaluation in employees?
Is there 2 leader training program in the HR Application 7 9
company
_Is there a Variable Remuneration Program HR Maintenance 9 7
in the company?
Does the_ company conduct initial training HR Development 12 4
and qualification for new employees?

Source: Compiled by author

Following the same line of reasoning of Table 2 adhing to facilitate the
assimilation of readers, the other results weraiged from the major subsystems of HR,
along with related practices. Thus it will be pb$sito identify not only what, but how and by
whom the HR’s actions are developed in the sample.

a) Provision of HR Subsystem

Regarding the practice of staff recruiting, it isspible to list the most frequently
used means. Eleven (11) companies chose newspdpertisements and indications, and
nine of them opted for ads on recruitment websietworking sites (social networks) and
employment agencies (consultants) are also usedsnbawever, with fewer respondents —
6 (six) and 7 (seven) companies, respectively. iafeto the most frequently used methods
it is important to mention the theory of Chiavend®2004) in which he says that the
indications exert influence on time and cost fagtdihis influence is due to the fact that some
stages of the process can be suppressed, becausty uke indicated candidate already
knows the company and spontaneously expresseceshtar working on it. However, if
poorly managed, and if evidenced the lack of ddatend postponement in the selection
processes, this method may lose its credibility.féxsthe ads in newspapers, still from the
perspective of Chiavenato (2004, p. 75), this mean be considered "one of the most
efficient techniques to attract candidates"”, howeiteds more quantitative than qualitative,

October 01-02"", 2012
Center for Organization Studies (CORS)
FEA USP (University of Sdo Paulo); FGV (Getulio Vargas Foundation); Insper (Institute of Education and
Research); UFBA (Federal University of Bahia); UFRJ (Federal University of Rio de Janeiro) and UFSCar (Séao
Carlos Federal University)



7" Research Workshop on Institutions and Organization s — RWIO : : ?{ g
Center for Organization Studies — CORS o000
o000

since it is directed to general public. Should Iseduor not, depending on the "degree of
selectivity that is intended to apply."

As regards to the practice of people selectionjritexview is the most widely used
method, being chosen by 16 (sixteen) respondenpani@s. This result reinforces the idea of
the authors Posthuma; Moregeson; Campion (2002 &WDBBINS; JUDGE; SOBRAL,
2010, p. 536) when they state that "among all tledstthat a company uses to differentiate
job candidates, the interview remains the most .UisHtk research also showed that, in the
studied companies, those responsible for condudhagselection process are from the HR
department and the manager of the requesting aegait which had 11 (eleven) and 10 (ten)
respondents, respectively. The result highlights gtrategic role of HR, as it is responsible
for one of most common practices as action that maye contributed to organizational
outcomes (Graph 1).

The group of organizations involved in this studyowed concern for new
employees, because practices related to the inimgraf people are conducted by 13
(thirteen) of the 16 (sixteen) participating comiganas shown above in Table 2. As a means
to integrate new employees 13 (thirteen) compansesthe presentation of HR policies; 11
(eleven) companies direct the employee to the geatoich will develop its activities and
present the products and/or services and 10 (mmpanies make visits to key sectors the
organization. According to Chiaventato (2004), withe application of this practice,
employees will feel part of the organization andisthmore confident to conduct their
activities. Moreover, a good integration results anreduction of adaptation time, and
employees satisfaction/motivation; stimulation of ibterpersonal relationship and on the
incentive for reduction on rates of work accidemsthough concerned with employees’
integration, the results indicate two factors tregjuire caution by the companies. The first
consists of only 6 (six) studied companies incltle requesting department managers in the
integration processes, because according to Cradvy¢p004), to accompany the introductory
training and learning development, managers caatei@ healthy and suitable climate in their
team and make of this practice a management syravgdgch certainly will influence the
performance. The second consists of only 8 (eigbthpanies presenting safety standards,
and the explanation of these standards can rethececcurrence of work accidents and thus
lower rates of absenteeism and costs generateuebghisence of the employee. According to
Cascio; Boudreau (2010) the consequences of teenale cause the execution of the work of
the absent by other employees who feel overworkgsherally, a process needs to be
interrupted and activities are delayed or fail ¢orbalized.

The dissemination of information of the integratimmocess is performed by HR in
10 (ten) companies ratifying the essential andteggra role of the HR professional on the
organizations. Therefore, the HR professional ésrésponsible agent for one of the practices
that contributed most to the results and orgaromati performance, as demonstrated on
Graph 1.

Although control of employees’ rotation rate rems the reduction of a substantial
cost to businesses due to the costs of terminatidireplacement, only 6 (six) of them realize
it. Cascio; Boudreau (2010, p. 92) state that gshaido be considered, "the costs of loss of
relationships and contacts, productivity of the reusstitute while he or she learns the value
of time that their colleagues spend to teach him."

As for absenteeism in companies, 14 (fourteenhet reported that the Medical
Leave is the main cause. Controlling this index mseaccording to Cascio; Boudreau (2010),
to reduce or eliminate costs associated with abg@rhselves (benefits, wages), costs of
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overtime compensation (to substitutes or tempoemployees); increase supervision time
(referring to problems management caused by lackngfloyee), and reduce the quality of
work (stopped machines, poor quality in customevise due to lack of experience and/or
knowledge).

Both employee rotation and absenteeism may havedaeses revealed through the
termination interview; a practice of the HR prowisisubsystem able to control and measure
the results of human resource practices developeéhe organization. However, to achieve
this efficiency, it is necessary that the intervieswvell prepared and contains topics relevant
to diagnosis (CHIAVENATO, 2004). It was found thaB (thirteen) of the companies
performed this practice and 11 (eleven) of thesétli&een) respondents concluded that the
largest number of employees evasion, is due tdabtiethat they found opportunities with
better wage This conclusion reinforces the idea &Vdn; Picarelli Filho (2009), which
considers the remuneration primarily responsibtetlie maintenance of human assets in the
company, yet they alert to the need for a transébion in the way, the salary is usually seen,
that is, "as a factor of cost, to a view of rematien as a factor of improvement of the
organization, thruster  of improvement processesincrease of competitiveness" (WOOD
JR. PICARELLI FILHO, 2009, p. 37).

b) HR Application Subsystem

Ten (10) of the companies do not develop the praati performance evaluation,
which aims to assist in decision making of manggassthey relate to promotions, transfers
and dismissals, as well as assists in needs assassitechnical and behavioral training
(ROBBINS , JUDGE; SOBRAL, 2010). The applicationp&rformance appraisals interferes
in the management of organizational performancealige by its results, it is possible to
identify the skills and competencies of employdeswhich improvement programs can be
developed and consequently provide the developmktite team in pursuit of excellence.
Furthermore, the process enables the alignmenipéatations, since it causes providing
feedback from employee and from the company, makiegcommunication channel more
accessible and thus more effective (ROBBINS; JUDSBBRAL, 2010).

Another important practice this subsystem consistgeating a training program for
leaders, related to the concept of career manadgenmethe survey, only 7 (seven) of the
companies have some program aimed at capacitdteig ¢mployees and motivation for
professional self-development. The most used mearthis training is corporate training,
chosen by 6 (six) of the companies. Complementivg dconcept of career management,
Bianchi; Quishida (2009) argue that the resporigifibr career belongs to people, not to the
organizations, however, the last ones have assigisnaad responsibilities and by fulfilling
them, provide opportunities to the employee. Thaywit is possible to develop a people
management composed of policies, processes amdrnrestts capable to ensure and favor the
involvement of people with the achievement of orgational goals.

¢) HR Maintenance Subsystem

Regarding practices related to fixed remuneratiolicy, 10 (ten) companies have
job descriptions, while 11 (eleven) have a strierlupay scale. Results that indicate the
existence of a functional remuneration, or by posg, which is the "most traditional form
used by companies to compensate their employedldwrwork, representing, still today, the
anchor, that is, the largest share of the total shisemuneration.” (WOOD JR.; PICARELLI
FILHO, 2009, p. 49). These data lead also to arerstdnding of how the subsystems are
interrelated, since the practices of analysis ad descriptions and salary structure fit as
practices of the HR application subsystem, but igthe basis for the remuneration policy,

October 01-02"", 2012
Center for Organization Studies (CORS)
FEA USP (University of Sdo Paulo); FGV (Getulio Vargas Foundation); Insper (Institute of Education and
Research); UFBA (Federal University of Bahia); UFRJ (Federal University of Rio de Janeiro) and UFSCar (Séao
Carlos Federal University)



7" Research Workshop on Institutions and Organization s — RWIO : : ?{ g
Center for Organization Studies — CORS o000
o000

which is related to HR maintenance Subsystem. Maedhe practices of analysis and job
descriptions and salary structure provide importkta to the HR provision subsystem, since
the maintenance practices of the employees intenfierotation rates and consequently on the
costs that their high rates can generate and thiesfere with the performance of the

organization.

The variable practice of remuneration is developgdine respondent companies,
adopting for that, granting commissions (three canigs) and participation on profit and
results (four companies), as the most used methius. type of compensation generates
several benefits to the organization such as gréatability in costs management (fixed and
variable) of labor, better performance managemedtgreater stimulus to behavior directed
to organizational success. It can also be assdctat¢he performance of employees and to
reach goals. Therefore, it is a self-sustainablkectppe and quite strategic for strategies
planning and the achievement of overall goals efdiganization (Hanashiro, 2008).

The sample showed concern about the affiliatiothefemployees because they offer
a number of benefits, in order to retain talentpagwwhich stand out the health insurance (15
companies), dental services (10 companies), tmsgat voucher (14 companies), contract
with pharmacies and meal allowances (9 compan{@sinplementing Wood Jr.; Picarelli
Filho (2009, p. 83) defend that "the benefits havdirect impact on the quality of life of
employees, influencing their current and futureusiég and on their living conditions.” To
Hanashiro (2008), these benefits are essentiahtfaaction and retention of skilled labor in
the Brazilian scenario. They will avoid expensethwiew hires and especially, loss of skills
and competencies that contribute to the developwfdnisiness strategies.

d) HR Development Subsystem

The preparation of new employees to practice taeiivities occurs in 12 (twelve)
companies. The gathering of feedback and Indivi&atelopment Plan stood out — and in
10 (ten) and 5 (five) companies, respectively pesctice of development of people. The
results denote the concern of these in training @eceloping its employees. Trainings are
intended to provide the acquisition and improvenoérknowledge and skills, which improve
the results, interfering on the quality of delivenyd providing continuous improvement of the
employees. The development aims to improve peoptential for superior performance in
the future. With the joining of the two factors ig possible to optimize the skills of
employees, enabling them, professional growth, ea®ed self-esteem and greater
commitment of those involved with their activiti@s pursuit of organizational goals and
objectives (MARCONDES, 2008).

5. Final Consideration

During a survey of bibliographic references it waand that most of the works
brings as a great challenge to HR professionalgesehrchers in the field, the relationship of
HR practices to organizational performance. Thiatienship has been identified as one of
the most relevant in this field of knowledge, amdestrated the work of Wright et al. (2001,
apud OLIVEIRA; LIMONGI-FRANCE, 2005).

The quantitative study allowed identification andhlysis HR practices developed in
the participating companies, based in the majosyatbms of HR such as: HR Provision
(planning, recruitment, selection and integratidnpeople); HR Application (analysis and
description of positions, career management anfbqeance evaluation); HR Maintenance
(wages and benefits policy) and HR Development (BI&elopment and Training). Was also
possible to investigate how HR practices are peréal and who are the main agents
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responsible for executing them in those organinatiahe strategic role of HR — and the
association of their practices to possible contiims to the management of organizational
performance — It was possible to demonstrate thralig description of the results uncovered
by the research and the relationship of these thighgrounded theory from the literature
review.

This research demonstrated, through an overvieat,although most of the studied
companies develop HR practices, they do not makeadifisall the possibilities that such
management practices offer and could influence#r®rmance of the organization. It is also
noted that companies do not correlate the actidndb to all subsystems, that is, some
practices are isolated and can thus jeopardizesthdts.

The influence of the political, economic and sociahtext in the country could be
noted in the analysis of results. The subsystemigion of human resources was recognized -
by most companies — as the most relevant, withedsfo the contributions of HR to
management of organizational performance. Suchgreton may be related mainly to low
unemployment rates, caused by the growth of theauy. Based on data from the Brazilian
Institute of Geography and Statistics (IBGE) released in January 2012 — the average
unemployment rate in Brazil recorded 4.7% in Decem®011 (start of data collection),
which represents the smallest rate of the entimesef survey, which began in March 2002.
A buoyant economy, due to Brazil — currently — ® ib the ranking of the ten largest
economies in the world, led the company to incretsproduction and, consequently, their
demands of skilled manpower. Thus, at the timedtita were collected (November/2011 to
January/2012), attentions were turned to planniagruitment, selection and integration of
people, a fact consistent with the results preseimtehe survey. It is concluded, therefore,
that recognition of a HR subsystem — as the mdsvaiat or not to the organizational results
— may be changed according to the time of the study

If data collection were held today, likely the riésmould change. Although Brazil's
economy is currently considered to be strong atid,she IBGE data show that in the 2nd
quarter of 2012 (April-June) the Brazilian econoragistered an increase of 0.4% compared
to the previous quarter and the last twelve mofuhs! June 2012) Brazil's GDP grew only
1.2%. Even with government measures such as tHmelaec interest rates and reduction of
IP1 (Industrialized Products Tax), for some sectoirshe economy, the expected economic
growth was not achieved. That would directly influae the practices carried out in the
companies included in this context and, consequethié performance management of them.

To compile information about the major subsystems isingle survey was quite
complex, however, it is understood that, in thisywia would be possible to show how to
interrelate all subsystems of HR, providing thediegawith a holistic / broad view of Strategic
HR Management.

It is suggested for future work, further exploratiof methods capable to assess and
measure — through quantitative indicators — thgratient of people management to the
main long-term goals of the organization. It is @dghat in this way, the practice of results
evaluation generated by the HR area, are more piidad and HR manager may act more
energetically on the strategic planning of orgatmzes and establish itself as a partner and
essential agent for sustainable growth of the argdion.

* Available: <www.ibge.gov.br>. Access: 2012 Apr. 20
® Available: <www.ibge.gov.br>. Access: 2012 Aug. 30
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