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Abstract: In this article, we explore the idea of Human
Resources (HR) from the perspective of a line manager
and the influence that the practice of Human Resource
Management has had on line management and the
management of business in today’s environment. As

a line manager, HR responsibilities are automatically
built into your job. Understanding those responsibilities
and preparing for people management tasks that you
are required to undertake are part of the line manager
role. This article seeks to engage non-HR managers into
understanding what HR can offer a business and help
them comprehend why HR is necessary to the successful
operation of the business and ensure that HR practices
are supporting the commercial and operational work of
the organization, instead of working in a vacuum.
Keywords: Devolution of HR, Employee life cycle,
Line manager, People management, Performance
management

Introduction
Carrie Foster specializes in the
facilitation of coaching, people
management, and organization
development (OD) interventions that
deliver added value and a measurable
return on investment (ROI) to bottom
line performance. As a proven
commercial OD practitioner, executive
coaching, practicing academic and
published author with a successful
commercial career covering fast
moving consumer goods (FMCG),
manufacturing and professional
services, she has a track record of
providing OD and coaching programs
across the United Kingdom, Europe,
Russia, and the Middle East that
have met both the individual and
business needs.

In this article, we explore the idea of Human Resources (HR)
from the perspective of a line manager and the influence
that the practice of human resource management (HRM)
has had on line management and the management of
business in today’s environment. If you were to ask anyone
who works in business what is HRM, in all 
likelihood,
one would begin by telling you that it is something to do
with payroll. In some organizations, HR is an annoyance
that gets in the way of being able to get 
people on a
team, or something that is never there to sort out p
 eople
problems. In other organizations, HR is always introducing new people initiatives that get in the way of the real
business of the o
 rganizations. Or HR may be nice enough,
but doesn’t really get the b
 usiness. As an HR professional,
I have been subjected to a lot of similar comments, but the
point is that there is a separation b
 etween HR and the rest
of the business, that is, until there is a people problem, a
recruitment, or overtime freeze, or a performance issue.
Then it becomes the problem of the HR manager to fix.
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Human Resources
HRM rose to prominence in the 1980s,
but the term itself first began to appear
in the 1950s. Nearly 70 years later, there
is still little agreement about what HRM
really is, which probably contributes to a
huge amount of the misunderstanding and
miscommunication in organizations. If the
profession itself cannot determine what
it is about, or what its main purpose is,
what hope do our internal clients have of
working it out? For those who are senior
business professionals, or who are of the
Baby Boomer generation, HR is b
etter
described as “personnel,” a throwback to
the days when the personnel administration was focused on getting people in,
paying them, and doing the paperwork to
keep employee records up-to-date. But in
the last few decades, HRM has taken on a
completely new dimension. It is a “radically
different philosophy and approach to the
management of people at work,” although
line managers may not have noticed this
point. HRM embodies a school of thought
that people are a resource within a b
 usiness.
There is now an emphasis on performance,
the engagement of the employee with what
the organization is trying to achieve, and
the development of a reward structure that
emphasizes and recognizes individual or
team contribution.
Human resource management (HRM) is a
strategic, integrated and coherent a
 pproach to
the employment, development and well-being
of the people working in organizations.
(Armstrong 2013)
The difficulty is, even with this broad
strokes explanation, HRM doesn’t even begin
to make sense, at least when it relates to the
application of HR practice in business. There
are HR practitioners who have a philosophical approach that emphasizes the human in
HR, and o
 thers who e
 mphasize the resource
in HR. In b
 etween is a spectrum that runs
from one extreme to the other. For some
it is tapping into the individual and all the
intangibles that come with people. Other
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HR practitioners will focus on the people
as a capital resource with an approached
focused on utilizing this resource for capital
gains. The difficulty for those who are not
familiar with HRM is that it can seem vague
and difficult to define. For example, Boxall
and Purcell (2000) highlighted that HRM
covered “everything and anything associated
with the management of the employment
relationship with the firm, not associated with
high commitment, ideology or management
style.” This is a broad remit that is not specific
and will depend on the context as to what
that looks like. So, what one can infer is that
line managers are supposed to take on HR
responsibilities, but the question is what are
these responsibilities if they encompass a
broad definition that not even professionals
can agree on? It is, therefore, better to understand that the way in which HR operates is
not built on a definition but rather a philosophical a
 pproach to the management of
people within an organization. There isn’t a
right answer, rather a right answer for your
organization.
As a line manager, HR responsibilities are automatically built into your job.
Understanding these responsibilities and
preparing for people management tasks
that you are required to undertake are part
of your role as a line manager. In regard to
how the concept of modern HR practice can
be linked to those who are not HR managers, it is worth noting that in recent times
there has been a significant devolution of
activities that were once the preserve of HR
to tasks now expected to be fulfilled by line
managers. Opinion on whether this is a good
development will vary. But, in this modern
context, line managers need to be able to
make people-related decisions and engage in
tasks that impact people and their day-to-day
business decisions. If you manage people,
then HRM matters are relevant, and waiting
for a centralized HR function to enable a
person to know the details of what needs to
be done in a team that a line manager runs
leads to unnecessary duplication and form
filling and thus inefficiency.
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This statement may lead some to think
that there is no role for HR in business, and
many chief executives and s enior leaders
have no doubt considered the positive
aspects of abolishing the HR department
wondering if it makes any c ontribution to
organizational performance at all. D
 avid
Ulrich (1998) 
suggested that there was
good reason behind HR having a poor
reputation, as the function itself is often
ineffective, 
incompetent, and costly.
However, HR does deliver real outcomes
that support an organization’s sustainable
performance. This article focuses on

how HR can deliver real 
outcomes and
add value to an o
rganization’s customers, investors, and employees by shaping
people r

esource within the business
to deliver a “
distinctive approach, to
achieve competitive 
advantage through
strategic development of highly committed workforce using array of techniques”
Storey (1995).
The HR function is made up of a number of specialisms. The disciplines that fall
under the functional makeup of HR are the
following:
■■
■■

■■

■■
■■

■■

The management of equality and diversity
Reward management, which includes
compensation, employee benefits, and
pensions
People Resourcing, which includes e mployer
branding, the employee value proposition,
recruitment, selection, induction, talent
management, succession planning, and
retention
Employee relations, which may include
trade union negotiation
Organization development and organization design, which includes employee
commitment, motivation, and engagement
Learning and development, which includes
leadership development, statutory t raining,
coaching, and apprenticeships

These specialist disciplines enable
HRM to fulfill its mission “to support the
viability of the firm through stabilizing a

cost-effective and socially legitimate system
of labour management” Boxall (2007). For
non-HR managers, HR helps provide support relating to both the economic health
of the organization and social and political
issues. HRM provides the mechanisms by
which line managers can make decisions
regarding improving c
ost-effectiveness
of the people resource, ensuring that the
organization is able to respond to environmental challenges and opportunities by
increasing flexibility and agility, increase
the legitimacy of the organization in the
eyes of the society at large, manage the
internal organizational environment, and
increase managerial 
autonomy so that
work gets done smoothly. In utilizing HR
practices, the non-HR manager is able
to 
increase the viability of the business
through making informed and effective
decisions about how to manage people.
Summary points
■■
■■
■■
■■
■■
■■

There are often criticisms of the separation
between HR and the rest of the business.
There is little agreement about what HRM
really is.
HRM embodies a school of thought that
people are a resource within a business.
HR responsibilities are automatically built
into the non-HR manager’s job.
HR is a philosophical approach that either
emphasizes the human or the resource in it.
HR does deliver real outcomes that support
an organization’s sustainable performance.

The HR Function
The modern HRM function is focused
upon inputting into the development of
the o
 rganization’s strategy and the people
management requirements necessary to
deliver the organization’s strategic goals. Of
central importance is that HRM approaches
recognize that it is the people resource that
is essential for the delivery of the organization’s strategy. Therefore, the strategic planning input for non-HR managers
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needs to consider the human 
aspect for
the strategy to be viable. For example, a
production manager may be focused on

the operation processes and equipment
that produce the products that an organization sells. H
 owever, the onus of having
good relationships with suppliers, of having
reliable and well-trained p
 roduction staff,
and of d
elivering h
 igh-quality goods lies
on the people in an o
 rganization. In many
ways a bad p
 rocess can be c ircumvented by
dedicated and skilled employees, whereas
a beautifully designed process can be
corrupted by u

 ndesirable workers. Great
processes and engaged and committed
people deliver a competitive advantage, but
a great process and disengaged employees
make progress impossible. However, a
bad process can be overcome, at least in
the short term, with hardworking and
dedicated employees.
In designing people management processes,
the question arises where does responsibility
come in? Traditional, hierarchical organizational design supports a centralized HR
function, with HR professionals who have a
vast knowledge coordinating and controlling
people management decisions. However, in
1997, Ulrich developed the HR business partner model, and this resulted in HR function
being reconfigured, so that administrative
tasks that are necessary but add little value
to a business outcome, such as employee
record paperwork, could be centralized
to service center staff and made efficient
through the development of HR information systems (HRIS). In the business partner
model, HR activities were focused on adding
value to business operations and devolved
to the business unit and non-HR manager
with support from HR business partners.
This means that in practice, strategic and
operational HR decisions would be made by
those who have responsibility for business
planning and business plan implementation,
thus overcoming many of the criticisms of
HR being out of touch with business.
Rather than HR strategy being separate
to business strategy, the aim is now for HR
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strategy to become integrated into the strategic plans of a business. As an organization
develops strategic ideas for its business to
grow, the HR function will input the details
in regard to workforce plans. This includes
making projections for how many employees will be needed to d
 evelop plans, what
skills and knowledge are needed to make
this happen, how needed skills will be
developed within the existing employee

base, or brought in through recruitment or
temporary contracts, and identifying any
areas of weakness in the people resource
available to the organization. Furthermore,
HR can also suggest a reas where the organization has a strategic advantage as a result
of in-depth knowledge of the e
mployee
base and people capability, which opens
up new opportunities for the organization.
A good example of this in action is the
Great Britain (GB) team’s approach to the
Olympics. On an ongoing basis, Team GB is
monitoring what talent (people resource)
is available. This will be to make comparisons with other teams across the world and
determine whether the talent available
can deliver what is needed to win m
 edals.
In this respect, 
decisions were made
between London 2012 and Rio 2016 to drop
investment in Volley Ball but increase it in
Cycling. Although for those athletes and

sports that were denied the opportunity to
participate, this might seem quite tough,
and in many ways this is no d
ifferent
from decisions by businesses to close, or
invest in, particular offices or plants. The
difference is that from a sports perspective, it is the capability of the athletes that
determines the investment decision. The
argument being made in this article is that
the same approach should be part of the
equation for businesses too.
What is important to consider is that
many of the HR tasks that would have
traditionally been the sole remit of the
HR department have now been devolved
to line managers. For non-HR managers,
this means that they may now have more
involvement in areas such as organizing
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training for their line reports, proactively
managing the recruitment process within
their team, and taking responsibility for
managing the performance of individuals
in their team, rather than calling the HR
function to step in to meet their needs.
This doesn’t mean that the HR function
has completely abdicated responsibility;
it is only that their activity is now more
focused on providing leadership and a dvice,
developing processes, and d

isseminating
information by developing HR solutions
rather than being responsible for the
day-to-day application of the processes. Of
primary concern to the HR department is
to ensure that policies and processes are
applied correctly and employees across the
organization, under different managers,
are treated equitably. Furthermore, is the
focus on support and partnership with the
business to deliver the strategic goals of
the organization.

the organization’s aspirations and values
going beyond simple economic considerations. Examples of HR function objectives
are as follows:
■■

■■

■■

■■

■■

Business Aims and Goals
The objectives of the HR department
should be influenced by what it is that
the organization is seeking to achieve, in
terms of organizational strategic goals,
team and individuals goals, and also the
impact that the organization is hoping
to have on the wider society in which it
operates. In 

Western organizations, the
focus is usually on delivering profits and
stakeholder r eturns. However, the primary
goals of not-for-profit organizations will be
focused on providing a service or outcomes
to a specific section of the community or
to the areas in which they focus. The HR
function is responsible for ensuring that the
people resource within the organization is
configured in such a way that the desired
organizational outcome is accomplished.
This is something that is overlaid with the
values and mission of the organization and
often focuses on what type of organization
its stakeholders want it to be. Since it is the
people and the way they are managed that
shape the culture of an organization, the
HR department becomes the guardian of

■■

■■

■■

■■

■■

Developing a motivated and capable
workforce that is able to accomplish the
strategic goals of the organization
Creating an organizational design that
improves communication and breaks
down siloed working in order to increase
agility and flexibility of the organization
in pursuing opportunities and responding
to challenges faced by it
Supporting the concept of a merger or
acquisition by taking steps for the i ntegration
and coordination of people across the new
organization
Providing learning and development
opportunities to transform the talent
available to the organization to utilize it
in pursuing its strategic goals
Identifying the talent potential of
individuals within the organization and
developing programs to tap this potential
in order to increase the utilization of
people’s capabilities
Developing leadership skills and management within the organization to ensure
high-quality people management across
the organization
Identifying areas where employee reward
is inadequate and balancing the need
to maintain organizational profit with
employee requirements so that appropriate and equitable reward solutions could
be worked out
Increasing and maintaining employee
motivation and engagement through
employee relations to deliver sustainable
employee performance
Engaging in corporate social responsibility to support the organization’s efforts
to combat socioeconomic problems and
thus contribute to positive employment
and welfare outcomes
Providing an engaging work environment
that improves working conditions and
employee facilities

© Business Expert Press 978-1-63157-995-0 (2018)
www.businessexpertpress.com

Expert Insights

5

Human Resources

The Evolution of HR

HR as a Strategic Partner

An important point to consider when considering the role of the HR function in
the strategic development of an organization is the maturity of the HR function. As
the 
organization matures and progresses
through its life cycle, this is mirrored by
the maturing of HR practices. However, the
maturity of the HR function is not directly
related to the size and age of the organization; there is often a correlation. There are
three distinct and progressive stages in the
development of the HR function, and these
are as follows:

What is considered to be the most mature
stage of HR evolution, HR as a strategic
business partner is focused on unleashing the energies of the people resource to
contribute to the attainment of 

strategic
goals within the organization. This
includes aligning HR objectives to those of
the b
 usiness strategy and encouraging the
development of the core people competencies in partnership with the other business
functions. HR becomes integrated into the
business functions within the organization
and supports an employee’s journey right
from recruitment through to exit from the
organization.

HR as a Business Function

At its most basic adoption, HR is focused
on keeping the organization legally sound
and maintaining statutory mandates in
regard to the employment of people.

This includes keeping employee records,
managing 

payroll, monitoring employee
attendance, and developing policies to
protect the 

organization from possible
legal disputes. The focus at this stage is on
compliance and the development of a set
of tools such as b
 asic HRIS to manage the
processing of employee data.

Summary points
■■

■■

■■

HR as a Business Partner

The second stage relates to the d
 evelopment
of HR as a business partner but focused
on the existing needs of the organization.
This stage progresses beyond compliance to that of developing what is known
as a growth mind-set. The adoption of
formal HR processes and policies seeks
to professionalize approaches to recruitment, r eward, learning and development,
employee communication, and the design
of the o
 rganization. This evolves from just
basic HR to considerations of doing more
with the people resource within the organization. This includes the development
of sophisticated processes, practices, and
technology to ease the implementation of
HRM practices such as total compensation,
competency-based recruitment, learning
management, and employee communication.
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■■

■■

HRM approaches recognize that it is the
people resource that is essential for delivery
of the organization’s strategy.
Great processes and engaged people d
 eliver
competitive advantage, but a great process
and disengaged employees make progress
impossible.
Rather than HR strategy being separate
from business strategy, the aim is for HR
strategy to become integrated into the
strategic plans of the business.
Many of the HR tasks that would have
traditionally been the sole remit of the
HR department have now been devolved
to the line manager.
The objectives of the HR department
should be influenced by what it is that the
organization is seeking to achieve.

Devolution of HR
A significant development in recent years is
the devolution of HR to line managers. For
non-HR managers, this has increased the
need for them to understand the HR tasks
that are important and how the role of line
manager fits with the HR function. Part of this
knowledge relates to developing the non-HR
managers’ understanding of how HR issues
form part of the organizational strategy, what
responsibilities should be owned by the line
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manager, where the responsibilities of the HR
department lie, and where the line manager
can count on support from HR for carrying
out his HR duties by working in partnership
with HR administrators and partners.
This mutual partnership between HR and
the line manager is essential for ensuring
that the HRM supports the o
 rganizational
strategic goals and provides the development
of people management practices to ensure
sustainable performance within the organization. The closer the non-HR managers
and HR practitioner can work together, and
operate in tandem, the b
 etter outcomes can
be expected through the people resource. If
HR managers are proactive in developing
their commercial 
understanding and are
seeking to link their activities to the direction that the business is given, it is possible
that HR practices will be contingent to the
context in which the organization is operating and will remain relevant and useful.
If line managers proactively respond to the
devolvement of 
operational HR responsibilities that lie within their remit as line
managers, it is possible that HR practices
are applied usefully and in a timely manner
to deliver positive people outcomes. This
requires a close relationship between the
non-HR manager and the HR business partner and a mutual understanding of priorities
and requirements that impact the people in
the operation of the business. HR executes
specific programs that develop the people
resources required to deliver the strategic
goals of the organization. At the same time,
non-HR managers have the confidence to
enact their responsibilities and access the
support they need to manage people under
their remit. This integration of HR into the
day-to-day business isn’t just wishful thinking on behalf of the HR department, but an
essential 
component of the organization
achieving competitive 
advantage from its
people resource.

Devolvement
When discussing devolution to line management, it is important to know what

this looks like. In simple terms, it is HR
responsibilities being handed over to the
line manager instead of the HR practitioner fulfilling these. It is different from
abdication of responsibility in that inte
gration and partnership are an essential
element to the successful devolvement of
HR responsibility. The purpose of devolvement is to allow line managers to respond to
people management issues at a local level
as they occur, and make decisions regarding creating opportunities that 
motivate
their relevant line reports. HR decisionmaking in a centralized environment is,
by necessity homogenized, and simplified.
It cannot possibly account for the various
nuances and specialized needs of specific
teams or individuals. For example, for the
majority of teams, the use of a specific technology to complete employee paper work
regarding holiday requests makes sense,
but an individual in the production team
may not have ready access to a computer
to complete information online. The same
issue of access would also apply to remote
teams and create problems for line managers who are being forced by a centralized
function to use a generalized approach to
a particular HR activity. But issues such
as recruitment, performance management
and learning, and development can be
supported with generalized HR guidance,
but tailored to local needs under the remit
of the line manager. This doesn’t mean that
line managers should ignore HR policy or
procedures, but that they can manage local
needs in applying the necessary processes
and policies with support from HR.
The outcome of devolvement is that HR
practice is appropriate to the needs of individuals and teams that build appropriate HR
for organization overall. It can also contribute
to improved cost control and to effectiveness
because unnecessary HR p
 rocesses are able
to be disregarded, whereas required practices
can be applied effectively. Overall, the process of devolvement is aimed at increasing
both HR and organizational 
effectiveness.
Furthermore, engaging the non-HR manager
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in the d
eployment of HR responsibilities
helps that person understand how HR can
benefit people management p
 ractices rather
than being subject to HR policies perceived
as unnecessary. Engaging non-HR managers into what HR can offer a business will
help them understand why HR is necessary
to the successful o
 peration of the business
and ensure that HR practices are supporting the commercial and operational work
of the o
 rganization, instead of working in a
vacuum.

Line Management
Levels of management will depend upon
the design and hierarchical structure of an
organization. Generally, organizations will
differentiate between management based
on levels of g overnance and r esponsibility.
The higher up an organization a management
role sits, the more r esponsibility the manager has. There is also a s eparation between
senior managers who tend to f ocus on strategic management issues, and middle and
lower m
 anagers who are focused on the
implementation of s trategic plans and the
day-to-day o
 perations of the organization.
This differentiation makes a d
 ifference to
the type of people management actions
that the non-HR m
 anager will be dealing
with and the 
interaction with the HR
department.
Senior Management

Although all managers will have a team,
the type of people management that s enior
managers do is of a more complex nature,
with their responsibilities being directly
linked to the delivery of organizational
goals, and having oversight from shareholders and owners. This changes the nature
of people management, and often means
that decisions regarding recruitment may
take longer and involve a wider array of
parties than the line manager. For example,
a chief executive will not be the sole
decision-making authority in recruiting
members of the board of directors. Strategic
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decisions are also made collaboratively.
Performance management issues will also
be different from those experienced by
managers lower down the 
organization,
especially in relation to 

legal responsibilities of individuals who are named as
directors of the business.
Middle Management

Often the bridge between the strategic
direction given by the senior management
and the day-to-day operational realities of
lower line managers, middle managers are
concerned with supervisory issues that are
focused on ensuring the smooth r unning of
departments and teams under their remit.
From an HR perspective, these managers
have an important role in managing the
tension between strategic and operational
priorities. They often act as an important
conduit for decisions being made throughout the organization in regard to performance, recruitment, and ongoing employee
relations that need to balance cost efficiency
with people management effectiveness.
They will also be responsible for managing
the outcomes of people management further down the o
 rganization, which means
they are often called in where people management 
issues are being escalated from
further down the organization, especially in
the areas of performance management, taking reward decisions, budgeting for learning, and taking development decisions.
First-line Managers

While determining the day-to-day o
 perational
decisions related to people management,
first-line managers deal with reactive people
management issues through their supervision
of employees at the operational front line of the
organization. They often have little a uthority
over decisions being made regarding what has to
be done and how this will be achieved, but they
have responsibility for implementing decisions
made by management further up the hierarchy.
These managers will be dealing with standard
personnel management administration such as
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a bsence management, sick pay, performance
management, d
 isciplinaries and grievances,
and signing off holiday pay. Often, they are
implementing HR policies at the point of contact
with employees and dealing with some of the
most difficult HR issues such as managing
staff shortage caused by vacancies, absence or
recruitment freezes while managing the impact
of changes in the operational environment such
as customer complaints, supplier issues, and
production problems.
The importance of line managers to the
day-to-day operations of the business and
the achievement of strategic goals 
cannot
be understated. Strategic decisions by senior
managers can make or break an organization. The recent liquidation of C
 arillon in
the United Kingdom is a sobering reminder
that mistakes made at a senior management
level can destroy the jobs of 43,000 people
and cause ripples in the national economy
and the halls of government. At the same
time, poor middle management can result in
the failure to deliver a strategy, and first-line
managers can create a toxic employment
environment that can lead to problems in
employee engagement and commitment,
in turn, leading to low levels of productivity. Empowering line managers to make HR
decisions at a local level can create a synergistic alignment between the human, financial,
and capital resources of an organization.

People Management
The devolution of HR activities to the line
level prioritizes the people management
responsibilities for non-HR m
 anagers, highlighting the need for better training and
characterizing the line management role as
essential in regard to ensuring that the right
person occupies the role. Very often, succession planning means that individuals who
are promoted to line management roles are
given the role based upon their effectiveness
in their previous roles. Little consideration
is given to the essential people skills and
traits required to succeed in a people management role. The result is that these roles

are given to people who don’t have the disposition to deal with the m
 yriad issues that
arise, e
specially in first-line management
roles that require m
 anagers to respond to
needs that are often 
unanticipated, such
as 
employee 
reactions to circumstances
outside of the control of the organization.
For e
 xample, if a staff member is faced with
bereavement or a diagnosis of a serious

illness, how the line manager responds to
this can make the 
difference between a
positive employer e
 xperience and a poor one.
Poor performance can be navigated either
poorly or well, leading to either rebellious
and destructive e
 mployment relationships
or positive outcomes with a performance
improvement. Poor recruitment decisions

can 
result in new hires failing, or possibly, the addition of a toxic character to the
workforce. These are just a few of the i ssues
that can result from someone who is either
poorly equipped or lacking the right traits
to successfully manage people within the
organization. From a HR perspective, managing succession into a line management
role is a crucial first step to a s uccessful and
effectively performing team. Progression

into people management roles, therefore,
must take into account the skills and competency of the individual being considered;
furthermore, those who don’t have the skills
or disposition for people management must
have o
 ptions for progression into other roles.
People management responsibilities are
varied, but there are several HR activities
that need to be kept in mind when considering whether an individual is able to
successfully deliver his or her HR line
responsibilities, including the following:
■■
■■

■■

Maintaining sufficient staffing levels to
complete the required tasks and activities
Motivating staff to perform their roles to
a high standard, driving positive corporate citizenship behaviors and increasing
productivity levels
Managing the performance of individuals, reinforcing positive behaviors, and
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■■

following procedures in regard to d
 iscipline
and grievance where required
Investing in the training and development
of their line reports to make improvements
and ensure that they have the required
skills, knowledge, and competency to
perform their current roles and prepare
for future roles

The purpose of such people management roles is to pursue activities that
help individuals and teams commit to the
delivery of the strategic goals of the organization, perform their duties to a high
standard, coordinate the people resources
to provide flexibility and agility to the
organization in response to competitive

environment pressures, and ultimately
ensure that the organization delivers on its
strategic goals, usually in regard to growth
and profitability. The adoption of HR and
people management practices enables
line managers to coordinate and direct the
people resource within the organization to
deliver results.
However, people management responsibilities aren’t passed on from HR with no
support for the line managers. HR often
shares line management HR responsibilities
with the line manager. This includes support
during the recruitment process, coordination
of training and development across teams,
employment relations especially if grievance
and disciplinary procedures are escalating to
more formal processes, workforce planning,
and reward management decisions.

Arguments against Devolution
of HR Responsibilities
Of course, it is easy in an article to write
about how wonderful devolution is, and
isn’t having HR responsibilities the best
thing for line managers. However, it must
be acknowledged that line managers have
gained more tasks and activities on top
of their existing responsibilities in regard
to operational management. It is easy to
say that line managers are responsible for
performance management, but if a manager
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has 10 line reports, it indicates that it is a
lot of people management responsibility,
and line managers have their own work
to do on top of people management tasks.
Very often, line managers will find they are
pulled in many different 
directions, and
are having to make difficult choices, ranging from catering to managerial demands
to delivering particular tasks and the needs
of their employees. The d
ependence of
organizational performance on good p
 eople
management cannot be understated. P
 eople
are the competitive advantage of a business.
Well-managed people resource can deliver
excellent results for an organization, but a
poorly managed one can be a disaster for it.
In many instances, devolution of HR to
line management has resulted in failure.
Line managers are often reluctant to take
on additional responsibilities, especially if
they are not given additional remuneration
or status as a result. Some line managers
may be reluctant to perform people management responsibilities. This may range
from aggressive rejection of doing any
HR task to passive aggressive actions that
deliberately fail to complete HR activi
ties. It is, therefore, essential that senior
managers are seen to not only support the
devolution of HR responsibilities to line

but also invest in suitable development
for line managers and role-model people
management activities themselves. Lack of
time is probably the biggest limiting factor
on devolving HR activities to the line management teams. In an ideal situation, line
managers would be people managers, not
always having their own tasks and actions
to complete. But in the real world, this is
rarely possible. Providing support to line
managers in the form of proactive coaching
and ensuring that they are knowledgeable
and skilled will enable them to understand
that with good people management they
will be able to delegate tasks to their own
line reports and develop a m
 otivated and a
high-performing team, making their people
management responsibilities easier to deal
with. In addition, the use of technology and
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effective and simple HR policies and procedures can make their engagement with
HR responsibilities easy rather than any
big additions to the line managers’ to-do
list. HR managers must become trusted
advisors to line managers and also ensure
that they are supporting them by requiring
them to perform only those HR a ctivities
that are necessary and that add value.
But a lot of HR activities that are the HR
managers’ latest fad or too very demanding
in terms of time resource will fail to engage
line managers and fail to be implemented
successfully.

Figure 1: Employee Life Cycle

Summary points
■■

■■

■■

■■

■■

■■

■■

Non-HR managers need to understand how
HR issues form part of the organizational
strategy, and what responsibilities should
be owned by the line manager.
There needs to be a close relationship
between the non-HR manager and the
HR business partner.
Hierarchical levels will mean a difference in the type of people management
activities that the non-HR manager will
be dealing with.
The importance of line managers to the
day-to-day operations of the business and
the achievement of strategic goals cannot
be understated.
Progression into people management
roles must take into account the skills
and competency of the individual being
considered.
The dependence of organizational
performance on good people management
cannot be understated.
Lack of time is probably the biggest
limiting factor on devolving HR activities
to the line management teams.

The Employee Life Cycle
Essentially, the HR responsibilities and
roles of the line manager are to manage the
performance of the employee from the consideration of the type of person they wish
to fill a vacancy through to their life cycle

in the organization when they depart. Managers very often see only such roles in a
series of separate interactions and tasks that
need to be completed. However, in reality,
each HR responsibility is just one step in
the life cycle of an employee. At the beginning is the decision to recruit an e
 mployee,
but this process a ctually starts before the
potential job seeker even applies for a job.
The line manager will make d
ecisions
about whether a potential vacancy exists or
job role requirements within the team. The
life cycle of the employee doesn’t finish
until he or she has left the o

 rganization
either through voluntary or involuntary
termination of his or her employment.
Throughout the employee life cycle, it is
the line manager who takes responsibility
for managing the individual and can make
the d
ifference 
between the individual’s
success and failure (Figure 1).
The line manager is responsible for contributing to the growth and development
of the employee, so that the employee can
contribute to the performance of the team
and the organization as a whole. There are
several stages to the employee life cycle,
and these are as follows:

Recruitment
At this stage, the line manager will engage
in deciding what vacancy exists within
the team and in the development of the
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job role design and personal specification.
This includes consideration of the desired
capabilities and competencies that would
fill a gap within the team as well as the job
tasks and activities that generate a vacancy
that needs to be filled. The line manager
could also work alongside the HR to consider marketing and recruitment activities
where relevant.

Career Development

Once the recruitment process has b
 egun, the
line manager should be involved in choosing candidates for interview, interviewing
them, and making selection decisions. This
requires the line manager to have skills in
CV sifting and competency-based interviewing and ensure that selection decisions
are legally sound taking into account equity
and diversity requirements. O
 nboarding
is essential to ensure that the employee–
employer relationship gets off on the right
foot. The line manager is essential to this
process.

Giving the individual opportunities to progress is an important part of retention. But
this does not always mean that the individual
will make fast progress. In addition to providing opportunities, steps must be taken to
develop an employee’s talents and interests
to help the individual grow and acquire capabilities. Examples of such steps include
project work, work shadowing, education,
training, and personal development interventions. Working in partnership with HR,
the line manager needs to understand what
opportunities are available and ensure that
the individual is included in succession plans
and talent management processes.

Orientation

Termination

If the manager does not engage in w
 elcoming
an individual and ensuring that he or she
is introduced to the right people in the first
few weeks and months of employment,
the manager is setting the new hire up
for failure. This means that the line manager needs to be aware of the d
 emands
of the position of the new hires, the key
contacts of these hires, and what support
they will need in regard to orientation at
the workplace.

Knowing when it is time to part ways is
often a crisis point in one’s organizational
life. Employees don’t want to indicate that
they want to leave an organization b
 ecause
they don’t want to jeopardize their position,
and 
therefore, redundancy and sackings
are incredibly hard processes for line managers to manage. However, it is possible
that exit strategies could b
ecome proactive and open if line managers are willing
to e
 ngage with their reports in honest and
open conversations about the future with
their 
employees. Positive exit strategies
will enable line managers to manage transitions out of their team and support positive
employment experiences even for those
employees who are making the decision to
move on from their employment with the
organization.

Selection and Onboarding

Career Planning
As the new recruit settles into the new role,
consideration must be given to what the next
step will be. This may seem like something
that should wait, but it is important that
the employee fit with the future strategic
plans within the organization is taken into
account. This may include considerations of
where the employees’ skills will be used in
the future, or whether their skills are potentially going to become obsolete, therefore
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leading to the organization of training and
development to e
 nsure that they can prepare for the future. It must be understood
that the career goal will ensure that employees are supported at every stage to grow and
develop their skills and knowledge in line
with their c areer plans.

Recruitment and Selection
Perhaps one of the most important
responsibilities of the line manager is
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the recruitment and selection of employees. Developing a pool of employees who
have the requisite skills and knowledge
to deliver what an organization expects
from them is essential not just in terms of
achieving short-term goals, but in terms of
the long-term health of the organization as
well. The recruitment of the wrong person
can have devastating consequences for
the individual, as well as those who are in
the team. In many ways recruiting a new
employee is like putting together a jigsaw
puzzle. The wrong fit not only disrupts
one’s ability to complete a team, but trying to fit a wrong-shaped piece into place
damages the other pieces in the puzzle.
Although HR can s upport the line manager
in regard to ensuring that the recruitment
process is professional and easy to apply,
it is the line manager who is ultimately
responsible for determining whether a particular candidate is the right person to be
taken into a team, to be fitted into a role,
and to be fitted into an organization.
Choosing the right person for a role
cannot be left to chance, or hopefulness
that the right person will come along.
This choosing shouldn’t be based on luck
or intuition. Careful management and the
development of skills needed to correctly
apply recruitment and selection procedures are essential. In the book “Good to
Great” Jim Collins uses a bus as a metaphor
for an organization, and likens recruitment
and selection to the line manager getting
the right people on the right seat on the
bus. This fit can be developed by considering the following questions:
■■
■■
■■
■■
■■
■■

How do you determine the right people?
How do you know who the wrong people
are?
How did the wrong people get there in
the first place?
How many seats ought to be in your bus?
What are the right seats for the right p
 eople,
and how is this determined?
What is the proper order of accountability
and authority for the people on the bus?

■■

What if you had the right person in the
right seat and then you added the wrong
person, how do you know that it is the
wrong person? (Collins 2001)

HR practices such as job role d
 esign, p
 erson
specification, and the d
 evelopment of job
descriptions provide the tools to support the
line manager in m
 aking r ecruitment decisions.
This includes d
 isseminating what competencies are required for the job holder and
what p
 ersonal characteristics are important
to fit within a team’s culture. By reviewing
the essential attributes that an individual
would have, and perhaps by considering
what attributes excellent performers have
in role, the line manager is able to judge
whether a candidate has what it takes to
lift himself up within the team and perform
the duties required of the job. Although no
recruitment process is fool proof, research
shows that competency-based interviews are
one of the best indicators of future performance. Therefore, it is incumbent upon the
line manager to be trained in interviewing
skills and developing the ability to manage
the selection process competently.

Internal or External Recruitment
Not all vacancies require the line manager
to look outside of the organization. One
question that the line manager needs to ask
himself or herself is whether a vacancy can
be filled up by someone internally, perhaps
as part of a talent management or succession management process. D
iscussions
with HR about possible internal candidates
will 
enable the line manager to d
ecide
whether an external recruitment process
is even necessary, and whether there
are 
possible candidates who would be
interested in 

applying for the p
osition.
Organizations often advertise positions
internally before choosing to conduct an
external search, and it is considered good
HR practice to open up vacancies to the
organization’s current 
employees 
before
an external search b
 egins. Of course, this
process doesn’t mean that no external
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recruitment should take place; it is simply
that filling up vacancies internally provides
opportunities for employees in the matter
of career development. Recruiting internal
candidates for more senior positions can
help drive down recruitment costs. Also,
back-filling positions lower down the organization would prove cost-effective in the
sense that it would help cut down recruitment fees.
However, other considerations in regard
to diversity and equal opportunities also
need to be taken into account, and widening diversity may require external searches
for candidates who should fit in those
groups that are underrepresented within
an organization. Line managers should
work in partnership with HR to determine
whether internal or external recruitment is
required at the time a vacancy needs to be
filled.
If an external candidate is to be sought,
the line manager is best placed to consider
where possible candidates may be found.
Line managers may default to finding
candidates through recruitment agencies.
However, other options are available, such
as inviting applications through c orporate
websites, specific media outlets, job
centers, or partnerships with colleges and
universities for graduate or apprenticeship
roles. Word of mouth is also powerful, and
in particular roles this may be more appropriate than more formal processes.

most pertinent information available to
make an informed decision. At the same
time, 
examining a curriculum vitae and
holding interviews are probably suitable
for most roles, but if, for example a v
 acancy
has arisen in a team that is required to
manage itself, group selection may be
more suitable. Time and cost factors are
also important to consider. Designing and
organizing assessment centers or a battery
of psychometric and aptitude tests are
resource intensive in nature, but consideration also needs to be given whether they
will help make the selection outcome any
more accurate than more simple methods.
Finally, line managers must count themselves in the selection process. This includes
an examination and self-awareness of possible personal b
iases and e
nsuring that
they are adequately prepared in regard to
determining 
appropriate q
uestions and
interpreting the r esults. Consideration must
also be given to the time being d
 emanded
of possible candidates, and the impression
that is b
 eing given of the o
 rganization as
a potential employer. D
 ifficult-to-complete
application 
processes may lead to candidates giving up on a pplying, leading to a
reduction in the talent pool. Lengthy d
 elays
in decision-making may mean that chosen
candidates might reject the job offer.
Summary points
■■

Selection
There are a variety of selection methods
available to the line manager, and they must
work with the HR department to determine which methods are most appropriate.
Cost-effectiveness is part of the equation.
Taking an entry administration position
through expensive 
multiday assessment
centers is probably not n
ecessary, but
then for more senior roles, it is probably
advisable to take candidates through more
sophisticated selection processes in order
to ensure that the line manager has the
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■■

■■

■■

■■

The recruitment of the wrong person can
have devastating consequences.
It is the line manager who is ultimately
responsible for determining whether a
candidate is the right person to recruit.
Careful management and the testing of skills needed to correctly apply
recruitment and selection procedures
are essential.
Research shows that competency-based
interviews are one of the best indicators
of future performance.
There are a variety of selection methods
available to the line manager.
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Providing the New Employee the
Opportunity for Great Performance
Line managers are a key component of
employee performance. This might seem
like a bold statement, but it isn’t just
hard work that will enable the employees to achieve their full potential within
an organization. The way an individual is
managed by the line manager will have an
impact on his or her performance. If managed well, an individual will be able to
flourish and grow in his or her role. If managed badly, the individual will wilt like a
badly tended plant, possibly self-destruct,
and eventually will be either forced out
of the organization or leave on one’s own
accord. The saying “individuals join organizations and leave managers” is a truism
and shouldn’t be dismissed as nonsense.
An indication that there is a problem with
the line manager’s ability is the level of
output of the team.

Onboarding and Orientation
Sometimes reflecting on personal experience helps managers to understand what
works or doesn’t work for new employees.
Joining a new organization is a daunting
prospect for an employee, and even starting a new position in a new team can be
nerve-racking for someone. The way in
which an employee is welcomed into the
team sets the tone for the employment
relationship to go forward. Making a new
employee’s personal equipment ready on
the first day, with the necessary IT access
organized and login ready to use, is the very
basic requirement of ensuring that day one
goes smoothly for the employee. Line managers must ensure that they are available
to welcome their new recruits and also personally welcome them to the organization,
in addition to ensuring that they are able to
meet their new team members. Some organizations provide grand welcome packages
that may be unaffordable in other organizations, but it is the human connection and
laying the foundation for good working
relationships that are more important than
branded coffee mugs.

Aligning for Productivity
Despite what many line managers think,
most employees don’t turn up for work
purely for the pay packet. 
Although
salary is an important reason for getting a
job, the fundamental reason for c hoosing
a particular job or profession is an
individual’s pursuit of some 

purpo
seful
endeavor. Most people want to feel that
they are 
doing something worthwhile
and that they are adding value to the
organization that they are working for.
Helping 
employees understand what
part they play in achieving the team’s
and organization’s goals will help them
understand what impact their role can
have. U
 nderstanding what motivates the
employee and spending time with them
to understanding how this motivation can
be steered to c ontribute to the p
 urpose
of the organization can help engage
the individual with the strategic goals of
the organization. Discussing what contribution the individual is expected to make
to help the organization achieve its goals
will prepare the employee to p
 erform his
or her role effectively.
As well as the psychological alignment,
practical support to help orientate individuals in terms of key internal and external
contacts and exploring how their new job’s
roles and responsibilities fit into the wider
operation of the business will enable the
employee to navigate their first few weeks
as they try and find their feet in their new
position.

Development Planning
An employee does not join the organization as someone who has realized his or
her full potential. Instead, an employee
arrives as an unfinished product, with an
expectation that if right opportunities are
provided, he or she can accomplish great
things. Line managers should meet with
their line reports on a regular basis, and
at least once a month is recommended
for this. Where managers are in charge of
remote or virtual teams, it may not be possible to have face-to-face meetings due to
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geographic barriers. However, time must be
set aside every month to focus on e
 mployee
development needs. For some line man
agers, this may seem like a huge burden,
but ongoing conversations about what has
happened, what is happening, and what is
about to happen are essential to understand
the development needs of the individual
and plan for support and investment in
their personal development. Transparent
and honest one-to-one conversations are
the backbone of people management practice. They show the employee that the line
manager is committed to the employment
relationship and be deemed essential to
ensuring that there is communication about
the development needs of the employee
and the performance requirements of the
organization. The end result is to d
 evelop
the value of the employee to the organization, and conversations can provide clarity
about performance areas that need support
and areas where strengths are on display. It
also p
 rovides a forum for discussing learning and development needs and possible
opportunities available to the employee.

The discussions should finish, with the line
manager and the employee agreeing on an
action plan and on progress targets.

Career Development

Summary points
■■
■■

■■

■■

As the individual employee progresses in
his or her role, development planning will
begin to turn toward possible new roles and
opportunities for career development. Line
managers should use their line reports in
exploring how careers can progress. This
may include delegating tasks and actions
that will enable an individual to step up,
developing projects that the individual
can be involved in, or manage, and having conversations about possible barriers
to progress. Ideally, this will be focused on
developing the individual’s strengths, in
much the same way that an organization
will focus on its strengths to provide it with
competitive advantage. Where individuals
have a weakness that is getting in the way
of them playing their strengths, then it is
pertinent to explore either developing or
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mitigating their weaknesses so their power
is diminished and individuals can play
their strengths freely.
Understanding what career ambitions
that an individual harbors is important in
determining what kind of development is
required for that individual. This sometimes means that a line manager needs
to manage an individual’s expectations,
including timescales for progression, but

also find out whether one’s skill set is suitably aligned to one’s ambitions. This can
often be a difficult and awkward exercise
for line managers, but they cannot shy
away from it. Too many individuals end up
feeling frustrated because their expectations and ambitions have not been appropriately managed.

■■

■■

Line managers are a key component of
employee performance.
An indication that there is a problem with
a line manager’s ability is the level of output in their team.
The way in which an employee is w
 elcomed
into the team sets the tone for their
employment relationship to go forward.
Most people want to feel that they are
doing something worthwhile and that they
are adding value to the organization that
they are working for.
Transparent and honest one-to-one
conversations are the backbone of people
management practice.
Line managers should provide support
to their line reports in exploring how the
individual employees’ career can progress.

Managing the Employment
Relationship
A positive employment relationship is the
central outcome that line managers should
be seeking to achieve through the implementation of HR and people management
strategies. The goal is to enrich the employment environment for employees through
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the development of trust and confidence
not just in the future outlook of the organization, but also in the employment relationship between line manager and line
report.
Clarity around what it is that the organization is seeking to achieve and clear
employee communication will enable
the employees to position themselves for
engaging with the 

vision of the organization. It is the responsibility of line managers to engage 
employees in conversations
around their purpose and how it aligns with
the organization’s purpose. Creating meaning in the day-to-day interactions with the
employee doesn’t require the line manager
to be supra-spiritual. Instead, it is about recognizing that meaning making is an essential
psychological component to the e
 mployment
relationship. Line managers can pursue a
work 
environment that encourages team
members to support each other and amplify
enthusiasm for achieving the performance
goals of the team. Constructing a team environment that is supportive and coordinated
will help d
 evelop higher levels of achievement, while addressing areas of dysfunction
as they arise, will ensure that barriers to team
performance are addressed early on before
they become a disabling crisis.
HR can support the line manager in
developing a positive employment relationship
by providing well-constructed d
 ocuments
such as employee handbooks that set out
organizational expectations in regard to
e mployee behavior and p
 erformance. At
the same time the line manager becomes
the conduit of understanding the hopes
and expectations of the employee in the
employment relationship. Having c larity
of these expectations will provide the
foundation for discretionary effort and
prevent a breakdown in employment
relationship as a result of expectations
not being met.

The Psychological Contract
The psychological contract is a significant element of the management of the

employment relationship and needs to
be understood by line managers in the
execution of their HR responsibilities. The
central idea of the psychological contract
is that outside of the formal employment
contract, employers and employees have a
separate unwritten contract that is complex
and covers the expectations and obligations
relating to the employment relationship.
Understanding how to positively manage
the psychological contract can have a significant effect on employee performance.
However, there is also a downside, in that
breaking the psychological contract will
have a negative effect on the employment
relationship. A breach of the psychological
contract can be the result of a serious violation in a one-off incident; alternatively, it
may result for a series of small violations
that reach a critical mass.
It is important that the line manager
establishes some ground rules in r egard to
individual and team performance e xpectations.
This means articulating what p
 erformance
expectations look like, and ensuring that
there is no ambiguity in r egard to what is
considered acceptable performance and
what is considered to be unacceptable. This
goes beyond simple i nformation exchange
about activities and the way in which tasks
should be completed. It extends to exchange
of values and behaviors. It is important
that in discussing ground rules, all team
members are able to speak freely about
their own expectations and express their
opinions about what is important to them.
A simple example is timeliness. Some people
may be quite relaxed about time-keeping,
but for other individuals, this is a source
of extreme irritation and annoyance that
can lead to significant levels of frustration and conflict. Understanding rules of
engagement allows teams to navigate team
interactions and ensure that even if an
individual has different viewpoints, they
are aware of what is driving an individual’s
behavior and make adjustments to their
own behavior for the sake of achieving
great team performance.

© Business Expert Press 978-1-63157-995-0 (2018)
www.businessexpertpress.com

Expert Insights

17

Human Resources

What Happens when a Psychological
Contract Is Breached
As with a written contract, a breach of the
psychological contract can have significant
consequences. From a people management
perspective, the first sign of a breach will
be the individual employee’s withdrawal
of discretionary effort. This can progress to
disengagement if individuals feel that their
trust has been violated, or if they believe
that promises made have been broken.
Other breaches can occur as a result of
unreasonable demands on personal time,
unethical behavior, or shifting goalposts.
The outcome for personal p
 erformance is
a loss of productivity, reduction in loyalty,
and in extreme cases, the individual choosing to leave the organization. Of greater
concern is the ripple effects flowing to
the team at large, especially if the breach
is significant, and the individual reacts
negatively, potentially becoming a toxic
contagion in the team and disrupting the
team’s functioning.

Avoiding a Breach

Summary points
■■

■■

■■
■■

Managing the psychological contract
appears simple enough: don’t break

promises made, don’t be vague in the

communication of expectations, and
respect the expectations that individuals

have about the employment relationship.
However, the reality is the psychological
contract is fragile and can very often be
broken u
 nintentionally, due to an expectation or obligation that has never been
explored. Exploring and agreeing expectations proactively should avoid serious
breaches, and build trust and confidence
in the line manager’s intentions regarding
the 
employment relationship. However,
line managers must ensure that they monitor changes in an employee’s behavior, and
if they 
become disengaged, ensure that
any dissatisfaction is addressed in order to
maintain the relationship and move on.
Furthermore, line managers must proactively manage the psychological contract
to help foster positivity. This includes
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rewarding individuals who put in additional
effort and work beyond the terms of their
contract, and ensuring that team members
are managed equally. Line managers can
also enhance the psychological contract by
empowering employees to make decisions,
ensuring that an individual’s job 
design
provides enough challenge to keep it
interesting, and that employees have control over their tasks and activities. Finally,
the line manager should honor boundaries
between work and life to ensure that individuals have the right balance.

It is the responsibility of the line manager
to engage employees in conversations
around their purpose and how it aligns
with the organization’s purpose.
The psychological contract is a significant element of the management of the
employment relationship.
A breach in the psychological contract can
result in a loss of productivity.
The reality is that the psychological
contract is fragile and can very often be
broken unintentionally.

Termination
All good things come to an end, and the exit
of an employee doesn’t necessarily mean
that the line manager has failed in people
management and HR responsibilities.
There are many reasons for an employee
choosing to leave an organization. On the
one hand, an employee may have the
opportunity of an alternate 

employment
perhaps to progress in one’s career or in
seeking out a new career. Alternatively,
employees may have issues relating to
their existing employer, possibly because
of a breach of contract, either written or
psychological. Another reason may be that
the employee is facing circumstances unrelated to work such as retirement, personal
health issues, maternity leave, changes
in personal circumstances, or relocation.
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Employees may also have their employment terminated by the organization. This
may be as a result of poor performance
of the individual or poor organizational
performance, leading to the requirement

of delayering and redundancy.
For the line manager, the task of termination can be difficult. Often, there is an
emotional aspect to the process that can
make the line manager uncomfortable. In
the case of involuntary turnover, where the
organization is having to let the employee
go, it impacts both the individual concerned
and the team at large. Line managers must
ensure that they follow HR procedures to
ensure that statutory r equirements regarding discrimination and lawful processes are
met, while managing the team’s reaction to
losing a member. Termination as a r esult of
poor performance may be met with relief
from the team or fear that if their colleague
can be got rid of, the same could happen to
them. Deficiency in performance is probably one of the most difficult processes for the
line manager to manage, and termination
due to poor performance or unacceptable
levels of absenteeism can be extremely

difficult. However, if the line manager
has been 
conducting regular one-to-one
meetings, having honest and open conversations about development needs, and
following the performance management
process properly, then any decisions to end
the employment relationship should come
as no surprise to the individual.
If the termination is as a result of a
one-off incident like gross misconduct,
it can be incredibly difficult to deal with.
Seeking support from HR to ensure that
decisions are in line with statutory guidelines and making detailed notes of the
reasons for termination are essential.

■■

■■

Line managers must ensure that they
follow HR procedures and meet statutory requirements so that legal processes
are met.
Deficiency in performance is probably
one of the most difficult processes for the
line manager to handle.

Conclusion
Line managers are vital to the front line HRM.
The title of this article is HR for n
 on-HR
managers, but realistically, all managers
within the organization are HR managers.
HR responsibilities need to be i mplemented
at the front line of an o
 rganization to ensure
that good people management practices
thrive and e
 xcellent levels of employee
engagement and commitment prevail, which
can be u
 tilized to drive individual, team, and
organizational performance. The HR function must provide the support and advice
that line managers need to conduct their
HR responsibilities competently, but it is
the line manager who has the ability to drive
employee performance through the implementation of HR policies and procedures.
Summary points
■■

■■

■■

HR specialists will have both strategic and
operational responsibilities. The extent to
which they deploy them depends largely
on the business unit and the team they
are supporting.
Line managers must combine their
commitment to the technical aspects of
task completion with attention to people
management.
The various stages of the employee life
cycle dictate HR management techniques
for that individual employee.
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