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SECTION A (compulsory) 

Read the case below and answer the questions that follow. 

CASE STUDY: BENEFITS OF STRATEGIC lIUMAN RESOURCE MANAGEMENT 
(SJlRM) AT NORTH SOMERSET COlINCIL 

Badq~nJUnd 

North Somerset Council is a unitary authority comprising both rural and urhan cOllllllunities 

sitllntcd in the South West 01' Hngland. Its role is 10 provide the Cull range of quality local 

government services to just over 190,000 residents, including one per cent from ethnic minority 

communities. During the pasl J0 years the population has doubled and it is projected rise by a 

('uribeI' 10,000 in the next seven years. Kcy areas of' population growth are in chi Idren of school 

age and the clderly. Tourism also accounts for an additional 4.5 million per day of staying 

visitors in the area each year. 

There has been a decline in traditional indus1ries 01' aericu1tme. manufacturing and tourism in 

recent years. I !mvever, linanciaL busim:ss allli service activity in the wider West of England has 

increased. Norl.h Somerset has unemployment ratcs well bclow thc national average but there 

arc pockets or deprivation whcre low levels 01' incoI1ll's, high unemployment and poor housing 

ex is!. 

The Audit Commission ratcd North Somerset as '1;air' in its latest Comprehensive Performance 

Assessment. In all aspects of' its work the council slates that it is keen to listcn and is ready to 

imrrove the way it providcs serviccs. 

The stmlcgic aims or the council are: 

.promoting lilclong learning opportunities ror all 

.cldwl1cing health and well-being 

.protecting ancl improving the environment 
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-building sarer COll1mLlllitks 

-increasing prosperity 

-Ensuring continuo LIS impmvel1lcnt. 

The I [uman Resource (I IR) Service has a key role in helping the council improve performance 

through its people. Its Ill< strategy identities improvement activity for the following priority 

areas: 

-developing leadership capacity 

-developing skills and capacity or the workl'orce 

-developing the organisation 

.resourcing, recruitment, retention and diversity 

.pay and rewards. 

When it joined the consortium, North Somerset had already embarked on its journey of 

translormation by re-ccntralising all HR services to make better use of existing resources. Even 

so, these resources still appeared significantly lower than the local authority average. Pollowing 

the reorganisation some IIR practices and procedures needed to be harmonised and there were 

d i lJ'Cllllg ex pcclUllons across the orgall1sallon about what H R cou Id provide. 

There was a feeling that line managers slill needed to be really convinced of the value of taking 

a greater role in people managemcnt. A:; a result, thc IIR Service was spending a high 

percentage or its time concentrating on operational issues rather focllsing on strategic activity 

lhat was needed to help move the council forward. This called Cor a concerted enorl to break out 

or the clIrt'ent cycle. 

The objectives of'the project were to: 

-raisc the profile oj' thc I IR !'unction 

-improve the quality or service provided (0 the cOlltlcil and to managers 

-create I IR capacity to actively support organisational change. 
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Ihe main ~IL'livlties undel'Wkell to achieve the project outcomes were: 

Planning 

-plmll1illg mCl'lings 

-review key council documents 

-define and agree consultation process 

A series or meetings were held between the Equal opportunity (EO) consultant, the four HR 

lllanauers and the I lead of rm servicl' nne! perfclI'Immc(' improvement to decide on project 

priorities and agree the methodology. Key documents were reviewed to check linkage of the HR 

stl'<llegy with corporate' objectives. Lack oJ'resources in the current HR service was identified as 

a signi ficant barrier 10 improvement. So it was agreed that a key aspect of this project would be 

to gather a range oj' suitable evidence to put forward a sound business ease for further HR 

resources during200S and beyond. The project proposal was then agreed with the head of 11R 

Service and perlormance improvement and reported to the senior management team (SMT). 

A !:SIUUp n:prl:sellliug HR and a cross-section of managers from across the council was set up 

to 11Clp sleer the work and to act as a sounding hoard ror [lossih1e ways forward. This group met 

rour lim<:s during the project to discuss isslles sllch as: 

.. projecl plan 

.proposed research with managers 

.Service level agreement that was being devcloped alongside the project. 

.implenwntation of project outcomes 

Research and consultation 

-SUfVl:Y I ine managers 

-run l(lCliS groups wi1 h manag<:rs 

-one to one interviews with senior managers 

-identily bcsl practice in external organisations on strategic IlR functions and ratios oC 

employees to J IR starr 

This project involved considerable research to identify: 
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-recent experience of' the IlR service 

- I'll III re expectations () rmanagers and senior managers 

- key II R priori tics 

-ilow the I I R service was performing against the key priorities. 

This was clone to help IlR service foeus on how it could add the most value within the 

resources available and to gain reedbuck to help inform implementation. Benchmarking data 

was also collected to show gooclllR practice. HI<. measures and ratios of HR stalTto other stall' 

in local government and elsewhere. 

Review 

-repmt on findings from consultation 

- present and review with steering group 

The main findings from the consultation suggested action needed to be taken on a number of 

issues to help improve service quality and credibility of the HR service. These were discussed 

vvith the steering group pril}j' tu ctdlUll piwllIiug. 

Recruitment was identified us a key priority for managers both now and in the future. Processes 

needed improving to get the right staff in to post more quickly to avoid compromising service 

lJuality and to cnsure posts in shortage areas were HJlcd. 

The IIR service also needed to: 

-communicatc better about the II R Service and its role 

-be 1110re proactive in helping the council solve II R issues 

-develop beller strategic links with services 

-build closer relationships with line managers 

Action plan 

-clarify role of the IIR service 

-j'OCLlS on key IIR priorities 

-helping to ensure JlR strategy is on schedule 

-deline and manage relationships across the organisation 



COIJRS1·: CO!)j·: BUS602 Page () () r B(J'v1) 2017-2018 

.promote the II R service 

eresoun:e ami develop the 1m. service 

/\dions taken includes the following: 

• 	 it was agreed with SMT that the current role of the /lR service is to focus on helping f 

deliver on the key III<. priorities nnd the IIR strategy 

• 	 resources have been switched and processes adjusted in the II R service to give managers a 

more er'tieicnt reerLlltment service (this was done during project as a 'quick win') 

e the business ease Ic)!' addi tional funding was made to SMT using evidence from the 

internal consultation and bench marking data on stall ratios and good practice and was 

sllccessful 

e a communications strategy bas bcen developed 10 enable the HR Service to interact more 

positively across the council, to promote the service and generally 'keep in touch e .g 

regular slot at management networks, set up regular briefing sessions onHRissues for 

managers 

: a "yC;lGITl is being set up to !\:gubdy reV1CVi customer satisfaction with lIR service 

starr arc being reviewed e.q. The SLA is being lIsed to promote HR, service standards 

anel set out the splil nfrolcs hetween IiR and managers 

e a range of activities are being held with IfR stair to update them on current HR service 

issues to work through how these can best be addressed - furtber development is planned. 

()I'the key themes mentioned that \vere deemed lit 1'01' the Business' Project improvement in 

North Somerset were the rollowing: 

o 	 technique: ensuring IIR is addillg vulue to I.he organisation - by identifying key III<. 

priorjtie~;, gaining leedback on how the fIR service is performing and taking action to 
. .
Improve services 

II 	 fitness: developing the capability and eonliclence or the HR function to deliver - by 

taking action to build long term capability oJ'the IIR service and mise credibility in 

the organisation 

leamwork: building an cf'fCctive working relationship with the other organisational 
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• players by introducing an SI j\ to deline key roles and responsibilitics bctween HR and 

managers 

• results: mcasuring thc impact or IlR activities 111 the organisation by developing 

Tm:asures in its SLA and establishing a baseline of' data to track improvement in the IlR 

servIce . 

ANSWER THE FOLLOWING QUESTIONS 

a. Which environmental trends forced the council to improve its performance? (10) 

b. Describe the role of the HRM Department in the council. (10) 

c. What were the main advantages that were gained after completing the project? (10) 

d. Which lessons can the Swazi government institutions learn from this case? (1 OL 

Total 40 marks 
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SECTION B 

(Answer three questions from this section) 

QUESTION 2 

Using a graphic illustration, discuss the systems perspective to understanding Human 
Resource Management (20 marks) 

QUESTION 3 

Often Affirmative Action and Employment Equity are not clearly defined in the Swazi 
Context. Why is that the case and what programs would you institute to address the 
gaps. Please give justification for the proposed programmes (20 marks) 

QUESTION 4 

"Training and Development is an imperative for all employees from entry level to exit 
point". Required to plan and evaluate the training for an induction and performance 
improvement of front line management. (20 marks) 

QUESTION 5 

'The Ministry of Labour and Social Services expect all organisations to have in place 
Safety and Wellness Programme implemented as per the Occupational Safety and 
Health ACT (OSHA) , 2001". 

a. 	 What are the health and safety considerations in different organisations in 
Swaziland?(10 marks) 

b. 	 What would be the key contents of a Safety and Wellness policy in your focal 
organisation?(10 marks) 

QUESTION 6 

Compensation should not be arbitranly developed but should be based on accurate 
data which aids in the design of effective pay systems. What type of data would you 
need in designing the pay systems and the factors that will influence the chosen pay 
system for your organisation. (20 marks) 


