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ABSTRACT 
The use of the modern knowledge about human resource management (HRM)across the 
globe is one of the prerequisites for improving the business environment. As a key part of 
organization that is considered as the beating heart of an organization, human resource is 
no exception in the process of changing. Since change in the business environment comes 
with a necessary change in human resource management, and consequently accounting for 
changes, prediction of the environment and effective decision-making for the future are 
essential. Thus, change in human resource administration is also essential. The purpose of 
the article is to explore the concepts of duty, the philosophy and approaches of human 
resource management and practices of organizational success of a human resource unit 
and their direct effect on the process of development, objectives, and new successful 
models for the business environment, we first investigate the concepts of human resource 
management and then the development of the business environment. 
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INTRODUCTION 

 

 Organization is comprised ofimportant pillars, namely asset, human resource, technology, and management, 

in that human resource is the most important pillar among others according to many experts. It is because the 

efficiency of an organization consists in the precise fulfilment of duties in line and staff departments. As 

production foundation and service offering in organizations, human resource is believed to be one of the central 

solutions for efficiency increase and organization productivity. Many firms can gain their competitive advantage 

through human capital. Likewise, activities of human resource management remarkably have an effect on 

employee’s performance and HRM is viewed as a design, training, management, application and maintenance 

system from a global perspective. Human resource influences organizational foresight and innovation and 

development in almost all fields, namely selection, recruitment, retaining human resource and human resource 

management as a whole. At this point, industrial, commercial, and even service organizations have become 

more interested in building up their professional capability, satisfaction and attachment of human resources than 

ever in order to increase their level of productivity; and they associated it with the improvement of quality of 

work life. Research has shown that HRM is an integral part of organizations and societies, in the sense that 

failure to take account of this crucial subject would cause irreversible adverse effects in organizations.  

 The foremost personnel function of managers is to hire proper employees. The extent to which it seems 

convenient depends on a few factors. Maybe one of the majorfactors is the status of local work market. In the 

late 1990s, a declining unemployment rate was considered a key factor, and the competition for the recruitment 

of talented individuals was going up accordingly. Managers were then required to immediately recruit talented 

individuals, or they risked everything with respect to the loss of their talented workforce. In the current 
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situation, the circumstances have changes and a company may receive a large number of resumes. However, this 

entails a variety of issues since a broader area of selection has come into existence. In this respect, benefitting 

from structures and good procedures are crucial in order to evaluate experiences and skills of each applicant and 

make sure a decent person has been selected among a crowd of qualified individuals (Mosmer, 15, 2002; 13).  

 A large number of economic experts have agreed that a large quantity of economic growth requirements in 

every country are embedded in the good business climate of the country. In this regard, the experiences of other 

countries indicate that we can witness economic growth in the societies subsequent to the improvement of the 

business climate indicators. However, ratings of different global institutions suggest an inappropriate situation in 

our country (Iran) with respect to business climate indexes as we can see many examples in the course of daily 

work life. On the other hand, the improvement of business climate is a factor among others that managers of 

enterprises are unable to change or improve them; and this requires planning, legislating, implementing, and 

above of all supervising.  

 

Human resource management: 

 The concept of human resource management is a fairly new term that has been raised from the 1970s 

onward. Management experts have utilized a variety of terms in expressing human issues of organizations, 

namely personnel department, personnel administration, human resource management, industrial relations, 

personnel affair management and human resources. The considerable interest in the current developments 

initiated in the form of leadership and management decentralization, organizational layer decrease, employee 

participation in decision-making process and the like, they all came to the fore due to organization’s attitude to 

evolved workforce and organization staff has disengaged from the banal and distorted definition prevailed in the 

aftermath of the industrial revolution as they are more recognized by the newly emerged definition invaluable 

resource.  

 Robbins puts it “human resource management is a process that contain four tasks, namely attraction, 

development, motivating, and human resource retention (Disenzo and Robbinz, 1988; 3). Human resource 

management revolves around policies, measures, and systems that impact employee’s performance (Noe et al, 

2000; 4). Human resource management is defined as the recognition, selection, recruitment, and education of 

human resource in order to achieve organization’s goals. As human resource of an organization suggests, all 

individuals who work at different levels of organization are concerned (Saadat, 1991). One of the new 

definitions holds that management of employee department and human resource include the recognition of 

organization’s workforce importance as a vital element in achieving organizational goals and multiple use in 

activities and human resource functions, in the sense that it ensures employees’, organization’s and society’s 

personal interest effectively and justly (Javadin, 1994; 40).  

 

Objectives of HRM: 

 The overall goal of HRM is to ensure organization’s successes in cooperation with its workers. According 

to Olrisch and Lick, HRM systems can be the source of organizational capabilities that allows companies to 

identify new opportunities and make investment in them (Armstrang, 2002; 21).  

 The basic goals of human resource management are derived from the collective efforts of organization 

employees that can be expressed as follows:  

 Providing human resources at minimum cost 

 Nurturing and developing individuals’ talents and skills 

 Maintaining and retaining competent staff and forging good relations between them 

 Meeting material and spiritual requirements and gaining personnel’s satisfaction as necessary consistency is 

ensured between their personal objectives and organization’s objectives (Doaee, 1998;9).  

Philosophy of human resource management 

 Human resource management is the most important asset of an organization and their effective management 

are the key to the success of organization. If policies and procedures of organization staff are matched and they 

have a remarkable share in achieving organization’s goals and strategic plans, it is more feasible to achieve 

organizational success.  

 General culture and values; organizational conditions and managerial behavior from which culture derive 

have a great impact on celebrating the desired accomplishment. Such culture is required to be managed, in the 

sense that a continuous effort has to be made to introduce and embrace it. The realization of the integration 

requires continuous effort. By integrity, it means that all the members of organization work together with a 

sense of shared purpose (Armestrong, 1993; 34).  

 

Approaches to Human resource management: 

Hard approach: 

 Guest asserts that the introduction of human resource management idea comes from business motivation 

emphasizing accountability to external threats, i.e. growing competition (Guest, 1999; 25).  
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 The hard aspects of human resource management are consistent with a business-based philosophy which 

stresses that staff have to be managed as they generate value-added quality, thereby creating competitive 

advantage for a company. Business-based philosophy views staff as human capital by which we can make a 

profit by investing in them (via educating and developing them) (Armstrong, 2002; 19). Employees are required 

to be looked the same way as other resources, as we establish an output-input equation in which they are 

effectively managed (Armstrong, 1993; 35).  

 

Soft approach:  

 The soft aspect of human resource management is derived from concepts such as human relation school, 

emphasis on relations, motivation and leadership (Armestrong, 2002;20). Likewise, Story states that the soft 

aspect includes staff as they are treated like invaluable asset, because their commitment, adaptation and skills 

are led to company’s competitive advantage (Storey, 1989). Therefore, the soft aspect, as Guest holds, views 

staff as a means to an end rather than goal (Guest, 1999; 5). Given the above discussion, it can be said that the 

hard approach focuses on the management of staff affairs, whereas the soft approach underlines the way staff 

are viewed and how they are treated. The hard approach addresses systems, procedures, and guidelines and how 

to perform the processes, but the soft approach contains human and behavioral factors.  

 

Organizational success of human resource unit: 

 Collaboration with senior and line managers so as to transferplanning from conference room to market  

 Human resource unit has to be professionalized and works are required to be organized in order to bring 

efficiency for reducing costs and maintaining quality. 

 It serves as an advocate for employees while it works to increase their participation, especially their 

commitment and abilities in bringing up results.  

 It becomes a factor in changing form, i.e. continuously shaping processes and a culture that improves 

organizational capacity for change. 

 As a matter of fact, most advanced and capable human resource units may simply monitor recruitment, 

development programs and creativity promotion and education so as to increase market diversity, but it is not 

something required for experts in new human resources. They need to collaborate with operational managers in 

order to revise and reshape the role of human resource unit, committingthemselves to their outcomes. Line 

managers are hold accountable to shareholders for creating economic value, to customers for offering services 

or valuable product, to employees for architecting an invaluable workplace. It is thus necessary for human 

resource managers to be part of the agreement.  

 Complexity of the modern age and its latent secrets drive large companies or even legal persons to get 

themselves updated every day and tap into new tricks for making profits; therefore, the type of profit-making or 

“business” so to speak is of special significance. Company is in pursuit of customer and its own accepted values 

with respect to business type and matching the values to its available resources. Indeed, the axiom is pursued 

“recruitment and engineering of resources in achieving customer to make profit”, which is the most basic part 

and maybe the shared point of most commercial companies. Companies are required to utilize new tricks in 

order to earn more income, as strategies have become more understandable and replicable than ever with respect 

to the characteristics of the modern world.  

 

Business evolution: 

 The new business plan has been implemented in McDonald’s restaurants and Toyota carmaker Corp. since 

1950. A decade later, it was Walmart’s innovators that had an approach to the new business based on customer’s 

satisfaction. However, since 1980, companies such as Apple, Dell and Intel attacked the scope of business by 

coming up a new model for reaping more benefit, which was in turn developed from the spread of blockbuster 

advertising clips  

 

Business: 

 At first glance, it seems simple to define business, but if we take a little look at it, we will understand that 

every domain has a different definition with respect to its function (Offuse, 2004).  

 Simply put, business is the state of engagement which generally includes activities containing product buy 

and production and services with the aim of selling then for making profit.  

 Peterson and Plowman believe that any transaction in which buy and sell take place is not called business, 

yet it is a repetitive and renewable buy and sell activity.  

 Owen finds business type of career by which products or services are produced and distributed for sale in 

market.  

 Accordingly, with regard to the definitions, it can be found that business deals with product buy and sell, 

production or service delivery in order to make a profit (Baron and Jeffrey, 2000; 54).  
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Business objectives: 

 The general belief is that the only purpose of business is to obtain economic benefit. Meanwhile, this is not 

true; Arvic holds that the only purpose of business is not to earn profit as human does not live just because of 

eating food. Therefore, businesses entail both economic and social goals (Baron and Jeffrey, 2000: 58).  

 

Business development: 

 We believe that life with strong values is the key to good business. In companies, the value constitutes the 

core of activities as it is embedded at the heart of every decision, so business solutions are developed from 

reliability. At the present time, we as leader of research and development need experience and knowledge for 

productions. We asked an expert team and global engineers to help us with innovation in order to strengthen the 

weak lines. With the guidance and leadership of distributors and retailers, we promote the presentation of 

production and we stand as educators and supporters in order to fortify the assurance, so even small businesses 

can take up a bigger trend. Business without economic prosperity and job opportunities for other cannot thrive 

(Baron and Jeffrey, 2000: 58).  

 

Business model: 

 It is a framework for making money and creating wealth. The framework demonstrates that an enterprise 

how to pursue and when to perform what set of activities so as to customers take advantage of what the 

enterprise expect and it earns profits. It is the way an enterprise or organization choose to generate profit and 

thrive. Business model maintains how an organization added value for production or service delivery. To put 

differently, the models which are actually frameworks for making money account for three key questions about 

companies; which activities, how and when should they be performed. The right answer to these questions 

would bring about proper performance of companies and offering of desired advantages to customers, and 

eventually benefit for companies (Sarmad, 2003; 63).  

 

New business model: 

 The classical and traditional business models that dictated similar structures to all companies ranging from 

General Motors to Microsoft were substantially in conflict with today’s situations, which is why they fell apart. 

Superior managers were advised to follow up purposeful and strategic leadership methods for the future, so a 

new business model is developed when it impacts most of organization’s key tasks, and it was then produced 

and confirmed by many experts using flow of knowledge and information rather than being imposed by certain 

people in a certain fashion (Eliza & Elwood, 1999: 73).  

 

Structure of business model: 

Main strategy:  

 The main strategy generally deals with the method a company adopt to stage a competition. The 

components of the main strategy contain enterprise’s task, market’s scope, product, and central difference.  

 Task: this entails what company aimed for and intends to do 

 Strategy: every company should define its competitive strategy concerning customers’ terms, geographic 

distances and different products. This may result in new ideas and innovations in business at times. 

 Central differences; what differences in company’s works and plans would make them superior to their 

rivals? (Eliza & Elwood, 1999: 49).  

 

Strategic resources:  

 Superiority of a company over other companies can stem from resource particularity. As a matter of fact, do 

resources actually ensure an enterprise’s future? The principle of strategic management suggests that resource 

management and even changes in resources lay the foundations for new ideas about business and even its 

development (Begofischer and Dornbosch, 2006).  

 Competitive advantage may spring from company’s exclusiveness in certain resources. Bringing about 

changes in resources can lay the foundations for new ideas about business.  

 Main features: the item include particular skills and capabilities of a company.  

 Main assets: the main assets are as follows; brand name, exclusive ownership right to ideas and inventions, 

infrastructures and facilities, personal standards, customer’s information and everything which is limited and 

invaluable.  

 Main processes: this part entails methodology and everyday activities for transforming inputs into proper 

output. In fact, these are activities that convert the available assets and other inputs into credits for customers. 

 Harmonization of strategic resources is a critical factor in developing a business model. By harmonizing, 

we are able to establish a good relationship between features, assets and processes and prepare a good business 

model (Eliza & Elwood, 1999: 49-50).  
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Customer’s relationship: 

 Customer relationship include four basic elements; implementation and support, information management, 

and pricing (Eliza & Elwood, 1999: 51). 

 

Value network:  

 The fourth facto and indicator in business model is the value that occupies company. Value network 

includes suppliers, and business partners. Harmonization and management of value network can lay the 

foundations for achieving innovative strategies for business (Eliza & Elwood, 1999: 56).  

 

Successful business model: 

Wal-Mart Inc:  

 Wal-Mart is one of the most successful business model in history of companies. Indeed, Wal-Mart is 

currently the largest corporation in the world. Decades ago, discount sale theory was applied in the US. The 

foregoing stores employed a few number of vendors. The upshot of the stores is loads of profit earned due to 

very low price. Wal-Mart could realize the importance of being different compared to other rivals, so it 

attempted to offer its services to a different group of customers in different parts of market. The biggest discount 

provider directed its focus toward densely populated areas such as New York City. Wal-Mart decided to situate 

its sores in small towns having been forgotten (Eliza and Elwood, 1999: 82).  

 

Dell Inc: 

 The next example of a good business model is the computer company Dell. The model was developed by 

Michael Dell. When factories sold their products by contractors by agents, it was Dell that initiated direct sell to 

final user. This not only reduced costs, but it also more importantly led the corporation to gain important 

information on customers’ needs and demands that other companies working in this field failed to know (Eliza 

and Elwood, 1999: 87). 

 

The role of information technology in business model optimization: 

 The first idea that comes to mind by putting the words of information technology and business together is 

the electronic business. Electronic business indeed offers methods and instruments in order to facilitate and 

accelerate business, and it has posed a serious structural challenge to business models by means of the methods. 

Since organizations attempt to link information technology to business with respect to the dynamic strategies of 

business and the rapid and continuous growth of IT, it seems that the significance of the subject is growing 

every day. However, apart from the importance of reaching convergence, its preservation is of special 

significance. Organizations that managed to successfully integrate strategies of IT into their business had a very 

reasonable business profitability. In an age when the fulfilment of customer’s demands and opinions come to the 

fore, gaining competitive advantage, quality improvement, automation, and re-engineering of business processes 

are the most important factors that empower business strategies (Murdick and Munson, 1986; 49).  

 

The causes of business model failure: 

 When the available business model become inoperative or run into troubles, they will be replaced with new 

models. Companies can commit two structural mistakes with respect to business models; they may use obsolete 

models in the face of change in the environment, or they continually change their business model; in which case, 

newcomers can easily profit from the current situations using good business models and turn game rules to their 

advantage. Generally, business models fail due to weakness in value goals and objectives. This may occur when 

companies do not have a proper understanding of value position as to value chain (Eliza and Elwood, 2000: 

134).  

 

Factors influencing business model change: 

 Business model is required to provide the foundations for profit-making for company. Yet new situations 

and new opportunities lead to inefficiency in business model and change in type of profit-making (George and 

Bock, 2012).  

 Various factors including the progress of technology, market situation, culture and society, macroeconomic 

policies and more importantly the factor influencing customer’s preference as a scale are all incorporated to this 

evolution (Afva, 2010).  

 

Conclusion: 

 In the third millennium, human capital is considered to be the highest and most valuable capital and the 

biggest asset in every organization and country. Human resource is the only asset that never depreciates but 

grow increasingly by further application. The key to organization and national development is efficient human 

resource. The development of human resource is invariably considered one of the critical challenges to 
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organizations, because it is man who comes up with ideas concerning innovation, quality, continuous growth as 

well as other important data which are fundamental to live on in the competitive and modern business world. 

The aim of human resource development is to build a comprehensive and integrated framework for educating 

employees. Effective employee management is increasingly recognized in the related literature as a factor 

critically contributing to the achievement of organizational performance and thrive. One of the side effects of 

organizational development is the growing need for human resource management units. The units discharged 

supervisors from extra daily duties relating human resource activities. On the one hand, stiffcompetition in 

trade, and uncertainty of market situation, on the other hand, caused organizations to examine a variety of 

methods in their business. Benefitting from a good and secure instrument is the definite principle of organization 

success in trade. With a change in the business environment, the change in human resource management 

become essential. Human resource management as to business is in pursuit of value objectives, in that it ensures 

the survival of organization in the first place and leads to organization’s superiority in its competition; a 

challenge beyond human resource managers in the future.  
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