
647

Copyright © 2017, IGI Global. Copying or distributing in print or electronic forms without written permission of IGI Global is prohibited.

Chapter  29

DOI: 10.4018/978-1-5225-1908-9.ch029

ABSTRACT

The trend in the Human Resources Management is to enhance it to the strategic level, this paper intends 
to provide an advanced decision making tool in the field of the Strategic Human Resources Management 
applying a combination of an augmented SWOT analysis approach to evaluate and to rank strategies 
and a Fuzzy Inference System (FIS) to eliminate the vagueness in the expressed opinions. The version 
of SWOT utilized here includes the client opinion and employee engagement besides to the traditional 
experts’ assessment, while the FIS is an instrument that treats the data coming from SWOT analysis with 
the goal of avoiding the uncertainty that may come from the opinions expressed in the SWOT analysis 
and so to improve the ranking of the strategies. The results show improvements in prioritization of 
strategies in the way that besides knowing the decision to make for each, the model shows us also what 
to do regarding every strategy (what to maximize and what to minimize while talking about strengths, 
weaknesses, opportunities and threat).The proposed model can be applied for strategies prioritization 
and decision making problems in all fields.
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INTRODUCTION

Strategic Human Resource Management (SHRM) implies a concern with the ways in which HRM is 
crucial to business performance and organizational effectiveness. Miller (1987) defines Strategic Hu-
man Resource Management practice as the decisions and actions, which concern the management of 
employees at all levels in the business towards sustaining competitive advantage. Cascio (2006) defines 
the concept of human resource strategy by the set of policies and programs a firm uses to meet its stra-
tegic business plan. 

In the SHRM the quantitative information may come from a predictive model of numbers of em-
ployees in a hierarchical system of human resources, (Belhaj & Tkiouat 2013), whereas the qualitative 
information consists of the analysis of the current situation of the organization management in terms of 
its internal strengths and weaknesses, and of its external opportunities and threats.

Lengnick-Hall et al (2009) presented the evolutionary and chronological perspective on the develop-
ment of SHRM literature and they trace how the field has evolved to its current state. they emphasized that 
initial studies were focused on finding ways to achieve a fit between HR activities and desired strategic 
outcomes, later in the 1990s the directions were about expanding the scope of SHRM to try to outstrip 
the conventional boundaries, latest trends concerning methodological issues and measuring outcomes 
of SHRM have gained attention in the achievement and implementation of HR systems.

Way and Johnson (2005) theorized about the impact of strategic human resource management, they 
generated prescriptive SHRM models that can accurately explicate and evaluate the linkages among 
organizational strategies. Tichy et al (1982) defined that there are three management levels namely: 
strategic (long-term), managerial (medium-term) and operational (short-term), the author views that 
the HR functions performed at the strategic management level are SHRM. Sinha et al (2014) found that 
role efficacy is one of the factors that influence employee engagement, motivation and attrition. Their 
study concerned the level of role efficacy in IT companies. Colomo-Palacios et al (2014) presented a 
tool based on applied intelligence techniques that forecast and anticipate competence needs.

Now days there still divergence between research and practice in the field of HRM. DeNisi et al 
(2014) proposed a model of the forces leading to that divergence that deal with forces operating on both 
researchers and managers to better understand the divergence and so to come to suggestions for how to 
bring the two sides back together.

Traditional SWOT analysis and the TOWS matrix

SWOT analysis method has been widely used as a tool for planning and analyzing strategic actions over 
the past decade. This method can also be used in identifying environmental relationships and help to 
develop strategies. SWOT analysis originally explained by Learned et al. (1969), as a key tool for tackling 
complex strategic issues by decreasing the quantity of information to enhance decision making. SWOT 
analysis is a commonly used instrument which scans internal strengths and weaknesses of a product or 
service industry and highlights the opportunities and threats of the external environment, (Rauch 2007). 
This will help to focus on the strengths, minimize weaknesses and take the greatest possible advantage 
of opportunities available by overcoming threats. SWOT serves also as a support for decision-making 
and is often used as a tool for the systematic analysis of the organization, (Yuksel & Dagdeviren, 2007). 

SWOT analysis becomes a useless exercise if it is not extended to TOWS analysis where the strengths 
are used to capitalize on opportunities and to counter threats, the weaknesses are minimized using op-



 

 

14 more pages are available in the full version of this document, which may

be purchased using the "Add to Cart" button on the publisher's webpage:

www.igi-global.com/chapter/including-client-opinion-and-employee-

engagement-in-the-strategic-human-resource-management/178416

Related Content

A Review of Dynamic Verification of Security and Dependability Properties
Antonio Muñoz, Jamal Toutouhand Francisco Jaime (2019). Artificial Intelligence and Security Challenges

in Emerging Networks (pp. 162-187).

www.irma-international.org/chapter/a-review-of-dynamic-verification-of-security-and-dependability-properties/220551

Recent Studies and Research on Sickle Cell Disease: Statistical Analysis and Machine Learning

Approach
Bikesh Kumar Singhand Hardik Thakkar (2020). Handbook of Research on Advancements of Artificial

Intelligence in Healthcare Engineering (pp. 237-243).

www.irma-international.org/chapter/recent-studies-and-research-on-sickle-cell-disease/251148

A Conceptual Security Framework for Cloud Computing Issues
Shadi A. Aljawarnehand Muneer O. Bani Yassein (2016). International Journal of Intelligent Information

Technologies (pp. 12-24).

www.irma-international.org/article/a-conceptual-security-framework-for-cloud-computing-issues/152303

The Role of Artificial Intelligence in the Automation of Human Resources
Anjali Raiand Amar Kumar Mishra (2022). Adoption and Implementation of AI in Customer Relationship

Management (pp. 166-176).

www.irma-international.org/chapter/the-role-of-artificial-intelligence-in-the-automation-of-human-resources/289454

Myth, Metaphor, and the Evolution of Self-Awareness
Terry Marks-Tarlow (2014). International Journal of Signs and Semiotic Systems (pp. 46-60).

www.irma-international.org/article/myth-metaphor-and-the-evolution-of-self-awareness/104642

http://www.igi-global.com/chapter/including-client-opinion-and-employee-engagement-in-the-strategic-human-resource-management/178416
http://www.igi-global.com/chapter/including-client-opinion-and-employee-engagement-in-the-strategic-human-resource-management/178416
http://www.irma-international.org/chapter/a-review-of-dynamic-verification-of-security-and-dependability-properties/220551
http://www.irma-international.org/chapter/recent-studies-and-research-on-sickle-cell-disease/251148
http://www.irma-international.org/article/a-conceptual-security-framework-for-cloud-computing-issues/152303
http://www.irma-international.org/chapter/the-role-of-artificial-intelligence-in-the-automation-of-human-resources/289454
http://www.irma-international.org/article/myth-metaphor-and-the-evolution-of-self-awareness/104642

