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UNRAVELLING THE INTRICACIES REGARDING HR MYTHS

Poonam Shukla
Asst. Professor, IIMT College of Engineering,(Department of MBA), Gr. Noida.

The undoubtedly complex human nature has always been an intervening element in the success of every functional business
unit. Though, the fundamental consistencies of human beings have been identified, changed and worked on yet there remain
some unexpected behaviors and understandings springing up from time to time. Some HR myths have been developed as a
result of human grey – matter processing outputs. These myths need to be mystified as an attempt towards strengthening the
pillars of human resource management.

As far as HR is concerned people have started thinking that HR professionals are the ones who like people. It is misperceived
that anyone can handle the roller coaster of HR It is often believed that HR deals with the soft side of a business and is
therefore not accountable. The roots of these false impressions bulge out of the thought that HR focuses on costs, which must
be controlled.

It’s an employee’s psychology that HR's job is to be policy police and the health-and-happiness patrol, HR is full of fads and
staffed by nice people.

But in reality and to the best of my understanding, HR departments are not designed to provide corporate therapy or as social
or health-and-happiness retreats. HR professionals must create the practices that make employees more competitive, not more
comfortable. What makes the best in HR the best? Human resources is a complex field. Practitioners have to juggle priorities
and excel at tasks, ranging from strategic to tedious. They have to know what to hone in on and what to delegate, stay on top
of the latest trends, and keep a finger on the pulse of employee relations. And, often, with so many misconceptions about
HR, practitioners need to stay ahead of the curve to drive home what HR role should entails for the company. Being in HR
requires a number of talents and is not for the faint of heart. HR can make a big impact on the lives of individuals working
for the company—it’s most important assets. But the role can also leave managers feeling less than appreciated, when their
contributions to the bottom line are questioned, or not recognized at all. Here are just a few of the stereotypes and myths HR
must overcome to be most effective.

A few HR myths and there demystification is discussed below:
1)Employees feel that they work “for the Organization”
The statement could not be considered true. Though employees are employed by the organization, how many of them bear
the macro picture of the organization while delivering their services on daily basis? Just a handful of them….and that too
from the top management only. They do it because they are in a position to do so and have belongingness for the
organization. Doesn’t it indicate that employees work for something they own and something they can visualize? It must be
clear that employees do not work for the organization as they do not end up working at the same place. They work only
because they see their stake i.e. their own career. They work, join groups and teams as the stake involved is affiliation. So, its
quiet clear that employees work for their own stakes in the organization and not for the organization.

2) Equality, equity and fairness are synonymous
It is generally seen that “equality “: has been mis-synonymised by “equity”. While equality refers to equal outcomes, equity
refers providing equal opportunities.  People are not born equal. When twins even differ from one another and have potential
disparities inspite of the same origin, how can two employees of the same organization be equal?.

Organizations should now vow to shift their focus from equality to equity i.e. they should provide equal opportunities, may
be of different nature, to all employees of the organization.  The extent of individual development is expected to differ but the
platter for development for all employees would be the same and can serve as an indicator of fairness. All of the employees
would be aware of being offered a fair chance. To sum up, equality never prevails but equity has the potential of leading
towards perceived fairness.

3)Experience is the only lever that enriches the value of a Trainer
Experience leaves behind a good repertoire of stories to discuss. The value of experience cannot be discounted as it gives an
individual a chance to make more mistakes, grab the consequences and make up your mind not to repeat them. But all of
these never point out that an experienced person would only make a better trainer. The ability to train/teach is not a function
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of experience. It can only help to induce participation, learning and facilitation. Experience only refines an individual’s own
talent. Teaching is an subtle art of facilitation and does not come out of experienced professionals only.

4)Employee engagement is indirectly proportional to attrition rate
Employee engagement is an employee related individual variable. It is linked to the work an employee does and not to the
organization he works in. Engagement refers to a total absorption in work and does not know workplace. If the same profile
would be provided under better maintenance factors, there is no second thought except that the employees would shift.
Engagement has only to do with productivity and job satisfaction, but it cannot stop an employee from stepping out of the
rolls of any organization. It is unlikely that an engaged employee always has an affective connect with the organization.
Engagement coupled with affective organizational commitment could serve as a suitable retention strategy.

5) HR as a cost center
This perception of HR may be one of the hardest to overcome. How executives view HR and its role often plays a huge part
in the organization’s perception of the role’s function. This includes whether the job is managed in-house to begin with. HR
should take every opportunity to be its own proponent in educating the company on the value of its offerings.

Others realize that HR managers contribute more directly to taking care of their most valuable assets–employees. HR’s
responsibilities include: recruiting; interviewing; providing, presenting, and delivering medical, dental, vision, life, and other
ancillary benefits; job training; instituting programs for wellness, retention, and growth, and more. Each of these activities
does, in fact, contribute greatly to the bottom line, considering all of the hard and soft costs involved.

Group benefits, for instance, are a major part of the compensation employers offer to entice and retain productive and reliable
employees. They help to keep the organization competitive. In retaining good employees, companies can save thousands, if
not more, on rehiring and training costs. HR must be prepared to justify its case and to come to the table with a strong
knowledge of its employee base and the company’s needs and options.

6)HR’s role: strategic, tactical, or both?
HR’s role in the organization is all too often tactical over strategic. This is frequently because of assumptions by the
practitioner or because the HR professional executes a function of “fighting fires” on a daily basis. This point is illustrated by
University of Southern California professor Edward E. Lawler III, who noted that HR professionals reported in 2005
spending only 23 percent of their time “being a strategic business partner” – no more than they reported in 1995. And line
managers, he found, said HR is far less involved in strategy than HR thinks it is.

Whether dealing with a down economy or one in recovery, HR needs to help guide the company’s response to market
changes. With increasing benefits premiums and changes likely to result from health care reform, for instance, HR needs to
help companies respond quickly and appropriately. HR practitioners can leverage access to employee demographic and
benefits requirement information to make recommendations and support company strategies and decisions.

While company culture often sets the stage, HR practitioners must actively seek key areas for improvement themselves.
They have to take action to defend their roles where possible.

7) Employee capabilities and technology’s prevalence
While employees and executives are often guilty of downplaying HR’s role, HR is often guilty of underestimating
employees’ ability to manage information. Computers first appeared in schools over 13 years ago and today are used by 75
percent of Americans. Still, many in HR are reluctant to move to technologies that would allow them to relinquish basic
benefits management tasks to employees and save themselves a tremendous amount of time that could be better devoted to
more strategic objectives.

HR can increase employee satisfaction by giving individuals greater access to manage their benefits information online. In
fact, many employees will expect online access, especially today’s younger generation for whom iPods and instant messaging
are part of everyday life. As generations X and Y begin to dominate the workforce, the demand for technology in the
workplace will only increase.

Self-service has become so invaluable that a September 2006 Forrester Research report termed it “an essential core
application” for businesses. The report pointed to the ability of Human Resource Management Systems (HRMS) to help
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manage personnel costs, operate efficient business processes, comply with regulations, manage legal exposure, and optimize
the value of human capital.

8) Not all tools are created equal
Another way that HR can heighten its role and increase strategic input is by using technology to better access, manage, and
report on information. Current trends indicate that HR practitioners do realize the importance of a true enterprise solution to
cover employee management from hire to retire. But, as with any industry, it is hard to cut through the clutter and hype
surrounding proposed solutions to select the best technology to meet organizational needs. As the benefits technology
industry responds to HR’s broad solution request, providers may describe offerings that are not yet able to deliver on their
promises. Though one provider may declare it offers full self-service capabilities, for instance, it may not be the same level
needed or offered by others.

Many excellent solutions do exist. HR practitioners must be careful to uncover all of the details regarding the proposed
offerings and the user’s required involvement to achieve the promised success. Many in the HR industry are already very
busy, and may not have the time to fully assess alternatives or be as knowledgeable about technology, making it all the more
important to do the homework on proposed solutions.

Seven Reasons Why HR is Misunderstood
HR staff, as far as I can understand, is committed to both their employees and their company. They avoid causing employees
pain. Here are reasons why employees might perceive the situation differently. These are the reasons why my email and
Forum are overrun with HR horror stories.

1. The HR staff person is caught daily in a balancing act between the role of employee advocate and the role of
company business partner and advocate. And, no, the employee doesn’t often see or understand that the HR
person is playing two roles. They gauge the HR person by their affect on the employee’s need. As an example, the
employee wants HR to make an exception for him; the employee doesn’t realize that an exception for him begins to
set a precedent for how the company must treat other employees – employees who may be less deserving of an
exception.

2. All information about employees is confidential. Even when the HR staff person handles an issue, whether the
issue involved disciplinary measures or just a conversation, the steps taken and the outcomes are confidential. An
HR employee can tell the complaining employee that the issue was addressed. Because of employee confidentiality,
they cannot reveal more. This can leave the complaining employee believing their issue was not addressed. (The
outcome of a formal, written complaint, as in sexual harassment charges, is disclosed.)

3. HR staff members need documented evidence that a problem exists. Witnesses are helpful, too, as is more than
one employee experiencing the same problem. It is difficult to take action based on one employee’s word, especially
if the other party denies the problem.

4. What an employee may see as unreasonable behavior on the part of a manager or another employee, HR may
find within acceptable bounds of organizational behavior and expectations. The employees may have a personality
or work style conflict. The boss may supervise an independent employee more closely than desired. HR can talk
with all parties, but often, no one is wrong.

5. When an employee doesn’t like her job or work goals or experiences a conflict with her supervisor’s management
style, HR can’t always find the employee a new job. Additionally, because of the cost of employee on-boarding
and training, the organization is likely to have policies about how often an employee can change positions. Indeed,
proving yourself in the current job is the fastest path to a coveted new job.

6. HR doesn’t know about the promises you say your manager made to you about a raise, a promotion, special
time off, or a rewarding assignment, unless the promise was documented in your performance development plan.
You are welcome to complain to HR if you have addressed the issue with your manager. But, the end story is likely
your word against the manager’s word. Is it possible you misunderstood your manager? If not be wary about
promises made – when he has demonstrated he doesn’t keep his promises. Work with HR on an internal transfer.
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7. HR is not always in charge of making the decision. In fact, the decision you don't like may have been made by
their boss or the company president. Good, company-oriented HR people won't blame other managers publicly for
decisions with which they may disagree. And, they won't bad-mouth the decisions of their boss or other company
managers, so you may never know where the decision was made.

HR systems should grow and scale with the organization; let HR/the company maintain full ownership of the data; provide
full security for backups; include servers, added protective layers, etc.; and link with carriers in the format that they prefer, to
name a few.

Managing human resources is certainly not without its challenges. But perhaps individuals are drawn to this role because of
the challenge and the opportunity to make a difference. HR managers can accomplish more and further prove their worth to
the company by being their own best advocates and relying more heavily on employees and technology to focus on the most
important issues.

Conclusion
HR activities are based on theory and research. HR professionals must master both theory and practice. The impact of HR
practices on business results can and must be measured. HR professionals must learn how to translate their work into
financial performance. HR practices must create value by increasing the intellectual capital within the firm. HR professionals
must add value, not reduce costs.

The HR function does not own compliance-managers do. HR practices do not exist to make employees happy but to help
them become committed. HR professionals must help managers commit employees and administer policies. HR practices
have evolved over time. HR professionals must see their current work as part of an evolutionary chain and explain their work
with less jargon and more authority. At times, HR practices should force vigorous debates. HR professionals should be
confrontative and challenging as well as supportive.

HR work is as important to line managers as are finance, strategy, and other business domains. HR professionals should join
with managers in championing HR issues. The HR function traditionally has spent more time professing than being
professional. The HR function has been plagued by myths that keep it from being professional. Regardless of whether these
myths originate with HR people or with line managers, it is time they were overcome. It is time to talk less and do more; time
to add value, not write value statements; time to build competitive, not comfortable, organizations; time to be proactive, not
reactive. It is time to perform, not preach.

HR practitioners must actively seek key areas for improvement for themselves, their roles, and the company, taking action to
defend their role where possible. HR is one of the most critical part. It influences the entire working of the organization.
Thus, it becomes quiet essential that the myths related to it must be discussed and dispelled. It’s the time when organizational
and cultural capabilities should be created to build sustainable competitive advantage. If HR concepts are understood
correctly, it can lead to addition in strategic value and then only it will be invited into the boardroom as a full business
partner.
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