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Intensive changes in the business environment with significant implications for organizations reflected
in increasing their size, thinning structures, the application of new models in the intra- and inter-
organizational designs, the growing importance of knowledge management and the application of multi-
strategies have produced significant effects on the human resource management (HRM) architecture. As
there are a number of different approaches to the HRM architecture in the relevant literature, this paper
is aimed at creating an integral conceptual framework for designing this function. For this purpose, the
paper analyzes different approaches to HRM design from the standpoint of the main theoretical models
of organizational design in order to identify both similarities and distinctions between them, and build
up an integral conceptual framework for designing the HRM architecture. These will form the ground
for the application of a comprehensive approach in creating, analyzing and understanding the HRM
architecture. The research findings suggest that the HRM modern architecture includes six design
elements, namely: HRM contingent factors, key stakeholders” interests, the HRM hard components, the
HRM soft components, organizational results, and feedback.

Keywords: human resource management, organizational design, human resource management
architecture
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INTRODUCTION

The period of intense changes in the business
environment primarily driven by the intensification
of the globalization process, an economic downturn,
demographic changes, education and labor market
changes, technology and ICT development, as well

* Correspondence to: B. Bogicevic Milikic, Faculty of Economics
University of Belgrade, Kamenicka 6, 11000 Belgrade, The
Republic of Serbia; e-mail: bogicevicmilikic@gmail.com

as an increase in the awareness of corporate social
responsibility, has led to significant organizational
changes. An increasing size, thinning structures,
the implementation of new models in intra- and
inter-organizational design, the introduction of
knowledge as the key organizational resource, the
implementation of multiplication strategies and the
like have also caused significant effects on human
resource management (hereinafter referred to as
HRM), which reflect in changes in the purpose, role,
work scope, HRM organizational process, stronger
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strategic management, work division between line
managers and employees in the activities of HRM, the
emergence of new HRM practices and the increasing
importance of the quantitative impact-oriented
monitoring of HRM on organizational performance.

The aforementioned changes create a need for
systematization in the HRM design approach. The
choice of a specific architecture directly affects
the size of the contribution of HRM to the overall
organizational performance: the greater the degree
of alignment between the HRM architecture, on
the one hand, and the organizations strategic
capabilities and business processes, on the other,
the greater the positive impact of HRM on overall
organizational performance (Purcell, 1999; Becker &
Huselid, 2006, 899). However, when speaking about
the relevant literature, there are numerous HRM
approaches, perspectives, paradigms and models that
have emerged over the years, creating a confusion
in contemporary HRM design. It can certainly be
attributed to intense changes in the role, scope and
manner of business doing in the HRM field.

The initial hypothesis of the paper implies that:

H: In the relevant literature, there is no integral
conceptual framework for designing the HRM
architecture in modern organizations.

Thus, the paper is aimed at identifying the elements
based upon which different approaches to the HRM
architecture design can be grouped or differentiated,
and proposing an integral conceptual framework for
the HRM architecture design and its elements.

The subject matter of this research study are different
approaches and perspectives in designing the HRM
function, which will be analyzed starting from the
main theoretical models of organizational design in
order to tie the knowledge from organizational design
theory with modern approaches to HRM design.

The key research questions to answer herein are:

* What are the key models of the HRM architecture
in the relevant literature?

* Are there any similarities between them, and
which similarities are in question?

¢ What are the differences between them and how
can they be explained?

e What are the essential elements of the HRM
architecture that can help to better understand the
HRM function in the current setting?

Given the nature of the research study, the paper
is of a theoretical nature and is based upon the
cabinet research of the relevant literature in the
fields of organizational theory, organizational
design and human resource management. This
research is exploratory and aims to provide a better
understanding of the researched phenomenon by
primarily using the methods of analysis, comparison,
classification, deduction and synthesis for drawing
conclusions.

In addition to the introduction, the paper consists of
three parts and the conclusion. Within the theoretical
framework, emergence, different definitions and
theoretical perspectives in HRM research are
analyzed. In the second part of the paper, an
analysis of different approaches to the design of
both organizations and HRM is carried out. In the
third section of the paper, the research findings and
the discrepancies identified between the existing
models are discussed, and an integral framework
for HRM design in contemporary organizations is
proposed. Finally, in the last part of the paper, the
key conclusions and the implications of the paper are
drawn, and the main limitations and directions of
future research in this area are pointed out.

THE THEORETICAL FRAMEWORK

The HRM concept, definition and emergence

Human resource management can be defined in

different ways (Bogicevi¢ Miliki¢, 2017):

* as a scientific discipline studying the different
aspects of employment in an organization;

* as an important business function in an
organization, which includes a range of diverse
processes, i.e. jobs and tasks;
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* asa part of an organization’s management system
encompassing all the management decisions,
strategies, policies and activities that directly
affect the employees of the organization: their
behavior, results, attitudes, values and motivation;
and

* asa profession.

As a scientific disciplinee HRM is an area of
organization science dealing with the study of all
the aspects of organizational employment, whose
origin dates back to 1935 (Bogicevi¢ Miliki¢, 2017).
As a scientific discipline, HRM is characterized by
a highly fragmented study field. Depending on its
research focus, the name of the discipline changed
during the 20™ century. In the beginning, it was
called Personnel Management, whereas in the late
1970s and the early 1980s, the discipline was given
a new name, i.e. HRM, under a strong influence of
primarily the American literature. The change in the
name also marked a qualitatively new phase in the
development of the discipline - its focus shifted from
controlling labor costs to understanding employees
and their capabilities as an important resource
within organizations, on the one hand, and to giving
strategic importance and role to managing those
resources (Tyson & York, 1996, 40). Until the 1980s,
researchers were primarily focused on individual
HRM activities, so that new research perspectives
emerged in the late 1980s and 1990s, namely the
strategic, political, economic utility and international
perspectives (Bogicevi¢ Miliki¢, 2017). In recent years,
talent management has increasingly been discussed,
with many organizations being focused on the
identification, attraction, development and retaining
of talents. The focus is on a reduction in the role of
HRM administrative activities and the enhancement
of the strategic role and quality of the services
provided to “clients” in the organization.

As a profession, HRM developed at the beginning of
the 20" century (1915-1920), when many well-known
universities in the USA (first Dartmouth College, then
Harvard and Columbia), offered specialist education
programs for these jobs, upon the initiative of the
War Industrial Council. The industrial revolution,

which led to the development of technology, the
opening of large factories and the development
of specialization, had a decisive impact on the
development of the profession and significant effects
on employment growth (Bogicevi¢ Miliki¢, 2017). In
contemporary conditions, HRM jobs are performed
by professional HR managers and experts in various
humanities, namely by psychologists, sociologists,
anthropologists, social ~workers, lawyers and
economists, all of whom are supposed to have diverse
abilities in different areas, such as HRM, psychology
(industrial psychology, social psychology), sociology,
andragogy, finance, marketing, organizational
behavior, ICT, industrial relations and law. The
required competencies are strongly related to the
roles of HRM (a strategic partner, an administrative
expert, an employee advocate and a change agent),
and they include the ability to analyze the current
and future organizational business goals and the role
of the HR sector in the process of achieving them,
the ability to analyze fluctuation, productivity and/
or potential consumer issues in order to propose
adequate solutions pertaining to the HRM field (the
strategic partner role); the overcoming of employee
resistance to the latest HRM policies and practices,
technologies and/or job descriptions (the role of the
change agent); the guidance and counseling service
for employees and the presentation of employees’
views to the management of the organization (the role
of the employee advocate); the creation, introduction
and continuous improvement of HRM systems, as
well as an insight into the ways technology can make
HRM systems more efficient and less expensive (the
role of the administrative expert). The following jobs
are basically done in the human resource sector: an
operational HRM executive, an HR specialist, an
HRM business partner (an HRM consultant), an HR
manager and an HR director.

As a business function, HRM encompasses a variety
of the activities, policies, practices and systems that
affect the behavior, attitudes and performance of the
employees of an organization, namely organization
design and development, job analysis and design,
HR planning, employee recruiting, selection,
training, learning and development, managing
employee performances, remuneration, leadership
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development, knowledge management, talent
management, employee relationships, collective
bargaining, employee health and safety and so forth.

As a part of the management system, HRM includes
all the management decisions, strategies, policies
and activities that directly affect the employees of the
organization: their behavior, results, attitudes, values
and motivation. The key functions of HRM are all
management levels - strategic, middle and operational
management - and they perform significant tasks in
the HRM field (Bogicevi¢ Miliki¢, 2017).

An overview of the different perspectives of
HRM

When the relevant literature is concerned, it contains
different HRM approaches and perspectives. The
basic classification implies the difference between
personnel management, as a traditional approach
to administering various aspects of employment in
organizations, on the one hand, and HRM, which is
more strategically oriented and sees people as the key

resource of organizations, on the other. According
to the differences in the theoretical approach to
managing people and practices, ]. Beardwell and L
Clark (2007) distinguished between the five different
perspectives of personnel management and HRM
(Table 1).

In addition to the two foregoing typologies, yet
another popular typology includes the other
approaches to human resource management
(Farnham, 2015), namely:

* personnel management,
e new (distinctive) HRM, and
e HRM.

Heir most important characteristics are presented in
Table 2.

Contextual HRM is the most recent, but perhaps
the broadest approach to HRM, given the fact that it
implies a broader context, in which HRM operates
and is based upon the postulates of contingent theory,
which seeks to explain complex relationships within

Table 1 The different perspectives on people management

PERSONNEL MANAGEMENT

HRM

The planning perspective

The people management
perspective
organizational control.

The employment relations
perspective

stakeholders.

The system/structure
perspective

The role perspective

experts.

Reactive and marginal within the
corporate planning system.

Employees are considered to
be variable costs and subject to

It is only natural that there is the
dominance of individual interests in
the work environment, as well as a
conflict of interests between different

People control, information from top.

Personnel management is specialized,
professional and led by personnel

Strategically oriented, the key role of HRM
in the corporate planning system.

People are the social capital able to develop
and be dedicated to work.

Supports stakeholders’ common interest
and strives to eliminate conflicts.

Promotes employee information and
participation and open communication with
management in order to increase the level
of trust and commitment.

Mostly integrated within line management.

Source: Beardwell & Clark, 2007
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and between organizational subsystems and between
the organization as a whole and its environment, on
the one hand, and their impact on organizational
performance, on the other. It historically originated
and dominated especially during the 1960s and the
1970s, and is an important step forward from the
then universalist theories, and can be classified into
the so-called moderate approaches between the two
extreme perceptions of organizations: the universalist
perception - according to which there is only one
best solution for all situations, and the situational
perception - according to which each situation should
individually be viewed and analyzed (Zeithaml,
Varadarajan & Zeithaml, 1988). However, when
speaking about practice, contingent theory is often
misunderstood and incorrectly equated with the
situational approach (Luthans & Stewart, 1977).

When speaking about HRM, the application of
contingent theory would imply the following: HRM
is an open system made up of the subsystems that
interact with each other and with the environment
as well. The interactive nature of the HRM elements
provides the two basic characteristics (Zeithaml et al,
1988, 38-39):

* the adaptability of the system elements (the system
elements adapt to each other in order to preserve
the system characteristics), and

e the achievement of the same final (desirable)
results is possible, starting from different initial
assumptions and using different means.

The main assumption is that there is not only one best
HRM structure, one leadership style or one way to
make decisions, similar to the situational approach.
Concrete solutions depend upon various factors and

Table 2 The three paradigms of people management in organizations

The personnel management paradigm

The HRM paradigm

The contextual HRM

Driven by the need of the
management to fairly treat people
inside the organization.

Operates in a stable environment.

A traditional approach to people
management with the administrative
role.

A short-term orientation with an ad
hoc perspective.

Includes a pluralistic framework for
approaching people organization and
management.

Includes collective negotiations with
unions, if any.

Personnel management is led by
personnel experts (policy making,
implementation, monitoring).

Driven by the need of the
management to ensure competitive
advantage in the market at the
organizational level.

Operates in a competitive and
dynamic environment.

A distinctive approach to people
management, a strategic focus.

S long-term orientation, a strategic
perspective.

Includes a unique framework for
approaching people organization and
management.

Includes a more individualized
people management approach than
collective negotiations do.

Provides HRM services based on
collaboration between HRM experts
and line managers.

Guided by the following factors: the
role of the state, legislation, trade
unions, the forms of ownership
affecting HRM, at the national level.

Operates in regulated market
conditions.

Uses a comparative approach in
order to understand the factors that
influence making decisions on the
organization’s employees.

A contingent perspective.

Includes a pluralistic framework for
approaching people organization and
management.

A contingent approach to people
management.

Provides HRM services in accordance
with the national environment.

Source: Farnham, 2015, 6-7.
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limitations, and their interconnection (contingency)
included in the internal and external environment.
Contingent theory aims to:

* identify the important contingent variables that
differentiate between different contexts,

* group similar contexts based upon such contingent
variables, and

* identify the most effective organizational response
for each recognized context.

It means that not every situation is analyzed
individually, similar to the situational approach, but
recurring contexts are rather sought in order to find
the most effective structural model, leadership style
and/or decision-making model (Janicijevi¢, Bogicevic
Miliki¢, Petkovi¢ and Aleksi¢ Miri¢, 2020). Similar
to contingent theory, the relationship between the
following three groups of variables is crucial in the
contextual HRM model, namely:

* the contingent situational factor of HRM -
the situational factors usually external to the
organization and HRM, which cannot be
influenced by management:

* general environment factors - the factors that
exert an indirect influence on the organization,
creating a context for the effect of specific factors:
legislation, national culture, the educational
system, the political system, the economic system,
demography, ecology and so on;

¢ the factors included in a specific environment -
the factors that exert a direct and strong influence
on HRM: customers, suppliers, competitors,
technology, socio-political factors and so on;

* HRM responses - the organizational and
managerial activities undertaken due to the
existing or anticipated characteristics of the
contingent factors: changes in the structure, the
management style or the decision-making style,
and

* organizational performance - it depends on the
compliance of the contingent factors and the HRM
response to them within a given context: efficiency,
a profit, productivity, employee satisfaction, return
on capital employed, the employee turnover rate
and so on.

The success of HRM depends on its ability to adapt to
the environmental factors it is influenced by. In order
to be efficient and achieve the highest performance
level, HRM needs to be in accordance with the
contingencies in its environment, thus maintaining
the equilibrium needed for proper operation. That is
the reason why contingent theory is often regarded as
an example of equilibrium theories (Donaldson, 2001).

Organizational performance is the main dependent
variable in the HRM model (Luthans & Stewart,
1977; Donaldson, 2001); situational factors are the
main independent variables (Luthans & Stewart,
1977), whereas changes in HRM as a response to
the influence of the independent variables act as the
mediator variable, since they initiate changes in the
dependent variable. In a nutshell, changes in the
independent variable lead to changes in the mediator
variable, which then continues to a change in the
dependent variable.

RESEARCH FINDINGS: THE
CHARACTERISTICS OF THE HRM DESIGN
MODELS

Inorder to test the initial hy pothesis reading that, in the
relevant literature, there is no integrated conceptual
framework for designing the HRM architecture
in modern organizations and answer the research
questions, the main approaches and models of both
organizational design and HRM design are analyzed
based upon the review of the relevant literature in the
field of organizational theory, organizational design
and human resource management. Different methods
of scientific reasoning, namely analysis, comparison,
classification, deduction and synthesis, are used for
this purpose.

The models of organizational design

In order to create an integral conceptual framework
for HRM architecture design, it is necessary to start
from the main theoretical models of organizational
design, which can indicate the prevailing approaches



B. Bogicevic Milikic, A conceptual framework for designing the architecture of human resource management 125

to design, the main design elements in modern
organizations, i.e. the elements that are and can be
design elements, those that are not and the manner
in which they are interrelated. Models are important
for understanding a phenomenon, precisely because
they focus attention on the most important elements,
thus providing a deeper understanding of the
phenomenon. The importance of organizational
design for individual organizations manifests
through its role in shaping the organization that will
enable the effective achievement of organizational
strategies/goals.

Organizational design is the process of the systematic
and purposeful shaping and aligning of the elements
of an organization - the structure, the formal
communication system, the division of labor, the
control, coordination and accountability systems
(Hamel & Prahalad, 1994) - in order to successfully
achieve organizational goals (Mohrman, 2007)
through an adequate and timely adaptation to changes
in both the external and the internal environments.
Organizational design can also be understood as a
result of the organizational design process (Stanford,
2018). Organizational design is often mistaken for the
organizational structure - it is only one of the elements
of organizational design (Galbraith, Downey & Kates,
2002; Stanford, 2018). The most important role of the
knowledge of organizational design is the ability to
create an adequate organization, and its detailed
analysis and improvement as well.

Over the years, numerous definitions have emerged
in the literature pertaining to the definition of
organizational design, among which the following
are widely popular both in theory and in consulting
practice:

o Leavitt’s Diamond Model,

* Contingent Design Models,

* Galbraith’s Star Model, (4), Congruence Model,
*  McKinsey 7-S Model, and

e Burke-Litwin Causal Model.

The overview of the basic elements and factors of
organizational design in the mentioned models is
accounted for in Table 3.

HRM design models

The first HRM models emerged during the 1980s,
essentially being the design models aimed at
providing an analytical framework for HRM research
- strategies, policies, processes, practices, situational
factors, stakeholders, performance and so forth
(Bratton & Gold, 2012) - and legitimizing HRM and
distinguishing it from the other approaches (Guest,
1997, 273).

As for the relevant literature, the following HRM
models are cited as the most popular:

¢ the early model,

e the Harvard model,

¢ the Guest model,

e the Warwick model,

* the Storey model and

* the 5-P model.

Their elements are presented in Table 4.

A little while later, in the late 1990s and at the
beginning of the 2lst century, the term “HRM
architecture” began to be used in the relevant
literature instead of “models” in order to explain
all the components of HRM in organizations and
the relationship between them. However, different
definitions in the literature initiated considerable
confusion in understanding the term.

According to B. E. Becker and B. Gerhart (1996),
the HRM architecture consists of the three main
components: HRM philosophy, HRM policies and
HRM practices.

D. P. Lepak and A. Snell (1999, 32) describe the
architecture as a framework linking different
employment models, employee-employer
relationships and different configurations (systems)
of HRM. Based upon the contributions of transaction
cost theory, resource dependency theory and human
capital theory, they believe that, depending upon
the value of human capital and the particularity of
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Table 3 Different approaches to organizational design

APPROACH | The elements and factors of organizational design Authors
Leavitt’s . Taslés, I H. J. Leavitt (1964)
i ¢ Technolo
Diamond e The struc%z;e,
Model * People.
Changes at any point of the diamond lead to changes in some or all of the other
design elements, whereas failure to manage the elements and their relationships
can lead to a wide variety of problems in the organization.
Contingent | ¢ The elements of the structure: specialization, the number of hierarchical T.E. BurnsiG. M.
Design levels and a span of control, authority delegation, formalization and Stalker, (1961);
departmentalization. A.D. Jr. Chandler
Models * The contingent contextual factors (the factors of the general environment: ?962%; J. Woodward
legislation, national culture, the education system, the political system, 1965); P. Lawrence
the economy, demographics, ecology and so on; the factors of the specific i J. Lorsch (1967); J.
environment: buyers, suppliers, competitors, technolog?/, socio-political Thompson (1967); C.
factors; the factors of the internal environment: technology, a strategy, Perrow (1967); P. M.
organizational culture, maturity and the size) cause organizational reactions Blau (1970;1972); R.
to changes in the structure which, in the compliance with the contingent P. Rumelt (1974); C.
factors, influence organizational performance (efficiency, a profit, productivity, | W. Hofer (1975); L. E.
employee satisfaction, return on capital employed, the employee turnover Greiner (1972); J. Child
rate, etc.). 1973); H. Mintzberg
1979); M. Porter (1980)
Galbraith’s o The strategy J. R. Galbraith (1973;
Star Model | ® The structure (specialization, the number of hierarchical levels and a span of 1977)
control, authority delegation, and departmentalization).
* Processes (work processes, resource allocation)
* Human resources (recruitment, selection, training and development)
¢ The rewarding system
o There is interconnectedness and an influence between each of the design
elements.
Congruence | e inputs (environmental factors, resources, organizational history, and D. A. Nadleri M. L.
Model strategies) Tushman (1980)
o transformational processes (the task, individuals, formal organization, informal
organization)
¢ outputs (products, organizational functioning, individual behavior, group
behavior, relationships between groups in the organization, individual
performance).
¢ In order for an organization to be successful, there must be congruence
between all the design elements.
McKinsey e Systems, (R Féa;cale i A. Athos
X e Strategy, 1981
7-5 Model o Structgre, T.J. PetersiR. H. Jr.
o Style, Waterman (1982)
e Shared values,
o Staff,
o Skills.
Burke-Litwin | e Transformational variables: the external environment, a mission and a strategy, | W. BurkeiG. Litwin
Causal leadership, organizational culture, individual and organizational performance.” | (1992)
Model ¢ Transaction variables: the structure, management practices, systems (policies

and procedures), organizational unit climate, job requirements, motivation,
individual needs and values.
There is feedback in the model: transformational variables (among which the
strongest influence is the influence made by the external environment) exert
an i.nbtjence on transaction variables, which in turn affects transformational
variables.

Source: Author, based on the review of the literature
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human capital for a particular organization, there are
four different configurations, ie. HRM systems, for

value, a low specificity).

different types of employees:

* creating human capital alliances (low value, a
high specificity),

* human capital contracting (low value, a low

specificity),

* human capital development (high value, a high
specificity), and

* the external employment of human capital (high

The HRM architecture of an organization comprises
different HRM systems within the organization; each

employee is involved in some of the four different

systems, depending upon their individual values and

specificities for the organization. The role of the HRM

configuration is to strike the right balance - equity

between its employees and their organization in

Table 4 Different theoretical HRM design models

HRM MODEL

THE ELEMENTS OF THE MODEL

AUTHORS

Early model

Harvard model

Guest model

Warwick -model

Storey model

5-P model

Selection, performance evaluation, development, rewarding.

Situational factors, stakeholders’ interests, HRM policies, HRM
performance, long-term consequences and feedback.

HR strategy, HR policies, HRM performances, desired behaviors,
performance and financial outcomes.

The external context: socio-economic, technical, political, legislative,
competitive.

The internal context: culture, the structure, leadership, technology,
business results.

The content of the business strategy: goals, market, the strategy, tactics.
The HRM context: the role, the definition, the organization, HRM results.
The HRM content: workflows, work systems, rewarding systems,
employee relationships.

Beliefs and assumptions, strategic aspects, the role of line managers, the
key HRM areas.

HR Philosophy - the statement of how an organization views its human
resources and their role in its overall business success, and how they
should be treated and managed as well.

HR Policies - a guide to the creation of HR practices and programs.

HR Programs - uniting the coordinated efforts of HRM to implement
the organizational changes that result from the strategic needs of the
organization.

HR Practices - the activities undertaken so as to implement HR policies
and programs: employment, learning and development, earnings and
performance management, employee relationships and administration.
HR Processes - the formal procedures and methods used to implement HR
plans and policies in practice.

C. J. Fombrum, M. M.
Tichy i M. A. Devanna,

(1984)

M. Beer, B. Spector,
P. Lawrence, D. Quinn
Mills i R. Walton (1984)

D. Guest
(1987,1997)

C. Hendry i A. Pettigrew
(1990)

J. Storey (1992)

R.S.Schuler (1992)

Sources: Bratton & Gold, 2012; Armstrong & Taylor, 2017; Marchington, Wilkinson, Donnelly & Kynighou, 2016.
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terms of how much they contribute, on the one hand,
and what they receive in return, on the other.

S. Kepes and J. E. Delery (2006; 2007) point out
the fact that the HRM architecture consists of two
basic components - organizational climate and
the HRM system (philosophy, policies and HRM
practices). According to the authors, organizational
climate reflects all the HRM formal and informal
practices that serve as the glue that holds the entire
organization together. HRM philosophy refers to the
general principles that define the value and treatment
of employees in a specific HRM system. HRM policies
are a guide and a benchmark for various HRM
activities - what the organization wants to achieve,
not how it will achieve it. Practices are the activities
and techniques used in the implementation of HRM
policies. HRM practice implementation processes
are the processes detailing how practices are to be
implemented.

One group of authors (Becker, Huselid & Ulrich, 2001;
Becker & Huselid, 2006; Hird, Sparrow & Marsh, 2010)
believe that, in addition to the HRM system, process,
function structure and competencies, the HRM
architecture also has to include the behavior of all the
employees of the organization that results in a specific
performance - it encompasses all that is included in
HRM, not only the structure of the HRM function.

According to M. Armstrong and S. Taylor (2017,
31), the HRM architecture is the HRM system that
integrates HRM philosophies, takes into account the
external and the internal environments and consists
of the three basic components:

* HRM strategies - which define the directions of
activities in different HRM fields,

* HRM policies - which define the purpose of
HRM and provide a guidance to the creation and
implementation of different HRM activities, and

* HRM practices - which consist of the HRM
activities focused on the governance and
development of employees and labor relations
management.

DISCUSSION: THE CREATION OF AN
INTEGRAL CONCEPTUAL FRAMEWORK
FOR THE HRM ARCHITECTURE DESIGN

The characteristics of the key organizational
design models

Analyzing the organizational design models
presented in Table 3, several conclusions can be drawn
about the dominant approaches in organizational
design:

* some design models are true “theoretical”
models, whereas others are a result of consulting
experience and practice (McKinsey’s 7-5 model,
Galbraith’s star model);

* asmall number of design models do not take into
account the factors of the external environment
as the integral elements of the design, so they
represent the so-called closed models of the
organization (e.g. Leavitt's model, the “star”
model, and McKinsey’s 7-S model), which makes it
difficult to apply them in the modern conditions of
the dominance of the organizational open models;

* the number of design elements differs for every
model, ranging from 4 (e.g. Leavitt's model) to
12 (e.g. the Burke-Litwin causal model), which
increases the complexity of the application and
understanding of the model, so most models have
the optimal number of elements, ranging from 5
to7

* some design models could be classified as rational
organizational models (e.g. contingent design
models), whereas others can be classified into
social organizational models, which dominate
in contemporary conditions (they include the
organizational human, i.e. social, dimension);

* only rare models, and quite unjustifiably, include
the existence of feedback (e.g. the Burke-Litwin
causal model).

The foregoing gives rise to the following key design
features of modern organizations:
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* The forward-looking model of organizational
design should be based on the assumption of the
organization as an open system, which has been
present since the 1950s and which includes the
contingent factors of both the external and the
internal environments that crucially influence the
design of organizational design.

* The model of organizational design should include
the minimum required number of the elements
sufficient for its understanding, which means 5 to
7 elements according to the conducted analysis.

e In addition to the rational dimension (once
organizational goals are defined, organizational
design is created in a clear and logical manner),
the organizational design model necessarily has
its social dimension as well (individuals in the
organization do not always behave in accordance
with defined rules and policies, but first modify
them in accordance with their needs, and only
then adapt to them).

* The model of organizational design should
also include the feedback that explains the
interrelationship between the elements in the
model (the interplay of the variables in the model)
and ensures the sustainability of the model over
time. In order to provide feedback, organizational
performance needs to be an element of the model.

The organizational design model should be aligned
with the important trends that characterize the
business and work environments and should include
the following: an increased use of teams and the
intensification of the cross-functional work that
creates the need for an additional communication
and information flow, an increased use of dispersed,
global working groups, continuous reorganization
and restructuring, costs and a more efficient use of
the work space, increasing employee satisfaction
while attracting new talents (Stanford, 2018, 24-25).
Modern models of organizational design focus on
the development of horizontal structures, employee
independence, a more intensive information
exchange, the multi-strategy and organizational
culture that encourages a faster adaptation to changes
in the environment (Daft, Murphy & Willmott, 2017, 41)

The characteristics of the main HRM design
models

The analysis of the different approaches to defining
the HRM architecture has led to the following
conclusions:

e In some definitions, the architecture and the
system overlap (Armstrong & Taylor, 2017),
whereas in some other definitions, the architecture
contains multiple different HRM systems (Lepak
& Snell, 1999; Kepes & Delery, 2006; 2007).

* As many as eight different elements are listed
as the components of the HRM architecture in
different models, namely:

* organizational climate (Kepes & Delery, 2006;
2007),

* the HRM strategy (Armstrong & Taylor, 2017),

* HRM philosophy (Becker & Gerhart, 2006;
Kepes & Delery, 2006; 2007, Armstrong &
Taylor, 2017),

* HRM policies (Armstrong & Taylor, 2017),

e HRM practices (Becker & Gerhart, 1996;
Armstrong & Taylor, 2017),

* HRM processes (Becker et al, 2001; Becker &
Huselid, 2006; Hird et al, 2010),

* employee behavior in the organization (Becker
et al, 2001; Becker & Huselid, 2006; Hird et al,
2010), and

* employment models (Lepak & Snell, 1999).

* Some of the aforementioned elements of the
HRM architecture cannot stand for the design
elements, and they are organizational climate
and employee behavior in the organization. These
two components are not the elements of the HRM
function design, but rather represent the result and
consequence of the HRM design features and its
implementation within a particular organization
- they are an integral part of organizational
performance.
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* Some HRM design models include contingent
factors (external and/or internal), while some
include stakeholders” interests, whereas others do
not.

* In some models, the impact of HRM on
performance is important, unlike in the other
models.

Based upon the abovesaid, it can be concluded that
the initial hypothesis of the paper implying that, in
the relevant literature, there is no integral conceptual
framework for designing the architecture of HRM is
confirmed.

The components of the integral framework
for HRM design

An analysis of the basic organizational design models
has revealed the dominance of open contextual
social (natural) models, which take into account
both the factors of the internal environment and the
factors included in the external environment, where
people and their relationships, values, behavior
and performance are an important element of the
largest number of the models. The majority of the
models include a total of 5-7 elements. When HRM
design is concerned, the analysis of the various
models indicated a lack of a consensus on both the
HRM design elements and on their definition and
understanding.

Considering the previous analysis, it is believed
that the HRM design model should be contextual,
i.e. adaptable to the contingencies included in the
external and the internal environments that strongly
affect the characteristics of HRM, so the magnitude
of the positive impact of HRM on an organization’s
performance will depend upon the organization’s
ability to adapt its HRM design to the characteristics
of these contingencies. It is necessary to include
feedback in the model. Accordingly, the integral
conceptual framework for HRM design, i.. its key
elements, is suggested below (Figure 1).

The contingent factors of HRM. The contingent factors
create a context for the functioning of HRM, thus

exerting a direct influence. Therefore, they have to
be the element of the design taken into consideration
when creating, analyzing and changing it. The most
important contingent factors of HRM that have a
direct impact on the design of the HRM architecture
include the two main groups of factors: the external
and the internal.

The external contingent factors relate to the external
context of an organization, and include (Farnham,
2015, 17) the following:

* the economic context (the macroeconomic policy,
the market and prices, the market structure, the
size of organizations, public expenditure, the size
of wages, employment and unemployment, labor
and capital markets, the inflation rate, the GDP
growth rate, etc),

e the socio-cultural context (the demographic
characteristics of the total and the working
age population: the gender, age and the level
of education, cultural values and attitudes,
belongingness to religious communities, the
ethnic structure, etc.),

e the technological context (information-
communication  technologies,  technological
changes, research and development, etc.),

o the political context (political parties, the
government, the opposition, the public and state
administration, local authorities, international
organizations, the EU),

¢ the legal and legislative context (the law on labor,
the law on obligations, the consumer protection
law, the law on health and safety, the law on trade,
regulatory bodies, courts, etc.), and

e the ethical context (work ethics, business ethics,
corporate social responsibility, human rights).

The internal contingent factors include the three basic
groups of factors:

* organizational characteristics (the strategy, the
size, the organizational structure, organizational
culture, and technology),
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* employee characteristics (personal characteristics,
interests, motivation, attitudes, abilities), and

* the characteristics of the jobs that are done in
organizations (the nature of jobs, requirements,
occupational autonomy, etc.).

The contingent factors of HRM shape HRM
philosophy, and the HRM strategy through it,
determining the company’s attitudes towards
the employees, how the company (management)
understands the needs of the employees, their value
for the company, desirable approaches to work,
which then determines how the company will treat
its employees, ie. how it will manage its human
resources.

Key stakeholders’ interests. Stakeholders include
the entities, individuals and groups that have an
interest, both direct and indirect, in the functioning
of the organization and its achievement of its goals
(Janicijevi¢, Bogicevi¢ Miliki¢, Petkovi¢ and Aleksic
Miri¢, 2020). In order to achieve their goals, interested
groups exert a significant influence on the shaping
of the HRM architecture. Among them, the most
important stakeholders are:

* owners (an increase in the company value in the
long run, return on invested capital),

* managers (an increase in a profit, an increase in
the share price),

* (an increase in the salary, the balance of private
life and work, personal development),

* the government (an increase in employment, an
increase in the average wage, compliance with
labor and labor regulations),

* the social community social

responsibility), and

(corporate

* trade unions (an increase in the labor price,
the improvement of working conditions, the
strengthening of employment security, employee
protection, etc.).

The hard components of HRM. The hard components
of HRM are visible and tangible, easier to create and
modify, and they represent the basic foundations of

the HRM architecture. They include the following
elements (Bogicevic Milikic, 2017):

o the HRM strategy - it defines the objectives
of HRM and the directions of activities in the
different areas of HRM;

e the HRM system (policies, procedures, analytics
and activities);

* the HRM structure, including the organizational
roles of employees within the HRM function -
their number and the required profile of expertise
depending upon the chosen structural model:
centralized, decentralized, a brokerage model or
a matrix model with centralized administrative
services.

In our model of architecture, the term “structure”
assumes all the important areas of HRM (processes/
activities/sub-activities) that have to be taken into
account regardless of the chosen model for their
structuring. Within each identified main functional
area of HRM (Organization, Employment, Learning
& Development, Rewards, Employee Relationships),
appropriate activities are grouped according to their
functional similarity. Regardless of the fact that they
are graphically separated in Figure 1, all the included
HRM areas/activities/processes are interrelated and
affect each other, and cannot be observed in isolation.
The graphic separation of the five proposed HRM
areas only aims to indicate the areas of the HRM
professionals’ functional expertise.

The soft components of HRM. This group of elements
is, by its very nature, quite “intangible”, since it refers
to people - their values, abilities and behavior; so,
it changes much more difficultly and much more
slowly compared to the hard elements of the HRM
architecture. The soft components of HRM include
the following:

* HRM philosophy - the common values that
determine access to HR within an organization,
the value and treatment of employees in a specific
HRM system,

* the capabilities and skills of HRM employees:
strategic HRM, business skills, problem solving,
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analysis and critical thinking, research skills,
statistical skills, selection interviewing skills,
learning and development, negotiation skills,
change fostering and leading, leadership skills,
persuasion and an influence, conflict management
and political skills (Armstrong & Taylor, 2017), and

* the leadership style in the organization, since all
line executives are HRM function holders.

Organizational results. Since the introduction of the
strategic approach to HRM, the achievement of
planned and desired organizational results is both
the goal and purpose of having an organization and
an effective HRM. There are three sets of results
relevant to the evaluation of HRM effectiveness, and
they include the following:

e HRM results (HRM metrics - a set of the
quantitative indicators that depict the quality and
effectiveness of HRM and its contribution to the
achievement of the organization’s goals,

* employees’ attitudes and behavior - their
motivation, commitment, satisfaction and work
engagement, and

* financial results - average productivity, revenue, a
profit and so on.

Feedback. There is feedback in the model: the
contingent factors (external and internal) and the
key stakeholders’ interests exert an influence on
both the hard and soft components of HRM, which
then affects organizational results, and in turn all
the other elements of the HRM design. The feedback
in the proposed model indicates the nature of the
variables included in the model. The independent
variables in the proposed HRM design model are
contingent factors (external and internal) and the
interests of the key stakeholders. The intervening
(interpretive) variables in the model are the soft and
hard components of HRM, while the organizational
results are the main dependent variable.

CONCLUSION

Based upon the analysis of the different models of
organizational design and HRM design, an integral
conceptual framework for designing the HRM
architecture is proposed in this paper. The analysis
of the various general organizational design models
has confirmed the existence of a number of the design
models based upon completely different assumptions
(open vs. closed organizational models) and including
a different number of elements (ranging from 4 to
as many as 12). Similar results were also found in
the analysis of different HRM design models. By
comparing the different HRM design models, their
similarities, as well as numerous differences between
them, are pointed out, thus confirming our initial
hypothesis that, in the relevant literature, there is no
integral conceptual framework for designing the HRM
architecture. This provided the rationale for building
such a framework. Starting from the assumption
that organizations are open models, and therefore
HRM is an open model as well, and the integration
of different approaches, simultaneously taking into
account the optimal number of the elements of the
model, a conceptual framework for designing the
HRM architecture which has six basic components is
proposed, those components including:

* HRM contingent factors,

* key stakeholders’ interests,

* the hard components of HRM,
* the soft components of HRM,
* organizational results, and

* feedback.

It is believed that the proposed framework will
provide a good basis for the legitimization of HRM,
a useful analytical framework for exploring the
individual elements of the HRM architecture and
the starting point for the creation of and changing
the HRM architecture in practice. It is also believed
that the proposed framework can contribute to the
development of a more systematic and comprehensive
approach to the study and understanding of HRM in
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modern organizations, both in theory and in practice.
For theory, an important contribution and implication
of this paper reflect in the fact that management should
approach the designing of the HRM architecture
starting from all the contextual factors, first defining
the philosophy and strategy of HRM, then defining
the policies, procedures, activities and analytics
needed to evaluate the quality and efficiency of HRM
based upon the existing and a desired mix of the
skills and knowledge of the HRM professionals. The
choice of a specific model for the HRM structure will,
to a large extent, depend upon the size and structure
of the company, as well as the other contextual factors
(such as work technology, the ICT development level,
a leadership style, a strategy, etc.). It is also necessary
for the management to clearly define the goals
they want to achieve at the organizational/group/
individual level(s) and monitor their achievement.
HRM design must include feedback, i.e. adjusting
the architecture in accordance with both the degree
of the accomplishment of desired results and changes
in the external and the internal contexts. One of the
possible implications of the paper is the application
of change in the proposed design approach to the
other support business functions that fall within the
so-called central part of Porter’s value chain, such as
the financial function, the ICT function, research and
development, and so forth.

The paper has several limitations that should be
mentioned, which future research may eliminate.
First, a limitation reflects in the theoretical nature
of the research study. Therefore, in future research,
it is necessary to check whether the proposed
framework is applicable in practice through empirical
investigation on a larger sample, which would include
different types of organizations (small, medium-sized
and large, economic and noneconomic), different
legal forms of organizations (profit and non-profit,
private, state-owned and those in mixed ownership,
national and global, etc), which would create the
necessary preconditions for making more generalized
and more definite conclusions. Second, the proposed
framework did not take into consideration the nature
of the impact of the soft and hard components of
HRM, i.e. it did not take into consideration which soft/
hard components of HRM may have a moderating

and which may have a mediating impact, or both, in
different situations and in which particular situations,
which is also an important research direction in this
area. Third, based upon the review of the relevant
literature, the proposed framework contains certain
elements within each of the six components of the
HRM architecture. It would be desirable to check
each of the components, as well as their content,
through empirical research in order to determine
whether some components/elements should be added
or excluded, which those components/elements are,
and why they should be added or excluded. Finally,
the proposed HRM architecture framework was
created at one point in time; given the intensification
of the changes in the context, organizations, the
characteristics of the working age population,
education, legislation, globalization, the work
environment and the jobs themselves, it needs to be
constantly reviewed and innovated so as to meet the
needs of modern organizations.
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* Korespondencija: B. Bogicevi¢ Miliki¢, Ekonomski fakultet
Univerziteta u Beogradu, Kamenicka 6, 11000 Beograd,
Republika Srbija; e-mail: bogicevicmilikic@gmail.com

dizajnu, uvodenje znanja kao klju¢nog organizacionog
resursa, primena multiplikovanih strategija i sli¢no,
proizvele su i znacajne efekte na menadzment ljudskih
resursa (MLJR). Efekti se ogledaju u promenama
svrhe, uloge, delokruga rada, organizacije i nacina
funkcionisanja MLJR-a, uspostavljanju ¢vrsce veze
sa strategijskim menadzmentom, promenama u
nacinu podele rada izmedu linijskih rukovodilaca i
zaposlenih na poslovima MLJR-a, pojavi novih praksi
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MLJR-a i porastu znacaja kvantitativnog pracenja
uticaja MLJR-a na organizacione rezultate.

Navedene  promene  kreiraju  potrebu  za
sistematizacijom u pristupu dizajniranja MLJR-a.
Izbor specificne arhitekture direktno utice na
veli¢inu doprinosa MLJR-a ukupnim organizacionim
performansama: Sto je veci stepen uskladenosti
izmedu arhitekture MLJR-a, s jedne strane, i strateSkih
sposobnosti i poslovnih procesa organizacije, s
druge strane, to je veci pozitivan uticaj MLJR-a
na ukupne organizacione performanse (Purcell,
1999, 38; Becker & Huselid, 2006, 899). Medutim, u
relevantnoj literaturi se tokom godina pojavio veliki
broj najrazli¢itijih pristupa, perspektiva, paradigmi i
modela MLJR-a, koji stvaraju konfuziju u dizajniranju
savremenog MLJR-a. Razlog tome, svakako, lezi u
intenzivnim promenama u ulozi, delokrugu i nacinu
obavljanja poslova iz oblasti MLJR-a.

Polazna hipoteza rada je:

H: U relevantnoj literaturi ne postoji integralan
konceptualni okvir za dizajniranje arhitekture
MLJR-a u savremenim organizacijama.

Cilj ovog radajeste da se uoce elementi na osnovu kojih
se razli¢iti pristupi dizajniranju arhitekture MLJR-a
mogu grupisati, ili razlikovati, i predlozi integralan
konceptualni okvir dizajniranja arhitekture MLJR-a i
njegovih odnovnih elemenata.

Predmet istrazivanja su razliciti pristupi i perspektive
u dizajniranju funkcije MLJR-a, koji ¢e se analizirati
polazeci od glavnih teorijskih modela organizacionog
dizajna kako bi se povezala znanja iz teorije
organizacionog dizajna sa savremenim pristupima
dizajniranju MLJR-a.

Klju¢na istrazivacka pitanja, na koja se nastoji dati

odgovor, su:

* Koji su kljuc¢ni modeli arhitekture dizajna MLJR-a
u relevantnoj literaturi?

* Daliizmedu njih postoje slicnosti i koje?

* Koje su razlike izmedu njih i ¢ime se mogu
objasniti?

* Koji su to neizostavni elementi arhitekture MLJR-a
koji mogu pomo¢i boljem razumevanju funkcije
MLJR-a u savremenim uslovima?

S obzirom na prirodu istrazivanja, rad je teorijskog
karaktera i baziran je na kabinetskom istrazivanju
relevantne literature iz oblasti organizacione teorije,
organizacionog dizajna i menadZmenta ljudskih
resursa. Istrazivanje je eksplorativnog karaktera i ima
za cilj da obezbedi bolje razumevanje istrazivanog
fenomena, pri ¢emu su u zakljucivanju primarno
koriceni metodi analize, komparacije, klasifikacije,
dedukcije i sinteze.

Rad, pored uvoda, ima tri dela i zakljucak. U okviru
teorijskog dela rada analizira se nastanak, razlicite
definicije i teorijske perspektive u istrazivanju
MLJR-a. U drugom delu rada, prezentirane su razliciti
pristupi dizajnu organizacije i MLJR-a. U trecem
delu rada, smo diskutovani su rezultati istrazivanja,
identifikovane neusaglasenosti izmedu postojecih
modela i predlozen integralni okvir za dizajniranje
MLJR-a u savremenim organizacijama. Najzad, u
poslednjem delu rada, izloZeni su glavni zakljucci i
implikacije rada i ukazano je na klju¢na ogranicenja i
pravce buducih istrazivanja u ovoj oblasti.

TEORIJSKI OKVIR

Pojam, definisanje i nastanak MLJR-a

MenadZment ljudskih resursa (human resource

management) moze se definisati na razlicite nacine

(Bogicevic¢ Miliki¢, 2017):

* kao naucna disciplina koja proucava razlicite
aspekte zaposlenosti u organizaciji;

* kao vaZna poslovna funkcija u organizaciji, koja
obuhvata niz raznovrsnih procesa, odnosno,
poslova i zadataka;

* kao deo sistema upravljanja u organizaciji, koji
obuhvata sve odluke menadzmenta, njegove
strategije, politike i aktivnosti koje direktno uticu
na zaposlene u organizaciji - njihovo ponasanje,
rezultate, stavove, vrednosti i motivaciju; i

* kao profesija.

Kao naucna disciplina, MLJR predstavlja oblast
nauke o organizaciji, koja se bavi proucavanjem svih
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aspekata zaposlenosti u organizaciji, a ¢iji se nastanak
vezuje za 1935. godinu (Bogicevi¢ Miliki¢, 2017).
MLJR, kao naucnu disciplinu, karakterise izrazito
fragmentirana oblast izucavanja. Naziv discipline
se, u zavisnosti od njenog fokusa u istraZivanju,
menjao tokom XX-og veka. Najpre je to bio Kadrovski
menadZment, da bi krajem 70-ih i pocetkom 80-ih
godina XX-og veka, pod jakim uticajem prvenstveno
americke literature, diciplina dobila nov naziv - MLJR
(Bogicevi¢ Miliki¢, 2017). Promena naziva je oznacila
i kvalitativno novu fazu u razvoju discipline - fokus
se sa kontrole troskova rada pomera na shvatanje
zaposlenih i njihovih sposobnosti kao vaznog resursa
u organizaciji i davanje strateSkog znacaja i uloge
upravljanju tim resursima u organizaciji (Tyson &
York, 1996, 40). Sve do 80-ih godina XX-og veka,
primaran fokus istrazivaca je bio na pojedinacnim
aktivnostima MLJR-a, da bi se krajem 80-ih i tokom
90-ih godina XX-og veka pojavile i nove perspektive
- strategijska, politicka, perspektiva ekonomske
korisnosti, i internacionalna perspektiva (Bogicevic
Miliki¢, 2017). Poslednjih godina, sve vise se govori
o menadZmentu talenata, pa mnoge organizacije
fokus stavljaju na prepoznavanje talenata, njihovo
privlacenje, razvoj i zadrzavanje. Fokus je na
smanjenju uloge administrativnih aktivnosti MLJR-a i
na povecanju strateske uloge i kvaliteta usluga koje se
pruzaju ,klijentima” u organizaciji.

Kao profesija, MLJR-a se razvija pocetkom XX-og
veka (1915-1920), kada su mnogi poznati univerziteti u
SAD-u (najpre Dartmouth College, a potom Harvard i
Kolumbija), na inicijativu Ratnog industrijskog saveta
zapoceli sa programima obrazovanja strucnjaka
za ove poslove. Presudan uticaj na razvoj profesije
imala je industrijska revolucija, koja je dovela do
razvoja tehnologije, otvaranja velikih fabrika i razvoja
specijalizacije, sa znacajnim efektima na povecanje
zaposlenosti (Bogicevi¢ Miliki¢, 2017). U savremenim
uslovima, poslove iz oblasti MLJR-a obavljaju
profesionalni menadZeri za MLJR i strucnjaci
razli¢itih humanistickih profila: psiholozi, sociolozi,
antropolozi, socijalni radnici, pravnici, i ekonomisti.
Svi oni raspolazu miksom razlicitih sposobnosti iz
razlicitih oblasti: MLJR-a, psihologije (industrijske
psihologije,  socijalne  psihologije),  sociologije,
andragogije, finansija, marketinga, organizacionog

ponasanja, IKT-a, industrijskih odnosa, i prava.
Potrebne kompetencije su u ¢vrstoj vezi sa ulogama
MLJR-a (strateski partner, administrativni ekspert,
advokat zaposlenih i agent promena) i ukljucuju:
sposobnost analize sadasnjih i buducih poslovnih
organizacionih ciljeva i ulogu sektora ljudskih
resursa u njihovom ostvarivanju, sposobnost analize
fluktuacije, produktivnosti i/ili eventualnih problema
sa potrosacima, kako bi se predlozila odgovarajuca
reSenja u oblasti MLJR-a (uloga strateSkog partnera);
prevazilazenje otpora zaposlenih novim MLJR
politikama i praksama, tehnologijama i/ili opisima
poslova (uloga agenta promena); vodenje i savetovanje
zaposlenih i predstavljanje stavova zaposlenih
menadZmentu  organizacije  (uloga  advokata
zaposlenih); kreiranje, uvodenje i kontinuirano
unapredivanje MLJR sistema i razumevanje kako
tehnologija moze da MLJR sisteme ucini efikasnijim
i jeftinijim (uloga administrativnog eksperta). U
sektoru ljudskih resursa u osnovi se obavljaju sledeci
tipovi posla: operativni ULJR izvrsilac, strucnjak
za ljudske resurse, MLJR biznis partner (MLJR
konsultant), menadzer za ljudske resurse, i direktor za
ljudske resurse.

Kao poslovna funkcija, MLJR obuhvata niz
raznovrsnih aktivnosti, politika, praksi i sistema,
kojima se utiCe na ponasanje, stavove i performanse
zaposlenih u organizaciji: dizajn i razvoj organizacije,
analiza i dizajn poslova, planiranje ljudskih resursa,
regrutacija, selekcija, obuka, ucenje i razvoj zaposlenih,
upravljanje performansama zaposlenih, nagradivanje,
razvoj rukovodilaca, upravljanje znanjem, upravljanje
talentima, odnosi sa zaposlenima, kolektivno
pregovaranje, zastita zdravlja i sigurnosti zaposlenih
itd.

Kao deo sistema upravljanja u organizaciji MLJR
obuhvata sve menadzment odluke, strategije, politike
i aktivnosti koje direktno uticu na zaposlene u
organizaciji: njihovo ponasanje, rezultate, stavove,
vrednosti i motivaciju. Nosioci funkcije MLJR-a u
organizaciji su svi nivoi menadZmenta - strateski,
srednji i operativni i oni obavljaju vazne poslove iz
oblasti MLJR-a (Bogicevi¢ Miliki¢, 2017).
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Pregled razlic¢itih perspektiva ML]JR-a

U relevantnoj literaturi postoje razliciti pristupi
i perspektive MLJR-a. Osnovna podela pravi
razliku izmedu kadrovskog menadZmenta, kao
tradicionalnog pristupa administriranju razlicitih
aspekata zaposlenosti u organizaciji, i MLJR-a, koji
ima viSe strateSku orijentaciju i pristupa ljudima kao
kljuénom resursu organizacije. Prema razlikama u
teorijskom pristupu upravljanju ljudima i praksama, J.
Beardwell i L. Clark (2007) napravili su razliku izmedu
pet razlicitih perspektiva kadrovskog menadZmenta i
MLJR-a (Tabela 1).

Druga popularna tipologija, pored gore navedena
dva, ukljucuje i druge pristupe menadZmentu
ljudskih resursa (Farnham, 2015):

* menadzment,
e nov (distinktivan) MLJR, i
¢ kontekstualni MLJR.

Njihove najvaZnije karakteristike predstavljene su u
Tabeli 2.

Kontekstualni MLJR je najmladi, ali mozda i najsiri
pristip MLJR-u, buduc¢i da posmatra Siri kontekst
u kojem MLJR funkcionie i bazi¢no se oslanja na
postulate kontingentne teorije, koja nastoji da objasni
slozene odnose unutar i izmedu organizacionih
podsistema, kao i izmedu organizacije kao celine i
njenog okruZenja, te njihov uticaj na organizacione
performanse. Istorijski je nastala i dominirala,
narocito, tokom 60-ih i 70-ih godina XX-og veka
i predstavlja vazan iskorak u odnosu na tadasnje
univerzalisticke teorije i moZe se svrstati u tzv.
umerene pristupe izmedu dva ekstremna videnja
organizacija: univerzalistickog - postoji samo jedno
najbolje reSenje za sve situacije, i situacionog - svaka
situacija treba da se posmatra i analizira pojedinacno
(Zeithaml, Varadarajan & Zeithaml, 1988). Medutim,
u praksi se kontingentna teorija cesto nedovoljno
razume i pogresno izjednacava sa situacionim
pristupom (Luthans & Stewart, 1977).

Kada je re¢ o MLJR-u, primena kontingentne teorije
bi znacila sledece: MLJR predstavlja otvoren sistem
sastavljen od podsistema koji su u medusobnoj
interakciji, ali i u interakciji sa okruZenjem. Iz

Tabela 1 Razlicite perspektive u upravljanju ljudima

KADROVSKI MENADZMENT

MLIJR

Perspektiva planiranja
korporativnog planiranja.

Perspektiva upravljanja ljudima
troskovima i predmet su
organizacione kontrole.

Perspektiva radnih odnosa

stakehofder -a.

Perspektiva strukture/sistema

Perspektiva uloge

Reaktivan i marginalan unutar sistema

Zaposleni se smatraju varijabilnim

Prirodno je da postoji dominacija
individualnih interesa u radnom
okruZenju i konflikt interesa razlicitih

Kontrola ljudii informacija s vrha.

Kadrovski menadZment je
specijalizovan, profesionalan i voden
od strane kadrovskih eksperata.

Strateski orijentisan, klju¢na uloga MLJR-a u
sistemu korportaivnog planiranja.

Ljudi su socijalni kapital koji je sposoban da
se razvija i da bude posvecen na poslu.

Podrzava zajednicke interese stakeholder-a i
pokusava da eliminise konflikte.

Promovise informisanije i participaciju
zaposlenih i otvorene kanale komunikacije
sa menadZmentom radi povecanja
poverenja i posvecenosti

MLJR je najve¢im delom integrisan u linijski
menadZment.

Izvor: Beardwell & Clark, 2007.
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interaktivne prirode elemenata MLJR-a, proizilaze
dve osnovne karakteristike (Zeithaml ef al, 1988, 38-39):

* prilagodljivost elemenata sistema (elementi
sistema se prilagodavaju jedni drugima kako bi se
ocCuvale karakteristike sistema), i

* dostizanje istih krajnjih (poZeljnih) rezultata
je moguce polaze¢i od razli¢itih pocetnih
pretpostavki i uz koricenje razlicitih sredstava.

Glavna pretpostavka je da ne postoji samo jedna
najbolja struktura MLJR-a, jedan stil liderstva ili
nacin donoSenja odluka, sli¢no situacionom pristupu.
Konkretna reSenja zavisice od razli¢itih faktora
i ograniCenja i njihove medusobne povezanosti
(kontingencija), sadrzanim u internom i eksternom
okruzenju. Kontingentna teorija nastoji da:

* identifikuje znacajne kontingentne varijable koje
prave razliku izmedu razlicitih konteksta,

* grupise slicne kontekste bazirane na kontingentnim
varijablama, i

o utvrdi nejefektivniju organizacionu reakciju za
svaki prepoznati kontekst.

To znaci da se ne sagledava svaka situacija posebno,
slicno situacionom pristupu, ve¢ se traga za
kontekstima koji se ponavljaju i za njih se trazi
najefikasniji model strukture, stil vodstva i/ili nacin
donosenja odluka (Janicijevi¢, Bogicevi¢ Milikic,
Petkovi¢ i Aleksi¢ Miri¢, 2020). U kontekstualnom
modelu MLJR-a, sli¢no kontingentnoj teoriji, kljucan je
odnos izmedu sledece tri grupe varijabli:

* kontingentni situacioni faktori MLJR-a - situacioni
faktori, obi¢no eksterni, u odnosu na organizaciju
i MLJR i na koje menadZment ne moze da utice:

* faktori opSteg okruZenja - vrSe indirektan uticaj
na organizaciju kreiraju¢i kontekst za dejstvo
specifiénih faktora: zakonodavstvo, nacionalna
kultura, sistem obrazovanja, politicki sistem,
privredni sistem, demografija, ekologija itd;

Tabela 2 Tri paradigme upravljanja ljudima u organizaciji

Paradigma
kadrovskog menadZmenta

Paradigma MLJR-a

Paradigma
kontekstualnog MLJR-a

Vodena potrebom menadZmenta da
ljude u organizaciji tretira na pravedan
nacin.

FunkcioniSe u stabilnom okruzenju.

Tradicionalni pristup upravljanju
ljudima sa administrativnom ulogom.

Kratkoro¢na orijentacija sa ad hoc
perspektivom.

Ukljucuje pluralisticki okvir pristupa
organizaciji i upravljanju ljudima.

Ukljucuje kolektivno pregovaranije sa
sindikatima, ako postoje.

Kadrovski menadzment je voden od
strane kadrovskih eksperata (kreiranje
politika, sprovodenje, monitoring).

Vodena potrebom menadZmenta da
se obezbedi konkurentska prednost
na trZistu; na organizacionom nivou.

FunkcioniSe u konkurentskom i
dinami¢nom okruZzenju.

Distinktivan pristup upravljanju
ljudima, sa strategijskim fokusom.

Dugorocna orijentacija, sa
strategijskom perspektivom.

Ukljucuje jedinstven okvir pristupa
organizaciji i upravljanju ljudima.

Ukljucuje pre individualizovan pristup
upravljanju ljudima nego kolektivni.

PruZanje usluga MLJR-a na bazi
saradnje strucnjaka MLJR-a i linijskih
rukovodilaca.

Vodena faktorima: uloga drzave,
zakonodvstvo, sindikati, forme
vlasniStva koji uti¢u na MLJR; na
nacionalnom nivou.

FunkcioniSe u regulisanim trziSnim
uslovima.

Koristi komparativni pristup radi
razumevanja faktora koji uticu na

odluke o zaposlenima u organizaciji.

Kontingentna perspektiva.
Ukljucuje pluralisticki okvir pristupa
organizaciji i upravljanju ljudima.

Kontingentan pristup upravljanju
ljudima.

PruZanje usluga MLJR-a u skladu sa
nacionalnim okruzenjem.

Izvor: Farnham, 2015, 6-7.
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o faktori sadrzani u specificnom okruzenju -
vrSe direktan i snazan uticaj na MLJR: kupci,
dobavlja¢i, konkurenti, tehnologija, socio-
politicki faktori itd;

* reakcije MLJR-a - organizacione i menadZerske
aktivnosti koje se preduzimaju zbog postojecih
ili anticipiranih karakteristika kontingentnih
faktora: promene u strukturi, stilu upravljanja ili
nacinu donosenja odluka, i

* organizacione performanse - zavise od
uskladenosti kontingentnih faktora i odgovora
MLJR-a na njih u datom kontekstu: efikasnost,
profit, produktivnost, zadovoljstvo zaposlenih,
prinos na angazovani kapital, stopa fluktuacije
zaposlenih itd.

Uspesnost MLJR-a zavisi od njegove sposobnosti da
se prilagodava faktorima u okruZenju koji na njega
vrse uticaj. Da bi bio efikasan i ostvario najvisi nivo
performansi, potrebno je da MLJR uspostavi najbolje
slaganje sa kontingencijama u svom okruZenju i da na
taj nacin uspostavi ravnotezu, u kojoj ¢e nastaviti da
funkcioniSe. Zato se ¢esto kontingentna teorija smatra
i primerom teorija ravnoteze (Donaldson, 2001).

Glavna zavisna varijabla u modelu MLJR-a jesu
organizacione performanse (Luthans & Stewart,
1977, Donaldson, 2001), glavne nezavisne varijable
su situacioni faktori (Luthans & Stewart, 1977), dok
promene u MLJR-u, kao reakcija na uticaj nezavisnih
varijabli, imaju karakter medijatorske varijable, jer
dovode do promena u zavisnoj varijabli. Krace receno,
promene u nezavisnoj varijabli vode promenama u
medijatorskoj varijabli, koja vodi promeni u zavisnoj
varijabli.

REZULTATI ISTRAZIVANJA:
KARAKTERISTIKE MODELA DIZAJNA
MLJR-A

Kako bi bila testirana polazna hipoteza, da
u relevantnoj literaturi ne postoji integralan
konceptualni okvir za dizajniranje arhitekture MLJR-a
u savremenim organizacijama i bio dat odgovor

na postavljena istrazivacka pitanja, analizirani
su glavni pristupi i modeli kako organizacionog
dizajna, tako i dizajna MLJR-a, a na osnovu pregleda
relevantne literature iz oblasti organizacione teorije,
organizacionog dizajna i menadZmenta ljudskih
resursa. U tu svrhu, koriS¢ene su razlicite metode
naucnog  zakljucivanja:  analiza, = komparacija,
klasifikacija, dedukcija, i sinteza.

Pregled modela organizacionog dizajna

Da bi se kreirao integralni konceptualni okvir dizajna
arhitekture MLJR-a, potrebno je da se pode od
klju¢nih teorijskih modela organizacionog dizajna,
koji mogu da ukazu na to koji su preovladujuci
pristupi dizajnu, koji su glavni elementi dizajna u
savremenim organizacijama, odnosno, koji elementi
jesu i mogu biti elementi dizajna, a koji to nisu, i na
koji nacin su medusobno povezani. Modeli su vazni
za razumevanje pojava upravo zato Sto fokusiraju
paznju na najvaznije elemente i time obezbeduju
dublje razumevanje pojave/fenomena. Vaznost
organizacionog dizajna za individualne organizacije
ispoljava se kroz njegovu ulogu u oblikovanju
organizacije koja ¢e omoguciti efikasno ostvarenje
organizacionih strategija/ciljeva.

Organizacioni dizajn predstavlja proces sistematskog
i svrsishodnog oblikovanja i uskladivanja elemenata
organizacije - strukture, formalnog sistema
komunikacija, podele rada, kontrole, koordinacije
i sistema odgovornosti (Hamel & Prahalad, 1994),
a radi efikasnog ostvarenja organizacionih ciljeva
(Mohrman, 2007) kroz adekvatno i blagovremeno
prilagodavanje promenama u eksternom i internom
okruzenju. Organizacioni dizajn se moZe razumeti
i kao rezultat procesa organizacionog dizajniranja
(Stanford, 2018). Organizacioni dizajn se Cesto
pogresno poistovecuje sa organizacionom strukturom
- ona predstavla samo jedan od elemenata
organizacionog dizajna (Galbraith, Downey & Kates,
2002; Stanford, 2018). Najvaznija uloga poznavanja
organizacionog dizajna jeste mogucnost kreiranja
adekvatne organizacije, kao i njene detaljne analize i
unapredenja.

U definisanju organizacionog dizajna, tokom godina,
u literaturi su se pojavili brojni pristupi, odnosno,
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modeli, medu kojima se kao veoma popularni kako
u teoriji, tako i u konsultanstkoj praksi, izdavajaju
sledeci:

* Leavitt-ov model dijamanta,

* kontingentni modeli dizajna, Galbraith-ov model
,zvezda”,

* model kongruencije,
* McKinsey-jev model 7-S, i

o Burke-Litwin-ov kauzalni model.

Pregled osnovnih elemenata i faktora organizacionog
dizajna u pomenutim modelima predstavljen je u
Tabeli 3.

Pregled modela dizajna MLJR-a

Tokom 80-ih godina XX-og veka pojavili su se prvi
modeli MLJR-a koji sustinski predstavljaju modele
dizajna koji imaju za cilj da obezbede analiticki okvir
za istrazivanje MLJR-a - strategije, politika, procesa,
praksi, situacionih faktora, stakeholder-a, performansi
(Bratton & Gold, 2012), kao i za legitimizaciju MLJR-a
i njegovo razgranicenje od drugih pristupa (Guest,
1997, 273).

U relevantnoj literaturi se kao najpopularniji navode
sledec¢i modeli MLJR-a:

¢ Rani model,

e Harvard-ski model,
¢ Guest-ov model,

¢ Vorvik model,

* Storey-ov model, i

* 5-P model.
Njihovi elementi predstavljeni su u Tabeli 4.

Nesto kasnije, krajem 90-ih godina XX-og i pocetkom
XXI-og veka, umesto modela, u relevantnoj literaturi
pocinje da se koristi termin ,arhitektura MLJR-a”,
sa ciliem da se objasne sve komponente MLJR-a u
organizaciji i odnosi izmedu njih. Medutim, razlicite
definicije u literaturi doprinele su znacajnoj konfuziji
u razumevanju termina.

B. E. Becker i B. Gerhart (1996) smatraju da arhitektura
MLJR-a obuhvata tri klju¢ne komponente: filozofiju
MLJR-a, politike MLJR-a, i prakse MLJR-a.

D. P. Lepak i S. A. Snell (1999, 32) opisuju arhitekturu
MLJR-a kao okvir koji povezuje razli¢ite modele
zaposljavanja, odnosa izmedu zaposlenih i
poslodavaca, i razlicite konfiguracije (sisteme) MLJR-a.
Baziraju¢i se na doprinosima teorije transakcionih
troskova, teorije zavisnosti od resursa, i teorije
humanog kaputala, smatraju da u zavisnosti od
vrednosti humanog kapitala i posebnosti humanog
kapitala za konkretnu organizaciju, postoje cetiri
razliCite konfiguracije - sistema MLJR-a za razlicite
vrste zaposlenih:

o kreiranje alijansi humanog kapitala
vrednost, velika specificnost),

(mala

* ugovaranje humanog kapitala (mala vrednost,
mala specificnost),

* razvoj humanog kapitala (velika vrednost, velika
specificnost), i

* eksterno zaposljavanje humanog kapitala (velika
vrednost, mala specificnost).

Razli¢iti sistemi MLJR-a unutar jedne organizacije
¢ine arhitekturu MLJR-a te organizacije, svaki
zaposleni je obuhvacen nekim od Cetiri razlicita
sistema, u zavisnosti od svoje individualne vrednosti
i specifitnosti za organizaciju. Uloga konfiguracije
MLJR-a je da uspostavi ravnotezu - pravednost
izmedu zaposlenih i organizacije u pogledu onoga
koliko doprinose, s jedne strane, i Sta dobijaju
zauzvrat, s druge strane.

S. Kepes i J. E. Delery (2006; 2007) smatraju da
arhitekturu MLJR-a ¢ine dve osnovne komponente
- organizaciona klima i sistem MLJR-a (filozofija,
politike i prakse MLJR-a). Organizaciona klima,
prema autorima, reflektuje sve formalne i neformalne
prakse MLJR-a koje sluze kao lepak koji drzi celu
organizaciju zajedno. Filozofija MLJR-a se odnosi na
opste principe kojima se definiSe vrednost i tretman
zaposlenih u odredenom sistemu MLJR-a. Politike
MLJR-a predstavljaju vodi¢ i ben¢mark za razlicite
aktivnosti MLJR-a - Sta konkretna organizacija Zeli da
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Tabela 3 Razliciti pristupi organizacionom dizajnu

PRISTUP DIZAJNU

Elementi i faktori dizajna

Autori

Leavitt-ov model
dijamantra

e Zadadij,

¢ Tehnologija,
e Struktura,
e Ljudi.

Promene u bilo kojoj tacki dijamanta dovode do promena u pojedinimiili

svim ostalim elementima dizajna, a neuspeh u upravljanju elementima
i njihovim medusobnim odnosima moze dovesti do najrazlicitijih
problema u organizaciji.

H. J. Leavitt (1964)

Kontingentni
modeli dizajna

¢ Elementi strukture: specijalizacija, broj hijerarhijskih nivoa i raspon
kontrole, distribucija autoriteta, formalizacija i departmentalizacija.

o Kontingentni situacioni faktori (faktori opsteg okruzenja-
zakonodavstvo, nacionalna kultura, sistem obrazovanja, politicki
sistem, privredni sistem, demografija, ekologija itd. i faktori
specificnog okruzenja - kupci, dobavljaci, konkurenti, tehnologija,
socio-politicki faktori i faktori internog orkuzenja: tehnologija,
strategija, organizaciona kultura, starost i veli¢ina) izazivaju
reakcije organizacije - promene u strukturi, od Cije usaglaSenosti
sa kontingentnim faktorima zavise organizacione performanse

(efikasnost, profit, produktivnost, zadovoljstvo zaposlenih, prinos na

angazovani kapital, stopa fluktuacije zaposlenih itd).

T.E. Burnsi G. M. Stalker,
(1961);

A.D. Jr. Chandler (1962);

J. Woodward (1965); P.
Lawrence i J. Lorsch (1967);

J. Thompson (1967); C.
Perrow (1967); P. M. Blau
1970;1972); R. P. Rumelt
1974); C. W. Hofer (1975);
L. E. Greiner (1972); J. Child

(1973); H. Mintzberg (1979);
M. Porter (1980)

Model ,,zvezda“
(star model)

o Strategija.

Struktura (specijalizacija, broj hijerarhijskih nivoa i raspon kontrole,
distribucija mo¢i i departmentalizacija).

Procesi (radni procesi, alokacija resursa).

Ljudski resursi (regrutacija, selekcija, obuka i razvoj).

Sistem nagradivanja.

Izmedu svih elemenata dizajna postoji medusobna povezanost i
uticaj jednih na druge.

J. R. Galbraith (1973; 1977)

Model
kongruencije

Inputi (faktori iz oruZenja, resursi, istorija organizacije i strategija).
Transformacioni procesi (zadatak, pojedinci, formalna organizacija,
neformalna organizacija).

Output-i (proizvodi, funkcionisanje organizacije, individualno
ponasanje, grupno ponasanje, odnosi izmedu grupa u organizaciji,
individualne performanse).

Da bi organizacija bila uspeSna, potrebno je da izmedu svih elemenata
dizajna postoji slaganje, odnosno kongruencija.

D. A. Nadleri M. L. Tushman
(1980)

McKinsey-jev
model 7-S

Sistemi,

Strategija,

Struktura,

stil,

Zajednicke vrednosti (Shared values),
Zaposleni (Staff),

Sposobnosti.

R. Pascale i A. Athos (1981)
T.J. PetersiR. H.Jr.
Waterman (1982)

Burke-Litwin-ov
kauzalni model

¢ Transformacione varijable: eksterno okruZenje, misija i strategija,
liderstvo, organizaciona kultura, individualne i organizacione
performanse.

Transakcione varijable: struktura, menadZment prakse, sistemi
(politike i procedure), klima organizacionih jedinica, zahtevi posla,
motivacija, individualne potrebe i vrednosti.

U modelu postoji povratna sprega: transformacione varijable (medu
kojima je najsnazniji uticaj eksternog okruzenja) vrse uticaj na
transakcione varijable, koje povratno uti¢u na transformacione.

W. Burke i G. Litwin (1992)

Izvor: Autor, na osnovu pregleda literature
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dostigne, a ne kako ce to postici. Prakse su aktivnosti
i tehnike koje se koriste u sprovodenju politika
MLJR-a. Procesima se prakse MLJR-a sprovode u delo
- detaljno opisuju kako se prakse implementiraju.

Jedna grupa autora (Becker, Huselid & Ulrich,
2001; Becker & Huselid, 2006; Hird, Sparrow &
Marsh, 2010), smatra da arhitektura MLJR-a, pored
sistema MLJR-a, procesa, strukture funkcije MLJR-a
i kompetencija, treba da ukljuci i ponasanje svih
zaposlenih u organizaciji koje rezultira u odredenim
performansama - obuhvata sve ono sto je ukljuceno u

M. Armstrong i S. Taylor (2017, 31), pod arhitekturom
MLJR-a podrazumevaju sistem MLJR-a koji povezuje
filozofije MLJR-a, uzima u obzir eksterno i interno
okruZzenje, i ima tri osnovne komponente:

¢ strategije MLJR-a - definiSu pravce aktivnosti u
razli¢itim oblastima MLJR-a,

o politike MLJR-a - definiSu svrhu MLJR-a i
predstavljaju vodi¢ za kreiranje i implementaciju
razlicitih aktivnosti MLJR-a, i

* prakse MLJR-a - sastoje se od aktivnosti MLJR-a
usmerenih na upravljanje i razvoj zaposlenih i

MLJR, a ne samo strukturu funkcije MLJR-a.

Tabela 4 Razliciti teorijski modeli dizajna MLJR-a

upravljanje radnim odnosima.

MODELI MLJR-a

KOMPONENTE MODELA

AUTORI

Rani model

Harvardski model

Guest-ov model

Vorvik-ov model

Storey-ov model

5-P model

o Selekcija, ocenjivanje performansi, razvoj, nagradivanje.

Situacioni faktori - interesi stakeholder-a, politike MLJR-a, rezultati
MLJR-a, dugorocne posledice i povratna veza.

Strategija MLJR-a, politike MLJR-a, rezultati MLJR-a, poZeljna ponasanja,
performance i finansijski rezultati.

Spoljni kontekst: socio-ekonomski, tehnicki, politicki, zakonodavni,
konkurentski.

Unutra3nji kontekst: kultura, struktura, liderstvo, tehnologija, poslovni
rezultati.

Sadrzaj poslovne strategije: ciljevi, trZiste, strategija, taktike.

Kontekst MLJR-a: uloga, definicija, organizacija, rezultati MLJR-a.
Sadrzaj MLJR-a: tokovi, sistemi rada, sistem nagradivanja, odnosi sa
zaposlenima.

Verovanja i pretpostavke, strateski aspekti, uloga linijskih rukovodilaca,
klju¢ne oblasti MLJR-a.

Filozofija MLJR-a (Phylosophy) - izjava o tome kako organizacija vidi svoje
ljudske resurse i njihovu ulogu u ukupnom poslovnom uspehu, i kako
treba da budu tretirani i vodeni.

Politike MLJR-a - vodi¢ za kreiranje praksi i programa MLJR-a.

Programi MLJR-a - objedinjuju koordinirane napore MLJR-a da sprovodi
organizacione promene koje su rezultat strateskih potreba organizacije.
Prakse MLJR-a - aktivnosti koje se preduzimaju radi sprovodenja politika
i programa MLJR-a: zaposljavanje, ucenje i razvoj, upravljanje zaradamai
performansama, odnosi sa zaposlenima i administracija.

Procesi MLJR-a - formalne procedure i metodi koji se koriste za
sprovodenje planova i politika MLJR-a u praksi.

C. J. Fombrum, M. M.
Tichy i M. A. Devanna,

(1984)

M. Beer, B. Spector,

P. Lawrence, D. Quinn
Mills i R. Walton (1984)

D. Guest
(1987,1997)

C. Hendry i A. Pettigrew
(1990)

J. Storey (1992)

R. S. Schuler (1992)

Izvor: Bratton & Gold, 2012; Armstrong & Taylor, 2017, Marchington, Wilkinson, Donnelly & Kynighou, 2016.
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DISKUSIJA: KREIRANJE INEGRALNOG
KONCEPTUALNOG OKVIRA ZA
DIZAJNIRANJE ARHITEKTURE MLJR-A

Karakteristike kljuénih modela
organizacionog dizajna

Analizom i poredenjem svih relevantnih modela
organizacionog dizajna, predstavljenih u Tabeli 3,
moZe se izvesti nekoliko zakljucaka o dominantnim
pristupima u organizacionom dizajnu:

* neki modeli dizajna su pravi ,teorijski” modeli,
dok su drugi rezultat konsultanstkog iskustva
i prakse (McKinsey-jev model 7S; Galbraith-ov
model zvezda);

* manji broj modela dizajna ne uzima u obzir faktore
eksternog okruZenja kao sastavne elemente
dizajna, pa predstavljaju tzv. zatvorene modele
organizacije (Leavitt-ov model, model ,zvezda“
i Mekkinzi-jev model 7-S), Sto otezava njihovu
primenu u savremenim uslovima dominacije
pristupa otvorenih modela organizacije;

* broj elemenata dizajna je razli¢it od modela do
modela i kre¢e se od 4 (Leavitt-ov model) do
12 (Burke-Litwin-ov kauzalni model), Sto utice
na povecanje kompleksnosti primene modela i
njegovog razumevanja, pa najveci broj modela ima
optimalan broj elemenata - od 5do 7;

* neki modeli dizajna bi se mogli svrstati u
racionalne modele organizacije (kontingentni
modeli dizajna), a ostali u socijalne modele
organizacije, koji dominiraju u savremenim
uslovima (ukljucuju ljudsku tj. socijalnu dimenziju
organizacije);

* samo retki modeli, sasvim neopravdano, ukljucuju
postojanje povratne sprege (Burke-Litwin-ov
kauzalni model).

Iznapred navedenog, proizilaze klju¢ne karakteristike
dizajna savremenih organizacija:

* Savremeni model organizacionog dizajna treba da
bazira na pretpostavci organizacije kao otvorenog
sistema, prisutnoj jos od 50-ih godina XX-og veka,

i da ukljuci kontingentne faktore kako spoljasnjeg,
tako i unutradnjeg okruzenja, koji presudno uticu
na oblikovanje organizacionog dizajna.

* Model organizacionog dizajna treba da ukljuci
minimalno potreban broj elemenata, koji je
dovoljan za njegovo razumevanje, a to je, kako je
analiza pokazala, 5-7.

* Model organizacionog dizajna, pored racionalne
(jednom kada se definiSu organizacioni ciljevi
kreiranje organizacionog dizajnaodvija se na
jasan i logican nacin), ima obavezno i svoju
socijalnu dimenziju (pojedinci u organizaciji se ne
ponasaju uvek u skladu sa definisanim pravilima
i politikama, ve¢ je ces¢i slucaj da ih najpre
modifikuju u skladu sa svojim potrebama, pa im
se tek onda prilagodavaju).

* Model organizacionog dizajna treba da ukljuci
i povratnu spregu, koja objasnjava medusobni
odnos elemenata u modelu (medusobni uticaj
varijabli u modelu) i obezbeduje odrZivost modela
u duzem vremenskom periodu. Da bi se obezbedila
povratna sprega, potrebno je da elementi modela
budu i organizacione performanse.

Model organizacionog dizajna treba uskladiti i sa
vaznim trendovima koji karakteriSu poslove i radno
okruzenje i ukljucuju sledece: rastucu upotrebu timova
iintenziviranje medufunkcionalnog rada koji stvaraju
potrebu za dodatnom kounikacijom i protokom
informacija, povecanu upotrebu disperzovanih,
globalnih radnih grupa, kontinuiranu reorganizaciju
i restrukturiranje, smanjivanje troskova i efikasnije
koriscenje radnog prostora, povecanje zadovoljstva
zaposlenih, uz privlacenje novih talenata (Stanford,
2018, 24-25). Savremeni modeli organizacionog dizajna
fokusiraju se na razvoj horizontalnih struktura,
osamostaljivanje zaposlenih, intenzivniju razmenu
informacija, multi strategije i organizacionu kulturu
koja podstice brze prilagodavanje promenama u
okruzenju (Daft, Murphym & Willmott, 2017, 41)

Karakteristike klju¢nih modela dizajna
MLJR-a

Analizom razlicitih pristupa definisanju arhitekture
MLJR-a moze se zakljuciti sledece:
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* U nekim definicijama pojmovi arhitekture i
sistema se preklapaju (Armstrong & Taylor, 2017),
a unekim arhitektura sadrzi vise razlicitih sistema
MLJR-a (Lepak & Snell, 1999; Kepes & Delery,
2006; 2007).

* Kao komponente arhitekture MLJR-a, u razli¢itim
modelima navodi se Cak 8 razlicitih elemenata:

* organizaciona klima (Kepes & Delery, 2006;
2007),

¢ strategija MLJR-a (Armstrong & Taylor, 2017),

¢ filozofija MLJR-a (Becker & Gerhart, 2006; Kepes
& Delery, 2006; 2007; Armstrong & Taylor, 2017),

* politike MLJR-a (Armstrong & Taylor, 2017),

o prakse MLJR-a (Becker & Gerhart, 1996;
Armstrong & Taylor, 2017),

o procesi MLJR-a (Becker ef al, 2001; Becker &
Huselid, 2006; Hird et al, 2010),

* ponasanje zaposlenih u organizaciji (Becker
et al, 2001; Becker & Huselid, 2006; Hird et al,
2010), i

* modeli zaposljavanja (Lepak & Snell, 1999).

* Neki od pomenutih elemenata arhitekture
MLJR-a ne mogu predstavljati elemente dizajna:
organizaciona klima i ponasanje zaposlenih u
organizaciji. Pomenute dve komponente nisu
elementi dizajna funkcije MLJR-a, ve¢ predstavljaju
rezultat i posledicu karakteristika dizajna MLJR-a
i njegove implementacije unutar konkretne
organizacije - sastavni su deo organizacionih
performansi.

* Neki modeli dizajna MLJR-a  ukljucuju
kontingentene faktore (spoljasnje i/ili unutrasnje),
neki interese stakeholder-a, a drugi ne.

* U nekim modelima vazan je uticaj MLJR-a na
performanse, a u drugima ne.

Na osnovu navedenog, mozemo zakljuciti da je
polazna hipoteza rada, da u relevantnoj literaturi ne
postoji integralni konceptualni okvir za dizajniranje
arhitekture MLJR-a, potvrdena.

Komponente integralnog okvira za
dizajniranje ML]JR-a

Analiza osnovnih modela organizacionog dizajna
je pokazala dominaciju otvorenih kontekstualnih
socijalnih (prirodnih) modela, koji u obzir uzimaju
kako faktore internog okruzenja, tako i faktore
sadrzane u eksternom okruZenju, pri ¢emu su ljudi
i njihovi medusobni odnosi, vrednosti, ponasanje i
performanse vazni elementi vecine modela. Najveci
broj modela ukljucuje 5-7 elemenata. U pogledu
dizajna MLJR-a, analiza razlic¢itih modela je ukazala
na odsustvo konsenzusa kako u pogledu elemenata
dizajna MLJR-a, tako i u pogledu njhovog definisanja
i razumevanja.

Imajué¢i u vidu prethodnu analizu, smatramo da
model dizajna MLJR-a, po svojoj prirodi, treba da
bude kontekstualan, tj. prilagodljiv kontingencijama
sadrzanim u eksternom i internom okruzenju,
koje snazno uti¢u na karakteristike MLJR-a, pa ce
veliina pozitivnog uticaja MLJR-a na performanse
organizacije zavisiti od sposobnosti organizacije
da prilagodi dizajn MLJR-a karakteristikama ovih
kontingencija. U model je neophodno ukljuciti
i povratnu spregu. Shodno tome, u nastavku je
predlozen integralni konceptualni okvir dizajna
MLJR-a, odnosno njegovi klju¢ni elementi (Slika 1).

Kontingentni  faktori MLJR-a. Kontingentni faktori
stvaraju kontekst funkcionisanja MLJR-a i vrse
direktan uticaj na njega, te moraju predstavljati
element dizajna koji se uzima u obzir prilikom
njegovog kreiranja, analize i promene. Najvazniji
kontingentni faktori MLJR-a, koji vrse direktan uticaj
na oblikovanje arhitekture MLJR-a, obuhvataju dve
osnovne grupe faktora: eksterne i interne.

Eksterni kontingentni faktori odnose se na eksterni
kontekst organizacije i ukljucuju (Farnham, 2015, 17):

e ekonomski kontekst (makro-ekonomska
politika, trZiSte i cene, trziSna struktura, veli¢ina
organizacija, javna potrosnja, veliinu plata,
zaposlenost i nezaposlenost, trziSta rada i kapitala,
stopa inflacije, stopa rasta BDP-a itd);
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* socio-kulturni kontekst (demografske
karakteristike ukupnog i radno sposobnog
stanovnistva: rod, starost i nivo obrazovanja,
kulturne vrednosti i stavovi, pripadnost
religijskim zajednicama, etnicka struktura itd);

¢ tehnoloski kontekst (informaciono-komunikacione
tehnologije, tehnoloske promene, istraZivanje i
razvoj itd.);

* politicki kontekst (politicke partije, vlada,
opozicija, javna i drzavna administracija, organi
lokalne vlasti, medunarodne organizacije, EU);

* pravni - zakonodavni kontekst (radno pravo,
obligaciono pravo, zakon o zastiti potrosaca,
zakoni o zdravlju i bezbednosti zaposlenih,
trgovinsko pravo, regulatorna tela, sudovi itd), i

o eticki kontekst (radna etika, poslovna etika,
drustvena odgovornost kompanija, ljudska prava).

Interni kontingentni faktori ukljucuju tri osnovne grupe
fakora:

* karakteristike organizacije (strategija, velicina,
organizaciona struktura, organizaciona kultura,
tehnologija),

* karakteristike zaposlenih (licne karakteristike,
interesi, motivacija, stavovi, sposobnosti), i

o karakteristike poslova koji se obavljaju u
organizaciji (priroda poslova, zahtevi posla,
autonomija na poslu itd.).

Kontingentni faktori MLJR-a oblikuju filozofiju, a
preko nje i strategiju MLJR-a, opredeljuju¢i kakav
je odnos kompanije prema zaposlenima, kako
kompanija (menadZment) razume potrebe zaposlenih,
njihovu vrednost za kompaniju, pozeljne pristupe
radu, Sto onda opredeljuje i kako ¢e kompanija
tretirati svoje zaposlene, odnosno kako ¢e upravljati
svojim ljudskim resursima.

Interesi kljucnih stakeholder-a. Stakeholder-i ukljucuju
subjekte, pojedince i grupe, koji imaju interes,
direktni i indirektni, u funkcionisanju organizacije
i ostvarivanju ciljeva (Janicijevi¢ i drugi, 2020).
Zainteresovane grupe, da bi ostvarile svoje ciljeve,

vrSe znacajan uticaj na oblikovanje arhitekture
MLJR-a. Medu njima, najznacajniji stakeholder-i su:

* vlasnici (povecanje vrednosti kompanije u dugom
roku, povracaj uloZenog kapitala),

* menadzeri (rast profita, rast cene akcija),

* zaposleni (povecanje plata, balans privatnog
Zivota i posla, li¢ni razvoj),

* vlada (povecanje zaposlenosti, povecanje prosecne
zarade, poStovanje propisa iz oblasti rada i radnih
odnosa),

* druStvena zajednica (druStvena odgovornost
kompanija), i

* sindikati (povecanje cene rada, poboljSanje
uslova rada, jacanje sigurnosti zaposlenja, zastita
zaposlenih itd.).

Torde komponente ML]R-a. Tvrde komponente MLJR-a
su vidljive i opipljive, lakse se kreiraju i menjaju i
predstavljaju osnovne temelje arhitekture MLJR-a.
Obuhvataju sledece elemente (Bogicevi¢ Milikic,
2017):

* strategija MLJR-a - definiSe ciljeve MLJR-a i pravce
aktivnosti u razli¢itim oblastima MLJR-a,

* sistem MLJR-a (politike, procedure, analitika i
aktivnosti),

o struktura MLJR-a, ukljucuju¢i i organizacione
uloge zaposlenih unutar funkcije MLJR-a - njihov
broj i potreban profil strucnosti u zavisnosti
od izabranog modela srukture: centralizovan,
decentralizovan, brokerski model ili matri¢ni
model sa centralizovanim administrativnim
usligama.

U izloZenom modelu arhitekture, pod strukturom, se
obuhvataju sve vazne oblasti rada (procesi/aktivnosti/
podaktivnosti) savremenog MLJR-a, koje se moraju
uzeti u obzir, bez obzira na izbor modela njihovog
strukturiranja. U okviru svake od prepoznatih
glavnih funkcionalnih oblasti MLJR-a (organizacija,
zaposljavanje, ucenje i razvoj, zarade, odnosi sa
zaposlenima) grupisanih u odgovarajuce aktivnosti
prema funkcionalnoj srodnosti. Bez obzira Sto su na
Slici 1 one graficki razdvojene, sve oblasti/aktivnosti/
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procesi MLJR-a su medusobno povezane i uticu
jedne na druge i ne mogu se izolovano posmatrati.
Graficka izdvojenost pet predlozenih oblasti MLJR-a
jedino ima za cilj da ukaze na oblasti funkcionalnih
ekspertiza stru¢njaka za MLJR.

Meke komponente MLJR-a. Ova grupa elemenata je,
po svojoj prirodi, priliéno “neopipljiva”, buduci da
se odnosi na ljude - njihove vrednosti, ssposobnosti
i ponaSanje, pa se mnogo teZe i sporije menja u
odnosu na tvrde elemente arhitekture MLJR-a.
Meke komponente MLJR-a obuhvataju sledece:

o filozoffja MLJR-a - zajednitke vrednosti koje
opredeljuju pristup ljudskim resursima unutar
organizacije, vrednost i tretman zaposlenih u
odredenom sistemu MLJR-a, a koje sustinski uticu
na brendiranje organizacije kao poslodavca na
trzistu rada u sklopu Sirih marketing aktivnosti;

* sposobnosti i vestine zaposlenih na poslovima
MLJR-a: strategijski MLJR, poslovne vestine,
reSavanje problema, analiza i kriticko razmisljanje,
istrazivaCke veStine, statisticke veStine, vestina
vodenja selekcionih intervjua, ucenje i razvoj,
pregovaracke vestine, podsticanje i vodenje
promena, liderske vestine, ubedivanje i uticaj,
upravljanje  konfliktima i politicke vestine
(Armstrong & Taylor, 2017); i

* stil rukovodenja u organizaciji, buduci da su svi
linijski rukovodioci nosioci funkcije MLJR-a.

Organizacioni rezultati. Ostvarenje planiranih i Zeljenih

organizacionih rezultata su i cilj i svrha postojanja

organizacije i efikasnog MLJR-a, jos od uvodenja

strategijskog pristupa MLJR-u. Postoje tri grupe

rezultata od znacaja za procenu efikasnosti MLJR-a i

oni ukljucuju sledece:

e rezultati MLJR-a (MLJR metrika - skup
kvantitativnih pokazatelja koji ukazuju na kvalitet
i efikasnost MLJR-a i njegov doprinos ostvarenju
ciljeva organizacije;

* stavoviiponasanje zaposlenih - njihova motivacija,
posvecenost, zadovoljstvo i radna angaZovanost; i

* finansijski rezultati - prosecna produktivnost,
prihodi, profit itd.

Povratna sprega. U modelu postoji povratna sprega:
kontingentni faktori (eksterni i interni) i interesi
kljuénih stakeholder-a vrSe uticaj na tvrde i meke
komponente MLJR-a, koje uticu na organizacione
rezultate, koji povratno uti¢u na sve ostale elemente
dizajna MLJR-a. Povratna sprega, u predlozenom
modelu, ukazuje na prirodu varijabli u modelu.
Nezavisne varijable u modelu dizajna MLJR-a su
kontingentni faktori (eksterni i interni) i interesi
kljuénih stakeholder-a. InterveniSuce (interpretativne)
varijable u modelu su meke i tvrde komponente
MLJR-a, dok su organizacioni rezultati glavna zavisna
varijabla.

ZAKLJUCAK

U ovom radu je, na osnovu analize razlicitih modela
organizacionog dizajna i dizajna MLJR-a, predloZen
integralni  konceptualni okvir za dizajniranje
arhitekture MLJR-a. Analizom razlicitih opstih
modela organizacionog dizajna, utvrdeno je
postojanje veceg broja modela dizajna koji baziraju na
potpuno razli¢itim pretpostavkama (otvoreni versus
zatvoreni modeli organizacije) i obuhvataju razli¢it
broj elemenata (od cetiri do dvanaest). Do sli¢nih
rezultata se doslo i u analizi razlic¢itih modela dizajna
MLJR-a. Poredenjem razlicitih modela dizajna MLJR-a,
ukazano je na njihove sli¢nosti, ali i brojne razlike,
¢ime je potvrdena polazna hipoteza da u relevantnoj
literaturi ne postoji integralni konceptualni okvir za
dizajniranje arhitekture MLJR-a. Time je dokazana
i opravdanost izgradnje jednog takvog okvira.
Polazeci od pretpostavke da su organizacije otvoreni
modeli, a samim tim i MLJR, i integrisanjem razlicitih
pristupa, a vode¢i racuna o optimalnom broju
elemenata modela, predloZen je konceptualni okvir
za dizajniranje arhitekture MLJR-a, koji ima Sest
osnovnih komponenata:

* kontingentni faktori MLJR-a,
* interesi kljucnih stakeholder-a,
* tvrde komponente MLJR-a,

* komponente MLJR-a,
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* organizacioni rezultati, i

* povratna sprega.

PredloZeni okvir moZe da predstavlja dobru osnovu
za legitimizaciju MLJR-a, koristan analiticki okvir za
istrazivanje pojedinih elemenata arhitekture MLJR-a
i polaznu osnovu za kreiranje i promene arhitekture
MLJR-a u praksi. Ovaj okvir moze doprineti razvoju
sistematicnijeg i sveobuhvatnijeg pristupa u
proucavanju i razumevanju MLJR-a u savremenim
organizacijama kako u teoriji, tako i u praksi. Za teoriju
se vazan doprinos i implikacija rada ogleda u tome da
menadZment treba planski da pristupa dizajniranju
arhitekture MLJR-a, polazeci od svih kontekstualnih
faktora i da najpre definiSe filozofiju i strategiju
MLJR-a, i da na osnovu postojeceg i Zeljenog miksa
sposobnosti, vestina i znanja zaposlenih na poslovima
MLJR-a, definiSe politike, procedure, aktivnosti i
analitiku za evaluaciju kvaliteta i efikasnosti MLJR-a.
Izbor konkretnog modela strukture aktivnosti
MLJR-a zavisie, u najvecoj meri, od veli¢ine i
strukture kompanije, ali i od drugih kontekstualnih
faktora (tehnologije rada, stepena razvijenosti
IKT-a, stila liderstva, strategije itd). Potrebno je i da
menadzment jasno odredi ciljeve koje Zeli da ostvari
na organizacionom grupnom/individualnom nivou
i da prati njihovo ostvarivanje. Dizajn MLJR-a mora
da ukljuci i povratnu spregu, odnosno, podesavanje
arhitekture u skladu sa stepenom ostvarenja Zeljenih
rezultata i promenama u eksternom i internom
kontekstu. Jedna od mogucih implikacija rada jeste
i premena predloZenog pristupa i na ostale funkcije
koje preipadaju tzv. sredi$njem delu Porter-ovog
lanca vrednosti, kao Sto su finansijska funkcija, IKT
funkcija, istrazivanje i razvoj itd.

Rad ima nekoliko ogranicenja na koje je potrebno
ukazati i koja se mogu otkloniti bududim
istrazivanjima. Jedno od ogranicenja odnosi se
na teorijski karakter rada. Zato je potrebno da se
bududim istrazivanjima proveri da li je predlozeni
okvir primenljiv i u praksi empirijskim istrazivanjem
u vecem uzorku koji bi obuhvatio razlicite vrste
organizacija: male, srednje i velike, privredne i
neprivredne, razliCite pravne forme, profitne i
neprofitne, privatne, drzavne i meSovite, nacionalne i

globalne itd. Time bi se stvorile potrebne pretpostavke
za davanje generalizovanijih i mnogo sigurnijih
zakljucaka. Istovremeno, predlozeni okvir nije
sagledao prirodu uticaja mekih i tvrdih komponenti
MLJR-a, odnosno, koje meke/tvrde komponenete
MLJR-a eventualno imaju moderatorski, a koje
medijatorski uticaj ili oba u razli¢itim situacijama
i koje su to situacije, Sto je takode vaZzan pravac
istrazivanja u ovoj oblasti. Ogranicenje se ogleda i
u tome Sto predlozeni okvir, u okviru svake od Sest
komponenata arhitekture MLJR-a sadrzi odredene
elemente, a na osnovu pregleda relevantne literature.
Bilo bi pozeljno da se svaka od komponenata, kao i
njihov sadrzaj, proveri empirijskim istraZivanjem kako
bi se utvrdilo da li neke komponente/elemente treba
dodati ili iskljuciti, koje i zasto. Najzad, predloZeni
okvir arhitekture MLJR-a kreiran je u jednom
vremenskom trenutku, a imaju¢i u vidu intenziviranje
promena konteksta, organizacija, karakeristika radno-
aktivnog stanovnistva, obrazovanja, zakonodavstva,
globalizacije, radnog okruZenja i samih radnih mesta,
potrebno ga je stalno preispitivati i inovirati da
zadovolji potrebe savremenih organizacija.
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A CONCEPTUAL FRAMEWORK FOR DESIGNING THE
ARCHITECTURE OF HUMAN RESOURCE MANAGEMENT
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Intensive changes in the business environment with significant implications for organizations reflected
in increasing their size, thinning structures, the application of new models in the intra- and inter-
organizational designs, the growing importance of knowledge management and the application of multi-
strategies have produced significant effects on the human resource management (HRM) architecture. As
there are a number of different approaches to the HRM architecture in the relevant literature, this paper
is aimed at creating an integral conceptual framework for designing this function. For this purpose, the
paper analyzes different approaches to HRM design from the standpoint of the main theoretical models
of organizational design in order to identify both similarities and distinctions between them, and build
up an integral conceptual framework for designing the HRM architecture. These will form the ground
for the application of a comprehensive approach in creating, analyzing and understanding the HRM
architecture. The research findings suggest that the HRM modern architecture includes six design
elements, namely: HRM contingent factors, key stakeholders” interests, the HRM hard components, the
HRM soft components, organizational results, and feedback.

Keywords: human resource management, organizational design, human resource management
architecture
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