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Abstract

Each organization needs specific Human capital which have high unique and strategic value
creation .Hence, human resources management of organizations must comply itself with
these key people. So, it is clear that organizations in order to gain competitive advantage,
must focus on this most important factor, human resources. This has a strategic role in
Excellence of organizations. This research is focused on human resources
architecture.Therefore, the purpose of this article was to study the amount of application of
the Human Resources Architecture Archetype dimensions, Human Resources practices at
University of Isfahan Research method was Descriptive and statistical, population includes
all faculty members at University of Isfahan (561 people) in academic year
2011-2012.Sample size using stratified random sampling proportionate to volume was
estimated at 231 people. Data collection tool was a researcher made questionnaire designed

based on the five-point Likert scale. Its reliability coefficient using Cronbach’s alpha was
calculated 0/80.And data analysis was performed by using SPSS statistical software. Findings
of human resources architecture archetype at the University of Isfahan is less than average.
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1. Introduction

Human Resource Architecture is one of the three types of Enterprise Architecture. (Wydra,
2005).This perspective considers the organization as a physical structure that can have
non-physical dimensions.(Samadi,2007).As there should be close relation  between the
fundamental elements of a structure and its application and uses, there should be coordination
among the fundamental elements of an organization , objectives and its mission. (Jap,
2004) .Enterprise Architecture is an organizational plan which explains the mission structure
and required information of the organization and necessary technology to support them.
(C10 Council., 2001). The topic of architecture human resources is employment relationship
with organization and then the formation and implementation of human resources
management based on these relationships in the organization. Employment relations are
formed based on knowledge orientation and strategic value of individuals to an organization.
(Lepak & Snell, 1999). In every organization there is a set of connected outcomes which
affect the control of human behavior. Some of these outcomes there are in the official
policies, programs or procedures. But many of them are non-written part of organizational
culture.This set of connected results can be called the human resources architecture of
organization.

Human resource practices usually are defined based on an organization's human resource
policies. And in a larger organization, components of human resources architecture probably
are more organized and more structured .But what is documented, often does not reflect the
real outcomes that followed by the employees behavior. And contrary to what employees are
express. destructive behavior is reinforced in an orderly way, while good behavior is
punished in an organized manner. For example, people are told to have innovations, but when
they do things differently, they are reprimand or blamed. Employment relationship between
organization and employees represent a transactional one. The exchange is a contract between
an organization or individual and organizations or other person that are based on limited
rationality and opportunity.

2. Review of research literature

Human resources architecture is a new field in the human resource management literature.
That its purpose is to draw the human aspects of organization and accentuate the role of key
staff in implementation of organization's mission and strategies. Thus, in terms of theoretical
literature, there is not much resources about it. But ,since it has roots in present theories,
and theoretical patterns, effort has been done to examine the roots, principles, related theories,
and the main origin of these patterns in this area. Beaty and Huselid (2007) in a research
titled "A new measurement tool for human resources: Scoring based on the balanced score
card "specify four components in the human resources architecture, and examine the
relationship among them. The results of their studies indicate that knowledge, expertise and
skills are the indicators of the competencies of human resources, that had a positive effect on
the indicators of human resources practices, such as: communication, job design, selection,
rewards, staffing and training, development. Similarly, human resources practices had a
significant effect on human resources system (aligned construction, integration,
desegregation) that may lead to the achievements of human resources outcomes.
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Kinnie and Swart (2006) in their study titled "The relationship between human resources
procedures and reconstruction of strategies in the creative organization ", concluded that the
reconstruction strategies, has a positive impact on human resources procedures, which
ultimately will lead to satisfactory performance.

Chew (2004) in his study titled "Effect of human resources management procedures on
retention of main staff" in Australia concluded that there is a significant relationship between
competencies and achievements of human resources.

Kang (2003) developed the initial model of Lepak and Snell, and designed a model called
relational architecture model, which it is product of cognitive, emotional and structural
relationship among knowledge oriented workers in organization.

This study specified that all staff, based on their human capital, don’t participate in a
similar manner. Second, different arrangements of human resources are used in organizations
for different skill groups, and third, the creation of value and strategies are the product of
human capital compounds among different categories of individuals.

Lepak and Snell (2002) in their study examined the relationship between human capital
characteristics and employment conditions. They considered human capital as the main
source of value creation and determining organizations assets. They presented a conceptual
model of human resource architecture based on unique and strategic value of human capital
which consists of four components: knowledge-oriented employment, job-oriented, contract
work arrangements and partnership. That in human capital, it has direct relationship with first
component and it has inverse relationship with the third component and it has a significant
relationship with other two components. In general, limited studies have been done about
human resources architecture pattern in the world, especially desired model.

Because dealing this issue significantly has a positive effect on organizational function, and
organizational restructuring, but it has been neglected from researchers of human resources
and organizations, So what distinguishes this study from other researches is using this model
in higher education that can improve productivity and effectiveness of human capitals in
higher education in general, and specifically at University of Isfahan.

3. Research method

This study in terms of purpose is practical and in terms of method, is descriptive. Because in
this study, researcher deals with describing the amount of application of human resources
architecture pattern at University of Isfahan. Statistical population of this study consisted of
all faculty members of University of Isfahan totaled 561 people in the academic year
2011-2012. In this study, for sampling, Stratified sampling proportional to size of population
is used. Therefore, among the faculty members of University of Isfahan, 231 individuals were
selected using Morgan Table. Then, the questionnaires were distributed randomly among
them. Therefore in this study, data were collected using a researcher made questionnaire.
Expert and the manager opinions and Cronbach's alpha coefficient formula were used to
assess the validity and reliability of questionnaire. Collected quantitative data of the study
was analyzed using appropriate and necessary descriptive statistical indicators (mean,
Percentage, variance, standard deviation, etc.) and inferential statistics using SPSS software.
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4. Findings

Table (1) - Distribution of faculty members based on sex.

frequency | percentage
Female 37 16/0
Male 194 84/0
Total 231 100

Based on above table, only 16% of faculty members are women and this figures show that the

proportion of women to men is almost 1 to 5.

Table (2): Distribution of faculty members based on age.

frequency | percentage
20-30years 20 8.7
31-40 87 37.7
41-50 85 36.8
50-60 33 14.3
60and above | 6 2.6
total 231 100

Based on information in the table (2), the least respondents were in the range of 60 years and
above of age category while the most respondents belong the category of 31-40 years old.

Table (3)- Distribution of faculty members based on level of education.

frequency | percentage
Master 16 6.9
PH.D. 215 93.1
Total 231 100

Based on information in the table (3), most of faculty members (93.1%) have a doctorate

degree, which is fairly good.
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Table (4) - Distribution of faculty members based on years of service.

frequency | percentage
Under5years 94 40.7
5-10 32 13.9
11-15 20 8.7
16-20 49 21.2
20and more 36 15.6
Total 231 100

Based on information in the table (4), it can be argued that most of faculty members
(40.7percent) belong to category that have 5 or less year of service and are young body of
university.

Table (5) - Distribution of faculty members based on employment status.

frequency | percentage

Tenure 109 47.2
Contractual | 122 52.8
Total 231 100

Based on information in the table (5), it can be concluded that a significant portion (52.8
percent) of faculty members do not have job security and are not tenure.

Table (6) - Distribution of faculty members based on academic ranking.

frequency | percentage
Mentor 24 10.4
Assistant Prof. 170 73.6
Associate Prof. 33 14.3
Full Prof. 4 1.7
Total 231 100

information in table (6), reveals that significant number(170 out of 231) or 73.6% of faculty
member are assistant professors and this is in support of table (4) that showed most of faculty

215 www.macrothink.org/jpag



\\ Macrothll'lk Journal of Public Administration ?ggNGg\férlr-]?ng
- ™
A Institute 2013, \ol. 3, No. 2

members do not have much years of academic service.

Table(7)- comparison of grade averages for application of human resources practices
indicators of human resources architecture model(communication. training and development.
job design, recruiting, reward) at university of Isfahan ,with hypothetical average of 3.

Average Standard deviation | Standard error |t

Human resources practices | 2.89 /588 1038 2177

Based on information in table (7), it can be concluded that observed t is less than critical level
at a<00.5; therefore amount of application of human resources activities at university of
Isfahan is less than average level.

5. Discussion and Conclusion

Many environmental factors in human resources architecture are considered that influence
organization mission and strategies (Wright & snell, 1998). Consistency between mission and
strategies whit human resources is vital for successful implementation of organizational goals
(Schuler & Randall.2006). This is not possible unless human resources are managed through
strategic management in this approach, those can implement organizational missions who
possess commitment, knowledge and expertise. Proper strategies for increased participation
are designed through strategic management of human resources. Factors that affect human
resources architecture are environmental changes that act as prerequisite for determining
strategies and technology of organization (Shams.1996). Human resources architecture
approach considers employees as an important capital. Human capital management is a
developed concept of human resources management with direction of value added (Nelson,
2004), Hietala (2006) and Baron(2008) consider human capital as one of the organizations'
intangible capital like social capital, intellectual capital and organizational capital. Human
capital is preserved knowledge, skills and abilities that can potentially help increase
productivity and performance (Hietela, 2006). On this basis, human capital management is
activities, processes, and systems that are used for management and staff development.
Therefore, to limit employee in a pre-determined framework called "Job™ can decline the
productivity of this basic capital ((Menzies and Lyer, 2004). Barney (1991) argues that
managers should consider their human resources as an organizational cost. Here human
resources are defined as a set of knowledge and expertise and irreplaceable social relations
which are the main source for organizational competitive edge.

6. Suggestions
- Human resources architecture, within university, is considered as an independent unit.

- Distinguishing human side of organization through recruiting knowledge-oriented and
specialized employees.

- In employment process, every activity should emphasize organizational mission and
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goals.
- Training and staff development be updated.

- Activities are value added.
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