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Standard Causal Model of HRM
The Standard Causal Model of HRM is derived from many similar models published 
throughout the 90s and early 2000s. According to this model, HR will only be effective if 
its strategy is aligned with the business strategy.

The configuration
History, culture,

ownership,
technology and

workforce

Critical
HR goals

• Cost
effectiveness

• Flexibility
• Legitimacy

• Viability
• Sustained

competitive
advantage

Ultimate
business goals

The human resource strategy and practices

Intended
HR practices

Actual
HR practices

Perceived
HR practices HR outcomes

The external general
market context

Macro-economics and
labor market

The external population
market context

Competition, market, technology,
products

The external general
institutional context

Legislation, norms and
values

The external population
institutional context

CBA, trade unions, workers'
councils, other stakeholders, laws

8-Box Model by Paul Boselie
The 8-box model by Paul Boselie shows the eight external and internal factors that 
influence the effectiveness of HR practices.

HR Value Chain
The HR value chain is one of the best-known models in HR. It is based on the work of 
Paauwe and Richardson (1997) and creates a nuance in the models above regarding 
how HR operates.

EFFICIENCY EFFECTIVENESS IMPACT 

HRM - Activities and
Processes

HRM - Outcomes Organizational
Objectives

• Workforce Planning
• Recruitment & Selection
• Compensation & Benefit
• Industrial Relations
• Training
• Internal Mobility
• Talent Management
• Coaching
• Downsizing
• Organization Design 

• Employee Engagement
• Retention
• Absenteeism (Sickness)
• Competency Levels
• Performance
• Workforce Costs
• Talent Metrics 

• Profit
• Market Value
• Market Share
• Turnover
• Productivity
• Quality
• Customer Satisfaction 

Advanced HR Value Chain
The Advanced HR Value Chain model aligns HR with business performance through 
the balanced scorecard and emphasizes HR enablers like systems, budget, and skilled 
professionals for effectiveness.

HR enablers HR activities HR outcomes
Financial KPIs

Customer KPIs

Process KPIs

• Turnover
• Profit

• Customer
satisfaction

• Net Promoter
Score Process

• Accuracy of Delivery
• Throughput Time
• Product Quality 

• Customer Intimacy
• Operational Excellence
• Product Leadership

Strategic Focus
• HR Organization
(Design)
• HR Processes
• HR Budget
• HR Marketing
• HR Competencies
• HR Technology

• Workforce
Planning
• Recruitment and
Selection
• Performance
Management
• Development
• Compensation
and Benefits

• Engagement
• Retention
• Presence
• Workforce
Competence and
Performance
• Workforce Cost
• Talent Metrics

The Harvard Model of HRM
The Harvard model of HRM has been attributed to Michael Beer in 1984 and contributions 
from Paauwe and Richardson in 1997. It takes a more holistic approach to HR and includes 
different levels of outcome.

• Workforce
  characteristics
• Business strategy
  and conditions
• Management philosophy
• Labor market
• Unions
• Tasks technology
• Law & societal values

• Employee influences
• Human resource flow
• Reward systems
• Work systems

HRM policies 
• Commitments
• Competence
• Congruence
• Cost-effectiveness

HRM outcomes

• Individual wellbeing
• Organizational effectiveness
• Societal wellbeing

Long-term
consequences

• Stakeholders
• Management
• Employee groups
• Government
• Community

Stakeholders
interests

Situational
factors 

Ulrich HR Business Partner Model
The Ulrich Model was proposed in David Ulrich’s 1996 book Human Resource Champions, 
which outlines four key roles the HR function must take on:
Administrative Expert, Employee Champion, Change Agent, Strategic Partner.

Strategic
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Future/Strategic Focus
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PeopleProcesses

Warwick Model
Developed by Hendry and Pettigrew in the early 1990s, the Warwick model highlights 
aligning HRM practices with external and internal contexts, examining how external 
forces shape internal dynamics.

Outer Context

Inner Context

HRM Content

Business Strategy Context HRM Context
• Objectives
• Product
  Market

• Socio-
economic
• Technical

• Political/
  Legal
• Competitive 

• Culture
• Structure
• Politics/
• Leadership

• Task-
Technology
Business
Outputs

• Role
• Definition

• Organization
• HR Outputs

• HR Flow
• Work
Systems

• Reward Systems
• Employee
  relations

• Strategy
  & Tactics 

Guest Model
The Guest model was developed in the late 1980s and 1990s by David Guest. The model 
positions the strategic role of HR and differentiates strategic HRM from traditional 
personnel management activities.

HRM
Strategy

• Differen-
tiation
(Innovation)

• Focus
(Quality)

• Cost
(Cost
reduction)

HRM
Practices

HRM
Outcomes

Financial
Outcomes

Performance
Outcomes

Behavior
Outcomes

• Selection

• Training

• Appraisal

• Rewards

• Job design

• Involvement

• Status and
security

• Commitment

• Quality

• Flexibility

• Effort/
Motivation

• Cooperation

• Involvement

• Organiza-
tional
citizenship

• High:
     • Produc-
     tivity

  • Quality
     Innovation

• Low:
  • Absence
  • Labor

     turnover
  • Conflict

• Profit

• ROI

The 5 Ps HR Model 
The 5 Ps Model structures HR around Purpose, Principles, Processes, People, & Performance, 
aligning HR with business goals. It focuses on clear processes, guiding principles, and 
performance metrics to support both employee growth and organizational success.

The Storey Model of Human Resource Management
The Storey Model is built around four key elements: beliefs and assumptions, strategic 
concepts, the role of line management, and key levers. These elements shape HR as a 
strategic function, emphasizing commitment, performance, and long-term success.

ACADEMY TO
INNOVATE HR

HR Models
Every HR Practitioner Should Know10

Competitive advantage 
comes from human 

resources, so employees 
should be carefully 

selected, developed, 
and engaged not just 

for compliance but for 
long-term commitment.

HR decisions are 
central to business 

strategy, requiring top 
management involvement 

and integration into 
broader organizational 

goals to adapt to changing 
business environments.

Organizational culture 
is more influential than 
rigid procedures, as it 
fosters unity, reduces 
conflicts, and builds 
consensus on core 
values, ultimately 

driving flexibility and 
commitment.

Since effective people 
management is too critical 

to be left solely to HR 
specialists, line managers 

play a key role in 
implementing HR policies 
through daily interactions 

with employees.

01 02

04 03

Strategic
concepts

Line 
management

Key 
levers

Beliefs and
assumptions

An organization’s vision, 
mission, and objectives 

provide direction, helping 
align decisions with a 

common goal while staying 
flexible to future changes.

Measured through key 
standards, performance 

reflects the impact of 
strategies and efforts, 

highlighting areas 
for improvement and 
continued success.

Employees drive success by applying 
their skills, insights, and collaboration to 
create a productive and innovative work 

environment.

Organizational 
structures, rules, and 

systems should be 
regularly updated 

to stay relevant and 
support smooth 

operations.

These foundational 
guidelines set standards for 
decision-making, promoting 
consistency, accountability, 

and alignment with 
organizational values.

Principles

PrinciplesPerformance

Purpose

People



Oustomization 
f1,11lv ti.1 loroo to ','01..11' or&o)(Jiza1i0n•5 
HR tJe-.'illO� '1 er L nee .. 

Assessments 
fi;lr.-ntify mminJ?- c,pl)Q1l ni ir:o:; A 
track tiro�ior owr lin'li!' 

(Mini) Courses 
earn c�•l�J! e,d� nei,. skll s a 

m•ttc:r o1 t-(lua 

Events 
�&)' up to date w th the la�es1 ,-fR 
ITc:md!; IT�• JOi'1ir1! li1.'� on inc �nt!; 

T-Sbaped HR

cenlffcate �ograms 
St1tl�Urf!d le�rnlng to de't'fllop 
kriow1i;dl:!(l illldl s II� 

AI AS:slstant 
Get trustworthy ens-,...e,-s,. ,eicpe:n 
le-.'1!!!1 a.dvi�. &'Id j'.lra.dit.!il nb:t 
steps.. 

Community 
N'etwor1o: tNlth HR pro1e-s�onals 
;1c_rpu 1t'1 w:)rld 

Resource Library 
58.',e 1 ·.e by u!j1ng o1 -tl'e-!lhel 
tc,ml'll.il<lS, pl;:i.�•t;,oo-;5, .;u"I(! ,oc4 

https://www.aihr.com/business/?utm_source=resource&utm_medium=resource&utm_campaign=templates&utm_content=templates

	B2B Ad Template for 2025.pdf
	1. Purpose
	2. Procedure
	3. Responsibilities
	4. Time frames
	5. References
	6. Documentation
	7. Compliance and quality control

	Blank Page



