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Abstract: This paper analyzes human resource management techniques, including human resource outsourcing, and the size of
the human resources organization. One of HRM techniques is defined as "facilitation," "accumulation,” and "utilization." To
meet the needs of HR outsourcing, the data for the report was compiled from feedback from 232 entities, which included 113
organizations participating in the outsourcing process. The results indicate that companies focus on outsourced HR functions
while they have an emphasis on employee empowerment and performance improvement through facilitative management
strategies. Concurrently, companies use HR contracting, which often leads to a decrease in the scale of the HR staff. Therefore,
it is of critical importance that the organisations conduct thorough and thoughtful exploration of outsourcing of HR within their
organizations. The level of HR functions within the company is anticipated to be significantly diminished if HRM strategy is
pursued as an Outsourcing helps their consideration of HR departments to get ahead of HRM strategies.
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1. Introduction

The outsourcing of HR roles has been an important aspect of HR practice in the last few years. Researchers in
the Outsourced over one feature of HR: Smith et al. (2006) indicate that about 61% of the companies outsource at
least one. Of the people who did business in the US, 68% engaged in outsourcing human resource and training
resources, 56% outsource the employee benefits management feature, which shows that these are becoming more
and more traditional practices today (49 percent ). A research that was conducted by the Society for Human
Resource Management and the Bureau of National Relations (which are here known as SHRM and BNA) showed
that two-thirds of those surveyed had outsourced at least one HR operation. Outsourcing of HR divisions is
considered as being one of the many strategic choices when operating in a hyper-competitive sector It allows
companies to reflect on the items they have to attract the attention of their clients, improve the level of work
provided, and cut the price of outsourcing of HR tasks (Marinaccio, 1994).

The survey also says that the use of HR resources has gained significant attention from companies. An upsurge
in outsourcing that has not received the full analytical study is said to have contributed to the slow growth in the
research is rumored to be in the fields of human resources and development (Delmotte&Sels, 2008). With the
exception of the research into the various facets of managers' motivation, the majority of studies to date have
focused on outsourcing services provided by companies, including the benefits, threats, and opportunities. When it
because research shows that most researchers believe in the usefulness of simulations and case studies, which are
far less reliable than analyses of existing (Leiblein, Reuer&Dalsace, 2002; Bolat& Yilmaz, 2009). Additionally,
there is absolutely no evidence on the outcomes of HR outsourcing, which say there are negative consequences for
the scale of the HR department Therefore, the analysis would investigate if HR outsourcing is linked to HR-
related strategy.

Expanding on HR strategy to include literature review will start off by explaining HR outsourcing will then
allow the reader to understand HR strategy in full. Following, the discussion of the previous concepts, it would be
analyzed how HR policy and HR outsourcing, as well as the amount of HR employees work together. The text of
the book will be arranged according to its methods and then the conclusions and discussion will be included.

2. LiteratureReview
Strategy for HumanResourceManagement

HR is becoming one of the management principles of which more and ideas have now gained traction. one of
the most recent sub-traditions of HRM focused on the work place of HR policy in the decade of the 1980s, while
offering various HRM framework and strategy typologies (e.g. Arthur, 1992, 1994; Miles & Snow, 1984; Wright
& Snell, 1991). "People Management" is traditionally strives to accomplish strategic goals by developing
innovative approaches to support company mission, the employees and various departments by increasing
employee effectiveness and capabilities (Fombrun, Tichy&Devanna, 1984). Although the resource-oriented
approach is based on the premise that the management of HR processes depends on the under consideration, along
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with the individuals' attitudinal characteristics, all three strategies often depend on how they relate to the overall
market strategy (Bamberger &Meshoulam, 2000).

There are several researchers who try to establish typologies of HRM strategy. This table is constructed using
logical analysis, although the one uses theoretical knowledge to come up with it is a new definition for the
existing typologies. These typologies can be clustered into many overlapping groups that are both inconsistent and
compatible with one another collection. Similar features around the typologies can be discovered, and both
inconsistent and consistent with the others (Bamberger &Meshoulam, 2000). The utilizer, the, the accumulation of
processes, and the facilitator of processes are three distinct HRM strategies used by Miles and Snow (1984).
Dowling and Schuler (1990) found three forms of HRM strategies: (or methods, as they like to call them) to be,
namely, use, facilitation, and accumulation. It is built upon the analysis of Schuler and Jackson's (1987a) market
approach, which is based on the following three tactics of cost cutting, new product creation, and customer quality
enhancement.

Expanding a company's horizons through conventional brand marketing those focuses on expansion into the
goods and industries in which they've historically had little or no experience. Since they are less educated, they
will also only expect to excel in these fields if they follow general behavioral trends. Existing markets for
expansion into other more profitable areas will turn into these organizations can easily leave for those areas have
never discovered more profitable opportunities, if nothing changes (Dowling & Schuler, 1990; Miles & Snow,
1984; Morley et al., 2006). Thus, the company requires workers who demonstrate imaginative behavior, have a
high levels of cooperative and interdependence, are excellent as they take danger, who have a long concentration,
who can take greater toleration of uncertainty, and an increased capacity for complexity, and who show less care
over quantity, and who often exhibit low concern for consistency.

There is also an "accumulation” HRM technique, which is used to expand the number of capable individuals
who they will hire and often at the level of recruiting employees for both aptitude and personality rather than
“technological suit". A collection of this kind should, instead should concentrate on and foster long-growth
conduct, on the one hand, strong emphasis on cooperation, and on the other hand, demand and quality; on the two
or three-term project, there is significant interdependence that must be managed.

Using expansion strategies is especially effective, as they remain within a limited and well-defined reach, don't
make much changes to their internal processes, and don't affect their market place in any appreciable way It is
based on short-term or long-term dedication, optimal use of human resources, and strives to put an organization's
human resources to the greatest possible use (Arthur, 1990; Dowling & Schuler, 1990; Miles & Snow, 1984). 1.
From these assumptions, the inference follows that 1) employment that can be obtained by comprehensive and
thorough training are likely to be stagnant, less distinguished, and require specialization 2) rigidity of professional
growth with respect to jobs that help extend ones knowledge and performance and competitiveness appear to be
built to be less skilled and 3) market-oriented work levels are left on an open-term and remain constant, with few
levels of control, and 4) fewer qualified workers are utilized.

OutsourcingofHRfunctions

"Outsourcing™ can mean various things to many individuals, but there are several ways to look at it. It can be
regarded as the purchase of value-creating or should have been achieved in- in this case, it's considered an
outsource of outsourcing that happens here (Gilley & Rasheed, 2000; Hansen et al., 2008). However, whether
there are already parts of the larger company or business who don't want to do their own HR responsibilities,
outsourcing them is a hands-off approach in terms of deciding to employees' welfare (Pelham, 2002; Lievens& De
Corte, 2008). in the practice of helping to include business strategy formulation and organization design,
leadership, project and program management, human resources administration, systems administration, and day-
day-to-day HR activity started with the simple outsource of administrative duties such as payroll and now includes
a wide range of tasks such as leadership, project and program design, administration, and routine operations
(Quinn, 1992; Delmotte&Sels, 2008). and have the ability to be offered by the business, offering the worker an
incentive to better their skills, hiring and giving job seekers the resources they need to grow, and employing new
workers, and also supplying salary details for those who seek out jobs (Lilly et al., 2005; Gilley et al., 2004).

Various organisations are given different expectations and incentives, depending on their various situations.
these outsourcing is one strategy firms feel they must adopt because of the arrival of a new phase in their overall
HR management lifecycle: they believe that there is an excess of specialized experience, an impending stage of
the organization's HR structure, and advancements in HR systems, which lead to lower costs, and more exposure
to risk (Greer, et al., 1999; Klaas, 2003). benefits as well as various obstacles such as company-specific, capacity
at your HR department being hampered, the capability of your suppliers, talent gap of staff due to them quitting,
and reduced efficiency within the HR service, and profit at-providing firms, among others (Adler, 2003).Here is
seen along with various forms of HR approach and lowered HR headcount.
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Development of Hypotheses and Theory

The determination as to either to outsource HR operations or to handle them locally is subject to cost analysis
under the terms of Transaction Costs (Williamson, 1998). For HR Outsourcing (and almost everything else
outsourcing) is definitely to thrive, there must be an atmosphere where it is desired and essential. Companies can
look to do their HR functions more efficiently by purchasing from external vendors rather than developing their
own internal capacity. The spectrum of HR outsourcing operations includes HR organizing, but does not include
HR services (routine payroll administration). The types of HR strategies are more dissimilar than the roles being
involved, and each one expansion and contraction of HR affect a particular method of HR outsourcing. As it is
assumed that business contracting would often affects (likely) impact the profitability (savings) of the usage of
HR functions (specifically), this research uses TCE to analyze theories about outsourcing HR activities to discover
how these functions contribute to employee savings

According to the definition of the core competence of the notion that has gained a lot of momentum (e.g.
Barney, 1991; Ulrich, 1996), resource-based opinions (such as this) hold that outsourcing can be useful for the
overall production of the core competencies. In this hypothetical scenario, outsourcing focuses on the
development of useful expertise by allowing current HR professionals to concentrate on critical and highly skilled
tasks with the benefit of granting them more time for higher-value work. The key research methodology taken in
this experiment combines both TCE and RBV approaches to pursue the previously formulated hypotheses.

RelationshipbetweenHRoutsourcing and Facilitation of HRMstrategy

Jobs participating in this process become of primary and non-negotiable value to their bosses, to the point that
they can no longer be neglected or dismissed. The use of new ideas, talents, abilities, and techniques is
streamlined. As a result, companies have collaborative teams with a lot of ways for workers to get to communicate
with peers. Organization controlled by facilitation The HRM methodology puts a high value on the concept of
innovative product development, which uses a competitive and fluctuating market climate. Working practices are
not as stable as you would expect. As a result, these jobs fluctuate in level of effort, increasing the number of
variables the workforce must contend with (Lever, 1997; Gainey et al., 2002; Stroh &Treehuboff, 2003). Thus,
doing much of the HR tasks in- and functions within the corporation would result in substantial investment in
processes, infrastructure, and other services. Compensates the worse (offers the biggest exposure to tracking risk
and still bears them), freeing up the company to make long-term goals that align to their core objectives and
develop the consumer experience in a different manner that maximizes their benefit (Lever, 1997; Klaas et al.,
2001). As a result, it is speculated that:

H1:The reliance on HR outsourcing would be greater for companies who incorporate strategic management
practices.

RelationshipbetweenHRoutsourcing and accumulationHRMstrategy

The egalitarian practices employed in this initiative have the aim of getting more applicants in and retaining
them throughout their careers, and this is accomplished by having longer tenures and early mobility. The emphasis
of the organisation is on advertising opportunities, which results in a reduction in the events that are needed to
attract people to the job (Ordanini&Silvestri, 2008; Klaas et al., 2001). They will also be responsive to the
constant workforce turnover. This makes them competitive in their role in managing human resources as opposed
to the alternative, which will have to devote considerable financial resources to finding new hires. Additionally,
this company encourages staff to move around and to further their experience, both recent and time- and job-
related training-based, to give all its personnel up-to the-at-both existing skills and expertise-required skillset
training. Even businesses should consider outsourcing HR services for two years before determining whether they
want to determine whether it is profitable and the more a function is outsources, the most likely it is to lose
profitability (Schuler, 1989; Ordanini&Silvestri, 2008). Both of the points described above can be assumed to
apply to further justification for the proposition that:

H2:Those firms with a philosophy of accumulation are less likely to benefit from HR outsourcing.

The HR approach and HR outsourcing has a complex relationship. If you are seeking to cut HR costs, a firm
that utilizes human resources management approach is one to consider. In the other hand, limited utilization of
full-time HR employees, sub-based pay, subcontracting of HR duties, and outsourcing of HR functions are
discouraged. the firm aims to reduce training and growth costs by selecting certain applicants that have skills,
know-how, and in terms of that, knowledge and abilities are what it saves on, the most When employees are given
the ability to take short-term or long-term positions on the strength of their own abilities, rather than their job
qualifications, this promotes jobs at will and the ability to live under a certain level. Management’s overriding
worry is how much jobs they will generate and hence how much they would have to be paid (Schuler & Jackson,
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1987; Woodall, et al., 2009). Especially if HR has been outsourced, it is still cost-effective to outsource because
companies can use time and resources that they'd otherwise have wasted to do other work on something else more
efficient (Ulrich et al., 2008). Off shipping HR processes out to an outsourcing firm with experience will speed up
the process of finding suitable candidates, creating job offers, and providing contracts (Klaas et al., 2001). In
payroll and administrative Hour jobs, the work loads are high and growing, which means the company can
minimize the costs of recruiting new workers, free up any of their existing staff employees, or decrease labor costs
by hiring outside the US. The research was attempting to show that] this [thus, it proposed] a hypothesis:
Immigrants and their American-born children both showed a pronounced changes in the English language skills,
but those with a longer residence period did so more so:

H3:In companies with a use-based approach, on-based expectations, reliance on HR outsourcing would be far
higher.

RelationshipbetweensizeofHRdepartment and HRoutsourcing

Because all three of the departmental priorities of the human resources (HR) strategy, capabilities,
management and growth stand in contrast with one another, this appraisal must be more dynamic (Ahmed, 1999).
Gilley et al. (2004) discovered a correlation between productivity, job security, staff engagement, and customer
interactions for outsourced functions that go along with increased business growth and development, and supplier
relations on a though having worked for similar results, found results to what they see for that outsource seems to
be strong association to profitability and long- and profit per employee. Researchers in the past have mentioned
that HR outsourcing may have an effect on overall company efficiency, according to their work. They maintain
that (Gilley et al., 2000) and say (Gilley et al., 2004) that HR outsourcing may have a business impact. according
to Jamrog and Overholt (2004), there are many aspects of HR success that can be observed, such as employee
satisfaction, workforce attrition, and others, that provide HR managers with information on how effective they are
However, as long as research and development costs and operational expenses are kept low, contracting out
services can tend to be beneficial to be more appealing (e.g. Greer et al., 1999; Lever, 1997).

Rostek, Bradley and Hamel (1992) states that the truth: in regard to costs being significantly decreased by
outsourcing: Facilities and infrastructure expenditures are both seen as increasingly unimportant as outsourcing
rises, particularly in view of how dispensable they are while operational. According to a study conducted by Jack
Siegel (2000), each company must take on a greater responsibility for the supply chain of services because of the
reduction in the resources (employees) employed by the HR department, as well as the integration of outside
suppliers impacts on management roles and functions (RedHarmony). Actors and benefit plan design and
performance evaluation. HR encompasses the individuals involved in keeping a company's workforce healthy,
creating an equitable opportunities for advancement, and being able to dismiss and hire, and preparing and
enhancing productivity, but also workers who deal with business operations and training and benefit programs
(Brewster et al., 2006). In that case, then, it is assumed that there will be fewer human resources workers to
perform HR duties when outsourcing of HR roles will take place. In theory, it is believed that:

H4:Where tasks like human resources are spread around a business, it means there is a smaller HR
department.

3. ConceptualFramework

Therelationshipshypothesizeddrivefrompreviousliteratureandaretestedinthecontextoftne proposedmodel (see
figure 1)

HEM STRATEGIES SIZE OF HUMAN
» FACILITATION HUMAN RESQOURCE RESOURCE
s ACCUMULATION OUTSOURCING DEPARTMENT

L J

« UTILIZATION

Figure 1 Conceptual model
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4. Methodology and Data Collection

Instead of face-to-to-face interviews, the research team used mail questionnaires. Since this tailored
questionnaire was for senior-level people in the automotive sector, no answers came from them. The mail box,
which in turn was received from a directory supplied by the Federation of Malaysian Manufacturers (FMM). After
23% of the intended response, the survey was considered usable by adding another 990 individuals to the
interview panel, and found to have produced 232 usable responses from 990 interviewees.

Measurementlnstruments

The study's new items, which are based on well-established psychometric measures, are assigned various
points on a 6 disagree-strongly agree or agree on a six-disagree scale that were developed to track specific
individual differences. Percentage scale was also tests the degree to which the HR tasks were outsourced as well
as their related costs were estimated depending on the on the decreases in the number of HR employees.
Respondents were required to provide quantitatively accurate measurements in order to quantify the structures.

Reliability Test

Confirmatory Factor Analysis (CFA) was carried out to assess the validity and durability of the measurement
scales. A type of analytic [regression] graphing and a regression test from SPS version 17 was run. We used two
models; the Goodness-of-of-fit Index (GFI) and Root Mean Square Error of Approximation (RMSEA) to compare
the model against; and the model was fitted using the Tucker-Lewis index (T-L) and a root mean square (RMS)
(RMSEA). The values of 2.0/df and 3.0 should be less than or equal to the value of the chi-squared GFI, CFI, and
TLI should be under 0.90 and the value of the RMSEA be above 0.08 (Hair et al., 2006).

Two separate HRM strategies were appropriate for two out of the three categories of goodness-of-of-fit tests (t-
test and eigenvalue and goodness-of-of-fit index), as shown in Table 1, and have excellent common elements
(they both scored more than 0.9). (Hair et al. 2006). These authors claim that, according to the root mean square
error of approximation (RMSEA), fit ought to be pursued in all cases where the RMSEA is less than 0.1.05;
elsewhere, very good fits ought to be sought for where the RMSEA is less than 0.05.

Tablel:CFAforHRMStrategy

Variable Chi-square Pvalu| GFI TLI CFI RMSEA
e

Facilitation 37.018 0.017| 0.917| 0.948| 0.961| 0.080

Accumulation 10.952 0.279| 0.968| 0.984| 0.990| 0.044

Utilization 16.856 0.264| 0.960| 0.973| 0.982| 0.043

ProfileoftheRespondents

Forty-two hundred and seventy-two percent of the respondents (one hundred and thirty-two of the total
number) say they use HR outsourcing. Figure 2 illustrates the breakdown of the 97 companies that outsource HR
service delivery functions.

Table2:ProfileoftheOrganizationsthatOutsourcedHRFunctions
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HR. Outsourced Organizations Percentage
1. Type of industry
¢ Food and beverages 11
o Textiles 89
¢ Wood products 54
¢ Chemucal products 10.7
¢ Rubber and plastic products 89
e Metal products 8.0
¢ Machinery and equipment 152
e Electronics 14.3
¢ Radio, TV and communication 143
e Motor vehicles, trailers and senu-trailers 71
2. Total Employees
¢ 150 to 300 employees 2638
e 301 to 1000 employees 41.1
e Above 1000 employees 321
3. Total HR Employees
¢ Below 5 employees 295
e 5 to 20 employees 464
¢ Above 20 employees 241
4. Years of establishment
¢ Below 1980 366
e 1981 to 1990 348
e 1991 and above 28.6
5. The cost of HR employees (RM)*
e Below RM20000 54
e RM20000 — RM50000 15
e RM50001 — RM100000 16.1
e Above RM100000 36

*RM — currency for Ringgit Malaysia

Respondents in the bulk of the respondents were in the machinery and equipment sector (15 percent ). More
than one-four and a half of the companies, used to hire, used to employ about 41 percent of their workers with the
amount of these people having 20 or fewer HR employees, working between 41 and 46 percent of them According
to this study, roughly two-approximately 37% of these organisations were founded before the year 1980.
Furthermore, 16% of these companies spend between 500% to 100% and 100% of their total human resources
costs on labor.

The Impact of Human Resources Outsourcing on Human Resources

There was linear analysis used to see whether different forms of HR outsourcing had a direct relationship to
different stages of HR administration policy. This table presents the outcome, as seen in Table 3.

Table3:RegressionforHRMStrategyandSizeofHRDepartment
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Independent Variable Std Beta
Facilitation 0.160%
Accumulation -0.099
Utilization 0.210%*
R 0.35

R Square 0.13
Sig. 0.00

F value 5 03 7HE*

Note: *p<. 10, *¥p< .05, #*¥p< 01

The findings indicate that nearly one-third of the HRM strategy deviations are compensated for by the 13% of
the strategies in the comparison. When it comes to the impact of H1 vs. H2 on HEXP, HR approach, we can infer
that HR outsourcing has a relationship with various kinds of strategies. Thus, the findings here are also consistent
with H1 and H3. Study shows that those with a facilitation HRM approach to make a greater use of HR
outsourcing. Employers with a plan for HRM strongly relied on HR outsourcing used expansion as well.
Facilitation HRM approach has a beta value of 0.21, which means that it plays the most important role in HR
outsourcing. Studies did not show any evidence that growth and expansion methods were statistically different
with respect to be relevant in the sense of HR outsourcing. So, as a result, the H2 hypothesis was not supported.

The Size of the HR Department Has Grown as a Result of Outsourcing

The last column in Table 4 reveals how much of the HR was outsourced, which is one example of the
correlation between HR's scale and whether or whether they maintain an outsourcing relationship.

Table4:RegressionforHROutsourcingandSizeofHRDepartment

Independent Variable S5td Beta
HR outsourcing 0.36] *#%*
R 0.36

R Square 0.13
Sig. 0.00

F value 16.67%%%

Note: #p<. 10, #¥p=< .05, ¥*#p< 01

this was statistically significant (p=0.05) indicating that HR outsourcing is related to the lower HR department
size (expressed as a difference in relative frequencies) with HR funding. According to the report, companies gain
both an improvement in specialist services and decline in personnel costs by HR outsourcing. The finding also
suggests that businesses experience cost savings by redirecting the extra expenditures they may incur in specialist
or expatriating the outsourced HR staff costs. This analysis suggests that on average, an organization's HR
resources would be contracted as the percentage of staff involved in the process is going into HR Outsourcing
increases.

5. DiscussionandConclusion

we see the increase in HR outsourcing as a case of when businesses plan to do both or want to outsource HR
positions whether it brings significant advantages for growth or due to the incentives that it provides. since HR
functions are critical when it comes to a big strategic decision to outplacement, consideration must be given to the
considerations that might be important in influencing the choice to outsource certain functions This research
serves as a big step toward HR outsourcing, since it looks at variables that are indicative of HR outsourcing.
However, this paper goes a long way to show that the antecedents of HR outsourcing among manufacturing
organizations in Malaysia might not be exclusive to specific situations and that type of government. the vast
majority of the studies on the subject have so far have concentrated on the dangers and benefits of HR outsourcing
The antecedent of this study has led to the creation of HR strategy (as an outsource) this is something that HRM
policy is set up to handle around the board with the whole HR departments So HR tasks, in this form of business,
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especially where they are taken to the furthest extreme, are therefore being performed by an HR service provider
rather than the business itself.

Based on the results, facilitators who employed HRM strategy were substantially more likely to outsource the
function. As most companies now employ facilitation-heavy HRMs, these days, and this expansion has more to do
with increased outsourcing than it does with enhancement. However, these companies are well known to work in a
competitive and active market environments, but this is not unexpected given the level of competition they face.
The requirements of these businesses are very variable, and so many roles are needed to serve them, running them
in-house is a continual and constant tweaking. To this freeride providers to ensure that these applications and
programs can be used on a long-term basis, by using an external vendor allows more periodic program revisions
without raising operational expenses (Stroh &Treehuboff, 2003).

Lastly, using an HR approach to provide expansion into usage expansion uses increases the degree of
outsourcing and this lowers the organization's use of human resources. By cutting down on their R&D costs, these
organisations outsourcers instead relied on the lowered their own or foreign suppliers to purchase new
technologies that offered a cutting-edge approach. Therefore, outsourcing will be very beneficial to the company
by relieving it of the burden of the need to recruit additional employees and streamlining its current workforce.
Since it needs less HR training to begin with, a lower HR count means less training to follow up with. Therefore,
all of this results in reduced wage rates (Lever, 1997; Ulrich et al., 2009). In comparison, there are no extra
investments in new technologies, infrastructure, and all equipment that is required has already been acquired is up-
to-to-date and ready to use. We use open source platforms that are equipped to respond to particular and
complicated needs because of the presence of group organizations (Jarvis, 1999).

Which has shown that HR organisations can be more confident in their abilities to grow and expand without
HR staffs being involved in the operation of their functions is not only seen in favor of but also leads to significant
HR departments being able to shrink. These improvements to the organisation are certain to occur as a result of
outsourcing human resources management would be substantial. HR workers are strongly impacted by the
modifications, and they need corporate help to assist with them. A strong companywide climate and staff
acceptance are two very critical factors in the process of developing a new model or program. The results of this
research are extremely important for real life, so their conclusions must be taken seriously the analysis is provided
to help HR managers familiarize themselves with outsourcing, and show what factors make it a successful so they
can identify which outsourcing solutions they could be appropriate for their particular business needs.
Redesigning HR to empower itself is a very good strategy for any company interested in moving its HR staff.
Derived from processing cost: One might presume that through reducing transaction costs, human resources
outsourcing would further improve the organization's core competency.

Secondly, human resources departments are re-examining the administration of tasks. Beyond HR, both
horizontally and vertically (i.e.e. most distribution methods move delivery outside the HR department and offer
HR practice) (Lepak et al., 2005). Most companies outsource their human resources roles to third parties, not only
as a form of increased independence, but also to reduce their related costs. There is a lot of evidence that HR roles
are now study- and data-focused rather than staff and policy-oriented (Larsen & Brewster, 2003). Managers of
human resources should do require resource-expand time-allocation policies, they must analyze these distribution
mechanisms, measure their advantages and drawbacks, and choose the most suitable to satisfy their plan.

The first and most critical factor is to bring in any outsourcing decision is knowing under what circumstances
to outsource HR functions. Analysis has to be done in depth if the latter if both conditions are met to see if HR
goals can be accomplished. Rather, one can make sure that HR teams are maintained so that if anything should
happen to the corporation will recruit as required. cut in HR work force members may increase the severity of
workplace dissatisfaction and de (motivation) the additional overall these cuts in HR workers may create greater
problems with workplace motivation executing and commanding those managerial duties shows that being
"champion” for jobs has a detrimental implications on some members of HR, which means getting higher than
normal perceptions of self.

Any relevant information is missing from this report. These results may be applicable to entities of different
sizes and time of existence, or those that have been in operation for a longer period of time. Therefore, prospective
studies should make efforts to obtain knowledge from any and conclusions from organisations regardless of the
scale of the age or size of the institution. it would be fun to know whether more analysis could classify the
situations in which HR is outsources to small businesses Respondents from the majority of this sample should be
said to be representative of the manufacturing sector, as opposed to the user population since they represent the
producers, not the population as a whole. For service businesses, the type of outsourcing is different since their
supply chains often produce intangible products that consumers may not use quite the way that producers do, and
this has the result of putting in motion further commodity shipments, with ancillary processes, allowing more
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throughput (Boddewyn, Halbrich& Perry, 1986). Future study would encourage the researchers to generalize their
findings to organisations of this nature which must include the following companies: medium-sized enterprises,
small businesses, charities, and non-profits. Finally, the third argument is that this research did not assign HR
roles into either core or non-core categories. The emphasis of the report should be on the "non-core" as well as on
those companies that are the most likely to outsource their "theatre"; some would be less focused on "the" or hold
the "core “first cut" of the lot in-house (Gilley & Rasheed, 2000).

And in addition, it only considered the scale of the HR staff when looking at the costs and benefits of
outsourcing. Financial measurements should be used to quantify the work done in the future to assess the
effectiveness of the work. Cost and efficiency gains or decreases in overhead are important to examine; other
potential metrics could be rises in expense, or decrease in costs might be quite relevant as well. The researcher
could also analyze the long-term impacts of HR outsourcing on employee absence, staff attrition, recruitment, and
morale, and employee productivity, both of employees, and all of which could impact the level of HR's
effectiveness additional studies will follow. These may include considerations such as the firm's market plan,
composition, as well as they could also be affected potential contributions, that have a correlation with the overall

climate,.
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