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We have been studying several issues related to why small and medium organizations, such as churches, need a trained and knowledgeable human resource management person on board as part of the team. Many of the reasons have been spurred by the recent Society for Human Resource Management White Paper on the subject. Today we will conclude our discussion.

Please note the following facts:

· About 30% of all business failures are due to employee theft and related forms of dishonesty. (U. S. Chamber and American Management Association) 

· Action against an employer for negligent hiring is increasingly common, with average awards to the victims in the millions. (Workplace Violence Research Institute)

· Millions of dollars are paid each year in awards to victims of harassment and other legal claims against employers.

· Hiring an illegal alien can results in fines between $ 250 - $ 10,000.  These are going up with the 2006 interest in illegal immigration.

In 2000-2001 the Watson Wyatt organization concluded a study which on its face does not apply to churches.  But the data provides us some understanding to the value of having trained and professional HR people on staff.  The Watson Wyatt organization documented the links between an organization’s HR practices and its market value creation.  This study demonstrated that improvements in 53 HR practices were connected with an overall increase of 47% in market value for the company.  The following are some examples of HR’s impact on market value:

· 1.5% - Low voluntary turnover of employees in general

· .5% - Recruiting efforts aligned with the business plan

· 1.0% - Pay linked to a company’s business strategy

· 1.3% - High employee satisfaction

· 1.1% - Managers who demonstrated company values

At what point does the church need to add a formal, dedicated HR function?  That is the bottom line question for most small and medium organizations.  There is no formula that can easily and quickly answer the question.  However perhaps some of the following indicators will help answer the question:

· The more technical and advanced training required in business functions, the quicker the HR function should be added for recruitment and communications reasons.

· When an organization reaches 50 employees it should be seriously thinking about having someone on the team well trained in human resource management.

· When the organization can sense the cost of the HR function probably outweighs the cost of its risk management liability without the HR function being present.

· When top leadership can no longer interact with every employee at least once a week due to growth.

· When top leadership can no longer have a direct relationship with every employee, written policies and procedures that go beyond the basics are needed.  A trained HR person should help write them.

· When the HR-related functions of hiring, interviewing, directing, supervising, disciplining and terminating employees have moved to supervisors.

· When the church leadership senses they “don’t know what they don’t know” in the arena of HR, they need trained assistance.

There are high costs, many of which are not immediately recognizable, for a church to not have a trained and knowledgeable HR function.  Hopefully this series of columns on the subject have helped convince small and medium organizations to seriously re-think the issue of adding a professional HR function to better their organization.
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Reasons Why the HR Function is Vital: Conclusion








Action Point: Give this material to the Senior Pastor and Ministers.


Action Point: Make this mandatory reading for the Church Business Administrator.


Action Point: Make this mandatory reading for oversight bodies such as boards or 


		  committees.





Please note: The Solution does not represent a legal opinion and in no way seeks to provide legal advice.  Its contents consist of information from a Human Resource Management Practitioner-Consultant view point. Should your organization need legal advice you are encouraged to discuss such issues with your labor-employment law attorney.


The information contained in The Solution primarily reflects national trends, federal compliance issues and State of Texas positions. You are encouraged to inquire as to whether or not your particular state has a position different from those expressed in The Solution.


Should others you know desire to receive a free copy of The Solution, simply have them send an email message requesting to receive the newsletter to dbaggett@wcc.net.




















