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In the contemporary landscape of organizational behavior, the discipline of Human Resource Management (HRM)

 has evolved from a purely administrative function into a critical strategic partner. Central to this evolution is the 

pedagogical shift from passive learning to active engagement. The work of H. John Bernardin and Joyce E. 

Russell, specifically in the 6th edition of Human Resource Management: An Experiential Approach, represents a

seminal framework for bridging the gap between theoretical constructs and practical application. This article

provides a comprehensive technical analysis of HRM through the lens of the experiential approach, detailing the

mechanics of job analysis, selection analytics, performance appraisal systems, and strategic integration.

1. The Theoretical Framework: Experiential Learning in HRM

The core philosophy of Bernardin’s approach is rooted in Experiential Learning Theory (ELT) . Unlike traditional 

textbooks that focus primarily on the memorization of labor laws and HR functions, the experiential approach 

emphasizes the development of student skills through simulation, role-playing, and diagnostic exercises. This 

method aligns with Kolb’s Learning Cycle, which consists of four distinct stages: concrete experience, reflective

observation, abstract conceptualization, and active experimentation.

Applying Kolb’s Cycle to HR Development

•  Concrete Experience: Engaging in a simulated hiring interview or a performance review meeting.

•  Reflective Observation: Reviewing the outcomes of the simulation to identify biases or communication 

breakdowns.

•  Abstract Conceptualization: Linking the experience to HR theories such as the Expectancy Theory or Equity 

Theory.

•  Active Experimentation: Applying refined strategies in subsequent simulations or real-world internship 

scenarios.

By utilizing this dual-goal framework, Bernardin ensures that the theoretical foundations (the \"why\") are

perpetually tested against procedural execution (the \"how\").

2. Technical Analysis of Job Analysis and Competency Modeling

Job analysis serves as the bedrock of all HR activities. In Human Resource Management: An Experiential Approach

, the process is treated as a technical engineering task rather than a subjective description. The objective is to 

determine the Knowledge, Skills, Abilities, and Other characteristics (KSAOs)required for optimal

performance.

The Functional Job Analysis (FJA) Workflow

The technical workflow for a rigorous job analysis involves several distinct phases:

1.  Data Collection: Utilizing the Position Analysis Questionnaire (PAQ), which uses a 194-item instrument to 

analyze job behaviors.

2.  Task Identification: Defining discrete tasks using action verbs, objects, and purpose (e.g., \"Operates CNC 

machinery to fabricate aerospace components according to ISO 9001 standards\").



3.  Rating Task Importance: Applying mathematical weights to tasks based on frequency, duration, and the 

criticality of error.

4.  KSAO Mapping: Linking each task to specific cognitive or physical requirements.

Competency Modeling vs. Job Analysis

While traditional job analysis focuses on tasks, competency modelingfocuses on the individual behaviors that

drive success. Bernardin emphasizes that for high-growth sectors, competency models are more resilient to the

rapid changes in technical environments where specific tasks may shift but core competencies (e.g., analytical

thinking, agility) remain constant.

3. Strategic Recruitment and Selection Analytics

One of the most technically demanding aspects of HRM is the selection process. Bernardin’s experiential approach 

focuses on the predictive validityof selection tools. To optimize the hiring funnel, HR managers must understand

the statistical relationship between a selection test and future job performance.

The Selection Ratio and Validity Coefficient

The efficiency of a selection system can be evaluated using the Selection Ratio (SR), defined as:

SR = n / N

Where n is the number of available positions and N is the total number of applicants. A lower SR allows the 

organization to be more selective, provided the selection tools have high Criterion-Related Validity. The 

relationship is often expressed via the Pearson Product-Moment Correlation Coefficient (r), measuring the

strength of the link between test scores and performance metrics.

Selection System Evaluation Table

The following table compares common selection methods based on their technical validity and cost-effectiveness

as discussed in the Bernardin framework:



Selection Method Validity (Predictive 
Power)

Cost to Implement Adverse Impact Risk

Cognitive Ability Tests High (0.50+) Low High

Work Samples/Simulations Very High (0.54) High Low

Structured Interviews High (0.44 - 0.51) Medium Low

Unstructured Interviews Low (0.10 - 0.20) Low High

Personality Inventories (Big 
5)

Moderate (0.20 - 0.30) Low Low

Technical writers and HR strategists must note that Work Samples, a key component of the experiential approach,

yield the highest predictive validity because they require candidates to demonstrate actual job-related behaviors

rather than abstract knowledge.

4. Performance Management: Technical Design and Bias Mitigation

Bernardin provides a rigorous critique of traditional performance appraisal systems, advocating for Behaviorally 

Anchored Rating Scales (BARS) and Behavioral Observation Scales (BOS). These systems are designed to

minimize the subjective errors inherent in graphic rating scales.

The Mechanics of BARS

Developing a BARS system is a multi-step engineering process:

•  Critical Incident Technique (CIT): Collecting specific examples of highly effective and ineffective job 

performance.

•  Performance Dimensions: Grouping these incidents into clusters (e.g., \"Customer Interaction,\" \"Technical 

Troubleshooting\").

•  Re-translation: Having a separate group of experts assign the incidents back to the dimensions to ensure 

consistency.

•  Scaling: Assigning numerical values (1-7 or 1-9) to the incidents based on their perceived level of 

effectiveness.

By grounding the appraisal in observable behaviors, the organization reduces Leniency Bias, Central Tendency 

Bias, and Halo Effects, which are common failure modes in human judgment.

5. Compensation and Benefits: The Internal and External Equity Model

Compensation systems must balance Internal Equity (fairness within the organization) with External Equity 

(competitiveness in the labor market). Bernardin utilizes the Point-Factor Methodto quantitatively determine job

value.

The Point-Factor Calculation

The technical process involves identifying Compensable Factors such as:

1.  Skill: Education, experience, and training required.

2.  Effort: Physical and mental exertion levels.



3.  Responsibility: Fiscal oversight and supervisory duties.

4.  Working Conditions: Environment and hazards.

Each factor is assigned a weight, and jobs are scored accordingly. The resulting point totals are then mapped to 

Pay Grades using regression analysis to ensure that the internal pay structure aligns with market wage curves. 

This mathematical approach prevents arbitrary wage gaps and ensures compliance with the Equal Pay Act.

6. Training and Development: The ADDIE Model Integration

Within the experiential framework, training is not a one-off event but a systematic process. Bernardin’s text 

highlights the ADDIE Model(Analysis, Design, Development, Implementation, and Evaluation) as the gold

standard for HR interventions.

Technical Evaluation of Training Effectiveness

To measure the Return on Investment (ROI) of training, Bernardin points to Kirkpatrick’s Four Levels of 

Evaluation:

•  Reaction: Trainee satisfaction (measured via surveys).

•  Learning: KSAO acquisition (measured via pre-and post-tests).

•  Behavior: Transfer of training to the job (measured via supervisor observation).

•  Results: Impact on organizational KPIs (measured via productivity, quality, or cost reduction).

A critical technical challenge highlighted in the 6th edition is Transfer of Training . Without specific environmental

supports—such as manager reinforcement and the opportunity to use new skills—the decay rate of training is

approximately 90% within six months.

7. Case Studies: Troubleshooting Operational Challenges

Failure Mode: High Turnover in New Hires

Scenario: A technical firm experiences a 40% attrition rate within the first 90 days of employment.

Diagnosis using Bernardin’s Framework: An analysis of the recruitment process reveals a lack of Realistic Job 

Previews (RJPs). The selection process focused solely on selling the organization's benefits rather than accurately

portraying the high-stress environment.

Solution:Implementation of experiential selection tools where candidates shadow current employees for a day.

This allows for self-selection out of the process by candidates who find the environment unsuitable, reducing long-

term turnover costs.

Failure Mode: Appraisal Inflation

Scenario: 95% of employees receive an \"Exceeds Expectations\" rating, yet department productivity is stagnant.

Diagnosis: The use of a Graphic Rating Scalecombined with managers' desire to avoid conflict led to massive

leniency bias.

Solution: Shift to a Forced Distribution Systemor a BARS-based system where ratings must be justified by

specific behavioral incidents recorded throughout the year. This recalibrates the performance curve and identifies

true high-performers.

8. Broader Implications for Strategic HRM



The transition toward an experiential approach in HRM signals a broader shift in how human capital is valued. By 

treating HR as a series of technical systems—ranging from valid selection models to mathematically sound 

compensation structures—organizations can move beyond intuition-based management. H. John Bernardin’s

work emphasizes that the human element of an organization is its most complex variable, requiring a blend of

rigorous scientific method and active, hands-on development.

As AI and automation continue to reshape the workforce, the role of the HR professional will increasingly focus on 

Strategic Workforce Planning and Organizational Development. The 6th edition of Human Resource 

Management: An Experiential Approachprovides the necessary toolkit for future leaders to navigate these

complexities, ensuring that HR remains a value-adding function that drives both individual growth and

organizational competitive advantage. Through the continuous application of theory to practice, HRM transcends its

administrative roots to become the primary engine of organizational excellence.
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