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Preface

Human Resource Management provides students in human resource management courses
and practicing managers with a complete, comprehensive review of essential personnel
management concepts and techniques in a highly readable and understandable form. As
this new edition goes to press, I feel even more strongly than I did when I wrote the first
that all managers—not just HR managers—need a strong foundation in HR/personnel
management concepts and techniques to do their jobs. Because all managers do have
personnel related responsibilities, I again wrote Human Resource Management, 10th edi-
tion, for all students of management, not just those who will someday carry the title
Human Resource Manager. This edition thus continues to focus throughout on practi-
cal applications that all managers need to deal with their HR-related responsibilities.
This publication is designed to provide accurate and authoritative information in regard
to the subject matter covered, but it is not intended to be a source of legal or other pro-
fessional advice for any purpose.

The new When You're On Your Own features show line managers how, for instance, to
recruit and train new employees when their HR department is too busy to help, how to
avoid committing management malpractice, how to more effectively address the possi-
bility of terrorist threats, and how to deal with the trend toward outsourcing jobs to
other countries.

KEY FEATURES OF THE TENTH EDITION

Integrated Strategic HR and the HR Scorecard

While this 10th edition again focuses almost entirely on essential HR management topics
like job analysis, testing, compensation, and appraisal, Strategic HR and the HR Scorecard is
now this book’s integrating theme. The intensely competitive nature of business today
means HR managers must be able to defend their plans and contributions in measurable
terms. This textbook is the first to provide specific, actionable explanations and illustrations
showing how to use devices such as the HR Scorecard (explained fully in Chapter 3) to
measure HR’s effectiveness in achieving the company’s strategic aims.

Improving Productivity Through HRIS

HR managers increasingly rely on information technology to help support the company
strategic aims. Improving Productivity Through HRIS features in each chapter illustrate how
managers use technology to improve the productivity of HR. For example, the Chapter 6
feature explains how managers use applicant-tracking systems to compile web-based
resumes, to test and prescreen applicants online, and to discover candidates hidden talents.

Know Your Employment Law

Today, virtually every HR-related decision managers make has legal implications, a fict
underscored by the Human Resource Certification Institute’s emphasis, in its exams,

Xxvii
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on candidates for certification having a solid knowledge of employment law. Each of
this edition’s chapters therefore now contains one or more new Know Your Employment
Law features. For example, Chapter 6’s explains what line managers should know about
the federal and state laws governing how employers acquire and use applicants’ and
employees’ background information. This includes, for instance, disclosure and autho-
rization, certification, providing copies of reports, and notice of adverse action.

The New Workplace

Because globalization and diversity are central HR issues today, you will find special 7%e
New Workplace features devoted to these topics throughout this book. For example, the
one in Chapter 4 (job analysis) explains how Mercedes-Benz uses the job analysis tech-
niques it honed at its new Alabama factory to improve its job analysis programs at its
plants around the world.

ORGANIZATION OF THE TENTH EDITION

New Chapter: Ethics, Justice and Fair Treatment
in HR Management

Today’s headline stories demand that ethics take a center stage in training managers.
This edition therefore contains a new chapter, Ethics, Justice and Fair Treatment in HR
Management. The chapter explains the meanings of ethics and fair treatment at work,
and how HR managers can support the twin goals of improving ethical behavior and fair
treatment in their companies.

New HRCI Related Exercises

The profession of HR management is becoming increasingly demanding. Responding
to these new demands, thousands of HR managers have successfully passed the certifi-
cation exams offered by the Human Resource Certification Institute (HRCI), thus
earning the designations Professional in HR (PHR) and Senior Professional in HR
(SPHR). This edition now contains, in each chapter, an HRCI-related exercise students
can use to apply their knowledge of that chapter’s material within the HRCI exam con-
text, as well as an appendix that provides a comprehensive listing of the topics that these
exams address.

Completely Updated

Adopters of previous editions will note a number of improvements in the book’s end of
chapter materials. In response to requests from existing and past adopters, this edition
returns to using updated versions of the very successful Carter Cleaning continuing case,
which focuses on the HR issues faced by the owners of an actual small retail service busi-
ness. Each chapter’s end of chapter material also contains a number of zew discussion
questions and exercises, with at least one new exercise per chapter tied to contemporary
events (including one that draws on Donald Trump’s “Apprentice” TV show).

Finally, I completely updated the material throughout. You’ll find hundreds of new
examples and research references and topics (including terrorism’s effect on HR, and the
issue of outsourcing jobs abroad), and, correspondingly, hundreds of new post-2000
endnote citations. Finally, with its practical, real-world orientation, Human Resource
Management has always contained a wealth of actual HR forms, and you will find dozens
of new or updated forms in this edition.



Preface  xxix

Summary of Selected Key Features and Changes
for the Tenth Edition

New: Strategic HR and the HR Scorecard System. Integrated throughout
the book is an all-new strategic HR and HR Scorecard system, consisting of four
components.

First, there is an all-new chapter (Chapter 3) devoted to strategic HR and the HR score-
card. This chapter explains the basics of strategic planning, the importance of and
methods for measuring HR activities, and how to create and use an HR scorecard.

Second, each chapter (starting with Chapter 4) opens with a new strategic issues vignette.
Each provides a strategic focus for the chapter, by briefly describing the strategic HR
issue faced by the HR manager of the “Hotel Paris.”

Third, each chapter then contains a special boxed feature entitled Strategic HR and the
HR scorecard. This feature explains how the Hotel Paris’s managers use the tools
and techniques from that chapter to create an HR system (for instance a testing sys-
tem, interviewing system, or compensation system) that contributes in a measurable
way to producing the employee behaviors required to achieve the Hotel Paris’s
strategic goals.

Fourth, a new HR Scorecard feature within each chapter graphically illustrates and sum-
marizes how the firm’s HR activities contributed to achieving the Hotel Paris’s
strategic goals. The HR Scorecard is a concise measurement system. It shows the
quantitative standards, or “metrics” the firm uses to measure HR activities, and to
measure the employee behaviors resulting from those activities, and to measure the
strategically relevant organizational outcomes of these of those employee behaviors.
In so doing, it highlights, in a concise but comprehensive way, the causal links
between the HR activities, and the emergent employee behaviors, and the resulting
firm-wide strategic outcomes and performance.

New: When You're On Your Own Boxed Features. Reflecting the fact that
HR management is the responsibility of every manager, the tenth edition’s new When
You're on Your Own boxed features provide tools and techniques for line managers and
entrepreneurs who have to “go it alone” when it comes to HR practices. Even in Fortune
500 companies, line managers and first-line supervisors often must supplement the
broad policy assistance they receive from their HR departments with tactical, day-to-day
HR skills and tools. For example, the marketing manager seeking a new assistant may
want to supplement her HR department’s recruiting efforts with some efforts of her
own. Or, the head of business affairs may want to create a practical series of job-related
challenges that can help him choose a new entry-level lawyer. The When You're on Your
Own boxed features provide this sort of practical, day-to-day advice. They explain, for
instance, where the line manager can turn for prepackaged training solutions, how to
create valid, simple job-related tests, and how to avoid management malpractice when
dealing with employment discrimination issues.

New: Know Your Employment Law Features. Virtually every HR related
decision managers make has legal implications, a factor underscored by the emphasis the
HRCTs certification exams place on employment law. Each chapter therefore contains one
or more new and unique Know Your Employment Law features. For example, the feature
in Chapter 6 (Employee Testing and Selection) explains what the line manager needs to
know about the federal and state laws governing how employers acquire and use applicants’
and employees’ background information, including disclosure and authorization,
certification, providing copies of reports, and notice of adverse action. Chapter 11’s
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(Establishing Strategic Pay Plans) explain, among other things, what the manager
should know about making the offer (for instance the pitfalls in quoting the offer with
an annualized salary, rather than with an hourly pay rate). Chapter 5’s (Personnel
Planning and Recruiting) explains the legal steps the firm should take with regard to
managing employment relationships with contingent workers.

TEACHING AND LEARNING RESOURCES

The following Instructor Resources are available to adopters of the Dessler textbook.

* Instructor Manual with Video Guide

* Test Item File

* Updated Videos

* Companion Website (www.prenhall.com/dessler)

* Prentice Hall Guide to the Human Resource Certification Exam
* Instructor Resource Center on CD-Rom

This Instructor’s Resource Center CD-ROM is an interactive library of presenta-
tion and classroom resources. By navigating through this CD, adopters can collect mate-
rials from the text most relevant to their interests, edit to create powerful class lectures,
copy them to their own computer’s hard drive and/or upload them to an online course
management system.

On the Instructor Resource CD, you will find the following resources:

* Instructor PowerPoints

* Instructor Manual with Video Guide
* Test Item File

* TestGen test management software
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