5 B IR £ 5 & 9 BOb

BB ww

L ELELTL T
Human
Resources

(Fourth Edition)

BS5Hr R X1GH—#A T (Luis R.Gomez-Mejia)
B4 - B - #fl/R4E (David B.Balkin) : Ve
F{a4F - L - Fi# (Robert L, Cardy)

ATPNSTTT TR




% 33 G £ 4% 2 BOM

%ghb %;ﬁ; (SB4R) |

Managing
Human
Resources

(Fourth Edition)

BREHT - R XiH—#BFE I (Luis R.Gomez-Mejia)
B4t - B - #i/R4& (David B Balkin) Vz
F{a%F - L - Fi8 (Robert L, Cardy)

@ W HE AR KE R



It

55 4 BRIt

ELSEFFEHANTRT, A REEL WA - d kiR, EEE
AWBEEECHRATE, RIWER., STHRAEMHEEE. 2RURBNAHAFHEY
BREBYHHENANET N, BERS ., 6EFEF, Hlizx, CLEAWR,

FAAAKRBEE (HRM) WELEFTRARNAN KRB E XN ANRD, BXL L, A
FUEUXTESUARE, SUALFEAZLAERELEEN-—NFTE, TREWTRESI.
MEKLR., TEEEIHEM, A TRNHEEE-CLEBRAIREETEEL, U, BNOA
WRTHENSEETHENFERT TIERH,

AN HARNEEZRNFEERANRREENELREX IR OIE, BARMNK
WA EANRBEENROERL, ER, RIMWEEELHEMB LI N FEABRAA
o BMNEENRWTEBEAARBEURBTRIHERA A R FEEE TR, dTFEANH
1, 4B MEWEEXERNLBIAALTRFAL, U, RINHEEIAEI T ELELENR
ANKEBREVNAEREFRANRREEREER %,

BN CEEAAEEY E1RBRUE, ZANAEBELAECELF TR A XA,
KEUNABTERALABNENERAAR MR TEAHME, DV EHWELTRFL, ER
MZEHBREHEERATHRK, TERFARNERNFEE) ERE (BEALKE
HEES) WEL, AR, ROAQXAWAGEETABAINALKRREER!, FEE
ANEERELEH ., REAADKRBRERERNZFNAE,

SVEEREZRARNUNNRET AN TSTE, MERNBFEPRABEAN
BEARWHE, HHEGN, A —AMREWR, TRAWFETRITHALFELR (mika
R T, BEREABEFMAERR TWRM), ERERTHELI NS XN H LR
Bk YR, AEYHNELSY, TRERFXAETEELYWAARE PHHEE
W, flingEFx%E N8 (Andersen Consulting) #RFZAF (WorldCom)., Z# /A8 (En-
ron) R RN E AT RN,

CORAREREBEANABENEE %, ERAE? GEARKRCEBBHRFEAD
REWERGHELT, #H, EATKABNEERFREATREIAKGHACEHL PR TN
SELWAER, $EERRTALERN (MT) REEAN (BREFLTHME) BAK
BIFSBBAAABSABHALIEREENNL, RHERMANBHELEAN KRR
TRt MR R E 4L

Ry, ZUEBEA AN KN EERARAUNBAAREL RGN HE AR
B, Y. FW. LETHERARRASRBRNE RS ERSWIRMER, BYERARE



- D .

IRERIHER., FahHe, THEFREEABPR T, B0, ADKBREXNIHECE
BAFRAEFEERN MBI, LHFPEH, MEIMHBEHEXH: AREH. AL
REBIAKSE, GERXRURNERAETES (MEANXECELR) MRITHEAH &
RREANFRRBEFMZT LRI E .

(EEAARE) FAMMMIMEmBER B EZAEEF k. B TRNERMEE AW
FEEAN, MEFEANRBELEPERIEASNRREEBITHES, o, KEXF—
MEARFEBRAENL, KNG, TRFESTEEFNBNFNHERXE, NAHERE
ERRB—ATKE, flor, RONNZBRAER? NZA P RMEFRT? ERBHETH
HROAZBNAR? EFFERTHEEAR? B R T SFREEHKERA 6 E 7
BN ELFEREGHRLT, A8 (FHRK), FERT (RHEPBHARXR)
PRI (THERE) ZFHMRF -8, EFARBUEATHRE? A-AFHHF R ITHE
BHATHER A, oy A AR AR S TR b kA A IR R A
MEREAECEZNTERERELTALLY W BB AL EEY N, REN “FU” hAKE
EAANNFREERENFENIFLWAERAAA TR TAIBRUBHHAZ AN R HE
WIEL, BE, MR EHF LT Ay Ry ZREiTEE,

AENGE-FHRNEENAR N T LN ELARNFAE, NEBARHANA
HEBRERRRFFLER), WRAALEH, RALF IO ARMATEERNXBEE,
FARBH-TRIN, EXZAHNE, FEERRABATENAR,

LUHEEH A RN ETER, EYRARIAZEANS 5 EEL AR,

2ASRETAGED —PHMW "EEHEIN: HAR T ZLLREFENGH
HARHBBRURE B RHNA S RBEEEFIA.

3LASKEFNAAES NN "EHRELR: BEBIANKFE T, 5KFR
EREBEAM K, REEREEFRATHAAAAKERE L —KEELEFRIREABE
WAEHRESH THMRE, Wi, BERHESERTIAALY FRELR YT ABE ., XHHE
RUWMFLERLEHARRACELERANB Y, PRIVERIRTR T, IHEEXEH
BRTEIHNEE: "4 ELRRURE—LANKEEEEL,

4. XTHERLARSHHETELRBNEL, RNAEGE-FNERENT - L X6 &
FHRAY, EOA-FMENRZFEN, ZAFRT AT LS, ROELAHT,

S. EEXHibH “HEE o HMERSAARE —F, RNIEEERREWTHEA
ATFUNEERAN L, IBLRPEET oM ENIEE, SRMEIURBEIE,
e EMER,

6. RIS ZY BTERAARBARGALE, REAFEFTIHERLR, Flin, %
BAEHLLBRATHER, L, AEIA (KB2XBLERAK) BEERATH
10% ~ 20% o

AHEH

c F1E UELHSHANBRBEASRREIR" CEARTT ERMNEIT, LB
TEEELFXNANSALME AN FRELRERNT T FREAFELIXENALE
ERAMEHAN., dAEEzE, 23%4, 2EEK, Z2AAURLATH S £7FF&
MR FRE R T,



« 3 .

s B2E “ITHABEHES TEINES ELWERGFA, &% E AR5 H
AR, KEY RO ANRQHE AN KR EE R 5 R GT R AP & 824,

e H3F “THAERUIAEHAEETE” €4 - BFWERHR, XEHRF R
Ak, MAIUERBRL FHAREN, Y ROABRPENRFEAURX T M AEHER NG
Eo

c HA4FE “SHMAEE AETHLEXATAAWALEI P SBMEAENERN. HE
AFETRGAMWAL, AR R IHGKNEFXEIUAMEFSERERNTHTNBER
MArE L AR NT R, SHAEERNT —HERAL,

s 5% “AIWEEEERL” VY ENAAECE R THNERMFERAR FEANEA,
REBRAGFERAEE LB H LHL L FAARFNTE, THOLE SR EHBE Y
MEBEWR T, ¥EHEMZLHNBELET X E,

s H6F "RIWHER, BURERLEE WAZEEMNALATIHEFEmEE, &
BRY RN EATE R W R, W T8 LR o K,

s BT1E “RITHWEELG IR HHITRANRLERAINEN., BREE, &
EWIT 2 FURTHEIFO R EWA ., FRWAE SRR T ED T ETFHARERE L2240
T Hw LR

s H8E “LERRAFI GEMLEFEI M AIEI . FH NN AL LD KA
Fook E N R RN E R

« HO9F “BUYAL” FHANEASRETFEACARLUR LB L EREEFHF L%
hEFRWBH, XTRLARRANT BUS RA LW TG, THRRLBZ N SH
— S B 5 (B R AE B i

s H10%E “FMERE VENNEEIESRFMEE N —LFad, nEATER
MEAREBRI AL, BEHRIMFAATNRE, AABERARREFH. £Z5EHFMH
HRIUREF SR TAL “REKEFLER” W&k

s I E “BUER VYEOHNBEFTEY REMNANBRRE HRB B FH B
NAAEFELEER., ARIHAAEIRFWAHXRNEET . AA YR ARANFHF L, LT
B 45 T A B DL R 3 4 TR O

s F12F “RIBANKITEEE ¥ ENAZETES R 401 (k) #BAKWHR ¥ %t
BTHREREESREGLANEAESL (EARIHWROF) WETHKR; XHALEKSNT
(EERALELRHEAER; REXHR T AN ELA M EREZENANIARITHETRE
it &l .

s B13E “FARIXA” BRATEABAALAAIXAWEEY, XUHROHER
HWAHR, TEEHERRE,; AARLIWIEREERENT T RR AT HK
MW R R, M, ﬂ%mTEE&%mIfWMzMAﬁﬁM

c H 14T “BERINASEEHE FHARTEFRHAAIZFALFA2EZRFHR
B RAANT LA E AL HENSER, B4, TR THAIHAFLNKAEENA
R, A HE R AT B B XA R AR Y K

e BISE “5HALWHIAE NETHHBRFITAR/NEAR. FHaeE, £T
FHUREHFRETENTAS, BT (4% % LHE%E) (Railway Labor Acop) 7
THREAH 3 AnBEALRL” (Weingarten right) o X — AR R EF— MM A A, REZAH,



.« 4 -

AHLHRTARERE - MEAELERAT T RRE N LTERA

s Fl6FE “THFHULL5RRER" R THBENPFT LRGN E, BTH
LR E R W E TR XA £ R D A E R %

s FUE “UEENAIVKFEEEORE #TTEEBEIT, e FERRIHAE.
5EFL “BEREM AVKFREERAGEPNAEN AR XN FE, URANAEEH
AURKKBERFRT o

¥ &

MTHEBZHN, AFABEAARFFUTEA,
.HEBEEMR IRBEHMERG AN RFESE RS L E
AT B A PR T S B T A A DL R A A

BB -LEEFEANRBECES NS RNTE;
CERREETHAEHEURKERBETENEE S,

VEYH . EREREESANRREENE W,
HEHHREANRE L ELREFELFTHRS

AW EHRREEAARBEEEFTNNA.

L e NV T R VAR SR

¥ B
AERIT -RAFFUBFELRL. G-FERAHEFTER. XRAE, M, Wb E
L. BEXBRE, Wi, B-FXAEUTHE:

THEALAH
ERNAUXFEZENEAFREAL N ARURAA R ER T 5 EEER A

eI in) @

XoPBARBTERENEFAXNREFL, ENETE A KR LU E A
5w,

gEREL

FARFPHE2IWEELLLARTYN, HFAEETELAZX F-REEREELY
EREWAREALREEZY, BACHEAFELNFTRERBREAR TN R D BT HES
SFEHAR FoRERNAE 4 BFHY, ROFZH “FEE . TXEERTRTH
AW RBREERRBREENAURKRRTRFEREX AN, flw, FFEKEX
Fip LA BB SRR RB AN RA XERAEFELEFEZEH L LB
M LE R XA NS, FZ XL 00V E ARFH, RNFH “BERDAN KR,
RELRAAMMAN A B EEATHAACE S S A TMBIH R TRE Y NHBET X
W, e, BP—BREBHLLENT LA BEMRA T oA RGELELZTARAL LN TH
B, FH, dRLEHBERELFEZHATT 24

B85 R A
NIV REAHRBEIEAANER, RNEF-FFMANTHAS LA YA BEUNE



5

SRANRBERNER (RAWEKKE ) Flln, BOFKRAHEMNNRBRAAERME
NEHEGAFRIES T LN THE, ZLENESBULHZH W,

“RFEMR” WAL

F-RHAANETARTRELANHERERY, RERRL 23 HRAH, &
MUK RRERE, RO Wk T ROSH EPEE, AL FFRY THALS NS
FIE, FHAMALAET “RRBR" WEOLHZL, KPR ERH N, F-2HFH “H
BEA”, RUTHLRPEAH RGBS, ROANBTRRENFENIALTRET
ERETREARZENI S, F_ XKy “HRE", EEIRNFRAR, £ E, &1
EORBATHRRTESZIRENEANFRARG A, Wi, LERFERINHAS
WHF R EERES P AKA RGN AR EEKER, FZEHFY “BERIAL KR,
LEEABRNFHEAT KPR ERTEEL SR T e BAL KRR AR T
I, WA T RESR, T EES A RSN A T KRR B R H o RE
o desh, BRNAERFARBLEEMAS NG EFE G 2 8% koW BEEHEF R

B : B@iTie
HTHEFEREWFATL, RNBATAENER., I TIXRBLNAF A 2%,
FAEFERREERR TP RN B,

EH TV MEIREREK

FHFEAFHEAORFR, NERLENENETHRFLAREFAIHRNEER
o BNHLPEAEVIHIE - HoHHFRMEEIT N, XEHERTwAERFLEHAY
FREER

B, B-FARAETERRAANRRERLERTHHF S RO, RAADBERSFES L3
KB ML Y, KERBEHA - NEFRNAARREERE L

BeEpR
FATHHCE RS G — AT T 0 BT LURE ST B e A ) IR R
AR

U F A

M- WA

zﬁﬁ%%ﬁ%(”Aﬁﬁwg)

3. AAEYERWRAE —F ok’ TRIAFUNFANEE;
4. F G E FOTAT

5. ER LT M ES

XA TE www. prenhall. com/gomez

IAXKRERJTHFSEAMXE, eEAFLENARRE - LW, F-FLME
FRAET RO AN LA EH AR LR A RBELFEN, EXFHEF —FRITF#
HEHRE —FRNEH.

GG E G A MR A Xanedu/Proquest % 1F B, I H IR B A H WK R # AT %
o KBS WEARARANE SRS BLRARAAKA, FLRESLHER

[u—y



-6 -

”'ko
ABIDIR B F IR
REXANBRFRFAETTHANTANE (HAFHM. QTAAEURNBIE),
ARERMHOFFE—FERBPLOT R
FAERBOTHE (WTEMLER) R2aw, MAERARFEERE#R, $£TUH
RYLIT R B R ., HERE 5 R o470 F# LR E AR,

MR

MEAECE 17TE, BEF 140 ZHMKA, FEAAMNRENERBFTELRE .
BMEXDECFERNBER, 008, AWE, MEEANER. & S AHRER S BE
(M3, PEIER) REXEE (LI, SA43NR) RET 0%, LA TISE &
UHRBHRFEREREELS XA AN RN EF R,

PH Custom Test

BHIBERR T HENCNBR, EAFTUERZIT, SR ERENRA, &
Ji® LA CD-ROM ik AT R P i . ik, URWMASH XFRF, & Word
F1 Word Perfect,

TR

(EEANRR) E4BMHI00MAEHOTH, HERSUBGHAEKFRE, &5
REHADTRA R “RA”, @& T UXEAE IS/ -, K ADFHTUEH IR
WA RAE ., Wi, BE-NROABEE - FHF LA T EK,

BRE&ES) | ANAREEREAR

E6BFHRAFEFLRBF - LA AF (4 BMG 18 Hotjobs) AN KB FE WKL &KB,
EXGT, ZEEHEEHRTUNANRBREERELEHE, ol BERAERN, BRFA
T, EAMARE, #HERENH. FITXFEURMKATHRIK,



{EE "

BEH-R-XEH-BET £ETHEANMNT A WP Carey B F I bt k. A% E
FERKFRBERAXA TN E LML FA, WA REHARFAARFLFFELSR, &
BANFARRZH, XEH-BETEXENRTRATHBBEEHATANRT SEMNAH KRR
T, NG, AR AT E A MEE, HANERZAMNIAFZH, ERER S
KEPRHBFEIRFEHR, BHIFEH (FEELHH) (The Academy of Management Journal )
WhRE2RR, & (ERIXEEALR) (The Journal of High Technology Management Research) #
GEMERUIA. RERAFANERS LI (FEFLHT). (EHERFFT) (Ad-
ministrative Science Quarterly) . & # T E 2 XY (Strategic Management Journal ). (%R * %)
( Industrial Relations) B {NFE B %) (Personnel Psychology) %X %7 120 5 BH X, A5
MRS T 12 KFEEHE, 25 Prentice Hail # B . T HARA . JAL # JR 3L R Grid
WA . B FE (FEFELMT) LARNERHER S, Py “HEAREN9
B 2, RBTETEE, A8 (FEFLHT) & “RERX" KEF (1992 4),
UBEEFFMMIAY “GAAHEFE" 2 — (194 F), XBH -BEHIABRNALEE
ERTERANRER S, BRALDRBE LR REHEHE,

W4-B-#RE HILERBPESAFHLERFRNFEFRR, WEAFEAAES
RRALZVAWR L, EHNBRFUEAFEZW, 0YHFBTEELZHTAMIAF T L
k¥, A (EEFLHT) (RBEELF) . (FRXR) (ANEQER) (FHHRA
%) (The Journal of Labor Research) & {#E L ¥ 2) (Academy of Management Executive) %
RERZRTBBEULHNFRBX. g —Bib X (5% FH-R-XEH - BEL S H) $iT
H(FHEFELHT) B “FEBX (192F), BRLHBREERKRT T IRAALREEHE
FHEWEE HEHEECF S LAENTE, wEEEHHAR (U. S. West), BHETH &
/8] (Baxter Healthcare) . & kx4 % ® 4 A3 (Hydro Quebec) R L Ei#F EMHBF %, #
REHRBHAREFTHLRE S AL KRBCRNMEXR, UWAHFHMANH kT 5 L,

BAS-FilE EEBTHMNREIMNLIAE W-P-Carey B F B EFHKEE., 1982 £5%7E
AEREBEAERARCES L VHHL ¥, REFSLENHIF R, 0 (FHF¥2
B fo (EHEFLIFH) (The Academy of Management Review), % (FIEEIEKE) (The
Journal of Quality Management) ¥4BAAIH A, FHARELFR . HEMRETHR AN K
ho BN (HARNEELRE) (The Journal of Applied Psychology) K xR WM X B ER %,
BT A 1980 - 1989 FAX R RWHM 02—, RATHEAN I AFEEREBMAT AFW
SR, FEHSHLANAETT 1983 FRE "KRERWL". LRALKRE R H
BEBTETER, FEACHANABRENFERLTRERN L EH RS T HEEEF
FELHFH, FHEBEI9NFTHERN LAY "FAEERERFNARIEF " REL,
EAREFTUREANF AN QAR TR LGFOREARN AN K EEE LK



Preface |

The Plan of the Fourth Edition

How do businesses succeed in today’ s competitive environment? The factor that can set an organization
apart is its people. The quality of the organization’ s employees, their enthusiasm and satisfaction with
their jobs, their experience, and their sense of fair treatment all affect the firm’s productivity, customer
service, reputation, and survival. In short, people make the difference.

Although relatively few students in human resource management ( HRM) courses will become HR
specialists, virtually all will have to work with other people. Dealing with other people is a fact of organi-
zational life, regardless of whether you are in accounting, finance, operations management, or some other
area. Because we believe that every manager is a human resource manager, we’ ve written our book for
students who plan to manage others at some time in their career.

The idea that all future managers need to understand HRM issues is at the heart of Manaeging Human
Resources . We cover all the core HRM topics, but our managerial perspective makes the topics meaningful
to students in any area of business. Our emphasis is on how to manage human resources and how to suc-
cessfully implement HRM programs. Because managers in all departments and functions confront HR is-
sues daily, we believe this approach is better than one that looks at HRM primarily from the perspective of
the HR department.

Since the first edition of Managing Human Resources was published, the general management per-
spective has become much more prevalent among practicing managers. Recent environmental and organiza-
tional forces have contributed greatly to this trend. Organizations are becoming flatter. Technology such as
the Internet fosters communication between all levels of personnel, and managers are expected to be gener-
alists with a broad set of skills, including HRM skills. At the same time, fewer firms have a highly cen-
tralized, powerful HR department that acts as monitor, decision maker, and controller of HR practices
throughout the organization.

Organizations need to be more flexible than ever before to deal with a rapidly changing competitive
landscape where global forces play a key role. Many traditional HR programs designed for a stable, pre-
dictable context (for instance, carefully defined jobs, which were often used as the basis for setting pay
and selecting workers) may actually become a hindrance in contemporary volatile business environments.
Discretion in decision making has become critical (witness the recent scandals at Andersen Consulting,
WorldCom, Enron, and others) , not only at the top executive ranks but also at all levels within the orga-
nization. .

Information technology also encourages a managerial approach to human resources. Why? The tech-
nology has permeated most traditional HR functions, decentralizing decisions and increasing the participa-
tion of managers and employees in all aspects of HR practice. Managers and employees have greater access
to human resource information, both inside and outside the company through both formal (Web pages) and
informal ( chat rooms and e-mail messages) means. An effect of the Internet, then, has been to democra-
tize the turf of the traditional HR department.
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The growing importance of a general management perspective to HRM has not lessened the importance
of HR specialists, however. Many tools and techniques for selection, training, compensation, perfor-
mance appraisal, and other traditional HR functions can greatly enhance the quality of hires, the skills of
the workforce, job satisfaction, and employee motivation. But HR specialists’ focus has shifted from one
of control to one of advice and support to line managers. The forces reinforcing this trend include downsiz-
ing, outsourcing of the HR function, information technology, and the inclusion of HR courses in under-
graduate, graduate, and executive education programs designed for the general manager (rather than the
HR specialist) .

Our goal for the fourth edition of Managing Human Resources is to emphasize a general management
approach even more than we did in the three previous editions. Because of our increased emphasis on
managing people, rather than on the designed HRM tools and techniques or the activities of the HRM de-
partment, this book should be relevant to every business student. We believe that no matter what area of
management students aspire to, they will have to work with the most important resource—people. For in-
stance, whom should we hire? How much should we pay the new hire? How do we handle conflict between
people of different backgrounds? How do we decide who should be laid off in the case of downsizing? How
do we provide performance feedback to capitalize on employees’ strengths? How can ethical decisions be
made when the interests of the organization (reducing cost), the manager (having a harmoniously working
team), and the employee (keeping a job) may not coincide under difficult economic conditions? What
should the supervisor do when a long-standing employee is accused of sexual harassment? How students
manage these and other similar HR issues in the future will be a critical determinant of their effectiveness
as managers and the effectiveness of their organization. Although students taking a “survey” HRM course
should learn how to use HR tools or techniques that may help in addressing HR concems, they will seldom
be involved in the actual design of those tools and techniques.

Each chapter of this text takes the managerial perspective and examines issues relevant to today’ s
managers. HRM from the managerial perspective is the overriding key to engaging the students and pro-
moting their appreciation and learning the effective management of people. This fourth edition offers an up-
dated and more applied content with an even clearer emphasis on the managerial perspective.

1. New chapter vignettes based on recent events are used to illustrate why the chapter content is rele-
vant to managers.

2. Most chapters include at least one new feature titled “Manager’s Notebook: Emerging Trends,”
which addresses the management of contemporary HR issues that have become salient since the
previous edition of the text.

3. Most chapters include at least one new feature title “Manager’ s Notebook: Customer-Driven
HR.” Consistent with the general management perspective of the text, this feature provides an ex-
ample of how line managers and employees act as customers that utilize HR programs to become
more effective in their jobs. Furthermore, the customer-driven perspective views employees as
customers of the organization’ s management practices. This perspective encourages students to
consider the impact of management decisions on outcomes such as employee loyalty and retention.
This new feature reinforces the theme that “every manager is an HR manager.”

4. Based on feedback received from instructors and students using the text, we have extended the
cases at the back of each chapter. At least half of the cases have been replaced in this new edi-
tion. They all include a team exercise in addition to discussion questions.

5. Two new end-of-chapter features have been added that present managerial situations that parallel
the “emerging trends” and “customer-driven HR” themes discussed in the body of the text. These
new features conclude with analytical questions and issues, experiential exercise, and group pro-
jects such as role-plays and debates.

6. We have greatly expanded coverage of international HR issues, which are now covered in most
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chapters. For instance, the management of diversity has become a major issue in western Europe
where foreign workers (mostly from northem Africa and eastern Europe) now represent 10 to 20
percent of the population.

7.0ver 600 new references have been added to summarize and integrate the most recent HR re-
search .

The text is organized as follows:

B Chapter 1, “Meeting Present and Emerging Strategic Human Resource Challenges,” has been
substantially revised, focusing on emerging environmental and organizational trends affecting HR prac-
tices. Some of the themes receiving special attention in the new edition include employment and compen-
sation risk, coping with information overflow, globalization, corporate corruption, security issues, and the
need to establish work/life balance to help attract and retain employees. .

W Chapter 2, “ Managing Work Flows and Conducting Job Analysis,” examines use of teams, in-
cluding virtual teams, and problem-solving teams. The chapter has expanded coverage of outsourcing hu-
man resource management activities and examines both its costs and benefits.

B Chapter 3, “ Understanding Equal Opportunity and the Legal Environment,” contains new court
decisions in several areas including racial, gender, and disability forms of employment discrimination.
Expanded text content is provided on pregnancy discrimination and information on how to handle a sexual
harassment investigation .

B Chapter 4, “ Managing Diversity ,” provides numerous new examples of how firms deal with diversity
issues at work. It also provides new coverage of employees with mixed identities, the special concerns of
various employee groups, and how the management of diversity has become an intemational phenomenon as
many countries around the world face unprecedented immigration and women enter the workforce in large
numbers .

B Chapter 5, “ Recruiting and Selecting Employees ,” includes expanded coverage of the use of tech-
nology in recruitment and selection. A customer-driven focus is presented by considering job candidates as
customers of the organization’s selection process and by considering customers of the organization”s prod-
ucts or services as potential employees. Background checks and security issues are given heightened con-
sideration .

M Chapter 6, “ Managing Employee Separations, Downsizing, and Outplacement,” includes ex-
panded consideration of layoffs and how they should be handled. The costs of turnover, the use of contin-
gent workers, and how to avoid being a layoff victim are new or expanded topics.

W Chapter 7, “ Appraising and Managing Performance ,” initiates new or expanded coverage of coach-
ing, self-management, the balanced scorecard, and the use of performance review software. Coverage also
includes business strategy in addition to job analysis as a source of performance crnteria.

B Chapter 8, “ Training the Workforce ,” includes new content in e-learning and preemployment train-
ing. Coverage is expanded on the topic of reducing training costs and determining the return on investment
in training.

B Chapter 9, “ Developing Careers ,” presents new content on the effect of telecommuting on careers
and the option of switching industries more easily than careers. Coverage of career self-advancement is ex-
panded through consideration of desirable and undesirable characteristics in today’ s workplace, virtual ca-
reer advice, and mentoring.

B Chapter 10, “ Managing Compensation,” offers expanded coverage of new trends in compensation
such as use of variable pay to minimize layoffs, employees’ exposure to stock market risks, application of
information technology to make compensation decisions, the design of global compensation programs, and
the passage of “living wage” legislation in several metropolitan areas.

B Chapter 11, “ Rewarding Performance ,” offers expanded treatment of the positive and negative ef-



IV Preface

fects of incentive programs. New coverage includes nonmonetary incentives, educating employees on pay-
related risks, the use of compensation systems worldwide, contemporary trends in executive pay, and in-
centive management on the Web.

B Chapter 12, * Designing and Administering Benefits ,” includes expanded coverage of 401(k) re-
tirement plans with a discussion of the investment risk associated with keeping a large percentage of retire-
ment plan funds invested in an employer’s stock. An international comparison of unemployment insurance
benefits coverage in the United States has been provided. Finally, new content on health insurance plans
for small businesses and self-employed individuals has been added to the text.

B Chapter 13, “ Developing Employee Relations ,” has increased emphasis on developing employee re-
lations through technology, such as the use of Web sites for grievances that can be rapidly addressed by
managers and the use of Internet-based job satisfaction surveys that provide immediate employee feedback
on various cormpany policies and initiatives. Expanded coverage is also provided on public recognition pro-
grams designed to improve employee morale.

B Chapter 14, “ Respecting Employee Rights and Managing Discipline ,” includes new content on
employer restrictions on office romance between employees and the debate over the use of no-dating poli-
cies within companies. New information on employee drug-testing policies has been added including cover-
age on preemployment and probable cause drug-testing procedures.

B Chapter 15, “ Working with Organized Labor ,” has updated information on emerging trends in labor
union growth, labor contracts, strike activities, and labor relations in other countries. Expanded content
has been added on the Railway Labor Act and the Weingarten right of a union employee, which is derived
from a court case that gave unionized employees the right to have a union representative present during a
disciplinary investigation.

B Chapter 16, “ Managing Workplace Safety and Health ,” includes new content on depression and
hearing loss. Online approaches to increasing fitness are a new consideration as are managing threats from
bioterrorism and desk rage.

B Chapter 17, “ International HR Challenge ,” has been thoroughly updated, including new material
on worldwide recruiting, women expatriates, balancing the need for global integration with tailor-made HR
policies to fit particular cultures, and the use of information technology to access skilled labor in different
countries around the world.

Themes

In addition to the managerial perspective, we thread several themes throughout this book, including:

B The need to provide customer-driven HR programs and services to managers and employees

M The need to analyze emerging trends impacting HRM practices and develop proactive responses to deal
with them

B The need to foster cooperation between line managers and the HR department

B The importance of operating within a legal framework and acting ethically

B The effects of reorganizing, outsourcing, and quality management on HRM

M Workforce diversity as a source of competitive advantage in the global economy

M The changing forces of technology and their implications for HRM

Features

Managing Human Resources contains a number of innovative pedagogical features. Every chapter contains
learning objectives phrased as management challenges, an opening vignette that draws students into the
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chapter, a running marginal glossary of key terms, a summary , discussion and review questions and
end-of chapter notes and references. In addition , each chapter contains these features :

The Managerial Perspective
This chapter introductory section previews what’ s 1o come in the chapter and how the HR material is relevant

to managers.

Question of Ethics

Severul of these segmenis raise ethical questions that relate to the chapter’ s content. They are designed to
provoke thought and debate on issues that are not easily resolved .

Manager’s Notebooks

Approximately two thirds of the Manager’ s Notebooks are new in this fourth edition. They are divided into
three categories. These notebooks provide management advice on a variety of issues that managers confront
daily , from providing feedback during an appraisal session to preparing employees for a layoff. A second
type of notebook is new to this fourth edition , which we call * emerging trends . " These Manager’ s Note-
books discuss issues that are becoming important to HRM practice and that are likely to require increased at-
tention in the future. For instance , many countries around the world have recently enacted legislation to fa-
cilitate or actively encourage the use of stock-based incensive plans. This means that multinational firms need
to reconsider their incentive plans to adapt to this new trend . The third type of Manager’ s Notebooks is also
new to this fourth edition , which we call * customer-driven HR.” These Manager’ s Notebooks examine HR
practices illustrating how managers and employees can benefit by approaching employees as internal cus-
tomers. For instance, one of these Manager’ s Notebooks illustrates how line managers and employees can
instantly access salary data on their own for hundreds of positions , analyzed to meet their needs (e.g., by
location., by experience ) .

Issues and Applications

To give extended applications that relate to HR topics, we have Issues and Applications features in every
chapter that showcase HR practices ( both good and bad) around the globe. For instance, Chapter 9 spot-
lights the glass ceiling in Asia and a feature in Chapter 11 addresses the surge in piecework due to the Inter-
net. Over 35 percent of these features are new.

“You Manage It!” Discussion Cases

Each chapter concludes with four cases based on scenarios from actual companies . Approximately two thirds
of these cases are new. Based on feedback received from the prior edition , we have lengthened the cases to
provide more in-depth coverage , and for each we have included critical thinking questions and team exercis-
es. The * You Manage It\” cases are now divided into three categories , two of which are new. The first
category , which we call “ discussion case ,” is similar to the concept successfully used in previous editions .
The detail and length of the case study offer a challenging student assignment for individual analysis and
group work. The second category , which we call * emerging trends , " is new to this fourth edition. It pro-
vides an example that illustrates an HR-related issue that is likely to require increased attention in the future .
Students are asked to analyze the situation by responding to critical thinking questions and engaging in
team-based exercises. The third category , which we call * customer-driven HR,” is also new to this fourth
edition. It provides an example that illustrates how managers and employees can be effectively serviced by
HR programs or how to overcome the roadblocks that make it difficult for particular HR programs to be help-
ful to the end users. Students are also asked to analyze the situation by responding to critical thinking ques-
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tions and engaging in team-based exercises .

Managerial Challenge: Discussion Questions

Approximately half of the discussion questions at the end of each chapter have been replaced. This section
has been reworked by expanding the length of the coverage for the issues at hand and focusing the question
on the managerial challenges involved.

New Part-Ending On Location! Videos

There are 6 new videos each with discussion questions throughout this book. These cases have an applied
focus that helps students build their HR management skills. Parts 2 through 6 close with a new video case
and discussion questions. These cases have an applied focus that helps students build their HR manage-
ment skills. ,

In addition, each chapter includes numerous examples of HRM practices at a wide variety of companies,
from small, service-providing organizations to huge megacorporations. A concise dictionary of HRM termi-
nology is provided at the end of the book, along with a subject index and a name, company, and product
index.

The Teaching and Learning Package

Each component of the teaching and learning package has been carefully crafted to ensure that the HRM
course is rewarding for both instructors and students.

Instructor’ s Manual

B A chapter overview/lecture launcher

B Annotated outline (including all text features)

B Answers to all end-of-chapter discussion questions and end-of-chapter *You Manage It!” critical think-
ing questions

B Sample syllabi

B Key to PowerPoints

Text Web Site www . prenhall. com/gomez

The text Web site features cases and articles designed to support student research. Level-one cases include
cases from previous editions as well as cases not included in the text that the authors want to make avail-
able to students. The authors will update level-one cases twice yearly to coincide with the beginning of
each semester.

Level-two cases and readings are drawn from the Xanedu/Proquest database and are thematically organized
to correspond with the table of contents. Level-two cases and readings include selections from scholarly
journals, business media, and popular press. These cases and readings will also be updated twice yearly

lo coincide with the beginning of each semester.

For Instructors
Text-specific faculty resources include downloadable supplements ( Instructor’ s Manual, PowerPoint pre-
sentations, and test item file) .

For Students—Student Version of PowerPoint Package
The Student PowerPoints ( available on the Web only) are black and white, contain no teaching notes, and
do not have graphics. These Student PowerPoints allow a student to print the slides at home, bring them to
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class, follow along with the instructor’ s PowerPoints, and take notes.

Test Item File

The Test Item File contains 17 chapters of 140 + questions per chapter, all of which have been carefully
checked for accuracy and quality. This comprehensive set consists of multiple-choice, case, true/false,
short answer, and essay questions. Each test question is ranked by level of difficulty (easy, moderate, or
difficult) , type of question (recall, integration, or application), and contains page references to give the
instructor a quick and easy way to balance the level of exams or quizzes.

PH Custom Test

The test item file is designed as a computerized package that allows users to custom design, save, and
generate classroom tests. Available on CD-ROM, PH Custom Test gives instructors the ability to edit,
add, or delete questions from the test item file and to export files to various word processing programs in-

cluding Word and WordPerfect.

PowerPoint Package

There are more than 300 slides on the PowerPoint CD that accompanies the fourth edition of Managing
Human Resources . The majority of these slides also contain useful teaching notes. The final slide for each
chapter is entitled “Case” and contains an exercise based on chapter material. This case can be discussed
by the entire class or by dividing the class into small groups that report back and compare notes. Kach
case applies its corresponding chapter material to a real-world setting.

On Location! Human Resource Management Video

Six videos offer students the opportunity to view real-life HR executives from companies like BMG and
Hotjobs, who discuss current human resource issues such as sexual harassment and discrimination, re-
cruiting, the complexities of restructuring, incentives and benefits, labor relations, and the successes and
failures of expatriate employees.



About The Authors

Luis R. Gomez-Mejia holds the Horace Steel chair in the W. P. Carey Col-
lege of Business at Arizona State University. He received his Ph.D. and M. A. in indus-
trial relations from the University of Minnesota and a B. A. in economics from the Univer-
sity of Minnesota. Prior to entering academia, Professor Gémez-Mejia worked for eight
years in human resources for the City of Minneapolis and Control Data Corporation. He

has served as consultant to numerous organizations since then. Prior to joining ASU, he

taught at the University of Colorado and the University of Florida. He has served two
terms on the editorial board of the Academy of Management Journal and is editor and cofounder of the Journal of
High Technology Management Research. He has published over 120 articles appearing in the most prestigious
management journals including the Academy of Management Journal, Administrative Science Quarterly, Strategic
Management Journal, Industrial Relations, and Personnel Psychology. He has also written and edited a dozen
management books published by Prentice Hall, Southwestern Press, JAI Press, and Grid. He was ranked one of
the top nine in research productivity based on the number of publications in the A cademy of Management Jour-
nal. He has received numerous awards including “best article” in the Academy of Management Journal (1992)
and Council of 100 Distinguished Scholars at Arizona State University (1994) . Professor Gémez-Mejia’ s research

focuses on macro HR issues, international HR practices, and compensation.

David B. Balkin Is Professor of Management in the College of Business Admin-
istration at the University of Colorado at Boulder. He received his Ph.D. in industrial re-
lations from the University of Minnesota. Prior to joining the University of Colorado, he
served on the faculties of Louisiana State University and Northeastern University. He has
published over 35 articles appearing in such journals as the Academy of Management

Journal, Strategic Management Journal, Industrial Relations, Personnel Psychology,

Journal of Labor Research, and Academy of Management Executive. One of his publica-
tions (coauthored with Luis R. Gémez-Mejia) was selected as the best article published in 1992 in the Academy
of Management Journal. Professor Balkin has written or edited three books on HRM topics. He has consulted for
a number of organizations, including U.S. West, Baxter Healthcare, Hydro Quebec, and The Commonwealth of
Massachusetts . Professor Balkin’ s research focuses on the interaction between business strategy and HR policies,

and the design and implementation of reward systems.



