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“You learn best by doing. So we build 10 percent of
development around training, and another 20 percent
around coaching. The other 70 percent comes from on-
the-job training. ”

“If you have employees in 12 European countries,
you’ve got to have 12 different retirement funds, each
with its own meetings for executives to attend, docu-
mentation and administrative requirements. ”

“| remember a lot of great companies from the 1970s
that have since disappeared because their focus was
on products, not people.”

The air is still

The birds are quiet

The humidity is building

You can smell a hint of rain in the air

The sky is becoming darker

The thunder is beginning to rumble

The rain has started to trickle

The wind is beginning to gust

The sky is illuminating a fantastic lightening show
The rain is coming down in sheets

The thunder is cracking in sync with the lightening
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Chapter 1

GENERAL INTRODUCTION OF
HUMAN RESOURCES MANAGEMENT (HRM)

Human resources management provides management, administration, and
coordination of the company’s human resources functions and support of
organizational development. The division provides company departments with
timely and professional assistance and guidance to best manage their employees
and to accomplish their goals and service delivery responsibilities. The purpose
of the program is to maintain a fair and equitable human resources management
system by balancing the needs of empio_;’ees and the company, and to assure

compliance with applicable rules and regulations.

A Brief History of Human Resources Management

The history of HRM can be traced to England, where masons, carpenters,
leather workers, and other craftspeople organized themselves into guilds.! They
used their unity to improve their work conditions.

The field further developed with the arrival of the Industrial Revolution in
~ latter part of the 18th century, which laid the basis for a new and complex
industrial society. In simple terms, the Industrial Revolution began with the
substitution of team power and machinery for time-consuming hand labor.
Working conditions, social patterns, and.the division of labor were significantly

altered. > A new kind of employee—a boss, who wasn’t necessarily the owner, as

e 1 e



Chapter 1 GENERAL INTRODUCTION OF HUMAN RESOURCES MANAGEMENT (HRM)
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had usually been the case in the past-——became a power broker in the new factory
system, With these changes also came a widening gap between workers and owners.

Scientific management and welfare work represent two concurrent
approaches that began in the 19th century and, along with industrial psychology,
merged during the era of the world wars. Scientific management represented an
effort to deal with inefficiencies in labor and management primarily through work
methods, time and motion study, and specialization. Industrial psychology
represented the application of psychological principles toward increasing the
ability of workers to perform efficiently and effectively. *

The renowned father of scientific management was Frederick W. Taylor, an
engineer at Midvale ‘Steel Works in Philadelphia from 1878 to 1890; he studied
worker efficiency and attempted to discover the “one best way” and the one
fastest way to do a job. He summarized scientific management as (1) science, not
rules of thumb; (2) harmony, not discord; (3) cooperation, not individualism;

and (4) maximum output, not restricted output.

There had to be “one best way” of doing every job.

More than a century has passed since Frederick W. Taylor, the father of
work-study, decided that there had to be “one best way” of doing every job. His
life’s work was to find it by breaking tasks down to their constituent movements,
measuring the work using a stopwatch and notebook, then re-assembling jobs on
more efficient lines.

The process was described as scientific management and came to underpin job
design techniques adopted across manufacturing industry. When combined with
moving assembly—taking a product past static workers specializing in one or two
actions—the efficiencies it achieved revolutionized manufacturing between the
First and Second World Wars.

Measuring human performance had entered the workplace and it was here to
stay. NQw, it seems, there is no limit to the aspects of a job that can be

« 2 .



Chapter 1 GENERAL |NTRODUCTION OF HUMAN RESOURCES MANAGEMENT (HRM)

measured. The latest debate on workplace measuring centers on finding the most -
relevant metrics that can point to bottom line success.

This debate has been building ever since Theodore Schultz, an agricultural
economist at the University of Chicago, produced his ideas on human capital in
the early 1960s when he discovered a direct correlation between investing in
education at a national level and economic improvement. He went on to prove that
the yield on human capital in the U. S. economy was greater than that based on
physical capital. *

Then, when the industrial giants that had dominated the corporate sector in
the first half of the 20th century began to be overtaken in the 1980s by software
and service companies, investors began to take a deeper interest in this form of
capital that could walk out of the door. o

The idea that people were a type of capital made more sense than the notion
of people as a resource.® Sometimes employees have been described as assets but
" this does not acknowledge the substantial cost of employing people. To treat a
workforce as a form of 'capital in which the cost of employment and training can be
interpreted as an investment is to appreciate the dynamism of human endeavor. °

At the same time, however, it would be useful if we could calculate a return
on this investment. In the past 10 or 15 years or so, therefore, a large array of
measures has emerged with the aim of providing managers and investors a better
understanding of corporate employment strategies.

Another reason for better human capital measures is the decreasing relevance
of accounting for fixed assets as new management concepts, focusing on the core
contribution of individual companies, remove many of the traditional features of
balance sheets.

Once it was possible to analyze the worth of a company by assessing the
value of its fixed assets such as plant and equipment. Today such comparisons are
losing their significance in many service and information technology businesses
where the value of intangible assets such as intellectual capital, patents, research

capabilities and brand values are eclipsing those of the fixed assets. Where in the
e 3 o
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early 1970s perhaps no more than about five percent of corporate assets were
considered to be intangible, today that proportion has risen above 75 percent on
average. Yet financial accounts continue to concentrate on the tangibles.

The UK Government plans to tackle this issue by introducing a statutory
requirement for all publicly listed companies to publish Operating and Financial
Reviews for financial years beginning on or after January 1, 2005, These reviews,
or OFRs, will need to give an analysis of a company’s performance throughout
the year, including information on trends and factors likely to influence future
performance. The idea is to give investors more relevant information than can be
obtained from the financial accounts.

The OFR requirement is an ambitious undertaking since it expects companies
to produce relevant measures and information about environmental matters, social
and community issues, and employees. Employee information can expect to be
presented as measures of human capital.

The rest of Europe and the U. S. are likely to be watching developments
closely since there are few precedents for the use of human capital measuring as a
form of compliance. The biggest problem for the UK, and for any other
jurisdiction, for that matter, is choosing relevant areas of human capital
measurement.

Some measures, such as employee turnover, for example, may be more
critical to one type of company than it is to another. The total number of
employees may be of interest to some companies, but of less value, perhaps, to
those with large numbers of temporary and part time workers or those who
outsource much of their work. Much of the UK debate in the coming months,
therefore, will central on the comparative value of company-specific measuring
against a desire to give investors some generic measures that could be used across
different companies and sectors.

There may be some temptation to recommend some of the many proprietary
measures employed by consultants such as the Saratoga Institute or Watson

Wyatt. But it is difficult to find impartial analysis of these “off the shelf”
o 4 e



Chapter 1 GENERAL INTRODUCTION OF HUMAN RESOURCES MANAGEMENT (HRM)

metrics, A better solution may be to identify clusters of human capital measures.

One cluster, for example, might center on recruitment and retention,
including measures of staff turnover, vacancy rates and the cost of recruitment.
Another cluster could look at investment in training, including the average
number of training days per employee each year and employee feedback on the
relevance of training.

Companies with large numbers of overseas staff may choose to look at
diversity ratios or to monitor the language skills of employees and possibly the
number and types of degrees, qualifications and average years of experience
among staff as measures of intellectual capital.

The ratio of permanent to temporary staff can be a useful year-on-year
comparison in monitoring staff. Equally the ratio of male to female staff,
monitored yearly, can be a revealing indicator of social change. But none of these
measures should be used in isolation, nor should they be used without
comparisons of other, more common performance indicators such as sales figures
and customer satisfaction reports.

An employee opinion survey, repeated annually to build up a picture of
changing employee concerns over time, is a valuable management tool, allowing
companies to identify areas that need to be improved before morale begins to
_ decline too rapidly.

Every employer must appreciate today that people—the employees—make
the biggest contribution to corporate success. Understanding the link between the
human capital investment and profits has never been more important for a healthy
and well-managed business.

Whereas scientific management focused on the job and efficiencies, industrial
psychology focused on the worker and individual differences. The maximum well
being of the worker was the focus of industrial psychology. Hugo Munsterberg
and his book Psychology and Industrial E fficiency initiated in 1913 the field of
industrial psychology. The book served as a stimulus and model for the
development of the field in the United States and Europe.

e 5



Chapter 1 GENERAL INTRODUCT|0N OF HUMAN RESOURCES MANAGEMENT (HRM)

The drastic changes in technology, the growth of organizations, the rise of
unions, and government concern and intervention concerning working people
resulted in the development of personnel departments. There is no specific date
assigned to the appearance of the first personnel department, but around the
1920s more and more organizations seemed to take note of and do something
about the conflict between employees and management. Early personnel
administrators were called wel fare secretaries. Their job was to bridge the gap
: betweeh management and operator (worker) ; in other words, they were to speak
to workers in their own language and then recommend to management what had
to be done to get the best results from employees. ’

Another early contributor to HRM was called the human relations movement, ®
Two Harvard researchers, Elton Mayo and Friz Roelthisberger, incorporated
human factors into work. This movement began as a result of a series of studies
conducted at the Hawthorne facility of Western Electric in Chicago between 1924
and 1933. The purpose of the studies was to determine the effects of illumination
on workers and their output. The studies pointed out the importance of the social
interaction and work group on output and satisfaction. The human relations
movement eventually, around the mid-1960s, became a branch of and a
contributor to the field of organizational behavior.

The early history of personnel still obscures the importance of the HRM
function to management., Until the 1960s, the personnel function was considered
to be concerned only with blue-collar or operating employees. It was viewed as a
record-keeping unit that handed out 25-year tenure pins and coordinated the
annual company picnic. Peter Drucker, a respected management that reflected its
blue-collar orientation. Drucker stated that the job of personnel was “partly a file
clerk’s job, partly a housekeeping job, partly a social worker’s job, and partly
firefighting, heading off union trouble. ”
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‘ Words and Phrases

compliance n. fRM,M<F

— His compliance with everything we suggest makes it hard t>o know what he
really feels. 3 BRATAERBEARIM . B BRI K IE KB

applicable adj. A%, EEH

— The new law is applicable from next Monday. #:#F T A —4%%.

— This rule is not applicable to foreigners. X EREHTIEA.

craftspeople n. TE,F Tl ¥

— The jewellery was made by the finest craftsmen. izﬁ\ﬁki%da—-ﬁlﬁﬁﬁﬂﬂiﬂﬁﬁﬁ&ﬁo

constituent n. W ;MRS TF  adj. MERK,.RSH

— Families are the constituent parts of society. KERMSHABRTS .

— What are the constituent parts of an atom? JEFHIR 4B 47

stopwatch n. #% ;%

underpin  v. XFr;N5R

— A solid basis of evidence underpins their theory. &/ iE# X FHE MR,

metrics n. P, fiFk

correlation n. HXH:

— There is a high correlation between unemployment and crime. %\ 5% ZH7F
TERKKHERE,

yield n. WRE e FIE AR

— The trees gave a high yield this year. XS B ASEFIKT .,

giant n. SEARBHNEE

-~ Shakespeare is a giant among writers. - TRERXRTHEE,

asset n. ¥FP;REE

acknowledge v. \iRF; 82 &KIA

— He was acknowledged to be the best player. fhBi/AANBERA.

dynamism n. ;8 N;EH

endeavor (endeavour) n. BH;8B 5 v. B

« 7 .
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— The sick man made no endeavor to get better. JHABRBFBRER.

— He endeavored to climb the mountain. {138 /7@ 3R .

proportion n. K%

— The proportion of men to women in the population has changed so that there
are now fewer women and more men. BL LR ERE . RAELELI M BHEL.

tackle v. 4bHE ;MR

— The question set by the teacher was so difficult that the pupils didn’t know
how to tackle it. i th iy a] BEAR # , 2 A VDR S A0 o R 285

statutory adj. ZLER;ZEASLARK

proprietary adj. FAE K

consultant n. JFj§) ;&% :

— John is an industrial relations consultant. 298y 3% & 75 & #9 BN

personnel n. £k A 5; AEH

obscure v. PaRE;{EERE  ad). BN ARFEM

tenure n. {EH;RAN

do something about. ..  Xf------REFT3h

— The government is going to do something about the unemployment this year.
BUR 4454 Xt 5% ol i) 31 R BX — S48 1t

bridge the gap between...and... Hg: -5 ZEIKEE

— A new policy is going to be carried out in order to bridge the gap between the

eastern and the western countries. — 5 #4744 B 218 B 80 B BOE B 5217 .

--@ Notes

1. The history of HRM can be traced to England, where masons, carpenters,
leather workers, and other craftspeople organized themselves into guilds.
ANBEREBMFHEATLGEFHBUMEE MENAE AR EETAMEMFIVE
BRBSLTHhE.

2. In simple terms, the Industrial Revolution began with the substitution of team

.« 8
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power and machinery for time-consuming hand labor. Working conditions,
social patterns, and the division of labor were significantly altered.

B, T EARABRERENNF IHHIFHG. THFE SEH. 53N
IMRETRREK,

I Industrial Revolution T\ #4r

substitution of. .. for... g+ B e
— The substituted of rice for potatoes made him happy. B34 EH R KK,
AR &%,

. Industrial psychology represented the application of psychological principles
toward increasing the ability of workers to perform efficiently and effectively.
Pl OEER R OEENEBNABRE T AN TAERES X,

the application of. .. toward... - - BB «ee oo

. He went on to prove that the yield on human capital in the U. S, economy was

greater than that based on physical capital.

ETRIEATEXZELEF P AN TR ENREELYRFEAKREBE.

“that” 7E3x B R AR ERTE M “the yield”#y. X )& " MR . He went on to
prove that the yield (based) on human capital in the U. S. economy was
greater than (the yield ) based on physical capital.

. The idea that people were a type of capital made more sense than the notion of

people as a resource,

WNHAR—FMERMMALLARAR—FFERFEHIMAEEEXL.

W “that”/5E35| 2" the idea” By LE M.

. To treat a workforce as a form of capital in which the cost of employment and

training can be interpreted as an investment is to appreciate the dynamism of

human endeavor, »

EBHEFHNBERRRAN—FER, MR AMENT AT H T AR #RER — 8. X&

BEEMAE T ANEHREMES.

be interpreted as... BWERR------

— His behavior was interpreted as a special kind of rebellion. 1147 8

R — ISR R P .
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7. Early personnel administrators were called wel fare secretaries. Their job was
to bridge the gap between management and operator (worker); in other
words, they were to speak to workers in their own language and then recommend to
management what had to be done to get the best results from employees.
BHMAERITHEREERERY “BAER”, MM IAERHATEENTANXE,

B—FRERRMITE L B AFRETAE, R 858 E BN R B 2R ER
& B LA s RS TAE.

B recommend to... feeeeer HxE
— Can you recommend a good company to me? {8 [ 3 #E#H— 1 BN 7 g9

8. Another early contributor to HRM was called the human relations movement.

AR HIAANRRERGEREHRHI “ABRRXREFH”.

@& Exercises @

% Decide whether each of the following statements is true (T) or false (F).

1) The history of HRM can be traced to the Industrial Revolution in latter part of

the 19th century. ( )
2) The industrial psychology came into being during the era of the world wars.
' C
3) Frederick W. Taylor summarized scientific management into three items.
( )

4) Employee opinion survey is a very helpful management tool for companies to
make decision about which area need to be improved. ( )
5) Until the 1960s, the personnel function was considered to be concerned only

with operating employees. _ ( )

\”ﬁ Put in the missing words with the first letter given.

Haagen-Dazs’s European marketing s had the objective to increase
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