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- To the Reader

In publishing ANNUAL EDITIONS we recognize the enormous role played by the magazines,
newspapers, and journals of the public press in providing current, first-rate educational
information in a broad spectrum of interest areas. Many of these articles are appropriate for
students, researchers, and professionals seeking accurate, current material to help bridge the
gap between principles and theories and the real world. These articles, however, become more
useful for study when those of lasting value are carefully collected, organized, indexed, and
reproduced in a low-cost format, which provides easy and permanent access when the material
is needed. That is the role played by ANNUAL EDITIONS. Under the direction of each volume’s
academic editor, who is an expert in the subject area, and with the guidance of an Advisory
Board, each year we seek to provide in each ANNUAL EDITION a current, well-balanced, carefully
selected collection of the best of the public press for your study and enjoyment. We think that
you will find this volume useful, and we hope that you will take a moment to let us know

what you think.

The practice of human resource management is
evolving into an exciting and highly diverse profes-
sion. Changes in the economic, social, and politi-
cal forces in countries all over the world have
made the study and practice of human resource
management a key factor in the success of any
organization.

Management must respond to these forces in
many ways, not the least of which is the effort to
keep current with the various developments in the
field. The 50 articles that have been chosen for An-
nual Editions: Human Resources 97/98 reflect an out-
standing cross section of the current articles in the
field. The volume addresses the various compo-
nent parts of HRM (human resource manage-
ment) from compensation, training, and discipline
to international implications for the worker and
the employer. Articles have been chosen from lead-
ing business magazines such as Fortune and jour-
nals such as Human Resource Professional to
provide a wide sampling of the latest thinking in
the field of human resources.

Annual Editions: Human Resources 97/98 contains
a number of features designed to be useful for
people interested in human resource manage-
ment. These features include a Topic Guide to lo-
cate articles on specific subjects, as well as a Table
of Contents with abstracts that summarize each arti-
cle with bold italicized key ideas. The volume is or-

ganized into seven units, each dealing with spe-
cific interrelated topics in human resources. Every
unit begins with an overview that provides back-
ground information for the articles in the section.
This will enable the reader to place the selection
in the context of the larger issues concerning hu-
man resources. Important topics are emphasized
and challenge questions that address major
themes are presented.

This is the seventh edition of Annual Editions: Hu-
man Resources. It is hoped that many more will fol-
low addressing these important issues. We believe
that the collection is the most complete and use-
ful compilation of current material available to the
human resource management student. We would
like to have your response to this volume, for we
are interested in your opinions and recommenda-
tions. Please take a few minutes to complete and
return the postage-paid Article Rating Form at the
back of the volume. Any book can be improved,
and we need your help to continue to improve An-
nual Editions: Human Resources.

Gl

Fred Maidment
Editor
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Management’s Responsibilities in AIDS-Related Situations,
James D. Slack, Public Administration Review, July/August 1995.
People with HIV/AIDS are covered under the Americans with Dis-
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of Americans are examined by James Slack.

. Get the Best from Employees with Learning Disabilities,

Gillian Flynn, Personnel Journal, January 1996.

There are many learning-disabled people in the workforce, and, as
with many other disabled workers, they can do an outstanding job.
How to help these employees maximize their performance is the
subject of this article.
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Sexual Harassment: Reducing the Risks, Sharon Nelton, Na-
tion’s Business, March 1995.
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When Sexual Harassment Is a Foreign Affair, Wendy Hard-
man and Jacqueline Heidelberg, Personnel Journal, April 1996.
Dealing with sexual harassment in a purely domestic setting is dif-
ficult enough, but when it involves people from different cultures,
it becomes very complex.
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Manage Work Better to Better Manage Human Resources:
A Comparative Study of Two Approaches to Job Analysis,
James P. Clifford, Public Personnel Management, Spring 1996.
How you see something depends on your objectives and where you
sit. This article reports a comparative study of two approaches to
job analysis that yielded very different results.

Family or Work? A Matter of Priorities, Eugene H. Fram
and Francena L. Miller, USA Today Magazine (Society for the
Advancement of Education), May 1995.

Employees are starting to demand greater understanding on the part
of their employers when it comes to family issues. This essay outlines
some of the issues and solutions that have been raised and imple-
mented in industry.
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How to Recruit Online, Shannon Peters Talbott, Recruitment
Staffing Sourcebook, Supplement to Personnel Journal, March
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Six selections examine how to
increase productivity in the
workplace by motivating
employees, developing effective
communication channels, and
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direction.
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Unlock the Potential of Older Workers, Charlene Marmer
Solomon, Personnel Journal, October 1995.

The workforce is aging, and employers are not going to be able to
ignore their older workers. In fact, says Charlene Solomon, they are
going to have to depend on them even more than they have in the
past.

Attracting the Right Employees—and Keeping Them, Gil-
lian Flynn, Personnel Journal, December 1994.

Attracting good employees and keeping them is one of the most
important things organizations can do, and it is one of the most
difficult. It is the key to success for corporations, since it is people
who do the jobs. This is a brief discussion of some of the practices
that are currently being used to find and retain good employees.

HUMAN RESOURCE INFORMATION SYSTEMS

Catch the Wave as HR Goes Online, Samuel Greengard,
Personnel Journal, July 1995.

Cyberspace offers new opportunities in networking, information
gathering, and recruiting. Samuel Greengard discusses how com-
puter services are changing the way human resources is doing its
job.

Interactive Benefits Systems Save Time and Dollars for Em-
ployers, Employees, Miriam Basch Scott, Employee Benefit
Plan Review, February 1995.

One of the most obvious ways that organizations can benefit from
computerized information systems is in human resources. Miriam
Scott looks at how interactive systems can be utilized to help em-
ployees and employers save time and money.
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The Top 20 Ways to Motivate Employees, Shari Caudron,
Industry Week, April 3, 1995.

Organizations with motivated employees are going to be more ef-
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Empowerment: Myth or Reality, Michéle Darling, Vital
Speeches of the Day, May 15, 1996.

What is meant by “empowerment” of employees and where is it
going? This speech, delivered to the Human Resources Professionals
Association of Ontario in February 1996, contains some thoughts on
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Social IQ and MBAs, Robert L. Dilenschneider, Vital Speeches
of the Day, April 15, 1996.

Communication is the key in most human endeavors. Yet, for some
reason, most people simply are not very good at it. This speech,
delivered by a veteran public relations executive at the Fordham
University Graduate School of Business, offers cogent advice on
watching for nonverbal cues from others and conveying one’s own
messages more effectively.

84

92

104

108

1o

n4

18




Developing
Effective
Human
Resources

Six articles discuss how to
develop human resources
through employee training,
career development, and
performance appraisal.

22.

C.

23.

24.

Handling Communication Problems, W. H. Weiss, Supervi-
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Leadership: Seven Behaviors for Muddling Through, James
R. Houghton, Vital Speeches of the Day, July 1, 1996.

How do leaders transform organizations to meet the challenges of
the present, the future? James Houghton, the chairman and CEO of
Corning Incorporated, shared his ideas on leading today’s companies
at the Senior Leadership/Corporate Transformation Conference in
April 1996.

Not Enough Generals Were Killed! Peter Drucker, Forbes
ASAP, April 8, 1996.

Peter Drucker is considered one of the top two management theorists
of the late twentieth century. Here he presents some of his thoughts
on leadership.
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Send Managers Back to School at the Local University,
Fred Maidment, Human Resource Professional, July/August
1995.
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cope. One source of such training and education is colleges and
universities. But the buyer should beware, cautions Fred Maidment.

New Skills Equal New Opportunities, Gillian Flynn, Person-
nel Journal, June 1996.

With all of the emphasis on reengineering, force reductions, and
layoffs, isn’t there some way to save the jobs of people who have
worked for a company for years, perhaps decades? Chevron Corp.
may have found an answer in an innovative mix-and-match strategy.

CAREER AND STAFF DEVELOPMENT

Women in American Boardrooms: Through a Glass,
Darkly, The Economist, August 10, 1996.

Are women making progress in entering the ranks of senior manage-
ment? Yes, but the change is slow for many reasons, several of which
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Executive Women Confront Midlife Crisis, Betsy Morris,
Fortune, September 18, 1995.

As women climb the ladder of corporate success, many of them will
be experiencing burnout, dissatisfaction, and other forms of midlife
crisis. Betsy Morris examines how some very successful female ex-
ecutives have handled these problems.
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and health considerations.
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APPRAISING AND IMPROVING PERFORMANCE

Improving Worker Performance, Michael Barrier, Nation’s
Business, September 1996.

There are many ways to motivate employees and to improve organ-
izational performance. Michael Barrier outlines several of them in a
readable question-and-answer format.

Painless Performance Evaluations, Mary Mavis, Training and
Development, October 1994.

Performance evaluation is one of the most difficult tasks a manager
faces. Mary Mavis provides some useful clues on how to get the
most out of this necessary managerial function.
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MANAGING EMPLOYEE COMPENSATION

Share the Pain to Share the Gain, Jennifer |. Laabs, Person-
nel Journal, June 1996.

When organizations hit hard times, how do they adjust? What are
some of the steps that managers can take? Jennifer Laabs describes
the techniques used by one corporation, including reductions in
wages, work schedules, and raw materials.

Nine Practical Suggestions for Streamlining Workers’
Compensation Costs, Charles L. Lorenz, Compensation and
Benefits Review, May/June 1995.
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costs? Charles Lorenz provides nine practical suggestions that can
be implemented by organizations today.

INCENTIVE COMPENSATION

Risky Business: The New Pay Game, Steve Kerr, Fortune,
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This article describes GE’s use of its pay system to get people to work
faster and smarter, offering bonuses only to workers who achieve
tough goals.

The Long and Winding Road, John D. McMillan and Steven
Sabow, Financial Executive, March/April 1995.

Executive compensation has come under fire over the past several
years as it became obvious that the link between pay and perform-
ance for senior management has been, at best, tenuous. The response
has been to strengthen that link, and new approaches are reported
in this essay.

EXECUTIVE PAY

And You Thought CEOs Were Overpaid, John A. Byrne,
Business Week, August 26, 1996.

Over the past several years there has been great controversy over
the pay of CEOs. While that controversy continues, the pay of outside
directors is starting to draw fire. Is an outside director worth almost
$200,000 per year? It seems some corporations believe they are.
The Need for Greed, The Economist, May 4, 1996.

The methods by which senior executives are compensated are at least
as important as how much they are compensated, as explained in
this article.
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to Higher Plan Costs, Bernice Caldwell, Employee Benefit Plan
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workers. This may seem obvious, but many companies have doubted
the cost effectiveness of initiatives to improve their workers’ health.
The evidence is in, and wellness initiatives do mean lower health
costs.
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When the Fired Fight Back, David Nye, Across the Board,
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Nye presents some of them.
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human resource management.
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- Topic Guide
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Human Resource
Management in Perspective

* The Environment of Human Resource Management (Articles 1-3)
* Human Resources and Corporate Strategy (Articles 4 and 5)
» Equal Employment Opportunity and Affirmative Action (Articles 6 and 7)
 Americans with Disabilities Act (Articles 8 and 9)
¢ Sexual Harassment (Articles 10 and 11)

The only constant is change. Industrial society is dy-
namic, a great engine that has brought abcut many of
the most significant changes in the history of the human
race. Since the start of the Industrial Revolution in En-
gland, a little over 200 years ago,industrialized society
has transformed Western civilization in a multitude of
ways. Many great inventions of the last 200 years have
significantly altered the way people live and the way they
see the world.

At the time of the Declaration of Independence, the 13
colonies were an overwhelmingly agricultural society that
clung to the Atlantic coast of North America. As the end
of the twentieth century nears, the United States is a con-
tinental nation with the world’s largest industrial base and
perhaps the smallest percentage of farmers of any major
industrialized country. These changes did not happen
overnight, but were both the result and the cause of the
technological innovations of the Industrial Revolution. The
technological marvels of today, such as television, radio,
computers, airplanes, and automobiles, did not exist until
after the Industrial Revolution, and a disproportionate
number of them did not exist until after 1900.

With technological changes have come changes in the
ways people earn their living. When Thomas Jefferson
authored the Declaration of Independence in 1776, he en-
visioned a nation of small, independent farmers, but that
is not what later developed. Factories, mass production,
and economies of scale have been the watchwords of
industrial development. The development changed not
only the economy, but also society. Most Americans are
no longer independent farmers, but are, for the most part,
wage earners, making their living working for someone
else.

Changes in the American labor force include the in-
crease in women and minorities working next to white
males. The nature of most jobs has changed from those
directly associated with production to those providing
services in the white-collar economy. Many other changes
are coming to the economy and society that will be re-
flected in the workforce. For the first time since the early
days of the republic, international trade represents a sig-

nificant part of the American economy, having increased
greatly in the past 20 years. The economic reality is that
the GM autoworker competes not only with Ford and
Chrysler, but also with Toyota and Volkswagen.

The society, the economy, and the workforce have
changed. Americans today live in a much different world
than they did 200 years ago. It is a highly diverse, het-
erogeneous world, full of paradox. When people think of
American industry, they tend to think of giant-sized com-
panies like IBM and General Electric, but, in fact, most
people work for small firms. The relative importance of
the Fortune 500 companies in terms of employment in the
economy has been declining both in real and percentage
terms. Small organizations are where the economic
growth is today.

Change has brought not only a different society, but
a more complex one. Numerous rules and regulations
must be followed that did not exist 200 years ago. The
human element in any organization has been critical to
its success, and foreknowing what the human resource
needs of the organization are going to be 1, 5, or even
10 years into the future is a key element for continuing
success.

Individual decisions have also changed. In the first part
of the twentieth century, it was common for a worker to
spend his or her entire life with one organization, doing
one particular job. Now the worker can expect to do
many different jobs, probably with a number of different
organizations in different industries. Mergers, technologi-
cal change, and economic fluctuations all put a premium
on individual adaptability in a changing work environ-
ment for individual economic survival.

The changes in industrial society have often come at
a faster rate than most people were willing to either ac-
cept or adapt to. Many old customs and prejudices have
been retained from prior times, and while progress has
been made with regard to certain groups—no American
employer today would dare to end an employment notice
with the letters “NINA” (No Irish Need Apply), as was
common at one time—for other groups, the progress has
been slow at best. Women represent about half of Ameri-
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can workers but they are paid only about 70 percent of
what men earn. African Americans, other minorities, and
people with disabilities have been discriminated against
for centuries in American society, to the point where the
federal government has been forced to step in and leg-
islate equal opportunity, both on and off the job. Finally,
the clash of differing cultures seems ever more pro-
nounced in our society. America has traditionally viewed
itself as a melting pot, but it is clear that certain groups
have historically “melted” more easily than others, a situ-
ation that is reflected in the workplace.

Human resource management plays an important role
in industrial America. Business leaders recognize the value
of their employees to the future of their organizations.

UNIT 1

Increasingly, competition in world markets is becoming
based on the skills and abilities of people, not machines.
Indeed, among major competitors, virtually everyone has
essentially the same equipment. The difference is often what
the people in the organization do with the equipment.

Society, the workplace, and the way they are viewed
have all undergone major changes. Frederick W. Taylor
and Elton Mayo, early writers in management, held cer-
tain views about industry at the beginning of the century,
while Peter Drucker, W. Edwards Deming, and others
have different ideas now, at the end of the century. The
American society and economy, as well as the very life
of the average American worker, are different from what
they were 200 or even 100 years ago, and both the work-
ers and the organizations that employ them must respond
to those changes.

Looking Ahead: Challenge Questions

What social and economic trends do you feel are the
most significant? Has downsizing gone too far? How will
these trends impact on the labor force as it enters the
twenty-first century? How does human resource manage-
ment make a difference?

What are some of the ways that firms can better utilize
the skills and talents of their employees? How can small
businesses benefit from better human resource manage-
ment?

What are the most important changes for the American
worker during this century, and what changes do you see
as likely in the next 20 years? What are some of the er-
roneous assumptions often made by management? How
have changes in the family resulted in changes in human
resource management?

In the past 30 years, the government has taken a more
active role in the struggle of minorities and other groups
in the workforce. How do you see this effort developing?
What changes in policy are likely to occur in the future?

Sexual harassment is a very important area of concern
for most organizations. What do you think organizations
can and should do about it?




Article 1

Has Downsizing

one Too Far?

Interview l Robert Reich

Streamlining is just plain
firing, says the Secretary of
Labor, and it has gone too
far. But Reich says the
president should resort to
the bully pulpit before he
tries firmer measures to
encourage corporations to
retain and revalue their
employees. Election-year
hesitancy?

ROBERT REICH is U.S. Secretary of Labor. A
part of this interview appeared on “Frontline,”
the PBS documentary series.

Mr. Secretary, by conven-
tional measures the economy is do-
ing pretty well. Unemployment is
low; inflation is low. There are re-
cent reports that the American mid-
dle class isn’t doing that badly. Is
America as anxious as you’ve been
saying it is?

A. In many respects the economy is
doing marvelously well. Unem-
ployment is down to 5.4 percent. In
fact, we’ve had twenty months of
unemployment under six percent.
We don’t have any inflation in sight,
and we do have eight and a half
million new jobs since February of
1993. That’s terrific news. But there
is a long-term challenge ahead of us
that has to do primarily with a wid-
ening gap that has accumulated over
twenty years between people at the
top and wage earners at the bottom.
A lot of people in the middle are
anxious, and for two reasons. One,
because of the long-term decline in
median wages. That’s the wage of
the person right smack in the middle
and everybody below, but also be-
cause the rate of permanent job loss
is higher in the 1990s than in the
1980s. Most families rely on two

wage earners, or they rely on a sin-
gle wage earner who is the sole par-
ent of that house; therefore, if one
wage is lost, that can mean the dif-
ference between making ends meet
and destitution. So for a whole va-
riety of reasons, there is genuine
economic insecurity out there.

Q. Some groups are now saying that
wages are not stagnating or falling;
they’re rising. Some economists are
saying that social mobility is terrific.
The American dream is as alive and
well as it has ever been. Is this true?

A. First of all, you’ve got to distin-
guish between average wages and
median wages, because so many
people at the top are doing so well,
the average is pulled up. Shaquille
O’Neal, the basketball player and I
have an average height of six feet.
That’s because I’m very short.
You’ve got to look behind averages,
and you’ve got to examine what’s
happening to the little guy. And in
fact we see that, beginning in the
late 1970s, median wages began to
decline for men. They bottomed out
recently. Median wages for nonsu-
pervisory workers, for blue collars,



