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PREFACE

ew of you who read this textbook will actually

become personnel managers in organizations. But
most of you will become human resource managers
because at some point in your career, you will have
a group of people whom you will manage. Some of
you will be in a position to influence human re-
source policy significantly in your organization even
if you are not in your firm’s personnel or human re-
source department. Of course, no matter where you
are in the organization, you will be affected by your
organization’s human resource policy, simply be-
cause you are a member of that organization.

The bulk of this textbook examines the formu-
lation and implementation of human resource policy
at the strategic level. In other words, we are most
concerned with the major aspects of how an orga-
nization deals with its people—how it acquires them,
utilizes them, rewards them, and separates them. We
are concerned with the interplay of the personnel or
human resource department and line managers as
strategic decisions are made and implemented on
human resource acquisition and use in organizations.
We are also concerned with how strategic human
resource decisions interplay with the overall stra-
tegic decisions an organization makes.

The book examines typical functions in person-
nel, such as recruitment, selection, training, reward-
ing (wage and salary analysis), and so on, but it does
so from a strategic perspective. Specifically, it ex-
plores how these functions integrate with the overall
strategy of the firm in order for the firm to become
more effective and efficient—in short, more compet-
itive.

Features

The textbook relies heavily on actual case examples
of human resource strategies and practices of orga-
nizations. Not only are these examples used liberally

in each chapter, each chapter also begins and ends
with an actual case of an organization’s strategies.
The last part of the textbook is devoted to a com-
pendium of comprehensive cases showing how spe-
cific companies integrate their human resource strategy
with their overall corporate strategy. The cases are
a unique feature and integral to this textbook. They
make the study of strategy come alive.

Part of the method of strategic analysis is case
problem solving. The cases used throughout and at
the end of the book have the most value when you
try to analyze the situation and suggest courses of
action. By applying the concepts discussed in the
textbook through case analysis, you will see their
relevance in actual organizational situations.

The cases that are used throughout this book
ask you to identify present and potential problems
and issues and to formulate strategies for their reso-
lution. This requires that you take a problem/issue
solving approach to apply material in this text. The
cases revolve around real organizations you will most
likely recognize. They have real human resource
problems and challenges. You will need to be both
reactive and proactive in examining these cases. Some
companies are included that have readily apparent
current human resource problems needing immedi-
ate sollutions. We included other companies be-
cause their cases demonstrate good examples of typical
human resource policy: They may have a few readily
apparent human resource problems at the moment,
but problems could be developing on the horizon.

The cases at the end of each chapter are rela-
tively short and are followed by a few questions to
guide you in analyzing the cases, using the material
covered in the chapter. In reviewing these cases, you
will see very few really right or wrong answers to the
questions. Be concerned with examining both the
overall strategies as well as the human resource strat-
egies involved in each case. Try to determine how

vii



viii PREFACE

well each type of strategy is working and whether
the human resource strategy seems to be meshing
well with both overall strategy and other functional
strategies. Ask yourself what you could do if you were
in a position to change things. The cases at the end
of the book are comprehensive and require you to
integrate the material covered throughout the text
in order to analyze them successfully.

The textbook contains several examples in each
chapter of primary issues currently confronting hu-
man resource strategists. Focus boxes provide insight
into the ways companies and their human resource
departments deal with international concerns, ethi-
cal concerns, and management of today’s culturally
diverse work force. HR Challenges boxes offer in-
sight into the ways different organizations deal with
the challenges presented to them on a day-to-day
basis.

Another special feature of the book is its man-
agement applications. For example, in order to
highlight how any manager, human resource or oth-
erwise, can have an impact on the practices of the
human resource function, the end of the chapter
summaries are provided in the form of management
guidelines. These guidelines summarize the key ideas
presented in the chapter, but they are restated in
the form of guidelines or admonitions for manage-
ment action.

Plan of the Book

The textbook is organized into six parts as shown in
Exhibit P.1. Part One examines the concept of or-
ganization strategy and how it relates to an organi-
zation’s human resources. We begin in Chapter 1 by
examining the strategic approach to human resource
management. An overview of the strategic ap-
proach, a historical perspective of human resource
management, and a discussion of how these two
concepts can be integrated are provided. Chapter 2
examines the global and external environments of
the organization and their impact on corporate and
human resource strategy.

The formulation of a corporate strategy is the
subject of Chapter 3. The strategy formulation pro-
cess is discussed, along with an examination of spe-
cific types of corporate strategies. Chapter 4 looks at
decision making and information systems as they re-
late to human resources. We emphasize decision
processes as they affect human resources and on

tracking human resource data and issues in organi-
zations.

Part Two focuses on the ways organizations ac-
quire and place people. Legal issues such as equal
employment, sexual harassment, and managing a
diverse work force are covered in Chapter 5. Chap-
ter 6 focuses on the human resource planning and
staffing function. It deals with planning for the ap-
propriate number and type of employees needed by
the organization. Chapter 7 discusses job analysis in
light of determining job requirements. Chapter 8
emphasizes job design and redesign. Chapter 9 then
examines how to obtain these employees through
strategic recruiting and selection methods.

Next we move to Part Three, Strategies for
Maximizing Human Resource Productivity. Assum-
ing that the employees have been hired and placed,
we are now interested in maximizing their produc-
tivity. First, Chapter 10 looks at socialization and
training and development methods. Then, we look
at ways of getting employees involved and motivated
in Chapter 11. Providing fair and equitable mone-
tary and other rewards that encourage desired per-
formance is the subject of Chapter 12. Chapter 13
ends this part with a look at how performance ap-
praisal can be used to develop employees and make
them more productive.

In Part Four we examine ways of maintaining
human resources in the organization. We begin in
Chapter 14 by discussing various benefit programs
available today for organizations. Chapter 15 looks
at health, safety, and stress in today’s organizations.
Ethics, employee rights, and employer responsibili-
ties are the subjects of Chapter 16. Dealing with
troubled employees, a major issue today for many
organizations, is a major focus of this chapter.

Part Five examines strategies for dealing with
unions. First, we examine the changing nature of
unions in Chapter 17. Chapter 18 then outlines var-
ious strategies for bargaining with unions.

In Part Six, the last textual part of the book,
Chapter 19 focuses on strategies for restructuring or
retrenching organizations. Particular emphasis is
placed on layoff and termination strategies.

The book concludes with Part Seven, a series of
comprehensive cases that explain a variety of stra-
tegic human resource issues of actual organizations.
The emphasis is on applying the ideas learned
throughout the book in examining real-world orga-
nizational issues.
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X PREFACE

Support Materials

Strategic Human Resource Management has available
a variety of materials to aid both the student and
the instructor.

* The Study Guide provides a review of each chap-
ter's material and contains assignments to help
students recall objective chapter material and hone
their analytical abilities in applying the concepts
presented in the chapter.

* Video Cases offer glimpses into real-world organi-
zations and their human resource strategies and
policies.

* The Instructor's Manual and Test Bank contains,
for each chapter, learning goals, a detailed lecture
outline, answers to end-of-chapter review ques-
tions, and answers to end-of-chapter case analysis
questions. Also included are a set of experiential
exercises for further student practice, and summa-
ries of end of book cases with additional informa-
tion not supplied in the cases. The test bank,
available in either printed or computerized form,
contains approximately fifty multiple-choice, fif-
teen true/false, five short-essay, and one minicase
for each chapter.

* A set of transparency acetates of key illustrations
from the text is available to complement lectures.

Acknowledgments
Many people helped us with this textbook. Don Daake

wrote and researched the initial drafts of Chapters
17 and 18. Charles Fornaciari did the same for
Chapters 16 and 19. Barbara Hassell did the initial
drafts of Chapter 12. In addition, we would like to
thank Mark Dawkins, Tom DeLaughter, Denise Ro-
tondo Fernandez, Wayne Hochwarter, Mark Imhof,

Karen Morton, Peter Stanwick, Marilyn Thompson,
and Neal Thomson for their assistance in library re-
search, case writing, and revisions of various chap-
ters.

The following people assisted with typing var-
ious portions of the manuscript: Cathie Anthony,
Sarah Anthony, Mitzi Hennessey, Diane Ice, Kelly
Shrode, and Laura Waltke.

We are especially grateful to the professors who
reviewed the manuscript throughout its various stages:
Brendan D. Bannister, Northeastern University;
Nathan Bennett, Louisiana State University; David
E. Bowen, Arizona State University West; Gerald
E. Calvasina, University of North Carolina—Char-
lotte; Stephen ]. Carroll, University of Maryland,
College Park; Jeffrey G. Covin, Georgia Institute of
Technology; Joseph H. Culver, University of Texas
at Austin; Dan R. Dalton, Indiana University;
Thomas G. Gutteridge, Southern Illinois University
at Carbondale; Ken Jennings, University of North
Florida; Thomas H. Jerdee, University of North
Carolina at Chapel Hill; Robert C. Liden, Univer-
sity of Illinois at Chicago; Michael T. Quinn, Cali-
fornia State University, Long Beach; Marcus Hart
Sandver, Ohio State University; Sid Siegel, Drexel
University; Scott A. Snell, Pennsylvania State Uni-
versity; David Tansik, University of Arizona; and
Mark A. Wesolowski, Miami University.

Our thanks go to our editor, Butch Gemin; our
developmental editor, Michele Tomiak; and others
who helped in the process. Even though we have
been aided greatly by this help, any errors of com-
mission or omission rest with us.

WPA

PLP

KMK

Tallahassee, Florida



CONTENTS

Preface vii

The Strategic Approach 3

Chapter 1
The Strategic Approach to Human Resource
Management 4

Chapter Objectives 4

Case: GM Shrinks 5

Strategic Choices 8

The Strategic Approach 8
Strategy Defined 9

An Overview of Human Resource

Management 9

The Craft System 9
Scientific Management 10

Human Relations 10
Behavioral Science 11
Human Resource Functions 11
The Strategic Approach to Human Resource
Management 12
Recognition of the Impact of the Outside
Environment 12

Recognition of the Impact of Competition and the
Dynamics of the Labor Market 12
Long-Range Focus 12
Choice and Decision-Making Focus 13
Consideration of All Personnel 13
Integration with Corporate Strategy 13
Differences from Typical Functional Approach to
Personnel 14
All Managers Are Human Resource Managers 16
Environment-Organization Link and the Strategic
Approach 17
Environmental Scanning 17
Integrating Human Resource Strategy with
Corporate and Functional Strategies 20
Corporate Strategy Drives Functional
Strategies 21

Strategy Formulation, Decision Making, and
Problem Solving 22
Decision Making and Choice 24
Strategy and Policy 25
Problem Solving 25
Management Guidelines 26
Questions for Review 27
Case: Volkswagen Turnaround 27
Questions 28
Additional Readings 28
Notes 29

Chapter 2
The External and Global Environment for Human

Resources 30

Chapter Objectives 30
Case: Ma Bell Learns to Compete 31
Strategic Choices 33
Components of the External Environment 35
Economy 35
Labor Market 36
Labor Force 2000: What Will It Look Like? 37
Sex and Age 40
Technology 40
Legal/Political 43
Social/Demographic 45
Competition 49
Market (Customer/Clients) 51
Global Business Environment 52
Causes of More Global Business 54
Important Global Business Arenas 55
Ways Global Business Operations Differ from

Domestic 58
Financial and Currency Problems 60
Knowing the Environment 61

Enacted Environment 61

Domain and Domain Consensus 62
Task Environment 63
Environmental Scanning 63



xii CONTENTS

Human Resources’ Role in Environmental
Scanning 64

Environmental Summary 64
Management Guidelines 65
Questions for Review 65

Case: Lorenzo and Texas Air 66
Questions 66

Additional Readings 66

Notes 68

Chapter 3
Formulating a Corporate Strategy 70

Chapter Objectives 70
Case: Sweet on NutraSweet 71
Strategic Choices 73
The Strategy Formulation Process 74
Strategic Planning 4
Future Orientation 77
Evolutionary Process 77
Philosophical and Ethical Dimensions 78
Stakeholder Analysis 78
Theory of Countervailing Power 79
Social Forces 81
Types of Strategies 82
Generic Corporate-Level Strategies 83
Generic Business-Level Strategies 85
Two Key Strategies for Human Resource
Management 86
Role of the Market and Competition in Strategy
Formulation 87
Competitive Analysis 88
Cost-Cutting Competitive Strategy 88
Customer Perspective 89
Role of Human Resources in Strategy
Formulation 90
A New Role for Human Resources 92
Line versus Staff Conflict 93
Enhancing Credibility and Reducing Staff-Line

Conflict 94
Contingency or Situational Approach to
Strategy 94

Philosophy of Innovation and Strategy 95
Management Guidelines 97

Questions for Review 97
Case: BankAmerica Formulates New
Strategy 98

Questions 99
Additional Readings 100
Notes 101

Chapter 4
Human Resource Decision Making and
Information Systems 102

Chapter Objectives 102
Case: How a Computer Keeps Mrs. Fields from
Losing Her Cookies 103
Strategic Choices 105
The Strategic Decision Process 105
Rational Theory of Decision Making 106
Behavioral and Political Theories 106
Garbage Can Model of Decision Making 108
Attribution Theory 109
Tacit Knowledge or Intuition 110
Integrating Human Resources in Strategic
Decisions 110
Capital versus Labor 111
Strategic Decision Impact on People in the
Organization 112
Political Influences in Human Resource
Management 113
Role of Human Resource Unit in Strategic
Decisions 114
Levels of Staff Involvement in Decisions 114

Possible Line Authority in Strategic Decisions 115

Human Resource Costing 115
Human Resource Accounting 116
Costing Employee Behaviors 116
Utility Theory 117

Human Resource Information Systems 118
Inputs 119
Transformations 120
Qutputs 121

Feedback 122

Tying an HRIS to Corporate Strategy 122

Types of HRISs 123

Making an HRIS Work 124

Privacy and the HRIS 125

Summary of Human Resource Information
Systems 125

Ethics and Human Resource Decision

Making 126

People Are a Different Type of Resource 126

The Judeo-Christian Ethic Drives Managers in the
United States 127

Relation of Ethics to Law 128

Situational Ethics 128

Ethics and Employee Rights and
Responsibilities 130

Ethics and Discipline On and Off the Job 130

Ethics and the Employee’s Right to Privacy 131

Summary of Ethics and Human Resource Decision
Making 131

Human Resource Audit 132
Why Do an Audit? 132



Ways of Doing the Audit 132
Using the Information to Emphasize Human Resource
Operations 132
Futurism and Decisions 134
Scenario Projection 134
Intended and Unintended Consequences 135
Management Guidelines 135
Questions for Review 136
Case: Delta Soars 137
Questions 138
Additional Readings 138
Notes 140

PART TWO

---------------------- FEEe s NETReENNENUNNNIPEREETIROIERRREsROsREERES

Strategies for Human Resource Acquisi-
tion and Placement 143

Chapter 5
Equal Employment Opportunity and
Nondiscrimination 144
Chapter Objectives 144
Case: Accounting Firm Held Accountable under
Title VII 145
Strategic Choices 147
Strategic Choices for EEO 147
Employment Discrimination 148
What Is Discrimination? 148
Title VII of the Civil Rights Act 149
Bona Fide Occupational Qualifications
(BFOQ) 150
Types of Discrimination 150
Sex Discrimination 150
Race Discrimination and Harrassment 152
National Origin Discrimination and
Harrassment 153
Age Discrimination and Harrassment 154
Religious Discrimination 155
Handicap Discrimination 156
Americans With Disabilities Act 157
Equal Employment Opportunity
Commission 159
Affirmative Action 160
Who Is Required to Develop Affirmative Action
Programs? 160
How Affirmative Action Operates 160
Reverse Discrimination 161
Establishing Affirmative Action Programs 161
Recent EEO Case Law 163
Legal Issues in Compensation 164
The Equal Pay Act of 1963 164
Comparable Worth 166

xiii

CONTENTS

Current Strategic Issues in Equal Employment

Opportunity 166
The Glass Ceiling 166

Managing Workplace Diversity 168
Management Guidelines 169
Questions for Review 170
Case: State Farm Target of Second Bias

Suit 11
Questions 171
Additional Readings 171
Notes 172

Chapter 6

Strategic Human Resource Planning and
Staffing 174

Chapter Objectives 174
Case: Is NCNB Spreading Itself Too Thin? 175
Strategic Choices 178
Organizational Growth Cycles and Planning 180
The Nature of Human Resource Planning 181
Economic Forces 181
The Labor Market 182
Skill Changes and Personnel Shortages 183
Model for Human Resource Planning 184
Determine Growth/Retrenchment Objectives 184
Determine Human Resource Objectives 187
Examine Job Design and Structure 188
Estimate Future Skill Requirements by Occupation or
Job Category 190
Estimate Human Resource Shortages or Surpluses for
Each Occupational Category 191
Establish Specific Objectives for Human Resource
Functions 195

Tie the Human Resource Plan to a Human Resource
Information System 195
Consider Local Area Impact 196
Management Guidelines 198
Questions for Review 199
Case: Polaroid—Hard Landing 199
Questions 201
Additional Readings 201
Notes 202

Chapter 7
Job Analysis 204

Chapter Objectives 204
Case: People Express 205
Strategic Choices 208
Extent of Employee Involvement in the Job Analysis
Process 208
Employee Involvement through Committees 209
The Level of Detail 209



xiv CONTENTS

When and How Often to. Conduct a Job
Analysis 210

Past- versus Future-Oriented Job Analysis 211
Job Analysis 211

Job Evaluation 212

Recruitment, Selection, and Placement 212

Labor and Personnel Relations 212

Urtilizing Personnel 213

Training and Development 213
Job Analysis Data Collection 213

Observation 215

Interviewing 216

Questionnaires and Checklists 216
A Typology of Job Analysis Methods 218
Methods of Job Analysis 220
Organization Strategy, Human Resource Activities,

and Job Analysis Methods 227

Selection 227

Performance Appraisal 229

Job Evaluation 230

Career Planning 231

Human Resource Planning 231
Conducting a Job Analysis 232

Step 1—Determine the Purpose for Conducting a Job
Analysis 232

Step 2—Identify Jobs to Be Analyzed 232
Step 3—Explain the Process to Employees and
Determine Their Level of Involvement 233
Step 4—Determine Collection Method and Collect
Job Analysis Information 233
Step 5—Process the Job Analysis Information 233
Step 6—Review and Update Frequently 235
Management Guidelines 235
Questions for Review 237
Case: British Shipbuilders 237
Questions 238
Additional Readings 239
Notes 239

Chapter 8

Job Design 240

Chapter Objectives 240

Case: Fearful Skies and the Bored X-ray

Operators 241

Strategic Choices 242

Environmental Factors 243
Political System 243
Social Expectations 243

Organizational Factors 243
Automation 243
Technology 244
Cross-Functional Integration 245

Behavioral Factors 246
Labor Pool Skill Mix 246
Fitting Employee Needs versus Technology 246
Early Job Design Efforts 246
Scientific Management 246
Human Relations 247
Job Design Approaches 248
Job Rotation 248
Job Enlargement 249
Job Enrichment 249
Work Teams 249
Autonomous Work Groups 250
Quality Circles 251
Strategic Guidelines for Job Design 251
The Job Characteristics Model 251
Job Diagnostic Survey 253
Strategies for Managers 253
The Sociotechnical Model 254
Managing Autonomous Work Groups 255
Organizational Strategy and Its Relationship with
Job Design 256
Work Flexibility: A Current Strategic Issue in Job
Design 258
Strategic Framework for Implementation 259
Recognizing the Need for Change 259
Selection of the Intervention 259
Diagnosis of the Work System and Context 260
Cost/Benefit Analysis of Proposed Changes 261
The Go/No-Go Decision 261
Development of the Implementation Strategy 261
Implementation 262
Supplements to the Intervention 262
Evaluation of the Intervention 262
Management Guidelines 262
Questions for Review 263
Case: We've Got to Make It 263
Questions 265
Additional Readings 265
Notes 266

Chapter 9
Strategies for Recruitment, Selection, and
Placement 268

Chapter Objectives 268
Case: Xerox Manages Worker Diversity 269
Strategic Choices 270

Recruiting Efforts Focused on Minorities and

Women 271

Make or Buy Decision 271

Untapped Labor Sources 272

Technological Sophistication 273

Internal versus External Recruiting Methods 274



Recruiting Methods 274
Internal Recruiting 274
External Recruiting 276
Retaining Employees 277
Recruiting and the Legal Environment 279
Evaluating Recruiting Methods 279
The Selection Process 282
Application Blanks and Resumes 283
References 283
Reliability and Validity in Testing 283
Types of Selection Tests 285
The Interview 288
Physical Examination 290
Job Offer and Hiring 291
Managerial Selection Devices 291
Evaluating Selection Methods 292
Consequences of Not Hiring an Applicant 292
Strategies for Effective Recruiting and
Selection 292
Strategic Staffing to Support Strategy
Implementation 294
Acquisition of Employees 294
Socialization and Orientation 296
Movement of Employees 296
Management Guidelines 297
Questions for Review 298

Case: Recruiting Efforts at Apple Computer, Inc.:

The Use of Advertising 298
Questions 299
Additional Readings 299
Notes 300

------- eEscsssesssenenn esscene sasene

Strategies for Maximizing Human Re-
source Productivity 303

Chapter 10
Strategic Socialization, Training, and
Development 304
Chapter Objectives 304
Case: GE—Corporate Confrontational
Culture 305
Strategic Choices 308
Conformity versus Creativity and
Innovation 308
Developing People versus Hiring Developed
People 309
Improving versus Replacing Poor
Performance 310
Strategy and Culture 311
Socialization and Culture 313
Culture and Acculturation 313

CONTENTS xv

Much of Culture Is Hidden 314
Culture Is Hard to Change 314
Culture Serves as Behavior Control 315
Acculturation 315
Orientation 315
Formal Orientation Programs 316
Employee Handbook 317
Common Components of an Orientation 318
Informal Orientation 321
Training, Development, and Performance
Improvement 322
Training and Development 324
Training and Development and Organizational
Development 325
Blockage of Training Transfer 326
Training Responsibilities 329
Training Needs Analysis and Design 332
Training and Development Methods 335
On-the-Job Training (O] T) 335
Off-the-Job Training 337
Instructional Techniques for Training and
Development 337
Instructional Resources 337
Evaluation of Training and Development 339
Longitudinal Cost-Benefit Analysis with Control

Groups 340
Applying the Training Effectiveness Model: An
Example 341

Management Guidelines 342

Questions for Review 343

Case: Development—The Ford Experience 344
Questions 345

Additional Readings 345

Notes 346

Chapter 11
Total Quality Management and Improving
Productivity 348
Chapter Objectives 348
Case: Motivating Motorola 349
Strategic Choices 351
Productivity 352
What Is Productivity? 352
Leadership and Productivity 353
Organizational Restructuring 363
Measuring Productivity 370
Ways to Increase Productivity 372
Involvement 380
What Is Employee Involvement!? 380
Benefits of Employee Involvement 380
Communication and Involvement 381
Techniques for Employee Involvement 383
Management Guidelines 392



xvi CONTENTS

Questions for Review 393

Case: Bruegger's Bagel Bakery 393
Questions 394

Additional Readings 394

Notes 395

Chapter 12
Strategic Compensation Systems 398

Chapter Objectives 398
Case: The Eleven Million Dollar Men 399
Strategic Choices 400
External Environmental Variables 402
Nature of the Competition 403
Nature of the Labor Market 403
Government Regulations 403
Internal Environmental Variables 404
Corporate Strategy 404
Management Philosophy 405
The Type of Job 406
Productivity 407
Strategic Compensation Options 407
Pay Level Policy 407
Pay Structure Policy 409
Extrinsic versus Intrinsic Rewards 409
A Strategic Approach to Compensation 410
Pay for Performance 411
Executive Pay and Pay for Performance 413
Pay for Performance at Lower Levels 417
Pay Secrecy versus Openness 428
Motivation Theory 429
Equity Theory 429
Expectancy Theory 431
Reinforcement Theory 432
Management Guidelines 433
Questions for Review 434
Case: DuPont’s Fiber Division Incentive Plan
Unravels 434
Questions 435
Additional Readings 435
Notes 435

Chapter 13

Strategies for Effective Performance Appraisal

Systems 438

Chapter Objectives 438

Case: Participation at Westinghouse Electric
Corporation 439

Strategic Choices 440

Performance Appraisal Objectives 441

Formal versus Informal Performance
Appraisals 441

Objective versus Subjective Performance
Appraisals 442
Frequency of Performance Appraisals 442
Who Conducts the Performance Appraisal? 443
Which and How Many Raters Should Be
Used? 447
Performance Appraisal Process 447
Job Analysis 447
Performance Standards 447
The Performance Appraisal System 447
Assessing Performance 448
Performance Review 448
Future Plan of Action 449
Types of Performance Appraisal Methods 450
Behavioral Performance Appraisal Methods 450
Personnel Comparison Systems 453

Results-Oriented Performance Appraisal
Methods 455

Selecting a Performance Appraisal Method 458
Perceptual Errors in Evaluation 458
Halo Effect 458
Stereotypes 459
Attributions 460
Recency Effects 460
Leniency/Strictness Errors 460
Central Tendency Errors 461
Strategy and the Performance Appraisal
Process 461
Organizational Strategy 461
Identifying Successful versus Unsuccessful Appraisal
Systems 463
Management Guidelines 466
Questions for Review 466
Case: Xerox Revamps Performance Appraisal
System 467
Questions 468
Additional Readings 468

Notes 468

PuT roun sssnsnese seness
Strategles for Mamtammg Human
Resources 471

Chapter 14

Benefit Plans 472

Chapter Objectives 472

Case: The Benefits of Xerox 473

Strategic Choices 475

Who Pays for the Benefits? 476

How Comprehensive a List of Benefits Shall Be
Offered? 476



How Flexible Shall the Benefit Offering
Be? 4717
The Question of Competitiveness 477
Composition of Benefit Plans 479
Required Security 479
Voluntary Security 484
Retirement 484
Time-Off Related Benefits 489
Health and Insurance-Related Benefits 491
Financial, Social, and Recreational Benefits 498
Future Benefit Changes 502
Strategic Management of Benefits 502
Competitive Advantage and Benefit Costs 503
Corporate Effort to Measure Benefit
Effectiveness 503
Management Guidelines 504
Questions for Review 504
Case: Milwaukee Firms Look for $2-Million
Savings 505
Questions 506
Additional Readings 506
Notes 507

Chapter 15
Managing Health, Safety, and Stress 510

Chapter Objectives 510
Case: Health and Safety at General
Electric 511
Strategic Choices 512
Occupational Safety and Health
Administration 513
Occupational Health and Safety Act of 1970 513
The Birth of the Occupational Safety and Health
Administration (OSHA) 513
How OSHA Works 514
Employer Responsibility 514
Inspections 515
Violations, Citations, and Penalties 515
“Right to Know” Legislation 517
Current Safety and Health Problems for
Employees 517
Computers and CTD 518
Meat Packing and CTD 518
Fighting CTD 519
Chemicals 519
Accidents and Death on the Job 521
Acquired Immune Deficiency Syndrome
(AIDS) 525
Fetal Protection in the Workplace 526
Workplace Stress 527
What [s Stress? 527
Causes of Stress 527

CONTENTS xvii

Consequences and Expense of Job Stress 530
Stress Reduction Techniques 532
Strategies for Improving Health and Safety 533
Fitness Programs 533
Drug Testing and Rehabilitation 534
Safety Programs That Work 536
The Cost of Insurance for Small Companies 537
Management Guidelines 538
Questions for Review 539
Case: Safety in the Workplace—Whose
Responsibility Is It? 539
Questions 540
Additional Readings 540
Notes 541

Chapter 16
Ethics, Employee Rights, and Employer
Responsibilities 544

Chapter Objectives 544
Case: I Believe in the Second Coming of Christ
and Other Test Questions 545
Strategic Choices 548
Strategic Factors 548
Management Philosophy 549
Tightness of the Labor Market 549
Legislation 550
Unions and Employee Power 550
Culture 550
The Law and Employee Rights 552
Discrimination 552
Employment at Will 552
Types of Rights 983
Privacy 555
Fair Treatment 557
Safe and Healthful Workplace Free from Sexual
Harassment 558
Collective Bargaining 559
Communication and Involvement in the
Organization 559
Notice of Plant Closings and Disciplinary
Action 560
Due Process 561
Employer Responsibilities 561
Stakeholder Concept 562
Ethics 563
Know the Law 564
Communicate with Employees 565
Treat with Human Dignity 565
Bargain Collectively 565
Provide Due Process 565
Managing the Problem Employee 566

Problem Employee versus the Employee with
Problems 566



