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PREFACE

The fourth edition of Human Resource Management emphasises a pragmatic approach to
the study of human resource management. Common themes running through the book
include the linking of HRM to organisational strategic business objectives; HRM s
potential to contribute to organisational success and employee wellbeing; the common-
ality of interests existing between employers and employees; the globalisation of busx~' .
ness; and the need for Austrahan orgamsatmns to become internationally competitive.

Every chapter from the thn‘d edltxon has been extenswely revised. In addmon there are L
new chapters dealing with international human resource management and the _manage-
ment of international assignments. Each chapter has added questions and exercises
(including Web exercises). The dlagnostlc model has been revised to provide a more com-
prehensive means for assessing environmental influences on HRM, demonstranng the
link between strateglc business objectwes and HRM activities and measuring HRM
performance.

The chapter material, diagnostic model, review queétions, experiential exercises and
cases are designed to promote discussions and practical application. Australian and Asian
source material, news items, examples and cases have been used extensively to reflect
Australia’s changing circumstances and to increase the relevance for students and prac-
titioners alike. Objectives are given at the beginning of each chapter. Each chapter ends
with a summary, a list of key terms to know, review questions, a diagnostic model exer-
cise, a ‘What's your view?’ question, a newsbreak exercise; a soapbox survey, an online:

~ exercise, an ethical dilemma question, a short case study, practical exercises, online refer-
ences, suggestlons for further reading and end notes. The suffgestmm for furthel reading
are specifically linked to standard Australian and Asian texts There is also an extended

- case study at the end of each part. ~ .

The text has been divided into seven parts. Part 1 deals with the c

~ resource management including strategic HRM, HR planning, HR information sys,mms /
and HRM and the law. Part 2 emphasises the importance of meeting the organisation’s
people requirements through job analysis, job design and the quality of work life,

'*employee recruitment and selection. Part 3 deals with the development of human
resources through human resource development, career: planmng and development, per-

~ formance appraisal and performance management. Part 4 focuses on employee motiv-

ation, compensahon incentives and benefits. Part 5 is concerned w1th industrial relatmns, A

the management of change and workplace relations, negotiating in the workplace and
employee health and safety. Part 6 contains chapters on international human resource
management and managing international assignments. The concluding section, Part 7,

deals with the assessment of human resource management.

- Raymond J. Stone
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duced with permission from the Australian Human Resource Institute; page 770 (fig.
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why its use is spreading

« “Explain the concept of incentive compensation and

« Identify the key objectives of incentive compensation
plans

+ Describe the major types of incentive pay systems and
| their advantages and disadvantages

'} + Understand the role of incentive pay in the overall
context of employee rewards

.| “Few things are as unfair as the equal treatment of unequals.”™

"l

Learning objectives provide
succinct information about the
expected measurable student

outcomes after reading each chapter. |-

I

[@ letter to the editor

“This letter (o the editor provides » provocative viewpoint. Do you agree? See ‘What's
Your View?' ut the end of the chapter.

Dear Eaitor,

nome carwer advice

The Letter to the Editor
is a provocative viewpoint
about one of the issues
within the chapter. It is
linked to an end-of-chapter
exercise.

T am welting to sse Lf any of your readers can ausist me with

Several years ags, I completed a double degres in science and
or matropolitan university. Since then, ! have
edium-sized manutacturing company in
Wnile the position is a good one, 1
y caresr by undertaking postgraduste
am besst by conflicting views about the valus

lesgues belisve that emrolling in an A i
xercise in furility. They argue that MEA® vary
ity that empioyers cammot pick the good omem
hey also state that it is doubtful whether I
costs of undertaking an MEA. My ressarch indi-

vincing. The oext.

application forms. Who

ince the fact iz thet pecple like me Deed a5 MEA to at
match the Cve of compatitors for memior poaitions At this

é
%
i
%

and fellow stodents at the mors prestigicus busizess

may prove lovalusble in bullding my caresr over the

| ome day. T £ind the argusests of the anti-MBA collssgues con

I find that i'm motivated by my WEA-holdiog

collesgues to phone the leading MEA schools for information and
is right? What should I do?

An anxious junior manager

DN PAREIREVALSEING HURAN

SOURCE: David Poole, Uinirersity of Westarn Sydvey

display of sexual material, Victims often
disinterest in the job and a feeling of powerl

HR managens need 10 introduce approy
guarantce every emplayee’s right 1o work in
Failure to do 30 can impose hij

newsbreak

costs on i

Newsbreaks are
published articles on issues
relating to HRM and are
drawn from Australian and
Asian newspapers. They
are linked to an end-of-
chapter exercise.

IT'S AN ILL TIME FOR THE INSECURE

BY STEPHEN LONG

Unemployment makes you sick
Since the Great Depression,
numeroes studies have docw
mented the profound  psycho
fogical costs of joblessness.
What's less well-known is the

that

and working in 3

poor-quality job can undermine
your health and wel-being.

Yet the results of 2 lange body
of medical research are compel
ling: Job insecurity Is bad for

Over the pant two years. Philip
Bohle, Michael Qui
Claire Mayhew from the Univer
sity of NSW have scanned the
published medical and epidemio
logical research for studies an the

health effects of job Insecurity.

Given how linle public com.
ment this_subjes
what they found is extraordinary,

0f 59 usable studies, some 90
per cent found that job Insecurity
was assoclated with measurably

s elicited,

worse occupational health and
safety outcomes

“Such a decisive set of results
s unusual I any review of 4
large body of lterature’, Bohle
Quinlun and Mayhew say

The health impacts linked
to job insecurity were wide
ranging: increased blood pressure,

cartiovascular  disease.
injury raus and psy
distress, to name 4 fow

And the breadth of the studies
lends credence 1o the findings
They were made in 11
and covered 3 wide range of
industries, including the public
sector, health care. manufac
transport.  telecommuni-
ons, retailing, media, mining
and financial services.

I's sobering news 3s the trends
towards casual employment, con- |

tracting out and labour hire have | o
made work much more - | s

carious for so many

The evidence that insecuce and
precarious work can be had for
your healih raises big policy
questions

According to many econ
omists, enacting laws such @
prohibitions  on  unfair dis-
missal boost employees” job
security ¢
of employment and deter job
ereation.

The so-called ‘diabolical trade-
ofF between benefits and protee
tions for the employed and
higher cates of unemployment (s
sometimes described a5 policy
wewarding nsiders’ a1 the
expense of ‘outsiders

Increase the costs

Given the strong evidence that
if's not Just joblessness but job
insecurity that affects people’s
health adversely, the fssues are
not 5o simple.

Perhaps  society  necds &
broader approach that looks at
the guality of jobs, and not just
unemployment.
broader group is ar risk.

These inc
caught up in
downsizing: and the thousands
[ people who rotate between

because

people in pre

casual jobs;  people

repeated. waves. of

term casual  jobs  and

yment

uncmployment _has
unsequences,

have negative

serious  bes

effects an workens' health and
well-being. Even if the health
effects of unemployment are
mare severe — and this is yet to
be demonstrated — policy makers
need to recognise 3 m
plex set of trade-offs, ol
Quinkan and Mayhew argue
Since
large and growinyt componen
the workforce, this represents &
major but largely hidden cost 0
the

job insecurity affects &

SOURCE: Austroian Financial Review,

| 16 May 2001, . 55.

[T PARY ARG [ MAN] RS URERE L T 1
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Domestic violence is none of a company’s business.
Some employees are accident-prone.

Smoking should be banned in the workplace.

An employee's unhealthy lifestyle is none of the company’s business.
Health and safety is the responsibility of the company and not the
individual worker.
6. Prosecuting managers is the best way to improve a company’s
health and safety performance

[ ves
O ves
O ves
O ves
O ves

O ves

O wne
O wno
O wno
O no

O weo
O wo

the workplace,

best a3

ONLINE EXERCISE

= mmw&m.mhumemdmwmummeMn

. substance sbuse in the workpiace or bullying in the workpiace

ETHICAL DILEMMA

THE BATTERED WIFE
A worried Sylvia Fiegeltaub, Senjor Production Supervisor, Golden Electronics Ltd, tells you that one of her

Ethical dilemmas are written in the style of a
case study and provide situations in which ethical
issues are raised.

aconomy class syndrom
Report your findings in 500-750 words and inciude the Web addresses that you found useful.

sembly workers, Helen King, has come o work late covered in cuts and bruises. Sylvia says this is

the fourth time that this has happened. She says she suspects that Helen's husband is beating her. Sylvia says
1 that when she approached her, Helen ust looked at her, burst inco tears and ran to the rescroom.
DISCUSSION QUESTIONS

1. As HR manager, what would you do?

‘ 2. s domestic violence a private matter and therefore none of the company’s business? justify your answer.

3. What ethical issues, if any, are raised in this case?




re-entry (p. 773)
repatriation (p. 771)

ax equalisation (p. 775)

ax protection (p. 75)
third-country mational (p. 759)

base salary (p. 774)
cost-olliving allowance (COLA)

foreign service premium (p. 774)
)wdrbq: allowance (p. 774)
home-country national (p. 759)
host-country national (p. 759)
focal nationals (p. 759)
orientation (p. 769)

p.774)
culture shock (p. 770)
expatriase (p. 759)
expatriate packages (p. 774)

Terms to know are
bolded in the text at first
mention and are defined in
the margin, as well as in
the glossary at the end of
the book.

1. How would you select and prepare 2 manager for an international assignment! i

2 Which shouid take priority in expatriate selection — the host country’s EEO policies and practices or
Australian EEO policies and practices? Why!

How would you establish an internationsl compensation and benefit program for your organisation?

. What is culture shock! When does it occur? What can be done to reduce its negative effects?
Many overseas postings fail because the spouse cannot cape with a different culture. How would you
plan to minimise the chances of this happening!

6. How would you prepare an Australian employee for an assignment to Shanghal? How would you
prepare a mainiand Chinese employee for an assignment to Sydney?

7. What speciat challenges could face expatriates and their families when transferred to the following

T

Review
questions are
tied closely to the
content of the

place? h which

(3) Auckland 8) :M;wﬁ c apter. What do you think! Canduct a mini survey of class members, using the questionnaire below. Critically

(b) Bangkok ) Port Moresby discuss the findings.

(@) Seing 0 S allows for self-

d) Ho Chi Min City (Sai (1) Singapore

:‘,; Hong Kong Sedseial (m) Sydney evaluation I. Managers should be able to access their subordinates’ email. Oves QOwo

() Jakarta (n) Taipel 3 2. ftis echical for an employee to surf the Internet during working hours. [ YES  [] NO

() Kuala Lumpur (o) Tokye 3. Line managers should have unlimited access to their subordinatas’

(h) London personnel files. Oves [Owno
B. What are the main differences in selection for & domestic and Intornational assignment! 4. The company should be fegally responsible for all Internal and external g O
9. What are the major issues that an organisation should consider before repatriating an expatriata? email communications by employees. YES NO
10. What problems could a dual-career couple face when one partner is offered an overseas assignment? 5. Itls olay ta use company email for personal communications. Oves Owo

6. Employee information entered into the HRIS is company property for
the organisation to use as it wants. Oves Owno

 Identify and discuss the key influences from the diagnostic model (figure 1.1 1 on page 26) that have
significance for managing international assignments.

. Explain the Impact of establishing operations in China or Japan on the acquisition, developmant, reward
and motivation. maintenance and departure of an organisation'’s human resources.

3. Discuss the possible impact of having expatriate employees on commitment, competence, cost-

effectiveness, congruence, adaptability, performance, job satisfaction, employee motivation and trust.

,i%ﬁ%ﬁr}éﬁi&ai The diagnostic model is
provided in chapter | and is

used as the basis for end-of-
- | chapter questions
' throughout the book.

accessed in your report,

WHOSE EMAIL?

Using the Web, conduct a search for information on cammarcially availsble HRIS programs. Prepars an
executive briefing paper (1000 words) describing ane system, the vendor and purchasing dotails, examples
of companies using the system and your evaluation of the system. Include the Web addresses you have

Carol Halstein's face was flushed as she burst into the office of Leo Vitherg, HR Manager for Oz Interna-
tonal Led. It's an invasion of my privacy! That nosy Peter Kizilos has been reading my email. He has read ail

3 PART THREE CASE STUDY

David Ripley, University of Canterbury, New Zealand

A CHANGE IN APROACH

Normally one of

appeasal
Jody, his friend in the next posicion on the line, knew what was going on. She sald, 'Come o0 John, you
look like youTe going o your execution”
I might as wel be', Mmmwmmmwmmrmn«w
252 reason for marking me down’
At 1.00 pm, John went into Gloria's office. She was seated behind her desk. working on some papers.

The end-of-part case
studies are designed to
provide ‘real-life’
situations, allowing you
to analyse the issues
raised in each part.

take fong’, she said. John', she began, ‘you've been with us three years
t the highest standard. However, your quality of work just hasn't been
heone with your experience. so | an't rate you any higher than average.
bou're going to have to improve your quality! She paused."Any questions?’
I you told me | had to focus on getting the product out and that's
sure I'm one of the more accurate machinists. | don't undersand”
pproduct out!, said Gloria, but Ik goes without saying it has to be high
you can't understand that. | don't know how | can make it any clearer’
per chair, indicating the meeting was over. John', she said, smiling, Tm
o it, you can produce the level of performance I'm looking for: Thanks

fating another performance discussion. He was working smoothly and

fac. she said in mock surprise, no panic attack over your performance

makes a difierence when you at least have a clue what to expect. |
filled out my form last night and feel comfortable that | can support my self.rating, Hopefully, my coach
and supports will agree!

“Well, at least it's not Gloria and the bad old days', Jody said, and they both faughed.

At 1.00 pm., John went inta his performance development and review sassion In the conference room,
Max.the coach John had selected, was there, with the two employees he had selected to provide him with
feedback (supports). These were Jody and Marlene from the downstream team that received John's work.
The four people sat down at a table and each produced a team member performance survey.

Max kicked off the meeting. John, we'll focus firse on your current operational performance and your
team behaviours. Our baseline criteria are your specific assignment responsibilities and your key perfor-
mance indicators, both taken from your role agreement. Then Jody and Marlene can get back to work
while you and | take & look at an appropriate development plan for you to cover in the next six months,
And remember',he added with a s, You piced 50 youre stuck with us:

John spoke first
pmomum. ategories relating - eficiency, qualfy and improvement m&hdmmnmmmw
In discussing John's team behav-
fours I the areas of open and honest feedback. encouraging and supporting others,and active participation
Bamples was an opportunity for clarifying questions. While
mw\wmmwsmmmmmummmmw
Confidence introductory training program and this helped him to listen closely and not react defensively.

about
ks che
fe their
DISCUSSION QUESTIONS i Pl
1. ¥ you were Georgopoulos, what would you do? Why!
2. What issues are raised by the General Manager’s decision!
3. I you were the union representative, how would you justify the use of the st on, first o principle’ <
4. What other issues could arise after it Is announced that WL and nos Spanos, is to be retrenched? =

5. What ethical issues, if any, are raised in this case?

for a class survey based on
the content of each chapter.

:; CASE STUDY ‘

VITO'S PIZZA PARLOUR

Located near the central business district Vito's Pza Parlour is 2 popular eating house. It opens for
lunch daily at noon and closes in the early hours of the moming. The restaurant is owned by Vito £
Ingrassia. Family members make up the core of the full-time employees, with students and ‘second
jobbers” taking up the casual and part-time positions. In all, there are 23 workers. The staff are all
non-union Turnover among the non-family members is extremely high, with 90 per cent of part-time
and casual employees having less than six months of service. =

Business Is always hectic, but particularly 50 on Friday and Saturday nights. On these nights the
restaurant is filled to capacity and does not close until 3.00 am. Individual waiters are responsible for
four tables, each seating four to six people. On a busy night each tble can turn over as often as 12 e
times. As a result. the staff work extremely hard

Evening, part-time and casual st are given 3 free meal before they start at 6,00 pm. They are not
able to take another scheduled break until the resmurant closes. At that time, they are provided with
coffee, wine and a pizza. Non-family members are paid award rates of pay. All tips have to be placed
in a box and are split S0/50 between Vito and the saff

Given the pressure of work, tempers are often frayed. Consequently, the atmosphere is regarded
as stressful and many employees quit after ust one or two nights. In addition, Vito publicly disciplines
employees when he s in a bad mood or if he does not like an individual waiter. Employees are
expected to do as they are told and not to question Vito (or any orders given by a family member), "
This often creates confusion when a family member instructs an employee to do something that Vito L
later does not agree with, i

One thing that particularly upsets employees is Vito's practice of openly counting the night's takings
and boasting how much maney he has made. As each waiter serves n excess of 200 customers ona | |
really busy night and average expenditure is $30 per head, the waiters quickly become dissatisfied
with their pay. After one very hectic night, Tony Cicchert, a Western University business adminis-
tration student, tried to discuss his pay with Vito. Vito, furious at the Insubardination, fired Tony on 1y
the spot

DISCUSSION QUESTIONS |

1. What employee needs are not being satisfied? ik

2 I you were Tony. what would you do now? @

3. As 3 unlon organiser, what would you do? How would you approach Vico! What would you say to the i
casual and part-tme sta |

4. As an HRM speclalist, what recommendations would you make to Vito? How wauld you canvince Vita to
adopt your recommendations!

SRR L AR R WA AR RS hANBE AN WS AR SRR E B G o IR

Each chapter case study supports
questions that allow you to apply the

concepts and theories learnt in the chapter.

7 [ wowg sk vk sk IR
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