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PREFACE 1

The texts in this initial series of books were selected to directly correspond to each of the required

courses in China’ s MBA programs. The books were selected for reprinting by faculty members

at the Ivey Business School, The University of Western Ontario, Canada.

The Richard Ivey School of Business is a professional School within The University of Western
Ontario (UWO), one of Canada’ s oldest universities. Although Ivey is based in London, On-

tario, it also has campuses in Mississauga ( Toronto), Ontario and most recently, in Hong Kong.

Historically the School has been a leader in management development. A partial list of achieve-

ments follows.

In 1922, the first undergraduate business department in Canada was established.

In 1932, the school began to publish its own journal. Known as Ivey Business Quarterly ,
it reaches out to both academic and management audiences and enjoys a circulation of

10 000 in 25 countries.

In 1948, Canada’ s first executive development program and first MBA program were es-

tablished.
In 1961, Canada’ s first Ph. D. program in business was introduced.

In 1974, official designation was received by the Federal Government as Canada’ s first
Centre for International Business Studies (CIBS)

In 1975, lvey opened its own case and publications office. This office now holds an in-
ventory of 2 000 cases. In 1998, Ivey cases were being distributed to over 100 1eaching
institutions and 100 corporations in over 20 countries. Ivey is the second largest producer
of management case studies in the world (and the largest producer of Asian cases), with

over 1 000 000 copies studied each year by people outside the university.

In 1978, commencement of its first international student exchange program iook place.

Over twenty such exchange programs are now in place.

In 1984, the School took a leading role in establishing the National Centre for Manage-
ment Research and Development in London with support from the Canadian Federal Go-

ernment.

1984 also marked the beginning of a continuing linkage with Tsinghua University, one
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which has involved visiting scholars, materials development and publication, and various

training initiatives.

In 1992, Ivey was selected to be the editorial home for the 1993-1997 period for the

Journal of International Business Studies , the leading international business journal.

In 1993, Canadian Business magazine' s survey rated Ivey as the top MBA School in
Canada, according to all groups: CEOs, human resources executives, and placement con-
sultants. This ranking has been re — confirmed every year. In 1994, Asia, Inc. rated

Ivey among the World’ s Top 25 Business Schools for Asians.

In 1997, the Journal of International Managemen: named Ivey the world’ s leading
contributor in the previous decade to the international strategic management literature, a-
head of Harvard & Kellogg. Business Week magazine ranked Ivey as one of the top inter-
national business schools in the world, alongside INSEAD and LBS; and US News and
World Report selected Ivey as one of the top 15 business school in the world for executive

development programs.

As of 1998, the School had 65 full — time faculty who annually taught 600 regular and executive

MBA, 300 undergraduate, and 40 Ph. D. students, plus executives in a wide range of non — de-

gree programs.

The faculty members who selected each book for reprinting all have Ph. 1D. s from major busi-

ness schools such as Harvard, Wharton, Michigan, M. I. T., and Ivey. Each professor care-

fully reviewed the various books available to ensure the best possible choices of material for the

China market. We are confident you will be pleased with their selection.

Richard Ivey School of Business
The University of Western Ontario
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This hook eddresses the educativnal needs of general management majors enrolled
in «n introrfucrory human resouree managrment class. As future managers, these
in:briduals will be called cn 1o solve rmmortant business problems that invoive
;:I;szzmnt haman resource issyws. Unfornmarely, their needs have all too often
heen ignored by traditional introductory HPM hooks that focus on the hsaan
tesource mangssment majors needs.

‘The theme of ihe book is that the eective management of human resources,
like the effective management ot all viner orgaaizudonal resources, leads to co-
petirive advantage. The book thus visinbs an d conrinvonsly highlights the impor-
tance of HRM and its potential contriziiior 1o a firm'’s competitive advantage.

v —— e
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ORGANIZATION OF THE £00¥

The notion of competitive advamaye is intoduced in Chapter 1. The chapier
defines the concept, preseiis evidence lhdl links HRM practices to competitive
advantage, and proposes « moded that exuiodis this linkuge. The remaining chan-
lers are organized around this sodel zi e, reintorce the imporwance of this
link.

Each chapter in Parts 1 throurh 4 5 divided into three sections: (1) Gaining
Competitive Advantage, (2) H2hi Issees and Practices, and (3) The Managers
Guille,

Gaining Competitive Advantage

This section begins with a real-life case. The write-up describes the HRM problein
faced by a firm, presents the tirins solution, and explains how the solution enahlzd
the firm to enhance its competitive advaniage. The case scrves as an attention-
grabbing device designed to both sensitize the student to the information that foi-
lows aud to increase the information’s applicability in the siudents mind.

This case is immediately followed by a discussion of how the HRM practices
addressed in the chapter can be used to enhance competitive advantage. For exam-
ple, Chapter 8 discusses how an effective performance appraisal system can
enhance competitive advantage by improving job performance, by helping
employers make correct pay raise and promoiion decisions, by ensuring legal com-
pliance, and by minimizing job dissatisfacticn and turnover.

HOM Issues and Practices

This section describes the various HRM practices (e.g., job analysis, recruitment,
selection, performance appraisal), and how they can be developed and imple-
mented to achieve competitive advantage. Although this section covers the “rradi-
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tional” HRM topics found in other books, they are presented in a nontraditional
way. Traditional HRM books take either a “micro” approach (presenting an over-
whelming amount of technical detail) or “macro approach” {covering a vast num-
ber of topics, but at a superficial level). This beok tries to find the middle ground.
lts premise is that, as future managers, students need a conceptual understanding of
the important HRM issues and practices, but do not need all the technical details
(HRM majors can get these technical details when taking advanced HRM courses).
For example, when discussing the topic of validity, a nontechnical description is

gven, emphasizing why validity is important and how a firm’s HR professionals -

and managers can achieve it when selecting employees.

Because this text avoids discussing many micro issues, it is not necessary to fol-
low the path laid out by other books regarding 1o the number of chapters needed.
For instance, it is unnecessary to have three chapters on compensation and two on
unions. As a result, this book can be more easily covered in a single semester: 15
chapters in 15 weeks.

The Manager’s Guide

This section is designed to help students understand the managers role in the
HRM process and the relationship that exists between managers and HR profes-
sionals. The section consists of three parts. The first examines the manager’s HRM
responsibilities. The second part, entitled “How the HRM Department Can Help,”
discusses the HRM departments role and how HR professionals can help managers
carry out their HRM responsibilities. In the third part, the HRM practices covered
in the chapter are highlighted as part of a hands-on, how-to guide for managers.
The purpose here is to teach students the skills necessary to implement the man-
ager's HRM responsibilities. For example, the Manager’s Guide section in Chapter
6 provides guidance on how to conduct an employment interview.

XXIX

PeDAGOGICAL TOOLS

Many pedagogical tools are included to help instructors create a flexible learning
environment that best suits their needs as well as the needs of their students. A
brief synopsis of the learning tools provided as part of the book follows.

Writing Style

This book is designed for use in a junior-level undergraduate course. The writing
style is thus geared to that audience. The book is written in a nontechnical, con-
versational tone. It is crisp and to the point and does not get bogged down by side
issues. Many examples are used to illustrate key points.

Legal Emphasis

Because of the importance of legal issues in the HRM area, students need to fully
understand employment law and how it applies to both HRM and management.
Consequently, the book has a very strong legal orientation. The basics of equal
employment opportunity and affirmative action are covered in Chapter 2.
Workplace justice laws that affect employee rights (e.g., sexual harassment,
wrongful discharge, employee privacy) are covered in Chapter 11. Each of the
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other chapters covers HRM laws as they apply to the topic under consideration.
For example, the legal ramifications of employee selection techniques are
described in Chapter 6.

Chapter Outline and Objectives

Each chapter begins with an outline of the topics to be covered, followed by a list
of objectives. This gives the reader an overview of the chapter’s content.

Objectives Revisited

The chapter’s objectives are restated at the end of the chapter with “bullets” indi-
cating the main points concerning each objective.

Key Terms and Concepts

All key terms and concepts are identified by bold print. Definitions are provided
in the margins.

Boxed Features

Each chapter contains two types of boxed features. The “On the Road to
Competitive Advantage” features provide examples of how actual companies have
used HRM practices to gain a competitive advantage. The “Taking a Closer Look™
features provide students with a more detailed description of certain topics with-
out interrupting the flow of coverage in the text.

Review Questions

Approximately 10 review questions are presented at the end of each chapter, test-
ing the students’ understanding of the chapter’s main points.

Experiential Exercises and Cases

Each chapter (except Chapters 1 and 15) contains one or more experiential exer-
cise and case that relates to the topics covered in the chapter.
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