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The framework above introduces each
chapter and makes the following point:
That the firm’s HR policies and practices
should produce the employee skills and
behaviors the company needs to achieve
its strategic aims.
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PREFACE

NEW TO THIS EDITION
Adopters will find three main changes that are new to this edition:

Updated Chapters
To ensure a smooth transition for adopters from the 15th to this 16th edition, 
this edition’s 18 chapter table of contents and the outline of all 18 chapters are 
basically as they were in the 15th edition, so in terms of teaching, the topic flow 
is about the same as the 15th edition. However, embedded in each chapter’s 
paragraphs are dozens of new topics, practical examples, and research insights, 
all accompanied by hundreds of new endnotes from 2015–2018.

We’ve made sure to integrate the new text material into the book’s accom-
panying PowerPoint slides, test banks, and other instructional supplements.

HR and the Gig Economy Features
It’s not easy getting a handle on how many people are working in the gig 
economy, but the number is huge.i By some estimates, over 40% of all workers 
in America may soon be freelancers, and by another estimate about a third of 

all workers now do gig work on the side, such as 
teachers driving for Uber.ii

Whatever the exact number, the growth of 
the so-called gig economy has big implications for 
those who have to manage gig workers. New HR 
and the Gig Economy features show how companies 
manage gig workers’ HR needs, for example how 
to recruit, screen, train, appraise, and manage the 
safety of gig workers.

New Cases
�Three new end-of-chapter cases (for 
Chapters 2, 5, and 12) on Starbucks, 
Techtonic, and HubSpot have been added  
to the text. They replace older cases in 
these chapters. All other application 
cases have also been updated, as neces-
sary, and I wrote a new Experiential 
Exercise (“Pearson Urgent Care”) for 
chapter 12.

SOLVING TEACHING AND LEARNING CHALLENGES
Human Resource Management, 16th edition, provides students in human resource  
management courses and practicing managers with a complete and practical 
introduction to modern human resource management concepts and techniques in 
a highly readable form. This book has always emphasized giving all managers the 

i https://www.bls.gov/careeroutlook/2016/article/what-is-the-gig-economy.htm, accessed June 29, 2018.
ii https://www.forbes.com/sites/karstenstrauss/2017/02/21/what-is-driving-the-gig-economy/#11e46e81653c; 
www.shrm.org/certification/pages/default.aspx#sthash.JRZQeAWR.dpuf, both accessed June 29, 2018.

Most companies use recruiters, supervisors, and/or HR professionals to do their hiring, so if an applicant 
suffers discrimination it’s usually pretty clear who did it.8 But what do you do when you’re a gig worker, 
doing work through a gig economy company like Uber, Task Rabbit, or Fiverr? Here the people doing 
the “hiring” are usually Task Rabbit, Uber, or Fiverr users, and they’re hiring based on reviews compiled 

Unfortunately, the answer may be, “not much.” For example, in one study of labor markets like Task 
Rabbit and Fiverr, black service providers got more negative reviews than did white ones. Because the rat-
ing algorithms are then based partly on prior customers’ reviews, the black service providers were usually 
less likely to get new gigs. It's therefore a problem that gig companies (and customers) need to address. 

 ■ HR AND THE GIG ECONOMY: DISCRIMINATION IN THE GIG ECONOMY?

Application Case
Techtonic Group
Written and copyrighted by Gary Dessler, PhD.

cal jobs (systems engineers, programmers, and so on) in the United 
It’s been estimated that there are more than 600,000 unfilled techni-

States.178 Therefore, IT companies like Techtonic Group are continually 
battling for good applicants.

For many years, Techtonic outsourced app software development 

people there. However, programmers’ salaries in Eastern Europe were 
to Armenia; CEO Heather Terenzio flew twice a year to work with the
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skills they need to do their jobs. And today, with employers transferring more 
HR tasks to line managers, it’s more important than ever that all managers—not 
just HR managers—be skilled in human resource management concepts and 
techniques. As the following figure sums up, you’ll therefore find an emphasis 
here on the practical material you need to perform your day-to-day management 
responsibilities, even if you never spend one day as an HR manager.

The Manager’s
Skills

Planning Organizing Staffing/HR

Develop Job
Descriptions

Recruit Job
Candidates

Train and
Appraise
Employee

Manage Union Relations
and Employee

Engagement and Safety

Pay Employee
Interview,

Test, Select
Employee

Leading Controlling

The following tools especially help address teaching and learning challenges.

The Strategic HR Features
This book’s Strategic HR features give students a 
bird’s-eye view of how all the topics in each chapter 
fit together, and a tool instructors can use to illus-
trate these interrelationships.

As more employers transfer HR tasks to line 
managers, those managers need a “line of sight” 
that shows them how their HR actions impact the  
company’s goals. This 16th edition therefore con-
tinues the book’s emphasis on strategic human 
resource management and on improving perfor-
mance, productivity, and profitability at work. This 
16th edition also provides a comprehensive fully 
integrated treatment of strategic human resource 
management.

For example, tied to the chapter-opening scenarios, 
the Strategic Context features  in Chapters 3–18 show 
how actual managers’ HR actions produced the employee 
behaviors that were required to achieve the company’s 
strategic aims.

Company’s
Strategic Goals

Employee Competencies
and Behaviors Required
for Company to Achieve
These Strategic Goals

Employee
Relations

Co
m

pe
ns

at
io

n

Trainingan
d

Developm

en
t Recruitmentand

Placement

Strategic
and

Le gal

Environm
ent

HR Policies and Practices
Required to Produce

Employee Competencies
and Behaviors

358    PART 4 • COMPENSATION

Employers need policies on a variety of  compensation-related matters. These 
would include, for instance, how to set base salary (below, at, or above market rates); 
what employees (if  any) can get stock options; how to award salary increases; how to 
handle leaves for military service, jury duty, and holidays; and whether to emphasize 
seniority or performance through annual raises (for example, it takes 18 years for a 
U.S. federal employee to progress from step 1 to step 9 of the government’s pay scale). 
The accompanying Wegmans Food Markets feature illustrates how pay policies impact 
a company’s performance.

Wegmans Food Markets

Strategic compensation management means formulating a total rewards package that produces the 
employee skills and behaviors that the company needs to achieve its strategic goals.

Wegmans exemplifies this. It competes in the retail food sector, where profit margins are thin and 
where online competitors and giants like Walmart drive costs and prices down. The usual  competitor’s 
reaction is to cut employee benefits and costs.55 Wegmans takes a different approach. Number 2 on 
Fortune’s 100 Best Companies to Work For,56 Wegmans views its workforce as an integral part of 
achieving Wegmans’s strategic aims of optimizing service while controlling costs by improving systems 
and productivity. For example, one dairy department employee designed a new way to organize the 
cooler, thus improving ordering and inventory control.57 The firm offers above-market pay rates, afford-
able health insurance, and a full range of employee benefits.58 Wegmans’s pay policies thus aim to 
produce exactly the sorts of high-productivity employee behaviors the company needs to achieve its 
strategic aims.

It’s likely that its pay policies are one reason for Wegmans’s exceptional profitability. For example, 
its employee turnover (about 6% for full-timers) is well below the industry’s overall average of about 
47%.59 Its stores (which at about 120,000 square feet are much larger than competitors’) average 
about $950,000 a week in sales (compared to a national average of $361,564), or about $49 million 
in sales annually, compared with a typical Walmart store’s grocery sales of $23.5 million in sales.60 
As Wegmans’s human resource head has said, good employees assure higher productivity, and that 
translates into better bottom-line results.61

 ■ IMPROVING PERFORMANCE: THE STRATEGIC CONTEXT

MyLab Management Talk About It 2 
If your professor has assigned this, go to the Assignments section of www.pearson.com/
mylab/management to complete this discussion question. If Wegmans does so well with a 
high-pay policy, why don’t more employers do this as well?

GEOGRAPHY How to account for geographic differences in cost of  living is another 
big pay policy issue. For example, the average base pay for an office supervisor ranges 
from about $49,980 in Florida to $60,980 in New York.62

Employers handle cost-of-living differentials for transferees in several ways. 
One is to pay a differential for ongoing costs in addition to a one-time allocation. 
For example, one employer pays a differential of  $6,000 per year to people earning 
$35,000 to $45,000 whom it transfers from Atlanta to Minneapolis. Others simply raise 
the employee’s base salary. The accompanying feature on compensating expatriate 
 employees expands on this.

 ■ IMPROVING PERFORMANCE: HR PRACTICES AROUND THE GLOBE 

Compensating Expatriate Employees 

The question of cost-of-living differentials has particular significance to multi national firms, where costs 
range widely from, say, France to Zambia. The challenge is in maintaining the expatriate’s standard of 
living abroad.63

How should multinationals compensate expatriate employees—those it sends overseas? Two 
basic international compensation policies are popular: the balance sheet or home-based plan, and the 
host-based plan.64
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In addition, a Fully Integrated Strategy Case and 
Strategy Maps help to provide the most comprehensive 
treatment of strategic human resource management in a 
HR survey text:

●● �Chapter 1 introduces and Chapter 3 presents the 
concepts and techniques of human resource strategy.

●● �Chapter 3 onward, every chapter contains a continuing 
“Hotel Paris” case (identified by an “Eiffel Tower” 
icon), written to help make strategic human resource 
management come alive for readers. The continuing 
case shows how this hotel’s HR director uses that 
chapter’s human resource management concepts and 
techniques to create HR policies and practices that 
produce the employee skills and behaviors the Hotel 
Paris needs to improve its service and thereby achieve 
its strategic goals.

●● �An overall strategy map for the Hotel Paris at the end 
of the book, and chapter-specific Hotel Paris strategy 
maps in the accompanying MyLab Management, help 
readers understand and follow the strategic implica-
tions of the hotel’s HR decisions.

Building Employee Engagement
Each chapter’s Building Employee Engagement 
features help to further integrate the chapter’s 
topics and to make the book a more coherent 
whole. Employee engagement refers to being psy-
chologically involved in, connected to, and com-
mitted to getting one’s jobs done. You’ll find 
practical examples and advice on how managers 
build engaged employee work teams and compa-
nies. Employee Engagement Guide for Managers 
sections  in Chapters 1–14 show how managers 
use human resource activities to improve employee 
engagement.

To improve student results, we recommend 
pairing the text content with MyLab Management, 
which is the teaching and learning platform that 
empowers you to reach every student. By combin-
ing trusted author content with digital tools and a 
flexible learning platform, MyLab personalizes 
the learning experience to help your students 
learn and retain key course concepts while 
developing skills that future employers are 
seeking in potential employees. From Exercise 
Quizzes to Personal Inventory Assessments, 
MyLab Management helps you teach your 
course your way. Learn more at www.pearson 
.com/mylab/management.

The Chapter Warm-up assessment helps 
you hold your students accountable for 
READING and demonstrating their knowl-
edge on key concepts in each chapter before 
coming to class.

(What HR function 
should we focus on, how 
can we adjust its policies 
and practices to produce 
the employee capabilities 
and behaviors we want to 
create, and how should 
we measure if we are 
accomplishing what 
we're trying to 
accomplish?)

 CHAPTER 3 • HumAn REsouRCE mAnAgEmEnT sTRATEgy And PERfoRmAnCE    89

all areas including production, sales, marketing, branding, as well as before and after 
servicing.”

Tomlinson (with the support of  Kia UK’s top management) wisely decided to 
develop, as he put it, “an employee engagement strategy to improve employee morale 
and address the high levels of  employee turnover.”78 In brief, the idea was that, by 
(1) putting in place new HR policies and practices aimed at improving employee 
engagement, he could (2) change Kia UK employees’ behavior (improve performance 
and reduce turnover, for instance), and thereby (3) support the parent company’s stated 
strategy of “raising our competencies as a global maker in all areas.” The following 
shows what he actually did to boost employee engagement.

HOW TO EXECUTE AN EMPLOYEE ENGAGEMENT STRATEGY Actually executing Kia UK’s 
employee engagement HR strategy involved six steps (and these provide a roadmap 
for any such endeavor). First, Kia UK set measurable objectives for the program. These 
objectives included improving by at least 10% survey feedback scores for line manag-
ers’ behaviors in terms of communication, the quality of appraisal feedback they gave 
their direct reports, the recognition of work done, and the respect between manager 
and employee.79 Other objectives included reducing employee turnover employment 
costs (e.g., recruitment costs) by at least 10% per year.

Second, Kia UK held an extensive leadership development program. For example, 
it sent all managers for training to improve their management skills. Kia then tested 
the new skills with “360-degree” assessment tools (having managers’ bosses, peers, and 
subordinates rate the managers’ new leadership skills).

Third, Kia UK instituted new employee recognition programs. These included, 
for instance, giving “Outstanding Awards” to selected employees quarterly, and “Kia 
thank you” cards for jobs well done.80

Fourth, Kia UK improved internal communications. For example, it instituted 
quarterly employee briefings and more extensive use of performance appraisals, and 
launched a new corporate intranet called Kia Vision (this provided key business infor-
mation and other useful communiqués to all employees). Based on employee feed-
back, Kia UK also decided, as part of the enhanced communications, to institute an 
employee forum. This consisted of one representative from each department; the forum 
in effect empowered and involved employees by enabling them to express opinions, 
suggestions, and concerns about their jobs.

Fifth, Kia instituted a new employee development program. This involved using the 
company’s appraisal process to identify employees’ training needs. Kia then  created 
training plans for each employee. It based these plans on Kia’s needs and on the 
employee’s stated career aspirations.

Sixth, Kia UK made a number of  changes to its compensation and other  policies. 
For instance, it eliminated bonuses and substituted fixed-rate  percentage-based 
salary increases. It also rewrote the entire employee handbook and all HR poli-
cies and procedures “to ensure they were aligned with [Kia UK’s new] cultural  
values.”81

THE RESULTS The results of  the new employee engagement program were impressive. 
Employee surveys of  employee engagement and of  line managers’ communications 
and other behaviors improved markedly; employee turnover fell from 31% in 2006 
to 15% in 2007, to 5% in 2008, and to below 2% by the end of  2009. Recruitment 
and turnover costs fell by more than 400,000 British pounds within two years, a 71% 
reduction.82

Earlier we said that strategic human resource management means having the HR 
policies and practices that will produce the employee competencies and behaviors 
that the company needs to achieve its strategic goals. Kia UK’s employee engagement 
program illustrates how one company actually did this.
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Multiple opportunities to apply course concepts are 
found throughout the text and in MyLab Management. 
Each chapter references MyLab Management exer-
cises such as Apply It Videos about real companies. 
Engaging Videos explore a variety of business topics 
related to the theory students are learning in class. 
Exercise Quizzes assess students’ comprehension of 
the concepts in each video. 
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The author has recommended a Personal Inventory 
Assessment for most chapters, which is assignable 
in MyLab Management. These assessments help 
develop professionalism and awareness of oneself 
and others, skills necessary for future career success.
Personal Inventory Assessments is a collection of online  
exercises designed to promote self-reflection and 
engagement in students. It enhances their ability 
to connect with concepts taught in principles of 
management, organizational behavior, and human 
resource management classes.
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