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Preface

Managing human resources is a critical component of any company’s overall mission to provide value to customers,
shareholders, employees, and the community in which it does business. Value includes profits as well as employee
growth and satisfaction, creation of new jobs, contributions to community programs, protection of the environment,
and innovative use of new technologies.

The 2024 Release of Fundamentals of Human Resource Management focuses on evolving business-world changes that
occurred during and since the global COVID-19 pandemic. Several key themes are discussed throughout the chapters
that continue to impact organizations and highlight the importance of the HR function in companies large and small:

e More than 50 million people changed jobs in the United States in 2020-2023, an event known as the Great
Resignation, as workers sought higher wages, improved benefits, and better working conditions, including a
flexible work environment and a more inclusive organizational culture. We discuss how organizations that
pivoted quickly to address employees’ concerns have retained top performers and attracted other key talent.

* The rapidly recovering U.S. economy, in combination with an historically low unemployment rate, forced
companies to rethink their long-held objections to remote and hybrid work models. High-performing
organizations recognize they need to be flexible and offer employees options when it comes to how and where
work gets done.

» Artificial intelligence and other technologies have become commonplace in the work environment, replacing
some humans and changing the scope of various jobs. As a result, organizations are upskilling and reskilling their
workers—not only to expand business opportunities but also to motivate employees to hone their skill sets and
take ownership of their career trajectories.

» The increasing use of people analytics by HR professionals helps fine-tune corporate decision making when it
comes to optimal staffing levels and the flexibility afforded by hiring contingent workers to assist with periods of
intense productivity.

» In successful organizations, performance management is no longer the dreaded annual review session between
manager and employee. Ongoing discussions and feedback are crucial to identifying areas for improvement and
offering critical guidance for a satisfying career path.

» New opening vignettes and HR small business cases in each chapter highlight how HR professionals have
adapted their approach not only to managing talent but also to ensuring success for organizations as the world
continues to recover from the global pandemic.

Our Approach: Engage, Focus, and Apply

Following graduation, most students will find themselves working in businesses or not-for-profit organizations. Regard-
less of position or career aspirations, their role in directly managing other employees or understanding human
resource management (HRM) practices is critical for ensuring both company and personal success. Therefore, the
2024 Release of Fundamentals focuses on human resource issues and how HR is a key component of any company’s
overall corporate strategy. Fundamentals is applicable to both HR majors and students from other majors or colleges
who are taking an HR course as an elective or a requirement.

Our approach to teaching human resource management involves engaging students in learning through the use of real-
world examples and best practices; focusing them on important HR issues and concepts; and applying what they have
learned through chapter features and end-of-chapter exercises and cases. Students not only learn about best practices
but are actively engaged through the use of cases and decision making. As a result, students will be able to take what
they have learned in the course and apply it to solving HRM problems they will encounter on the job.

Each chapter includes several different pedagogical features. “Best Practices” provides examples of companies whose
HR activities work well. “HR Oops!” highlights HRM issues that have been handled poorly. “Did You Know?” offers
interesting statistics about chapter topics and how they play out in real-world companies. “HRM Social” demonstrates
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how social media and the Internet can be useful in managing HR activities in any organization. “HR Analytics & Deci-
sion Making” provides students with an opportunity to use their skills to understand the importance of data analytics.
“Thinking Ethically” confronts students with issues that occur in managing human resources. Each feature includes
questions to encourage critical thinking and to spark class discussions. In addition, Video Conversations with Chief
HR Officers (CHROs), created by the Center for Executive Succession at the Darla Moore School of Business, Univer-
sity of South Carolina, are included in pertinent chapters. These videos are featured in Connect, along with questions
related to chapter content.

Fundamentals also assists students with learning “How To” perform HR activities, such as supporting HR strategies,
handling HR implications of artificial intelligence, making employee development more inclusive, and enabling high-
performance remote work. These are all work situations students are likely to encounter as part of their professional
careers. The end-of-chapter cases focus on conducting business that creates value by pursuing responsible environ-
mental, social, and economic (governance) strategies (“Taking Responsibility”); managing the workforce (“Managing
Talent”); and HR activities in small organizations (“HR in Small Business”).

Organization of the Chapters

Part 1 (Chapters 1-4) discusses the environmental forces that companies face in trying to manage human resources
effectively. These forces include economic, technological, and social trends; employment laws; and work design.
Employers typically have more control over work design than over trends and equal employment laws, but all of these
factors influence how companies attract, retain, and motivate human resources. Chapter 1 discusses why HRM is a
critical component to an organization’s overall success. The chapter introduces HRM practices and the roles and
responsibilities of HR professionals and other managers in managing human resources. Chapter 2 looks at current
trends that impact human resources in the workplace, including automation, robots, artificial intelligence, alternative
work arrangements, and diversity and inclusion. Chapter 3 provides an overview of the major laws affecting employees
and the ways organizations can develop HR practices that comply with the laws. Chapter 4 highlights how jobs and
work systems determine the knowledge, skills, and abilities employees need to perform their jobs and influence work-
ers’ motivation, satisfaction, and safety at work.

Part 2 (Chapters 5-8) deals with acquiring, training, and developing human resources. Chapter 5 discusses how to
develop an HR plan. It emphasizes the strengths and weaknesses of different options for dealing with shortages and
excesses of human resources. Chapter 6 emphasizes that employee selection is a process that starts with screening
applications and résumés and concludes with a job offer. Chapter 7 covers the features of effective training systems.
Chapter 8 demonstrates how assessment, job experiences, formal courses, and mentoring relationships can be used to
develop employees for future success.

Part 3 (Chapters 9-11) focuses on assessing and improving performance. Chapter 9 sets the tone for this section by
discussing the important role of HRM in creating and maintaining an organization that achieves a high level of perfor-
mance for employees, managers, customers, shareholders, and the community. Chapter 10 examines the strengths and
weaknesses of different performance management systems. Chapter 11 discusses how to maximize employee engage-
ment and productivity and retain valuable employees as well as how to fairly and humanely separate employees when
the need arises.

Part 4 (Chapters 12-14) covers rewarding and compensating human resources, including how to design pay structures,
recognize good performers, and provide benefits. Chapter 12 discusses how managers weigh the importance and costs
of pay to develop a compensation structure and levels of pay for each job given the worth of the jobs, legal require-
ments, and employee judgments about the fairness of pay levels. Chapter 13 covers the advantages and disadvantages
of different types of incentive pay, including merit pay, gainsharing, and stock ownership. Chapter 14 highlights the
contents of employee benefits packages, the ways organizations administer benefits, and what companies can do to
help employees understand the value of benefits and control benefits costs.

Part 5 (Chapters 15-16) covers other HR topics including collective bargaining and labor relations and managing
human resources in a global organization. Chapter 15 explores HR activities as they pertain to employees who belong
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to unions or who are seeking to join unions. Concluding Part 5, Chapter 16 focuses on HR activities in international
settings, including planning, selecting, training, and compensating employees who work overseas. The chapter also
explores how cultural differences among countries and workers affect decisions about human resources.

Content Changes

In addition to new or updated chapter pedagogy and real-world examples, the text contains the following content
changes to help students and instructors keep current on important HR trends and topics.

Chapter 1 opens with the profile of an HR professional and her career journey, from recruiting employees at a
software company to becoming chief people officer at a global logistics firm, with several different stops along
the way to gain additional experience and insights. The chapter also includes updated information on the top
qualities employers are looking for when recruiting recent graduates (Table 1.2) and new data to reflect current
median salaries for various HRM positions (Figure 1.6).

Chapter 2 provides recent workforce statistics, as well as a discussion about various age, gender, and ethnic
groups within the U.S. labor force. Illustrations have been updated to reflect current labor force data. Other
recent trends discussed include the continuing effects of COVID-19 on business operations; the restrictive
immigration policies that have caused a shortage of workers to perform critical, low-paying jobs; the increased
prevalence of gig workers and other alternative work arrangements; the importance of upskilling and reskilling
employees in a tight labor market; and the push to address the importance of diversity, equity, and inclusion
(DEI) for all in today’s work environment.

Chapter 3 covers updates and features on the topic of sexual harassment; the effects of neurodiversity in the
workforce; and how to identify and use credible social media influencers to create a diverse talent pool and avoid
disability-related discrimination when using algorithms to hire employees. In addition, illustrations have been
updated to reflect current statistics on age discrimination, types of charges filed with the EEOC, and the rates of
occupational injuries and illnesses.

Chapter 4 includes new discussions on the increased frequency of remote work and flexible work schedules;
recent research on employees’ views of remote work arrangements; and how the use of robots and other types of
automation can free up workers to perform tasks that require new and higher-level skills.

Chapter 5 covers the process of HR planning and addresses how some companies are getting creative when it
comes to adding employees in a tight labor market by giving high school students the opportunity to work
part-time while going to school and by dropping college education requirements for certain jobs. In addition, the
chapter discusses “ghost jobs”; underscores how companies need to increase transparency when it comes to
posting job openings; and describes how companies are seeking out refugees to fill open positions.

Chapter 6 discusses how some organizations are rewriting job specifications to attract individuals with broader
job experiences. The chapter also discusses “hidden workers”—those unable to find jobs or move to full-time
employment because they have been out of the workforce for several years—and an increased frequency of
skills-based hiring.

Chapter 7 looks at helping employees develop social skills and emotional intelligence; increasing the use of
virtual reality and other tools in the employee training process; expanding apprenticeship opportunities in a wide
variety of jobs; and understanding the ethics of requiring employees to pay for job-specific training.

Chapter 8 discusses strategies to make employee development more inclusive for workers of color, persons with
disabilities, and LGBTQ employees; defines the concept of reverse mentoring; explains how sports-betting
company FanDuel emphasizes leadership development and employee recognition; and describes how some hotel
operators are offering low-level workers opportunities for a career path to higher-level jobs. In addition, tips are
provided on how to choose the right approach to employee coaching.
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* Chapter 9 opens with a feature on how Intel uses advanced technology to improve the quality of its HR decisions
and to analyze data from employee surveys to achieve high performance. In addition, the chapter looks at how
the role of empathy has taken a hit in organizations since the start of the pandemic and why assessing HR’s use
of Al can help companies improve their hiring practices.

» Chapter 10 discusses recent trends in managing employees’ performance and how such reviews are becoming
more frequent and less formal. The chapter also looks at how some companies are setting higher standards for
employee performance reviews to weed out underperformers and curb rising labor costs. In addition, the chapter
describes how organizations use data analytics to gauge the level of employee engagement.

* Chapter 11 opens with the story of how IBM is reevaluating its HR practices to help with talent retention. The
chapter also discusses how some companies stay in touch with employees who have left the organization as a
possible resource for recruiting and referrals. In addition, the concept of “quiet quitting” is explored.

* Chapter 12 provides updated pay data for women, men, and underrepresented groups and describes strategies
companies are using to close the earnings gap. In addition, recent research suggests that companies are
increasing pay raises based on individual performance, inflationary pressure, and a tight labor market. The topic
of pay transparency is discussed, as some states now require salary information to be included in job postings.

* Chapter 13 focuses on recognizing employee contributions with pay, including new examples of how businesses
are changing their approach to employee bonuses in an effort to retain and motivate their workforce. In addition,
recent research points out that a majority of companies and other organizations use variable pay as part of their
total compensation to employees, including school districts around the country. The chapter also describes how
companies continue to take a hard look at CEO compensation, especially when the company’s performance is
underwhelming.

* Chapter 14 updates information on employee benefits, Social Security, and taxes paid by both employers and
employees. The chapter also explores the upside of offering flexible work schedules (including remote and
part-time work) as an employee benefit.

e Chapter 15 provides information on current trends and statistics in union membership. In addition, the chapter
points out that long hours, low wages, and unsafe working conditions during the pandemic gave rise to more
workers looking to join unions at major companies, including Amazon, Starbucks, and Trader Joe’s.

e Chapter 16 includes a new discussion about companies sending jobs overseas as a result of the current U.S. labor
shortage and rising wages. New material has also been added to update the discussion on Brexit and the UK’s
points-based immigration plan that has adversely affected several industries including construction and
hospitality. In addition, the chapter provides strategies to use when bargaining with unions in other countries.

The author team believes that the focused, engaging, and applied approach of Fundamentals distinguishes it from other
books that have similar coverage of HR topics. The 2024 Release has timely coverage of important HR issues, is easy
to read, has many features that grab the students’ attention, and gets students actively involved in learning.

We would like to thank those of you who have adopted previous editions of Fundamentals, and we hope that you
will continue to use upcoming releases. For those of you considering Fundamentals for adoption, we believe that our
approach makes Fundamentals your text of choice for human resource management.
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