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Overview

o lecture
¢ Attendance is not mandatory but recommended
= [Interactive elements, guest speakers
o Exam
®  6optiens, see TISS
O Literature
*  Lecture slides (print)

= Reoder

»  Recommended further reading: Robin Kramar et ol (20815} HRMin a global context

i7e) © UnivProf. Dr. Subine Kiszeqi HRM & Leadership



Soft-Skills Courses

Organisationslaboratorium

Leadership-Simulation

Gruppendynamik

Gruppen-Coaching

Soziale Kompetenz

Kommunikation und Rhetorik

Karriereplanung & Selbstmanagement

Inspirational Leadership

Unternehmensgrindung

Entrepreneurship- und Innovationlabs

WvEz © UnivProf, Dr, Sabine Koszegi HRM & Leadership

Goals

To prepare for a leadership position with HR responsibility

*  Tounderstand the theoretical foundations of
human resource management (HRM) &
leadership

*  Toget an overview over the broud range of
topics in HRM

°  Toknow the most important instruments of
HRM and their practical relevance

*  Toreflect ethical aspects of HR management
and feadership

1%32:2 @ UnivProf, Dr, Sabine Készegi HRM & Leadership
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Introduction and Theoretical Foundations

Definitions
Scientific Paradigms & Theory Building

vzt © UnivProf. Dr. Suhine Kiiszegi HRH & Leadershig [

Problem Definition

Verticul division of labor:

Separation in managing (coordinating) and
operative (executing) tasks

Horizontal division of labor:
Decompesition of
operative {executing) tasks

#1:: @ Univ.Prof. Dr. Sabire Kiszegi HRM & Leadership b



Division of labor

How far should tasks he divided?

(tegree of differentition)
According to which criteria?
(structure)

Need for coordination

How/where are decisions made?
(delegation)

How are decisions of different persons
coordinated? (coordination)

Hierarchy

#viss © UnivProf. Dr. Sabine Kiiszeqi

LTS

How can role confermity of organizational
members be
uchieved? (mofivation)

HRM & Leadership

Managing People and Organizations

* @ Univ.Prof. Dr. Sabine Ksszeq:

Organization

Abstract position

Organization Chart

Joh descriptions

Job profiles

Coordinafion instruments
ete.

People

Concrete person

Qualifications, competences & skills
Motivaiion & leadership
Assessment center

Appraisal interview

etr.

HRM & Lecdership
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From Personnel Administration to HRM

Change in philosophy:

from personnel administration to people-oriented organizational activities

e Personnel Adminisiration
- Workforce centered

- Mediation between personnel and management
e Human Resource Management

- Resource centered

- Managing culture is o fop management responsibility

KT © UnivProf. Dr. Subine Koszeqi

Theoretical Foundations

°  Management theories

* (rganization theeries

*  Human Relations approach

e Motivation theories

* Leadership theories

°  Economics (Personnel economics approach)
*  (ritical Theory

° [tc

1118 @ Univ.Prof. Dr. Sabine Koszeqi

HRM & Leadership

HRM & Lendership
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Absiraction

ey © UnivProf, B, Sobine Kiszegi HRM & Leadership T2

Theory - Building

How do | motivate my employees?

Lo Purtielor
... objed, instance or -
S experience

 Concepts = cutegories for sorting, -
organizing and sforing experience -~ -

32 © UnivProf. Dr. Sebine Kiszegi HRM & Lendership 17



Ontology, Epistemology & Methodology

Ontology: The nature of heing

Concerns our ossumptions nhout reality and action:
Is there an objective reafify out there or is it subjective, existing only in our minds?
Are our actions predetermined by the environment or do we have o free will?

Epistemology: Theory of knowledge and of knowledge acquisition

What is “good” knowledge?
How tan we ecquire knowledge?
How do we represent or describe knowledge?

Methodology: means or manner of the investigation

Which methods can be used for the investigation of the ohject?

191t © Univ.Peof, br, Sabine Kiszegi HRM & Leadership

Scientific Paradigms

Different nssumptions ahout truth and ogency result in different poradigms

ond tead o different thearies
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Classical & Modern Constructivism

until 1970 1970 - 1990
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Scienfific Paradigms

Different assumptions about truth and agency result in different paradigms

and leud to different theories

Lo T

%

{lassical & Modern
until 1970 1970-1990 Since 1990

Eunstruc’rivism Postmodernism

E13.0r © YnivProf, br. Sobine Kisregi HRM & Leodership 14



Overview

Objective knowledge Rational Choice Structuralism

Symbolic-interpretive

Intersubjektive uppronches

knowledge

How can | know something?

(ritical theory Post-structuralism

Purely subjective

knowledge What determines my actions?

Classic & Modern

Lonstructivism

Postmodernism

-
>

Ador Structure

122 © Univ.Prof, Dr, Subine Kiiszegi

Basic assumptions about human nature

HRM & Leadership

{lussic Theories

1. The patrenized employee

2. Economic man {ratienal mon)

L rotional dimension

unti! about 1900

obout 1900-1930

social dimension 3. Social Man

human dimension 4. Self-uctualizing/Complex Man

culfural dimensien

5. Sense-making Muan

politicel dimension 6. Generation Y/Millenials

g

23 @ Univ.Prof, Dr. Sabire Kiszegi

ahout 1930-1950

from obout 1950

from ahout 1980

frem abost 1990

HRM & Lendership



Weber's ideal hureaucracy

¥vts © UnivProf, Dz, Sabine Kiszeqi

. A bureaueracy is faunded on the concept of rafional-legal autherity.

Orgenizational reles are held on the busis of technical competence.

. Arole’s tosk responsibility and decision-making authority and its

reletionship to other roles should be cearly specified.

. The orgonization of roles in o bureaucracy is such that each lower

oftice in the hierarchy is under the control and supervision of o
higher office.

Rules, standard operating procedures and norms should be vsed 1o
conirol the behavior and the relationship between roles in
orgonizations.

. Administrative acts, decisions and rules shovid he formuloted and

put in writing.

HRM & Leadership 19

1856-1915

12 @ Univ.Prof. Dr, Sobine Kiszegi

Horizontal division of labor (specialization)
Optimization of work processes end working tools

Separation of craft (manval) and clerical {mental) worl as
well us specialization in leadership (functional manogers)

Shift of control and responsibilities to manogement and
disempowerment of workers

Piece-rate incentive systems and punishment to aveid
soldiering & shirking

Selection of employees bused on tests to identify
strengths

Professional labor conflict management

HRM & Lendership i



Taylor's assumption of human nature

,Homao oeconomicus/economic man"
rational dimension

1Mz @ UnivProf. Dr. Subine Kiszegi

IEETRE

Humans are lazy and prefer leisure over worl

Happiness can only be reached through
consumption

Consequently, motivation to work can he reached
only through monetary incentives, but

Since there is a trade-off between (1) and (2),
discipline is also necessary to reach happiness

Since (ot [east manually working) humans are not
able to discipline themselves, they have to he
subdued to explicit rules

Engineers (scientists) can construct such rules to
help workers to become happy.

Motivation and leadership theories focus on command and coatrel
Menagement tools: Hierorchies & formal roles, bureaucratic rules, processes

Busic assumptions about human nature

rational dimension

HRM & Leodership
1. The putronized employee until about 1900
2. Economic man {rational man) about 1900-1930

Modern Theories

socia} dimension 3. Secial Man about 1930-1950
human dimension 4. Self-udtualizing/Complex Man from about 1950
cultural dimeasion 5. Sense-making Man from about 1980
pelitical dimension 6. Generation Y/Millenials from ahout 1990

© UnivProf. Or. Subine Kiszegi

HRM & Lendership
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Humanization of Work

Hawthorne Experiments

F.l. Roethlisherger & W.J. Dickson
Management and the Worker
Horvard University Press

Western Electric Company
1924-1927 Lighting experiments

The aim of the experimentis:
Analysis of the relotionship between quality and quantity of lighting and
the efficiency of industrial activity

118 © UnivPeod. Dr. Sabine Kiiszegi HRM & Leadership

Humanization of Work

1927-1939 Hawthorne Experiment

Objective: Analyzing the relationship
hetween working conditions and fatigue
and menotony

14! part: test room investigation

24 part: Survey with 20,000 employees
about positive and negative aspects of
work

3" part: Analysis of the interviews with
regord fo job satisfaction

4" part: Analysis of the social organization
of the employees

1iTitt: © UnivProf. Dr. Sobine Kdszeqi HRM & Leodership
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Findings from the Hawthorne Studies

*  General upward frend of the performance of the employees, irrespective of
experimental werking condition

*  Improvement of the seciul climate hetween the women during the first two years of

the experiment

*  Increase of performonce and high cohesion of the employees in respense to
autonomy and participatery (friendly) leadership

= Howthorne effect: Positive effect of good personal relationships on performance
{relationship between experimenter and subjects)

*  Small group hypothesis: solidority and cooperation easier to be achieved in smaller

groups

social dimension

Social Mon = socidl cenditions and interpersonal relotions

7115 © Univ.Prof. Dr. Sohine Kiszegi

ere the most impartant things in life for human beings .

Human Relations Approach

HRM & Leadership

Social relations

Social conditions

* Group dynomics * company faclities
e [nformal communication

KT @ UnivProf, Dr. Sabine Kiszeqi

Job satisfaction

l

Performarnce

Slogun: "Happy cows give more milk”

HRM & Leadership

5
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Motivation

= willingness to carry out assigned fasks

wwieeimage production.of

tviiss © UnivProf, Br. Subine Koszegi HRM & Lendership 27

Social Sciences and basic assumptions about human
hature

2 Self-uctualizing Man {e.g. Maslow):

refers to a self-developing and self-actualizing person, who sirives for autonomy. The
self-actualizing mun is motivated when there is possibility for personal development.

& Complex Man:

Findings from social science showed that people ore influenced by various factors. The
Complex Man is adaptable and capable o fenrn ond to acquire new motives = needs are
constantly changing

Motivation und leodership theories focus on “incenfivation™ und motivation
of employees

Management fools: approisal and incentives, management by objediives,
ete.

51 © UnivFrof, Or, Sobine Kdszeqi HRM & Lendership 28



Basic assumptions about human nature

1. The patronized employee until ahout 1990

rationel dimensien 2. Ecenomic men (rofional man) ghout 1900-1930

social dimension 3. Socint Man ohout 1930-1950

human dimension 4. Self-actualizing/Complex Man from abeut 1950

Constructivist & Postmodern Theories

cwlhtural dimension 5. Sense-making Man from aboot 1980

political dimension 6. Generation Y/Millenials from about 1990

I7¢ti&s © Univ.Peof. Dr. Sabine Kiiszeqi HRM & Leadership 79

: '_vmhm 519ht of sufe ureus The quesh
: dld 1he firehghiers i(eep !heir 1unls?

Reasons:
1. Listening

2. lustification for change needed

3. Trust: following vnusual orders by strangers?
4. Losing control without tools

5. Skill at dropping (net frained)
b
7
8
9

1

\'u'ul:k Admln:slrn:we Suen:e !]uurlarly, 1996._

Skill with replacement ackivity: lighting escape fires
Fear of Failure {surrender)
Socinl dynamies: following others
(onsequences severe enough?
0. Identity: preaccupuotion with reputstion as can-do firefighter

#1122 @ UnivProf. Dr. Sobine Kiszeqi FRH & Leadership 30



,Objective” Facts Are Socially Constructed

“Drawing Hands" M. C. Escher

Money, Marriage, Property Rights ...

=» These things are what they are
hecause we think they are what they
are. E.g. Money is money by fiat.

=» But they are what they are,

objectively. Not simply a matter of

belief. (searle 1596, 20109

Socia] Self
(Me}

i 1. Externalization 2. Objedtification 3. Internaiization _

We crente our sociel world by ordering the  The sodal world is objectified and reified  The objectified world aets back on the I
‘ mass of sense impressions and experien-  through lungunge ond discourse. We for-  human camsciousness hrough the prodess
- tes inlo a menningdul whele, get thet the sociof world is our creation. of sotialization,

191145 © Univ.Prof. Dr. Schine Kiszegi HRM & Leadership 3

Sensemaking in Organizations

How can | know what [ think until | see what | say?
Process of identity negotiation:

Perceptions of one’s role in the
organizafion

Perceptions of Self
(individual identity)

tensian

Need for Coping =3
Imuge of others [nitintes Sensemaling

ubout Self end Rele processest

Intra-individval Level: Identity (Self-enhancement, self-efficiency, self-consistency)
Inter-subjective Level: Sense is made through “communicoting selves”
Social/abstract Level: structure, roles, hehoviors according to standardized rules, wlture

izt © UnivProf. Dr. Sabine Kiszegt HRM & Leodership 32



Human Nature - Generations Y and Z

Génération X Géndration Y Génératien I

Vs \

Nt
dia s

95 % want to spend more time with friends

85 % want to act ethically

78 % want to engage in projects beneficial for the society
60 % want to do work that helps other people

57 % want flexibility in their work

Medienfahrik sludy cited in Der Standard, Kotrieren Stondars 281817

17422 © Univ.Prof. Dr. Sabine Kiszegi HRH & Leadership

Overview of working Generations

L sy
CCand stalslity

B fteuthacks.com

17 © UnivProf. De. Sabine Xaszeqh HRM & Leadership
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Soulful workplaces?

Life @s o journey of unfolding instead of pre-planned goals and routes
Internal yardstick to grow into true nature and work toward your calling
A life well-lived breeds success & profit, not vice versa
Focus on strengths, not on foilures ond what's wrong
Wisdom beyond ratienality

“Both-and” thinking instead of “either-or”

Integrating mind-bedy-soul

Striving for wholeness with Self, athers, life & nature

O 00 00 0 00

Source: Frederic Lafowx, Retavenling Orgenizations, 2014

Motivation ond Jeadership theories focus on empowerment of employees,
mofivation is achieved through purpose,

Management tools: stakehelder model, value driven culfere, distributed
leadership, seif-organization

wvze © Univ.Prof. Dr. Sabine Kiszeqi HRM & Leadership

Change of HR-Role

Personnel Administration Personnel Management Service Provider

Goul Legality Sefisfoction Self-acfulization
s Lahor productivity Economic effitiency Sustainahility
Guiding Princiol Burenueracy Market Individyn] & Freedom
1y tpte {udminisirodive arieatotion) (competitive arientotion) {Hlexibility)
S $Sotinl, & Contplex man Sensemaking Man
E Retionul i
Human Nature conoic/Ratioral Han Member of arganizotion Generntien Y & Millenials
. Low, Engineering & Business Administretion Fasimadernism, eritical theory
Theories S ) ) -
Administrative Scentes Behovieral stiences plurality
Environment Static Dynemic Complex ond dynamic
Driving forces Legislatos (Law) Competition Stakeholders
Instructions and requlations Performence incentives Porticipotion, distributed
Instruments Hierorchy, Commard & Contral Planaing ord Management by wuthority, Culture & Stozytelling
Formal qualification Obiectives, Teom werk 1T

1737 © UnivProf. Or. Schine Kaszegi HRM & Lecdership

5

36



Functions of HRM

¥7E2: © UnivProf. Dr. Subine Kdszegi HRM & Leadership 37

Legal Framework for HRM

Actors, organization & legal fromewark

IEik: @ UnivProf. Or, Snbine Koszeqi HRM 2 Leadership 38



Organization of HRM

Functional divisions, e.g.

Object-oriented divisions, e.g.

1225 © Univrof. Dr. Sohine Kdszegi HRM & Leodership 3t

Importance of HRM within the organization

Influencing factors:

Size of organization

Skill levels of employees

Extent of legal regulations concerning human resources
Share of personnel costs in fotal expenditures

Attitude of top monagement to HR

c Cc ¢ o 0

Strength of the works council or employee representatives

=>» Trend: increasing importance of human resources:

HR manoger often member of the top management

#7125 @ UnivProf. Dr. Sobine Kiszegi HRM & Leadership 40



Actors relevant for HRM

NG

/

KT © UnivProf, Dr. Subine Kiszeqi [{RM & Leadership

Works Council (Betriebsrat)

* s regulated in Works Council Act (1919) as part of the Labor Constitution,
Employment Act 1974, modified in particular in 1994

o Role:

o elected for 4 years by all eligible employees of the compuny

o institutionalized employee representotion in compaenies, businesses
and corporations

o when there are af least 5 workers (> 18 years)

defegates members into board of directors {1/3)in stock corporations

Representation of all salaried staff in the enterprise

Meintenance and promotion the social and economic interests of the
saloried staff

Source: GPA

1532 © UnivProf. Dr. Sobine {dszegi HRM & Leodership
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Rights of the Works Council

- Social information
¢ Hiring of disabled workers
& prometions anficipated

= Health and sofety
profection

= New technologies

*  Wages

Economic information

*  Economic and financial
situation

= Investment projedis

= Bulunce sheet ar
consolidated financigl
statement

1Nz © UnivProf. Dr. Sabine Kiszegi

On social motters

*  Saricl policy, individual
meosures

*  Hedlth and safety ot werk

»  New technologies

On economic matters

»  Economic and finencial
situation

» Transters, legal changes,
M&A

°  Procedure for o legal
ruling or bankrouptey

Source: GPA

Cooperation

* If no joint decision =»
condiliation committee

¢ About reduction, remaval
or fransfer of company
facilities

* Introduction of new
technologies, change of
owners

*  Muoss dismissal

* Individual dismissals may
be postponed (mox. 5
days)

= Training, hours of work,
profit sharing system, ... |

HRH 2 Leadership

Decision making of the Works Council

o Dedisions ore taken by o majority, except for dismissals which require 2/3

majority

o Requirements for agreement with werks councils:

o Implementation of in-house regulations, monitoring staff activity, individual
questionnaires, productivity-based earnings, evaluation of solaried staff

o No ogreement found, then dispute is placed before o
conciligtion committee

o Dismissal of more than 200 salaried stoff in enterprises with fewer than
400 salaried staff =2 national economic commission must be consulted

#5852 © Univ.Prof. Dr. Subine Kiszeyi

Sourte: GRA

HRM & Leadership
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Representations of interests

- el

- Federal Chamber of Lahor (AK) - Austrion Federation of Trode
- Austrign Federal Economic Unions (0GB)

Chomber (WKO) - Federation of Austrian Indusiries
- Austrian Chamber of Agriculture (1Y)

- Medicol Association

10 © linivProf. Dr. Subine Kiszegi

HRM & Leadership

Austrian Federation of Trade Unions

*  Founded in 1945, is the only Austrian organization representing the inferests of
workers based on voluntory membership

*  Non-partisun although influencing politics

«  Negoticting
«  Trade Union
o

o

O

o ¢ 0 O

wollective ugreements & international representation

S5:

GPA-DIP: Union of Salaried Privote Sector Employees and of Printers,
Journalists and Paper Workers

GOD: Union of Public Services

GdG-KMSEB: Union of Municipal Employees, Art, Media, Sport and Freelance
Workers

GBH: Union of Construction and Woodworkers

vida: Transport and Service Unjon

GPF: Union of Postal and Telecommunications Workers
PRO-GE: Union of Production Workers

Source: 0GB

Shart mavie regarding history af the nade union movement in Ausiria:
http:f{wwra.youlube. comjwotthTe=nIVXPhByzAd s Teature=ploysr _embedded

it @ liniv.Prof. Dr. Sabine Kiszegi

HRM & Leadership
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Collective Agreement

A collective ngreement is a written contract within the framework of
the Austrian social partnership

The collective agreement reguiates a large number of claims that are
not induded in the law or exceed legal regulations (such as wages
end salaries, bonuses, uniforms, working hours, efc.)

In practice: 0GB and Ausirian Federal Economic Chumber negotiate the
collective agreements

Per year, more than 500 agreemenis

"Collective agreement-outsider effect™: u closed collective agreement
applies to all workers and employers of an industrial sector, line of
business or industry.

Source: 0GB

¥ @ UnivProf, Dr, Subine Kiszegi HRM & Leadership 47

Right to go on Strike

Right to strike is stipulated in the European Social Charter {1961)
Legal controversies due to rare incidents:

Breaking the employment contract for refusing to work?

or
Legally permissible means to enforce
workers' interests?

Who pays the wage for the time of the strike?
— Remuneration is paid by unions

— Remuneration is paid hy the employer (if employee is willing to work and
prevented from work by "circumstances on the employer side*)

Source: Wirtschaftskammer

1320 @ Univ.Prof. Dr, Sabine Kdszegi HRM & Lecdership 43



Actors in HRM

w535 © UnivProf, Dr. Sabine Koszeqi HRM & Lendership

Types of Employment

1. Woge earners = employed persons
— Subject to Austrian labor law
— White-collar employee: ,Angestelltengesetz” (part of the lahor law)

—  Blue-collor worker: General Civil Law Code (ABGB) and regulations of the relevamt
industry’s collective ngreement

— Differences in:
= Duration of sick pay: employees get paid longer when oway sick

* Reasons for absence from work ore regulated mandatorily in the collective
agreement for hlue-collar workers

= Termination and dismissal

2, Other forms of employment
— Are not or only particlly subject to Austrian labor law

— Exomples: dvil servants, self-employed, etc.

#9128 © UnivProf. Dr. Sobine Kiszegi HRM & Leadership
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Hierarchy of the Legal System

A

izt © Univ.Prof, Dr. Sobine Kiszegi

Austrian Labor Law

HRM & Leadership

Gesetzhuch (ABGB):
General legislation

contract law

regulating the employment

Private law

> Allgemeines Biirgerliches o Commerdial low

. Loabor law

General Civil Law Code s el

the ABGB

Primacy of special laws over

15325 © Univ.Prof. Dr, Sobine Kiszeqi

HRM & Lecdership
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Labor Law comprises individual statutes

o The Employment Act (puid leave, provisions and grounds for dismissals,
severance pay previsions,...)

O The Labour Relations Act (collective bargaining, co-determination and
participation rights,. . .)

O The Contract Luw Adjustment Act (employment aspecis of business
transfers,. . .)

o Equal Protection Act (no discriminofion due fo age, race, religion, sexual
orientation or gender)

O Maternity and Paternity Leave Acts (parental leave until 2nd
hirthday of the child, porental part-time until 7th birthday)

O Holiday Act / Working Hours Act [ Act on Duily Rest Periods

1044 @ Univ.Praf, Dr. Sabine Kszegi HRM & Leadership

Employment Contract

Written employment contrac not necessary although recommended

Written statement of the terms and conditions (= no contract) immediately after the

employment

Features of an employment contract

- Personal dependency (decisional power of the employer)
- Economic dependency

- Continueus ohligation

— Ohligation to work for a certain time

- Duty te corry out the work oneself

- Use of employer's equipment

- Incorperation in the employer’s organization

- Fareign requlation of the work {(heteronomy)

- Success henefits employers

- The employer takes the risk (if product is not sold or is incorrect)
Source: Arheiterkammer Wien

it © UnivProf. Dr. Sobine Koszeqi HRM & Leadership
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Other Forms of Employment

Forms of employment that are not or only partially
regulated by labor law

o Freelancer o Public servant o Subcontruct warker
o Lontract for work ond o Judges o Homeworker
services (“Werksvertrag”) O conscientious objector o Monks
o Executive performing community o Inmate
o Exewtives who dedsively service (Zivildiener) o Apprentices
influence the overall Soldiers o  Shareholder
management of the company o eft. o Troder
(can also be employed) o Freeloncer
o The “new self-employed”
o el
U¥1L2 © Univ.Prof. Dr. Sabine Kiszeyi HRM & Leadership
Freelance-Contract & Contract for
Work and Services
° Freelunce contract (freier Dienstvertrug/ freie Dienstnehmerlnnen):

— Examples: consultants, freeloncing journalist

— Lobor law is not fully applied: for example unless otherwise agreed, no right to
salary based on collective wage agreement, halidoy & Christmas allowance and puid
holiday

— Features: No guarenteed outcome, use of own tools, no integration into the
organization of ordering party, No or limited personal dependency

® Contract for work and services (Werkvertrag):
— Exomple: order at o tailor for the production of o suit

— Features: Resulis orientated, guaranteed outcome, no personal duty to work, use of
own toals, no infegration into the ordering party, no personal and economic
dependency

- Trade license necessary, exception: new Self-employed

Source: Arbeiterkammer Wien

71 @ UnivProf, Dr. Sabine Kiszegi HRM & Leodership



New Self-Employed ,Neuve Selbstindige®

= Persons who have income from self-employed
husiness activities and do not need g trade license
for this activity

« Neo member of Economic Chomber

o Insurance obligotion when income is ubove
€6.453,35 annually (in 2012, yearly cdaptation) or €
4.515,12 when additional income from employed
activity

o Mostly contracts for work and services

o Due to status of self-employment, they are not
entitled to holiday & Christmas ollowance, paid
vacation, severance pay, etc.

Examples: outhers, reviewers, speakers, self-employed
psychotherapists [ midwifes / physiotherapists

Source: Wirschaftkammer Osterreich 2012

12 © Univ.Prof. Br. Sehine Koszeqi HRM & Leodership

Trainees

Type of activities is crucial for type of employment

u) Internship for truining purpose (for example, required internships, volunteer
positions):

- Volunteers have higher freedom regarding presence in the ergonization and
are not subject to directives

— No general compensation claim, however accident insurance
b} Practical training in the form of an employment

— Personal dependency (pre-determined working hours, bound by instructions,
efc.)

- Therefore: employment low end collective agreements are valid (holiday and
Christmas allowances, etc)

- e.g. Vacation employment ( Ferilarbeitsverhilinis”) is generally o
"normal” employment during the holiday season

¢) Internships after university education
- Are in any case to be reported to the social security

ireess @ UnivProf. Or. Subine Kdszegi HR#M & Leodership
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Human Resources Planning, Recruiting & Selection

Ensures that the organization has the

right number of peaple with the right

skills ot the right place to meet
forecasted demands

14t © UnivProf. Br. Sehine Koszegi 11RA & Leadership

Looking out for hest employees?

Person-Job Fit: knowledge, skills and ahilities

Person-Orgunization Fit: values and needs

Person-Workgraup Fii: Interpersonal atiributes and
professional norms

Werbel & Gilliland, 1998

3732 © Univ.Prof. Dr. Sohine Kaszeg HRM & Leadership
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Human Resource Plunning

°  Quantitative: How many people?

Qualitative: Which gualifications?

*  Time: When?
° Location: Where? In departments,... ?
1v122 © UnivProf. Dr. Sabine Kiszegi HRM & Leadership 61

Human Resource Planning

Business Plan:
Forecast of Activity Level

v
Analysis of requirements: ) gigl’]‘sm;

quantitative (numbers) & qualitative (skills) N
Forecasting
Models

=3 Recruitment =>Promotion = Training - Action
TR R Pluaning
=>Downsizing = Retention = Flexibility

Source: adapted from Armstrong, 2009

113222 © UnivProf. Or. Snbine Kiszegi HRM & Lendership 62



Forecast of Future Demand

Forecast

1 Current number employed 70

7 Average Annual level of turnover 10 %
Expected drop-outs during year -7

3 Balance at end year (Supply Forecast) 63
Number required af end year (Demand Forecast) 75
Number to he hired during year 12

Source: Armstrang, 2009
tiis © UnivProf, Dr. Subine Koszeqi HRM & Lendership

Demand forecasting

Methods:

- Summative methods: based on
experience, managerial judgment (fop-
down or bottom-up}

+ Analytical metheds = work study
technique: tosks and time studies;
process analysis, time needed for
activity, planned output

+ Rosenkranz formula: combines
summative and analytical methods

» Statistical models: multiple-
nanlinear regression models, frend
analysis

Source; adapted from Holtbriigge, 2007

B © UnivProf. Or, Sobine Kdszeqi HRM & Lendership



Summative Methods

o Key ratios: e.g. professor to student ratio;
nurse o patient (beds)

o Span of control:  number of employees/supervisor,
e.g. ideal span = 6

o Benchmarking: compare with other companies
in the same industry

o Expert survey: simple or Delphi,
e.g., survey with department heads

Source: Holtbriigge, 2007

1122 ® Univ.Prod. Dr. Sabine Kiszegi HRM 2 Leadership 65

Analytical Method

PB:  Stuff demand (Personalhedarf)

pp=tt m:  Number of operations = average frequency
T of the operation (planned output)

t: Time required for operation

T Working time per person

PB:  Stoft demand (Personalbedarf)

3 (me1) m:  Number of aperations of categoery i
7= ek t: Time required for aperotfion of category i
T: Working time per persen

PB

1

Source: Balthriigge, 2007

17158 © UnivProf. Dr. Sobine Kiszeyi HRIA & Leadership b6



Rosenkranz Formula (With Correction)

PB P Z(m' ‘ti) fNV

PB:  Stoff demand (Personalbedarf)

Hember of operofions of category i

Time required for operation of category i
Working time per person

Tosks withoul timing {miscellaneous)

B [T A LA 4
T+ IS

T 3

e

=

Necessary delay allowance

fNI»’ = product of

- forgotten tosks f,; = 1,3

- fatigue und recovery f; = 1,12
- downtimes f,p = 1,1

Adtual delay allowance
71 = quotient of the torget handling time and
acfunl handling time)

Source: Holthriigge, 2007

#iiE © Univarof, Br. Sehine Koszegi HRM & Lead ership

Example Call-center Mobile Operator

37 employees d 170 hours [ month

Calls: 9.300/month, processing time 5 minutes

Emails: 2.080/month, processing time 15 minutes

New registrations: 1800/month, processing time 30 minutes
Controct terminations: 400/month, processing fime 3 hours
Special cases: 50/month, processing fime 5 hours

200 hours miscellaneous activities

Z(m; £}

pBE_f____,__,w.fw.,.fx..iﬁh

Staff demand: r T frv
Target handling time = 9.300%1/124-2000%1 /4+1800%1/2+400*3+50%5 = 3625

Necessary delay allowance f, = 1,3%1,12%1,1 = 1,6
Actual delay allowance f,, = 371703625 = 1,74
PB = 3625/170* 1,6 + 200/170 % 1,6/1,74 = 35,20

1513 @ UnivProf, Dr, Sabine Kiszegi HR#M & Leadership
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Statistical methods

Staff requirement

P =Z B,x+c

¥ © UnivProf. De. Sabine Kiiszeqi

Influence(s)

Source: Holtbriigge, 20067
HAM & Leadership

Advantages and Disadvantages of the Methods

Summative Methods

Analytical Methods  Statistical Methods

General experience ond
standard values

Simple

In addition to economic
goals, other (qualitative)
ohjectives can be
considered

Based on past
performonce

Exact *  Empirical relation

Time-and cost- . Coeffic
consuming aefficients are

Coefficients come from estimoted stotistically

knowledge chout l

- ¢ Uncertainty is taken
production (processes)

into account

Deferministic

Focused solely on * Requires historical

economic efficiency dota

1130 @ UnivProf, Dr. Sobine Kiszegi

HRM & Leodershin
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Qualitative Staff Requirement

»  Which skills/knowledge/abilities are necessary for o particular job?
* How con necessary skills/abilities be defined?
= Con they be scquired through training?

Job Analysis

* ... produces systematic information about jobs including the nature of the work performed,
the equipment used, the working conditions and the position of the job within the
organization

* Methods: interviews, questionnaires, critical incidents technigue

Job Description

* ... contuins an outline of the job, the tasks involved, the responsibilities and the resources
available

* basis for HR practices as well as for the determination of remuneration and fraining

* “flexible” job descriptions

BT © UnivProf. Dr. Sabine Kiszegi HRM & Leadership

Skill levels

< Are better-educated employees more productive / better?
O Are befter-trained employees worth the additional cosis?
o What is the frade-off hetween quality and quantity?

o What is "highly qualified"?

Output
Input

Output/time

[nput/time

17¢1:12 © UnivProf. Dr. Sabine Kdszegi HRM & Lendership



Example: Productivity

Turnover: € 100,000 / monih
Wage: €9/ hour

Turnover: € 70,000 / month
Wage: € 6 / hour

Wage / month:
9 20 =

Employees far 700,000 Turnover:

1,440

Woge / month:

Employees for 700,000 Turnover:

678720 = 968

700,000 /100,000= 7 700,000 / 70,000 = 10
Total wage cests: Total woge costs:
7¥ 144 = €10,080 10960 = € 9,600
160,000 70,000
= 11,111 < 11,666 = TrmT——
9 b
¥ © UnivProf. Dz. Sabine Kiszegi HRM & Leadesship

K735 © UnivProf. Dr. Subine Kifszegi

Recruitment & Selection

Recruiting:

= process of attreding o pool of
condidoes for o vacant position

Selection:

= technigue of choosing o new
member from the available
candidotes

HRM & Leodership
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Recruitment & Selection

o Where can we find svitable employees?

o How can we atiroct svitable candidates?

o Howis it possible to identify unfitting applications while limiting hiring expenses

for the organization?

o How is it possible to discourage unsvitable candidates from applying?

o How can we find out whether opplicunts are suitable?

o Should we offer o high or low starting salary?

o Should there be a probation? If so, what should be the salary during that time?

How much should the salary be increased subsequently?

o Should we offer performance-hased wages (piece rate) or time wages?

¥ © UnivProf. Dr. Sahine Kaszegi

How to Find Suitahle Employees

Asymmeiric information

Employees (condidates)

Employers (compunies)

HRM & Leadership

Knowledge, skills & abilities
Willingness to use these

Requirements of the job
Long-term development
of the compuny

i¥8it © UnivProf. br. Sobine Kiszegi

HRM & Leodership
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Attraction & Selection of Personnel

Target =

Attract the “right” talents & reject unsuitable candidates
as efficiently as possible

Possihilities to deal with the problem of asymmetric information

1. Gather information about candidates
> Selection procedures

e Prohation

2. Moke use of self selection mechanism

K7y © UnivProf. Dr. Sabine Kiszegh HRM & Leodership 77

Targeting Intrinsic Mofivation in Job Ads

Antarctica Expedition — Recruitment:

Sir Ernest Shackleton, 1914

135 © UnivProf. Dr. Sobine Keszeg: fRM & Leadership 78



Employer Branding

o Development of a positive “brand image” of the organization

O Building on any aspect of the working experience that is distinct from thet
offered by other organizations competing in the sume broad applicant pool

O Possible USPs
°  high pay
> generous henefits packoge
> flexible working
 friendly and informal atmosphere
*  strong career development potential

°  job security

Torrington, Rall & Taylor, 2008, p. 159

¥ © Univ.Prof. Dr. Sabine Kiiszegi HRM & Leadership 79

Employer Branding — S
. The Great Place to Work® Institute

Jis o reseorch ond monogement

_ consultoncy based in the US. with °

“Internationa Affthu!e offices :

-_’1hroughuui the world. It is commiited {0 support '

;ii'Europeon offiliates i in 1he|r efforts iohelp

:urgumzuiions utrnss all ‘sactors nchieve lusting

;'-_lmpravemems in 1heir workplace reluhenshlps i

-:::thqt pm_d_u_ce me_nsur_u_b]e business henefits ond

“better torporate performance.

“We have been listening 1o employees and

" evaluating emplayers since 1980, 1o understand

" what ma kés_:&' workploce grent,

. We know thut the foundation of every great

‘workpluce is trust between employees and

management. Dur ongoing research,

measurement tools, and educational services

have made us leaders in helping build high-trust

¢ workploces.

camaraderio

www.greatplacetowork.co.uk

K735t © UnivProf. Dr. Suhine Keszegi HRM & Leadership 40



Employer Branding

Data from Universum’s Employer Branding Insights 2011
Erpoyars who find Walent ~ Success faciors Empioyers that strugoie - Roasons why

They ara tnawarn of us

Qur smployer raputation
F-OYGr rapulatt 76% and cur empioyer offetings

and image are atractive

Qur employer reputation and

The pecple and culture of
imaga are nof altractive enough

the organisalion are altractive

CGurremuncration and advancement

We know how and
opporiunities arent compslitive encugh

whore to twget them

Wa go know how and
where to {argat them

Wo have made them aware of
us and our employer offerings 3

The characleristics of tha job

The characlenstics of the job 3 .
dent appeal to the tagel group

appesl to the target group

52%

The people and cutura of tha

Cur rpoumearation and advanceiaent
4% Figure 4.1 organisalien arent atiractive encugh #

oppordunities are competitive

H11i2s @ Univ.Peof, Br. Subine Kuszegi HRM & Lendership 81

Employer Ranking 2015 (Universum)

200.000 Students
1753 Universities

(ngineering students: \ (siness students: \

So0gle

2. Microsoft 2. Pricewanterhouse Coopers

3. Apple 3. Ernst & Young
4. BMW Group 4. Goldmaun Suchs

Q GE / 5\I(PMG /

Source {13 11 2014} http://universumglobal.com/rankings/world/student/2014/business/
{124 @ UnivProf, Or, Sabine Kiszegi HRM & Leadership 82




Recruitment and Selection Process

[ Critical objectives ] [ Key activities ]
Phase | To attract a suitoble quality 1. Recognition of the need for new HRs
Recruitment and quantity of applicants 2. loh Analysis: job description, person
I specification
SR . 3. itment of applicants, ad i
Phase |1 Te reduce applicant numbers Recru'nme 0_ 'pp ‘ _S’G & agendes
Pre-Screening to manageable proportions 4. Candidate decision making
e/ l 5. Pre-screening techniques
— . & Organizationol and condidafe decision making
To conduct in-depih . .
Phase [l 7. Candidate assessment techniques
Assessment assessments ond reach s Oroaninotional and condidate decsi y
suitability decisions . rganizationnd and cancidote dedision moking
I 9.  Offer of employment: reference/testimonial,
Phase 1Y To facilitate transition into terms & conditions
Induction new work role 10. Condidete decision making
11, Infroduction precedures, placement, training
Source: Karmar et a, 2015, p. 178 needs analysis, review and appruisel
#11 © UnivErof. r. Subine Kiszegi HRM & Lendership 83

Job advertisement — UK example

IF. ‘l’OU HAVE WHAT INSPIRES US: V[SION ENERGY l?&NOVATIDH : :

ilmvr.rsnyr of the West of Sroﬂund isu Ieudmg adge modern llmversny and we dre ol di exciting stage in ovr develupmcn! ‘He huve renewud our :
‘geademic-and |n1emu1mnul focus und ure growmg nur raseurch und knowledge exthunge Dur investment in people now 5085 Us mrrumng up m '
0 utuéemlc Pnsts ucruss ihe msiliuitun ure Io mgfur engnged am{lulented mdmduuls 1o make a reok lmpﬂd on the Iom] nu:wnu] und

internafiona] tommunifies we serve.’;
Amdemu: development opportunmes in fhe BUS[NESS SCHGOL

The Buskness Schond is rctruu:ng tod numher of pnsrs over the toming ynnr und we e would now ]nke to uppalni A R
Fatulty of Business and Crenhve Endus‘mes, Busmess Sthool, post’ tun be bused at either Puls]ey or Humllion Cumpus A
Senior tecturer i in Humun Resour:e Manugemenr (Ref IE!M]), £45, 486 £52 706 pa : : AR
We are seekmg an expanented nmdeml[ 1o join'the Human Resourte Mnnugament Sub|ed Grnup alon emhng hme m 1§1e develupmem ot lha '
Umversny of the West of Swllund Busmess School. e : : : :
The sutcessful mndldntn will be cxpened fa pEuy ] key rnle in ﬁm fur!!mr de\fr:lupmani uf humun resource munugcmeni 1hrnugh reseuz{h us well
gs supporting prngromme mnnugement und deuelapmem pﬂrll[u]uriy ot pasi -geaduote fevel, .
The Hyman Resource Monogement Suh|et3 Group hos developed progrommes oceredited by the Chortered nstitute of Personnel uné Deveiopmem
gt hoth undergruduuie und post-groduate levels end he post kolder will be expected 1o conteilute to the continued enfroncement of thase
progremmes ond fo take o lead role in the development of an accredited posi-gradunte programme in International Human Ressurce Menogement.
Applicant should hald o fitst degree plus o post-groduate qualification and should prefersbly be professionally qualified in human resource
munagement with e frack record of researdh autputs of an infernationa standerd. [4 is experted that the person uppointed will he responsible for
develeping the Humon Resource Mansgemant Subject Group's network of engogement with exteznol organisntions end for international ncademic
ored professional finks.

This is o tremendoys apportynily le join o sirong feem of acodemics commiited to the enhoncement of the University of the West of Scollond g5 u
key provider of leadership, monogement and crganisation development te the local, national and internotionol communities.

For fysther informution o this post please contact Dr. Bebhy Mackie by e-mail et babby.mockie@uws.o¢.uk or by telephone of 61698 233100
Clesing dote for upplicotions: 6 September 2012, Interviews wilf be held on: 3 Octoher 2012

find outf more abou! apporivnities at University of the West of Scollend ol wivw sws.oc.uk/jobs,

¢ © Univ.Prof. Dr. Subine Kiszegi HRM & Leodership 24



What influences job-organization attraction?

Meta-analytic results: foctors influencing joh-orgunization atiraction (i.e. job ottraction, personal
attraction fo the prospective organization & ottraciiveness of the organization in general)

i Joh chnrucigrishts

Drgamzuhonﬁi chur&ttensi;cs
ork envifonment, org. image,

Chopmar, Uggersfev, Corrall, Pinsentin & Jenes, 2005; p. 934

10125 © Univ.Prod. Dr. Sahine Kiiszegi HAM & Leadesship

Talent Search

Contadt

direct indirect

2]
=
=
=2,
=
S
=
e .
© Job udvertisements - ~ lobcenires
> . . :
5 Internet (electronic recruiting) _ Recrunmem ugencles b
= :
Casval callers o Execuhve senrch ‘agenties

113t © UnivProf. Dr. Sobine Kiszegt HRM & Leadership
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Internal vs. External Labor Market

Externalf Labor Market internal Lahor Market
v" New ideus v" Low risk
v’ Expertise well specifiahle V" Quick procedure
v" Information aboyt competitors v" Knowledge of internal processes
v’ lmage v Motivation
¥ (osts X Low numher of options
% Fluctuation risk % Lock of expertise
%X Uncertainty % Rivalries
% Lack of knowledge about % "hutomatic promotion”

organization
Sthalz, 2006, p.394
w5 © UnivProf, Dr. Sahine Kiszegi HRM & Leodership 87

Criteria of good selection Process

Q

High validity
Correlation between the selection criteria {e.q. grades) and the

expected performance of the candidate {e.g. qualifications,
achievement potential, motivation)

° High reliability
Selections lead to the sume results at different times and by different
raters

*  Fairness
*  Cost effectiveness
> Low complexity of the procedure

° Legality

E¥1:22 © UnivProf. Dr. Suhine Készegi HR#M & Leodership 88



Pre-Screening

Formal requirements

Application documents

°  Motivation letter

(urriculum vitae

o (ertificutes
(education & Training, former

employments)
Questionnaires
"You're on our shortlist. It's between you and
the bloke who's going io get the job.”
1772 © Univ.Prof. Dr. Subine Kiszegi HRM & Leadership 49

Pre-Screening & Implicit Biases

Nt all hsane ate
sTudions, hove -.,q'u'mfy

Al MEYION § == g

%1 © UnivProf. Dr. Sobine Koszeql HRM & Leadership 90



Pre-Screening & Implicit Discrimination

https:/fimplicit.harvard.edu/implicit/demo/selectotest.himl

Implicit Assodiation Test: Gender & Coreer
Distribution:

Percent of web respondents with each score
Streng sutomatic association of Male with e e
Caraor and Female with Family -

Maderate autornalic association of Male with
Carreor and Female with Family ;

Slight mromatic association of Male with
Caraer and Femaie with Family

Little to no avtomatic prefi bat
gatefar and fumidy of caresr

Slight automatic aszoeiation of Male with
Family and Female with Career

Modarate nulomatic associotion of Male with 7
Family snd Female with Career P

Strong avtematic association of Male with
Family and Female with Career

¥4 © UnivProf. r. Sabine Kiszegi HRM & Leadership 91

Traits atiributed to men and women

What makes a good manager?

71% B 10%

Seif-confident
Desire responsibility
Industrious
Assertive
Consistent
Logical
Firm
Aguressive §
Steady W
Skilled in business matters
Vigerous
Emotienally stable
Forcefu!
Analytic ability
Birect

Source: uniconscious bias at work

71 % of the trails that ore wsed fo describe o . typical man” averlop with the fruits used 1o
deseribe o ,good menuger”, while only 10 % of the traits used te describe a Ltypical woman*
overlap with the troits used to describe o geod manager.

11322 © YnivProf, Or, Sobine Kgszeqi HRH & Leadership 97



Experiment VUT:

(V-Types and ranking in anonymous setting

AMY feminine  excell.

Groz UT

IAN feminine  good

* ** pair-wise randomized

1a © UnivProf, Dr. Sobine Kiszei

Ranlking

5 yents
{distinction)

Related to business, subject

obsofutely relevont \Amy FemEre

.25

0.z20

T ¢Ev3_Hasely

Leo Masefrs

#Ben_ascG

Zoe Hasehe

Jan_Fem§
R ———
BasicHeal

b years
{distinction)

Reloied fo sustainabilily, subject
nof absolutely relevan

HR# & Lendership

Comparison of ranks hetween treatments

Preferences
[ ]
- Amy_FemEx @

Amy_FemEx&

w  |AmMYy_FemEx#
o .
= Amy_FemEx &
8
o & Eva_flasciEx

Estimate

lLeo_MascEx

015
t

#Ben_MascG

Ben_tlasce % Lea_kascEx

% Leo_tascEx Ben_ilascG
«Eva_MascEx

% Leo_lascex
% Eva_MascEx

Eva_tdascEx # Zoe_MascG s
Ben_ldaseG 4 Jan_FemG

% Zog_WascG %
Zoe_hlasch‘i - # Jan_FengR-Feme &
v San_FemG % Ffoe_kaseG
T T T T
Basic Neulral Hasic Visible Visible Incentive Visible Law

176142 © Univ.Prof. Dr. Sabine Kuszegi
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Justifications

Qﬂnymuus— Gender neutral \

Profile: feminine, Profile: masculine, Profile: masculine, Profile: masculine, Profile: masculine, Profile: feminine,
good {TU Graz) good good excellent excellent excellent (TUW)
Languoge Skills (2) Technical Skills {9) Persanal Skills {1) Educotion (2) Personal Skills {6} Personal Skills (12)
Tachnieal Skills {1} Persenal Skills (4) Experience {1) Personal Skills (2) Technical Skills (4) Experience {6)

o
e

Jan loe Evo
i 4%
Persenal Skills (4) Experiente (2) Personal Skills {5) Formal Educotion {8)  Technical Skills {8) Language Skills (9)
Assertiveness, Motivotion, Education {2) Leodership, sel-confidence,  Tachnical Skills )] Formal Education (8)  Experience (7)
Leadership persyasiveness

Technical Skills (3)

Qrsorwlized - Gender laheled /

191255 © UnivProf. Dr. Sabine Készegi HRM & Leadership 95

Insights from the VUT study

*  Fumiliarity Bios: clear advantage of internal candidutes
*  Gender bios:
*  Women are evalugted significantly worse when gender is visible from the application

= Reasons for rankings are stereotypical for gender: within visible treatment, personal
skills are hardly ottributed to women

*  Mini-Me-effects (Homaophily)

*  Equal Treatment Act does not effective: no significant effect when referred to equal trestment
act

752 © UnivProf, Or. Sebine Kiszegi HRM & Lecdership 36



Verbal Job Reference — former employer

Verification of the facts (time of employment, position, elc)

Reporting relationship with the cendidate

Reason for leaving

Key responsibilities of the candidaie in his/her most recent position

How many reporting stoff did the condidete monage? Their roles?
Candidute’s most importent contributions to mission and goals
Candidete's relotionships with coworlers, reporting staff, and supervisers
Mtitude and outloak of the candidate

Condidate's productivity, commitment fo quality ond customer arfentation,

Mos1 significant sirengths [ weoknesses

RN N N N N S SR NN

Overall assessment

Questions that might be asked by reference seeking persons:

v We gre hiring this condidafe to (job fitle or quick description). Would you recommend him/her for this position?
Why or why not?

v" Would you rehire this individual? Why or why not?

¥" hre there additional comments you'd like fo make? |s thers a question [ should ask that | may have missed?

Vs © UnivProf. Dr. Subine Kiszegi HRH & Leadership

Employment Reference Letter

Examples

Er hot olle Arbeiten ardnungsgemil erledigi.
Er zeigte grofen Fleif und interesse on der Arbeit.
Mit seinen Vargesetzten ist er gut zerechtgekommen.

Durch seine Geselligheit srug er stets zur Verbesserung des
Betriebsklimas hei.
Every bour with him was a hoppy hour.

Er zeigte ein hohes Einfithlungsverm@gen fiir die Belange der
Belegschait.

Wir hehen uns im gegenseitigem EinvernehmenEinverstindnis
geirennt.

We generally feuad him londed with work to do.

A mon fike him is kard to find.
It seemed his coreer was just taking off,

1 car essure you thot no person would be beller for the job,

{ would urge you fo waste ro time in moking this candidate oo
offer of employment.

k5545 @ UnivProf. Dr. Sabine Kiszegt

Interpretation

£rist ein Biirokrat ohne Eigeninitiotive

Er war eifrig, cher ohne Erfolg

Er ist ein Mitldufer, der sich get zu verkoufen weif

Er neigte zu Gbertriekenem bis exzessiven Alkeholkonsum.

Employee is nbusing olcehol.

Er suchte sexuelle Kontokte zu Betriebsengehirigen

Wir koben ihm gekiindigt hzw. ikm nohe gelegt, selhst zu
kiindigen
Employee is indolent.

Employee is chronically absent.

Employee is so unproduclive that the job is better Jeft unfilled,

Empioyee is not worth further consideratian os o job condidote,

HRH & Leadership
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Assessment Techniques

* Interviews: one-to-one & interview panel

* Psychological tests: intelligence testing & personality tests

*  Work-hased tests: in-tray exercises, situational interviewing

* Assessment centers (AC): individual os well os group tasks

* Bio data: biographical data

° References: current or former employers

°  Work sumple tests

° Graphology: handwriting samples (e.g. common in France and Swiizerland)
* Astrology: zodiac signs

* Polygraph tesi: lie detector test

gvies! © Univ.Prof. Dr. Sabine Kiszegi HRM & Lendership 99

Assessment — Recruitment Interview

Make 2 chair and
take a seat

Google Pics, access 10/2613

i © UnivProf. Or. Sabine Kiszegi HRM & Leodership 109



Implicit Biases

Saurce: hitp:/fquestionbridge.com/help/what-implick-bias

15 © UnivProf. r. Subine Keszegi HitM & Leadership

Assessment - Cognitive Binses

Order effects (primacy ond recency): fendency fo give more weight te informafion given to the first and/fer last
pieces of infarmation to the detriment of information in the middle; moy couse disodvantages for interviewees
scheduled in the middle

Contrast-effect: inferviewer gives a distorted rating of an applicant besed on a comparison against another
applicand who has unconsciously heen established os a *henchmark’ due to o parficulorly good or bod interview
performance

Hulo-effect {horn effect): personulity is evaluated bused an one prominent positive (negative) charaderistic;
Perceptions of ottractiveness moy also covse hale effect

Confirmation bius: tendency to look for evidence of our existing assumplions, and ignore or give lesser weight fo
contradictory information

Similar-to-me effect: more positive judgments when similor background / behaviour of interviewer

Stereotypes: heliefs of specific types of individuels or certain ways of doing things which may or may ot
accurately reflect reality

Standurdized measurements: same person is eveluated differently bosed on group’s performonce (strong or

weak group)
Nan-standordized interviews = very low validity

(Scholz, 2000, p.497)

18123 © Univ.Prof. Dr. Sobine Kgszeq: HRH & Leodership
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Assessment — Recruitment Interview

Improving quality of interviews:

single panel groups
Interviewer
Candidate
17%14¢ © Univ.Prof. Dx. Sabine Kiszegi HRM & Leadership

Assessment — Recruitment Interview

Improving quality of inferviews:

Structured interview:

WAS Youl biaqest
streaqth?

Sitvational interview: citical incidents of the

( What would you say
prospective job: “What would you de?”

Competency-hased inferviewing: spedific traits
a reflected in past achievements:
S STARs = Situations, Tasks, Actions, Results: “What
have you done?”
[_']"( Patterned behavior description interview:

probing major life events: “Why hove you decided to
L

e1.: © UnivProf. Dr. Sabine Kiszegi HRM & Leadership
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Example of a Situational Interview

.For the past week you have been consistently getting the johs that are
the most time-consuming (for example, poor handwriting, complex
statistical work). You know it's nobodies fauli because you have heen
taking the jobs in priority order. You have just picked your fourth job of
the day and it‘s another loser”. What would you do?”

Interviewees offer unstructured responses that are then scored egainst
henchmark answers.

The benchmark answers for the example question are
(1} Thumb through the pile and take another job (poor)
{2)  Compiain but do the job unywuay (average)

(3)  Toke the joh without complaining and do it (good)

1R © UnivProf. Dr. Sebine Kiszegi HRM & Eeoderskip

Example of a Competency-hased Interview

Could you please describe a situation which you perceived as extremely
chollenging (in your last job} ?

o What/Why was it challenging?
o How did you deal with the situation?
o What was the outcome?

Could you describe @ situation in which you had o work conflict with a
tolleague/supervisor?

< What was the tanflict about?

< How did you deal with the situation? [

o Whot wos the ovtecome?

11t @ UnivProf. Dr. Sabine Kiszeqi HRH & Lendership
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Assessment Center

e Severol cundidates
o Anumber of (freined) chservers
e Structured process
°  Individual exercises

V" Presentation

V" In-tray exercise

V" Role pluy exercise

v" (Case study) interview
°  Group exercises

v" Group discussion
v (Case study
v" Negotiation Exercise
v" (onstruction / Building exercise
Relatively high validity {Scholz, 2000, p.497)
ITYE3 © Univ.Praf. Dr. Sabine Kiszegi HRM & Leadership 107

Dimension x Assessment Method Matrix

by et

" Parsonality test -

 Simulation fbusinass
fgome

Adopted fram Weinert, 2004

173222 © Univ.Prof. Dr. Sohine Ksszeg: HRM & Lecdership 108



Personality Tests — Projective Tests

Rehrschach Test

The Rorschach inkblot fest has primarily been vsed
for the diognosis of thought diserder to differentiole
hetween psychotic ond nen-psychatic thinking.

Source: hetp:/fwww . psych.usyd.edu.sufpsyche/Tun_rerschach_testhim

Low validity (Scholz, 2000, p.497)

ivi © UnivProf. Dr. Sabine Kiszeqi HRM & Leadership

Personality Test — The BIG 5

TESTS available at: http:/fipip.ori.org/mewMultipleconstrucis.htm

Openness to experience: (inventive/wrious vs. onsistent/enutious).
Appreciction for art, emotion, odventure, unusuol ideas, curiosity, ond voriety of experience,

e.q. | msn quick to onderstand things, | do not have o good imagination. (reversed)
Conscientiousness: {effident/organized vs. easy-going/careless).

Atendency te show self-discipline, uct dutifully, ond aim for achievement; planned rather than spontuneaus behevier; organized, and
dependable.

&.. | like oeder, | make a mess of fhings, {reversed;

Extroversion: (outgoing/energetic vs. solitory/reserved).
Enesgy, positive emotions, ossertiveness, sociobility and 1he tendency to seek stimolniion in the company of athers, and fulkativeness.

e.g. | don't mind being the center of attention, 1 keep in the bockground. (reverse
P |

Agreeubleness: {friendly/compassionaie vs. cold funkind),
A tzndency o be compassionoie and tooparotive rather than suspidous ond antogonistic fowards others.

e.g. | mnke people feel af ease. | am nat really interesied in others. (reversed)

Neureticism: {sensitivefnervous vs. securefconfident).
The lendency to experience unpleasant emotions easily, such os anger, anxiety, depression, or vulnerability,

e.g. | worry ahout things. | em refoxed most of the time, (roversed)

17 © UnivProf. Dr. Sobine Kdszegi HRM & Leadership
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Personality Tests

T "}Oo'k @, ipc.rSons-.iify dest
. like that once. :

Yeah? whet
\WeE your Scofe

Prohl

O

® Grininal Aol - ;
R'e;?rg@;liu{! tights o biainable' ok
win CaTi008Stock com ==

1Ly © Univ.Prof. Dr. Sabine Kiszegi

Ability Tests

e Performance (e.g. work sumples)
°  (oncentration
° Intelligence

°  Dexterity

Fine Dexterity:

Saurce hitp://www.morrisby.com/pages/public/ability-tests.aspx

ems:

Link hetween personality and job
performance

Low vaolidity
Objectivity
(manipulation of test resulis)

Discrimination
{gender/ethnicities, etc)

HRM & Leadership 111

General Ability Tests:
5.4 .65 .7 . - -7 .9

Accepiahle validity {Schalz, 2008, p.497)

1¥iies © UnivProf. Dr. Sobine Kiszeqi
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Ability Tests and Stereotype Threat

Effects of Stereotype Threat

o
n

=)

o

Salary Negotiations
Tellhed & Bsridund, 2601

Treatment A: Non-diugnostic (negotialion is easy ond
not refiable in predidting ocival negotiation skills)

- Treatment B: Dingnastic {negatintion will be chellenging
e Thrast | b stmrantune end will predict octeol regotiotion skills)

Mean liems solved (ajusted by SAD

=15

Stereotype threat and test performance

@
5
g
5
g
E
G #Men
-
g BWomen
R
E H
2 H
z
.
high 5T low ST Diagnostic ~ Nondiagnostic
Negotiation  Negotiation
saurce: http://en.wikipedia.org/wiki/Stereotype_threat
78 © UnivProf. Dr. Sabine Kiszegi HRM & Leadership 113

Biographic Questionnaire

*  How many different flots have you lived in?

*  When you were o child, with whom did you live the most time? (Parents, a parent,
grandparents, nursing home)

= Did you have many toys?
(almost nothing up to everything 1 could wish for)

*  How would you rate your first school years?
(with difficulty, normal, successful, stimulating)

> What did your parents consider most important in terms of job choice?
(thai | am better off than my parents, that | earn well, thot | enjoy my occupation,
thot | am expert in my orea)

*  How many books do you hove at home?

efc.

Source: http:/fwwe biografischer-fragebogen.de

13 @ UnivProf. Dr, Sobine Kiszegi HRM & Leodership 114



Biographic Information Questionnaire

Biographic information sheet (BIB)

o Analysis of biogruphic commonalities of the erganization’s successful
coworkers for generating o biographic profile and developing a
questionnaire

o High ,face validity™: past work behavior is a good predictor for future
work behavior

Relotively high volidity (Scholz, 2000, p.497)

o Efficient when screening a high number of applications

1776 © Univ.Prof, Dr. Subine Kaszegi HR# & Lendership 115

Biographic Information Questionnaire

Problems:

o No theory about the relationship between items and the respective
criterion

Predictors bused on performance of existing workforce
High effort to develop questionnaire

lack of transferability & generalization

manipulation is possible

O 0 O o O©

discrimination (e.g. different questionnaires for men and women)

1752 © UnivProf. Dr. Sobine Kgszegi HRM & Lendership 116



Effectiveness of Selection Procedures

[ Without employment test | p, probability that candidate is qualified
P, 8, +(1-p,)v, g, profitin case candidate is qualified

i v, lossincase candidate is unqualified

| With employment test

¢ costsof the test

g,—¢
Test is advantageous: when...
g, —¢> p,-g+1-p), > High probability thot candidate

is unqualified
¢<p,(g,—v.) = High loss in case candidate is
unqualified

- Low costs of the test

Y15 © UnivProf. Dr. Sabine Koszeg HRM & Leadership 117

Recruiting and Selection
Aim =
To attract suitable candidetes

To sort out unsuitable candidates as efficiently us possible

Dealing with problem of asymmetric information:
e Information gathering

v" Selection procedure

v Probation

° Self selection

#7825 © UnivProf. Dr. Sahine Kiszegi HRM & Lendership 118



i Right: 120.000/year profit for sure
PrObunDn (] /2) Risk: 300.000 or -100.000; p=0.5

Comparison: with/without probation, planning period of 3 years

Risk: without Prohation: Risk with Probation:
004.000 900.000
=3 qualified qualified
EV = 300.000
EY = 400,000
ungualified
unqualified -100.000
- 300.000
1583 © UnivProf. Ir. Sabine Kiszegi HRM & Leadership

Probai‘io n (2/2) Right: 128.600/year profit for sure
Risk: 300.000 or -100.000; p=0.5

Comparison: with probation, planning period of 3 years

368.000

Hire Right

Successful Risk (keep 3 years)
Prabability = 0.5 900.000

Unsuceessful Risk (fire ofter 1 yenr)

Hire Risk ™
Probahility = 0.5 -100.000

I¥t32 © Univ.Prof. Dr. Sabine Kiszegi BRM & Leodership
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Personnel Economics Approach

Human resource decisions from o microeconomic perspective

Utility maximization

Opportunism

People always
choose those
alternatives thot
maximize their own
henefit (based on
individual
preferences)

People strictly follow
their own interests,
even if it is fo the
detriment of others
("self-interest
seeking with guile"
Williamson)

1162 © Hniv.Prof, Dr. Sahine Kiiszegi

Principal Agent Theory

Principul
(employer

Lompensation

o)

Activity o

Agent
{employee)

il
{hounded) rationality

People try to moke the
best possible decisions
hosed on their
(incomplete)
information available.

HRH & Leederskip

* Hold up and hidden
Action:
Principal connet wotch
agent's actions

« Hidden Information:
Agent has information thet
the principal does not have

* Hidden Characteristics:
The principol does not know
actuel characteristics of the
agent

Especially relevant for designing orgunizationel
incentive programs & performance and efficency control

1532 © UnivProf. Dr. Sohine Kiszegi HRM & Leadership
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Structure

Information hefore
contrad

Information before Information ofter
decision decision

wontroct

|

agent decides

result

Adverse Selection

Moral Hazard

19112 © Univ.Prof. Dr. Sahine Kiszegi

Problem of Adverse Selection

Aim

Adverse Selection

not.

... Designing incentive systems {salary, probation) in a way that

HRM & Leadership

occurs when systematically the wrong
type of condidates is attracted to the
job , while suitable candidates are

{i)  unsuitable candidutes (e.g. unqualified / unproductive) refrain from opplying,

(i)  while as many as possible suiteble candidetes (qualified [ productive) upply

8555 © UnivProf. Or. Subine Koszegi

HRM & Leadership
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Dealing with Adverse Selection

(i}  Contingent Contract: offer u piece
rate wage instend of u time wage

=> pay is strictly on output

(ii} Temporary Contruci: offer o
temporary contract with probation
woge

=2 only skilled workers get tenured

1918 @ UnivProf. br, Sabine Kiszeqi

Contingent Contract Piece Rate

HRM & Leadership

| Advantage for qualified

WP
Oq1 W2 Z

N
E :Q QQ

Preductivity of qualified
Productivity of ungualified
alternative wage (time wage)
wage per piece rate

L___ Alternative employment
Offer of piece rate

| Disadvantage for unqualified

0 W=z

1

I_ Alternative employment
Offer of piece rate

K227 © Univ.Prof, Or, Sobine Kdszegi

(3]

A
=
in

& lw
<

Preblem: manitoring-costs!

HRM & Leodership

12§

126



Temporary Contract with Probation

] Advantage for qualified

wit (1-1) w, 2T - w,

i T——— Alternative work
After probation

Probationtime

Alternative rate of pay for qualified
Alternative rate of pay fer unqualified
Wage in probation time

Wage after probation time

Duration of employment

Probability of detection

l Disadvantage for unqualified ]

wl-z'(T’I) . (I"P) Syt (r-1) - Py <T: Wy

] L— Aiternative employment

Dismissal after probation

Tenured employment
Probation

Tow, —(T=Dw, <w, <(T—(T-1)-pw, (T -1)-(1- p)-w,

#¥1:22 © UnivProf. Dr. Subine Készegi

Probation: Imperfect Monitoring

HRM & Eecdership

Tow, ~(T=D)-w, <w <(T =T =1) pyw, —(T=1)-(1- p)-w,

A

W,

T—wq

quatified

1
1
1
1
1
1
1
]
1
]
1
1
s
1
'
]
'
]
]
i

Possible Combinations

172222 © Univ.Prod. Dr. Sabine Kdszegi
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Probation: Perfect vs. no Menitoring

Perfect Monitoring: Detection Not Possible:
peLiTw —(T--w, Sw Sw, p=0:T s, —(T=Dew, Sw, <T-w, —(T—1)-w,
‘
Wy W,
T,

Possible Combinations

w

1912 © UnivProf, Dr. Sabine Kiszegi HRM & Lendership

Summary of Recruiting & Selection

The aim of recruitment is fo attract svitable candidates and fo sort out unsuitable
candidates as efficiently as possible

Methods

o Screening of qualifications: efficient if reference is easy to get for qualified,
but not for the others.

O Assessment technigues (tests, work sumples etfc.)
o Performance-based contracts (self selection)

o Probation with a lower salory: efficient if low-skilled have little chances to
remain undefected during the probation

Empirical Findings: Companies with prohation and perfoermance-hased remuneration

attract qualified people, but have to pay higher wages

{5124 @ UnivProf. Dr. Sobine Készegi ERY & Lendership



Recruiting in Soulful Organizations

Recruiting-Interviews by future colleagues:
o focus on fit with organization {values) and purpose
o 10-12 interviews is no rarity

o condidate is introduced to orgunization’s culture

Example :

Zappos.com (currently biggest orgunization running on Holacracy with 1500
employees) offers its new hires a § 3000 check if they have second thoughts and
choose fo quit during the four-week orientation.

o 1-2 % of new-hires take the offer

o Whenever this percentage draws too close to zero, Zappos increnses this amount.

522 © UnivProf. Dz. Sabine Koszegi HRM & Leadership 131

Staff Assignment & Job- and Work design

use the right people
at the right place
at the right time
at optimum costs

Uiz: © UnivProf. Or. Sohine Koszeqi HRM & Lendership 132



Staff Assignment

° Human resource planning & allocation of tasks

Planning of stoff ussignment: assign workers to tasks, and adapt
workpleces and working conditions to warkers

° Design of work content

— Individual-oriented task design
— Team-oriented task design

. Organization of working time

° Ergonamics & Safety

"Work must he feasible and bearable and should be reasonable and
satisfactory” {translated from Jung, 2008)

— Health protection

— Social appropriateness

— Technicol economic rationality

19965 © Univ.Prof, Dr. Sabine Koszegi HRM & Leadership 133

Job Design

motivation by job
design ?

73 © UnivProf. Dr. Sabine Kiszegi HRM & Leadership 124



Staff Assignment Planning

Structure and Training and Motives and needs of
process organizofion qualificotions employees

Joh requirements Skills and abilities Needs

Work analysis Persennel appraisl Stoff survey

Staff Assignment Adupted fram Jung, 2068

1155 © Univ.Prof. Dr. Subine Kiszegi HRM & Leadership 135

Division of Labor

> Classification

Tosks are distinguished accerding to which
characteristics?

Task analysis

Task
synihesis

¥ Degree of differentiation

specialization
(sp ) Sub-tasles

To what degree are oetivities subdivided
inte separate jobs?

» Task synthesis

On what basis will jobs be
grouped together?

#» Assignment of staff

Which employees fit opfimally which johs?

¥Fizii © UnivProf. Dr. Sabine K§szegi HRM & Lecdershin 136



L

Job Charaocteristics Model, Hackman & Oldham

skill variety + tosk identity + task significance

MPS = q

x Autonomy x Feedback

Motivational o predictive index that suggests the

Potentiul Score (MPS)  motivating potential in a job

Skill varety -

e

Task identity degree to which a job requires completion of o whole and identifinble

piece of work

Tusk significance

Autenomy degree to which a job provides substantial freedom, independence, end

discretion to the individvel
R - performunce. -

izt © UnivProf. Dr. Sobine Xgszei

Rokhins, Judge & Cumpbell, p. £75

HRM & Leodership

Job Characteristics Survey, Huckman & Oldham

My job provides u lof of variety.

My job lets me be left on my own to de my own work.

users.

My job ollows me the opportunity to complefe the work | start.
iy job is one thot muy offect 4 lof of other people by how well the worlcis performed.

My job by iiself provides feedback on how well | am performing as 1 am working,
While perferming my job | get the opportunity to work on many interesting projets
My job is arranged so that | have o chance ond the sbility to tall with customers/clients/end

8. Myieb has the ubility to influence decisions that significanily affect the organization.

9, My job provides me the opportunity of self-directed flexibility of work hours.

10. My job provides me with the opportunity to hoth communicate with my supervisor und to receive

recognition from them as well.

11, My job gives me the opportunity io use many new technologies.

12, My jobis srranged so that [ hove on understanding of how it relutes to the business mission.

13. My job influences dey-te-day compony success.

14, 1am able to adf independently of my supervisor in performing my job function.

15, [receive feedbuck from my co-workers chout my perfermence an the job.

£71.st @ UnivProf, Dy, Sabine Kiszeqi

httefAwww.marscafe.com/fphp/hr2/fids_quiz.php2
HRHM & Leadership
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Design of Work Content

Hackman & Oldhom Jeb Characteristics Model

/ Core job dimensions \":; / Urifical psychological \ / Persenal and werk \

states

outcomes

Skill variety

High internal werk
motivation

Task identity

Task significance High-quality work

e performance
Avtonomy - PR
High sofisfuction with
the work
S Low absenteeism and
geinut turnover )
Moderators:
Employee growth need strength
Knowledge und Skills
(eniexd Safisfoction
#7033 © Univ.Prof. Dr. Sobine ¥5szeqi HRM & Leadership

Job Characteristics Averages for 6 Professions

N = & 930 employeas in 56 different orgenizations

Variable Professional/ Manogerial Sales Service Uerital Muchine
Technicol Trades
Skill variely 54 5.4 48 5.0 1.0 5.1
Task identity 5.1 4.7 44 47 47 4.9
Tosk significonce 5.6 58 5.5 5.7 53 5.6
Autonomy 5.4 5.4 48 5.0 4.5 4.9
Feedbatk 51 5.2 5.4 5.1 4.6 49
Growth needs sirength 5.6 5.3 5.7 54 50 4.8
Inferneal motivation 5.8 5.8 57 5.7 5.4 5.6
Poy susisfuction 44 ib 41 41 4.0 4.2
147.8 150.7 127.9 130.9 96.6 1249

skilt variety + fosl identity + task significunce
3

MPS = « Awtenomy x Feedbock

Robkins, Judge & Comphell, p. 193
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Work Specialization

Advantuges

»  little training necessary,
easy adaptation

*  Eosy assignment process

= Short period of
vocational adjustment

e Increases lubor productivity
and quaolity

¥ © UnivProf. Dr. Sabine Kszegi

Disadvantages

@

Monotonous physical and
mentul stress

Decrease in adapting and chonge copaobilities

Restricted social interaction and
communication

Moneteny and alienation

Instruments of Job (Re-)Design

Job Rotation: Employee |

Employee 2 Employee 3

N & N7y

L

Employee ' _/

Job Enlargement:

WEes © UnivProf. Or. Sabine Kiszeqi

Job Enrichment:

HRM & Leadership

HRM & Leadership
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Alternative work arrungements

¢+ Tele working
— Home based tele working
— Center-based tele working (satellite-offices)
— On-site fele working (at the csiomer or supplier)

— Mobile tele working (lacation-independent)

° Transition to flexible working hours

— Positioning of working hours taking into account individual needs und circodian
rhythm: shift work, flexitime, part time, job sharing

— Breuks (more frequent, short breaks advantageous)
— Concept of life worlk fime: part-time work for elderly people and sabbatical

1712 © UnivProf. Dr, Sabine Kiiszegi HRH & Lendership 143

Work arrungement in Soulful Organizations

Example Netherlonds:

Until 1995 ebout 80 Nursing orgenizations provided home-nursing services =2 highly speciolized task
organization:

o] Organizetion structure: steep hierarchies {regional monagers & directors), call centers, planning and
odministrotion deportments, controlling, etc.

o Toensure occorate planning and drive up efficiency, time norms were established for euch type of health
treatment (== preducts): e.g. intravenous injection 10 minules, bathing 15 minutes, wound dressing 10
minetes, chonging o compression stocking 2.5 minutes, efc.

o) To increase efficienty, freetmenis were tiered according to the expertise they required, more
experienced und expensive nurses perform only the more difficult products, so that cheaper nurses do oll
others

o Tokeep irack of efficiencies, o sticker with her code is placed on the door of every patient's home and
nuzses hove to scon in the harcode, along with the frentment, after every visit. All is centrally stored ond
monitored. ..

k3 © UnivProf, Dr, Sobine Xdszeqi HRM & Leadership 144



Buurtzorg

2006 Jos de Blok founded Buurtzorg — nccording fo the principles of o ,soulful organization™. It grew
from 10 to 7.000 nurses within seven years (foday they have around 10000) and reached outrageous
resulis {Ernst & Young Study 2009):

o

iz © Univerof, Dr. Sabine Kdszeni

Buurtzorg Il

513 © UnivProf. Dr. Sobine Kiszegi

Organizetion structure: no bosses, no middle management, 30 people in ndministration {mostly IT) for
7.000 employees, regional coaches

Byurizorg requires, on averoge, ciose to 40 percent fewer hours of cure per dient than other nursing
organizations

Potients stoy in core onfy holf us long, heal foster, and hecome more cutonomous

A third of emergency hospital odmissions ore oveided, and when o patient dees need to he admitfed to
the hospital, the averoga stay is sherier,

The Sovings for the Dutch social secarity system ore considerable (close to 2 Billion €)

Absenteeism for sickness is 60 % lower in Buurizorg and turnover 33 % than in traditional nursing
organizations

In 2013 Buurtzorg employed 1wo-thirds of oll reighborhood nurses

HRM & Leadership

HRM & Leadership
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Team-Oriented Work Design

MIT study on productivity of automobile manufacturers

Japanese Japunese

Key dota producersin  producers in Producers

Jupan UsA from USA
Productivity 16,8 21,2 25,1
(hours [ car)
Quality &0 65 82,3
(assembly errors / 100 cars)
Absence (%) 5 4,8 1,7
Improvement suggestions 63,4 1,4 04
{employee [ year)
Team orgonization {%) 69,3 .3 17,3

Europecn
producers

36,2

97

12,1

04

0.6

Womack/IonesjRoas 1992, ciled in Holibrigge, 2007, p.}44

191 © UnivProf. Dr, Sabine Kiiszegi

Groups & Teams

Four criteria of groups

1 Two or more people in sociol interaction

2. Stoble group structure

3. Shored goals

4 Members perceive themselves s heing a group

HRM & Eecdership

A teamis o group whose members have complementary skills and are committed to o common
purpose or set of performance goals for which they hold themselves mutually accountable.

Greenberg & Baron, 2003, p.273

¥ © UnivProf, Br, Sobine Koszegi

HRM & Leodership

147

148



Varieties of Groups in Organizations

Types of Groups

|

Formal
Gropps

Command Tasks
groups groups

I © UnivProf. Dr. Subine Készeqi

informal
qrgups

] EX

QQQ

mRLAT

SANIE ST

Interest  Friendship

groups

groups

teenbery & Boron, 2003, p.275

Types of Group Work

Innovation &
treubleshooting

Motivation & quality of
work

FHEGRTIANL
FUBYERLL

SELDE DN

g A

i)
PR A I 4
DAUGSTO THRESM A ADMiRS trothn

Retrdidls e [ET e

HAM & Leadership

Qualifications &
integrotion

shart-term

lifespan

long-term |

#71.y © UnivProf. Dr, Sabine Kaszegi

Problem selving

workshops
Workshop

Circles

Project groups

Suggesiio'n_grou_;ls"-:"3 ;

Quality dirdles

product/process

primary
orientation

person

hdapred from Breisig, 1990, ated in Hobibriigge, 2007, p. 145

HRM & Leadership
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Group Formation

Ok, ives —Hqivnj we Shoudd
de is devise a Grow NGMLC .

LWe'll draw & Venn Diagram
Wit me as “Super”and

Q T hate
mgwwk.
Nk

(APsveq Zo O

1¢vES © UnivProf. Dr. Subine Kdszeqi HRM & Leadership 151

The Five-Stage Model of Group Formation

° Stage 1: Forming
Uncertainty ohout roles, low trust
. Stage 2: Storming

Conflicts within the group, leadership tries to establish
itself

o Stage 3: Norming

Formation of cohesion and unity
*  Stuge 4: Performing

Energy is directed ot achieving the performance torget
e Stage 5: Adjourning

Completion of tasks, termination of roles, dissolution of

temporary groups

Tutkman & lensen, 1977 citeg in Greenberg & Boren, 2003, p.237
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Group Properties

e Rales:
=» Zimhardo's Stanford Prison Experiment

¢ Norms:
performance norms, appearance norms, secial arrangement norms, resource allocation norms
=> group pressure for conformity: e.g. Asch Experiment

° Status:
socially defined position or rank given by others (derived from assigned power, ability fo
contribute to geals and personal characteristics)
=> treates staius hierarchies (e.g. influences conformity to norms)

° Size:
smaller greups are faster and better performing, larger are groups befter in problem solving
(divarsity)
2 saciol foafing

v Cohesiveness:
degree 1o which members ore efiracted to euch ather
=2 influences productivity (moderated by performance norms)

1¥6E: © UnivProf, Dr. Sabine Koszegi HAM & Lecdership

Roles

Reles = Set of expected hehavior poiterns aftribuled 1o someone occupying a given position in a social
unit.
Role identity = attitedes and behoviors, consistent with role {expectations), create identity

Bttp://www.youtube.com: Stanford Prison Experiment

Ktiii © UnivProf. Dr. Sabine Kiszegi HRM & Lecdership
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Group Think

Vo vEras

LA
CEPOSED,
ﬁé’“‘lﬁ{f Foam
oF BRI
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Asch Experiment

The experiment was conducted by Suiumbn'EIint Asch ;
in 1950 with 123 male su!uects These suh|en‘s were i
- assigned to groups of 5-7 persons: who ‘were- prlvy TOI;f '
the experiment. During 18 rounds Asth showed the
parficipants white cords’ (see plcfure) wﬁh I:nes of
different length and usked whlr.h Ilne on the I fr.-
card {ABC) was The sume Iengfh as. fhe |Ime
' on the right card. The privy group members .~
~ onswered first and were ndvised 1o chouse The
' correct answer in the first two rounds. in the :
following rounds {" Critical Trials") they had ta_ .' -
respend uniformly with o wrong answer. The gim of
the experiment was to see whether the actual
subject adapts the response to the {obviously)

wrong answer to the group members.

Asch Experiment
hitp:/fviww.youtube.comfwalchPv=TYIh4MlcctIA
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Group Conformity

§3umm; Kategstien * Vidss hoe

Yougflls |

The Asch Experiment

EarhsGravitySucks 61 \ndeos@  aben

118 © Univ.Prof. Dr. Sabine Kiszegi

Group Think

L} 1 4 Mimastigenau ~ Welterieiten ;B4

110,758 !

Initial state

= High cohasion

> |solotion of the team

*  Lack of methods

e Directive leadership

= High stress ond little
hope of solving the
problem

*  Complex environment

Tendency te conformily

WiFEs © UniwProf. Dr. Sabine Kiszegi

Group think characteristics

*  llusion of invulnerability

= Collective rationalization

*  Belief in o team inherent
morality

»  Stereatyping of other
groups

«  QOpen pressure on
dissenters

*  Self-censorship

= llusion of unanimity

*  Self-sppoimed ,think
guards”

HRH & Leadesship

Incorrect decisions

* [ncomplete
examination of
alternatives

* Lack of informotion
search and
selection hias

* Incomplete festing
of aims & risks

» No alternative
plans

Weinert, 2005, p. 432

HAM 2 Leodership
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Strategies against groupthink

°  Promote open inquiry: identify

negative aspects of o decision hefore it’s

too lute {e.g. devil’s advocate)

e Use suhgroups: hase decisions on
recommendations of two groups

*  Admit shortcomings: no decision is
perfect, ask for doubts and misgivings

about o group’s decision

°  Hold second-chance meeting: before
implementation hold a second-chance

Goowy B

!

i Abiefeidl

meeting for group members to express

doubts

Greenkerg & Boren, 2005, p. 432

177128 © Univ.Prof. Dr. Sabine Kiszegi
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Group Shift

Exomple:

Car company has been sued for one million
Euro compensaotion due to o death that
occurred because rear door opened itself.

Two possibilities:
{A) Conservative strategy:
seftlement out of court.

(B} Risky sirategy: cuse to be taken to the
court.

Euch manoger hus o personal epinion. How
will they decide us o group?

[
Weinert, 2005, 5. 434 /-

#7354 © UnivProf, Br. Sabine Kiszeg
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Pasition of Graup Members Befors Discussion:

| XX XX i ¢ oo o §
it Mediom Mot
Camiervative Rtk Rty
Aheinative Alternative

Pasition of Group Mismbrurs Atrer Distustion:

L %X%X X X so00 |

Mest HMedimn Mozt
Conservative Ak i
Alrernative Afreinativa

Groupshift: pelosization of group opinion inta exiremes

Direction dejrends on pusition previous fo discussion:
sometimes groups are mere conservative than individuok
decisions, but more oftan = shift tawards grester risk

Due ta diffusion of responsibility, conformity pressures,
increased confidence and sodial omparison

Cnn be viewed os speciol cese of groupthink

HRM & Lendership 160



Shirking

A group of studenis has fo submit g
joint seminar paper. The group divided
the whole task info smaller tasks:
literature anolysis, writing the
introduction, writing the theory
section, dota collection, data analysis,
writing the discussion, proef reading,
prepering @ presentotion, presenting
the paper.

You heve signed in for 1he introduction
of the poper and are now thinking
chout how much effort you will to put
inte it ...

¥Y1L5 © Univ.Prof. Dr. Sabine Kiiszegi
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Shirking, Social Loafing & Free Riding

o Shirking (,Driickebergerei") in team
work (Alchian/Demsetz, 1972)

o  Sodal Loufing {,Soziales Faulenzen”)
Decreasing individeal effort in the
presence of others {Latane, 1979)

o Free riding (,Tritthrettfuhren”) of
public goods: problem of collective
hehavior, when economit agents
consume public goods, but do not give
anything in return

Phenomena occur when individual
effort/confribution cannet he
measured/conirolled

beziis @ UnivProf, Or. Sobine Kijszegi

et i e ot s

Hamime B ptiaint

Ringelmenn eftect: group performance increeses with group
sizg, hut the addition of aew members o the group hos
diminishing returns an productivity.

Baximilian Ringelmann, ¢ French agricultural engineer,
examined in the end of the 19th ceniury the performance of
drought animals end faund for exomple that the
performance of fwo horses pulling o carrioge in the joint was
not twice os high us thot of an individual horse. Fuscineted
by this discovery Ringelmena extended his investigoliens to
humars and found simior effeds.

The Ringelmenn effed is due fo motivation ond coordinafion
losses.

HRM & Lendership
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When are teams favorable?

e Diversity and complementary skills:
knowledge transfer, use of specivlization, complementarities of activities
. Complex Tasks

Strategies ngainst Social Loafing:
° Team size: the smaller the teum, the easier to control

°  (Composition: similarity facilitates supervision, however, heterogeneity
promotes creativity and prevents group think;

°  [mplicif and explicit incentives for teams: team honuses, profit sharing, etc.
o Jeom development: norms

w1z © Univ.Prof. Dr. Sabine Koszegi HRM & Leadership 183

Summary Group Work

Benefits Disadvantages

= Economies of scale * Increased time required

*  More autonomous and less *  Group think
monotonous

> Diffusion of responsihility
= Better decisions (because of and risk-shift phenomenon
more information and more -~
. . ¢ Shirking
complex considerations)
= Difficult to evaluate individud

* Larger acceptance ond higher performance

satisfaction

“Modness is the exception in individuals but the rule in groups.”
Friedrich Nietzsche

73 © UniwProf, Dr. Sohine Kiszegi HERM & Leadership 164



HR Development & HR Tools

Training & development, appraisol, career
manogement & fools

it © UnivProf. De. Subine Koszegd HRM & Leadership

Goals

*  Evaluate and appraise job performance
°  Improve the efficiency and competitiveness of the company

*  Adopt the employee qualification fo the changing
work requirements

° Increase learning ability (learning to learn)

°  Increose the flexibility of stuff and willingness to innovate

° Increase staff satistaction and loyalty {e.g. retention munugement)
> Improve the corporate image (e.g. Great Place to Work)

°  Secure a qualified staff

o Safisty individual needs and educational demands

Haltbriigge, 2007, p 114

E7 © UnivProf. Dr. Sobine Kdszeqi HRM & Leadership
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Personnel Development and Strategy

Individual
development

Corpornte {arporote
strategy success
Adapted from Scholz, 2000
1128 © UnivProf, Dr. Sabine Koszegi HRM & Leodership 167
Context
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Generation — Challenge?

{

Bjbrn Bohnenlamp)

" Digital
Natives

vy2e © UnivProf, Dr. Sabine Kiszegi HRH & leodershis 170



Change in Values

" Bornin 1960-80 .

Temporu] _ _ R
- {eurrently ~ 35 -50) -

;alnmment

.Bom mWBU 2000

'; Yeur of birth sinee. 19?5 :
(currenﬂy~ 15- 35) :

fewrrently ~ 20)

Y loy Iuyhliy Towards the :
: empEnyer/tnmpnny .
5 4 Indlwduullsncwuy of wor!:mg
; v Ou:put urleniatedieudersh:p is i
T required
-+ 7 Digital Entrepreneurs :
Y Almmg at persunul |nmme nnd
fife lugt mummszmg S

v (umml! ihemselves to iu;m:s

hke i wrunmentui protethan

Y. vufue a setured |nh G
_v Longp 1 nd nf emp!uymenl L e

1

purpose & soulfuiness instead of money?

10 © UnivProf. Or. Suhine Koszegi HRM & Lendership 171

i

Valve Orientation

Value orientation: pragmatic but not adjusted
Young people hetween age of 12 and 25 (in%)

Huving good friends

Hoving geod family ke

Living ond octing independenily
Davaicping fantasy ond creofivity
Being diligent and nmEtioys
Enjoying life with full power
Having a high standard of living
Maeting own needs

Helping sorially disodvantaged
Believing in God

Doing whotever aihers ote doing

Source: 16. Shelf Study of Young People, Status: 2010

@ Yniv.Prof. Dr. Sohine Xiszeqi HRM & Leadership 172



Core-Tasks of HR Development

Demand forecasts of
human resources

Supply forecasts of
human reseurces

Demaund forecasts of
human resources

Supply forecosts of
humaon resourees

Demand forecasts of
human resources

Supply forecasts of
human resources

imie © UnivProf. Dr. Subine Kiszeg HRM & Lendership 173

Requirements

Job Profile

ob Requirement Profile ™\ Candidate Profije
f ihe person jn the functiony - (whal the candidate has to offer)

; : "}:';‘o_l_eﬁii.a_t
7 Risk Factors 2
1~ totivation Structire

Sourca: hitp:ffsefvk-purlner.com

1954 © Univ.Prof. Dr, Sabine Kiszegi HRM 8 Lecdership 374



Competences

1@ © UnivProf, Ir. Sahine Kiszegi

© Univ.Prof, Br. Sabine Kgszegi

Technical competence
._|...

Secial competence
+

Methodological competence

HRM & Lendership

union

z fi JOB DESCRIPTION

JOB TITLE: Gasual Sules Assistant

CEPARTMENT: Relail Sarvices

REPORTING TO: Shop Supervisors

RESPONSIELE FOR: -

JOB PURPOSE: To underiake sales and cuslomer service duties requirad fo

operate the Union Shop, and be responsible far shelf filing
and the overall preseniation of the Union Shop.

MAIN DUTIES AND RESPONSIBILITIES
1. Operating the cash till efficiently, ensuring that all moneys received are
correclly registered,

2. To serve cusiomers courlecusly and efficiently ensuring that the highest
slandards of customer service are met al ali times.

3. Moniloring siock on shelves, Hiling ta 1he required standard and assisting with
stack eaunls,

4. Ensuring all stock i3 held in accordance with the Union's securily and financial
procedures,

5. Ensuring thal all products and displays are maintained to the highest
standards of customer satislaction and legal requirements.

6. To canry oul cleaning of shelving and relrigeration unils when required.
7. All other appropriate dulies as and when required by Ihe Shop Supervisars.

KEY WORKING RELATIONSHIPS

Tha postholder vill work under he supergion of fine management, but will also be
expected to work under ther own iniliative. There 1 a need far exceflent
communlcation 2nd the cantinuad maintenanca of refalionships with all slaff in the
Unien, all customers and visitors,

HOURS OF WORK

A minimum of two shills per week, days will vary and vill includg evenings and
weekends. Plaase nolg thal {ull-time University of Shellield sludenls are not allovwed
{0 work more than 16 hours per week.

DURATION OF CONTRACT
Gasual contract lor one academic year, Source: hllp://singlepagercsume.com

HRM & Lendership
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Project, Service and Sclutions Specialist
Job description

Level:3 Area: PPS Manager: Teom Leader

Requizements: Develogment possibilities:

Application smanogement level 2 ard software development or Qption: in cuse of positive service chaage to XY seloted company
Process manogemen? leval 3 and under the given drcumstonces to a relevant development model

Sourte: HR Diomonds

1%ttt © UnivProf. Dr. Subine Kiszegi HRM & Leadership 177

Assessment of Candidate Profile

E71::4 © Univ.Prof. Dr. Sabine Kiszegi HRM 2 Lendership 178



9-Box Evaluation Grid
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Performance

360 Degrees Feedbhack

Source: KR Diemends

HRM & Leadership

1%5:25 © Univ.Prod. Dr. Sabine Kis2eqi
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KnowledgelStrategic

'Eﬁ_iptégn_z_ie_s jong-term strategic goals into _c_ieg:_ls!n'n_s-madg loday

atk:i Retumn to previously answered items

Pesrceni Compleis - 8% g

copyright @ 2008 by Custaminzight, All rights rzserved.

47142 © UnivProf. Dr. Schine Kiszegi

Competency Summary
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. Muotivation

Astagtanility/ Change
Management

nubptical thinking
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Core-Tasks of HR Development

Demend forecasts of
human resources

Supply forecasts of
human resouices

Demaond forecasts of
human resources

Supply forecasts of
human resources

Demand forecasts of
human resources

Supply forecasts of
human resources

15712 © Univ.Prof. Dr. Sabine Kiszegi HRM & Leodership 183

Trigger for Training & Development

Job Profile

Candidate Profile
{what Ine candidale has to oifer)

Mativation Siruchire

Training & Development

13t © UnivProd. Dr. Sabine Kiszeqi HRM & Leadership 184



Training Methods

ulong the job

se as assistant,
deputy or successor

into the joh out of the job

Retirement-
preparafion, Ouiplacement

Professionol training,
Trainee programme

near the job

“Learnshop”, Quality cirde

Business gome

off the job

lectures, case studies, role ploy, e-Levrning, Corporate University, outdeor training

Source: Holthrifgge (2007)

1 © UniviProf. Dr. Sabine Kiszegi HRM & Lecdership
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Performance Management

Target/Objectives agreement:
Agreement on the ohjectives (performance
goals, premium goals, Key Performance
Indicetors KPE ete)

Mid-term Approisal:
Performance Analysis, agreement on
treining and devefopment measures,
feedbuck to the supervisor

Year-End appraisel interview:
Review on the business yeer -+
performance nssessment & KPis, giving
feedhack fo the supervisor

Individual meetings:
Selary, prejed ond conflict conversation

In the meantime: fulk, talk, talk ©

1vizs © UnivProf, Br. Sabine Kiszegi

HRM & Leadership

Guidelines for Performance Appraisals

o

@

Describe behavier actually seen

— Not inferences of its cavses or judgments
Be specific

Explain consequences of hehavior

— Don't criticize personality or attitude
Verify understanding

Provide clear statement of expectations

1512 © UnivProf, Dr. Sobine Koszegi
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SMART Objectives - MbO

gpecrflc Describes what you wr][ do in specrﬁc terms and defanes the
desrred outcome. '

; easurable Clarrfles in measurab[e terms, such as quantlty, quallty

or cost, how you will know if you've succeeded Let! s_\/ou know if you ve
done enough more than enough or not enough

Agreed Means you commrt to accompiashmg the objectlve, and your

manager commits to supportlng you and provrdlng appropriate resources
SO you can succeed

eahst.'c He]ps ensure the objectlve is possﬂa[e to achleve and that

you have the resources (tlme, rnoney, sk|!I5 or peop]e) and authorlty you
need to succeed

?_Jme bound Specn‘les when you W|Il compiete the ObjeCtIVE'

12657 © UnivProf. Dr. Subine Koszegi HRH & Leadership

{areer
decisions

Tenure in years
(%]

Leadership careers: upward move in hierarchy
Prafessional caresrs: increase of requirements,
skills ond salories
{no leodership responsibility)
Projedt careers: horizontal & dicgonal development

Career - Levels

119357 © UnivProf. Or, Sabine Kiszegi HRI & Leadership
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Career perspectives = Motivation to Perform?

Tou_rﬁumenf 1héel‘y .

Assume Roger Federer and Rufne[ Nudul 1lhmk
nbuui tukmg part in o 1enn|s murnumem
__Wou!d Ihey work as hard fur a chnr:iy
fournament with symhehc prlnes us for a mmch
cing Grond Slom’ tournomeni? : - ::
Whl(h factors:influence their ﬂB(!SIDI‘I wherher
o pumupnte or notin o fnurnumem? e
“What dre pussnhle factors mfluenung thelr
' effart Ievel ut the tuurnumenﬁ' S R

° Career ladders as
performance tournaments

. Lazear & Rosen, 1981
Tournament theory

1132 © Univ.Prof. Dr. Sahine Kiszei HRM & Lendership 191

Career Ladder & Performance Tournaments

Fixed bonuses for respedive ranks (= cereer fevels)

» Performance tournaments

- Promotion fournaments

Participation /effort level depends on size of the prize

Relative ranking of employess
{being better, no matier how much)

Jsulary

Intentive effect by difference
hetween ranks

O

1732 © YnivProf. br. Sohine Koszegi HRH & Leodership 192



Career as a Performance Tournament

Advantuges Disadvontages

x Lower measurement costs
% Risk of collusion (performance is

* Profedion against ogreed on between workers)

external risks
= Reduction in performance becouse of

% Competitive nature increases heterogeneous parficipants

motivation
x Competitiveness, sabotage
x Applicable for teams

1112 © UnivProf. Dr. Sabine Kiszegi HRM & Lendership 193

HR Development at Buurizorg

= Traing & Development:
At Buurizorg, 3% of revenue could he spent on training without needing to consult
anyone

o All employees of Buurtzorg are trained in the ,advice process”, this is o structured
but simple way how decisions are made in teams at Buurtzorg.

o Nurses freely decide on their own training needs and look for the best provider

o New recruits have to take the course “solution-driven methods of interaction”

=> Performance Appraisal & Feedhack

O Buurtzorg does net have an HR department, it does not have job descriptions, no
qualification profiles, no 360 °  feedback, ete.

o Instead they integrote feedback and reflection on {team) performance reqularly in
their team meetings

T @ UnivProf. Dr, Sabine Kiszegi HRH & Leodership 194



Core-Tasks of HR Development

Demand forecasts of
human resources

Supply forecasts of
human resources

Demand forecosts of
human resources

Supply forecasts of
human resources

Demand forecasts of
humen resources

Supply forecusts of
humon resources

1#02: © UnivProf. Dr. Subine Kdszegi HAM & Leodership 195

Personnel Layoff

 Quanfitative 0 Qudliltve

Production & Soles plonning
- increase stock, reduce outsourcing, : M Persannel development
| diversification, marketing

.| Reduction of werking fime
| reduction of overtime,
| short-work, vacation, part-time

Worle organization

Indivectly
hiring freeze, reducing temporary
workers, no prolongation of contracts

Directly

refirement, termination

) ggreement (golden handshoke),
lerminution, dismissel

ireei: © Univ.Prof. Dr. Sobine Kyszegi HRM 2 leodership 198



Direct Staff Layoff

°  Termination of lubor contract (“Ktindigung”)

*  Dismissal (*Entlassung”): only with the employee’s fault, reasons are
listed exhaustively in low

°  Termination agreement (“Einvernehmliche Auflgsung”)
e oral or written form (but written is recommended)

e Fixed term contracts can only he terminated if this has been agreed upon
hetween employer and employee

1viss © UnivProf, Dr. Sabine Kiszeyi HRM & Leedership 197

Termination

. Employer termination

— Unless otherwise agreed: at least six weeks notice up to 5 months (depending on
years of service}

— Only by 15™ of the month or by lust day of the month (=> 24 dates/year)

— Special protection ageinst dismissal (dismissal only with consent of Labor and Secial
Court):

» Expectont mothers
 Parenta| leave

+ Works council

o efc

° Employee fermination {resignation)
—  White-collar (,salaried") workers {Angestelite):
* Unless otherwise agreed one months' notice period {up fo six months)
— Blue-collar (“woged”) workers (Arbeiter):
= Nofice period and dates are primarily regulated in the various collective
agreements

§i53::: © UnivProf. Dr. Sabine Nszegi HRM & Leadership 198



Other Forms of Dissolufion

0 Termination agreement (consensual): mutual voluntary termination of the
employment contract

° Dismissal for reasons of insubordination, disloyalty and other types of gross
miscondudt (“Entlassung”)

— immediate termination of employment by employer
— Reason for dismissal must he given

— Different reasons for dismissal between white and hlue collar workers

. Gurdening leave (“‘Dienstfreistellung’):
— employee is released from duty (usually during notice period)

— sulary is continued to be paid

#0123 © Univ.Prof, Dr, Sabine Hoszegi HRM & Lendership

HR- Instruments for Layoff

- Exit interview {on o voluntary hasis and hy an outside person)
— Reasons for leaving
~ Evaluation of different aspects of work activity

— Suggestions for improvement

. Ouiplucement

— A process through which the orgunization will help employees focing redundancy to
find other jobs

— negative effect of stoffing reduction should he minimized: employer breaches
psychalegical contract (also perceived by remaining staff)

McKenna, Beech, 2008, p. 160

t¥1s: © UnivProd, Br, Sabine Kiszeqi HRM & Leadership
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Response to Dismissal / Termination

Emotional respense to change - phase curve

Perceived i
erceived competence 7. Integration

A

of new
hehavior
2. gefusnl £ Realizotion
3. Rotional 5. Exercising
L understonding
1. Shock,
surprise 4
4. Emetienol
ncceplance
Bedinni
eginning of chonge Time
Folzer ¢ al. 1999, p. 14
12 © UnivProf, Dr, Sabine Kiszeqi HRM & Leadership 201

Outplacement

Managing outplacement may include:
o (ommunicoting the reality and ifs consequences as soon as they are known

o Counseling for the individuals facing redundancy (help with coping of psychic-social
stress)

o Help to discover aptitude for alternative types of work (e.g. through the use of
psychometric tests)

Training in new and relevant skills (e.g. self-presentotion)
Using corporate networks to identify vacancies

Support for job search {e.g. help with composing a (V)

c o C O

Allowing employees taking time off fo seek other employment and ottend
interviews

Yckenna & Beeck, 2006, p. 160

Wi © linivProf. Dr. Sobine K3szegi HRM & Leadership 202



Recruiting and Dismissals at

=> Currently 250 joining Buurizorg every month and 25 thot leave each month (Luloux, 2014):
o onurse will feef thot she does not fit the team or that self-managemeni doesn’t suit her after all, this
protess mosily hoppens by mutual consent, on o friendly basis

=> At Buurtzorg, when one person has last the trust of the team:
o the teom tries fo find 0 mutvally ogreeable solution
o If that deesn’t work out, the group calls the regional conch or an externai facilitator to mediate
o If no ogreement cun he found, the team members can ask Jos the Blok {founder) to mediate
o Inthe rare tases where even that fuils, they con ask Jos the Blok 1o put on end to the persen's contrad
{legally, ke is the only one whe can do so)

v © UnivProf. Dr. Sabine Kdszegi HRM & Lecdership 203

Incentive & Compensation Systems

(riterin of woge differemtintion, wage
schemes and wage types & the story ohout
what really motivates us

#7845 © Univ.Prof. Or. Subine Kiszegi HRM & Lecdership 204



Problem Definition

o What is it that makes certain jobs aftractive for certain workers, and
continually motivates them to perform well?

= Should the woges depend on work performance or should there he o
fixed wage rate?

e How should the performance be mensured??

e Does a performunce based remuneration ensure that employees pursue
right goals?, do the right things?

e What are compensation components beyond money?

e How can we find out what — other than money — motivates the
individual employee?

Source: Woltl/Lozesr 2001

1o © UnivProf, Dr, Subine Kiiszegi HRM & Lendership 205

Salaries in Top- and Flop-Industries 2016

WO 0 ~ O U1 B W M —

<

Source: StapStone Gehaltsieport for Germany, 2034
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Entry Salaries in different Disciplines 2016

=

e
. i
-

= : :
. e
: o |

7
i

.
- e
A i 9

Source: StepSione Geholiszeport for Germany, 2016

1ve: © Univ,Prod, Dr. Sabine Kiiszegi
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293100 34.200,-
Junior Engineer — Akademiker 27 39.200,- 46.200,~

53900, 66.700,—

182.700,~

o) oty
ey [y o S X

Technischer Geschiftsfilhrer

Senior Engineer 34
Projektleiter 38 63500~ 77.800,-
Leiter Produktion 45 o 316.400,‘"

Ut @ UnivProf. Dr. Sabine Kiszegi

HRM & leadership
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TOP Universities in Germany and Entry Salaries

FUR INGENIEURWISSENS CHAFTEN FOR INFORMATIONSTECHNOLOGIE
1
2
3
4
5
6
7
8
9
10
s © Univrof. Dr. Sabire Kidszegi HRM & Leadesship  20%

Enfry salaries (2012)

Entry Salaries depending on degree and company size

50000
45000
&
B
a
= 10090
E
¢
-l
35000
30000 - S el i
<10 3)-99 100-999 1000-5000 > 5000
Bachelor 34725 17003 10056 42635 43084
# Master 36745 19630 43467 44238 45542
@ Diploma 36176 39365 43096 14493 45620

http:/fwww.zukx.de/orientierung fgeld/gehalt/einstiegsgehaiter-fur-ingenieure/
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Graduates JKU &
Gender

¥#712 © UnivProf. Dr. Subine Koszegi

Saurce: hita:/fwww.studivm. ot feinstisgsqehalt-ckademiker, Havember 2014
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IT Industry Salaries depending on Function

Wi :
Entry Salory ih Pruf-essmnui Leadership Positien
Experience
Marketing 38.753 65.284 96.682
Consulting 57.047 69.109 98.640
Software Development 45.183 55.208 80.640
Sales 30.771 53.053 130.619
Total Fixed  Performance based
Sales 83.833 56.423 11%
Marketing 45.284 54.745 16% Survey 2006
. 25,000
Projectmanager 53.429 48.903 8% employees
Projectleader 85.853 68.989 20% ofs2
companies
Junior consultent 42.881 40.297 % Stddeutiche o, M
Senior consyltant 98.640 79.313 0% 20
Software development 45.183 43.445 4%
Softwore development leadership 100.752 79.441 1%

171285 © Univ.Prof, Dr. Sabine K5szeqi

Personnel Economics Approach

HRH & Leadership

 Utility maximization |

People always choose
those alternatives that
maximize their own
benefit concerning
personal preferences

KT © Univ.Prof. D, Sobine Kiszeqi

People strictly follow their
own interests, even if it is
to the defriment of others
{"self-interest seeking with
guite” Williamsan)

People fry to make the
best possible decisions

hased on their

{incomplete} information

availohle.

HEM & Leodership
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Homo economicus

Homo Economicus and the self-sobotaging brain

Source; wwwiinierest.co.nz

17345 © Univ.Prof. Dr. Sahine Koszegi HRM & Leadership 215

Homo economicus

Work causes suffering {Arbeiisieid)
There is u trade-off between feisure and work (income)

Leisure and income enter ¢ person’s utility function;
indifference curves show the same level of utility

(substitutahilily) Indifference curves

work incoms
{tonsumption)

Individuals odjest wark and reclized income 5o as fo

equote the marginet rote of substitution between
leisure and production of raal ouiput to his

marginal rate of substitution in consumption.

hours leisure

Goal: Create Incentive Systems end poyment schemas that moximize both of the some time, the
employee's and ihe ergunizetion’s profit

ik © UnivProf. Dr. Sabine Kiszegi HRM & Leadership 214



Principal Agent Theory

Principal
(employer

Compensaotion

qg)

Activity ¢

Agent

(employee) Particularly relevant for designing orgenizational
incentive programs & performonce measurement

it @ UnivProf. br. Sabine Kiszeqi HRM & Leadership N7

Agency Theory

°  Rational {optimizing) behavior of economic uctors (principal and agent)
*  Agent: suffers from work - trade off hetween compensation and effort

= The principal anticipates the agent's behavior and designs a compensation

system that maximises his own profit

° Participation constraint: taking the context info account

IFii: © Univ.Prof, Dr. Sobine Kdszegs HRM & Leadership 218



Agency Model

a Level of activity of the ogent
gfa) Profit function

g Compensation function

voal Utility function of the ugent

Optimization Problem:

Target function of the principal max g(a*) — o{g(a*))
(onstraints:
Agent maximizes her utility u(a*, ¢{g{o*))) = max v {g, {g{a)))
Participation constraint u{o*(g{o*)) = v,
WTiEE: © UnivProf. r. Subine Kiszegi HRM & Leadership 219

Net Success for the Principal

Profit g (a)
Compensation

t(g(a)

Net-profit

Activity

1R @ UnivProf. Ds. Sabine Kdszegi HRM & Lecdership 220



Indifference Curves and Optimization

Compensation ¢
3

Compensation

Effort (:fJEﬁViT\,’) a

#1425 © UnivProf. Dr. Sohine Koszegi HRM & Leadership 721

Variable und fixed Compensation

Compensofion ¢

b

Yarigble Compensotion

Variahle Compensotion
with fixed ground solary

Efferi o

1tic: © UnivProf. O, Sehine Kiszeni HRM & Lendership 222



Payment Schemes

1aisz © UnivProf. Dr. Sabine Koszegi

Wage forms

Pey differentiation according to
joh requirements (ussumed normal performence);
7 use of work uppraisal procedures

Equal pay for 2qual
| work

Pay differentiction according fo performonce

Equal poy for equal
differentes; use of piece-work wages & piece- Aentpayioreq

performance
rale wages, bonuses

Pay differentiotion according to ouicome
arosperity; Porometers: revenue, profit, husiness
J value, strategy, efc.

Equol poy for equal
strceess

Pay differentiation accerding to skills
suman capitof}
Parometers: skill profiles;

Equal poy for equal
guelifictions

Pay differertiation aecording 1o orgonizational
i affiliation, hierorchicol positian or status: e.g.

Equel pay for equal
leyalty

i senierity

HRM & Leodership 223

Prerequisite: mensurability, cotegorization, influence on performance

Puymment besed Poyment based on~ Poyment hosed on time & Based ona growp of  (Direct) participation in
on working time oufput odditional bonuses for employees carporafe success
= input specific results (maney,
benefits in kind, or special
leave)

. Flexitime « pure / with minimem } Bonuses e.g. for « Group piece work »  Profit

«  Shift work woge + guontity » group banuses « Options

. Homework « fime- / money- + quality « Shares

+ Tele working piece-work « furnover .

« ustemer

1538 © UnivProf. Dr. Sabine Kiszeqi

sofisfaction
« meeling deadlines

HRM & Leodership 224



Hourly Wage: Time Wage vs. Piece Wage

" Payment based on output:
135 .
B Assumes a relotion hetween performunce
I fevel and resulting quantity obtained per
05 unit time
£ a2
o> =
2 B
]
7.5
5
6,5
]
55 . - R
K Time-piece-work = finishing below
Poe TR 8o mom s standard times leads to payment
pesfh
Money-piece-work = Fixed amount of
meney for certain piece of wark multiplied
by number (output)
7L © UnivProf. Dr. Schine Kiszegi HRM & Leadership 225

Unit Production Cost: Time- vs. Piece Wage

1.6
1.5

1,4 \
1.3

1.2 \

1.1 AN

: N Timevage

N N\ Piece wage

0,9

uait production costs

0,8

0,7

T~

0,6
—

5 6 7 8 9 10 11 12 13 14 15
pes/h

0,5

For piecework, the risk of fluctuations in performance is passed on to employees!

k¥1 © UnivProf. Br. Sabine Kgszegi HRM & Lendership 226




Piece Wage With Minimum Wage

19,5
19
18,5 \\
18 \
i7.5 \
17 \
16,5
16
15,5 \

15
14,5 \\
14
13,5

13 \\
12,5

12

11,5
11 N\

pcs/h

#9115 © UnivProf. Dr. Sabine Kiszegi HRM & Leadershin 227

Example: Safelite Glass Corporation

Safelite = lorgest cor windows instoller in the US

= Up o 1994: salary bosed on haurly rate

* From 1994 onwards: salary linked to output (number of windows installed)

*  Performance Pay Plon: compensotion hased on output with minimum guorantee of § 11 (=3 more
able individuals can work harder without penalizing less able individuals)

*  Sophisticated eccountancy system

Resuits:

»Increose of productivity (from 2.7 units per day to 3.24 units per day)

= Lessfluctuation (before 50% of preductive individuals left)

* Increase of actual poy

* = incentive effect: effort increnses

= sorling effect: average quality of workforce increnses (ottraciion of productive individuals)

Possible problems:
= Incrense in wage is higher than productivity
*  Measurement of in- & sutput is expensive

¢ Quality problems (mare reparation) Goribald 208, .17

#v1:4 © UnivProf. Or. Sobine Kdszegi HRM & Leodership 228



Performance-Based Pay Differentiation

Empirical findings

—  show litile effect of performance-based pay differentiation on
market success (Winter, 2000; Murphy, 1999)

Reasons
[;’jfipzlr} —  Overdetermination
(complexity of influencing factors on success)
Compensation, —  Crowding out phenomenon
clg) i SRS (Frey / Osterloh, 2000)
—  High incentives also in uncertoin environments
Attivity o {controdicts Principal Agent Theory, see Prendergast
Fgent
2000/2004)
1LY © Univ.Prof. Dr. Subine Kiiszegl HRM & Lendership 229

Reasons for Fixed Wages

e legal restrictions or according to collective agreements
e Risk distribution

> Measurement problems and costs

e Efficiency wages

°  Career options (ossociated with wages based on seniority)

Prohlems in determining the level of remuneration

*  Pay gap between executive pay and employee remunerotion:
fack of o functioning market mechanism

°  National economic wage rate: distribution of value added hetween
employees and employers

s @ UnivProf. Dr, Sobine Kiszegi ERM & Leadership 730



Non-Monetary Incentives & Cafeteria System

@

Benefits in kind, consumption benefits

-]

Use of gronts

Additional services

¥ @ UnivProf, Dr. Sabire Koszegi

Consulting, benking and insurance services

Individualization of
compensation
Every employee has the possibility to

select from different compensation
components within a given budget

HRM & Lendership 231
Motivation
{ Source: http://www.youtube.com/ASA
aUTSTANDING . hatps:ffww.youluhe.comfwarch?v=uhXAPnufilc
: «“*MONE‘-' Is A MATWVATOR
19
d 1, FACT  propip
ly 4TT IF \'00 wonT
THAT LTINS MonU!m:D PAY Peo
%S WopKk ﬁ'lh'gao'}"nus
LK GETS MORE PR
D, IT REQUIRES OFF THE
PTUAL , CREATIVE T TAGLE
The surprising treth obout what motivates us: =2 Autonomy
=> Mostery
=> Purpose
honetary rewards only wark for simple tosks but not for complex tasks
#1s: © UnivProd, Br, Schine Kiszeqi HRM & Leadership 232



Purpose at Buurtzorg

“In my perspective, the wihole nation of compelition is idiotic. Ii really makes no sense. You Iry to figure out how you can
hes! ergonize things fo provide best core. If you then shore the knowledge and the information, things will change more

quitkly”
of Laloux 2014, p.195
=» Purpose of core is not fo inject medications or change o bandage, hut it is to help people

have rich, meaningful, and suvtonomous lives, to whatever degree is possible (cf.
Laloux, p.200)

=> There is no written purpose in the form of o mission stafement, but Jos de Blok and
others talk about purpose all the time, they find thai keeping it orol keeps it alive, and
prevents it from becoming constraining = it allows the purpose to be evolutionary,
to keep evolving {Laloux, p. 200f)

> Jos de Blok has documented and published Buurtzorg's revolutionary ways of operating
in great detail, to invite competition to imitate him. What matters is patients living
a healthy, autonomous and meaningful life.

172 © UnivProf. Dr. Sabine Kiszegi HRM: & Lendership

Summary

Basic requirements on payment systems:

Reasonable & transparent

The performance indicators defining compensation elements must be
ohservable ond assigned to certain individuals or feams.

The definition of performance indicators has to be rule-hased and reasonable.

Wolff & Lazear, 2001

K © Univ.Prof. Or. Sahine K§szegi HRM & Leodership 234



Leadership & Motivation

Trait, behavioral ,
situational & interactien theories,
myths of leadership

#etis © UnivProf. Dr. Subine Kiszegi HRM & Leudership 235

Challenge

#

/}3
b

o

Drie 4 B

©EET T Mats Sorves Sor A 1ighEs rarat 21

1 attended the leadership conference.
Nowr U'm folfowing everything they recommended.”

15t © UnivProf. Br. Sobine Kiszegi HRM & Lendership 236



Group A:

*  What are the characteristics of the BEST lenders / managers you know / you have worked
with?

Group B:

*  What are the characteristics of the WORST leaders / managers you know / you have
worked with?

1971222 © Univ.Prof. Dr. Sabine Kiszegt HRM & Leadership 237

Terms Associated with Leadership

confrontation culiivation mentorin ) I
. L orgenization . ! planning ~ coordination
offection  troining toaching foadi
: _ - o eading
exultation 9eniLSs  enthusiasm image subordination
dedication model
inspiration - ronk success
cci oura P heroine management
nardissism . o
charizmo authority superiority ovard
STaF struggle i
gg proficienty I
pover conirol . conditioning reach goals
enfoercement ie@dershlp punishment
potency commitment tompetence
L conflict resolution will
deminance integrity feam work et noals
acting motivetion .
power of persuasion seduction

communication responsibility

GOVEINARE  yyshing through ‘ L
character justice dedision instruction  moral
R energy
Initiative resoluieness
homesty self gssurance ethics

Muapted from Heuberger 2002, 5. 72
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Leaders who fail are. ...

*  Insensitive towards others, infimidofing and tyrannizing

«  (old, distanced and orrogant

*  Inclined to obuse the trust of others

«  Overambitious

*  Choracterized by specific performance problems

*  Unabie to delegote and work in teams

*  Unable fo hire effedtive staff

*  Unoble to think strategically

*  Unable o adjust to o superviser with different leadership style
*  Sirongly depend on g spensor or mentor

{hese negative choracteristics are also shown by successful feaders,
but are not perceived gs refevant.
Only when the situation changes, the characteristic is interpreted differently.

HatLadl, Lomhardo & Morrison, 1938

I © Univ.Prof. Dr. Subine Kiszegi HAM & Lendesship 239

Role Expectations and Conflicts

infre-erganizotional extro-orgunizationsl

collengues supervisors

grganization,
staffs, spedialists,

hodies, commitiees,

social valves, norms

contacts with external
stokeholders

reles, regulations, —> Role (Job)
processes,
norms,
organizational climate fomily
works council subordinates free time & friends

05 3 3 o 0 0 0. v 0 v O

Adopted ram Neuberger 2002, p 320
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Manager-Employee Relationship

Organizational
role expectofions

4¥1E © UnivProf. Br. Subine Kiszegi

Busic assumptions about human nature

rational dimension

social dimension

human dimension

cultural dimension

palitical dimension

7z © UnivProf, Dz, Sabine Kiszegi

1. The potronized employee
2. Economic man {rotional men)

3. Social Mon

4. Self-actualizing/Complex Man

5. Sense-making Man

6. Generation Y/Millenials

Organizetionul
role expectations

HRM & Leadership

until about 1900

aboui 1968-1930

obout 1930-1950

from about 1950

frem about 1980

from ahout 1990

HRM & feodership
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Leadership Theories

Trait theories

Behavioral theories

.Leadership:is.grounded in'the person of the

ldealistic behavier of successful leaders

{e.: Weber's ideul typical leadership siyles; - L
‘Munagerial Grid: tusk vs. reluTlnnshtp arlemutlu
“Basiciden uf fumen noture: rotionol mon’

Eonhngency Theorles

Interactive theories

Symbolic leadership

“Reciprocal interpersonal relutions hetween |

Superwsors m‘e surrounded by symhnhze& P

7122 © UnivProf. Dr. Sabine Kiszegi

Trait Approach

i © UnivProf. Or. Sobine Kiszeai

. - .v:f'-'[harisniulic.leﬁdérship

\/Breut Mun Thearles

. -"VTrmts_(herednury'-' hysuul memul,persu

HRM & Leadership

of Ihe Iender are; essentml for munugerlu

EEESS

: Z.:_::\/Newer uyprumhes rn Trunsformnimnul

Ieudershlp

i '_(us o_ppqsedro ffuﬁsfqr_linnu! leadership}. ..

* v Gains importence panEtu]urly in risis situations

Selection of google pictures search: ,tharismatic leaders”

HRM & Leogdership



Criticism on Great Man Theory

*  [ender hiosed

*  Empirically o great variety
of traits —
sometimes contradictory
results.

> Designed statically, excludes
the behavior of the leader.

e Negleds the interaction
hetween [eader and
employees.

e Leadership situation is not
considered.

117152 © UnivProf. Dr. Sabine Kiszegi

Behavioral Theories

Herta Firnberg
{First Science Minister in Ausiria)

hung San Suu Kyi (Rurmase apposition pofitinian,
Rattonol League for Demotroty)

"Fncus on Behavmr'
_ieudership hustwo E]lmensmns

[nn:ern far Penple

[nncern fur Tnsk

ngh resull in huth dtmensmns s+
considered as ideal leadership siyle

(riticism:
=» One-hest-way leadership style?
=> In every situation?

#11: © Univ.Prof. Dr. Sohine Koszegi
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Managerial Grid
from Blake and Mouton. 1954
High
4
Samanagamant
G ahenuon i Tha rend mk bégmplishmint ig ol
:of jraple 2, Tar m.lsfyang
- 8§
3
B
“
&3 :
é b:ﬁsncing thi'; a:ussﬂy Toget pia’
g otk vl malnfaising maraks cf
o puup!s a2 s:lsshctaly loved 1707
3
{npouerfal :E Managenen) ) Amho"'y Obe lience E:
i Inppueniv el e Efiziency in aperations results
2 Exedion of minimum el to gat fom sianging conditions of war
1equited work done, 35 appropriate A 3 kW 1hat h
1o gustain arganizatin - gh in syt ?‘?Y 4 uman)
" membsrship : slerments apterfare 10 8 mmimum
- dagren
Low
1 2 3 L H & ¥ 8
Low Concem for Preduttion High
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Mc Gregors Theory

Theory X
gssumes that

Employees ...

. Dislike working
- Avoid responsihility ond need to be directed

. Have 1o bie controlled, forced, and
threatened to delivar what's needed.

. Need to he supervised ot every step, with
controls put in pluce

- Need to be enticed to praduce results;
otherwise they have no ombition or
incentive fo work

Theary Y
gssumes that

Employses ...

. Take responsibility and ars motivated to
fulfill the gouls they ure given

. Seek end eecept responsibility ond do net
need much direction

. Consider work us a nuturol pari of life ond
solve work grablems imoginatively

* Want to contribute fo the orgunization’
TGN

Monagers' perceptions influence how subordinates behave! Self fulfilling prophecy!

i¥1235 © Univ.Prof. Dr. Sabine Kiszegi

Contingency Theories

Situntional Leadership Theory (Hersey &
Blanchard)

Effemveness of Ieudershtp style depends an !he mnlurny (reu:'.ness)

-0

v Mutumy o twe dlmensmns e

HRM & Leadership

f_Iheemploynes[ fu!luwerdavainpmant[avel) .:_;:.

' ::: [uh mntumy [ubtlliy ln mpe wnh 1he|ui:

k) ;
i psychologuul maturity (mnnvuhon 8. self tunf:dence)
-1 PRI . .
2 R 4sty]es
= Ll nm‘hnmurlun lendershlp style (duemng),
£ .
E -* Integrating management style {couchmg), _
. pﬁ:ticiyu!ive monagement style (supporting),
» the delegation style {delegoting)
Developed i Developing Criticism:

=» Con monogers orbitrorily odapt the style of leadership?
= Regurdiess of other conditions, like mission, values system,

Deveiopmaat Leval of Folipwars gruﬂp structure Ef(.?

17347 © UnivProf. Dr. Sohine Xiszeg

[Fodler, Kirckler, 7002)

HRM & Lewdership
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Interactive Theories

Leader-memher exchunge theory (LMX Theory) ' V'[eqders pre_f'eﬁr"sbrﬁé érﬁpidyéés over

'omfeﬁ"_ﬁﬁ:d::c'r'eﬁie'in:"-'g:n_a'ups_qnd oot

> The followers' charucteristics (e.g. gender)
are driving the leoders' choices about in-
vs. out-group stafus!

=> Self-fulfilling prophecy (Mc. Gregors Theory
Xend Y}

nales

with i_ﬁ-grm}[ﬁfs:fﬁth__s'_hu'\'f:e :

': ::rdi

- higher performance ratings, -+ .

turnaver & greafer satisfuction -

ore cmzensh |p heh uvmrs

Trust High interactions Formu! relations
r h 4 | |

1 | 4
Subordinare | |fCSuberdinare | | Subordinaie
CipnDiE RO S

Subordinote Subrdmul‘e :sijpgr.d:iﬁut'e'.

¥4 © UnivProf. Dr. Sabine Kdszeqi HRM & Lenderskip

Symholic leaders use story telling ...

Anthropologists centend that 70 percent of everything we learn is through stories!l
Michael Margolis 2659

Those who do not huve the power over the story thut dominates their lives — the pewer to retell it,
rethink it, deconstruct it, joke about it, and change it us time changes — fruly are powerless, becouse
they cunnat think new thoughts.

Solman Rushdje

1T3if © UnivProf. Dr. Schine Kiszeqi HRE & Leodership



Symbolic Leadership (1/2)

=  Symbolic Munagement 1

seping focts os symbals
Facts are
Behavior %% Effects " Reality Symbols 9 | Meaning 9UTes_y b ohavior
for whom? for whem?
identical with Reference to
itself samething efse

Symbolic Monagement 2 <
mking symbols to facs

fiopted from Nesberger, 2002, p. 651

1) @ Univ.Prof. Dr. Sabine Kiszegi HRM & Lendership 251

Wy

Symholic Leadership (2/2)

\

Symbolized Leadership
Symbolizing Leadership

Leadeiship substitutes:

leodership L.eadership oction: specifie

Symbolized Symbalizing

is emhedded i routines, N A lender
- Leadership Leadership )
techniques, bekavior creates ar chunges
metheds, systems, arfefacls, ete. renlity

Adupled from Neuberge:, 2002, 1995 f
lnge Winkler Symbolic Leadership 2009
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Leadership Myths — Postmodern Approach

Rationality myth: “We are ratienal”
suggests, that monegers are rational decision
makers and decide with their best knowledge;
ohscures thet decision processes are often irrotionod
or hased on emotional or political rensons,

Meritocracy myth: “The best will win”
Suggests meritocratic principles; obscuras the foct
that in mony coses careers are dependent on
oppoitunistic tactics, komophile networks or chonce.

Family myth “We are all in the same hoat”
sugpests the concern ohout the well-being of oll
insteud egoistic motives of maonagement and
owners; silences imbalance of power und seff-
interest

1w © UnivProf. O, Sabine Kiszegi

Leadership at Buurtzorg

Myths = imogery ond ombiguous
statemenis with need for
interpretotion ond with o claim to
be true;

refleds reality not
comprehensively but rather one-
sidled or selertive.

o
I

... more myths:

*  “The manager has
everything under control”

*  “Everything is possible”

*  "The fous is on people”

Neuberger, 2001, p. 100

HRM & Lendership

There is no hierarchy at Buurizorg, and there are no leaders or managers!

o Regional conches support regional teams but do not make any decisions for the

teams.

o Any person in the organization can make any decision by using the ADVICE
PROCESS: Before o decision is made, that person must seek advice from all affected
parfies and people with expertise on the matter. The persan is no obligation to
integrate every piece of advice but it needs to e taken into serious consideration.

o Decisions that affect more feams ore discussed using internal I(T (blog etc.)

© los de Blok, the founder, is lso adhering to the ndvice process!

Will leadership be ohsolete in the future?

11 © UnivProf. Dr. Scbine Kdszegi
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Challenges in HRM

Work place hullying, gender
equality & management of
diversity, work-life-integration,
new ways of working, efc.

wvrzi © UnivProf, Dr. Sabine Kiszegi HRM & Leodership 255

Work Place Bullying: The Case of Leif

Leif worked in @ lorge factery in Norwoy. His job, 0s o repoirman, was to keep the mechine pork up and running, He wus o skilled
worker on high wages. He came originclly from Senmark ond his workmates often mode fun of him as he speke Norwegien with o
Danish aceent.

This happened so often that his personal relations became seriously disturbed — ke hecome iscloted. On one accosion he became so
irritoted thot ke thumped the toble with his fist and demanded an end to olf further jokes about his accent. From thoi peint, things
became warse. His workinates intensified ond widened she range of their "jokes.” One of these was te send him to machines whith
didn't need repairing. In this way Leif gradually guined the reputation af being "The Mod Done." At the heginaing, meny workers ond
foremen did not kaow that his sudden appenrances were the results of "Jokes." His socinl contoct network broke down, and mare
ond more workmaotes joined in the hunt. Wherever he oppecred, jokes end tounts flew eround.

His feeling of aggression grew und this drew the ntteation of management. They got the impression that it wes Leif's faull and that
he was o low-performance worker (which he grodually becanre). He wos cdmonished. His anxiety increvsed and he developed
psychosomatic problems and hod to take sick leeve. His employers regssigred him to [ess skilled work without even discussing his
problems; this Leif experienced os unjust. Be considered himself o be blomeless.

The situation grodunlly developed inta she of serious psychosamatic diserders ond longer pericds af sick leave. leif tould not keep
his job, nor could he get another ene, os his medical history could be ondy too deurly seen in his job noplicotions. There was nowhere
in society where ke could turn for help. He hecaime totally unemployable — an outcast. One of the irenies of this case is that Leif had
previously beew employed by a number of companies where he hod performed well, hod been o good workmate ond hod baen given
gaod references by his employers.
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Workplace Bullying (Mobhing)

E.g. subtle socinl exclusion, withholding of
information, gossiping, denigration, joking,
physicol assaults, ete:

- Exposure to aggressive and hostile,

et Leyimomn 1990, Sain 7003, Einarsen'ef 0. 20117, 5 0L

171 © UnivProf. Dr. Sabine Kiszegi HRM & Leadership 257

Types of Conflict

°  Task conflict
relates to the content and goals of the

reveal problems

work
°  Process conflict orevent stimutate
stagnation & CONFLICTS > interestand
relates fo how the work gets done solifcation curiosiy

trigger changes

°  Relotionship conflict
focuses on interpersonal relationships T T
A in personslity in society
(most dysfunctional)

Robbins, ludge & Campell, 2610, p, 461
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Conflicts in Groups

Perception
*  Differences in interests, apinions,
beliefs ar values
= Focus on seporating issves Concifintory
geslures ore interpreled as deception
= behavior is peresived one-sided and

distorted.
Tusk reference
= Reduced cooperation Attitode
*+  Task is no longer perceived os o jeint * Trust dacreases, distrust is growing.
goal *  Covert ond overt hostility
*  Hembers try resolve problems *  Muteal support diminishes
individuelly 10 avoid exploitation *  Inereasing willingness fo expleit, fo
expnse, fo disparage others.
Communication

* communi¢otien is not open and honest

+ Informution is insufficient or
deliberntely misleading.

*  Use of threats ond pressure instead of
ogen discussion

Churactesistics according to Deutsch, 1974
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Escalation of Conflicts

»  Glask's Escalation Model: WP Bullying set in
end of phase 2

*  Escalation into a ,wider social arena” (group
level, monagement efc) leads to increased
perceived power imbolance

> denial, stigmutization and victim-blaming of
the target (see case of Leif )

*  Fear of osfracism, ignorance and revenge:
rarely (official} complaints

= end: often voluntary exit/expulsion of target
{and witnesses!)

Einorsen et ol. 2011, Glust 2010, Royrer 2005
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Glasl‘s Model of Conflict Escalation

4 h'd N T VAN
1 2
Hordening Bebates and
polemics
Ditference aver Peberitmlion in
some issoe of 1biaking, decling
frestrdtion is 0 eed wazting
selationship
Elack-white
Foued poritians Thigkiny
Commaai-etion i Tedtics: gesi-
siif) dased o rafiosal,
rruheelily
Fetbal force
Grawing distrust,

semse of inseausly
and lass al cantrol

batp:ffervewmeciale.com/farticlesjordan.cim
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Risk Factors for Workplace Bullying

*  Multi-cousal phenomenan (personalily and environment cheracteristics)

*  Tendency to privatize” problem and neglect possible organizations sources/mediators of
{highly escaluted) conflicts!

¢ Bullying needs to find an organizationa] culture where it can be ncted out
*  Possible structural and culiural risk factors:

¥" Work organization {role ambiguities, rale conflicts, role overloads)

v Leadership style (oo authariterioa or too luissez faire)

v lob stressors {level of autonomy, control over results, high workloads etc ), task
interdependendes

v" Lack of job descriptions und intransparent rewurd and promotion systems

Bryenizatienal chonge
Agervold 2004, 2067; Motelaers et al. 2011, Houge ef 0. 2011
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HR Intervention — The Event Hierarchy

= Most targets voice their complaints, hut are often ignored -> further escalation

=3 Often HR invalved only in infervention und failure zone (formal complaints)

=> Early intervention und resolution is criticall

17125 © UnivProf. Dr. Sabine Kiszegi

Informal enquiry by farget of bullying

Bmi.hehuviar by others and orgonizatio

Legal redress by farget of bullying
Formal complaint by turget of bullying

Informal complaint by target of bullyin

Rayser 2 Dﬂx

Coping with Conflict

inter olia:

* Immediate atlions

*  Generdl plan

= Speciol plon for the

«  next step

= Preporotion of
particular conflict
ireafment strotegies

iieka: © UnivProf. Or. Sohine Kiiszegi

Interventions:

¢ Negofintion

= Process consultetion
»  Moderation

°  Medietion

> Arbitration

HRH & Leadership

inter aliv;
*  Deepen
e {onsolidate

* infernalize
* ipstitutionalize

adapted from filasl, 2002, p. 449

HRA 2 Lendership
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o

Third Party Intervention

Sloge Intervention sequence

Distussion ‘ Copilintion’
{Interests) si

Polrizotion
{Relationship)

Segregufion
(Basic Heeds)

Destruction
{Survival}

hdopted From Fisher,
in: Keashly {2011)
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Communication

.The traffic fights ore green!”

The traffic lighis ere green.

Lamin o rush! GET GOING!

Schulz von Thun "four-sides-model”
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Values Conflict Balance
Conflict about christmas present for kids: € 350 for wooden toy blecks

I T .
P s haalit

-, Synergy “~

Jhrifty generaus
rofiziigi s
“ J.SPﬂerﬂ) o 95]/

stingy wastedul
{qaizig) [verschwenderisch)
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Gender Equality

Like en |
onlyicheaper.

hat morniag, the boss had brought
in a device capable of doing
the work of 10 men - 2 woman.

Source: hitp:/fihepsedymbooks.tiles.wordpress.tom;2009/01 /zqualpay-linolipg
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Equal Treatment Act

d In the public sector (Federal Constitution Article 7 {2))

— government, states and municipalities are commifted to genuine equality between men ond
women. Measures te promate fuctoal equality between women ond men - in particular by
removing existing inequalities - are uctually allowed.

— relative quota system: usually formulated in such « woy that with equal qualifications
the female candidate is to be preferred to the male candidate until ¢ women quota of X per
cent is reached in the respective body.

v Private sector (in compliance with EU directives)
— Joh postings are sirictly required fo be non-diseriminatory

— direct discrimination:
Example: In an orgenization, different tasks are regularly assigned to men than to women
hecause women handle these apparently betier (stereotyping).

— indirect discrimination:
Example: In an organization, part-time workers are exclrded from leadership positions. Since
in this company particulorly women work as part-time workers, mostly women are therehy
disadvantaged in terms of career epportunities then men, whe ere infended as full-time
employees for leadership positions.

17142 © linivPraf. 9. Sabine Kiszeqi HRM & Leadership

Glass Ceiling

Burrier that keeps minorities and women from rising
to the upper positions of the corporate ludder

© Original Anigl
Reproduction rights obtainable from
werw, CartoonStoeck.com

e =
“LNAT You NAVE To UNBERFFANEMS. TUTUS, |5 ({guL' GLASS
CEILIrG- 1S MYy GLASS FLOOR.Y

1735 © Univ.Prof. 9r. Subine Kiszeyi HRM & Leadership
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Glass Ceiling

®  Opportunity:
- expectations about the future affect commilment and dedication

- men have more opportunities to demanstrate skills and compefencies and have
mare opportunities for promotion, get more froining, are on career paths that lead
directly to the top

° Power:
- opportunity to get resources and to build up reputation

- by tasks / pasitions that are visible ond strotegic as well as by
influential mentors

° Majority / minority (tokenism):

- "Homo-social reproduction”: the majority of people with similar characteristics
dominates and influences the business culture. They feet comfortable with each other
and tend o give only likely-minded people a chance

- the mojority stereotypes the minority and does not address its needs
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Glass Cliff

Women ure (ver-Represented in Precarious Leadership Positions

There has been much reseurch toncermng the barriers women face in |

trying te climb the :urpornte lodder, with ewdence suggesting thet they |

typically confront a “gluss tetlmg whnle men are more fikely 10 benefit

from a “gless escelofor”. ' .

But what happens when women dn uchleve Eeudershlp roles? | (GriGiER T i craw O e G
And what sorts of positions are they given? While womenore LMD | e | e ST THE suonun
now achieving more high prﬁfilé positians, they are mare likely than
men to find themselves on a ““glass cliff™, such that their positions
ure risky or precarious. In an erchivai study the performance of W 3
FTSE 100 companies were examined before and after the : : e
appeintment of ¢ male or female bourd member. The siudy revealed : ﬂ@} I
that during a period of overall stock-market decline those compunies
who appointed women to their boards were mare likely to have
experienced consistently bad perfermance in the preceding five months
than those who appeinted men. These results expose an ndditional,
lorgely invisible, hurdle that women need 1o avercome in the
workploce. ..

Ryan & Haslam, 2005
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Glass Cliff

Archivul study investigated the shore price perfermance of FTSE 100 companies on the London
Stock Exchange both immediaiely hefore and ofter the uppointment
of o male or female board member

. 10
Relative
performonce of
the \
organization A
(%) / N .
Smonths % 4 months 3 monifls 2munth{ 1\M Appdinted 1 month 2 months
v T oW PIROF. L L pror post post
) \ // Ryan & Hoslom, 200§
-10 -
(Appointment Appointed
announced)
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Effects of Tokenism (1/2)

°  Increased atfention:
— Incrensed work pressure on wemen

— Assessment on two levels: how do women perform management tosks and
despite of their tasks how do female managers live their feminine side

» Response strafegies: over-fulfillment of expectations
or trying to make themselves socially invisible

*  Contrast (polarization and exaggeration):

— [Exaggeration of the prevailing culture, pressure, end constant demonstration of
the diversity often leads fo iselation of wemen

» Response strafegies: uccepting isolation or trying to hecome insider und proving
loyalty {und possibly even take up o position agninst other women).

Kunter, 1993
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Effects of Tokenism (2/2)

°  Stereotyping (assimilotion)
— Imprisonment in the role stereotypes:
* lron Lady (the tough career woman)
° Mother (nourishes & supports, but is not critical),
e Little sister (mascot & cheerleader)

* Seduciress (still maiden-like, must be protected by men with
higher stafus)

> Response strategies: withdrawal from social relationships or
resignation from fighting ngainst the stereotypes

Konter, 1993
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Measures Against Discrimination

. Cultural level
— Commitment of fop monagement to equal freatment

— Muondatory workshops for ll employees with the goal to create awareness for “gender
dynamics” {prejudices end different perception)

. Structural fevel
— The monagers are held responsible for implementing the meusures of
this initiotive
— Regulor reports and evaluation of the offices concerning success, benchmarking and
remuneration bused on achieving the targets

— Screening and evaluntion of the ussignmenf pracess {allecotion to prajects) for prejudices
and gender-specific segmentation

— Flexible werk arrangements for all employees

— Company policy without gender discrimingtion ("No-Nepotism Rule”)
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