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Chapter 8: Managing Human Resources and Labor Relations


Section 8.1 Achieving High Performance through Human Resources Management

	Title
	Source
	Length
	Slides

	Human Resource Planning
	YouTube: Alanis Business Academy
	12:40
	7, 8



Synopsis: How does Job Analysis, Job Description and Job Specification relate to HR Planning and Forecasting?  

Video 1: https://www.youtube.com/watch?v=L_aiqSRL-j8

After reviewing the material about HR Planning and Job Analysis and Design found in Section 8.1, watch the linked video, paying particular attention to the key differences between Job Analysis, Job Description and Job Specification, as explained in the Section and the video.  Which one of these would be the recommended place to start in order to ensure having the right people with the right skills in the right job?

How does Job Analysis, Job Description and Job Specification relate to HR Planning and Forecasting? Can Human Resource professionals complete a Job Analysis, Job Description or Job Specification without an accurate forecast?  

What would be the challenges to making an accurate forecast of the future needs of an organization?  Would you think certain industries, organizations or even geographic areas might have an easier planning experience than others?  What might a manager or business owner do to be better prepared to predict the potential demand and supply for workers at their company?

Section 8.3 Employee Selection

	Title
	Source
	Length
	Slides

	Zappos is a weird company- and it's happy that way
	YouTube: PBS Newshour
	10:02
	13, 14



Synopsis: What are some standard and more atypical methods of selecting employees who have the best potential for success at an organization?

Video 2: https://youtu.be/5mknIg_Abfw

Zappos was offered in the video selections from Section 7.3 because of this organization’s unique approach to teamwork, which they call holacracy. They also have a rather atypical manner of selecting employees, too.

View the Zappos is a weird company -- and it's happy that way video and scroll forward to 2:16. Here a staff member named Tyler Williams explains that since he heard the Zappos “was more difficult to get into than Harvard”, he created the “video valentine” shown as a way to increase the chances of being selected to work at Zappos. As you will note from this video, one of the interview questions shared by Williams asked him to rate himself on a scale of 1-10 for “weirdness”.   

Apparently both the video valentine strategy and his interview response of “10” worked since Williams was the Chief Fun Officer at the time this video was filmed.  This has probably not been your experience for any job you may have applied for, or that experience of anybody that you know.  So, what likelihood would you give to other organizations adopting the approach used by Zappos to recruit and select employees? Is there any kind of situation where this selection technique would be a better “fit” than others?

Section 8.6 Employee Compensation and Benefits

	Title
	Source
	Length
	Slides

	Alicia's Story
	YouTube: W. L. Gore & Associates
	1:36
	22, 23, and 24

	Susi's Story
	YouTube: W. L. Gore & Associates
	1:37
	

	Mark's Story
	YouTube: W. L. Gore & Associates
	1:23
	



Synopsis: How can employee compensation and benefits be used for competitive advantage?

Video 3: https://www.youtube.com/watch?v=McyrmG4zitI&feature=emb_logo

Video 4: https://youtu.be/w5efQsf9RbE
Video 5: https://youtu.be/Klbxn8dW5GY

In 2020, W.L. Gore earned a spot for the 21st time on Fortune Magazine’s list of 100 Best Companies to Work For.  You can check out that announcement here: https://www.gore.com/news-events/press-release/gore-named-to-fortune-100-best-list-2020.  

View all three of the interviews with current Gore employees, and review Section 8.6. 
 
Besides winning a place on Fortune’s Best Companies list, Gore is known for both an unusual organizational structure and a very unique approach to employee compensation.  The part that is very different at Gore is the way they handle internal raises and promotions.  Co-workers on the same team rank each other based on contributions to the company for the year. Team members may provide comments explaining why they ranked a co-worker that way, as well as identify strengths or suggest areas for improvement of the associates they rank. This information is then used for determining raises. (Source: Lepak & MGowan, Human Resource Management, 3e, 2017, p. 403.)

This 2019 article from Inc Magazine discusses compensation as well as culture at Gore: https://www.inc.com/magazine/201905/deirdre-van-dyk/w-l-gore-goretex-eptfe-waterproof-material-medical-device-technology.html	

After your complete your research, think about these two questions:
1. What are the pros and cons of this method of evaluation and compensation? 
2.  Especially after viewing the videos, would you want to work for this W. L. Gore? Why or why not? 
Section 8.9 Legal Environment of Human Resources and Labor Relations

	Title
	Source
	Length
	Slides

	CNN to pay 76M in Record Backpay Settlement
	YouTube: Newsdotlaw
	51
	35, 36



Synopsis: How does the legal environment of managing employees affect the culture and ultimate success of an organization?

Video 5: https://www.youtube.com/watch?v=6MpOSqVD92g&feature=emb_logo

As described in Section 8.9, the NLRB (National Labor Relations Board), an agency of the federal government, was established to fight unfair labor practices on the part of employers.  The case against CNN from the video was settled in January 2020 and is part of the “largest monetary remedy” in history.  CNN agreed to pay $76 million in backpay as a result of the cable television network terminating the contracts of unionized camera operators in 2003.

In 2019, the NLRB began an investigation into Google possibly violating labor laws after it fired four employees. The agency also indicated it will also investigate whether Google discouraged employees from engaging in union activity. 

What might be the explanation for these are other large organizations getting into trouble with the NLRB for such violations?  Since as the Section discussed, conciliation and mediation are possible ways to resolve disputes, why would CNN, Google, and others, spend years in legal proceedings? 

Certainly, rules and regulations must be complex for all phases of human resource management and being up to date is essential.  What might you suggest to upper management if you were responsible for human resources in order to put into practice compliant policies to avoid the time and expense of litigation with the United States government?
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