
Activity 001
1. Compile notes on the innovative approaches to HRM. (20) 
Innovative approaches to HRM
· Self-managed work teams (see table ‘‘Reported successes of self-managed teams’’) 
– ‘’no-gos’’ for self-management teams 
– inter-organisational virtual organisation (characteristics) 
– success factors for virtual team leaders (see table ‘‘Practices of effective virtual team leaders’’) 
· Alternative workplace
– importance of virtual work 
– alternative workplace options (also see appendices 1A and 1B of chapter 1) 
– combination of different forms of the alternative workplace (see table ‘‘One company, two telecommuting arrangements’’)
·  e-HRM 
– stage I: information publishing – 
stage II: database inquiry 
– stage III: simple HR transactions 
– stage IV: complex HR transactions 
– stage V: HR workflow over the web 
· talent management 
– building blocks of talent 
– roles played by HRM department and HR professional 
– best practices (also see figure ‘‘The elements of talent management’’)

2. Discuss the different paradigms related to the contribution of HRM to company performance. (12) 

3. Discuss qualities of successful and unsuccessful leaders. (14) 
· Successful leader
· Balance concern for task efficiency, human relations and adaptive change
· Coaches employees on how to meet expectations
· Gets things done without creating adversarial relationships
· Develop intrapersonal and interpersonal competence
· Does an honest self-assessment
· Quickly gains trust and respect from customers
· Engage in transformational and charismatic behaviours
· Rewards hard work and dedication to excellence
· Gains commitment of others before implementing changes
· Think and act in more complex ways
· Understands higher management values and how they see things
· Recognises that every decision has conflicting interests and constituencies
· Overcome deficiencies that limit success
· Does not blame others or situations for their own mistakes
· Does not become paralysed or overwhelmed when facing action
· Seek a wide variety of leadership experiences
· Accepts change as positive
· Is willing to make a lateral move to gain valuable experience
· Unsuccessful leader
· Balance concern for task efficiency, human relations and adaptive change
· Is unable to deal firmly with loyal but incompetent employees
· Hires people with good technical skills but poor ability to work with others
· Develop intrapersonal and interpersonal competence
· Is emotionally volatile and unpredictable 
· Overestimates own abilities
· Engage in transformational and charismatic behaviours
· Fails to encourage and involve team members
· Orders people around rather that working to get them on board
· Think and act in more complex ways
· Is overwhelmed by complex tasks
· Prefers to work on day to day problems rather than long term strategies
· Overcome deficiencies that limit success
· Select people for a team who do not work well together
· Is self-promoting without the results to support it
· Seek a wide variety of leadership experiences
· Resist learning from other bad decisions or mistakes
· Chooses an overly narrow career path

Activity 002
1. Compile notes on the group models of leadership (12) 
The underlying purpose of these models is to empower others, not just managers. Therefore any employee can perform leadership functions, whether a manger or someone much lower down in the organisational hierarchy. 
· Cross functional teams: includes employees from each of the functional sub-units. Allow flexible, efficient deployment of personnel and resources to solve problems as these occur. As a result of the different backgrounds they are usually creative in generating various ideas and also in providing interesting solutions to problems. The negative aspects of this team are that it is not always possible to get the members to participate sufficiently and time consuming meetings may result. The possibility of role conflicts as a result of competing demands of team members.
· Self-managed teams: are normally responsible for producing a distinct product or service. They are responsible for setting their own performance goals and quality standards. Internal leadership role of these teams involves management responsibilities assigned to the team and shared by the group members. Group decisions about important issues can be made at any time and members may also assume responsibility for providing coordinating and direction for specific activities of the team.
· Executive teams: CEO shares power with the top management executive team. The advantage of this approach is that team members can compensate for weaknesses in the skills of the CEO. The advantages include the generation of more ideas, increased ownership of products, increased commitment and motivation, a wide range of views and perspectives. The quality of the team at executive level is critical because of the team’s leadership role as a model of appropriate behaviour. To lead the organisation successfully it must perform at least four leadership activities successfully. Governance-determining and monitoring the company identity and mission. Developing strategy- and choosing the best one are vital for the retention of the company’s sustained competitive advantage. Leading strategic change teams-these teams are responsible for driving critical business priorities and initiatives by means of generating innovative solutions for tough issues that strongly affect the organisations future position in the market place. Creating a high performance operating environment-that will support the successful implementation of the business strategy.

2. Compile notes on the organisational models of leadership. (28) 
· Transactional-based approach 
· Leaders characterised by contingent-reward and management-by-exception styles of leadership
· Lasts only as long as needs of both leader and follower satisfied by continuing change process 
· No relationship that binds leader and follower together in mutual/continuing pursuit of higher purpose
· Transformational-based approach
· Raises both leaders and followers to higher levels of motivation and morality with view to changing present situation by focusing on external environment 
· Four behavioural components: 
· Charisma – process through which leader arouse strong emotions in followers 
· Inspiration – behaviours such as articulating appealing vision 
· Intellectual stimulation – encourages followers to be creative in solving problems 
· Individual consideration – expressing appreciation for job well done
· Charismatic-based approach 
· Keep followers weak and dependent 
· Instil personal loyalty rather than commitment to ideals
· Non-business organisations such as religious or political movements
· Managerial-based approach
· Combination of transactional and traditional approaches with situational sensitivity 
· Enable manager to diagnose organisational situation, deploy appropriate leadership response
· Strategic-based approach 
· Persons ability to anticipate, envision, maintain flexibility, think strategically and work with others to initiate changes that will create viable future for organisation
· CEO‘s have to cease viewing leadership position as one with rank and title, position significant responsibility to range of stakeholders 
· Six key leadership practices: Determine company‘s purpose or vision, Exploit/maintain core competencies, Develop human intellectual capital, Sustain effective organisational culture, Emphasise ethical practices, Establish balanced organisational controls
· Institutional leadership  Critical during periods of discontinuous organisational change  Four different types of change: Tuning – incremental change, maintains/enhances fit between strategy and, organisation, Adaptation – takes place as result of external conditions and is reactive in nature, Reorientation – initiates changes as result of emerging environmental shift, redefining company‘s identity, vision, mission, Recreation – change all basic elements of organisational system to survive

3. Discuss the relationship between SHRM and strategic management and say why organisations need strategic HRM. (6) 
Strategic management is the planning of actions proactively before executing them this will help the organisation to achieve a competitive advantage. An organisation will be able to sustain its competitive advantage if strategic management is carried out on an ongoing basis (as the internal and external environment changes). The same goes for the HRM function it should also be managed strategically.
For an organisation to function effectively, it makes sense to link the strategic management and SHRM processes. This is usually not the case the essential relationship between the processes of strategic management and SHRM are often non-existent for a number of reasons: top managers do not perceive a need for a relationship, HR practitioners are perceived as personnel experts not experts in business, conflicts may exist between short term and long term HR needs.  According to Tichy companies are confronted by three problems technical, political and cultural. For organisations to be managed effectively and efficiently they need to manage these issues as an integrated whole.

4. Discuss the design of an HR strategy (15) 
· The four minimum components are:
· Mission statement or set of prioritised goals for the function and major sub functions
· Proposed organisation structure
· Programme portfolio to outline priorities and policies
· Budget to address issue of resource allocation

· The successful application of HR practices can only be achieved when management makes a commitment to its employees. Refer to Niniger’s suggestions for how this can be achieved: 
· Having clear understanding of all qualities of each employee, such as skills, knowledge, potential, aspirations, limitations Setting standards of performance that challenge each employee by ensuring this performance is attained
· Rewarding excellent employee performance in both material and non-material terms
· Planning properly for human resource needs
· Providing employees throughout organisations with opportunities for promotions/developing their job knowledge, skills, satisfaction
· Practising form of management that allows decision-making authority to be decentralised
· Being alert/receptive to new/productive developments in field of HRM
· Strategy = plan of action, including means and ends
· Two types of HR strategies 
· Organisational: Part of organisational or company strategy. Major impact throughout the organisation.
· Functional: narrowly focused and involved only with the strategic management of HR divisions or departments.

5. Briefly discuss what flexibility is. (3) 
The term flexibility can be defined as the ability of organisation to adapt to size, composition, responsiveness and cost of people to achieve organisational objectives. In the context of these dimensions a number of forms of flexibility have been identified. These forms are mutually exclusive.

6. Briefly differentiate between the nine (9) flexibility types. (27) 
· Functional flexibility – management‘s ability to deploy/redeploy particular sections of workforce on wide range of tasks in response to market demand as and when required
· Numerical flexibility – relating size of workforce to levels of economic activity easily and at short notice
· Work-time flexibility – adjusting quantity and timing of labour input without modifying number of employees
· Financial flexibility – compensation system designed to facilitate development of flexible patterns of work, in particular numerical and functional flexibility
· Procedural flexibility – concerned with establishment of consultative mechanisms for introducing changes/negotiating variations in work practices, primarily through changes in both legal and traditional practices covering employment
· Regulatory flexibility – encourage and facilitate establishment, development, relocation of enterprises through relaxation, amendment or exemption of public policy
· Mobility flexibility – change in nature of work, career change with same employer
· Cognitive flexibility – mental frame of reference required to perform effectively in job and level of cognitive skill required
· Organisational flexibility – structural response to development of flexible patterns of work

7. Discuss the checklist for readiness for flex work in an organisation. (20) 
· Policy – are specific policy/strategy approved and communicated by top management that endorse flex work as component of employment relationship?
· Employee commitment – how deeply are employees committed to success of organisations mission and to high achievement in own jobs?
· Management commitment – do actions of management as well as its communications to employees reinforce managements support for flex work?
· Workforce planning – how good is organisation at forecasting projects, deadlines, production quotas, workloads? How good is it at scheduling workforce needs, allocating resources?
· Technology – are information-technology and communication systems in place to support flex work in smooth, efficient, consistent ways?
· Training and orientation – how effective are training content and delivery mechanisms for meeting ongoing needs of flex workers?
· Teamwork – to what extent is work done in teams, sufficient coordination to ensure coverage and compensation for having team members on different schedules?
· Performance management – are methods for performance measurement, employee appraisal, staff development equivalent/identical for flex and other workers?.
· Communication and information dissemination – how effective are means, media, frequency of communication of everyday business information, processes robust enough to keep flex workers in the loop?
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Activity 003
1.1 As an HR consultant advise the Head of Accounting and Finance department at RJM on how recruitment and selection should be done. In your answer discuss the correct process of screening applicants and how a proper interview is done. (8)
In making selection decisions, HR practitioners must ensure that they treat all job applicants fairly. Selection practises include screening, the employment interview, and psychometric testing all of which can be viewed as strategic tools supporting business strategy.
Screening begins with the following:
· Job description: details about the jobs duties, responsibilities, working conditions and physical requirements.
· Job specification: describes the qualifications, skills, educational experience and physical attributes needed to successfully undertake the job. 
The screening out of unsuitable candidates must be done on the basis of job-relevant criteria for it to be considered fair.
The screening process:
· The employment interview: can vary in structure from unstructured to semi-structured to structured. Structured interviews standardise questions and process across interviews with different candidates. To avoid discrimination an organisation should use the following guidelines:
· Conduct the interview along professional lines
· A panel of interviewers who represent key organisational perspectives, including those of minority groups should conduct interviews
· All interviewers should be trained in areas of perceptual bias, discrimination, relevance of criteria, intrusive questioning, abuse of power and cultural differences
· Interviewers should be consistent to allow comparison between candidates
· Interviewers should not be used to assess abilities which can be more accurately assessed by other means.
· Psychometric testing is another screening and selection tool. The most common types measure ability and personality but also include drug testing, health screening, and genetic testing.

Activity 004
1. Discuss the steps involved in the implementation of an e-business strategy. (12)
E-business means that you are doing business digitally, which can include everything from buying and selling on the web to extranets that link a company to suppliers, intranets that enable an organisation to better manage its knowledge, enterprise resource planning systems that streamline an enterprise’s supply chain, electronic customer support and automated order tracking.

It implies that the overall business strategy redefines the old business models and uses digital media and network technology to optimise customer value delivery. It relies on internet-based computing which is the platform that supports the open flow of information between systems. It capitalises on an existing technology backbone consisting of front-end and back-end enterprise business systems, it makes effective use of component technology and interacts with customers via business portals established over the internet. Technology is used in this case both as the actual cause and also driver of business strategy. It is used not only to develop the product or the service but also to provide better choices to customers along with enhanced delivery options.

e-business strategy should answer the following questions:
•	What objectives of our business strategy can be digitally enabled?
•	Where does e-business (not just e-commerce) fit into our strategic priorities?
•	How will we ensure that the internet does not make our niche in the value chain obsolete?
•	How will we protect our customer base in the digital world?
•	How will e-business help us attract new customers in the markets our strategy has targeted?
•	How will we interface electronically with our customers? Our suppliers?  Ourselves?
•	What role will our website play? How will people find it?
•	How will we ensure that we have the systems and technological capabilities to implement this vision?
•	How will we ensure that we have the processes to implement it?
•	How will we ensure that we have the human capabilities to implement this vision?
•	What are the priorities among our digital initiatives?
•	What is our plan for making all of this happen?

To implement a successful e-business strategy it is crucial to:
· Gain top management support, this will help minimise delays in decision making when implanting the necessary changes and working across existing functional, geographical and company boundaries.
· Establish a cross-functional project team. Such a team will consolidate new ideas as well as coordinate and manage the efforts between the different parts of the organisation.
· Draw up a communication plan. A proper communication plan is necessary to indicate to the employees why the company is initiating the project, how it will be done, what the likely outcome will be and how those affected will be treated.
· Obtain their own budget this will ensure that a smooth transition takes place. The project team must have its own budget approved by top management.
· Create a transition plan, will enable the organisation to implement the e-business strategy successfully: acknowledging the way employees work will change and creating a transition plan covering new activities and jobs and so on.
· Evaluate the plan. Monitor the implemented e-strategy to determine the extent to which it achieves its objectives. 

2. Identify and discuss seven workplace changes of the twenty-first century and say how they are influencing HR. (21)
· The virtual organisation. Organisations use electronic technology to link their members at different work sites, members communicate via these systems. From an HRM point of view the virtual organisation also holds a number of challenges. For example, the way recruitment and career development have been approached in the past will change rapidly.
· The just in time workforce. The growth in temporary workers, just-in-time workers and the outsourcing of a large number of organisational functions has resulted in companies using more temporary workers. HR professionals utilising these types of workers will have to find new ways to motivate them as serious problems in performance and morale will occur. To overcome these problems, management and HR professionals will have to spend more time and money on providing training, giving such workers greater access to company information and a bigger role in decision-making. 
· The ascendancy of knowledge workers. The emerging knowledge worker in this new environment of work will be a unique individual whom the organisation must nurture to enable it to gain the competitive edge it desires.
· Computerised coaching and electronic monitoring. Easy control by managers over work employees perform may result in employees feeling manipulated and exploited, placing the relationship between them under great pressure. Employees will also become less dependent on managers for coaching, training and performance feedback resulting in the redesign of managers jobs.
· The growth of worker diversity. Managerial staff will come into contact with multicultural groups and will need to adapt to different work expectations and communication styles. HR professional will find it necessary to provide sensitivity training to help managers understand the needs and perspectives of different members in these work groups.
· The ageing workforce. Older workers are employed because of their experience and maturity. More flexible about taking part-time and odd-hour shifts. HR must arrange for younger mangers to be trained in managing teams and communications skills to enable them to extract the best efforts from older teams.
· The birth of the dynamic workforce. Over the next few years managerial performance will be based less on the ability to direct and coordinate work function and more on improving key work processes through innovative thinking on a continuous basis. 

3. Discuss change management under the following subtopics:
· The triggers to organisational change (8)
· Internal triggers to change
· Technology – the term ‘‘technology’’ can be used broadly here to refer to the use of new machinery and tools and the associated way work is designed in organisations to produce goods and services.
· Changing nature of customers – the needs of consumers’ change constantly necessitating new products and services.
· People – new HRM initiatives such as team-based working arrangements necessitate the retraining and multiskilling of employees. 
· Administrative structures – the restructuring of administrative processes and the redefining of authority relationships must be undertaken to accommodate new work practices.
· External triggers to change
· Political – government laws and regulations can have an impact on an organisation, for example employment laws, pricing regulations.
· Economic – no business functions in isolation and economic growth, interest rates and the level of unemployment can have an impact on the way business is conducted. The internationalisation of business can also have a major impact on how business is conducted. Social – organisations consist of people and changes in their lifestyle can have an impact on how they are managed. Other issues of importance here are the population growth, age distribution of the population and also leisure interests. 
· Technology – the rate of technological developments can also have an impact on organisations, for example the computerisation of business processes.
· The barriers to organisational change (8)
Individuals and organisations are not inherently resistant to change. They only put up barriers when they perceive the change to be threatening. They therefore react to the threat and not the change. Whether change will be perceived as threatening or not, will depend on the way it is introduced. Common barriers to change can be rooted in three main areas, namely:
· In the organisation system (structure, policies, procedures etc.)
· Leadership/management (philosophies, capabilities and actions)
· The human dimension

There are a number of common barriers in each of these three areas. Refer to the table
‘‘Common barriers to change’’ for a detailed list.
· failure to understand the problem
· the solution is disliked because an alternative is preferred
· a feeling that the proposed solution will not work
· the change has unacceptable personal costs
· rewards are not sufficient
· fear of being unable to cope with the new situation
· the change threatens to destroy existing social arrangements
· sources of influence and control will be eroded
· new values and practices are repellent
· the willingness to change is low
· management’s motives for change are considered suspicious
· other interests are more highly valued than the new proposals
· the change will reduce power and career opportunities
· The important steps in the process of change (9)
The strategic organisational change framework addresses three questions, namely:
· Where are we now?  This question can be answered by doing two things, firstly, to continuously assess the external environment and secondly to understand the present state of the organisation, for example to identify what is working well and what is not.
·  What do we need to change? The various dimensions from strategy to leadership to structure can each reveal an array of possible changes which may be pursued. Once a range of possible alternatives are generated we can evaluate each one to find the most optimal path for change.
· How will we implement these changes and build in dynamism? This question addresses the issue of implementation. Here we must try and do everything from ensuring the necessary resources and commitment to navigating the political dynamics of the organisation. 

4. Case Study: Themba is an older employee who has been recently appointed at Ebenezer Civil Engineers. He commands respect in the area of Civil Engineering because of his experience, he boasts of his participation in the building of South Africa’s stadiums in preparation for the 2010 world cup. Dambuza a young supervisor at Ebenezer Civil Engineers is not sure how to supervise Themba as he is highly experienced and staff members have a lot of respect for him, he feels an older employee like Themba should not have been employed.
· Discuss at least two reasons that could have made Ebenezer Civil Engineers to resort into hiring an older employee like Themba. (2)
With the lack of skills in numerous areas, older workers are again being employed because of their experience and maturity. These workers are also more flexible about taking part-time and odd-hour shifts than younger workers. However, the implications would be that younger managers may find themselves threatened when managing older staff. In this situation, HR managers must arrange for these managers to undergo training in managing teams and communication skills to enable them to extract the best efforts from older teams.
· What do you suggest HR management must do to make sure Dambuza is able to supervise an experienced employee like Themba? (2)

Extra Questions/Discussion Activities/Assignment
1. Question 1.1 Discuss the concept of the “broad maximal view of corporate responsibility” and relate to the faculty’s assistance of the Department of Small Business Development. The broad maximal view of corporate responsibility (CR) obliges corporations to take on maximal duties (duties of beneficence) of CR (1). According to this view, a corporation’s responsibilities include shaping society and solving social problems caused wholly or in part by the organisation (1). The maximal account of social responsibility is based on the argument that corporations are powerful institutional members of society, which places an obligation on them to use their social power for good (1). The maximal view is also based on an understanding that corporate citizenship, like individual citizenship, involves civic duties and responsibilities, duties of gratitude for the benefits corporations receive from society and the responsibility to contribute positively to society (1). Relating this concept to the case study, we find the following: the business school’s involvement in assisting the Department of Small Business Development is in line with the broad maximal view of CR (1) because by so doing, it would be using its power as an institution of higher learning for good ends (1). Furthermore, assisting the Department of Small Business Development is in line with shaping and solving societal problems like unemployment and business failures. (1) It would also assist new entrepreneurs who enter the business field without the requisite knowledge to run new businesses and franchises (1).
2. Do you think HR has a role in corporate governance? If there is, what is it? Discuss. Corporate governance refers to the politics, practises and mechanisms that shareholders, executive managers and boards of directors use to manage themselves and fulfil their responsibilities to stakeholders, including investors. The traditional HRM activities of recruitment and selection, training and development, performance management and remuneration have a critical role to play in the development and maintenance of good corporate-governance practices. This not only applies to boards of directors, but also to improving shareholder values through the development of human capital and upholding a company’s responsibilities to stakeholders, in particular its employees. As Mervyn King notes, ‘‘good human resource management is imperative for good governance’’. HRM also has an important role to play in providing objective recruitment and selection processes for independent and diverse board members, providing orientation training and ongoing development opportunities for the board, and assessing the board’s performance for both independent oversight and effectiveness. HRM also has an important role in leading and advising remuneration committees about competitive, fair and equitable remuneration for directors as well as succession planning. In addition to a base salary, remuneration packages for directors typically include bonuses, share options and retirement benefits. Remuneration committees may also assist in the determination and review of remuneration packages. The monitoring and measurement of board performance is related to remuneration. Performance appraisals require that performance indicators be identified. Such indicators should include financial and non-financial metrics. For example, in addition to a company’s share price, performance measures could include such things as compliance with regulations and standards, transparency, leadership, shaping long term strategy and balancing the interests of different stakeholders. The governance of risk is another area where human resources can make an important contribution, particularly in expanding a board’s understanding of risk to include human capital risks. The SABPP proposes that people risks include corporate culture, talent shortages, retention, incompetence, employee performance, unethical behaviour, low morale, grievances, disputes, absenteeism, employee wellness, sabotage, harassment and non-compliance with codes and laws. Finally, it is important to consider an HR governance role, not an HR compliance role. Students can consider the implications of the statement from SABPP that ‘‘[P]progressive HR directors and managers will become HR governors true high-level professionals who connect HR with the board’’
3. Which ideas support the use of a cross-functional team by the dean? Motivate your answer with good reasons. The intention is to gather people from various functional subunits and levels (1) to make sure there is improvement in coordination of activities and consensus in decision-making (1). The idea is for these teams to assist in solving organisational problems as they occur (1). The different backgrounds of the cross-functional team members bring creativity in generating ideas and solutions to the problems of the organisation (1). The cross-functional team is important for the business school because the changes it would implement need the support of all units and subunits of the organisation (1). The team members’ different backgrounds would be useful in assisting the business school in its growth strategy (1). The team members would be able to craft a growth and a development strategy to ensure that the business school can attract more students (1).
4. What cheaper approaches to expatriation would you recommend BBY use? More cost-effective ways could include employing expatriates on local terms and conditions (1). BBY could also use third-country nationals; these are individuals who are neither from the headquarter nor from the host country (1). BBY could also recruit certain people specifically for short-term assignments instead of sending people to occupy positions permanently (1). The company could also use the international commuter method, where a manager/employee may live at home, which is in another country, during the weekend and travel to the country where they work every Monday, returning home every Friday (1). ICT could be used, for example video-conferencing, e-mail and Skype (1). The most cost-effective option would be to hire local people who have the necessary expertise (1).
5. Would you say BBY is embracing a talent mind-set? Substantiate your answer with good reasons. BBY is embracing a talent mind-set – the CEO says the company is able to obtain and retain exceptional talent (1) because every manager at BBY is involved in and accountable for talent management (1). BBY invests real money in talent management (1) – a talent-focused mind-set is instilled in every employee and manager in the organisation (1). Another important factor, is BBY’s attractive and powerful EVP (1).
6. Can you elaborate on the reasons why EVP could be a compelling advertisement for BBY in its pursuit of new talent? An EVP is everything an employee experiences within an organisation, including intrinsic and extrinsic satisfaction, values and culture (1). A great EVP strikes a fine balance between tangible rewards received by employees (e.g. compensation and benefits) (1) but also intangible rewards (e.g. interesting and meaningful projects to work on, supportive company culture, flexible working hours) (1). BBY’s EVP is compelling enough to convince a prospective employee to work for the company, because its EVP covers very important areas like career development through its opportunities for learning and development opportunities (1), its work environment is safe and friendly (1), and it has a culture of autonomy and flexibility (1). In terms of benefits, it provides employees with a gymnasium and a salon (1).
7. What inferences can you make on the use of ageing, just-in-time and diverse workforces by BBY Australia? The use of an ageing workforce can be a challenged for young managers who are likely to feel threatened by older workers’ experience and skills (1), however, training young managers in communication will assist them to handle the management of older workers (1). Just-in-time workers are temporary workers who become useful to the organisation when there is a demand (1), however, because of their temporary status and their employment contract it is difficult to motivate them. They cannot be motivated through traditional methods of promotion, merit increases or profit sharing – managers have to give them training and bigger roles in decision-making as a way of motivating them (1). The diverse workforce will require HR managers to provide sensitivity training to employees and managers alike (1); this will help managers to understand the needs and perspectives of different members in these groups (1).
8. Score Cards 
· To activate the balanced scorecard, managers must translate the company goals relating to the four perspectives into specific measures that reflect the factors that really matter. 
· Customer perspective. The question that can be asked about customer perspective is: how do customers see us? 
· Internal perspective. The question that can be asked about the issue of an internal perspective is: what must we excel at? 
· Innovation and learning perspective. The question that can be asked about the innovation and learning perspective is: can we continue to improve and create value? 
· Financial perspective. The question that can be asked about the financial perspective is: how do we look at shareholders or how do our shareholders see us?
· Compiling the Balanced Scorecard. A team approach will have to be followed. This process cannot be the responsibility of one person only; it should at least involve a balanced scorecard team. The question that should be asked is: what will this team look like? Members of top management will be important stakeholders in the team. This group is vital as they can influence change brought about by this process at the very top of the organisation. Besides this group the higher the level of people you can assemble from across the business units in an organisation, the better. The advantages of this approach are obvious: with rank come experience and knowledge, credibility, and the ability to interact with the most senior executives at regular intervals. Besides senior representatives from the different business units in an organisation, senior members from support groups such as human resources finance and information technology (IT) will also be necessary. According to Niven conflict is at the essence of balanced scorecard development and thus one trait all team members must possess will have to be the ability to work comfortably in an atmosphere of conflict. As every team needs a leader, the balanced scorecard process is no exception, and in the case of this team the person can be called the balanced scorecard champion. The responsibilities of this person will include scheduling meetings, tracking results, ensuring the distribution of materials, interacting with top management and providing guidance on tough issues. Thus, the compilation of the balanced scorecard team is a very important part of its execution.
· Implementing the Balanced Scorecard. The strength of the balanced scorecard is that it provides a simple conceptual and  diagnostic tool to ensure that companies utilise the right processes and people to drive customer and business performance – the goal of any company striving to gain a sustained competitive advantage 
Once the process of compiling the balanced scorecard has been completed, the scorecard must be implemented, that is, cascaded down into the organisation to all the levels. However, this process is not that simple – employees in the organisation in many cases may never have heard of the term ‘‘balanced scorecard’’, and they may also not have a working knowledge of the scorecard. Thus, for successful implementation some staff training needs to be undertaken. One way of doing this is by making some articles on the topic available to the staff. The employees can then attend an information session. These sessions can address issues such as the origins of the scorecard, the four perspectives and the implementation principles. Thus proper communication between everybody is absolutely essential. No scorecard can work without linking it to the budget of the company. Linking the employees’ pay to performance will also play an important role. Once implemented, it is important to hold the first review of the balanced scorecard results within 60 days. Thereafter scorecard results must be reviewed and discussed frequently throughout the organisation to achieve long-term success. From the above discussion it is clear that using the balanced scorecard has a number of advantages, namely
· It brings together many of the competitive elements, for example, becoming customer oriented, improving quality and emphasising teamwork.
· It guards against the underutilisation of assets by allowing management to see whether the improvement in one area took place at the expense of another area.
· The HR Scorecard. According to Becker, Huselid and Ulrich the benefits of the HR scorecard includes the following: 
· It reinforces the distinction between HR doables and HR deliverables. 
· It enables you to control costs and create value. 
· It measures leading indicators. 
· It assesses HR’s contribution to strategy implementation and ultimately, to the ‘‘bottom line’’. . It lets HR professionals effectively manage their strategic responsibilities. 
· It encourages flexibility and change.
· How does the HR Scorecard work? The HR scorecard helps to integrate human resources into the organisational performance management and measurement system by identifying the points of intersection between human resources and the organisation’s strategy – in other words, strategic HR deliverables. These are strategic HR outcomes that enable the execution of the organisation’s strategy. The deliverables come in two categories: performance drivers and enablers. HR performance drivers are core people-related capabilities or assets such as employee productivity or employee satisfaction. It is important to note that there is actually no single correct set of performance drivers. Each company custom-identifies its own set based on its unique characteristics and the requirements of its strategy implementation process. Enablers reinforce performance drivers. For example, if a company identifies employee productivity as a core performance driver, then reskilling might be an enabler. However, it is important that you should not only consider HR-focused enablers in your company (those that influence the more central HR performance drivers), but also how specific HR enablers reinforce performance drivers in the operations, customer and financial segments of the organisation.
· Four major dimensions in the HR scorecard can be identified 
· the key human resource deliverables that will leverage human resources’ role in your company’s overall strategy (e.g. the extent to which employees’ behaviours change in ways that make a real difference to the business) 
· the high-performance work system (e.g. the key HR policies and practices that must be in place and implemented well to achieve the organisation’s strategy) 
· the extent to which that system is aligned with the company strategy (e.g. the extent to which the HR practices that you deploy are internally consistent and not working at cross purposes, and are really the right ones to drive organisational strategy) 
· the efficiency with which the deliverable are generated (e.g. the extent to which you are efficient in delivering HR services to the organisation)
· The attributes of a successful HR scorecard include 
· investment in HR systems 
· hiring HR employees with the required competencies 
· communicating the scorecard throughout the organisation 
· weaving the HR results into reward and recognition systems
· The Workforce Scorecard’’.  After implementing the balanced scorecard and the HR scorecard in numerous organisations around the world, the authors Mark Huselid, Brian Becker and Richard Beatty, soon noticed in their dealings with these organisations that something was missing in this process. They realised that it was not the activity that counts, but the impact of the activity on organisational outcomes that meant the most to companies. They believe that companies need a business strategy and a strategy for the HR function, but also a workforce strategy. These strategies are operationalised in the balanced scorecard, the HR scorecard and the new proposed workforce scorecard respectively. Hence the workforce scorecard is a crucial lever in the strategy execution process in companies.
· The composition of the Workforce Scorecard points out that workforce investments should help execute strategy through the components of workforce mind-set and culture, workforce competencies and workforce behaviours. These components become the link between strategy, HR investments and the workforce, which lead to workforce success (refer to the figure ‘‘Managing human capital to execute strategy’’). The components of the workforce scorecard are:
· Workforce success. This is the most important dimension of the workforce scorecard because it captures the ‘‘bottom line’’ of the workforce performance. These are the measures that reflect how well the workforce has contributed to the execution of the company’s strategy. Typical measures here include: the number and quality of customer complaints, the number of new distributors and the response time for customer inquiries.
· Workforce mind-set and culture .The question in this area is two-fold, namely does the workforce understand the company strategy, and does the culture in the organisation support the execution of this strategy? Organisations create norms and expectations that the workforce needs to understand. This creates the culture of the organisation which ultimately shapes employee behaviour. This culture can consequently be measured and assessed in terms of its impact on the company’s strategic success. Typical measures to use here can include: the extent to which the company strategy is clearly and widely understood, the extent to which the average employee can describe the company’s HR strategy and the extent to which employees take pride in working for the company.
· Workforce competencies. The question in this area is: does the workforce have the skills it needs to execute the strategy? The competencies represent the knowledge, skills and ability each employee possesses, and can also be measured and monitored. Typical measures here include: the effectiveness of information sharing among departments, exposure of cross functional job experiences and the extent of organisation learning.
· Leadership and workforce behaviours. The question in this area is: are the employees consistently behaving in a way that will lead to the achievement of the company’s strategic objectives? Leaders and employees must behave in ways that are consistent with the strategy for it to be executed. These behaviours can be defined and measured to ensure that leaders and employees do what the strategy suggests needs to be done. Typical measures here are: effectiveness in dealing with poor performers, percentage of employees making suggestions and per cent retention of core competency workforces.
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