Unit 4, only session
Strategy and Justice

The text argues for a new paradigm for HR, that of a strategic partner.  Too often HR is viewed as outside of the strategic plan.  The text argues for a new look at the way HR functions.  Rather than traditional duties, one should look at how HR impacts the bottom line.

As we have discussed, this is difficult.  Measuring the impact of HR is hard


1.  Much of the activity is indirect, eg. Providing a fair and just pay scale cannot be 
directly translated into outputs.


2.  People react differently to external motivators.


3.  Well trained, productive employees may quit for reasons not related to HR functions.


4.  HR works in harmony with line supervisors who may not act in a way that supports 
the HR activity

In addition, HR people can seem “needy.”  Line supervision may see an attempt to create an HR strategy as encroachment into their “turf.”  

HR does have functions that go beyond the traditional ones.  Reading  4.2 goes into some of these areas, and talks about ways in which HR can create a “strong climate.”  It addresses issues such as visibility, understandability, legitimacy of authority, relevance, etc.  
Let me look at one area in which HR often is not as involved as it should be:  The issue of fairness and justice.

HR is often the mediator of issues regarding fairness.  This can range from counseling employees to the handling of grievances, disputes and even law suits.   These are issues not well covered in your text.  

Equity Theory:

Individuals compare their job inputs and outcomes with those of others, and then respond to eliminate any inequities
Jane is hired in a job for $4550 a month and is satisfied.  She received a $200 a month raise, but is still unhappy because another employee is hired, fresh out of school for $4800 a month.  What does Jane do?
We are worried about “Justice.”  
There are several kinds of justice:

1.  Distributive justice.  Did I get my share of the pie?

2.  Procedural justice:  Was the way the pie was divided fair?

3.  Interactional justice:  Am I treated with dignity and respect in dividing the pie?

4.  Organizational justice:  Is the overall setting in which the pie is divided seen as fair?

Fairness is a question that is difficult to define.  Fairness does not refer to the needs of any specific individual—it is broader than any specific person.  

Are equal shares fair?  Not always.  Sometimes certain people DESERVE more than others.  The way in which this decision is made is procedural justice.

You can often forgive distributive and procedural justice flaws if you receive interactional justice.  

How do with treat Jane?   What kind of justice is she worried about?  Can this be resolved?

Pay compression.

Most people OVERESTIMATE their value, causing distributive justice problems.

How do we respond?  Our most common method is NEGOTIATION.  What is negotiation?  

Most bargaining is DISTRIBUTIVE or POSITIONAL bargaining.  They are the same.

Do Getting to Yes Powerpoint

Do Getting to Yes Exercise.

