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LECTURE 1-2
Introduction

1. What is Human Resource Management?

Human Resource Management (HRM) is the strategic and coherent approach to the effective and efficient
management of people in organizations, encompassing recruitment, selection, training, development,
performance management, compensation, and maintaining productive labor relations.

HRM treats employees as a valuable **resource** that needs to be acquired, developed, motivated, and
retained rather than just a cost to be minimized. In modern organizations, HRM is also a strategic partner that
supports long-term competitiveness and adaptation to change.

Typical HRM activities include:

- Human resource planning and job analysis.

- Recruitment, selection, and placement of employees.

- Training, development, and career management.

- Performance appraisal and feedback.

- Compensation and benefits management.

- Employee relations and conflict management.

- Labor relations and compliance with employment laws.
- Workforce planning and organizational design.

2. Evolution from Personnel Management to HRM

Historically, the management of employees began as "personnel administration,” mainly concerned with
record-keeping, wages, and basic compliance with labour law. From the 1980s onwards, this evolved into
strategic HRM, which aligns people management with organizational strategy and performance.

Key stages in this evolution:

- Classical and scientific management: focus on efficiency, control, and task specialization.

- Human Relations Movement: recognition of social needs, motivation, and group dynamics at work.
- Contemporary HRM: integration of HR policies with strategy, culture, innovation, and technology.

3. Importance of HRM in Organizations

HRM is important because organizational success depends largely on the skills, motivation, and behaviour of
people. Effective HRM practices can improve productivity, quality, innovation, employee satisfaction, and
retention.

HRM also helps organizations:

- Comply with labour law and avoid legal problems.

- Build a positive work climate and organizational culture.



- Manage change, such as technological transformation or restructuring.
- Support innovation and competitive advantage through people development.

Part 2: Organization, Scientific Management, and Human Relations
1. Organization: Formal and Informal Structures

An organization is a coordinated social system where people work together to achieve common goals. The
formal organization is the official structure defined by charts, job descriptions, rules, and procedures.

Formal organization Informal organization
- Official hierarchy and reporting lines - Personal relationships and social networks
- Written rules and standard procedures - Informal leaders and influencers
- Job descriptions and role definitions - Unwritten norms and group culture
- Authority distribution - Spontaneous communication channels
- Organizational charts and structure - Social coalitions and interest group

Both formal and informal structures strongly influence behaviour, motivation, and performance at work. An
effective organization leverages both.

2. Steps in the Organizational Process

The organizational process generally includes:

1. Division of work: into jobs and tasks.

2. Departmentalization: grouping jobs into units or departments.
3. Defining authority and responsibility: at each level.

4. Coordination of activities: between units.

5. Control and feedback : to ensure objectives are met.

This process provides the framework within which HRM operates, for example by defining job roles,
reporting lines, and communication flows.

3. Principles of Organization

Some classical principles of organization include:
e Unity of command: each employee should have one direct supervisor.
Span of control: number of subordinates under one manager should be limited (typically 3-7 people).
Division of labour: specialization increases efficiency.
Delegation: assigning authority and responsibility to lower levels.
Accountability: being answerable for assigned responsibilities.

These principles aim to create order and efficiency but must be adapted to context, culture, and technology.
Modern organizations often combine hierarchy with more flexible, team-based structures.

4. from Taylorism to human relation

Scientific Management, developed by Frederick Taylor, focuses on analyzing and standardizing work to
maximize efficiency, Key elements include:

- Time and motion studies to analyze and optimize each task.

- Standardized methods and procedures for all jobs.



- Detailed supervision and control mechanisms.
- Monetary incentives linked to productivity.
- Careful selection and training of workers for specific jobs.

View of the worker:

In Scientific Management, the worker is mainly seen as an economic being motivated by pay and controlled
by precise procedures and close supervision. Management defines the “one best way" to do each task, and
workers are expected to follow instructions precisely.

The Human Relations Movement emerged partly from the Hawthorne experiments conducted at Western
Electric in the 1920s and 1930s. These studies showed that attention to workers, group relations, and
communication could improve motivation and productivity beyond purely physical or monetary factors.

Main contributions of Human Relations Movement:

- Workers are social beings with needs for recognition, belonging, and participation.
- Informal groups and leadership strongly affect behaviour.

- Two-way communication and involvement increase satisfaction and performance.
- Managers should focus on creating supportive work environments.

- Attention to human factors can improve both productivity and morale.

5. HRM and New Forms of Work

Today, HRM must respond to flexible work arrangements (telework, part-time, project work), globalization,
and digital technologies, These changes affect recruitment, performance management, work—life balance, and
labour relations. New work forms include:

Telework and remote work arrangements
Part-time and flexible hour positions
Project-based and contract work

Gig economy and independent contractors
Cross-functional and virtual teams
Compressed work weeks and job sharing

HR Challenges:

- Maintaining organizational culture in dispersed teams

- Performance evaluation across different work arrangements
- Ensuring compliance and labor rights protections

- Developing continuous skills in changing environments

- Managing work-life balance and employee well-being

HR professionals now manage diverse teams, virtual collaboration, and continuous skill development to keep
organizations competitive. They must also consider ethical issues, data privacy, and sustainable employment
practices.



LECTURE 3: Authority and Power in Organizations

In organizations, authority and power determine who makes decisions, how they are applied, and how people
respond, Understanding these concepts is essential for managing people, resolving conflicts, and designing
effective structures.

I. Authority: Formal Right to Decide

Definition of Authority
Authority is the formal right, given by the organization, to make decisions, give orders, and allocate resources.
It is linked to a position in the hierarchy and is usually described in organizational charts and job descriptions.

Characteristics of Authority:

- It is legitimate, meaning that subordinates accept it as appropriate because it comes from recognized rules or
norms.

- With authority comes responsibility and accountability for the results of decisions and the actions of
subordinates.

- It is formalized and institutionalized, making it more stable and accepted than informal power.

- It is typically associated with job titles and positions in the organizational structure.

Types of Authority (Weber):

Max Weber distinguished between three types of authority:

1. **Traditional authority:** based on customs and traditions, as in family businesses or monarchies.
2. **Charismatic authority:** based on personal qualities and inspiration, such as visionary leaders.
3. **Rational-legal authority:** based on formal rules and laws, typical of modern bureaucracies.

2. Power: Capacity to Influence

A. Definition of Power
Power is the broader capacity of a person or group to influence others' behaviour, decisions, or attitudes, with
or without formal authority. Someone may have power because of position, expertise, personality, or control
of information.

B. Bases of Power:

French and Raven identified several bases of power:

1. Legitimate power: comes from a formal position in the organization.

2. Reward power: ability to give or withhold rewards (pay, promotion, recognition).
3. Coercive power: ability to impose sanctions or penalties.

4. Expert power: based on knowledge, expertise, or special skills.

5. Referent power: rooted in charisma, respect, or personal attributes.

Key difference from Authority:

Unlike authority, power does not require formal legitimacy. Someone may have significant power through
expertise, access to information, or personal relationships, without holding a formal position.

Centralization and Decentralization
1. Centralization

In centralized systems, most important decisions are taken at higher levels of the organization, This can lead
to strong control and uniform policies but may slow down responses and limit local initiative.



Advantages of centralization: Disadvantages

-Strong control and consistency - Slow decision-making

- Clear decision-making authority - Limited local flexibility

- Easier implementation of uniform policies - Reduced motivation at lower levels
- Reduced duplication of effort - May miss local opportunities

2. Decentralization

In decentralized systems, authority is delegated to lower levels or local units to make decisions closer to the
operational level. This can increase flexibility, motivation, and innovation, but requires competent managers
and good coordination.

Advantages of centralization: Disadvantages
- Faster decisions and responses - Difficult to ensure consistency
- Increased employee motivation and ownership - Requires highly trained managers
- Better use of local knowledge - May lead to inefficiency through duplication
- Support for innovation - Coordination challenges

Most organizations combine centralized strategic decisions with decentralized operational decisions, HRM
supports this balance by:

- Defining responsibilities clearly

- Developing managers' decision-making skills

- Designing performance systems that fit the structure

- Ensuring communication and coordination between levels

Line Authority and Staff Authority
1. Line Authority

Line authority is the direct authority over the core activities of the organization, such as production, sales, or
service delivery. Line managers are responsible for achieving results and managing the employees in their
units. Line authority flows vertically from top management down to front-line supervisors and workers.

Characteristics of line managers:

- Direct responsibility for organizational results
- Authority over operational decisions

- Management of direct reports and teams

- Accountability for performance outcomes

2. Staff (Advisory) Authority

Staff authority belongs to departments like HR, finance, legal, or IT, which provide advice, expertise, and
support. Staff units usually do not give direct orders to line employees but can influence policies, standards,



and procedures. In some cases, functional authority is given to staff specialists to set standards that line units
must follow.

HRM as a Staff Function

The HR department is typically a staff function that advises line managers on recruitment, training, evaluation,
and labour relations. HR provides expertise and recommendations but line managers make final decisions about
their employees.

Relationship between line and staff:

- Line managers implement HR policies with their direct reports

- HR advises on best practices and legal compliance

- Both work together to achieve organizational goals

- Effective cooperation ensures HR policies are both sound and practical



LECTURE 4
Theories and Approaches in Human Resource Management

Understanding the key theories and approaches in HRM helps explain how managers can effectively motivate,
lead, and develop employees. Over time, several models have emerged to explain the relationship between
individuals and organizations. This lecture introduces four major theoretical approaches that continue to guide
HR practices today.

I. Transactional or Social Exchange Approach

The transactional (or social exchange) theory views the employment relationship as a mutual exchange between
employer and employee.

- The employee contributes labour, skills, time, and commitment.
- The employer provides pay, benefits, recognition, and opportunities for development.

Human interaction at work depends on reciprocity: people are motivated when their efforts are rewarded fairly
and equitably. This idea forms the basis of reward systems, performance appraisal, and compensation practices
in HRM.

The Psychological Contract

Beyond formal employment contracts, employees hold psychological expectations about fairness, trust, and
recognition. These unspoken expectations include:

- Fair payment for work done

- Recognition and appreciation

- Opportunities for development

- Safe and respectful treatment

- Job security (in some contexts)

If these expectations are respected, motivation and commitment increase. When they are violated, trust declines
and employees may disengage or leave.

Criticism

The transactional approach can reduce the employment relationship to purely material terms if it ignores
intrinsic motivation, purpose, meaning, and social needs. Over-reliance on monetary rewards may not sustain
long-term engagement.

I1. Participative Democracy Approach

This approach emphasizes that employees should take part in organizational decisions that affect their work. It
is rooted in the belief that more participation leads to higher satisfaction, stronger commitment, and better
performance.

A. Forms of Participation:
1. Consultative participation: workers share opinions and suggestions before managers make final decisions.
2. Delegated participation: authority is formally shared, allowing teams to make operational decisions.
3. Representative participation: involves elected representatives in committees, works councils, or boards.

B. Benefits of Participation:
- Builds a sense of belonging and responsibility
- Encourages creativity and innovation
- Improves communication and trust between management and staff
- Leads to better decisions through diverse input



- Increases acceptance of organizational decisions
- Supports employee development and learning

C. Challenges:
Participation can slow decision-making and may fail if:
- Employees are not adequately trained or informed
- Management does not genuinely support shared governance
- Participation is seen as tokenism without real influence
- Time constraints prevent adequate discussion
- Power imbalances prevent true dialogue

I11. Transformational Leadership Approach

Transformational leadership theory focuses on leaders who inspire followers to transcend self-interest and work
toward a collective vision. Unlike transactional managers who exchange rewards for performance,
transformational leaders aim to change attitudes, values, and organizational culture.

1. Four Dimensions (Bass, 1985):
1. Idealized Influence: Leaders act as role models with integrity, honesty, and a compelling vision.
2. Inspirational Motivation: They communicate optimism and passion for goals, making work feel
meaningful.
3. Intellectual Stimulation: They encourage creativity, critical thinking, and questioning of assumptions.
4. Individualized Consideration: They recognize and develop each team member's potential and unique
needs.

**Critiques™*

Some critics warn that transformational leaders can become authoritarian if their personal vision dominates
the organization's interests. Also, excessive reliance on a charismatic leader may undermine organizational
stability if that leader leaves.

V. Contingency or Situational Approach

The contingency theory argues that *there is no single best HRM or leadership style*; what works depends
on the specific situation.

» Main Principles:
- Organizational effectiveness depends on the fit between management style and contextual factors such as
Business environment (stable vs. dynamic) , Technology and work processes, Organizational culture and
history, Workforce characteristics and expectations, External regulations and market pressures;
- Leadership should adapt to task complexity, team maturity, and external pressures
- Different situations require different approaches

> Evaluation of the Approach
- Encourages contextual awareness and flexibility
- May offer less clear guidance because many variables interact
- Requires managers to assess their situation accurately
- Demands continuous adaptation and learning

V. Integration and Comparison of Approaches

Approach Core ldea Key Strength | Key Limitation
Social Exchange Fair reciprocity Clear incentives and fairness | May ignore intrinsic motivation
between employee and purpose
and employer




Participative
Democracy

Shared decision-
making leads to
commitment

Builds ownership and loyalty

Can be time-consuming; requires
genuine support

Transformational
Leadership

Leadership training,
culture building

Creates meaning and
innovation

Risk of over-dependence on one
leader

Contingency

Best-fit" depends on
the context

Recognizes reality and
diversity

Difficult to predict all variables




LECTURE 5
Performance Management Systems and the Competency-Based Approach

Performance management and competency development are central to modern Human Resource
Management. They ensure that employees’ work aligns with organizational goals while also supporting
personal growth and continuous improvement.

I. The Concept of Performance in HRM
1. Definition

In HRM, performance refers to the *measurable results* of an employee's efforts, behaviour, and
contributions to organizational objectives. It includes three dimensions:
> Results (what was achieved): sales targets, productivity, output quality, project completion.
» Behaviours (how it was achieved): teamwork, communication, initiative, leadership, ethical
conduct.
» Potential (future capability): ability to take on new roles, learn new skills, lead others.

2. Importance for HRM**

Performance management links employee effort to strategic goals, identifies development needs, and provides
data for decisions on promotions, rewards, or training. It is fundamental to:

- Aligning employee work with strategy

- Identifying high performers and future leaders

- Detecting performance gaps and support needs

- Justifying compensation and promotion decisions

- Documenting issues for discipline when necessary

I1. The Performance Management System (PMS)

A Performance Management System (PMS) is a structured process that aligns individual performance with the
organization's strategy and goals.

A. Main Steps of PMS:

1. Goal Setting: Objectives are agreed upon between manager and employee, ensuring alignment with
company strategy and department goals.

2. Performance Monitoring: Regular meetings and data tracking to review progress, provide feedback, and
adjust goals if necessary.

3. Performance Appraisal: Periodic evaluation (usually annual) of results and behaviours against the
standards or targets set.

4. Feedback and Coaching: Constructive discussion on strengths, weaknesses, and areas for improvement.
5. Reward and Development Actions: Linking performance outcomes to recognition, salary adjustments,
promotions, or training opportunities.

B. Effective Performance Criteria

Performance indicators should be:

- SMART: Specific, Measurable, Achievable, Relevant, and Time-bound.

- Fair and Transparent:** Based on objective evidence, not bias or subjective judgment.
- Flexible: Adaptable to changing circumstances or priorities.

- Valid: Truly representative of job requirements and organizational strategy.

C. Challenges in Performance Management:



- Subjectivity and rater bias (favoring some employees)
- Overemphasis on short-term results

- Insufficient feedback or unclear goals

- Lack of follow-through after appraisal

- Disconnect between appraisal and rewards

I11. Competency-Based HRM

1.

Definition of Competency

A competency is a combination of “knowledge, skills, abilities, and attitudes” that enable effective performance
in a specific role, Competencies are:

- Observable and measurable

- Behaviorally-based (what people do, not just what they know)

- Learnable and developable through training

- Critical for success in a job or role

2.

3.

Types of Competencies

Core Competencies: Shared across the entire organization, reflecting its culture and values (e.g.,
integrity, innovation, customer focus).

Job-Specific Competencies: Required for particular roles (e.g., negotiation for sales, laboratory
analysis for researchers, animal husbandry for farm technicians).

Leadership Competencies: Needed for managerial effectiveness (e.g., strategic thinking, decisiveness,
team building).

Behavioral Competencies: Soft skills applicable across roles (e.g., communication, teamwork,
adaptability).

HRM Functions Linked to Competencies:

1. Recruitment: Candidates are selected based on their competency profiles and potential to develop missing
competencies.

2. Training and Development: Programs focus on developing missing or weaker competencies.

3. Performance Appraisal: Evaluations measure both outcomes and the competencies used to achieve them.
4. Succession Planning: High-potential employees are identified through competency assessments.

5. Career Development: Competency gaps guide career pathing and role transitions.

The performance system (“what employees achieve™) and the competency model ("how they achieve it and
what capabilities they have™) complement each other, Performance management focuses on: Did employees
achieve their goals?, Competency assessment focuses on: Do they have (or are they developing) the capabilities
for current and future roles?

4.

Modern Tools and Techniques in Performance and Competency Management

Balanced Scorecard System: Links performance indicators to financial perspectives, internal
processes, customers, and learning and growth.

360° Feedback: Receives employee feedback from their manager, colleagues, subordinates, and
potentially clients.

Competency Matrices: Tables that define the required and available level of competencies for each
employee or job.

Dashboards: Visually displays key performance indicators (KPIs) in real time.

Electronic Performance Management Systems (e-PMS): Digital platforms that facilitate goal
setting, monitoring, evaluation, and reporting.



LECTURE 6
Management of Personnel Movement

Personnel movement refers to all the changes that occur in an employee's position during their time in the
organization. It includes entering the organization, moving within it, and eventually leaving it. Managing these
flows is a key responsibility of Human Resource Management because it affects effectiveness, costs,
motivation, and the internal labour market.

I. Human Resource Flow and Workforce Planning
1. Human Resource Flow

Human resource flow describes how employees move through stages such as recruitment, onboarding,
internal mobility, and separation. A good flow ensures that the right people are in the right place at the right
time, with appropriate skills and motivation.

2. Workforce Planning

Workforce planning is a systematic process of analysing the current workforce and anticipating future
needs, It helps organizations decide:
- How many employees they need in different roles
- What competencies are required
- Where internal movements can fulfill needs
- When external recruitment is necessary
- How to manage transitions and reduce disruption

3. Objectives of Managing Personnel Movement:

- Match people with jobs more effectively

- Support career development and internal promotion

- Adjust staff levels to technological and market changes
- Control labour costs and reduce unnecessary turnover

- Build an internal talent pipeline

- Improve retention and engagement

I1. Internal Mobility: Movement Within the Organization

Internal mobility refers to the horizontal or vertical movement of employees within the same organization. It
helps utilize skills better, correct poor placements, and provide career opportunities for existing staff.

— Promotion: Promotion is the vertical advancement of an employee to a higher-level job in the
organization's hierarchy. It is often seen as a key reward for good performance, seniority, or potential.

— Transfer: Lateral movement to a different job or location at the same level.

— Demotion: Downward movement to a position with lower responsibility or grade.

— Job Rotation: Job rotation involves periodically moving employees between different tasks or
departments to broaden experience and skills

Reasons for Internal Mobility:

- Organizational restructuring or change in technology

- Correction of wrong job placements

- Employee development and career progression

- Solving interpersonal conflicts or performance problems in a specific unit
- Filling vacancies from the internal labour pool

- Preparing high-potential employees for leadership roles



I11. External Mobility and Employee Separation

External mobility refers to movements into or out of the organization, including hiring and separation.
Separation occurs when the employment relationship ends through:
1. Resignation: Voluntary quit by the employee for better opportunities, dissatisfaction, or personal reasons.
2. Retirement: End of work due to reaching retirement age or completing years of service.

3. Dismissal/Termination: Involuntary separation due to misconduct or poor performance.
4. Redundancy/Layoff: Separation due to economic or structural reasons, not individual fault.

#LECTURE 8

Work Conflicts: Causes, Personal Problems, and Modes of Resolution

Conflict is a natural part of organizational life whenever people with different goals, personalities, and interests
work together. If managed well, conflict can improve decisions and innovation; if ignored or poorly handled,
it can damage relationships, performance, and health.

I. Nature and Types of Work Conflicts
1. Definition of Conflict at Work

A work conflict is a situation in which two or more parties perceive incompatible goals, interests, values,
or behaviours in the workplace. Conflict becomes problematic when it escalates, becomes emotional, and
disrupts cooperation, productivity, or well-being.

2. Levels of Conflict:

1. Intrapersonal conflict: within an individual (e.g., role stress, value dilemmas, competing priorities).
2. Interpersonal conflict: between two people (e.g., colleagues, worker—supervisor, personality clashes).
3. Intragroup conflict: within the same team or department (e.g., disagreement over goals or methods).
4. Intergroup conflict: between different units (e.g., production vs. sales, management vs. workers).

I1. Causes of Work Conflicts

Conflicts rarely have a single cause; they often combine structural, relational, and personal factors.

Organizational and Structural
Causes

Interpersonal and Relational

Causes

Personal and Individual Causes

- Ambiguous roles or
responsibilities
- Poor communication channels

and unclear procedures

- Competition  for limited
resources (budget, staff,
equipment)

- Differences in
values, or work styles
- Misunderstandings and lack of
listening

- Perceived unfairness,
favouritism, or disrespect

- Cultural differences that affect
communication and expectations

personality,

- Stress, fatigue, and emotional
problems that reduce tolerance

- Role ambiguity and role conflict
(unclear or contradictory
expectations)

- Past experiences and unresolved
grievances




- Centralized decision-making - Personality traits affecting
without input conflict tendency

- Unclear authority or overlapping
responsibilities

IVV. Modes and Strategies of Conflict Resolution

Different models describe how people respond to conflict. One widely used framework identifies five basic
styles.

1. Avoidance (Withdrawing)

Avoidance means ignoring the conflict or delaying dealing with it, hoping it will disappear.
When appropriate:
- When the issue is minor or not important
- When emotions are too high for productive discussion
- When timing is poor for addressing the issue
- When other priorities are more urgent

Problems:

- Long-term avoidance allows problems to grow

- Underlying issues fester and become more complicated
- Resentment may build over time

- The conflict may eventually escalate anyway

2.Accommodation (

Accommodation involves giving up one's own needs or position to maintain harmony or protect the
relationship.

When appropriate:

- When the issue is not important to you

- When preserving the relationship is more valuable

- When you want to build goodwill for future issues

- When the other side has a significantly better position

Problems:

- Repeated accommodation creates resentment
- May lead to feelings of injustice

- Other party may interpret as weakness

- Real problems are not solved, only hidden



3. Competition (Forcing)
Competitive style seeks to win the conflict by imposing one side's solution, often using authority or power.
When appropriate:

- In emergencies when quick decisions are needed
- When protecting important principles or values
- When you have clear authority to decide

- When the issue is critical to the organization

Problems:

- Damages trust and relationships

- May create resentment and resistance
- Other party feels disrespected

- Long-term cooperation suffers

4. Compromise

Compromise aims to find a middle ground where each side gives up something to reach an acceptable but not
perfect solution.

When appropriate:

- When time is limited

- When parties have equal power

- When both sides have legitimate interests
- When a quick agreement is needed

Problems:

- May not fully satisfy deeper interests

- Both sides may feel they lost

- The middle ground may not be optimal
- May just delay addressing real issues

5. Collaboration (Problem-Solving / Win-Win)

Collaboration seeks a solution that satisfies the essential interests of all parties through open communication,
active listening, and creativity.

Key elements:

- Open and honest dialogue

- Active listening to understand interests
- Focus on shared goals

- Creative problem-solving

- Willingness to explore options

Advantages:

- Strengthens relationships through positive resolution
- Addresses root causes, not just symptoms

- More likely to produce sustainable solutions

- Builds trust and future cooperation

- May uncover mutual benefits

Challenges:- Takes more time and effort- Requires emotional maturity and communication skills- May not
work if one party is not willing to cooperate - Requires skilled facilitators sometimes



# LECTURE 10
Negotiation: Models, Contracts, and Collective Agreements

Negotiation is a structured communication process in which two or more parties with partly different interests
seek an acceptable agreement. In HRM, negotiation is used to solve conflicts, determine employment
conditions, and conclude individual and collective labour agreements.

I. Models and Types of Negotiation
1. Distributive (Win—Lose) Negotiation

Distributive negotiation assumes a fixed amount of resources (a "fixed pie"), where one side's gain is the
other side's loss.

Typical features:

- Competitive tactics and assertive behaviour

- Limited disclosure about real interests or limits

- Focus on positions rather than interests

- Strong emphasis on short-term advantages

- Expansion of demands to leave room for concession

Example:
Arguing over the exact salary figure in an employment contract, where each person tries to get as much as
possible for themselves.

Limitations:

- Damages working relationships

- May produce unstable agreements that one side resents
- Creates negative history for future negotiations

- May escalate to conflict

2. Integrative (Win—-Win) Negotiation

Integrative negotiation seeks solutions that satisfy the main interests of all parties by expanding or rearranging
the "pie” creatively.

Key features:

- Joint problem-solving approach

- Open communication and information sharing
- Focus on underlying interests, not positions

- Creative exploration of options

- Willingness to trade different issues

- Goal of mutual benefit

Example:

Instead of fighting over salary, a candidate and employer might agree to lower starting salary but with additional
training, flexible hours, or faster promotion path.



3. Principled (Interest-Based) Negotiation

Principled negotiation, promoted in interest-based bargaining, focuses on underlying interests rather than rigid
positions. Focus on 4 Main principles:

— Separate people from the problem (discuss issues, not personalities)

— Focus on interests, not positions (ask "Why?" to understand real concerns)
— Invent options for mutual gain (brainstorm creatively)

— Use objective criteria (market rates, legal standards, fairness norms)

4. Other Dimensions

Negotiations can also be classified as:

- Formal vs. informal: contract talks vs. everyday adjustments

- Individual vs. collective: one employee vs. union representing many

- One-issue vs. multi-issue: only salary vs. salary, hours, benefits, and conditions combined

I1. The Negotiation Process: Stages and Techniques
Although situations differ, many authors describe negotiation in several typical stages.

Stage 1: Preparation and Planning
Parties clarify their objectives, limits, and priorities, and collect relevant information.

- Define what you want (initial demand or proposal)

- Identify your target outcome (what you'd ideally like)

- Determine your "bottom line" (minimum acceptable outcome, your walk-away point)
- Research market data, precedents, and legal standards

- Prepare supporting arguments and evidence

- Identify your leverage and the other side's interests

- Plan your opening position and strategy

Stage 2: Setting Ground Rules

At the start of the meeting, parties agree on agenda, timing, roles, and communication rules,
include”Confidentiality of discussions, No personal attacks or disrespect, Equal speaking time for each side,
Agenda and expected timeline, Who can represent each side; Location and timing of meetings. This step
creates a professional framework and helps prevent procedural conflicts during the talks.

Stage 3: Exploration and Clarification

Each side presents its proposals and explains the reasons behind them, while listening to the other's needs and
constraints.

Key techniques:

- Ask questions to understand interests

- Use active listening (summarizing what the other side said)

- Share information openly about your constraints

- Clarify misunderstandings immediately

- Avoid personal judgments or criticism

Stage 4: Bargaining and Problem-Solving



Parties exchange concessions and search for combinations of solutions that can satisfy key interests on both
sides.

Techniques:

- Package multiple issues together (trading salary against hours, for example)
- Explore alternatives to fixed positions

- Use objective standards (market wages, productivity metrics)

- Make conditional offers ("If you agree to X, we can offer Y")

- Look for trade-offs between issues of different importance to each side

- Build momentum by resolving easier issues first

Stage 5: Closure and Implementation
Once agreement is reached, it is clearly formulated, written, and validated by the competent bodies.

Key steps:

- Write down the agreement in clear language

- Ensure both parties understand and agree to the terms

- Obtain necessary approvals (from management, union members, etc.)
- Define implementation procedures and timelines

- Establish monitoring and review mechanisms

- Plan follow-up to ensure compliance

I11. Negotiation of Individual Employment Contracts
At the individual level, negotiation usually concerns:

- Job title and role responsibilities

- Starting salary and benefits

- Bonuses and performance incentives

- Working hours and flexibility

- Leave entitlements

- Training and development opportunities

- Career progression expectations

In many systems, minimum standards are fixed by law or collective agreements, and individual negotiation can
only improve, not reduce, these rights.

e Common Issues in Individual Negotiations:
- Power imbalance (employer usually has more options)
- Asymmetric information (employer knows market, candidate may not)
- Time pressure (candidate may need a quick decision)
- Emotional factors (excitement or anxiety affecting judgment)
- Lack of transparency about what's negotiable

IV. Negotiation of Collective Agreements

Collective bargaining is the negotiation process between employers (or their organizations) and employee
representatives (often trade unions) to set general conditions of work, Collective agreements may regulate:

- Wages and pay scales - Union recognition and rights

- Working hours and overtime pay - Dispute resolution processes

- Leave entitlements (vacation, sick leave, etc.) - Working conditions and work organization
- Health and safety standards - Job security and termination procedures

Training and skill development



Agreements provide a standard framework that applies to groups of employees, reducing the need for constant
individual bargaining on basic issues.

V. Steps to Search for Solutions to a Conflict through Negotiation

To use negotiation effectively as a conflict-resolution tool, HR managers and supervisors can follow a
structured approach.

1: Identify and Acknowledge the Problem

Recognize that a conflict exists and define it clearly with the parties involved.
- Listen to concerns from both sides

- Document the issues and positions

- Avoid dismissing or minimizing the problem

- Acknowledge emotions while focusing on facts

2: Create a Safe and Neutral Setting

Arrange a meeting in a neutral environment where both sides can speak without fear or interruption.
- Choose a neutral location (not the manager's office if possible)

- Ensure privacy and no distractions

- Sit at a round table if possible (less hierarchical than across-a-desk)

- Allow adequate time without rushing

- Use a neutral facilitator if needed

3: Explore Interests and Needs
Ask each party to explain not only what they want but *why* they want it; this reveals underlying interests and
possible common ground.
- Ask open questions: "What is important to you about this?"
- Use active listening: "So, if I understand correctly, you're concerned about..."
- Avoid judgmental language
- Summarize the other party's views back to them
- Look for underlying needs beneath stated positions

**Example:**
- Position: "I want to work from home every day"
- Interest: "I need flexibility because of family responsibilities and want to reduce commute stress"
- Common ground: The employer may also want flexibility if it improves productivity
4: Generate Options and Alternatives**
Encourage brainstorming of multiple solutions before evaluating them; separate creativity from judgment at
this stage.

5: Evaluate Options and Reach Agreement
Assess each option according to fairness, feasibility, and long-term consequences.
Evaluation criteria:
- Fairness to both sides
- Legality and compliance with policies
- Practical feasibility
- Long-term sustainability
- Impact on others or the organization

These topics form the foundation for effective HRM practice in any organizational context, whether in
agriculture, manufacturing, services, or public administration.



