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Task - According to many the employment
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Discuss the arguments for and against this statement
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1.0 Introduction

firstly, this report will look at one of the most well-known theorist when it comes to
management Henri Fayol, and how the development of five functions are still as relevant
today as they were in 1916 and how the five function helped make human resource

management what it is today (ToolsHero, 2018).

During the early evolution of human resources, it was mainly focused on thesuell
) ) o ) Improper Citation
workers in particularly the conditions they were being exposed to. (StredWICK, 200

E]
discovered what Lord Shaftesbury has done to improve conditions especially for the
woman and children in employment, and how he put his own personal ambitions to one
side for the greater good of the workers. The report will also show how human resources
has changed, and how it has changed employee relations (Stredwick, 2005). Employee
relations is greatly helped by the emotional intelligence which shows the different traits
needed required for a leader, and discuss what traits are the most gelevantahen it comes
to employee relations (Karnes, 2008). Ford Motor company not onemployee as
part of the function of the organisation, but as individuals, that why through good
incentives not only monetary helped gain the loyalty of the employees. Ford also made it

clear to the work force the aims of the company and how they are going to achieve the

goals Citation Needed

After discussing the good relations between Ford the focus will switch onto a company
that are leading the way in electronic commerce Amazon, and discuss what their

employees are facing while working. Finally, the report will conclude.
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2.0 Five functions of management

During the beginning of the twentieth century a Turkish born mining engineer who goes
by the name of Henri Fayol comprised a number of management theories, many of which
are still used today. The first time the world became aware of his theories was in 1916
when his work was published inside of a well know French journal Industrielle et
Générale. (Voxted, 2017) believes that Foyol had a major contribution in regards to
development of management theories. During the early stages of his theories it become
obvious that there was a need for professional management due to the ever growing
complexity. The work he became known for was his 14 principles of management of which
managerial was one. The managerial principle is comprised of five functions as shown

below in image 1.

Organizing

Creative
problem
solving

Coordinating Commanding

(image 1) (ToolsHero, 2018)

(ToolsHero, 2@30119\;05 that the five functions above focuses in on the relationship
between the employees and management through the function of human resource

management.
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3.0 human resources at the beginning

This discipline of management has undergone many changes since the mid nineteenth
century thanks to many individuals, two of which Lord Shaftesbury and Robert Owen
helped oversee social improvements for factory workers. During this period the only

hat carried any importance was cost control, and everything else

o be remembered that during the period children were also in
employment. The two gentlemen first focused on improving on the poor working
conditions, and by doing so employers opened their eyes to the possibility of treating the
employee humanly and as an effect the productivity of the workforce would improve
(Stredwick, 2005). Lord Shaftesbury deserves recognition for his work in area especially as
higher powers tried to bait him with the intention of distracting him. To his honor he

refused all promotions to the cabinet with this response:

3.1 “there were still remaining fourteen hundred thousand women, children and

young persons to be brought under the protection of the factory act” (Hull, 1898)

Into the 20™ century where the welfare of the workforce was overlooked with many
organizations believing that they were being too soft, and putting the employees first did
not fit in to their corporate strategy. The personnel tasked with control of the function
also misunderstood, or chose to ignore the full potential of this side of management,
believing that showing compassion towards the workforce will somehow show weakness,
but keeping a look of masculinity towards the unions was also important during
negotiations, which had a detrimental effect on the business ma Many
employees chose to ignore all management in the organisation imhe union
(Stredwick, 2005). During that time the effects on the productivity was greatly affected,
Which the companies admitted was a mistake. It could be said that improvements in

human resources would have moved faster if they applied the words of Henry Ford:

3.2"Profits made out of the distress of the people are always much smaller than
profits made out of the most lavish service of the people at the lowest prices that

competent management can make possible" (Thehenryford.org, 2018)
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during the early stages of human resources, it could be said that the employees
content with their position in the organisation, as they received a wage which provided
them with basic essential such as being able eat, and sleep (Cole and Kelly, 2004). In
regards to Maslow’s hierarchy of need the employees in the 19" century would not have

moved any higher than the first step which is physiological.

This conclusion was made due to the terrible conditions that had to be worked in, they
received no security and where left in danger, which is the second tier of Maslow’s needs.
The employer treated them as machines, but of course even machines need the correct
parts and annual services to work efﬁcienf the factory was to have some sort of

machinery it would belong to the employer, it would be his capital so he might be willing

to invest in it on the other hand the employees are not and can leave at any time. As
(KANIADAKIS, 2001) explains during the early development of the factory system the
person who owned the means of production, also took control of the employees with
unlimited difficulties for the work force, this was done to show one’s superiority. When a
factory was purchased with the intention to move to a different way of production such as
machinery proved to have detrimental effects on the employees. The employees where
very well adapted to the rural process of the factory, but now the workplace is changing to

a more productive method, and they are becoming uncooperative towards the company.

This situation was failing due to employer not treating the orce as separate entity in

. . spelling
favor of a more capital approach. There was no attention sh&Wtowards the employees

during this period they were seen as an economic transaction.
4.0 Human resource management at present

As discovered above the concept of human resources was gravely misunderstood during
its infancy, and (Stredwick, 2005) explains that today human resource management is
fragmented into four areas which makes it easier to be analysed. The first area focuses on
how to boost the employee’s commitment within the organisation, and overall increasing
their performance and gaining loyalty. The second part is mainly dedicated to
recruitment, and ensuring the company is employing the best possible applicant to fill the
role so that the best results can be delivered. The next step leans more towards the

employee’s flexibility within a company in regards to change of environment or a change
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in hours to be worked, it could be said that with more training in different roles within the
company offers management more options when organising employees. The preceding
step become irrelevant unless the most important step is followed, which is to integrate
the human resource management into the company’s strategic plan. The practices need to

be adopted with in the hierarchies, to ensure the management system is successful.
5.0 Employee relations

As (Study.com, %explains the focus of employee relations is to help build and manage
a relationship within an organisation. A company who has a good relations program will
treat all employees fairly and without prejudice, and ultimately leading to employee’s
commitment and loyalty towards the organisation. (Karnes, 2008) believes that when it
comes to employee relations the term emotional intelligence should be explored. The
term includes five sub categories; motivation, self-awareness, social skills, self-regulation
and empathy. For a leader it is important to access all of the attributes listed, nonetheless
to build a relationship there are two attributes which would help considerably. They are
social skills and empathy. When it comes to social skill it is important for the employees
to be heard when they have a problem, but not only heard but listened to without
judgement. With the management having the relevant social skills is an excellent talent to
have when building a rapport, it is very important for a good relationship to form that

both the social skills and empathy are coming from within the leader and not artificial,

Furthermore (Karnes, 2008) explains that employees are seeking a real relationship, and

they can notice when they are not mirroring that.

The article explains that based on human intelligence factors the employees became
enthusiastic, and true relationship started to form, which help resolve issues before they
become a problem. The author also believes that many scholars noticed a correlation
between employee’s satisfaction and success in the marketplace, nonetheless this should
not be the underlining factor all employees should be treated with decency. As discovered
by (Cullinane, 1970) the relationship between employee and employer has undergone a
significant transformation since 1970, which can be credited to the rise of human resource

management.
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Ford as a company were amongst the first to implement employee relations scheme, and

6.0 Ford Motor company in the past

in January of 1914 Henry Ford's company done something remarkable for its workforce. A
number of new schemes where put into action, which included the profit sharing scheme
and the five-dollar day plan, which at the time was a considerable feat. This plan doubled
the salaries of the employees overnight, but it came with regulations that had to be
followed (Loizides and Sonnad, 2004) explains they were all focused on the employee to
improve personal values. When the profit scheme was introduced for understood that
during this period it was solely the male’s responsibility to provide for his family, they also
agreed that women also had duties as full time domestic laborer either as a mother or
wife. To receive any profit sharing reward, the employee had to provide generously for his
family. If he did not Ford would not keep his share, they would simply pass it over to the
wife. (Loizides, 2018) explains that the home of the employee has a great impact on the
employee at work, and if a family needed to be moved then it would be done. When the
schemes where adopted twenty percent of the employees where living in poor conditions

twenty-four months later that percentage fell to two percent.

Ford believed if an employee was distracted by issues at home he could not be fully
committed while at work, some of the problems included money problems or living
conditions. On contrast F.W Taylor described all employees as economic in their
approach, and they were only to be motivated by their next pay packet (Marchington et
al., 2005). (Fry, 1976) believes that Taylor completely disregarded the sociological and

physiological aspects of the company.
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7.0 Ford today

=Foster 1 r «Own
Functional Working
and Technical Together
Excellence

+Role Model
Ford Values

(image 2) (Yang, 2014)

As shown above in image 2 all of fords employees as a collective create a highly skilled and
driven workforce who's aim is to align themselves with the one ford objectives. The
meaning of the one ford objective is so the employees, and employer have a clear goal
which is there for all to see. In essence the entire ford family work as one team, on one
plan, so that all of the goals can be meet, and everyone can profit from the growth of the
company (Yang, 2014).

With such a global company it is important that all associates of their management take
responsibility for the implementation of the one ford objectives into the day to day
running of ford, and ensure that all processes for employees to develop are in place along
with the support if needed. (Marchington et al., 2005) explained that the future of many
services and products is going to be reliant on the human capital of the company. The
work place is ever changing and demand of varied skills of the employees is increasing.
They could be expected to have skills in IT, or have to update other skills that are no

Citation Needed

longer valid. Being a company that encourages lifelong n as a strategy can

Good point

certainly be a means of gaining or retaining a competitive advan
Ford has a vision of “building great products that contribute to a better world” to
which they believe to deliver on their vision they must remain focused on employee’s
development, and invest in their workforce. Ford believes that both the growth in
business also in the employee’s skills are linked together and one cannot continue to grow

without the other. I can be said that ford take a lot of pride in developing their employees,
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also maintaining a good relationship is important to the company. It cannot be argued
that Ford Motor company employees enjoyed working with the benefits they received,
alone with how they were treated as a person. They were not labeled as lazy, and they did
not need to be controlled or forced to increase performance they were loyal to the

organisation. It could be said the employees where treated as Y employees according to

McGregor

8.0 Amazon

The Ford Motor company are a good example on how to treat employees, and retain their
loyalty.

On contrast to Ford, Amazon are a company that have come under fire regarding the
working conditions of its employees. As discovered in (BBC News, 2018) one worker
documented his experience while working for Amazon in their fulfilment center in
Swansea, and what he discovered was truly excessive. He was quoted saying;

"We are machines, we are robots, we plug our scanner in, we're holding it, but we
might as well be plugging it into ourselves”

the employees explain that the conditions within the warehouse are unacceptable, and
having a timer on the hand held device has an impact both in work and at home, he went
on to explain that during any given shift he could be expected to walk eleven miles and
pick an order every thirty-three seconds.

with the opinion of the employee above it could be said that amazon has adopted
McGregor’s theory X, which suggests that workers are lazy, and need to be driven to
achieve (Cole and Kelly, 2004).

Prof Marmot A well-known professor who specialises in stress in the work place explained
the conditions within Amazon are all the worst elements of any business in one, and he
discussed further that likelihood of the employee being affected is increased not only

physical illness, but mentally.

PAGE 8




The professor also understands that many jobs within a warehouse environment are going
to be tedious, but the employer can choose to make it as easy or difficult as they please
ultimately selecting efficiency over the individual's health. With the role having ill effects
on the employee it could be said that Amazon are in breach of working time regulations in
the UK, according to GOV.UK (2018) which states that;

“Night workers must not work more than an average of 8 hours in a 24-hour
period”

In Amazon employees are expected to work twelve and a half hours for four nights per
week. As discussed Amazon’s employees use a hand held device which sends them to a
given location, and also a given amount of time. Amazons response was;

productivity targets are set objectively, based on previous performance levels
achieved by the workforce. (BBC News, 2018)

furthermore, it could be said that in this day and age of human resource management and
employee relations Amazon are more concerned with the economic value of their
employee. As Marchington (2005 p 322) the best method was put together by observing
the best workers, once the method was established it could be taught to others. Amazon
are assuming every employee is the same and not an individual.

9.0 Conclusion

As shown by the report human resources has changed considerably over the years and as
explained Lord Shaftesbury had a big influence during the infancy in regards to working
conditions and the exploitation of women and children which was halted due to the
factories act (Stredwick, 2005). During this period many organisations feared it would
make them look soft to the employee and they would no longer fear them so many
companies looked passed human resources. Today the discipline is used to help employers
boost their commitment towards the company and ultimately increasing productivity. As
discussed Ford are a company that have increased their relations with their employees, to
do so they became innovative during that time by doubling the daily wage from just over
two dollars up to five dollars, which gave their employee a sense of worth to the company.
Ford also acknowledged that their employees where individuals and that the situation at

home could have a detrimental impact in work for countered this by supporting them,
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and when needed moved their employees to suitable housing. They also recognized the
role of the woman in the family environment (Loizides and Sonnad, 2004).

Not all companies value their employees as discovered with Amazon. As discussed by
(BBC News, 2018) effects of working in an Amazon warehouse can have a detrimental

impact on the employee. The employee is seen as an economic transaction who cannot be

trusted which would lead to havening a poor relationshigwith emp
explanation required ]
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GRADEMARK REPORT

FINAL GRADE GENERAL COMMENTS
Instructor
A wide range of sources used and good evidence

presented to support arguments. Well referenced
21/30

/1 OO Very good knowledge and understanding of topic

demonstrated 20/30

Good analysis. Some arguments require more
detailed evidence in support. Conclusion needs
more weight to address original question 15/30

Well written and laid out with a few grammatical and
spelling mistakes 5/10
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QM Improper Citation
Improper citation:
Improperly cited material. Please use the link below to find links to information regarding specific
citation styles: http://www.plagiarism.org/plag_article_citation_styles.html
Additional Comment
Stredwick (2005)
QM Grammar
Grammar

Additional Comment

Saw



QM Citation Needed
Cite Source:
Please use the link below to find links to information regarding specific citation styles:
http://www plagiarism.org/plag_article_citation_styles.html
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@ Comment1

This is not an academic / reliable source.
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QM Citation Needed
Cite Source:
Please use the link below to find links to information regarding specific citation styles:
http://www.plagiarism.org/plag_article_citation_styles.html
Additional Comment Good point but requires a citation

QM spelling

spelling

Additional Comment favour
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Additional Comment were
QM Awk.

Awkward:
The expression or construction is cumbersome or difficult to read. Consider rewriting.
Additional Comment but used twice in same sentence
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QM Grammar

Grammar

Additional Comment did
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QM Good point

Good point
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Good point
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explanation required
Additional Comment Conclusion should go further here and complete the argument. e.g. If an
employer is to get the best out of an employee, it must consider the social and moral
connotations of employment
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RUBRIC: BACHELOR'S ASSESSMENT CRITERIA

RES-INF LIT

Research-informed Literature. Extent of research and/or own reading, selection of credible sources,
application of appropriate referencing conventions

OUTRIGHT FAIL 0-  Little or no evidence of reading. Views and findings unsupported and non-
29% authoritative. Referencing conventions largely ignored.

UNSATISFACTORY  Poor evidence of reading and/or of reliance on inappropriate sources, and/or
30-39% indiscriminate use of sources. Referencing conventions used inconsistently.

SATISFACTORY 40- References to a limited range of mostly relevant sources. Some omissions and minor
49% errors. Referencing conventions evident though not always applied consistently.

GOOD 50-59% Inclusion of a range of research-informed literature, including sources retrieved
independently. Referencing conventions mostly consistently applied.

VERY GOOD 60-69% Inclusion of a wide range of research-informed literature, including sources retrieved
independently. Selection of relevant and credible sources. Very good use of
referencing conventions, consistently applied.

EXCELLENT 70-79% A comprehensive range of research informed literature embedded in the work.
Excellent selection of relevant and credible sources. High-level referencing skills,
consistently applied.

EXCEPTIONAL 80-  Outstanding knowledge of research-informed literature embedded in the work.
100% Outstanding selection of relevant and credible sources. High-level referencing skills
consistently and professionally applied.

SCALE 8

K & U SUBJECT

Knowledge and Understanding of Subject. Extent of knowledge and understanding of concepts and
underlying principles associated with the discipline.

OUTRIGHT FAIL 0-  Major gaps in knowledge and understanding of material at this level. Substantial
29% inaccuracies.

UNSATISFACTORY  Gaps in knowledge, with only superficial understanding. Some significant inaccuracies.
30-39%

SATISFACTORY 40- Evidence of basic knowledge and understanding of the relevant concepts and
49% underlying principles.

GOOD 50-59% Knowledge is accurate with a good understanding of the field of study.

VERY GOOD 60-69% Knowledge is extensive. Exhibits understanding of the breadth and depth of
established views.

EXCELLENT 70-79% Excellent knowledge and understanding of the main concepts and key theories. Clear
awareness of challenges to established views and the limitations of the knowledge



base.

EXCEPTIONAL 80-  Highly detailed knowledge and understanding of the main theories/concepts, and a
100% critical awareness of the ambiguities and limitations of knowledge.

SCALE 8

ANALYSIS

Analysis. Analysis, evaluation and synthesis; logic, argument and judgement; analytical reflection;
organisation of ideas and evidence.

OUTRIGHT FAIL 0-  Unsubstantiated generalisations, made without use of any credible evidence. Lack of
29% logic, leading to unsupportable/ missing conclusions. Lack of any attempt to analyse,
synthesise or evaluate.

UNSATISFACTORY Some evidence of analytical intellectual skills, but for the most part descriptive.
30-39% Ideas/findings sometimes illogical and contradictory. Generalised statements made
with scant evidence. Conclusions lack relevance.

SATISFACTORY 40- Evidence of some logical, analytical thinking and some attempts to synthesise, albeit

49% with some weaknesses. Some evidence to support findings/ views, but evidence not
consistently interpreted. Some relevant conclusions and recommendations, where
relevant.

GOOD 50-59% Evidence of some logical, analytical thinking and synthesis. Can analyse new and/or

abstract data and situations without guidance. An emerging awareness of different
stances and ability to use evidence to support the argument. Valid conclusions and
recommendations, where relevant.

VERY GOOD 60-69% Sound, logical, analytical thinking; synthesis and evaluation. Ability to devise and
sustain persuasive arguments, and to review the reliability, validity & significance of
evidence. Ability to communicate ideas and evidence accurately and convincingly.
Sound, convincing conclusions / recommendations.

EXCELLENT 70-79% Thoroughly logical work, supported by evaluated evidence. High quality analysis,
developed independently or through effective collaboration. Ability to investigate
contradictory information and identify reasons for contradictions. Strong, persuasive,
conclusions, justifiable recommendations.

EXCEPTIONAL 80-  Exceptional work; judiciously selected and evaluated evidence. Very high quality

100% analysis, developed independently or through effective collaboration. Ability to
investigate contradictory information and identify reasons for contradictions. Highly
persuasive conclusions.

SCALE 8

PRAC APP&DEPL

Practical Application and Deployment. Effective deployment of appropriate methods, materials, tools and
techniques; extent of skilldemonstrated in the application of concepts to a variety of processes and/or
contexts; formulation of innovative and creative solutions to solve problems.




OUTRIGHT FAIL 0-
29%

UNSATISFACTORY
30-39%

SATISFACTORY 40-
49%

GOOD 50-59%

Limited or no use of methods, materials, tools and/or techniques. Little or no
appreciation of the context of the application.

Rudimentary application of methods, materials, tools and/or techniques but without
consideration and competence. Flawed appreciation of the context of the application.

An adequate awareness and mostly appropriate application of well established
methods, materials, tools and/or techniques. Basic appreciation of the context of the
application.

A good and appropriate application of standard methods, materials, tools and/or
techniques. Good appreciation of the context of the application, with some use of
examples, where relevant.

VERY GOOD 60-69% A very good application of a range of methods, materials, tools and/or techniques.

EXCELLENT 70-79%

EXCEPTIONAL 80-
100%

SCALE 8

SKILLS PROF P

Very good consideration of the context of the application, with perceptive use of
examples, where relevant. Evidence of some innovation and creativity.

An advanced application of a range of methods, materials, tools and/or techniques.
The context of the application is well considered, with extensive use of relevant
examples. Application and deployment extend beyond established conventions.
Innovation and creativity evident throughout.

Outstanding levels of application and deployment skills. Assimilation and development
of cutting edge processes and techniques.

Skills for Professional Practice . Demonstrates attributes expected in professional practice including:
individual initiative and collaborative working; deployment of appropriate media to communicate (including
written and oral); clarity and effectiveness in presentation and organisation.

OUTRIGHT FAIL 0-
29%

UNSATISFACTORY
30-39%
SATISFACTORY 40-
49%

GOOD 50-59%

Communication media is inappropriate or misapplied. Little or no evidence of
autonomy in the completion of tasks. Work is poorly structured and/or largely
incoherent.

Media is poorly designed and/or not suitable for the audience. Poor independent or
collaborative initiative. Work lacks structure, organisation, and/or coherence.

Can communicate in a suitable format but with some room for improvement. Can work
as part of a team, but with limited involvement in group activities. Work lacks
coherence in places and could be better structured.

Can communicate effectively in a suitable format, but may have minor errors. Can
work effectively as part of a team, with clear contribution to group activities. Mostly
coherent work and is in a suitable structure.

VERY GOOD 60-69% Can communicate well, confidently and consistently in a suitable format. Can work

very well as part of a team, with very good contribution to group activities. Work is
coherent and fluent and is well structured and organised.



EXCELLENT 70-79% Can communicate professionally and, confidently in a suitable format. Can work
professionally within a team, showing leadership skills as appropriate, managing
conflict and meeting obligations. Work is coherent, very fluent and is presented
professionally.

EXCEPTIONAL 80-  Can communicate with an exceptionally high level of professionalism. Can work
100% exceptionally well and professionally within a team, showing advanced leadership
skills. Work is exceptionally coherent, very fluent and is presented professionally.

SCALE 8
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