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During a case-gathering interview, Dr. Steele, an industrial psychelogist, was asked o
indicate what he considered to be the basic causes of worker dissatisfaction in his company"*s
assembly plants. I'ellowing are some of his observations on the subject:

In my opinion, the question of how to provide work satisfaction defies any simplistic

answer. We have had more work stoppages and poor-quality workmanship in some

of our most modern plants than in some of our more antiquated ones. In some plants

where we have the most problems, the work force is relative young, but in other

plants where we have had {ewer problems the workers are equally young. [ believe

that dividual differences have a great deal to do with the satisfaction a particular

worker derives from a job.

For example, tn one of our small plants where truck cab and chassis units arc assembles,
we experimented with four different assembly methods to determine which would be
preferable from the standpoint of worker satisfaction and production efficiency. First, we used
the traditional assembly-line method. Next, we {ried making subassermblies and putting these
asscuiblies together. Then we tried having the woarkers follow the vehicle down the line,
performing the various assembly operations in sequence. Finally, we organized work teams to
butld the entire vehicle in a work area, What we discovered from this experience was that each
of the methods was preferred by some of the workers.
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Individual differences appeared to be a major factor in determining a particular workers
preferences. Unfortunately, because of our tiemendous volume of production, we are forced to
use the assembly-line method. We couldn’t begin to mect the demand for our cars and trucks,
for example, with the production methods used by Volvo. Consequently, I believe that by
improving relations between people in our organization and by reducing adversarial
relationships between employees and management we can perhaps make the greatest
contribution to improving work satisfaction. In our otganization, thercfore, we are seeking to
tearn more about how people work together and how we can help them to work together better.

Questions (] SA A & AE 4 > 25 ) .

I.According to Dr. Steele, what is the best way to improve work satisfaction in his company’s
assembly plants? Do you agree with him? Why or why not?

2.What is there in each of the four assembly methods that might have made these methods
preferable 1o some of the workers?

3.Should management be concerned about job satisfaction for its employees? Why or why not?

(ra)

Over the past 10 years, East Computer Company has grown from a domestic producer of
IBM clones in Boston to a multinational company with assembly plants in four foreign
locations. The company®s personnel polices were developed five years ago, prior to Fast
Computer’s inlernational expansion, by a task force headed by the vice president for human
resource management in Boston. The company‘s CEQ has just appointed a new task force to
exapline the extent to which current demastic personnel policies can be “exported” to East’s
new international locations. The essential elements of these polices are the following:
1.All job openings are posted to allow any employee to apply for a position.
2.Selection is based on merit. Appropriate selection devices ({or cxample, tests, structured

intervicws, and the like) arc used to ensure proper implementation of this policy. |
3.Nepotism is expressly forbidden.
4 Promotion from within is the norm whenever feasibly.

B 3 Equal employment opportunities are available to all, regardless of sex, race, national origin,
e jor religion.

- "'6 Pay [or vatious positions is established through 2 rational process that includes both job
) ; cvqluatmn and market survey data.
<7 There is equal pay for equal work, regardless of sex, race, nanonal origin, or religion,

. 8.Goals are jointly sct by supervisor and subordinate, with an annual formal appraisal session
at which both parties have the chance to discuss progress toward goal achievement. This
appraisal is used both to provide performance feedback to the employee and as a basis for
merit pay decisions.

As a fust step in evaluating these polices, the vice presiden: for human resource
managenicnt classified the countrics where East's facilities are located according to Hofstede’s
dimensions. She came up with the matrix at the bottom of this page.

CULTURAL DIMENSIONS
Facility Power Uncertainty Long-Term
Location Distance Individualism Avoidance Masculinity  Orientation
Australia Low High Medium Medium Low
Mexico High Low High High Medium
England Low High Low High Low
Norway Low Mediuin Medium Low High
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You have been bired by East Computer Company to help management develop personnel
polices for each of the four international facilities. Ideally, management would prefer to usc the
same polices that it uscs in the United States to maintain consistency and reduce administrative
problems. [However, the vice president for human resource management has made a strong case
for “lailor-made™ personnel polices that are suitable to the cullure environment of each facility.

Questions (77 WL P XAF% 0 25 40

I.Given Last Computer Company‘s present persounel policies, what problem is the company
likely to face in each facility if it transports its domestic policies abroad?

2.How would you change ot adapt each of the company‘s current personnel policies to better
fit the cultural environment of cach international facility?

3.What could go wrong il your recommendations are implemented? In other words, what
warnings would you give lo Easl’s management along with your recommendations?
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