A2 People Management – It’s Not Just About Motivation!
BP was blamed by the public and Barack Obama for the 2010 Gulf Oil explosion and oil spill. But the defective oil rig was owned and operated by the US company Transocean. In September 2010 Britain’s independent Health and Safety Executive (HSE) produced a hugely critical account of Transocean’s activities in the North Sea. The company was accused of compromising safety by ‘bullying, harassment and intimidation’ of its staff. This was especially important because a separate HSE report had, in late August, shown that the combined fatality and major injury rate in the North Sea had nearly doubled in 2009/10 compared with the previous year.

In 2009 the HSE visited four North Sea oil rigs operated by Transocean. Inspectors noted a common (and unusual) pattern that staff complained about the attitudes and behaviour of management. The Guardian newspaper stated that the (as yet unpublished) HSE report says that:

‘“The company has not considered the human contribution to safety in a structured and systematic manner” and says the organisational culture is based on blame and intolerance.’ (Guardian Sept 9th 2010). The HSE went on to comment that bullying, aggression, harassment, humiliation and intimidation were “causing some individuals to exhibit symptoms of work-related stress, with potential safety implications”.
A regional organiser for the RMT union’s offshore branch in Aberdeen was not surprised by the report, saying that “I have dealt with three cases where workers were unfairly dismissed by Transocean and in each case I have been able to win compensation for them ... I know ... that other really serious accidents are not being reported because of widespread bullying and intimidation”.
Sometimes people assume that ‘soft H.R.M.’ is the modern way, with ‘hard H.R.M. a thing of the past. It is important to realise that shocking people management still exists today. It is rare to see it reported.
Source: adapted from The Guardian article September 6th 2010.

Questions (30 marks; 35 minutes)

1. Explain the possible advantages to a company such as Transocean of adopting a ‘hard HRM’ strategy.
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2. Examine the possible advantages and disadvantages of trade union membership to employees on Transocean’s North Sea oil rigs.
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3. Discuss the possible impact that Transocean’s approach to its labour force might have on its workforce plans. 
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Mark Scheme – A2 People Management
1. Explain the possible advantages to a company such as Transocean of adopting a ‘hard HRM’ strategy.
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	Content

2 marks
	Application

 2 marks
	Analysis

2 marks

	Level 2
	2 marks

2 relevant points are identified or  1 relevant point identified and explained 
	2 marks

Reasonable attempt to apply answer to context
	2 marks

Reasonable analysis of argument

	Level 1
	1 mark

 1 relevant point identified  showing limited understanding  
	1 mark

Limited attempt to apply answer to context
	1 mark

Limited analysis of argument


Possible answers include:

· May be seen by management as the only way to keep control in a macho industry, i.e. hoping for self-discipline and participation may be futile – the key may be to tell people what to do and threaten to discipline them if they fail to cooperate; this is a Taylorite view of management (and staff)
· This approach may be effective at generating high profits within an industry in which there is lots of subcontracting and temporary work; a Theory Y view is only relevant with a full-time staff interested in building a career; if staff are temporary, hard HRM may be the only realistic approach
2. Examine the possible advantages and disadvantages of trade union membership to employees on Transocean’s North Sea oil rigs.
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Possible answers include:

· Whereas a bad day for a teacher may be depressing, a bad day on an oil rig can end in cremation; from an employee’s viewpoint, safety should be paramount; the BP Gulf explosion/oil spill resulted in deaths and serious injuries; if managers are acting irresponsibly, individuals may find it very hard to speak out or to defend themselves; if managers brand an employee a ‘troublemaker’ they may struggle to find work in an industry riddled with subcontracting; a trade union can provide the protection that an individual worker is relatively powerless to match
· There are some generic disadvantages to union membership, though it is hard to see any of them being significant compared with the points made above. Nevertheless, no worker wants to see a chunk of the pay-packet given to someone else (union annual membership fees) and every worker fears that their pay-packet may be cut because other employees want to go on strike against a specific management failure
· A further disadvantage might be that if management knows that certain employees are union members, there may be an element of victimisation (there have been many well-documented cases of employee blacklists operated by employers, both in the construction and North Sea sectors) 
3. Discuss the possible impact that Transocean’s approach to its labour force might have on its workforce plans. 
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	Content

3 marks
	Application

 3 marks
	Analysis

3 marks
	Evaluation

3 marks

	Level 2
	3 marks

2 relevant points are identified or  1 relevant point identified and explained 
	3 marks

Reasonable attempt to apply answer to this context
	3 marks

Reasonable analysis of argument
	3 marks

Some judgement shown in reaching a conclusion

	Level 1
	2-1 marks

 1 relevant point identified  showing limited understanding  
	2-1 marks

Limited attempt to apply answer to this context
	2-1 marks

Limited analysis of argument
	2- 1 marks

Limited judgement shown.


Possible answers include:
· Workforce planning requires a business to know how many (and what kind of) staff are required at specific times in the future, and compare the total with the staffing levels available currently 

· The (alleged) bullying might have an impact on staff retention (ie staff want to leave if they can find a better employer in the same sector) and on staff recruitment; if word spreads that it’s a bad employer, its HR department will have to think of ways to a) replace more workers who leave voluntarily and b) work harder to recruit enough, high-quality staff
· If the relationship between staff and employees breaks down, productivity may decline; this would force the workforce plan to require more staff per unit of output – and therefore higher hiring rates
