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Part One

        Human resourcing for small businesses is problematic at best; I found this especially true when operating a small business in a foreign environment. Larger companies could afford local Human Resource specialists, but this option was out of the reach of our much smaller company.   Among the many problems I encountered whilst running an English Language business in Malaysia was the recruitment and retention of staff. A great deal of time and effort was put into the selection and training of employees for the tasks required including how to communicate using good English. The English language tuition was included as part of the basic induction and ongoing training course. We then found that, 3 to 6 months after commencing employment, even before the English language tuition had been completed, the employee resigned forcing the company to go to the time, effort and cost of replacing that member of staff yet again. 

  (150 words)

      I have decided to look at the problem of stereotyping in recruitment from Book 2, session 3, “Finding people and helping them fit”[1].   Stereotyping is the conscious or unconscious categorisation of an individual or group using a conventional, formulaic and oversimplified conception, opinion, or image[2] based on some prior assumptions[3]. As Janet Strever PhD of Spokane Community College says in an article she published on the web “Everyone is stereotypical in some way it's just an attribute that comes with life. We are always looking at people by the way they dress,…... And from this information we think we have a basis to put a person into a certain category.”[4]
This idea of Stereotyping is the concept I would like to use to analyze the recruitment problems we encountered whilst in Malaysia. The main problem appears to be the mindset of the local population that stereotypically sees Westerners as rich and willing to pay over and above the going rates for poor quality products and skills; and the inability of the management structure to take on board this mindset. √Our first problem was finding suitable candidates who could speak English at an acceptable level. We interviewed in excess of 300 candidates over 3 years for various positions, all of whom could show English Language degrees from some University

or other in the western world. However, when it came to the interview, practically none of them could speak English at an acceptable standard, and all wanted a much higher wage due to their possession of a degree. We then decided that we should teach English to a lower qualified candidate as part of their training package, but if, and when the prospective employee accepted a job offer at what to them was an acceptable rate of remuneration when the employee reached a level of English that they felt was acceptable, they resigned, citing a need to return to their village to ‘help with the padi harvest’.
We needed someone whom we felt had an “acceptable” standard of English. Our problem stemmed from the idea that you employed someone who could actually do the job, rather than someone who would give a negative image of the company’s level of tuition. But it seems that the prospective employees saw it as a cheap method of improving their English to a standard that was acceptable to them. (395 words)

I believe the only solution to this is to attempt to understand the South East Asian Mindset, and to not impose a western style management system upon business in Malaysia. From experience, and having read much advice on the internet since my return to the UK, the foreigner is very much at a disadvantage. It’s all about ‘Face’

and not losing it. Like Japan, if you lose face, then all deals are off.
      So I believe the solution lies in part 1 of book 2 relating to ‘The psychological contract’[5]. When running the business in Malaysia, we used western management styles, however it now appears that between the staff and the management there were two completely different psychological contracts in operation. One psychological contract included the offer of improved skills and promotion to a senior level in time, whilst the other contract appears to have been learn as much as you can for free and quit. The only way for the foreign employer to survive in this environment is for him to adapt his mindset to that of the local population as much as possible. To not let others see his frustration, to keep his feelings to himself. This is easier in a larger business where locals can do the majority of human resourcing, thereby giving the impression that management is at a local level and contact with foreigners is kept to a minimum. √This would go someway to changing the mindset of the local employee from thinking they were directly working for/with foreigners to the fact that they were working for a multinational in their own town. On the other hand, the mindset of the foreign employer also needs to be changed to take into account the differences in cultures.

                                                        (292 words)

There is some reliable and trustworthy information on diversity[6] at http://www.cipd.co.uk/NR/rdonlyres/493588D2-1BB3-43A8-9D34-3916C5FC868C/0/mandivers0305.pdf, from The Chartered Institute of Personnel Development that goes some way to assisting a business to challenge stereotypes. One site for the business traveler[7] on Business Etiquette would have helped prior to going to Asia. http://www.worldbusinessculture.com/Business-in-Malaysia.html
                                                        (45 words)
Part Two

      The tutor group forum discussion on Culture and Values v. HRM policies was fairly short. There was some disagreement on which was more important. J. Bracewell[8] started off the discussion by stating that Cultures and Values were important, but in the UK, he believed that HRM policies were more important. Others had trouble deciding which was more important. C. Armes[9] stated it was a little like the ‘Chicken and Egg’. Culture, Values and HRM policies are very much interwoven and each influence the other. J.Bracewell went on to say that he believed that HRM policies gave standardization for employees. N.J. Williams[10] stated that it made her think of HRM policies being a ‘Harder’ approach to business whilst Culture and Values were the

‘softer’ approach. She also agreed that having good Cultures and Values “reflect on the employee and in turn are shown to the customer”. N.Barnes[11] believed this last was important to gain the trust and rapport of the customer. However, he states that it is his belief that the HRM policies act as a “safety net” for the company and it’s employees.
      I’ve learned that in too many cases business rely heavily on HRM policies and not enough on their Culture and Values. It’s important to have good HRM policies but just as important to have a culture and set of values (223words)

      A. Hillier (14/01/10)
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