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‘orjoin & network of shops. One reason is that insurers prefer to dircct work to a few companies, rah
many small shops. Another is that a larger organization can support shops with functions such as human
resource management. In fact, the two advantages build on cach other: Joining a successful network brings
in more business, which requires more employees, which requies more sophistcated HIR practces.

Milwaukee-based 1Collision Network has scized on these opportunities by emphasizing HRM along
with marketing to consumers and insurance companies. The more than 20 shops that have joined
1Collision Network use its online software to carry out the tasks of signing up new employees and
enrolling all employees in bencfits such as health insurance and retirement savings plans.

Jim Keller, 1Callision’s president, says many shops find recruiting new employees to be a particular
challenge. The network has employees who work full time on providing shops with support for recruiting
qualified technicians.

The network also supports performance management and training. It works with an outside service

provider to apply key performance indicators,using them o idenify areas n which coaching can help the

shop improve. For rsining, 1Colision works with equipment supplirs to dentify training s

ations, Then 1Collision makes arrangements to have the

requirements and necessary cerif

instruction delivered to the shops in ts network. The network also promotes leaming through peet

g in which the shops share lessons from experience
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Questions

expertise and practice and (b) critical evaluation.

2. How might HRM support from the 1Callision Network make an auto body shop more com
than if it relied on the shop manager to handle human resource management? In other words, how
this support contribute 10 business success?
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if her responsibilities as a parent would *prevent her from working 70 hours a week.” Lockwood said
10, but the job offr sh received suggests that the nterviewer had his doubrs. According o a1
Lockwood' later complaint, female sales reps without children routinely were paid  $45,000 base =
salary plus a 10% commission. Lockwood was offered $25,000 plus the 10% commission. Lockwood
negotiated and eventully accepted $45,000 plus 5%, with a promise o increase the commission ate to
108 when she reached sales of $300,000. She was also offered five vacation days a year; when she objected,

she was told ot to worry.
Lockwood worked hard and eventually reached her sales goal. Then the company raised the requirement
fo the higher commission rate, and the situation ook a turn fr the worse. Lockwood's daughter woke up

highly contagious ailment. Lockwood called i to reschedule a meeting for

‘one moming with pink-c

ha day,but her manager tokd s not o bother;she was being fired. When Lockwood asked wh, the

manager sad “it just wasn't working out.”

She went o the Chicago Human Relations Commission for help. The commission investigated and
could find no cvider
commission found that |
i awarded her $213,000 plus attomey's fecs— hefy fine for a company with fewer than S0 employeess

NS stated that it would appeal the decison.

§ prformance-related problems that would ustify her dismissal Instead, the

ockwood was a victim of *blatant” discrimination aginst employees vith ehildreas S8
g
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QUESTIONS 4

1. Why do you think *parental discrimination” was the grounds for this complaint instead of a fed
protected class? Could you make a case for discrimination on the basis of sex? Why or why not?

2. How could Professional Neurological Services have avoided this problem?

3. Tmagine that the company has called you in to help it hold down human resources costs,
costs of awsuits such a this one. What advice would you give? How can the company avoid
discrimination and still build an effi




