%18

B2E

$BIE

$4E

BSE

POE

BTE

B8E

BE

108

118

B128

Bt 1

Btz 2

IRARSSEIFAENIEE

ENESHFRLL

rgS3iaEiCRYERF

FHEHE

EEIBERIEE

EiEhRYsEin

ERNFSSME

HiFhaitneSER

HiFPHIE N BN

HiE5IER

EHERRIS R

ENEES MR

ASIEREIESEIEX

253

17

33

46

62

74

88

102

115

127

138

150

164

184

Vil



DY EnEsmEhnEE

Some people imagine that the greatest problem in translating is to find the
right words and constructions in the receptor or target language. On the contrary, the
most difficult task for the translator is to understand thoroughly the designative and

associative meanings of the text to be translated.
—Eugene A. Nida
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Lo B X BT, HREHRRaUE .
Even the best corporate names are under attack these days. Still, those companies are
reaping the benefits of the years they spent building customer trust and honing images of
quality and dependability. To weather an extended bout of distrust and instability, strong

brands are crucial. Companies will also have to work doubly hard to keep them intact.
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{5 1 A good book is often the best urn of a life enshrining the best that life could think out;
for the world of a man’s life is, for the most part, but the world of his thoughts. Thus the

best books are treasuries of good words, the golden thoughts, which, remembered and
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cherished, become our constant companions and comforters. “They are never alone,” said

Sir Philip Sidney, “that are accompanied by noble thoughts.”
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{5 2 Even the best corporate names are under attack these days. Still, those companies are
reaping the benefits of the years they spent building customer trust and honing images of
quality and dependability. To weather an extended bout of distrust and instability, strong
brands are crucial. Companies will also have to work doubly hard to keep them intact.
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f5) 3 If a communication, because of an ambiguity, seems inconsistent with prior

communications, the receiving party may question the sincerity of the other party. When

such inconsistencies accumulate, trust between the parties may erode, and the relationship
may wither.
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{51 4 Any business is only as good as the people who comprise the organization. Therefore, an

excellent employee is a pearl of great price.
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{5 5 This procedure can result in high costs for bridging maturity gaps in situations where
sudden and unexpected changes in interest rates occur that can momentarily influence the
market quotations for swap transactions.
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{5l 6 Most companies realize that the only way to do business effectively in other cultures is to
adapt to those cultures. The phrase “think globally, act locally” is often used to describe
this approach. The first step that a web business usually takes to reach potential customers
in other countries, and thus in other cultures, is to provide local language versions of its
website.
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{511 7 Given risk conditions, capital flows to where it can earn the highest rate of return.
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The Psychological Contract

(1) One concept that has been useful in discussing employees’ relationships

with organizations is that of a psychological contract, which refers to the unwritten
expectations employees and employers have about the nature of their work relationships.

Because the psychological contract is individual and subjective in nature, it focuses on
expectations about “fairness” that may not be defined clearly by employees.

Both tangible items (such as wages, benefits, employee productivity, and attendance)
and intangible items (such as loyalty, fair treatment, and job security) are encompassed by
unwritten psychological contracts between employers and employees. Many employers
may attempt to (2) detail their expectations through employee handbooks and policy

manuals, but those materials are (2) only part of the total “contractual” relationship.

(3) At one time, employees exchanged their efforts and capabilities for a secure job

that offered rising pay, good benefits, and career progression within the organization. But
as organizations have downsized and cut workers who have given long and loyal service,

a growing number of employees question whether they should be loyal to their employers.
Closely related to the psychological contract is psychological ownership. When
individuals feel that they have some control and perceived rights in the organization, they
are more likely to be committed to the organization. How employee expectations have

changed in psychological contracts is a question in discussion.

Employers provide Employees contribute

Continuous skill improvement and increased

Competitive compensation and benefits .
productivity

Career development opportunities Reasonable time with organization

Flexibility to balance work and family life | Extra effort when needed

Two factors affecting the relationship between individuals and organizations are
economic changes and the expectations of different generations of individuals. These
factors affect the psychological contract in a number of ways.

The ebb and flow of the economy is a major factor affecting employee expectations.
Just consider the “employment world” when the dot-com and technology boom was
underway. Many individuals, especially younger ones with technology backgrounds,

expected and demanded high starting salaries, (4) hiring bonuses, stock options, relaxed

and casual workplaces, and frequent career promotions or changes. However, when
the dot-com bubble burst, these same individuals had to face a different job market and

employers offering different rewards and job environments.
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Much has been written about the differing expectations of individuals in different
generations. Many of these observations give only generalizations about individuals in
the various age groups. Some of the common generational labels are:

* Matures (born 1909-1945)

* Baby boomers (born 1946—1964)

* Generation X (born 1965-1980)

* Generation Y (born 1981-1996)

Rather than identifying the characteristics cited for each of these groups, it is most
important here to emphasize that people’s expectations differ between generations, (5)
as well as within these generational labels. For employers, the differing expectations
present challenges. For instance, many of the baby boomers and matures are concerned
about security and experience, whereas the younger generation Y's expect to be rewarded
quickly, and tend to be more questioning about why managers and organizations make the
decisions they do. Also, consider the dynamics of a mature manager directing Generation
X and Y individuals, or Generation X managers supervising older, more experienced baby
boomers. These generational differences are likely to continue to create challenges and
conflicts in organizations because of the differing expectations that various individuals
have. One of the most noticeable differences is in loyalty to organizations.

Employees do believe in psychological contracts and hope their employers will
(6) honor that side of the “agreement.” Many employees still want security and stability,
interesting work, a supervisor they respect, and competitive pay and benefits. If these
elements are not provided, employees may feel a diminished need to contribute to

organizational performance. (7) When organizations merge. lay off large numbers of

employees. outsource work, and use large numbers of temporary and part-time workers,

employees see fewer reasons to give their loyalty to employers in return for this loss of

job security. (8) This decline is evident in some American firms, where significant staff

cutbacks and declines in stock prices have demoralized many of the remaining staff
members. More employers are finding that in tight labor markets, turnover of key people

occurs more frequently when employee loyalty is low, which in turn emphasizes the
importance of a loyal and committed workforce.

A study on psychological contracts has identified what employees value most and
how they respond when their expectations are and are not met. The study found that
discrepancies between what the individuals valued and the employers provided were
related to lower job satisfaction and higher intention to leave. Thus, the research has
confirmed what many would logically think, that is, individuals whose psychological
contract “obligations” are not being fulfilled by their employers are more dissatisfied
with their jobs and are more likely to leave. Finally, employees expect their employers
to provide feedback on individual performance through performance appraisal systems

and provide career development opportunities. Employers who understand the “new”
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psychological contracts expected by employees are more likely to have satisfied

employees who stay longer.
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2.
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4
5
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360-degree performance appraisal

balanced scorecard

bona fide occupational qualification (BFOQ)

career planning

content validity

corporate culture

cost-benefit analysis

critical incident method

direct financial compensation

employee empowerment
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employee stock ownership plan (ESOP)

ergonomics

external equity

externship

glass ceiling

grievance procedure

human capital

incentive compensation

internal equity

job description

job enlargement

job enrichment

learning organization

management by objective (MBO)

merit pay

nepotism

organization development (OD)

pay equity

performance appraisal (PA)

phased retirement

profit sharing

psychological contract

quality circle

rating scale method

recruitment

role conflict

self-assessment
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strategic human resource management

stress management program

succession planning

survey feedback

wellness program

workflow analysis

IV. 4 7

1.

In the 21st century the business environment has become extremely competitive and
continuous improvement is no longer an option; it has become a necessity. One area
where organizations of any size can create changes is in their utilization of human
resources. People are a company’s greatest asset.

Changing outdated structures and even more archaic attitudes can help attract, motivate,
and retain the employees who have the vision, skills, and determination to adapt to a
constantly changing world.

The use of external motivation, such as large bonuses, can be counterproductive because
such bonuses foster personal greed rather than corporate conscience and promote
competition rather than collaborative working practices. Intrinsic rewards, on the other
hand, are more sustainable and help employees focus on the job rather than on the
reward.

Leadership is all about getting people consistently to give their best, helping them grow
to their fullest potential, and motivating them to work toward a common good.

A leader who has respect for other people at all levels of an organization, for the work
they do, and for their abilities, aspirations, and needs, will find that respect is returned.
Helping people learn new skills and try out different jobs within an organization can
be a form of intrinsic motivation and may aid in retention of staff who might otherwise
leave to seek new challenges elsewhere.

One theory of human motivation developed by Abraham Maslow has received a great
deal of exposure. In this theory, Maslow classified human needs into five categories
that ascend in a definite order. Until more basic needs are adequately fulfilled, a person
will not strive to meet higher needs. Maslow’s well-known hierarchy is composed of:
(1) physiological needs, (2) safety and security needs, (3) belonging and love needs,
(4) esteem needs, and (5) self-actualization needs.

The pressure of modern life, coupled with the demands of a job, can lead to emotional

imbalances that are collectively labeled stress. Not all stress is unpleasant. To be alive
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means to respond to the stress of achievement and the excitement of a challenge. In fact,
evidence indicates that people need a certain amount of stimulation, and that monotony
can bring on some of the same problems as overwork. The term “stress” usually refers
to excessive stress.

9. Excellent management involves maximizing performance to achieve specific
organizational goals. While many managers know the goals they want to reach and how
their employees fall short, they struggle when it comes to changing employee behavior
to get the results they want.

10. In its most basic sense, job satisfaction is a positive emotional state resulting from
evaluating one’s job experiences. Job dissatisfaction occurs when one’s expectations
are not met. For example, if an employee expects clean and safe working conditions
of the job, then the employee is likely to be dissatisfied if the workplace is dirty and

dangerous.

V. R

There are various points in a career trajectory where problems can occur, from recruitment,
training, and mentorship to promotion and retention. Recruitment can be particularly difficult
because a new employee is an unknown factor. The evidence that many companies are failing
to recruit the right people is the number of people who are patently in the wrong job! One
reason for this is that organizations make job offers based on past performance rather than on
realistic assessment of future potential.

The mismatch between an individual and their position within a company may, however,
be due to factors other than poor recruitment practices. Employees can be promoted into
positions that no longer match their skills; rigidity in organizational structures may inhibit
opportunities for employees, particularly women, who need to balance work and family
responsibilities; and organizational reward structures can encourage people to take jobs for the
wrong reasons.

Failing to promote employees with the aptitude and skills to be effective managers
can be just as big a mistake as promoting the wrong people. Recent evidence indicates that
organizations with women in top management positions outperform those with more traditional,
male-dominated leadership structures.

However, many women who begin their careers on an equal footing with their male
colleagues fail to reach the highest level of management because of rigid organizational
structures that inhibit an achievable work-life balance. Although many companies are beginning
to recognize the value of a more flexible approach to working, employees who take advantage

of this are often seen as less committed or ambitious.
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