

Model Answer to the Exercise



1.	(10%)  What are the main changes that currently affect the nature and role of the personnel function?



(a)	People working in organizations have become better educated and prepared for their jobs and more aware of their rights.  Their value systems have changed,  and their employment and life aspirations have increased.



(b)	An increased number of personnel issues is regulated by legislation, or has become subject of collective agreements between workers' and employers' organizations.



(c)	Many new approaches to the "human element" in organizations have emerged.  "People" is viewed as the most valuable resource of an organization.  A wide range of "organizational development" theories and concepts emerged, and are applied to the analysis of human problems in organizations; and new methods are used to increase the effectiveness of individuals and groups in achieving organizational goals.





2.	(5%)  Why has it been increasingly recognized that the management of people is more culture-bound and value-laden than any other area of management?



	Because practices regarded as standard in one country or organization may be unthinkable in another environment.





3. 	(10%)  What are the criteria that need to be fulfilled by a Human Resource Policy?



(a)	Policy should be written, understandable, and present a comprehensive coverage of the function;



(b)	Provision should be made for ensuring dissemination and comprehension of stated policy throughout the company;



(c)	Policy should be soundly based, consistent with public policy and that of comparable organizations;



(d)	Specific personnel policies (e.g., staffing, development and administration) should be mutually supportive;



(e)	Policy should be established as a result of multi-level discussion and consultation throughout the organization, including consultation with employees' representatives as appropriate.









4.	(5%)  What is the main purpose of the HRM audit?



	It is to provide information on, and explanation of, human resource management and development practices.





5.	(5%)  What is the most important condition when dealing with HRM information during an audit?



	CONFIDENTIALITY!!!





6.	(5%)  What is the main purpose of a human resource planning exercise?



	It is to make sure that the organization has the right number of people of the right profile at the right time.







7.	(10%)  What are the principle factors reflected in both the selection and procedure and the criteria applied?  (Recruitment and selection)



(a)	The importance of given positions in the organizational structure (job content, authority and responsibility, the possibility of correcting errors, etc.);



(b)	The terms of employment that are to be offered and the possibility of terminating employment contracts;



(c)	The normal career path of the employees concerned;



(d)	The legislation to be observed;



(e)	The formally or informally agreed practices as regards the participation of employees' representatives, and of trade unions more generally, in staff recruitment and selection.





8.	(5%)  By what is the "organizational climate" primarily determined in a company?



	It is determined primarily by the people-management practices of top and senior managerial staff, by the employment and working conditions and by the encouragement given to individual and group initiative, innovation, creativity and self-development.











9.	(20%)  What are the problems most frequently found in the area of "wages and salaries"?



**	distorted salary systems (e.g., the wage differentials do not reflect the relative difficulty and importance of particular categories of jobs);



**	no relationship, or a very weak one, between salary and real performance at work;



**	wage and salary differentials that do not motivate employees towards training and self-development and to seek promotion to more responsible and more rewarding jobs;



**	obsolete salary and pay structure, which have not been adapted to the requirements of new technologies and to the changing structure of jobs;



**	the absence of flexibility in using bonuses and special rewards for encouraging high performance and in demonstrating that such performance is important to the organization and is therefore properly remunerated by management;



**	excessive secrecy in matters of salaries and other rewards, giving rise to various suspicions about the actual pay levels of certain individuals, and reducing confidence in the objectivity and fairness of management over questions of pay.





10.	(5)  What are the principle uses of "Job Analysis"?



(a)	It is used to produce job descriptions for recruitment and other purposes;



(b)	It is used for job evaluation, i.e., determining job worth.





11.	(10%)  Why has "Performance Appraisal" been one of the weakest links in the personnel management system?



	Even with structured performance appraisal schemes, the reality tends to be different from declared objectives and policies.  Normally, performance appraisal reports are duly produced and signed, but no conclusions are drawn and no use is made of the appraisals in deciding on staff development, promotions, transfers, merit increments and so on.  In many cases they have become formalities that must be carried out but do not reflect real performance.  In other cases, the appraisal reflects only the subjective views and preferences of direct supervisors.





12.	(5%)  What do you understand by "Organizational Development"?



	Process that emphasizes the application of behavioural sciences to assist organizations to identify, plan and implement organizational changes.  This "classical" OD. concept is enhanced by the utilization of many other diagnostic and problem-solving techniques in addition to behavioural techniques.





13.	(10%)  What are the principle factors that the consultant in HRM/HRD needs to take into consideration when he needs to advise in the area of "labour-management relations"?



(1)	The relevant legal framework of labour-management relations at the enterprise level;



(2)	The relevant provisions of any existing collective agreement that applies to the enterprise concerned;



(3)	The labour-management relations customs, usages and practices which often demand the same respect as is accorded to legal regulations;



(4)	The position, outlook and concerns of the workers' representatives who will be involved in any course of action.
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