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1. How does personality play a role in developing your selection system (explain in terms of fit and also in terms of criterion related validity)

· Right person for the right job
Personality- biased

· Content validity-  The actual skills and requirements of a job.

I.e. Tell me about a time where you had problems with working on a team? How did you resolve the problem?

· Criterion validity- measuring a trait, testing them to see if a high level of job performance

i.e. Google uses questions like : How much does your head weigh? How many gas stations in the U.S? These questions test your logic/ thought process. How did you get to the answer?


2. How could you ensure your selection system has a high level of a) procedural fairness, b) distributive fairness and c) interactional fairness

a) Job analysis- ask questions based on the job, reliable- ask same questions to everyone
b) Salary relative to other jobs- fair
c) Treated fairness, increase likelihood of fit

3. How can you reduce turnover by implementing the right type of selection system (hint:  fit)?

· Structured Interview (Situational) based on a job analysis
· Valid, reliable, practical, free from bias
· Legally Defensible- equal employment opportunities, avoid discrimination and perceptual and attribution errors
· FAIR- procedural justice
· RJP (to ensure fit)






4. What perceptual errors could occur in an interview?  What attribution errors could occur in an interview?  What steps could you take to minimize the likelihood they would occur?

PERCEPTUAL ERRORS

· Primacy- Reliance on early, first impressions

· Recency- Most recent information dominates perceptions

· Similar to me effect- hire people that relate to you

· Selective perception- A person’s selective interpretation of what they see based on their interests, background, experience, and attitudes

i.e. can draw wrong conclusion about people that have suffered from serious illness

· Halo Effect- Drawing a general impression of an individual on the basis of a single characteristic (can be good or bad). 
i.e. If someone is good looking, then they must be good at everything

· Contrast Effect- The concept that our reaction to one person is often influenced by other people that we have recently encountered. 

i.e. an applicant is compared to mediocre of strong performances of previous applicants

ATTRIBUTION ERRORS

· Fundamental Attribution Error- The tendency to underestimate the influence of external (situational) factors and overestimate the influence of internal (dispositional) factors when making judgments about the behavior of others. 

i.e. Manager attributes poor performance of his/her sales agents to laziness rather than acknowledging the impact of the innovative product line introduced by the competitor. 

· Self-Serving Bias- The tendency to attribute one’s own success to internal factors while putting the blame for failures on external factors.

i.e. Student attributes doing well on exam to his/her time spent studying and ability to understand, ignoring pro’s guidance. On the other hand, if she/he fails then the prof is to blame.

· Actor-Server Effect- Tendency for actors and observers to view the causes of the actor’s behaviors differently. 

STEPS TO AVOID BIASES

Attribution Cues:

Consistency Cue: Is Bob always late for work? 

Consensus Cue: Was everyone late today? (i.e. was traffic bad) or was it just Bob that was late? 

Distinctiveness Cue- Is Bob late in everything that he does (i.e. handing in projects on time), or is it just applicable to the situation?



5. How would the a) culture, b) structure and c) strategy of your organization influence your selection system

Culture- Want to hire people based on the culture. i.e. Disney wants to hire people that will be good at representing the fun and friendly culture. 

Structure- Highly mechanistic- more likely to hire someone that fits the job description. Organic- more likely to hire someone that is fits the culture of the organization.

Strategy- Depends on the amount of HR available. i.e. a mattress factory with high turnover rate needs someone who can do the job quickly and efficiently. 

6. How do the following relate to a training and development program:  a) procedural fairness, b) distributive fairness and c) interactional fairness?

· Procedural Fairness- who is selected for what training. Is the process fair?
· Distributive Fairness- Not the process of who receives training, but is the AMOUNT fair. Asks about outcome of training.
· Interactional Fairness- Do you feel you are treated with respect.

7. How could training increase commitment and which type of commitment is it likely to increase?

· The type of company that is likely to offer a high level of training is a company where everyone wants to work. Company’s that see the potential in employees. 
· Effective commitment- good culture results in high level of commitment- people want to be there.
· The type of culture is where there is high level of commitment
· Continuance commitment- you feel you HAVE to stay
· Normative commitment- you feel you SHOULD stay with the company

8. How would the a) culture, b) structure and c) strategy of your organization influence your training program?

· Culture- Type of training, and how much training a company delivers
· Structure- How much training happens. Bureaucratic- more to the top. Organic, everyone gets a lot of training.
· Strategy- low cost product- very little training because it is most cost efficient. A place like Disney has a different strategy to attract customers- extensive training.
9. How could an effective compensation system increase commitment and which type of commitment is likely to increase?

· Procedural, distributive, interactional fairness
· Intrinsic/ Extrinsic motivation
· Process theories (expectancy, equity, goal setting theory)
· Affective commitment is most important because affective commitment is strongly related to performance/job satisfaction


10. How would the a) culture, b) structure and c) strategy of your organization influence your compensation system?

SEE NUMBER 5

11. How do individual differences play a role in your compensation system?

- Each individual has different needs and the way you treat someone depends on their own individual needs. 

12. How do the following relate to your leadership style: a) procedural fairness, b) distributive fairness and c) interactional fairness?

13. How could being an effective leader increase commitment and which type of commitment is it likely to increase?

-Dimensions of fairness
-Selection system that is valid, reliable, practical, free from bia
-compensation

AFFECTIVE COMMITMENT

14. How would the a) culture, b) structure and c) strategy of your organization influence your leadership style?

SEE NUMBER 5

15.  How would the a) culture, b) structure and c) strategy of your organization influence the team dynamics in your organization?

· Transformational- arouse intense feelings, inspirational, charisma, powerful influence
· Transactional- Manager like, motivate by exchanging rewards for services
· House’s Path Goal Theory: concerned with the situations under which various leader behaviors are most effective.

· Leader Behavior: Directive, supportive, participative, achievement behaviors- The effectiveness of each behavior depends on the situation which the leader encounters.

Situational factors- Employee characteristics: level of authoritarianism/high needs achievers, locus of control, level of ability. 

Environmental factors- nature of task, formal authority.

Stages of Group Development: Forming, storming, norming, performing, adjourning. Forming- norming stages are critical to group’s success. 

SEE NUMBER 5


16. What are three key learning’s you will take away from the Verma union article that will help you if you are a manager in a unionized environment?

USE THESE ARGUMENTS (from Verma Article)


	ARGUMENTS FOR UNIONS
	ARGUMENTS AGAINST UNIONS

	

· Marginally higher use of gain sharing

· Increase in use of EAP’s

· No significant difference in the use of group incentive plans and gain sharing

· Increasing tendency to use formal employment tests

· More likely to have labor inspections

· Formally delivered training programs where unions are active in the workplace

· Positive effect on internal and external training

· Positive relationship between tenure and firm-specific training
· Higher levels of job related training

· More likely to use teams, provide training, use flexible workplace practices, and formal grievance procedures












	

· Decrease likelihood of variable pay plan

· Decrease in the use of individual incentive plans (not group plans)

· Decrease in the use of individual performance pay plans

· Reduce the effectiveness of gain sharing plans

· Decrease of the use of formal appraisal system

· Less likely to use appraisal results in salary, promotion, and layoff decisions

· Decreases the use of flexible staffing arrangements



· Decreases firms ability to directly communicate with employees

· Barrier to affective communication with management

· Decreases a firms ability to adopt HR policies that assist in 

· Increasing an employees motivation and building a strong culture

· Lower growth but also lower quit rates

· Decrease flexibility, increase productivity
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