Human Resource Management, Global Edition, 13e (Mondy)

Chapter 13   Internal Employee Relations

13.1  Multiple-Choice Questions

1) The key to successful worker retention is to ________.

A) conduct performance appraisals

B) focus on top performers and determine their risk of leaving

C) follow a take-it-or-leave it strategy with employees

D) minimize the risks and rewards of challenging assignments

Answer:  B

Explanation:  B) The key to successful retention is to focus on top performers and determine their risk of leaving. Likely, these workers are already being recruited and they probably know their value in the job market. There will always be opportunities elsewhere for a firm's best employees.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  1

2) Approximately ________ U.S. workers depend almost entirely on the continued goodwill of their employer.

A) two out of every three

B) one out of every two

C) two out of every five

D) four out of every ten

Answer:  A

Explanation:  A) Notwithstanding various employment standards to avoid that are based on laws, court decisions, and executive orders, approximately two of every three U.S. workers depend almost entirely on the continued goodwill of their employer. Individuals falling into this category are known as "at-will employees."

Diff: 3

Chapter:  13

Skill:  Concept

LO:  2

3) What did your author identify as the most important metric in HR today?

A) performance rate of all employees 

B) turnover rate of high-level managers 

C) acceptance rate of new college graduates 

D) retention rate of most qualified employees

Answer:  D

Explanation:  D) According to the author, the most important metric in HR today is the retention rate of a firm's most qualified employees, the individuals who are capable of taking an organization to new heights.

Diff: 3

Chapter:  13

Skill:  Concept

LO:  1

4) Which term refers to HR management activities associated with the movement of employees within the organization?

A) succession planning

B) internal recruitment

C) career development

D) internal employee relations

Answer:  D

Explanation:  D) Internal employee relations comprise the human resource management activities associated with the movement of employees within the organization. Some topics related to internal employee relations include terminations, demotions, downsizing, transfers, promotions, and resignations.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  1

5) Which of the following is NOT an activity included in internal employee relations? 

A) promotion 

B) transfer 

C) demotion 

D) selection

Answer:  D

Explanation:  D) Internal employee relations comprise the human resource management activities associated with the movement of employees within the organization. Some topics related to internal employee relations include terminations, demotions, downsizing, transfers, promotions, and resignations. Selection occurs in the hiring process, so it is not an aspect of internal employee relations.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  1

6) Which term refers to an unwritten contract that is created when an employee agrees to work for an employer but no agreement exists as to how long the parties expect the employment to last?

A) temporary assignment

B) contract employment

C) employment at will

D) right-to-work law

Answer:  C

Explanation:  C) Employment at will is an unwritten contract created when an employee agrees to work for an employer but no agreement exists as to how long the parties expect the employment to last. Generally, much of the U.S. legal system presumes that the jobs of such employees may be terminated at the will of the employer and that these employees have a similar right to leave their jobs at any time.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  2

7) Which of the following is an exception made by courts regarding the employment-at-will doctrine?

A) prohibiting termination on the grounds of public policy 

B) permitting claims based on good faith and fair dealing 

C) permitting employees to bring claims based on statements made in employment handbooks 

D) all of the above 

Answer:  C

Explanation:  C) The courts have made certain exceptions to the employment-at-will doctrine. One of these is permitting employees to bring claims based on statements made in employment handbooks, which create an implied employment contract.

Diff: 3

Chapter:  13

Skill:  Concept

LO:  2

8) During a job interview, John, an HR manager, tells an applicant, "You can expect to hold this job as long as you want." John's statement could be considered a(n) ________ and grounds for a lawsuit. 

A) ethical breach 

B) fundamental breach 

C) contractual agreement 

D) responsibility agreement 

Answer:  C

Explanation:  C) Telling a person during a job interview that he or she can expect to hold the job as long as they want could be considered a contractual agreement and grounds for a lawsuit. A person should not be employed without a signed acknowledgment of the employment-at-will disclaimer.

Diff: 2

Chapter:  13

Skill:  Application

LO:  2

9) Peterson Productions wants to protect itself from wrongful discharge litigation, so the firm has eliminated from its job application any statements that suggest ________.

A) background investigations

B) permanent employment

C) union membership

D) merit performance

Answer:  B

Explanation:  B) Employers can do certain things to help protect themselves against litigation for wrongful discharge based on a breach of implied employment contract. Statements in documents such as employment applications and policy manuals that suggest job security or permanent employment should be avoided if employers want to minimize charges of wrongful discharge. 

Diff: 2

Chapter:  13

Skill:  Application

LO:  2

10) The state of employee self-control and orderly conduct that indicates the extent of genuine teamwork within an organization is referred to as ________.

A) ethics

B) discipline

C) punishment

D) internal employee relations

Answer:  B

Explanation:  B) Discipline is the state of employee self-control and orderly conduct that indicates the extent of genuine teamwork within an organization. A necessary but often trying aspect of internal employee relations is the application of disciplinary action.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  3

11) Discipline refers to the ________.

A) punishment provided by an organization

B) conditions which exist only in the military

C) threat of punishment made by managers

D) state of employee self-control present in an organization 

Answer:  D

Explanation:  D) Discipline is the state of employee self-control and orderly conduct that indicates the extent of genuine teamwork within an organization. A necessary but often trying aspect of internal employee relations is the application of disciplinary action.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  3

12) What involves invoking a penalty against an employee who fails to meet established standards? 

A) metrics

B) probation

C) disciplinary action 

D) internal employee relations 

Answer:  C

Explanation:  C) A necessary but often trying aspect of internal employee relations is the application of disciplinary action. Disciplinary action invokes a penalty against an employee who fails to meet established standards. 

Diff: 1

Chapter:  13

Skill:  Concept

LO:  3

13) The most effective disciplinary action addresses the employee's ________. 

A) attitude 

B) behavior 

C) personality 

D) conscience 

Answer:  B

Explanation:  B) Effective disciplinary action addresses the employee's wrongful behavior, not the employee as a person. Incorrectly administered disciplinary action is destructive to both the employee and the organization.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  3

14) The disciplinary action process deals largely with ________. 

A) rule infractions 

B) industry standards

C) strategic planning

D) procedural misunderstandings

Answer:  A

Explanation:  A) The disciplinary action process deals largely with infractions of rules. Rules are established to better facilitate the accomplishment of organizational goals and are specific guides to behavior on the job.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

15) What are specific guides to behavior on the job? 

A) rules 

B) ethics 

C) morals 

D) standards 

Answer:  A

Explanation:  A) The disciplinary action process deals largely with infractions of rules. Rules are established to better facilitate the accomplishment of organizational goals and are specific guides to behavior on the job.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

16) In the disciplinary action process, what must occur immediately after management establishes rules? 

A) observe performance 

B) set organizational goals 

C) compare performance with rules 

D) communicate rules to employees 

Answer:  D

Explanation:  D) After management has established rules, it must communicate these rules to employees. All employees must know the standards in order to be disciplined persons. Individuals cannot obey a rule if they do not know it exists. Observing performance and comparing performance with rules occurs later in the process, while setting organizational goals is the first step of the disciplinary action process.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

17) The primary purpose of disciplinary action is to ________. 

A) chastise employees for breaking rules

B) prevent unionized employees from striking

C) alter behavior that hinders organizational goals

D) initiate useful discussion and feedback from managers

Answer:  C

Explanation:  C) The purpose of disciplinary action is to alter behavior that can have a negative impact on achievement of organizational objectives, not to chastise the violator. Thus, the intent of disciplinary action should be to ensure that the recipient sees disciplinary action as a learning process rather than as something that inflicts pain.

Diff: 3

Chapter:  13

Skill:  Concept

LO:  4

18) The word discipline comes from the word disciple, and when translated from Latin, what does it mean? 

A) "to punish" 

B) "to control" 

C) "to teach" 

D) "to restrain" 

Answer:  C

Explanation:  C) The word discipline comes from the word disciple, and when translated from Latin, it means to teach. Thus, the intent of disciplinary action should be to ensure that the recipient sees disciplinary action as a learning process rather than as something that inflicts pain.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  4

19) In order to be most effective, disciplinary action should be a ________ process.

A) learning 

B) subjective

C) negative

D) painful

Answer:  A

Explanation:  A) The purpose of disciplinary action is to alter behavior that can have a negative impact on achievement of organizational objectives, not to chastise the violator. Thus, the intent of disciplinary action should be to ensure that the recipient sees disciplinary action as a learning process rather than as something that inflicts pain.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  4

20) Parker Pharmaceuticals is a corporation that employs over 400 workers. As the firm continues to grow, the need for discipline among employees has become more critical. The HR department and top executives are planning to revamp the disciplinary action process that is currently in place at Parker. Which of the following most likely undermines a decision to use the hot stove rule approach to discipline? 

A) Parker supervisors desire flexibility in any disciplinary system. 

B) Some Parker employees belong to labor unions while other do not. 

C) The Parker ombudsperson handles most grievance procedures.

D) Most disciplinary issues at Parker are related to insubordination.

Answer:  A

Explanation:  A) If the circumstances surrounding all disciplinary action were the same, there would be no problem with the hot stove approach. However, situations are often quite different, and many variables may be present in each disciplinary action case. Supervisors often find that they cannot be completely consistent and impersonal in taking disciplinary action and they need a certain degree of flexibility, which is not an aspect of the hot stove approach. 

Diff: 3

Chapter:  13

Skill:  Critical Thinking

LO:  4

AACSB:  Reflective Thinking

21) Parker Pharmaceuticals is a corporation that employs over 400 workers. As the firm continues to grow, the need for discipline among employees has become more critical. The HR department and top executives are planning to revamp the disciplinary action process that is currently in place at Parker. Which of the following best supports a decision to use the progressive disciplinary action approach? 

A) Major violations and terminations rarely occur at Parker.

B) Parker wants an informal procedure for disciplining employees.

C) Managers at Parker have been inconsistent with disciplining employees. 

D) Chronic tardiness is the primary disciplinary issue among Parker employees.

Answer:  C

Explanation:  C) The goal of progressive disciplinary action is to formally communicate problem issues to employees in a direct and timely manner so that they can improve their performance. The manager follows the same procedure for each level of offense in the progressive disciplinary process, which ensures consistency. It is less relevant that terminations are rare or that tardiness is the main problem at the firm.

Diff: 3

Chapter:  13

Skill:  Critical Thinking

LO:  4

AACSB:  Reflective Thinking

22) Parker Pharmaceuticals is a corporation that employs over 400 workers. As the firm continues to grow, the need for discipline among employees has become more critical. The HR department and top executives are planning to revamp the disciplinary action process that is currently in place at Parker. Which of the following questions is LEAST relevant to selecting a new disciplinary action process for Parker? 

A) Are managers applying discipline consistently and fairly?

B) Are managers able to apply discipline impersonally to all employees?

C) Does Parker want to use punishment or encouragement to create discipline?

D) Does Parker have similar discipline problems as other pharmaceutical firms?

Answer:  D

Explanation:  D) Consistency and fairness are important to consider with discipline. If managers are not being consistent and impersonal then perhaps the progressive disciplinary approach would be best. Whether the firm wants to use punishment or not is another consideration. The disciplinary problems at other firms are less relevant to the decision.

Diff: 3

Chapter:  13

Skill:  Critical Thinking

LO:  4

AACSB:  Reflective Thinking

23) According to the hot stove rule, disciplinary action should ________.

A) occur immediately and without warning

B) consider extended circumstances 

C) provide consistent punishment

D) include personal comments

Answer:  C

Explanation:  C) Disciplinary action should be consistent in that everyone who performs the same act will be punished accordingly. Disciplinary action should occur immediately but with advance warning and should be impersonal.

Diff: 3

Chapter:  13

Skill:  Concept

LO:  4

24) Which of the following is NOT a characteristic of the hot stove approach to disciplinary action? 

A) provides advance warnings 

B) indicates favoritism 

C) offers consistency

D) occurs immediately 

Answer:  B

Explanation:  B) Disciplinary action should be consistent in that everyone who performs the same act will be punished accordingly. Disciplinary action should occur immediately and with advance warning. Disciplinary action should be impersonal and without favoritism.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

25) According to the hot stove rule, disciplinary action should most likely occur immediately, so that the individual will ________.

A) receive appropriate training opportunities 

B) have time to contact an HR manager

C) share the experience with co-workers 

D) understand the reason for it

Answer:  D

Explanation:  D) If disciplinary action is to be taken, it must occur immediately so that the individual will understand the reason for it. 

Diff: 3

Chapter:  13

Skill:  Concept

LO:  4

26) Which of the following is a drawback to the hot stove approach? 

A) lacks timeliness 

B) too impersonal

C) lacks flexibility 

D) too subjective

Answer:  C

Explanation:  C) If the circumstances surrounding all disciplinary action were the same, there would be no problem with the hot stove approach. However, situations are often quite different, and many variables may be present in each disciplinary action case. Supervisors often find that they cannot be completely consistent and impersonal in taking disciplinary action and they need a certain degree of flexibility.

Diff: 3

Chapter:  13

Skill:  Concept

LO:  4

27) What disciplinary action approach is intended to ensure that the minimum penalty appropriate to the offense is imposed? 

A) hot stove approach 

B) performance discipline method

C) progressive disciplinary action 

D) disciplinary action without punishment 

Answer:  C

Explanation:  C) Progressive disciplinary action is intended to ensure that the minimum penalty appropriate to the offense is imposed. The process of giving a worker time off with pay to think about whether he or she wants to follow the rules and continue working for the company is called disciplinary action without punishment.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  4

28) The progressive disciplinary action model was developed in the 1930s in response to the ________.

A) Railway Labor Act

B) Davis-Bacon Act

C) Walsh-Healey Act

D) National Labor Relations Act

Answer:  D

Explanation:  D) Progressive disciplinary action is intended to ensure that the minimum penalty appropriate to the offense is imposed. The progressive disciplinary model was developed in response to the National Labor Relations Act.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

29) The goal of ________ is to formally communicate problem issues to employees in a direct and timely manner so that they can improve their performance. 

A) progressive disciplinary action 

B) performance appraisals 

C) succession planning

D) broadbanding

Answer:  A

Explanation:  A) Progressive disciplinary action is intended to ensure that the minimum penalty appropriate to the offense is imposed. The goal of progressive disciplinary action is to formally communicate problem issues to employees in a direct and timely manner so that they can improve their performance.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

30) In which of the following does the manager ask a series of questions in sequence to determine the best disciplinary action?

A) hot stove approach 

B) progressive disciplinary action 

C) disciplinary questionnaire approach 

D) disciplinary action without punishment approach

Answer:  B

Explanation:  B) The progressive disciplinary approach involves answering a series of questions about the severity of the offense. The manager must ask these questions, in sequence, to determine the proper disciplinary action. 

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

31) Which of the following is NOT a question that would likely be asked when a manager uses progressive disciplinary action?

A) Does this violation warrant more than a written warning? 

B) Does this violation warrant more than an oral warning? 

C) Does this violation warrant disciplinary action? 

D) Does this violation warrant termination?

Answer:  D

Explanation:  D) According to the progressive disciplinary action approach, the manager would ask if the violation deserved a written warning, an oral warning, and/or disciplinary action. Termination may be a result of the process, but the manager would not specifically ask that question. 

Diff: 3

Chapter:  13

Skill:  Application

LO:  4

32) Mike, a manager at a distribution center, has learned that one of his subordinates assaulted a co-worker. Mike uses the progressive disciplinary action approach when dealing with employee violations. Which of the following punishments will the subordinate most likely receive? 

A) oral warning 

B) written warning 

C) suspension 

D) termination 

Answer:  D

Explanation:  D) With the progressive disciplinary action approach, warnings and suspensions typically occur prior to termination. However, major violations, such as assaulting another worker, may justify immediate termination of the employee. 

Diff: 2

Chapter:  13

Skill:  Application

LO:  4

33) Maria is chronically tardy to work. In response, Maria's manager has given Maria time off with pay to think about whether she wants to follow the rules and continue working for the company. Which disciplinary method is Maria's manager most likely using? 

A) progressive disciplinary action 

B) hot stove approach 

C) disciplinary action without punishment 

D) punitive disciplinary action

Answer:  C

Explanation:  C) The process of giving a worker time off with pay to think about whether he or she wants to follow the rules and continue working for the company is called disciplinary action without punishment. The approach is to throw out formal punitive disciplinary action policies for situations such as chronic tardiness in favor of affirming procedures that make employees want to take personal responsibility for their actions and be models for the corporate mission. 

Diff: 2

Chapter:  13

Skill:  Application

LO:  4

34) Which of the following terms refers to a process in which a worker is given time off with pay to consider whether he or she wants to follow the rules and continue working for the company? 

A) disciplinary action without punishment 

B) progressive disciplinary action

C) punitive discipline method

D) hot stove approach

Answer:  A

Explanation:  A) The process of giving a worker time off with pay to think about whether he or she wants to follow the rules and continue working for the company is called disciplinary action without punishment. The approach is to throw out formal punitive disciplinary action policies for situations such as chronic tardiness in favor of affirming procedures that make employees want to take personal responsibility for their actions and be models for the corporate mission. 

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

35) Consider the following situation: When an employee violates a rule, the manager issues an oral reminder. Repetition brings a written reminder, and the third violation results in the worker having to take one, two, or three days off (with pay) to think about the situation. During the first two steps, the manager tries to encourage the employee to solve the problem. If the third step is taken, upon the worker's return, the worker and the supervisor meet to agree that the employee will not violate a rule again or the employee will leave the firm. What form of disciplinary action is being taken? 

A) disciplinary action without punishment 

B) hot stove approach 

C) progressive disciplinary action 

D) progressive discipline 

Answer:  A

Explanation:  A) The process of giving a worker time off with pay to think about whether he or she wants to follow the rules and continue working for the company is called disciplinary action without punishment. The approach involves issuing oral reminders, written reminders, and discussions between the manager and employee.

Diff: 3

Chapter:  13

Skill:  Application

LO:  4

36) Renee was recently hired at Emerson Enterprises. During employee orientation, Renee was told that repeated violations of different rules will be viewed in the same way as several violations of the same rule. What type of disciplinary method is most likely used at Emerson? 

A) progressive discipline 

B) hot stove approach 

C) disciplinary action without punishment 

D) progressive disciplinary action 

Answer:  C

Explanation:  C) When disciplinary action without punishment is used, it is especially important that all rules be explicitly stated in writing. At the time of orientation, new workers should be told that repeated violations of different rules will be viewed in the same way as several violations of the same rule. This approach keeps workers from taking undue advantage of the process.

Diff: 3

Chapter:  13

Skill:  Application

LO:  4

37) Which of the following is LEAST likely to help a firm protect itself against suits claiming discriminatory disciplinary actions? 

A) basing decisions solely on performance

B) disciplining in the presence of co-workers

C) training managers how to avoid bias claims

D) developing written policies barring unfair treatment

Answer:  B

Explanation:  B) One of the best ways for a company to protect itself against suits claiming discrimination or harassment is to ensure that it has proper, written policies barring unfair treatment of its staff, and a system for ensuring that the policies are followed. Disciplinary actions should be fully documented, and managers should be trained in how to avoid bias claims. Also, although discrimination laws prohibit employers from making employment decisions based on an employee's membership in a protected class, basing decisions solely on performance helps prevent violation of these laws. Discipline should be handled privately to avoid embarrassment.

Diff: 3

Chapter:  13

Skill:  Concept

LO:  4

38) Disciplinary action should never be administered ________.

A) at the beginning of a shift

B) immediately before a lunch break

C) in the presence of others

D) immediately after the violation occurs

Answer:  C

Explanation:  C) Taking disciplinary action against a worker in the presence of others may embarrass the individual and actually defeat the purpose of the action. Even when they are wrong, employees resent disciplinary action administered in public. By disciplining employees in private, supervisors prevent them from losing face with their peers.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

39) What is the most severe penalty an organization can give to an employee?

A) suspension 

B) transfer

C) termination 

D) demotion 

Answer:  C

Explanation:  C) Termination is the most severe penalty that an organization can impose on an employee; therefore, it should be the most carefully considered form of disciplinary action. Suspensions, transfers, and demotions are less severe since the worker remains employed. 

Diff: 2

Chapter:  13

Skill:  Concept

LO:  5

40) As an HR manager, you may be required to fire employees. According to experts, what is the best time for you to fire an employee?

A) Monday morning

B) Monday afternoon 

C) Friday morning 

D) Friday afternoon 

Answer:  B

Explanation:  B) Experts suggest that firings should be on Mondays because it lets the dismissed workers start looking for a job right away. Further, firing a worker at the end of the day leaves little chance for discussion among the remaining staff that may interrupt the workplace. 

Diff: 2

Chapter:  13

Skill:  Application

LO:  6

41) Nora, a line manager at an electronics firm, needs to fire one of her subordinates for repeatedly failing to report to work. The subordinate previously received both oral and written warnings about the violation. Which of the following would most likely help the termination process proceed smoothly? 

A) Nora answers questions about the decision.

B) Nora and the subordinate gather in her office. 

C) Nora gives the subordinate the final paycheck.

D) Nora meets with the subordinate privately. 

Answer:  C

Explanation:  C) Managers should avoid discussing the termination decision and should simply have the final paycheck available. Managers should use a conference room for privacy, but a witness should be at the meeting in case of problems.

Diff: 3

Chapter:  13

Skill:  Application

LO:  6

42) The ability to recognize and manage emotions is best known as ________.

A) emotional analysis

B) behavioral management

C) emotional intelligence

D) interpersonal communication

Answer:  C

Explanation:  C) Emotional intelligence is the ability to recognize and manage emotions. Daniel Goleman, psychologist and author of the book Working with Emotional Intelligence, describes emotional intelligence as the capacity for recognizing our own feelings and those of others, for motivating ourselves, and for managing emotions well in ourselves and in our relationships.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  6

43) Organizations such as Coca-Cola and Hallmark Communities assert that increased productivity stems from ________.

A) emotional intelligence

B) benchmarking methods

C) intellectual intelligence

D) management metrics

Answer:  A

Explanation:  A) Some organizations have credited emotional intelligence with increasing productivity. Coca-Cola, for instance, found that EQ had a major impact on productivity. Emotional intelligence is the ability to recognize and manage emotions. 

Diff: 2

Chapter:  13

Skill:  Concept

LO:  6

44) The termination procedure is usually the most well defined for ________.

A) executives

B) managers

C) hourly workers 

D) union workers

Answer:  D

Explanation:  D) If the firm is unionized, the termination procedure is typically well defined in the labor-management agreement. When the firm is union-free, workers can generally be terminated more easily since the worker is most likely an at-will employee. In most union-free organizations, violations justifying termination are often included in the firm's employee handbook.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  6

45) In organizations of any size, management should ________.

A) use outside consultants for termination procedures

B) explain what actions warrant termination 

C) avoid terminating union workers

D) handle terminations formally

Answer:  B

Explanation:  B) In smaller organizations, the termination process is informal with the first-line supervisor telling workers what actions warrant termination. However, regardless of the size of the organization, management should inform employees of the actions that warrant termination. 

Diff: 3

Chapter:  13

Skill:  Concept

LO:  6

46) Who is usually responsible for hiring and firing the CEO? 

A) stockholders 

B) top management 

C) board of directors

D) executive search firms

Answer:  C

Explanation:  C) Unlike workers at lower level positions, CEOs do not have to worry about their positions being eliminated. Their main concern is pleasing the board of directors, because hiring and firing the CEO is a board's main responsibility.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  6

47) Which of the following is the LEAST likely reason for firing a top-level executive? 

A) economic downturn

B) reorganization

C) marketing image

D) productivity decline

Answer:  C

Explanation:  C) A recession, the reorganization of the firm, and a decline in productivity are common reasons that boards fire top executives. Although differing philosophies in management may lead to a firing, marketing image is a less likely reason. 

Diff: 2

Chapter:  13

Skill:  Concept

LO:  6

48) What is the most common reason that a CEO is terminated? 

A) stock and bond markets fluctuate

B) board of directors lacks confidence 

C) consumers have different philosophy

D) law enforcement discovers insider trading 

Answer:  B

Explanation:  B) Often the reason for terminating a CEO is because the board of directors lost confidence in him or her. Tenure has become increasingly shaky for new CEOs, as the turnover in the Fortune 1000 companies is high. Economic downturns and philosophical differences between the CEO and the Board are other reasons.

Diff: 3

Chapter:  13

Skill:  Concept

LO:  6

49) Which group is typically the most vulnerable to termination?

A) unskilled operatives

B) high level executives

C) lower level managers

D) unionized employees 

Answer:  C

Explanation:  C) Typically, the most vulnerable and perhaps the most neglected groups of employees with regard to termination have been middle and lower-level managers and professionals. Employees in these jobs may lack the political clout that a terminated executive has. 

Diff: 2

Chapter:  13

Skill:  Concept

LO:  6

50) Which term refers to the process of moving a worker to a lower level of duties and responsibilities with a reduction in pay?

A) transfer

B) discipline

C) demotion

D) outplacement

Answer:  C

Explanation:  C) Demotion is the process of moving a worker to a lower level of duties and responsibilities, which typically involves a reduction in pay. In outplacement, laid-off employees are given assistance in finding employment elsewhere. 

Diff: 1

Chapter:  13

Skill:  Concept

LO:  6

51) Parson Enterprises is a unionized organization. An employee at Parson would most likely learn how demotions are handled by ________.

A) reviewing the firm's mission statement 

B) contacting the local EEOC office 

C) attending a training program 

D) reading the labor-management agreement 

Answer:  D

Explanation:  D) The handling of demotions in a unionized organization is usually spelled out clearly in the labor–management agreement. Should a decision be made to demote a worker for unsatisfactory performance, the union should be notified of this intent and given the specific reasons for the demotion.

Diff: 3

Chapter:  13

Skill:  Application

LO:  6

52) Which term suggests a one-time change in the organization and the number of people employed? 

A) demoting

B) downsizing

C) bankrupting

D) outplacing

Answer:  B

Explanation:  B) Downsizing, also known as restructuring or rightsizing, is essentially the reverse of a company growing; it suggests a one-time change in the organization and the number of people employed. Typically, both the organizational structure and the number of people in the organization shrink for the purpose of improving organizational performance.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  7

53) What is the primary purpose of downsizing? 

A) hiring new employees

B) meeting EEOC requirements

C) changing the corporate philosophy

D) improving organizational performance

Answer:  D

Explanation:  D) Downsizing, also known as restructuring or rightsizing, is essentially the reverse of a company growing; it suggests a one-time change in the organization and the number of people employed. Typically, both the organizational structure and the number of people in the organization shrink for the purpose of improving organizational performance.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  7

54) According to research, when a firm delays downsizing as long as possible, the firm will most likely ________.

A) recover more quickly when the economy improves

B) implement a formal grievance procedure 

C) force senior employees into retirement

D) file for bankruptcy within one year

Answer:  A

Explanation:  A) One big lesson from research on downsizing is that when organizations resist or delay layoffs as long as possible, they tend to bounce back faster when the upturn hits. This happens, in part, because these organizations save on recruiting and training costs when the demand for their people returns, and by keeping their experienced workforce around, they can move more effectively than their competitors that are scrambling to hire and train new employees with the right skills.

Diff: 3

Chapter:  13

Skill:  Concept

LO:  7

55) Lisa, an HR manager, has been informed that her employer will be downsizing. Lisa's responsibility is to help the company prepare for downsizing by determining which workers should be laid off. All of the following are important for Lisa to do EXCEPT ________. 

A) targeting older workers who earn high salaries to save the firm money

B) ensuring that protected workers are not disproportionately affected

C) utilizing objective, job-related criteria to make layoff decisions

D) preparing to deal with COBRA and ERISA requirements

Answer:  A

Explanation:  A) If older workers with higher salaries than their younger counterparts become targets for cost cutting measures, age discrimination claims may occur. It is important to analyze the breakdown of downsized workers to ensure that all protected groups of workers are not disproportionately affected. It is equally imperative that an employer use objective, job-related criteria to decide which positions will be affected. Also, the downsizing organization should be prepared to deal with government requirements such as COBRA and ERISA.

Diff: 3

Chapter:  13

Skill:  Application

LO:  7

56) Dixon Enterprises is a unionized organization. An employee at Dixon would most likely learn how demotions and layoffs are handled by ________.

A) reviewing the firm's corporate history

B) contacting an outside consultant

C) attending an orientation session

D) reading the labor agreement 

Answer:  D

Explanation:  D) The handling of demotions and layoffs in a unionized organization should be spelled out clearly in the labor–management agreement. Should a decision be made to demote a worker for unsatisfactory performance, the union should be notified of this intent and given the specific reasons for the demotion. When a firm is unionized, the layoff procedures are also usually stated clearly in the labor–management agreement.

Diff: 3

Chapter:  13

Skill:  Synthesis

LO:  6, 7

57) When a unionized firm is downsizing, what is the most likely basis for layoffs? 

A) potential

B) seniority

C) compensation

D) education level

Answer:  B

Explanation:  B) Seniority usually is the basis for layoffs, with the least senior employees laid off first. Potential, salary, and education are less important factors in unionized firms.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  7

58) Louden Manufacturing, a unionized firm, is in the process of downsizing. Mark is employed as a senior-level engineer at the firm, and his position has been eliminated. Mark's manager has indicated that Mark has the right to force a lower-level engineer out of a position. Which term best describes this activity? 

A) bumping 

B) rightsizing 

C) restructuring

D) gainsharing

Answer:  A

Explanation:  A) Most labor agreements have a clearly spelled-out bumping procedure. When senior-level positions are eliminated, the people occupying them have the right to bump workers from lower-level positions, assuming that they have the proper qualifications for the lower-level job. Rightsizing and restructuring are synonyms for downsizing.

Diff: 2

Chapter:  13

Skill:  Application

LO:  7

59) Jackie is an HR manager at a union-free firm that is in the process of downsizing. As Jackie helps determine which employees will be laid off, what will she most likely give the greatest consideration? 

A) organizational needs

B) industry specifications

C) compensation level

D) seniority

Answer:  A

Explanation:  A) In union-free firms, productivity and the needs of the organization are typically key considerations. Seniority is the most significant factor in unionized firms.

Diff: 2

Chapter:  13

Skill:  Application

LO:  7

60) Which of the following is most likely a negative outcome of downsizing? 

A) loss of corporate culture

B) outsourcing of technical jobs

C) elimination of senior positions

D) less work for remaining employees 

Answer:  A

Explanation:  A) Institutional memory or corporate culture is lost during downsizing. Outsourcing jobs is not a likely outcome of downsizing. In unionized firms, senior level workers remain. Workers who remain after downsizing are often faced with the realization of having to do additional work rather than less work.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  7

61) Research on downsizing has shown that when organizations ________, they tend to bounce back faster when the upturn hits. 

A) resist or delay layoffs as long as possible

B) begin the layoff process as soon as possible

C) use an incremental approach to downsizing

D) lay off the entire workforce 

Answer:  A

Explanation:  A) One big lesson from research on downsizing is that when organizations resist or delay layoffs as long as possible, they tend to bounce back faster when the upturn hits. This is especially true in organizations with skilled workers.

Diff: 3

Chapter:  13

Skill:  Concept

LO:  6

AACSB:  Use of IT

62) According to the WARN Act, covered employers are required to give ________ days advance notice before a mass layoff. 

A) 30

B) 60

C) 90

D) 120

Answer:  B

Explanation:  B) The WARN Act requires covered employers to give 60 days' advance notice before a plant closing or mass layoff that will affect a substantial number of workers. Covered employers generally include those with at least 100 full-time employees.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  7

63) Which of the following would most likely be considered a covered employer under the WARN Act? 

A) Barton Consulting, 55 full-time employees

B) Haley Publishing, 85 full-time employees

C) Tyro Aluminum, 145 full-time employees

D) all of the above

Answer:  C

Explanation:  C) The WARN Act requires covered employers to give 60 days' advance notice before a plant closing or mass layoff that will affect at least 100 full-time employees.

Diff: 3

Chapter:  13

Skill:  Application

LO:  7

64) Which term refers to a procedure whereby laid-off employees are given assistance in finding employment elsewhere? 

A) mediation 

B) outplacement

C) arbitration

D) development

Answer:  B

Explanation:  B) As a result of downsizing, some organizations are assisting laid-off employees in locating jobs. The use of outplacement began at the executive level, but it has also been used at other organizational levels. In outplacement, laid-off employees are given assistance in finding employment elsewhere.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  7

65) As a result of downsizing, Heather has lost her job. Heather's employer is helping Heather find a job elsewhere. Which of the following best describes what this employer is providing?

A) outplacement

B) development

C) outsourcing

D) contracting

Answer:  A

Explanation:  A) As a result of downsizing, some organizations are assisting laid-off employees in locating jobs. The use of outplacement began at the executive level, but it has also been used at other organizational levels. In outplacement, laid-off employees are given assistance in finding employment elsewhere.

Diff: 2

Chapter:  13

Skill:  Application

LO:  6

66) Kelly, an HR manager, is employed by a firm that is downsizing. Kelly's employer wants the HR department to provide outplacement services to laid-off employees. Which of the following is LEAST likely to be an outplacement activity?

A) paying expenses for interviews

B) paying federal income taxes

C) providing job-search and interview techniques 

D) discussing wage and salary negotiations

Answer:  B

Explanation:  B) Some of the services provided by outplacement include a discussion of pension options, Social Security benefits, expenses for interviews, and wage/salary negotiations. Usually career guidance is provided on how to conduct a self-appraisal, seek employment, and take interviews. Outplacement is less likely to involve paying income taxes.

Diff: 2

Chapter:  13

Skill:  Application

LO:  6

67) How do employers benefit from providing outplacement services? 

A) minimizing the need for severance pay

B) lowering unemployment insurance costs

C) complying with the WARN Act 

D) improving employee good will

Answer:  D

Explanation:  D) More employers are offering outplacement help to preserve their employer brand and increase good will with just-released employees by offering to help them find alternative work. Outplacement does not necessarily relate to severance pay, and it is not required under the WARN Act.

Diff: 3

Chapter:  13

Skill:  Concept

LO:  7

68) Compensation designed to assist laid-off employees as they search for new employment is known as ________. 

A) COBRA

B) premium pay

C) severance pay

D) workers' compensation

Answer:  C

Explanation:  C) Severance pay is compensation designed to assist laid-off employees as they search for new employment. Unemployed workers may be eligible for extended health benefits through COBRA, but they are required to pay for it.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  7

69) What is the primary reason that firms provide severance pay to employees who are involuntarily terminated?

A) ensuring that current employees remain with the firm

B) preventing terminated employees from suing the firm

C) complying with federal laws that require severance pay

D) expressing concern and support for terminated employees 

Answer:  B

Explanation:  B) A major reason employers offer severance today is that the departing worker must waive all rights to sue the company. Mass layoffs in particular put companies at risk for age discrimination suits because cutbacks often target higher-paid workers, who tend to be older. From the employee's viewpoint, severance is paid so that they will not sue the organization. 

Diff: 3

Chapter:  13

Skill:  Concept

LO:  7

70) Emotional intelligence (EQ) consists of all the following aspects EXCEPT ________.

A) revelation

B) self-awareness 

C) empathy

D) social skills

Answer:  A

Explanation:  A) EQ consists of five aspects including self-awareness, self-relation, motivation, empathy, and social skills. Individuals with high EQ are able to "maneuver their way through potentially volatile situations and walk away without feeling burned." These are qualities managers definitely need should disciplinary action be necessary.

Diff: 3

Chapter:  13

Skill:  Concept

LO:  6

71) Which of the following is a complaint officer with access to top management who hears employee complaints, investigates, and recommends appropriate action? 

A) line manager 

B) HR manager 

C) ombudsperson 

D) union steward

Answer:  C

Explanation:  C) An ombudsperson is a complaint officer who has access to top management and who hears employee complaints, investigates, and recommends appropriate action. Employers use ombudspersons in their organizations to help defuse problems before they become lawsuits or scandals.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  7

72) Johnson Enterprises is recruiting candidates to fill the new position of ombudsperson. Johnson is most likely adding this position to ________. 

A) handle internal problems before they become lawsuits

B) negotiate with local and national labor unions

C) monitor the firm's retention and turnover rates

D) assist HR with compensation decisions

Answer:  A

Explanation:  A) An ombudsperson is a complaint officer who has access to top management and who hears employee complaints, investigates, and recommends appropriate action. Employers use ombudspersons in their organizations to help defuse problems before they become lawsuits or scandals.

Diff: 3

Chapter:  13

Skill:  Application

LO:  7

73) Naomi, a data analyst at a consulting firm, has an abusive manager. To which of the following should Naomi most likely turn for confidential, informal advice? 

A) mediator 

B) attorney 

C) arbitrator

D) ombudsperson 

Answer:  D

Explanation:  D) Ombudspersons are impartial, neutral counselors who can give employees confidential advice about problems such as abusive managers. Ombudspersons are used so that all workers may seek informal, confidential assistance to work through problems without losing control over how their concerns will be addressed. Mediators, attorneys, and arbitrators would involve more formal involvement.

Diff: 2

Chapter:  13

Skill:  Application

LO:  7

74) Miles, a software designer, received a performance review that he feels is incorrect. Miles would like to discuss his concerns with an impartial individual at his firm. What are the best two individuals for Miles to contact in this situation? 

A) mediator and ombudsperson

B) HR manager and arbitrator

C) ombudsperson and HR manager

D) arbitrator and union steward

Answer:  C

Explanation:  C) Ombudspersons are impartial, neutral counselors who can give employees confidential advice about problems such as abusive managers. Ombudsperson serve as impartial individuals at a firm in addition to HR representatives. Mediators, arbitrators, and union stewards are used during formal grievances.

Diff: 3

Chapter:  13

Skill:  Application

LO:  7

75) A procedure whereby the employee and the company agree ahead of time that any problems will be addressed by agreed upon means is known as ________.

A) progressive disciplinary action

B) scheduled grievance procedure

C) alternative dispute resolution

D) neutral arbitration

Answer:  C

Explanation:  C) As the number of employment-related lawsuits increases, companies have looked for ways to protect themselves against the costs and uncertainties of the judicial system. Alternative dispute resolution (ADR) is a procedure whereby the employee and the company agree ahead of time that any problems will be addressed by agreed-upon means.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  7

76) Which of the following is NOT a method used in alternative dispute resolution? 

A) arbitration 

B) mediation 

C) mini-trials 

D) work sampling

Answer:  D

Explanation:  D) Alternative dispute resolution is a procedure whereby the employee and the company agree ahead of time that any problems will be addressed by agreed-upon means. Some of these include arbitration, mediation, mini-trials, and ombudspersons. Work sampling is a selection tool.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  7

77) Devon Manufacturing wants to avoid the time and cost associated with employment-related lawsuits. Which of the following would most likely be the best choice for Devon in resolving conflicts with employees?

A) collective bargaining

B) progressive disciplinary action

C) alternative dispute resolution 

D) mandatory bargaining

Answer:  C

Explanation:  C) The idea behind ADR is to resolve conflicts between employer and employee through means less costly and contentious than litigation. A successful program can save a company thousands of dollars in legal costs and hundreds of hours in managers' time.

Diff: 2

Chapter:  13

Skill:  Application

LO:  7

78) Which of the following would be a case where alternative dispute resolution would be used? 

A) racial discrimination 

B) age discrimination 

C) unfair firings 

D) all of the above 

Answer:  D

Explanation:  D) ADR cases run the gamut from racial, gender, and age discrimination to unfair firings. The idea behind ADR is to resolve conflicts between employer and employee through means less costly and contentious than litigation. 

Diff: 2

Chapter:  13

Skill:  Application

LO:  7

79) Which form of alternative dispute resolution is the preferred method for most people? 

A) arbitration 

B) mediation 

C) mini-trial 

D) ombudspersons

Answer:  B

Explanation:  B) Alternative dispute resolution (ADR) is a procedure whereby the employee and the company agree ahead of time that any problems will be addressed by agreed-upon means. Some of these include arbitration, mediation, mini-trials, and ombudspersons. Mediation is the preferred method for most people.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  7

80) Unifed Enterprises has implemented an alternative dispute resolution program to resolve conflicts between the firm and its employees. Which of the following is NOT one of the advantages associated with alternative dispute resolution? 

A) jury trial

B) low cost

C) efficient

D) private

Answer:  A

Explanation:  A) The idea behind ADR is to resolve conflicts between employer and employee through means less costly and contentious than litigation. Compared to litigation, ADR processes are less adversarial, faster and more efficient, relatively lower in cost, and private. Juries are not involved with ADR.

Diff: 2

Chapter:  13

Skill:  Application

LO:  7

81) According to research, when two parties agree to participate in mediation, approximately ________ of the cases are settled. 

A) 35% 

B) 55% 

C) 75% 

D) 96% 

Answer:  D

Explanation:  D) When parties agree to mediate, they are able to reach a settlement in 96 percent of the cases. Compared to litigation, ADR processes are less adversarial, faster and more efficient, relatively lower in cost, and private. Juries are not involved with ADR.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  7

82) In which Supreme Court decision was it made clear that ADR applied to the vast majority of employees and was available to employers seeking to enforce compulsory arbitration agreements? 

A) Weingarten v IBM 

B) Circuit City v Adams 

C) General Electric v Noe 

D) Daily News L.P. v Newspaper & Mail Deliverers' of New York and Vicinity 

Answer:  B

Explanation:  B) The Supreme Court rendered an opinion in Circuit City v Adams that greatly enhanced an employer's ability to enforce compulsory alternative dispute resolution agreements. The Court held that the ADR was valid and enforceable and made clear that ADR applied to the vast majority of employees and was available to employers seeking to enforce compulsory arbitration agreements.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  7

83) Which of the following statements is FALSE regarding resignations in the workplace?

A) The most qualified employees are often the ones who resign because they are more mobile.

B) When turnover is excessive, the firm must do something to slow it.

C) If a firm commits to making its environment a good place to work, workers will not leave.

D) A certain amount of turnover is healthy for a typical organization.

Answer:  C

Explanation:  C) Even when an organization is totally committed to making its environment a good place to work, some workers will still resign.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  8

84) Which term refers to a lateral movement of a worker within an organization? 

A) demotion

B) termination

C) promotion

D) transfer

Answer:  D

Explanation:  D) The lateral movement of a worker within an organization is called a transfer. A promotion is the movement of a person to a higher-level position in the organization, while a demotion is the movement of a person to a lower-level position.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  8

85) Through what means may personality clashes between two valued employees be effectively handled? 

A) promotions 

B) transfers 

C) demotions 

D) layoffs 

Answer:  B

Explanation:  B) Transfers are an effective means of dealing with personality clashes. Some people just cannot get along with one another. Because each of the individuals may be a valued employee, a transfer may be an appropriate solution to the problem. Promotions, demotions, and layoffs would be less appropriate.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  8

86) Employees are primarily transferred for all of the following reasons EXCEPT to ________.

A) deal with personality clashes

B) unclog promotional channels

C) meet new organization needs 

D) reward outstanding performance

Answer:  D

Explanation:  D) Transfers serve several purposes. First, firms often find it necessary to reorganize. A second reason for transfers is to make positions available in the primary promotion channels. Transfers may also be an effective means of dealing with personality clashes. Promotions rather than transfers are used to reward performance.

Diff: 3

Chapter:  13

Skill:  Concept

LO:  8

87) The movement of a person to a higher-level position in the organization is referred to as a ________.

A) promotion

B) transfer

C) demotion

D) termination

Answer:  A

Explanation:  A) A promotion is the movement of a person to a higher-level position in the organization, while a demotion is the movement of a person to a lower-level position. The lateral movement of a worker within an organization is called a transfer. 

Diff: 1

Chapter:  13

Skill:  Concept

LO:  8

88) Which of the following is a method of revealing the real reasons employees leave their jobs? 

A) qualitative evaluation

B) performance appraisal

C) selection interview

D) exit interview 

Answer:  D

Explanation:  D) An exit interview is a means of revealing the real reasons employees leave their jobs; it is conducted before an employee departs the company and provides information on how to correct the causes of discontent and reduce turnover. They provide a company with a valuable source of objective feedback.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  8

89) What is the most common reason individuals provide when resigning from a firm?

A) unsatisfactory compensation

B) few promotion opportunities

C) disagreement with supervisor 

D) discriminatory company policies 

Answer:  A

Explanation:  A) Although employees will cite pay as the reason they quit their jobs, 60 to 80 percent of the time, research indicates that only 12 to 15 percent of employees leave for this reason alone. Advancement opportunities, management difficulties, and policies may also be responsible, but these reasons are rarely cited.

Diff: 3

Chapter:  13

Skill:  Concept

LO:  8

90) According to research cited in the text, what was the primary reason that top-performing women resigned from their jobs? 

A) wanting more time with family

B) desiring additional compensation

C) lacking development options

D) failing to fit in with a company

Answer:  D

Explanation:  D) A consulting firm was hired to discover why top-performing women were quitting in high numbers, saying in their exit interviews that they wanted to spend more time with their kids. But the employers later learned that these women had returned to work, some starting their own firms and working longer hours. In anonymous interviews, the women who had quit explained the problem. Most said they'd left their jobs because "they could not see a future for themselves there." The "more-time-with kids" story was just a cover to maintain good relations with their former bosses.

Diff: 3

Chapter:  13

Skill:  Concept

LO:  8

91) Why do firms most likely outsource exit interviews? 

A) promoting corporate goodwill

B) ensuring honest responses 

C) saving time and cost

D) quantifying results

Answer:  B

Explanation:  B) A third party may be used because employees may not be willing to air their problems with their former bosses. Outsourcing the exit interviews may be beneficial because employers believe that the person who is leaving will be more honest when he or she is not speaking to a company employee.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  8

92) All of the following are most likely identified during exit interviews EXCEPT ________.

A) management weaknesses

B) appropriate corrective action

C) effective disciplinary procedures

D) training and development needs

Answer:  C

Explanation:  C) Over time, properly conducted exit interviews can provide considerable insight into why employees leave. Patterns are often identified that uncover weaknesses in the firm's management system. Knowledge of the problem permits corrective action to be taken. Also, the exit interview helps to identify training and development needs and identify areas in which changes need to be made. Discipline is less likely to be addressed since resignations are voluntary.

Diff: 3

Chapter:  13

Skill:  Concept

LO:  8

93) Which of the following is sent to former employees several weeks after they leave the organization to determine the real resignation reason? 

A) attitude survey 

B) grievance form

C) work sample test

D) postexit questionnaire

Answer:  D

Explanation:  D) A postexit questionnaire is sent to former employees several weeks after they leave the organization to determine the real reason they left. Attitude surveys seek input from employees to determine their feelings about topics such as the work they perform, their supervisor, their work environment, flexibility in the workplace, opportunities for advancement, training and development opportunities, and the firm's compensation system.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  8

94) What is an advantage of postexit questionnaires?

A) two-way communication 

B) in-depth probing opportunities

C) employee feels free to respond openly 

D) good rapport between employee and supervisor 

Answer:  C

Explanation:  C) A postexit questionnaire is sent to former employees several weeks after they leave the organization to determine the real reason they left. Since the individual is no longer with the firm he or she may respond more freely to the questions. However, a weakness is that the interviewer is not present to interpret and probe for more information.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  8

95) What instrument seeks input from employees to determine their feelings about topics such as flexibility in the workplace, opportunities for advancement, training and development opportunities, and the firm's compensation system? 

A) productivity survey 

B) attitude survey 

C) selection test

D) market analysis

Answer:  B

Explanation:  B) Attitude surveys seek input from employees to determine their feelings about topics such as the work they perform, their supervisor, their work environment, flexibility in the workplace, opportunities for advancement, training and development opportunities, and the firm's compensation system.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  8

96) What is the primary goal of distributing attitude surveys? 

A) enhancing employee morale

B) improving management practices

C) implementing compensation changes

D) preparing for employee resignations

Answer:  B

Explanation:  B) Attitude surveys seek input from employees to determine their feelings about topics such as the work they perform, their supervisor, their work environment, flexibility in the workplace, opportunities for advancement, training and development opportunities, and the firm's compensation system. Attitude surveys have the potential to improve management practices.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  8

97) How much notice of resignation would most firms like to have for lower-level positions? 

A) one week

B) two weeks 

C) one month

D) two months

Answer:  B

Explanation:  B) Most firms would like to have at least a two-week notice of resignation from departing workers. However, a month's notice may be desired from professional and managerial employees who are leaving.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  8

98) Which of the following is LEAST likely to be a topic addressed during offboarding? 

A) training programs

B) company property

C) health insurance

D) retirement plans

Answer:  A

Explanation:  A) Offboarding involves exit interviews, removing access to company property, and other services involved in a former worker leaving the company. Topics such as the worker's 401(k) and COBRA need to be addressed. Training is a less likely topic during termination procedures.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  8

99) Why is phased retirement beneficial to firms? 

A) outsourcing costs are significantly reduced

B) flexible spending accounts assist older workers

C) health care benefits are replaced by Medicare

D) retained workers share experience with new hires

Answer:  D

Explanation:  D) A benefit of phased retirement is that it permits a company to reduce labor costs without hurting morale. It also lets an organization hold on to its experienced workers so they can share their knowledge with a less experienced workforce.

Diff: 3

Chapter:  13

Skill:  Concept

LO:  8

100) Which Act permits limited phased retirement by allowing in-service pension plan withdrawals to begin at age 62 rather than 65?

A) Pension Protection Act

B) Older Workers Benefit Protection Act

C) Employee Retirement Income Security Act

D) Consolidated Omnibus Budget Reconciliation Act

Answer:  A

Explanation:  A) The Pension Protection Act of 2006 permits limited phased retirement by allowing in-service pension plan withdrawals to begin at age 62 rather than 65. A benefit of phased retirement is that it permits a company to reduce labor costs without hurting morale.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  9

13.2  True/False Questions

1) The status of most workers in an organization is permanently fixed. 

Answer:  FALSE

Explanation:  The status of most workers is not permanently fixed in an organization. Employees constantly move upward, laterally, downward, and out of the organization.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  1

2) External employee relations comprise the human resource management activities associated with the movement of employees within the organization. 

Answer:  FALSE

Explanation:  Internal employee relations comprise the human resource management activities associated with the movement of employees within the organization. Some topics related to internal employee relations include terminations, demotions, downsizing, transfers, promotions, and resignations.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  1

3) In approximately two of every three U.S. jobs, the worker's continued employment depends almost entirely on the continued goodwill of his or her employer. 

Answer:  TRUE

Explanation:  Notwithstanding various employment standards to avoid that are based on laws, court decisions, and executive orders, approximately two of every three U.S. workers depend almost entirely on the continued goodwill of their employer. Individuals falling into this category are known as "at-will employees."

Diff: 2

Chapter:  13

Skill:  Concept

LO:  2

4) Employment at will is a written contract established immediately after an employee accepts a position at a firm. 

Answer:  FALSE

Explanation:  Employment at will is an unwritten contract created when an employee agrees to work for an employer but no agreement exists as to how long the parties expect the employment to last.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  2

5) The courts have used ethical considerations to make certain exceptions to the doctrine of at-will-employment. 

Answer:  FALSE

Explanation:  Some experts contend that even though an employer has a legal right to terminate an employee at will, ethical boundaries should be recognized. However, no law says these ethical considerations have to be followed.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  2

6) The courts have made no exceptions to the employment-at-will doctrine. 

Answer:  FALSE

Explanation:  The courts have made certain exceptions to the employment-at-will doctrine. One of these includes permitting employees to bring claims based on representations made in employment handbooks.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  2

7) Disciplinary action is the state of employee self-control and orderly conduct and indicates the extent of genuine teamwork within an organization. 

Answer:  FALSE

Explanation:  Discipline is the state of employee self-control and orderly conduct that indicates the extent of genuine teamwork within an organization. Disciplinary action invokes a penalty against an employee who fails to meet established standards.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  3

8) Effective disciplinary action addresses the employee's wrongful behavior, not the employee as a person. 

Answer:  TRUE

Explanation:  Effective disciplinary action addresses the employee's wrongful behavior, not the employee as a person. Incorrectly administered disciplinary action is destructive to both the employee and the organization.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  3

9) The disciplinary action process is relatively static.

Answer:  FALSE

Explanation:  The disciplinary action process is dynamic and ongoing. Because one person's actions can affect others in a work group, the proper application of disciplinary action fosters acceptable behavior by other group members.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

10) The disciplinary action process deals largely with infractions of rules. 

Answer:  TRUE

Explanation:  The disciplinary action process deals largely with infractions of rules. Rules are established to better facilitate the accomplishment of organizational goals. Rules are specific guides to behavior on the job.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

11) After management has established rules, it must communicate these rules to employees. 

Answer:  TRUE

Explanation:  After management has established rules, it must communicate these rules to employees. All employees must know the standards in order to be disciplined persons. Individuals cannot obey a rule if they do not know it exists.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

12) The purpose of an exit interview is to alter behavior that can have a negative impact on achievement of organizational objectives.

Answer:  FALSE

Explanation:  The purpose of disciplinary action is to alter behavior that can have a negative impact on achievement of organizational objectives, not to chastise the violator. Exit interviews collect information from employees who are resigning.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

13) Feedback is an important aspect of the disciplinary action process. 

Answer:  TRUE

Explanation:  The disciplinary action process includes feedback from the point of taking appropriate disciplinary action to communicating rules to employees. When disciplinary action is taken, all employees should realize that certain behaviors are unacceptable and should not be repeated.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  4

14) If the circumstances surrounding all disciplinary action situations were the same, the hot stove approach would be effective at all times. 

Answer:  TRUE

Explanation:  If the circumstances surrounding all disciplinary action were the same, there would be no problem with this approach. However, situations are often quite different, and many variables may be present in each disciplinary action case.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

15) Progressive disciplinary action is intended to ensure that the minimum penalty appropriate to the offense is imposed. 

Answer:  TRUE

Explanation:  Progressive disciplinary action is intended to ensure that the minimum penalty appropriate to the offense is imposed. The goal of progressive disciplinary action is to formally communicate problem issues to employees in a direct and timely manner so that they can improve their performance. 

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

16) The progressive disciplinary action model was developed in response to the Taft-Hartley Act of 1935. 

Answer:  FALSE

Explanation:  Progressive disciplinary action is intended to ensure that the minimum penalty appropriate to the offense is imposed. The progressive disciplinary model was developed in response to the National Labor Relations Act.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

17) The goal of progressive disciplinary action is to formally communicate problem issues to employees in a direct and timely manner so that they can improve their performance. 

Answer:  TRUE

Explanation:  Progressive disciplinary action is intended to ensure that the minimum penalty appropriate to the offense is imposed. The goal of progressive disciplinary action is to formally communicate problem issues to employees in a direct and timely manner so that they can improve their performance. 

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

18) The process of giving a worker time off with pay to think about whether he or she wants to follow the rules and continue working for the company is called disciplinary action without punishment. 

Answer:  TRUE

Explanation:  The process of giving a worker time off with pay to think about whether he or she wants to follow the rules and continue working for the company is called disciplinary action without punishment. The approach is to throw out formal punitive disciplinary action policies for situations such as chronic tardiness or a bad attitude in favor of affirming procedures that make employees want to take personal responsibility for their actions and be models for the corporate mission.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  4

19) The progressive discipline approach focuses on eliminating punitive disciplinary policies and encouraging employees to take personal responsibility for their actions.

Answer:  FALSE

Explanation:  The process of giving a worker time off with pay to think about whether he or she wants to follow the rules and continue working for the company is called disciplinary action without punishment. The approach is to throw out formal punitive disciplinary action policies for situations such as chronic tardiness or a bad attitude in favor of affirming procedures that make employees want to take personal responsibility for their actions and be models for the corporate mission.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

20) Disciplinary action without punishment is most effective when all rules are explicitly stated in writing. 

Answer:  TRUE

Explanation:  When disciplinary action without punishment is used, it is especially important that all rules be explicitly stated in writing. At the time of orientation, new workers should be told that repeated violations of different rules will be viewed in the same way as several violations of the same rule. This approach keeps workers from taking undue advantage of the process.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

21) Documenting disciplinary actions is essential to protecting a firm's interests.

Answer:  TRUE

Explanation:  One of the best ways for a company to protect itself against suits claiming discrimination or harassment is to ensure that it has proper, written policies barring unfair treatment of its staff, and a system for ensuring that the policies are followed. Disciplinary actions should be fully documented, and managers should be trained in how to avoid bias claims.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

22) Taking disciplinary action against a worker in the presence of others is essential to providing the necessary legal documentation. 

Answer:  FALSE

Explanation:  Taking disciplinary action against a worker in the presence of others may embarrass the individual and actually defeat the purpose of the action. Written documentation is necessary but witnesses are not.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  4

23) According to experts, firing employees on Mondays is best because it allows them to begin searching for a job immediately. 

Answer:  TRUE

Explanation:  Experts suggest that firings should be on Mondays because it lets the dismissed workers start looking for a job right away. Further, firing a worker at the end of the day leaves little chance for discussion among the remaining staff that may interrupt the workplace. 

Diff: 2

Chapter:  13

Skill:  Concept

LO:  5

24) Firing employees is typically easier to do at unionized firms than at union-free firms. 

Answer:  FALSE

Explanation:  When the firm is union-free, workers can generally be terminated more easily since the worker is most likely an at-will employee. If the firm is unionized, the termination procedure is typically well defined in the labor–management agreement.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  6

25) In most cases, terminated CEOs are able to go through the same formal appeal procedure as terminated non-managerial employees.

Answer:  FALSE

Explanation:  Executives usually have no formal appeal procedure. The reasons for termination may not be as clear as those for lower-level employees.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  6

26) Demotion involves moving a worker to a lower level of duties and responsibilities. 

Answer:  TRUE

Explanation:  Demotion is the process of moving a worker to a lower level of duties and responsibilities, which typically involves a reduction in pay.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  6

27) Downsizing and termination are synonymous terms. 

Answer:  FALSE

Explanation:  Downsizing is not the same as termination but the results for workers involved is the same; they no longer have a job. Downsizing is essentially the reverse of a company growing; it suggests a one-time change in the organization and the number of people employed. Termination is the most severe penalty that an organization can impose on an employee.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  7

28) In most cases, terminations at unionized firms are based on performance and merit. 

Answer:  FALSE

Explanation:  When the firm is unionized, the layoff procedures are usually stated clearly in the labor–management agreement. Seniority usually is the basis for layoffs, with the least senior employees laid off first. In non-union firms, terminations are typically based on performance.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  7

29) The term "ghost work" refers to the additional work required of employees who remain after an organization downsizes. 

Answer:  TRUE

Explanation:  Workers who remain after downsizing are also faced with the realization of having to do additional work (some call it "ghost work"). In a CareerBuilder survey, 47 percent of workers reported they have taken on more responsibility because of a layoff within their organization and 37 percent said they are handling the work of two people.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  7

30) The EEOC requires employers to give employees 60 days' notice before initiating a mass layoff. 

Answer:  FALSE

Explanation:  The WARN Act requires covered employers to give 60 days' advance notice before a plant closing or mass layoff that will affect a substantial number of workers. Covered employers generally include those with at least 100 full-time employees.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  7

31) Outplacement helps employers preserve their reputation while softening the impact of displacement.

Answer:  TRUE

Explanation:  Outplacement will also likely have a positive influence on those who remain with the company after downsizing. More employers are offering outplacement help to preserve their employer brand and reputation. Through outplacement, the firm tries to soften the impact of displacement.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  7

32) Employers are required by law to provide severance pay to employees who have been involuntarily terminated.

Answer:  FALSE

Explanation:  Severance pay is compensation designed to assist laid-off employees as they search for new employment. Although no federal law requires U.S. companies to pay severance, a recent study found that although over half of organizations gave severance pay to all departing employees, 17.7 percent made payments to selected groups only.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  7

33) An ombudsperson listens to employee complaints and recommends appropriate action in an attempt to defuse internal problems. 

Answer:  TRUE

Explanation:  An ombudsperson is a complaint officer who has access to top management and who hears employee complaints, investigates, and recommends appropriate action. Employers use ombudspersons in their organizations to help defuse problems before they become lawsuits or scandals.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  7

34) Ombudspersons are neutral counselors who can give employees confidential advice about problems like abusive managers. 

Answer:  TRUE

Explanation:  Ombudspersons are impartial, neutral counselors who can give employees confidential advice about problems ranging from abusive managers to allegations of illegal corporate activity. The ombudsperson is typically independent of line management and reports near or at the top of the organization.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  7

35) Arbitration is a procedure whereby the employee and the company agree ahead of time that any problems will be addressed by an agreed-upon means. 

Answer:  FALSE

Explanation:  Alternative dispute resolution (ADR) is a procedure whereby the employee and the company agree ahead of time that any problems will be addressed by agreed-upon means. Some of the ADR methods may include arbitration, mediation, mini-trials, and ombudspersons.

Diff: 1

Chapter:  13

Skill:  Concept

LO:  7

36) Alternative dispute resolution is less adversarial than litigation, but it tends to be more costly. 

Answer:  FALSE

Explanation:  The idea behind ADR is to resolve conflicts between employer and employee through means less costly and contentious than litigation. A successful program can save a company thousands of dollars in legal costs and hundreds of hours in managers' time. Compared to litigation, ADR processes are less adversarial, faster and more efficient, relatively lower in cost, and private.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  7

37) Transfers are increasingly necessary for managers who need to learn new skills before attaining promotions. 

Answer:  TRUE

Explanation:  Because of a limited number of management levels, it is becoming necessary for managers to have a wide variety of experiences before achieving a promotion. Individuals who desire upward mobility often explore possible lateral moves so that they can learn new skills.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  8

38) Many organizations use exit interviews to reduce employee turnover. 

Answer:  TRUE

Explanation:  An exit interview is a means of revealing the real reasons employees leave their jobs; it is conducted before an employee departs the company and provides information on how to correct the causes of discontent and reduce turnover.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  8

39) Multinational corporations often use standardized policies for disciplining international employees.

Answer:  FALSE

Explanation:  Because of the differences in how governments view disciplinary action in the global environment, it is very difficult for a global company to establish a standardized policy on disciplinary action.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  9

40) Phased retirement allows employees to transition from full-time work to retirement in steps rather than all at one time. 

Answer:  TRUE

Explanation:  Phased retirement as an arrangement that allows people to move from fulltime work to retirement in steps. Retirement is treated as a phased process rather than a sudden event marked by a sentimental speech and a gold watch.

Diff: 2

Chapter:  13

Skill:  Concept

LO:  8

13.3  Essay Questions

1) Why is it important for a firm to focus on internal employee relations? How does employment at will relate to a firm's internal employee relations? 

Answer:  The status of most workers is not permanently fixed in an organization. Employees constantly move upward, laterally, downward, and out of the organization. To ensure that workers with the proper skills and experience are available at all levels, constant and concerted efforts are required to maintain good internal employee relations. Internal employee relations comprise the human resource management activities associated with the movement of employees within the organization. Employment at will is an unwritten contract created when an employee agrees to work for an employer but no agreement exists as to how long the parties expect the employment to last. Notwithstanding various employment standards to avoid that are based on laws, court decisions, and executive orders, approximately two of every three U.S. workers depend almost entirely on the continued goodwill of their employer. Individuals falling into this category are known as "at-will employees."

Diff: 3

Chapter:  13

Skill:  Synthesis

LO:  1, 2

AACSB:  Analytic Skills

2) Why are discipline and disciplinary action essential at any organization? What methods do firms use to ensure a disciplined workforce? 

Answer:  Discipline is the state of employee self-control and orderly conduct that indicates the extent of genuine teamwork within an organization. A necessary but often trying aspect of internal employee relations is the application of disciplinary action. Disciplinary action invokes a penalty against an employee who fails to meet established standards. Even though disciplinary action may be tense, unpleasant and fraught with conflict, at times it must be done. Because one person's actions can affect others in a work group, the proper application of disciplinary action fosters acceptable behavior by other group members. Several approaches to the administration of disciplinary action have been developed. Three of the most important concepts are the hot stove rule, progressive disciplinary action, and disciplinary action without punishment.

Diff: 3

Chapter:  13

Skill:  Synthesis

LO:  3, 4

AACSB:  Analytic Skills

3) How would a manager use the progressive disciplinary action approach? How would the use of this approach prevent employees from being surprised if they are terminated?

Answer:  Progressive disciplinary action is intended to ensure that the minimum penalty appropriate to the offense is imposed. The goal of progressive disciplinary action is to formally communicate problem issues to employees in a direct and timely manner so that they can improve their performance. Its use involves answering a series of questions about the severity of the offense. The manager must ask these questions, in sequence, to determine the proper disciplinary action. Termination is the most severe penalty that an organization can impose on an employee; therefore, it should be the most carefully considered form of disciplinary action. When the decision is made to fire a worker, the employee should not really be surprised at the decision since he or she should have been given explicit warnings and counseling prior to being fired. The worker should have been advised of specific steps he or she needed to take to keep the job. Support should have been provided to show what needed to be done. The worker also should have been given a reasonable period of time to comply with the supervisor's expectations.

Diff: 3

Chapter:  13

Skill:  Synthesis

LO:  4

AACSB:  Analytic Skills

4) How can firms protect themselves against employment lawsuits when disciplining employees? 

Answer:  Occasionally, there may be suits involving members of protected groups who claim that the disciplinary action was taken against them because they are members of a protected group. One of the best ways for a company to protect itself against suits claiming discrimination or harassment is to ensure that it has proper, written policies barring unfair treatment of its staff, and a system for ensuring that the policies are followed. Disciplinary actions should be fully documented, and managers should be trained in how to avoid bias claims. Also, although discrimination laws prohibit employers from making employment decisions based on an employee's membership in a protected class, basing decisions solely on performance helps prevent violation of these laws. 

Diff: 3

Chapter:  13

Skill:  Synthesis

LO:  4

AACSB:  Analytic Skills

5) How do employers benefit from outplacement and offboarding?

Answer:  In outplacement, laid-off employees are given assistance in finding employment elsewhere. Through outplacement, the firm tries to soften the impact of displacement. There is a strong correlation between how a company treats departing employees and its ability to attract and retain top talent now and in the future, particularly when the economy rebounds. This proactive response will also likely have a positive influence on those who remain with the company after downsizing. More employers are offering outplacement help to preserve their employer brand and reputation. Offboarding involves exit interviews, removing access to company property, and other services involved in a former worker leaving the company. Teresa Grote, practice director of composite solutions for Ascendum, an information technology company, said, "I think that in our highly litigious society today, making sure that you go through proper offboarding is probably equally, if not more, important than proper onboarding." There are numerous risks in the termination process and it is important to establish a fair and uniform process as employees leave the company.

Diff: 3

Chapter:  13

Skill:  Synthesis

LO:  7, 8

AACSB:  Analytic Skills

6) What is the difference between a demotion and a promotion? What factors should managers consider when demoting and promoting employees?

Answer:  Demotion is the process of moving a worker to a lower level of duties and responsibilities, which typically involves a reduction in pay. A promotion is the movement of a person to a higher-level position in the organization. Emotions may run high when an individual is demoted. The demoted person may suffer loss of respect from peers and feel betrayed, embarrassed, angry, and disappointed. The employee's productivity may also decrease further. For these reasons, demotion should be used very cautiously. An individual who receives a promotion normally receives additional financial rewards and the ego boost associated with achievement and accomplishment. Most employees feel good about being promoted. But for every individual who gains a promotion, there are probably others who were not selected. If these individuals wanted the promotion badly enough or their favorite candidate was overlooked, they may slack off or even resign. If the consensus of employees directly involved is that the wrong person was promoted, considerable resentment may result. Promotion and demotion decisions should not discriminate against employees because of age, race, religion, national origin, color, sex, pregnancy, or disability.

Diff: 3

Chapter:  13

Skill:  Synthesis

LO:  6, 8

AACSB:  Analytic Skills

7) Define employment-at-will. Are there legal exceptions to the employment-at-will doctrine? How can employers protect themselves from wrongful discharge lawsuits?

Answer:  Employment at will is an unwritten contract created when an employee agrees to work for an employer but no agreement exists as to how long the parties expect the employment to last. Essentially at-will employees can quit any time they want and a company can terminate an at-will employee for no reason.

The courts have made certain exceptions to the employment-at-will doctrine. One of these includes permitting employees to bring claims based on representations made in employment handbooks. Employers can do certain things to help protect against litigation for wrongful discharge based on a breach of implied employment contract. Statements in documents such as employment applications and policy manuals that suggest job security or permanent employment should be avoided if employers want to minimize charges of wrongful discharge. Telling a person during a job interview that he or she can expect to hold the job as long as they want could be considered a contractual agreement and grounds for a lawsuit. A person should not be employed without a signed acknowledgment of the at-will disclaimer. In addition, the policy manual should have it clearly stated in bold, larger-than-normal print, so it is very clear to the employee that this is an at-will relationship. Other guidelines that may assist organizations in avoiding wrongful termination suits include clearly defining the worker's duties, providing good feedback on a regular basis, and conducting realistic performance appraisals on a regular basis.

Diff: 3

Chapter:  13

Skill:  Critical Thinking

LO:  2, 3

AACSB:  Reflective Thinking

8) What are the consequences of the hot stove rule? When is the hot stove rule ineffective?

Answer:  According to the hot stove rule, disciplinary action should have the following consequences, which are analogous to touching a hot stove:

1. Burns immediately. If disciplinary action is to be taken, it must occur immediately so that the individual will understand the reason for it.

2. Provides warning. It is also extremely important to provide advance warning that punishment will follow unacceptable behavior. As individuals move closer to a hot stove, its heat warns them that they will be burned if they touch it; therefore, they have the opportunity to avoid the burn if they so choose.

3. Gives consistent punishment. Disciplinary action should also be consistent in that everyone who performs the same act will be punished accordingly. As with a hot stove, each person who touches it with the same degree of pressure and for the same period of time is burned to the same extent.

4. Burns impersonally. Disciplinary action should be impersonal. The hot stove burns anyone who touches it, without favoritism.

If the circumstances surrounding all disciplinary action were the same, there would be no problem with this approach. However, situations are often quite different, and many variables may be present in each disciplinary action case. Supervisors often find that they cannot be completely consistent and impersonal in taking disciplinary action and they need a certain degree of flexibility.

Diff: 3

Chapter:  13

Skill:  Critical Thinking

LO:  4

AACSB:  Reflective Thinking

9) What are the common reasons that CEOs and other top executives are fired?

Answer:  Often the reason for terminating a CEO is because the board of directors lost confidence in him or her. The reasons for termination may not be as clear as those for lower-level employees. Some of the reasons include the following:

1. Economic downturns. At times, business conditions may force a reduction in the number of executives.

2. Reorganization/downsizing. In order to improve efficiency or as a result of merging with another company, a firm may reorganize or downsize, resulting in the elimination of some executive positions.

3. Philosophical differences. A difference in philosophy of conducting business may develop between an executive and the Board. In order to maintain consistency in management philosophy, the executive may be replaced.

4. Decline in productivity. The executive may have been capable of performing satisfactorily in the past but, for various reasons, can no longer perform the job as required.

Diff: 3

Chapter:  13

Skill:  Critical Thinking

LO:  6

AACSB:  Reflective Thinking

10) What is phased retirement? How does phased retirement benefit both employees and employers?

Answer:  Phased retirement is any arrangement that allows people to move from full-time work to retirement in steps. A benefit of phased retirement is that it permits a company to reduce labor costs without hurting morale. It also lets an organization hold on to its experienced workers so they can share their knowledge with a less experienced workforce. A recent study found that retirees who transition from full-time work into a temporary or part-time job experience fewer major diseases and are able to function better day-to-day than people who stop working altogether.

Diff: 3

Chapter:  13

Skill:  Critical Thinking

LO:  8

AACSB:  Reflective Thinking
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