Lecture 6. Tutorial activities

1. Is it ethical for managers to evaluate a candidate’s postings on social networking sites such as Facebook as grounds for rejection before even interviewing a promising candidate? What might be some ethical and legal issues managers should consider? Discuss.
Students are encouraged to read the following information:
· http://www.huffingtonpost.com/2012/04/20/employers-use-facebook-to-pre-screen-applicants_n_1441289.html
· http://www.forbes.com/sites/kashmirhill/2012/03/05/facebook-can-tell-you-if-a-person-is-worth-hiring/
· http://www.hrreview.co.uk/hr-news/recruitment/employers-can-check-linkedin-but-not-facebook-says-cipd 
Most individuals have a Facebook page, and many of them are active users, sharing information and photos of themselves. This information is meant for themselves and their friends and family. Prior to Facebook, there would be no way for an employer to quickly and easily know about a potential employee’s private life. The social media tool LinkedIn is a way for an employer to view a potential candidate’s employment history and raises fewer ethical and legal issues. 
Ethical challenge
Phy-Com’s responsiblities
1. Question: Honour the agreement, trusting that Burris’s rehabilitation is complete on all levels and that he is now ready for a responsible position. Give a good recommendation.
Suggested Answer: This is a reasonable option, but you are putting your reputation (and perhaps your company’s reputation) on the line. If Burris doesn’t prove to be reliable, you may suffer the repercussions. 
2. Question: Contact the vice president of sales and ask him to release you from the agreement or to give the reference himself. After all, he’s the one who made the agreement. You don’t want to lie. 
Suggested Answer: In today’s litigious environment, this option may be best.
3. Question: Without mentioning specifics, give Burris such an unenthusiastic reference that you hope the other HR director can read between the lines and believe that Burris will be a poor choice. 
Suggested Answer: It is never a good idea to expect someone else to read between the lines in a situation like this. The potential for misinterpretation is too great.
Case for critical analysis
The right way with employees?
1	What kind of employee social contract is assumed by Kirby and Cunningham? Explain.
The new social contract is based on the concept of employability rather than lifetime employment. It is clear from the case study that Kirby is a long-term employee of the firm and knows most of the employees who work there. He is keen to keep all the employees, regardless of skill or rank. Cunningham is more focused on having an efficient workforce, which is more in line with the new social contract. Here, employees take more responsibility and control in their jobs, becoming partners in business improvement rather than cogs in a machine. Only high-performing employees remain with the firm and underperforming employees are let go.
2	If you were an HR manager at the company, which view would you support? Why?
This question is quite subjective in its approach. As most students who attempt this question may be part of Generation Y (i.e. 30 years or younger) and are yet to start their formal careers, they may be in favour of the new social contract of employability. Older students and those students from collective cultural backgrounds may favour lifetime employment.
3	HR departments hire and develop human capital to serve the organisation’s strategy and drive performance. Which approach – Kirby’s or Cunningham’s – is more likely to have a greater positive impact on performance? Discuss.
There are many motivations that assist in improved performance. One such motivation may centre on competing for your job and not underperforming (and hence losing your job). Those employees who feel comfortable with their position may become complacent and feel that they do not need to work harder or increase their overall performance. In this instance, Cunningham’s approach may have a greater positive impact on performance. Of course, there are some long-term disadvantages of such an approach, including intense competition, stress and a culture of secretiveness/not sharing information due to the fear of another colleague using it to get ahead.
On the job video case (MindTap-only)
Barcelona Restaurant Group: Managing human resources
1	List the three main activities of HRM and identify which activity is examined at length in the video.
The three primary goals of HRM are:
1	find the right people (HRM planning, job analysis, forecasting, recruiting and selecting)
2	manage talent (training, development and appraisal) 
3	maintain an effective workforce over the long term (wages and salary, benefits, labour relations and terminations).
It seems that the Barcelona Restaurant Group spends most of its time on the first goal of finding the right people. The case discusses the large turnover of staff and eliminating the underperforming staff members. There is little to no discussion on managing talent or maintaining an effective workforce over the long term.
2	Of the various steps in Barcelona’s employee selection process, the job interview is the briefest. Do you agree with the company’s approach to interviewing? Why or why not?
Managers use a variety of interview approaches to get a more reliable picture of a candidate’s suitability for the job. Structured interviews use a set of standardised questions that are asked of every applicant. With a non-directive interview, the interviewer asks broad, open-ended questions and permits the applicant to talk freely, with minimal interruption. Others use panel interviews in which the candidate meets with several interviewers who take turns asking questions. In addition, some firms are using offbeat approaches, sometimes referred to as extreme interviewing, to test job candidates’ ability to handle problems, cope with change, think on their feet, and work well with others.
The Barcelona Restaurant Group does not really employ any of these approaches. It is constantly employing people. Interviews last for 20 minutes, and the interviewer usually does most of the talking. This does not allow much time for the interviewer to get to know the candidate. This is why the company has an established three-stage process (see question 3) to determine the candidate’s fit.
3	Identify Barcelona’s three-stage process for matching job applicants with its organisational objectives and explain how each stage reveals the fit between job applicants and the needs of the restaurant.
In the selection process, employers assess applicants’ characteristics in an attempt to determine the ‘fit’ between the job and the applicant. Human resource professionals may use a combination of devices to obtain a valid prediction of employee job performance. Validity refers to the relationship between one’s score on a selection device and one’s future job performance. A valid selection procedure will provide high scores that correspond to subsequent high job performance. 
In the case of the Barcelona Restaurant Group, its three-stage process for matching job applicants with its organisational objectives is as follows:
1	Interview the applicant. A brief interview helps the interviewer immediately determine whether the candidate is suited for the job.
2	Send them out on a ‘shop’ (try out restaurants) and report back on it. This helps the interviewer determine what is important to the potential employee and what excites them. It also outlines the potential employee’s level of education, intelligence and ability to complete a task. 
3	Work in the restaurant (practice run). This helps the interviewer see if the candidate can actually do the job.
Case Project 12.1
You have recently been appointed as Recruitment Coordinator for Tailored Solutions Inc. (TSI), a company involved in software development and customised IT and IS solutions for business. Over the past few months the company has been experiencing difficulties in hiring and retaining IT and IS professionals. To date, the company has been relying on traditional methods, particularly newspaper advertising of job vacancies, followed up by written applications and interviews for selection of new IT and IS staff. Your HR Manager has asked you to present a report on what changes need to be made to the division’s recruitment and selection strategies to ensure successful filling of future job vacancies.
a.	Outline the key points you would need to address in your report in relation to Tailored Solution’s recruitment and selection methods.
b.	Briefly outline any other issues you would address in your report in relation to Tailored Solutions retaining the staff they hire.
Suggested Solutions: Case Project 12.1
a.	Traditional recruitment and selection methods are obviously no longer effective tools for Tailored Solutions Inc. (TSI) when looking to hire new IT/IS staff. TSI should make use of its own website to post job vacancies, as well as utilise the services of external websites specifically established for advertising jobs, such as seek.com, jobstreet.com and hotjobs.com. TSI may also wish to advertise more senior positions in appropriate technology magazines/journals rather than in the newspaper. TSI could follow the example of Cisco Systems, who use newspaper job ads to feature their internet address and invite people to apply for work at Cisco. Whichever recruitment sources they use, TSI should ensure that its job ads are inclusive of people from minority groups. Examples in NewsMarket and The Container Store also offer referral as an effective recruitment tool as there is a greater chance of fit between the employee and organisation.
A realistic job preview must be given to all job applicants. This could be done initially via information available to job applicants on the company website, and then followed up in more detail for those applicants who make it to the selection process. Again, following Cisco’s example, selected applicants could be given a ‘buddy’ inside the company to tell them about working at TSI, introduce them to key people, etc.
TSI also needs to reconsider its selection devices. Résumés and applications should be accepted electronically. Interviews should be conducted to reflect the techniques discussed in Management in Practice. TSI should also introduce some form of IT/IS skills testing as part of the selection process. The company may even consider using an assessment centre.
b.	Using realistic job previews (RJPs) as part of the recruitment/selection process is known to enhance job satisfaction and reduce turnover. Key components students should identify are training and development, and compensation. TSI needs to ensure that it provides appropriate orientation and ongoing training and development for its staff. Performance appraisal should be an integral part of this. TSI’s compensation scheme needs to be competitive with other companies in their industry. In general, to retain the staff it hires, TSI should: provide interesting and varied work; set and agree realistic expectations; develop and provide social interactions, mentoring schemes and peer networks; and provide training and professional and career development paths and programs.

