Human Resource Management and Leadership (VO)
Prafungsvorbereitung 29.04.2019

Theoretical Foundations

1)a) Briefly describe the Hawthorne Experiments! What was the aim of the experiments in
the first place? (5 points)

Experiment carried out in a plant of the Western Electric Company between 1924 and 1927.
Aim of the Experiment:

Analysis of the relationship between quality and quantity of lighting and the efficiency of
industrial activity.

1)b) What were the main findings? Which paradigm shift the experiment provoke? (5
points)

The main findings were that the productivity of the employees increased through involvement of
the employees.

- Improve of social climate

- Working conditions (light) had no influence on productivity

- Autonomy and participatory (friendly) leadership increased performance and cohesion

- Hawthorne effect: positive effect of good personal relationships on performance

(relationship between experimenter and subject)
- Small groups have better solidarity and cooperation

Paradigm: Social Man = social conditions and interpersonal relations are the most important
things in life for human beings — happy cows give more milk (job satisfaction)
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2)a) Describe the characteristics of both classical theories: Max Weber’'s “ldeal”
Bureaucracy and Taylor’s Scientific Management! (6 Points)

Weber

1. A bureaucracy is founded on the concept of rationcl-legal outhority.
2. Organizational roles are held on the basis of technical competence.

3. Arole’s tosk responsibility and decision-making outhority ond its
relotionship to other roles should e clearly specified.

i (.. 4. The orgonization of roles in o hureaucracy is such that each lower
1864-1920 office in the hierarchy is under the control and supervision of a
higher office.

5. Rules, stondard operating procedures and norms should be used to
control the behavior ond the relationship between roles in
organizations.

6. Administrative acts, decisions and rules should be formuloted ond
put in writing.

Taylor

1. Horizontal division of labor (specialization)
2. Optimization of work processes and working tools

3. Separation of craft (manual) and clerical (mental) work as
well us specialization in leadership (functional managers)

S Shift of control and responsihilities to management and
1856-1915 -
disempowerment of workers

5. Piece-rote incentive systems ond punishment 1o avoid
soldiering & shirking

6. Selection of employees bused on tesfs to identify
sirengths

7. Professional labor conflict manogement

2.b. Discuss both theories in the light of the example of Buurtzorg (4 points):

- How much does Buurtzorg rely on the principles of an ideal bureaucracy and scientific
management, if at all? Please elaborate!

- Do the assumptions about human nature play a role in Buurtzorg’s success?

— Buurtzorg is a health-care organisation without “roles” or hierarchy, they only have regional
managers, but the nurses and teams have their own decision-making process, so none of the
above classical theories applies to Buurtzorg

— Assumption about human nature: complex man - social man
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3.a. Describe how the basic assumptions about human nature have changed over time!
Which dimensions have been added over time? Which consequences did this have for
management theories? (7,5 points)

Basic assumptions about human nature

w

1. The patronized employee

rational dimension 2. Economic man (rational man) . ¢ ‘

3. Social man

social dimension

human dimension

cwltural dimension

political dimension

Change of HR-Role

Personnel Administration Personnel Manugement Service Provider

Boals Legolily Saficfartion Seli-attulization
Labor produttivity Economic effitiency Sustainability
sad oY B Market jvi
Guiding Principle ,u.n ?Wm. N 5 ki lnm_"!‘fm Frdedes
( or ) {comp ) (Hlexibility)
e Sodal, & Complex man Sensemaking Man
Human Nature EeakaigfRohncl Mop Hember of ergonizotion Generation ¥ & Hillenials
Theori Law, Engineering & Business Administration Postmadernism, criticl theory
eortes P i i
Administrative Sciences Behevieral sdences plurelity
Environment Static Dynamic Complex ond dynamit
Driving forces Legislator {Law) Competition Stakehelders
Instructions and regulotions Performonce incentives Parficipotion, distributed
Instruments Hierorchy, Command & Central Planning and Monagzment by suthority, Culture & Storytelling
Farmol qualification Objectives, Team work i

3.b. Briefly describe the main ideas of “soulful workplaces”! (2,5 points)
Life as a journey of unfolding

A life well-lived breeds success

Wisdom beyond rationality

Integration of mind-body-soul

Striving for wholeness with self, other, life & nature
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4.a. What is Karl Weick’s theory on sense making? Explain the tensions involved in the
sense making process! (4 points)

How can i know what i Think until | see what i say?

— Sensemaking or sense-making is the process by which people give meaning to their collective
experiences. It has been defined as "the ongoing retrospective (=always try to give a meaning to
something after it happened) development of plausible images that rationalize what people are
doing" — constantly changing

Tensions: Image of others about Self and Role vs. Image of yourself

Perception of Self (individual identity) vs. perception of one’s role by others in the organization

— needs for coping (=bewaltigen): initiate sensemaking process

4.b. On which scientific paradigm is it based? (2 points)

Self-actualizing man: self-developing/actualizing individual that strives for autonomy —
motivated by the possibility of personal development

Complex man: people are influenced by many factors; complex man is adaptable and capable
to learn and acquire new motives — needs are constantly changing

4.c. Which implications can be drawn from this theory for motivation and leadership? (4
points)

We propose that evolution has produced a ‘drive for sense-making’ which motivates people to
gather, attend to, and process information in a fashion that augments, and complements,
autonomous sense-making.

5.a. List Frederick Taylor’s basic assumptions of Human Nature (Idea of Man)! (4 points)

-Homo oeconomicus/economic man"
rational dimension

Humans ore lazy ond prefer leisure over work

*  Happiness can only be reached through
consumption

*  Consequently, motivation to work can be reached
only through menetary incentives, but

*+  Since there is a frode-off between (1) and (2),
discipline is also necessory 1o reach happiness

+  Since (ot least manvolly working) humans are not
uble to discipline themselves, they have to be
subdued to explicit rules

*  Engineers (scentists) can consiruct such rules fo
help workers to become happy.

nmutnnnmimsn the self-sabotaging brain

Motivation und leadership theories focus on commund ond control
Monagement fools: Hierorchies & formol roles, burenucratic rules, processes

5.b. What are Taylor’s suggestions for “Scientific Management”? (4 points)
Increasing productivity through scientific measurements and mass production
Separate clerical (=mental) and manual positions
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Studies, mass productions, measurements,...
Recruiting by specializations and special skills (e.g. size of hands, etc.)
Promotion depends on productivity

5.c. Is Taylor’s theory still relevant today? Support your answer with arguments (2
points)

No! No focus on market, social structures, efc....... Some aspects about mass production may
still be relevant today...

Additional Question (of the Exam 28.01.2018)

a) Entwicklung der Philosophie und der Tatigkeit von HR
Change in Philosophy

from personnel administration to people-oriented organizational activities
e Personnel Administration
- Workforce centered
- Mediation hetween personnel and management
*  Human Resource Management
- Resource centered
- Managing culture is a top management responsibility
*  Professional Service Provider
- Service centered

- Talent management & retention

b) Beispiel fiir Tatigkeit der postmodernen HR
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Legal Framework

1.a. Explain the Hierarchy of Legal Systems relevant for labor contracts. What does this
hierarchy mean in practice? Explain with an example! (5 points)

Hierarchy of the Legal System

The direct consequence of this hierarchy is the fact, that each of the levels have to comply to all
levels above them. l.e. this means that you cannot agree on something in an individual contract
if it doesn’t comply to the collective bargaining agreements.
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1.b. What are features of an employment contract? (5 points)

Written employment contract not necessary although recommended
Written statement of the ferms and conditions (= no contract) immediately after the
employment
Features of an employment contract

- Persanal dependency (decisional power of the employer)

- Economic dependency

- Continueus obligation

— Ohligation to work for ¢ certain time

— Duty to carry out the work oneself

- Use of employer's equipment

— Incorporation in the employer’s organization

—  Foreign regulation of the work (heteronomy)

- Sutcess benefits employers

- The employer takes the risk (if product is not sobd or is incorrect)
Source: Arbeiterkammer Wien

2.a. What are works councils? Explain their role! (3 points)

Works council is a institutionalized employee representation in companies, businesses and
corporations. They represent all salaried staff in the enterprise in regards to maintain and
promote the social and economic interest — Betriebsrat

2.b. Does every company have a works council? (1 point)

No, a company needs at least 5 salaried workers/employees in order to found a works
council!
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2.c. List and describe the rights of works councils! (3 points)

' Social information ¢ On social matters Cooperation
*  Hiring of disabled workers e Socl policy, individual * If no joint decision =3
& promotions anticipated measures condiliation committee
*  Health and safety *  Health and safety at work e About reduction, removal
protection * New technologies or transfer of company
* Newtechnologies On economic matters facilties
* Wages *  Economic and financial * Introduction of new
Economic information situation technologies, change of
*  Economic and financiol *  Transfers, legal changes, owners
situation Mah ° Mass dismissal :
= lnvestment projects 1o Procedurefor o legal * Individyal dismissals may
= Balonce sheet o i roling or hankruptey be postponed (max. 5
; consolidoted financiol days)
© statement = Training, hours of werk,
| profit sharing system, ...
Source: GPA )

2.d. Which management decisions require consent by works councils? (3 points)

Requirements for agreement with works councils:

o Implementation of in-house regulations, monitoring staff activity, individual
questionnaires, productivity-based earnings, evaluation of solaried staff

o No agreement found, then dispute is placed before o
condiliotion committee

o Dismissal of more than 200 salaried stoff in enterprises with fewer than
400 salaried stoff = national economic commission must he consulted

Remark: Question isn’t answered directly in slides, but to summarize: Everything which makes
an impact on employees (privacy, salary, status within the company, working rights, regulations
etc.).
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3.a. What are the different types of employment? Indicate the underlying laws for each
type! (4 points)

Mainly there are white-collar and blue-collar workers (see below), but also other types!

Types of Employment

1. Wage earners = employed persons
— Subject to Austrion labor law

— White-collar employee: ,Angestelltengesefz” (part of the labor law)

Blue-collar worker: General Civil Law Code (ABGB) and regulations of the relevant
industry’s collective agreement

Differences in:

= Duration of sick pay: employees get paid longer when nway sick

* Reasons for absence from work are regulated mandatorily in the colleciive
agreement for blue-collar workers

e Termination and dismissal

2. Other forms of employment
— Are not or only partially subject to Ausirian labor law

~ Examples: civil servants, self-employed, etc.

Other Forms of Employment

Forms of employment that are not or only partially
regulated by lahor law

o Freelancer o Public servant {10 Subcontruct worker
o Contract for work and o Judges o Homeworker
services ("Werksverirag") o conscientious objector o  Monks
o Executive performing community o Inmate
o Executives who dedisively service (Zivildiener) iio Apprentices
influence the overall Soldiers o Sharibellar
management of the company !i o etc e “Tendler
{can also be employed) o Freelancer
o The "new self-employed”
ito e

— civil servant = Beamter
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Freelance-Contract & Contract for
Work and Services

. Freelance contract (freier Dienstvertrag/ freie Dienstnehmerlnnen):
— Examples: consultants, freelancing journalist
— Labor faw is not fully applied: for example unless otherwise agreed, no right to
salary based on collective wage agreement, holiday & Christmas allowance and paid
holidoy

— Features: No guaranteed outcome, use of own tools, no integration info the
orgunization of ordering party, No or limifed personal dependency

. Contract for work and services (Werkvertrag):
— Example: order af a tailor for the production of ¢ suit
~ Features: Resulis orientated, guaranteed outcome, no personal duty to work, use of

own tools, no integration info the ordering party, no personal and economic
dependency

— Trode license necessary, exception: new Self-employed

New Self-Employed ,Neuve Selbstindige*

o Persons who have income from self-employed
business activities and do not need a trade license
for this activity

o No member of Economic Chomber

o Insurance obligution when income is obove
€6.453,35 annually (in 2012, yearly adaptation) or €
4.515,12 when additional income from employed
activity

o Mostly contracts for work and services

o Due to status of self-employment, they are not
entitled to holiday & Christmas ollowence, paid
vacation, severance pay, efc.

Examples: uuthers, reviewers, speakers, self-employed
psychotherapists / midwifes / physiotherapists

Source: Wirschaftkammer Osterreich 2012
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3.b. You are going to have an internship practical training in the form of an employment
next summer. What are the characteristics of this employment and what is the difference
to an internship (volunteer position) for training purpose? (6 points)

Trainees

Type of activities is crucial for type of employment

u) Internship for training purpose (for example, required internships, volunteer
pesitions):

- Volunteers have higher freedom regarding presence in the organization and
are nat subject to directives
- No general compensation elaim, however accident insurance
b) Practical training in the form of an employment

— Personal dependency (pre-determined working hours, bound by instructions,
efc)

- Therefore: employment law and collective agreements are valid (holiday and
Christmas allowances, etc.)

— e.g. Vacation employment (,Ferialarbeitsverhiltnis”) is generally o
"normal" employment during the holiday season

¢) Internships after university education
- Are in any caose to be reported to the social security

Practical trainings are actually bound to some liabilities and in return the trainee normally

receives the rights of a normal employee (see b). Normal internships without or with less pay
result in very little liabilities of the volunteers.
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HR Planning

Please calculate the staff requirement of the following example by using the
Rosenkranz Formula with correction which is given in the following! (4 points)

Z (mr ’ ’i ) ! f
PB== S -
r T fu

Lawyer’s support office: six (6) secretaries a 170 hours/month working for 15
lawyers who are specialized on business law

e Calls: 800/month, processing time: 6 minutes

Emails: 600/month, processing time: 10 minutes

Submitting contracts in a database: 100/month, processing time: 30 minutes
Creation of new files: 40/month, processing time: 15 minutes

Miscellaneous activities: 300 hours

Forgotten tasks fyaz= 1,3

Fatigue and recovery fz; = 1,12

Downtimes faq=1,1

1)a)

Target handling time = 800 * 1/10 + 600 * % + 100 * 2 + 40 * Y4 = 240
Necessary delay allowance f,,=1.3*1.12*1.1=1.6

Actual delay allowance f,,,= 6 * 170/ 240 = 4.25

PB = 240/170*1.6 + 300/170 * 1.6/4.25 = 2.923

1.b. Interpret the result! (3 points)
Currently there are 6 secretaries employed and the actual demand is 3. The result (PB) has to
be rounded and according to the Rosenkranz formula 3 secretaries should be dismissed.

1.c. Discuss possible measures of human resource planning and staff assignment which
follow from the result. What would you concretely recommend? (3 points)
Already answered by b?
Other possible measures:
- Regression analysis
- Efficiency = Input/Output = Output/Time / Input/Time = Productivity/Wage rate

2.a. Name and briefly describe the three different methods for demand forecast. (3 points)
- Summative Method:
- Key-Ratios (e.g. professors per student, etc.)

Span of control (number of employees/supervisor; ideal span = 6)

- Benchmarking (compare within industry)

- Expert survey
- Analytical Method:

- Calculation of the staff demand by given data (e.g. Rosenkranz formula)
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- Number of operations, time needed per operation, working time per
person, etc.
- Statistical Method:
- Calculation of demand e.g. by regression, uses uncertainty

2.b. What are advantages and disadvantages of each method? (5 points)
Summative Methods  Analytical Methods  Statistical Methods

* General experience and || ° Exod *  Empirical relation
¢ Time-ond cost-

standard values consuming * (oefficients are
= Simple O T —— estimoted stofistically
> In addition to economic k"“:i"'let[_{ge(”h””i ) * Uncertainty is taken

o g roduciion (processes
goals, other (qualitative) g o p into account
T b ferministic
objectives can be ¢ . L
i i « Focused solely on Requires historical
economic efficiency doto

* Based on past
performance

2.c. In your opinion, which method is best to calculate the demand for nurses in a
hospital? Why? (2 points)

Summative Method, because working with people and the social component of a hospital is
hard to calculate (+ only method where unmeasurable quality is taken into account); experience
is very important.
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Recruitment, Selection and Outplacement

1.a. What are criteria of a good selection process? Describe them briefly! (3 points)

Criteria of good selection Process

> High validity
Correlation between the selection criteria (e.g. grades) and the

expected performance of the candidate (e.g. qualifications,
uchievement potential, metivation)

* High reliahility
Selections lend to the sume results ot different times and by different
raters

°  Fairness

e (Cost effectiveness

* Low complexity of the procedure

* Legality

1.b. What are, in general, advantages and disadvantages of interviews as selection tool?
Which types of interviews exist? How can the quality of interviews be improved?
(7 points)

Interviews as a selection tool have very low validity if designed poorly. They are troubled by
cognitive biases and systematic errors.

On the other hand interviews are comparably cost efficient and not very complex. Legal troubles
are rare.
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Types of Interviews:

e Structured vs unstructured
e Face to face vs telephone/online

single panel groups

Interviewer

Candidate

Improving quality of interviews:

WheE et Hrypom wees Structured inferview:

Was Youl 5:339,5'%'
streagqth?

Situvational interview: critical incidents of the
prospective job: “What would you do?”

Competency-hased interviewing: specific traits
refleced in past achievements:
N STARs = Situations, Tasks, Actions, Results: “What
have you done?”

[ Patterned behavior description interview:
probing major life events: “Why have you decided to
'l]"
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2.a. How to assess potential future employees? Please name different techniques and
describe two of them! (4 points)

Assessment Techniques

Interviews: one-to-one & interview panel

Psychological tests: intelligence testing & personality tests

Work-bhused tests: in-iray exercises, situational interviewing
Assessment centers (AC): individual as well as group tasks

Bio data: biographical data

References: current or former employers

Work sumple tests

Graphoelogy: handwriting samples (e.g. common in France and Switzerland)
Astrology: zodiac signs

Polygraph test: lie detector test

2.b. Which cognitive biases can occur in this context? Briefly describe two! (4 points)

Assessment - Cognitive Biases

Orider effects (primocy ond recency): tendency fo give more weight te information given to the first and/or last
pieces of information to the detriment of information in the middle; moy couse disadvantages for interviewees
scheduled in the middle

Contrust-effect: interviewer gives a distorted rating of an applicant based on a comparison against another
epplicant who has uncensciously heen established os o ‘beachmark’ due 1o a particulorly good or bad inferview
performance

Halo-effect (horn effect): personality is evaluafed hused on one prominent positive (negative) charoderistic;
Perceptions of attractiveness may also couse halo effect

Confirmation bius: tendency to look for evidence of our existing assumptions, and ignore or give [esser weight fo
contradiciory information

Similar-to-me effect: more positive judgments when similar bockground / behaviour of interviewer
Stereotypes: heliefs of specific types of individuals or certain ways of doing things which may or may not
accerately reflect reelity

Stendardized measurements: some person is evaluated differently bosed on group’s performance (strong or

weak group)
Nan-standerdized interviews = very low validity

(Scholz, 2000, p.497)
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2.c. How to increase the validity of recruitment interviews? (2 points)

Assessment — Recrvitment Interview

Improving quality of interviews:

Whit would you say Structured interview:

Was youl higgest
streagtl,?

Sitvational interview: critical incidents of the
prospective job: “What would you do?”

Competency-hused inferviewing: specific iraits
d reflected in past achievements:
S STARs = Situations, Tasks, Actions, Results: “What

have you done?”
rr( Patterned hehavior description interview:
probing major life events: “Why have you decided to
on

3.a. What is an assessment center and what are the main characteristics of it? (5 points)

Assessment Center

e Several candidates
° A number of (trained) observers
e Structured process
°  Individual exercises
v" Presentation
v In-tray exercise
v" Role play exercise
v (Case study) interview
*  Group exercises
v" Group discussion
V' Case study
v" Negotiatien Exercise
v Construction / Building exercise

Relatively high validity {Schelz, 2000, p.497)
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3.b. When is it advantageous to do assessment centers? Why? (3 points)

The assessment center method was developed when people started realising that just asking
questions and interviews were not enough to prove a person's suitability. After all, almost
everyone will claim to be stress resistant, but only practice can show whether that really is the
case..

Using the assessment center method, candidates are tested for the qualities required for a
certain position. If it is an executive function, candidates will have to show their leadership
qualities in the assessment. If it is an organisational function, the assessment will focus more on
organisational qualities.

Quelle: https://www.123test.com/assessment-center-method/

3.c. Which alternative selection techniques are there? (2 points)

Interviews

Simulation and “Serious Games”
Personality Tests (low validity)
Ability Tests (acceptable validity)
Biographic Questionnaire

Online Selection Tests

For details to the techniques read the chapter! amk
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4.a. Which forms of contract dissolution are there? Please describe important
differences! (4 points)

See (6.a.)

4.b. Please describe the HR-instrument “Outplacement” and which aspects it should
include! (4 points)

Also see (6.b.)!

Die Begriffe Outplacement (engl.) bzw. AuBenvermittlung bezeichnen eine von Unternehmen
finanzierte Dienstleistung flir ausscheidende Mitarbeiter, die als professionelle Hilfe zur beruflichen
Neuorientierung angeboten wird, bis hin zum Abschluss eines neuen Vertrages oder einer
Existenzgrindung.

Managing outplacement may incude:
o Communicating the reality and its consequences as soon as they are known

o Counseling for the individuals facing redundancy (help with coping of psychic-social
sfress)

©  Help to discover apfitude for alternative types of work (e.g. through the use of
psychometric tests)

Training in new and relevant skills (e.g. self-presentotion)
Using corporate networks to identify vacancies

Support for job seorch (e.g. help with composing o CV)

© O O ©

Allowing employees taking time off to seek other employment and aftend
interviews

4.c. Please sketch roughly how the emotional response to dismissal or termination could
be! (2 points)

Emotional response to change - phase curve

Perceived competence .
1. Integration

of new
hehavior

2. Refusol Realization

€& 5. Exerdsing

3. Rational
o Understonding

1. Shock,
surprise
4. Emotional
acceptance

Beginning of chunge Timi
e
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5.a. What are biographic information questionnaires and how are they developed? (4
points)

Questionnaires regarding past performance and behavior in order to predict how a candidate is
suitable for the job and how he will perform.

Also shared characteristics of successful workers for the same/similar position are evaluated
and the candidate is compared to those profiles/characteristics.

Biographic Information Questionnaire

Biographic information sheet (BIB)

o Analysis of biographic commonalities of the organization’s successful
coworkers for generating o hiegraphic profile and developing o
guestionnaoire

o High ,face validity”: past work behavior is a good predictor for future
work behavior

Biographic Questionnaire

e How many different flats have you lived in?

When you were a child, with whom did you live the most time? (Parents, a parent,
grandparents, nursing home)

*  Did you have many toys?
{almost nothing up to everything 1 could wish for)

= How would you rate your first school years?
{with difficulty, normal, successful, stimulating)

= What did your parents consider most important in terms of job choice?
(that | am better off than my parents, that I earn well, that | enjoy my occupation,
that | am expert in my areo)

> How many books do you have of home?

eft.

5.b. Discuss validity and reliability of biographic information questionnaires! (3 points)
Relatively high validity - low reliability

e Efficient when screening a high number of applications
e Efficient when not only yes/no answers, but also open questions are asked
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5.c. Discuss critical issues of this method! (3 points)

Problems:

© No theory ahout the relationship between items and the respective
criferion

Predictors bused on performance of existing workforce
High effort to develop guestionnaire

lack of transferability & generalization

manipulation is possible

o O O O O

discrimination (e.g. different questionnaires for men and women)

6.a. Please name possibilities of direct staff layoff and describe their main features!
(4 points)

Employer termination

— Unless otherwise agreed: at least six weeks notice up fo 5 months (depending on
years of service)

— Only by 15" of the month or by last day of the month (=> 24 dates/year)

— Spedial protection against dismissal {dismissal only with consent of Lobor and Sacial
Court):

* Expectant mothers
¢ Parental leave

* Works council

+ eft.

Employee termination (resignation)
— White-collor (,salaried") workers (Angestellte):
* Unless otherwise agreed one months' notice period (up to six months)
— Blue-collar ("waged”) workers (Arbeiter):

° Nofice period and dates are primarily regulated in the various collective
ggreements

Terminotion ugreement (consensual): mutual voluntary termination of the
employment contract

Dismissal for reasons of insubordination, disloyalty and other types of gross
misconduci {“Entlassung”)

— immediote fermination of employment by employer

— Reason for dismissal must be given

— Different reasons for dismissal between white and hlue collar workers

Gardening leave (“Dienstfreistellung”):
— employee is released from duty (usually during netice period)
— sulary is continued fo he paid
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6.b. Name and describe two HR development instruments for personnel layoff! (4 points)

Exit interview (on o voluntary basis and by an outside person)
— Reasons for leaving
— Evaluation of different aspedts of work activity

— Suggestions for improvement

Outplacement

— A process through which the orgenization will help employees focing redundancy to
find other jobs

— negutive effect of staffing reduction should be minimized: employer breaches
psychological contract (also perceived by remaining staff)

6.c. Why should HR development instruments be applied from the perspective of the
employer? (2 points)

As described in (6.b.) these measurements are perceived positively by the remaining stuff and
also may vyield to suggestions for improvement and valuable feedback for the company.
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7.a. Please explain the problem of asymmetric information in the context of recruitment
and selection processes! (2 points)

The company can only describe the job profile and the company itself. The employee can only
describe what he is able to do and that he is willing to do so. There is a lot of room for
misunderstandings and a big difference in the knowledge base.

Asymmetric information

Employees (candidates) Employers (companies)
Knowledge, skills & ahilities . Requirements of the joh
Willingness to use these . lLong-term development

of the company

7.b. Explain the two possible strategies to deal with the problem of asymmetric
information! (4 points)

Two key ways to increase self selection and reduce asymmetric information:
1. Screening (e.g. interviews, probation time, piece work)
Efficient if unskilled workers have little chance to stay undetected during probation
2. Signaling (e.g. guided tours, credentials, hallmarks, work samples)
Efficient if credentials are easy to gain for skilled workers and difficult for unskilled
workers.
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7.c. What is adverse selection? (2 points)

Adverse Selection

... occurs when systematically the wrong
type of condidates is attracted to the
job , while suitable candidates are
not.

7.d. What can be done against adverse selection? (2 points)

Aim
... Designing incentive systems {sulary, probation) in o way thet
(i)  unsuvitable candidates (e.g. unqualified / unproductive) refrain from applying,

(i)  while as many as possible suitable candidates {qualified / productive) apply

What can be done?
(i)  Contingent Contraci: offer a piece
rote wage instend of a time wage

=> pay is strictly on output

(i} Temporary Contract: offer o
temporary confract with probation
wage

=> only skilled workers get tenured
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8.a. What is meant by employer branding? Please indicate possible USPs= Unique
Selling Propositions and Success Factors. (5 points)

o Development of o positive “brand image” of the organization

O Building on any aspect of the working experience that is distinct from that
offered by other organizations competing in the sume broad applicant pool

O Possibie USPs
°  high pay
°  generous henefits packoge
> flexible working
° friendly and informal atmosphere
*  strong coreer development potential

° joh security
Torrington, Hall & Taylor, 2008, p. 159

Success factors: Building a high trust workplace with camaraderie between employees, pride for
your job and respect and fairness between the company and its employees.
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8.b. What are, in general, ways to search for talent on the external labor market? What are
possible advantages and disadvantages to recruit on the external labor market? (5
points)

Talent Search

Contact

direct indirect

pussive

Applicant

boonres
Recrvitment ogencies =~
‘Executive search agencies

Job advertisements
Internet (electronic recruiting)
Casual callers

active

Internal vs. External Labor Market

External Labor Market Internal Lahor Market
v New ideas v Lowrisk
v Expertise well specifiahle V" Quick procedure
" Information about competitars v Knowledge of internal processes
v Image V" Motivation
X (osts % Low number of options
% Fiuctuation risk % Lack of expertise
% Uncertainty X Rivalries
% Lack of knowledge about % "Automatic promotion”

organization
Stholz, 2000, p.394
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Assignment & Job Design

1.a. What’s the Job Characteristics Model? Indicate its important features and describe them
briefly! (5 points)

skill variety + task identity + task significance

MPS = 7

x Autonomy x Feedback

Motivational o predictive index that suggests the
Potential Score (MPS)  motivating potential in o joh

Skill voriety.~ degree o which ujob requires o variely of different octivities
Task identity degree fo which o job requires completion of o whole and identifinble
piece of work

T“‘k 5'9"""“"‘ e '_i?s.jlttln_f..i:li‘|firhp'ﬁl_::l e:.hzihe.li_irés o

Autenomy degree to which o job provides substantial freedom, independence, and
diseretion to the individual

Feedhﬁ.:.i'('f.::'..-; '_:f_dé.@]'r_é'e"ﬁf d[re(?undtleu i

:'rr;lﬁﬁn:n'ql_;'um1hé'effér't_i\'rén'es_s of

1.b. Which predictive index can be calculated with the model and how? (2 points)
Motivational Potential Score (MPS): a predictive index that suggests the motivating potential in a
job

1.c. How can jobs be redesigned to increase motivation of employees? What will be most
effective in your opinion? (3 points)

Job Rotation: Employee 1 Employee 2 Employee 3

N 7 NN

Employee 4

Job Enlargement: Job Enrichment:
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Quelle:
https://www.modu-learn.de/verstehen/personal-fuehrung/job-rotation-enlargement-enrichment/
Beim Job Enlargement erhalt ein Mitarbeiter zusatzliche Aufgaben als Erganzung zu seinen
bisherigen Tatigkeiten. Dabei handelt es sich immer um Arbeiten, die dem bisherigen
Anforderungsprofil entsprechen. Fachliche Weiterbildungen sind selten notwendig; der
Mitarbeiter wird auch nicht beférdert.

Auch das Job Enrichment ist eine Form der Aufgabenerweiterung, allerdings mit einem
wichtigen Unterschied gegenliber dem Job Enlargement.

Beim Job Enrichment sind die neuen Aufgaben nicht auf dem gleichen Niveau zu finden,
sondern auf einer hoheren Hierarchiestufe. Der Arbeithnehmer bekommt also nicht nur neue
Aufgaben, sondern auch mehr Verantwortung und Entscheidungsmacht.

Best: Job Enrichment, since climbing up the career ladder will probably boost the motivation
and therefore lead to higher productivity.

2.a. Please describe the job characteristics model of Hackman and Oldham into detail. (6
points) — siehe 1)a)

2.b. Which core job dimension of the Hackman & Oldham model is influenced by job
enlargement? (2 points)

fur die Beschreibung der Dimensionen siehe Bild 1)a)

— task identity

Evtl. task significance, feedback?

2.c. In general, what are advantages and disadvantages of work specialization? (2 points)

Advantages Disadvantages

+ Little training necessary, easy

Monotonous physical and mental

adaption stress
+ Easy assignment process - Decrease in adapting and change
capabilities
+ Short period of vocational adjustment - Restricted social interaction and

communication

+ Increases labor productivity and - Monotony and alienation
quality (=Entfremdung)
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Group (Properties)

1.a. Please briefly describe the Five-Stage Model of group formation! (5 points)

The Five-Stage Model of Group Formation

* Stage 1: Forming
Uncertainty ubout roles, low trust

. Stage 2: Storming

Conflicts within the group, leadership tries to establish

itself
. Stage 3: Norming
Formation of cohesion and unity

- Stuage 4: Performing

Energy is directed ot achieving the performance target

. Stage 5: Adjourning

Completion of tasks, termination of roles, dissolution of

temporary groups

1.b. What is meant by groupshift? (2 points)

Example:

Car company has been sued for one million
Euro compensation due to o death that
oceurred hecause rear door opened itself.

Two possibilities:
() Conservative sirotegy:
settlement out of court.

(B} Risky strategy: cuse to be taken to the
court.

Each manoger has o personal opinion. How
will they decide as o group?

3

i

Weinert, 2005, 5. 434

-
e

Pasition of Group Members Befars Dhseutsion:

| XX XX | o o6 o i
Hrost Mediven Mot
Canervative Risk Risky
Ahernative Alternative

Position of Geaup Members After Distussion:

XX %X x

Mot
Conserviative Risk Risky
Alzernative Aftemative

Groupshift: polarization of group opinion into exiremes

Direction depends on position previous to discussion:
somefimes groups are more conservative than individucl
decisions, but more often =2 shift towards greater risk

Due ta diffusion of responsibility, conformity pressures,
incrensed confidence and social comparison

Con e viewed os speciol cose of groupthink
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1.c. What are other phenomena that can occur in groups? Describe them briefly! (3

points)

Shirking, Social Loafing & Free Riding

o Shirking (,Driickebergerei*) in team
work (Alchian/Demsetz, 1972)

o Sodial Loafing (,Soziales Favlenzen®)
Decreasing individual effort in the
presence of others {Latane, 1979)

o Free riding (,Trittbrettfahren”) of
public goods: problem of collective
hehavior, when econemic agents
consume public goods, but do not give
anything in refurn

Phenomena occur when individual
effort/contribution cannot he
measured/conirolled

.

Ringelmann effedt: group perfarmance increeses with group
size, but the addifion of new membhers fo the group has
diminishing returns on productivity.

Maximilian Ringelmann, o French agricultural engineer,
examined in the end of the 19th century the performance of
draught animals end found for exemple that the
performance of 1wa horses pulling o carringe in the joint was
not twice as high s that of an individual horse. Fascineted
by this discovery Ringelmann extended his investigations 1o
humans and found similor effects.

The Ringelmann effed is due 1o motivation ond coordination
losses,

2.a. Which criteria define groups? (2 points) What are benefits and disadvantages of

group work! (4 points)

Four criteria of groups:

1. Two or more people in social interaction

2. Stable group structure
3. Shared goals
4

Members perceive themselves as being a group

Benefits
= Economies of stale

*  More autonomous and less
monotonous

*  Beiter decisions (hecause of
mere information and more
complex considerations)

¢ Larger wcceptonce and higher
satisfaction

Disadvantages \
* Increosed fime required
*  Group think

*  Diffusion of responsibility
and risk-shift phenomenon

e Shirking

= Difficult to evaluate individual
performance

Page 30



2.b. Explain the phenomena of groupthink and indicate possibilities to avoid it! (4 points)

Gruppendenken ist ein Prozess, bei dem eine Gruppe von an sich kompetenten Personen
schlechtere oder realitatsfernere Entscheidungen als mdéglich trifft, weil jede beteiligte Person ihre
eigene Meinung an die erwartete Gruppenmeinung anpasst. Daraus kénnen Situationen entstehen,
bei denen die Gruppe Handlungen oder Kompromissen zustimmt, die jedes einzelne
Gruppenmitglied unter anderen Umstanden ablehnen wiirde.

Group Think

Initial state

= High cohesion
» [solation of the team

Group think characteristics

*  llusion of invulnerability
= Collective rationalization

*  Lack of methods *  Belief in a team inherent
«  Directive leadership morality
*  High stress and litfle = Stereotyping of other
hope of solving the groups
problem *  Open pressure on

dissenters
= Self-censorship
= |llusion of unanimity
= Self-appointed ,think
guords”

e Complex environment

Tendeney to conformity

Strategies against groupthink

°  Promote open inquiry: identify
negative aspects of o decision before it’s
too lute (e.g. devil’s advocate)

Incorrect decisions

* Incomplete
examination of
alternatives

* Lack of infarmation

search and

selection bios

* Incomplefe testing
of aims & risks

» No alfernative
plons

Weinert, 2005, p. 432

e Use subgroups: hase decisions on @:@

recommendations of two groups

*  Admit shortcomings: no decision is
perfect, ask for doubts and misgivings
ahout a group’s decision

¢ Hold second-chance meeting: before
implementation hold a second-chance
meeting for group members to express
doubts

Y
o
o
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3.a. Please explain the group property “conformity” and describe the Asch experiment in
this context! (5 points)

Conformity: To give in to the opinion on the group because of social factors.

Would recommend just watching it (4 mins): https://www.youtube.com/watch?v=TY|h4MkcfJA

3.b. What is groupthink? What can be done against it? (5 points)

See (2.b.)!

4.a. What is meant by “roles” in the context of groups? (3 points)

Roles = Set of expected behavior patterns attributed to someone occupying a given position in a
social unit

Role identity = attitudes and behavior, consistent with role (expectations), create identity

4.b. Please briefly describe the Stanford Prison experiment! What are the main findings?
(5 points)

Students were put in an prison with some of them playing guards and others playing prisoners.
The experiment escalated very fast because the people acted based on their role without
reflecting a lot anymore.

Main findings:

According to Zimbardo and his colleagues, the Stanford Prison Experiment demonstrates the
powerful role that the situation can play in human behavior. Because the guards were placed in
a position of power, they began to behave in ways they would not usually act in their everyday
lives or other situations. The prisoners, placed in a situation where they had no real control,

became passive and depressed.

— The role and its identity will impact the behavior of a person occupying that role.
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4.c. What are other important group properties? Describe them briefly! (2 points)

Next to roles there are:

Norms:
performance norms, appearance norms, social arrangement norms, resource allocation norms
=> group pressure for conformity: e.g. Asch Experiment

Status:

socially defined position or rank given by others (derived from assigned power, ability fo
contribute to goals and personal characteristics)

=> treates stutus hierarchies (e.g. influences conformity to norms)

Size:

smaller groups are foster and hetter performing, larger are groups better in problem solving
{diversity)

> socinl loafing

Cohesiveness:
degree to which members are aftracted to each other
> inflences produciivity (moderated by performance norms)

5.a. Describe the Five-Stage Model of group formation! (5 points)

See (1.a.)!

5.b. What is groupthink? What are its main characteristics? (3 points)
See (2.b.)!

5.c. What can be done against groupthink? (2 points)

See (2.b.)!
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6.a. Please indicate the criteria of groups. What is the difference of a group and a team?
(5 points)

Four criteria of groups (repetition of 2.a.):
1. Two or more people in social interaction
Stable group structure

2.
3. Shared goals
4. Members perceive themselves as being a group

A team is a group whose members have complementary skills and are committed to a common
purpose or set of performance goals for which they hold themselves mutually accountable.

6.b. What are benefits & disadvantages of group work? (5 points)

See (2.a.)!
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HR Development, Appraisal and Incentive Systems

1.a. List and describe the five different criteria for payment schemes (5 points)

Pay differentiation scording fo
job reguirements (ussumed normal performance);
use of work oppraisal procedures

i Equal pay for equal

Pay differentiotion according fo performonce
differences; use of piece-wark wages & piece-

rale wages, honuses

Pay difterentiation cecording to ouitome
(prosperity); Parameters: revenue, profil, business
value, strategy, efc.

{ Equal pay for equal
sutcess

Pay differentiotion according to skills
(human capital)
Porameters: skill profiles;

4 Equal poy for equal
| qualifications

Pay differentiation occording to orgunizationol
nffiliation, hierorchicol position or status: e.q.

4 Equal pay for equal
yalty

saniority

1.b. Explain the difference between extrinsic and intrinsic motivation! (2 points)

Quelle:
https://www.verywellmind.com/differences-between-extrinsic-and-intrinsic-motivation-2795384

Extrinsic Motivation

Extrinsic motivation occurs when we are motivated to perform a behavior or engage in an
activity to earn a reward or avoid punishment. In this case, you engage in a behavior not
because you enjoy it or because you find it satisfying, but in order to get something in return or
avoid something unpleasant.

Intrinsic Motivation

Intrinsic motivation involves engaging in a behavior because it is personally rewarding;
essentially, performing an activity for its own sake rather than the desire for some external
reward. Essentially, the behavior itself is its own reward.
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1.c. What is the surprising truth about motivation (video)? Explain! (3 points)

— if task is only manually (with NO cognitive skills needed); monetary rewards work for
motivation — only for simple & straight forward tasks

— else: larger reward leads to poor performance

You have to pay people enough to make them not think about the money but about the work:
1) Autonomy: desire to be self directed
2) Mastery: the urge to get better at stuff
3) Purpose motive should be bigger than profit motive

Video: https://www.youtube.com/watch?v=u6XAPnuFjJc

2.a. Which different wage forms are there? Briefly describe them and give an example! (5
points)

Prerequisite: measurakility, categorization, influence on performance

Payment based Payment bosed on ~ Poyment hosed on time & Baused on a group of  (Direct) participation in
on working fime oufput odditional bonuses for employees carporate success
= input spedific results {money,
benefits iu kind, or special
feave)
+ Flexitime « pure / with minimum{ | Bonuses e.q. for « Grouppiece work || + Profit
«  Shift work wage » quantily « group bonuses « Options
o Homewotk » time- / money- « quality « Shares
+ Tele working piece-work « lurnover .
« customer

satisfaction
+ meeling deadlines

2.b. What are reasons for fixed wages? (5 points)
= legal restrictions or according to collective ngreements
e Risk distribution
*  Measurement problems and costs
e Efficiency wages

= Career options {ossocioted with wages bosed on seniority)

Prohlems in determining the level of remuneration

*  Puay gap between executive pay and employee remuneration:
lack of o functioning market mechanism

= National economic wage rate: distribution of volue added hetween
employees and employers
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3.a. Explain the main propositions of the agency model! (4 Points)
- Optimizing Problem
- Target Function of the principal (=Chef/Auftraggeber)
- Constraints
- Agent maximizes his/her utility
- Participation constraint

*  Rational (optimizing) behavior of economic actors (principal and agent)
*  Agent: suffers from work - trade off between compensotion and effort

*  The principal anticipates the agent's hehavior and designs a compensation
system thot maximises his own profit

° Parficipation construint: taking the context info account

3.b. What does the net success of the principal in this model depend on? Please show it
also graphically! (2 Points)

— I Level of activity of the agent
rofit g (g, i 2

Compensation ofe) Profit function

g (a) o) Compensation function

y vfca) tility function of the agent

Optimization Problem:

Net-profit
Ll Target fundtion of the principal max g(0*) — g(o*))

Constraints:

Agent maximizes her utility u(o*, {gla*))) = max v (g, c(g(n)))

Relivity a Participution constraint u(a*,c(glo*)) = vy,
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3.c. What does Agency Theory suggest with regard to variable and fixed compensation?
(2 Points)

Compensation ¢

Varioble Compensation

Voriahle Compensation
with fixed ground solary

Effori o

— implementation with variable compensation and fixed ground salary will lead to less effort of
the employees
— variable compensation recommended (higher point on the indifference curve)

3.d. Under which conditions do variable compensation models have no incentive effect?
(2 Points)

If the incentive system and payment schemes do not maximize at the same time the employee’s
and the organization’s fit
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4.a. Briefly describe the most important cornerstones of a typical performance
management cycle (yearly)! (4 points)

Target/Objectives agreement:

- agreement. Agreement on the objeclives (performance
gouls, premium gools, Key Performance
Indicators KPi etc.)

Mid-term Appraisal:

Performance Analysis, agreement on
training ond development measures,
feedhack to the supervisor

Year-End appraisal interview:
Review on the business year +
performonce assessment & KPis, giving
teedback to the supervisor

Individual meetings:
Salary, project und conflict conversation

in the meantime: talk, talk, talk ©

4.b. Summarize the most important guidelines for performance appraisals! (3,5 points)
°  Describe behavior actually seen
— Not inferences of ifs cavses or judgments
e Be speific
e Explain consequences of hehavior
*  Focus on behavior relative to performnnce

— Don't criticize personality or aftifude %

Verify understanding

Provide clear statement of expectations

4.c. Explain the SMART Objectives in this context! (2,5 points)

Speaf:c — Describes what you will do in specific terms, and deflnes the
desired outcome .

Measurable Clarlfles in. measurable terms, such as quanmy, quallty

or cost, how you will know if you've succeeded. Let’ s you know if vou ve
done enough more than enough or not enough : . T

Agreed Means you commat to accompllshtng the ObJECtIVE, and your
manager commits to supportmg you and prowd ng: appropraate resources
SO you can succeed. : ; Gt i

Reahst:c He]ps ensure the objectlve is poss&ble to achaeve and that
you have the resources (tlme, money, skl!ls, or people) and authonty you
need to succeed i ; £3 g

Tfme—baund Specn‘“es when you W|IE complete the obJectlve
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5.a. Explain Tournament Theory (by Lazear & Rosen) for promotion! Why do people on
the highest ranks get substantially higher salaries than other employees on lower ranks?
(6 Points)
- Career ladder as performance tournament
- Imagine Nadal & Federer playing for a charity event and playing for a Grand Slam Final -
how much effort do they put in each event? What influences their participation?, etc.

Fixed bonuses for respective ranks (= career levels)

» Performonce tournaments

> Promotion tournaments

Participation [effort level depends on size of the prize
[sulary

Relative ranking of employees
(being better, no mutter how much)

Incentive effect by difference
O
hetween ranks

@)
— Tournament theory suggests that workers can be rewarded by their rank in an organization,
suggesting why large salaries are given to senior executives: to provide a 'prize' to those who put in
enough effort to garner one of the top positions
(Quelle: https://en.wikipedia.org/wiki/Tournament_theory)

5.b. What are major advantages and drawbacks of performance tournaments? (4 points)

Advantuges Disadvantages

% Lower measurement costs
) ) = Risk of collusion (performance is
- Proteﬂlun_ugulnst agreed on between workers)
external risks
_ * Reduction in performance because of
x Competitive nature increases heterageneous parficipants
motivation
) x (ompetitiveness, suhotage
x Applicable for teams
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6.a. HR development training methods can be distinguished along the dimensions “off
the job”, [.....]. Name the other missing dimensions and give an example for each
dimension. (5 points)

along the job
Use as ossistant,
deputy or successor

into the job out of the joh

Refirement-
preparotion, Dulplocement

Professional fraining,
Trainee programme

near the job

“Learnshop”, Quality cirde
Business game

off the job

lectures, case studies, role ploy, e-learning, Corporcte University, outdoor training

6.b. Which guidelines should you keep in mind during performance/staff appraisals? In
this context, also explain the SMART objectives. (5 points)
— siehe 4)b) und 4)c)
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Leadership Theories

1.a. Briefly describe the situational leadership theory (Hersey & Blanchard)? (2 points)

Situntional Leadership Theory (Hersey &
Blanchard)

£ffect|veness of a Iendershfp style depends u:: Ihe muiuniy (reudlness}'

nf 'he emp!oy&es{ fn!luwer devalapmem Eevel)

Maturity" nn twu dm-:ensmns

.

e [nb mulumy [nbthly Io mpe wllh the job)
2
_-,;: psychuioglml mulumy{mnlimhan & sel un dente)
m 2
s L uuihnmurmn Ieud ership slyle (drrettmg)
§ Inlegruhng maragement style {couthmg)

2 ." pumnpu!we maonggement style (suppurimg]
o the delegotion style (delegoting)

Developed nsmsmnizents Developlng Citicism:
=> Can monogers orbitrorily odopt the style of [eadership?
=> Regordless of other conditions, like mission, volues system,

Oevefopment Level of Followers QYUUP struciure Bt(.?
[Radler, Kirahlzr, 2002}

1.b. Describe the two dimensions and the four leadership styles proposed by this theory
(6 points).

Job maturity- ability to cope with the job
Psychological maturity - motivation and self-confidence

1.c. Which aspects can be criticized? (2 points)

See (1.a.)
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2.a. Describe the Leader-Member Exchange Theory (LMX theory) and the positive and
negative implications for employees. (5 points)

Interactive Theories

Leader-member exchange theory (LMX Theory) \/I.eﬂffers Pref&rsomeempiuygeswer :

hers and create in-groups and out-

=> The followers’ characteristics (e.g. gender)
are driving the leaders’ choices about in-
vs. out-group stafus!

=> Self-fulfilling prophecy (Mc. Gregors Theory

1

i

H

L)

i Trust High interactions Formal relations

v A 4 | |
“Suberdinote - | Subordinate - || Subordinate - | : ‘Subordinate -

e .-_-__-'.].;l-g_r_o:u_[if: 5

The positive and negative implications are the result of the implicit in-group and out-group
creation. See (4.a.) to (4.c.) for further implications.
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2.b. Please explain the main features of McGregor’s Theory X and Y. Why is this theory
relevant in the context of the LMX theory? (5 points)

Mc Gregors Theory

Theory X Theory Y

assumes that assumes that

Employees ... Employees ...

. Dislike working . Take responsibility and ave motivated to
= Avoid responsibility und need fo be directed Tuthilthe gucls:theysteigheen

. Fiavestoba comrolled orcod aid . Seek und accept responsibility and de not

threntened to deliver what's needed. need much direction

. Neod 1o be supsevised at svery step, with s (o;unler :erk ;[s (] nu.tuml' pul_‘i of life ond
controls put in place solve work problems imaginofively
. ' : oo
. Need ta be enticed ta produce results; Want 1o contribute to the orgunization
sutcess

otherwise they have no ombition or
incentive to work

— Managers’ perceptions influence how subordinates behave!
3.a. Please explain the trait approach to leadership theories! (4 points)

Leadership is grounded in the person of the leader (most traditional explanation).

Trait Approach

-‘:--'\:f’,.;hu_r'ismc;ﬁc_I.e;id_érship' g

i s

il !?E:_t:awe:r__hp'pi_duc'_h&__s_tg'j_ruﬁsfurﬁiutiqnul Pk

'.-’i'le:n'dér's_lji.pﬂ 4T
(us opposed fo ifnn's_u-ttinrtnl leadership) i i

¥ Gains importance porticularly in crisis sifuations

Selection of google pictures search: , charismetic leoders”
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3.b. On which idea of (hu-)man is it based? (1 point)
The patronized man. ( — Menschen missen bevormundet werden)

3.c. Which aspects of the “Great Man Theory” have been criticized? (5 points)

Criticism on Great Man Theory

*  Gender bigsed
e Empirically o great variety
of traits —

sometimes contradictory
resulfs.

*  Designed statically, excludes
the behavior of the leader.

e Neglects the interaction
hetween [eader and
employees.

e Leadership situation is not i
. Hezta Firnberg
con S]de I’ed {First Science Minister in Auslrin)

hung Son Suu Kyi {Burmese opposition politirien,
Netionat Lecgue for Demotroty)
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4.a. Explain the leader member exchange theory (LMX)! (5 points)

Interactive Theories

Leader-member exchunge theory (LMX Theory) ----Z".-'j‘/[e_uﬁe',_s-ijréfg}m,ﬁée:'m-p'imﬁés Lis

others ond create in-grovps and out-

=> The followers’ choracteristics (e.g. gender) groups .
are driving the leaders’ choices about in-
vs_oul-group status!

<> Self-fulfilling prophecy (M. Gregors Theary

X and V)

Suburdm ot es with in.-:_.g"ru'l:zp'ﬁiqtli_s_ have -
;__hi'gh:e'r 'pé_ri_n'r:hi_d:ﬁ'ég. 'rp:r_i'ng's;.' i

- less furnaver & grenter satisfaction .

* Personalcompetibilty, subordinate competence,

ul tompeibiit, subordinate com 1ore citizenship behaviors
-andfor extrayerted parsonality T R e

i

:

i Trust | High interactions Formal relations
v Vi | !

_Svh.ﬁnﬁl_\'nté_} Subordinate _.':S'uh(:irdihurp_ i

"S_ﬁ_blrg_i_iuué_e- :5uhr'dinq!_e'f:-  subordi

nate :
D e

ST mgronp i FLiOubgrowp

4.b. What are the consequences of leader behaviors for in-group and out-group
members? (3 points)

The groups are treated differently which will end up in a performance and satisfaction difference
between the subordinates in different group.

Also see (4.a.)!

4.c. In your opinion: what are practical implications of this theory for leadership? (2
points)

In consequence of the theory, performance between out-group and in-group subordinates differ
significantly. Which will also result in more turnover (=Wechsel der Angestellten) of the
out-group. Due to turnover this could end up in one big in-group with a well established work
culture.

If this is a good thing or a bad thing depends of the developed culture. If bad habits are enforced
the company could end up with an dysfunctional division which would harm it overall.
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After all this is why choosing the right leaders is very important for the success of a company or
its division.
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Current Challenges

1.a. What is a “token”? (2 points)
One possible downside of a corporate focus on recruiting people of color is the inadvertent

creation of a "token," someone who is viewed more as a representative icon than as an

individual.

When differences are highly visible, as with a person's race, token employees may feel the fate
of a people rests on their shoulders. "l often felt | was carrying the whole black race around with
me," says one lawyer describing her experience in a firm where she was one of three black

associates in a firm of 200 attorneys. "If | failed, it might shut the door on opportunity for people

like me forever."

Quelle: https://www.monster.com/career-advice/article/are-you-a-token-worker

1.b. What are the effects of tokenism? (3 points)
*  Increased attention:

— Increased work pressure on women

— Assessment on two fevels; how do women perform monagement fosks and
despite of their tasks how do femole monagers live their feminine side

# Response strategies: over-fulfillment of expectafions
or trying to make themselves sodally invisible

> Contrast (polarization and exaggeration):

— Exaggeration of the prevailing culture, pressure, and constont demonstrution of
the diversity often leads to isolotion of women

# Respense sirafegies: uccepting isclation or trying to become insider and proving
loyalty {and possibly even take up o position ogainst other women),
*  Stereotyping (assimilation)
— Imprisonment in the role stereotypes:
e lron Lody (the tough career woman)
= Mother (nourishes & supports, but is net critical),
¢ Little sister (mascot & cheerleader)

e Seductress (still maiden-like, must be protected by men with
higher status)

#  Response strategies: withdrawal from social relationships or
resignation from fighting ogainst the stereotypes

1.c. How do women usually cope with these effects (response strategies)? (3 points)
— siehe 1)b) Response strategies
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1.d. What are possible measures against gender discrimination? (2 points)

Equal Treatment Act

B In the public sector (Federal Constitution Article 7 (2))

~ gavernment, siales und municipalities are committed to genuine equality between men and
women. Measures to promote faciual equality between women and men - in particular by
remeving existing inequalities - are actually allowed.

— relative quota system: usually formulated in such a woy that with equal qualificotions
the female candidate is fo he preferred fo the male candidafe until ¢ women quota of x per
cent is reached in the respective hady.

. Private sector (in compliance with EU directives)
— Job postings are sirictly required to be non-discriminatory

— direct discrimination:
Example: In an orgenization, different tasks are regularly assigned to men than to women
hecause women handle these apparsntly better (stereotyping).

— indirect discrimination:
Example: In un organization, port-time workers are excluded from feadership positions. Since
in this company particulorly women work as part-time workers, mostly women are therehy
disedventaged in terms of career apportunities than men, who are intended os fullfime
employees for leadership positions.

2.a. What’s the “Glass CIiff” phenomenon and when does it occur? Please also explain
the “Glass Ceiling” in this context! (6 points)

Glass Ceiling

Barrier that keeps minorities and women from rising
to the upper positions of the corporate ladder

The glass cliff is the phenomenon of women in leadership roles, such as executives in the
corporate world and female political election candidates, being likelier than men to achieve
leadership roles during periods of crisis or downturn, when the chance of failure is highest.

Quelle: https://en.wikipedia.org/wiki/Glass_cliff
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2.b. What can be measures against discrimination? (4 points)

g Cultural level
— Commitment of top monagement to equal treatment

— Mandutory workshops for ol employees with the goal to create awareness for “gender
dynamics” (prejudices and different perception)
c Structural level
— The munagers cre held responsible for implementing the measures of
this initiotive
— Regular reports ond evaluation of the offices concerning success, benchmarking and
remuneration hased on achieving the targets

— Screening and evaluation of the ossignment process (allocation to projecis) for prejudices
and gender-spetific segmeniation

— Flexible work arrangements for all employees

— Company policy without gender discrimination ("No-Nepotism Rule”)

3.a. What’s workplace bullying? Please describe characteristic features! (5 points)

features.

E.g. subtle social exclusion, withholding of

+ Exposure to aggressive ond hostile, -
5 e J information, gossiping, denigration, joking,

: (U,ﬁe_n _musi[y_psythulqgl(nl s physical assaults, etc:

L. _Repeated and fong-ferm exposure -

 One or more opponents

els po’weijieésf 1o defend; power
.helv:m,'e;l.pﬁ.rﬁes s :

ut could be the umseqﬁnn(é of

‘o escalated conflict

. Leymonn 1990, Salin 2003, Einarsen ef o, 2011

3.b. Which factors can foster workplace bullying? (5 points)
Risk Factors for Workplace Bullying

= Multi-causal phenomenon (personality and environment cheracteristics)

*  Tendency to ,privatize" problem and neglect possible organizations sources/mediators of
{highly escalated) conflicts!

*  Bullying needs to find an organizationol culture where it can be acted oot
*  Possible structural and cultural risk factors:

¥~ Work organization {role ambiguities, role conflicis, role overloads)

v Leadership style (too autheritarian or to luissez fuire)

v" Job stressors (level of autanomy, control over results, high workloads etc.), task
interdependendes

¥ Lack of job descriptions and intransparent rewazd and prometion systems

Orgenizational change
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