Chapter 1 – Strategic Staffing
True/False questions:

1. Although it can better match employees with jobs they like, staffing does not influence organizational performance. F; p. 2; Easy
2. Strategic staffing means filling a job as quickly and cheaply as possible. F, p. 4; Easy
3. Socialization is the process of familiarizing newly hired and promoted employees with their job, workgroup, and organization. T, p. 11; Easy
4. Maximizing the financial return on the staffing investment is an example of a staffing process goal. F; p. 12; Moderate
5. Attracting sufficient numbers of appropriately qualified applicants is an example of a staffing outcome goal. F; p. 12; Moderate
6. Forecasting the skills the organization will need in the future is an example of employer branding. F; p. 9; Easy 
7. Sourcing is locating qualified individuals and labor markets from which to recruit. T; p. 9; Easy
8. Deployment involves assigning talent to appropriate jobs and roles in the organization. T; p. 11; Easy
9. Firms should select only those candidates who already possess the skills that can be quickly and cheaply trained by the firm. F; p. 15; Moderate; AACSB: Analytic Skills
10. If employees do not receive performance goals and feedback, the potential impact of the staffing system on employees’ job performance will not be fully realized. T; p. 16; Moderate
11. Recruiting large numbers of applicants is always the best way to ensure quality hires. F; p. 10; Difficult
12. Reducing the turnover rate of high performers is an example of a staffing process goal. F; p. 12; Moderate
13. Although staffing practices can influence turnover rates, staffing practices have not been found to influence a firm’s stock market performance. F; p. 3; Moderate
14. The final hiring decision is usually made by a staffing specialist. F; p. 3; Moderate
15. Talent management requires the development of improved processes for attracting, developing, retaining, and utilizing people with the required skills and aptitude to meet current and future business needs. T; p. 4; Easy
Multiple choice questions:
16. An organization’s competitive advantage is: 
a. not something that can be influenced by staffing.
b. the number of employees it hires in a year.
c. its turnover rate.
d. something that it can do differently from its competitors that allows it to perform better, survive, and succeed in its industry.*; p. 2; Easy
17. Staffing influences organizational performance because: 
a. it is expensive.
b. it is how many people learn about the organization.
c. its outcomes determine who will work for and represent the firm, and what its employees will be willing and able to do.*; p. 2; Easy
d. None of the above.
18. Strategic staffing means: 
a. filling a job as quickly and cheaply as possible.

b. staffing an organization in future oriented and goal directed ways that support the organization’s business strategy and enhance organizational effectiveness.*; p. 4; Easy
c. spending a lot of money on staffing activities.
d. recruiting from as many places as possible to generate the largest possible number of applicants. 
19. Strategically evaluating the company’s current lines of business, new businesses it will be getting into, businesses it will be leaving, and the gaps between the current skills in the organization and the skills it will need to execute its business strategy is: 
a. workforce planning.*; p. 8; Easy
b. sourcing.
c. recruiting.
d. succession planning.
20. All organizational practices and decisions that affect either the number or types of individuals willing to apply for and accept job offers is: 
a. negotiating.
b. recruiting.*; p. 9; Easy
c. performance management.
d. human resource management.
21. Locating qualified individuals and labor markets from which to recruit is: 
a. recruiting.
b. staffing.
c. deployment.
d. sourcing.*; p. 9; Easy
22. Creating a favorable image in desired applicants’ minds about the organization being a good place for them to work is: 
a. creating a talent profile.
b. deployment.
c. employer branding.*; p. 10; Easy
d. socialization.
23. Deployment involves: 
a. assigning talent to appropriate jobs and roles in the organization.*; p. 11; Easy
b. negotiating an employment contract.
c. getting new hires up to speed and productive on their job.

d. getting a job requisition approved.

24. Staffing can be considered a cornerstone of human resource management because it: 
a. takes the largest part of the human resource budget.
b. generates the talent that is supported by the other human resource management functions.*; p. 19; Moderate
c. takes the most time of any human resource management function.

d. None of the above

25. Which of the following is a hiring process goal? 
a. Meeting stakeholder needs.
b. Enhancing organizational flexibility.

c. Improving business strategy execution.

d. Complying with the law and any organizational policies.*; p. 12; Moderate
26. Which of the following is NOT one of the seven components of strategic staffing?
a. Planning

b. Selecting
c. Compensating*; p. 8; Easy
d. Retaining
27. If a company’s employees have talents that would be useful to the organization but that the company is not taking advantage of, which of the following is being done poorly? 
a. Acquiring
b. Deploying*; p. 11; Moderate; AACSB: Analytic Skills
c. Sourcing

d. Recruiting
28. If a staffing specialist evaluates the organization’s current employees and the external labor market to determine the availability of desired talent, which of the following is being done?
a. Planning*; p. 9; Difficult; AACSB: Analytic Skills
b. Acquiring
c. Sourcing
d. Performance management
29. The primary goal of _______ is to get the right people interested in working for an organization or in a specific job, then persuade them to apply and ultimately accept job offers if they are extended. 
a. Sourcing
b. Recruiting*; p. 9; Easy
c. Employer branding
d. Selecting
30. Interviewing job candidates to assess their fit with the job and organization is part of _______.
a. Attracting
b. Selecting*; p. 10; Moderate
c. Deploying
d. Employee profiling
31. Putting together an attractive job offer and negotiating with the candidate the company wants to hire is part of ______.
a. Onboarding
b. Attracting
c. Recruiting
d. Acquiring*; p. 11; Difficult
       32. Which of the following is NOT a component of strategic staffing?

a. Compensating*; p. 8; Moderate
b. Retaining

c. Deploying

d. Sourcing


 33. When a firm determines that it will need to hire 50 customer service
              representatives within the next three months, it has engaged in:
a. Attracting
b. Placement
c. Workforce planning*; p. 9; Moderate; AACSB: Analytic Skills
d. Competency modeling
       34. Assigning a high performing sales associate to work with the company’s most 
              important client is an example of:
a. Deployment*; p. 11; Moderate; AACSB: Analytic Skills
b. Selection
c. Strategic staffing
d. Matchmaking
         35. Staffing professionals promote the goals of society by

a. Helping to match people with jobs and organizations in which they are 
likely to be successful and happy.*; p. 3; Easy
b. Planning for labor market changes.
c. Terminating underperforming employees.
d. Finding employment for job seekers.
Essay questions:

36.  How can staffing impact organizational performance?

Because its outcomes determine who will work for and represent the firm, and what its employees will be willing and able to do. 
(pp. 2-3; Easy; AACSB: Analytic Skills)
37.  How does strategic staffing differ from traditional staffing?

Strategic staffing is the process of staffing an organization in future oriented and goal directed ways that support the organization’s business strategy and enhance organizational effectiveness. The focus of strategic staffing is the integration of staffing practices with business strategy and with the other areas of human resource management to enhance organizational performance. 
(p. 4; Moderate; AACSB: Analytic Skills)
38.   What are process and outcome staffing goals? Describe three examples of both process and outcome goals. 

Process goals relate to the hiring process itself and include: 

· Attracting sufficient numbers of appropriately qualified applicants

· Complying with the law and any organizational policies (e.g., anti-nepotism rules)

· Fulfilling any affirmative action obligations

· Meeting hiring timeline goals (e.g., hiring within one month of a job requisition approval)

· Staffing efficiency 

Outcome goals apply to the product of the hiring effort and include:

· Hiring individuals who will eventually be promoted

· Hiring individuals who will stay with the organization for a reasonable period of time

· Hiring individuals for whom the other human resource functions will have the desired impact

· Meeting stakeholder needs

· Maximizing the financial return on the organization’s staffing investment

· Enhancing the diversity of the organization

· Enabling organizational flexibility

· Enhancing business strategy execution 
(pp. 12-13; Moderate)
39.   How does staffing influence an organization’s training activities, and how is staffing influenced by an organization’s training activities?

Training is often expensive, so one of the first considerations in developing a staffing strategy is to decide whether new hires should have certain competencies at the time they are hired or whether the firm will train new hires in those competencies. If the staffing function fails to hire candidates with appropriate qualifications, training may be an organization’s only option to secure these qualifications in its workforce. Strategic staffing ensures that new hires are ready and able to benefit from the organization’s training and development programs.

Competencies that can be quickly and cheaply trained are often not as useful for screening job candidates as competencies, values, styles, and experiences that cannot be trained as easily. Even if the choice is to train, it is critical that the recruiting and hiring effort secures new hires who possess at least the minimum qualifications required for training success. If employees do not have the proper background and motivation then training is likely to be futile. It is also important to identify how long employees tend to stay with the company. Training may not be the right choice if employees tend to leave the organization before the firm recovers the cost of their training through their job performance. In this case, strategic staffing efforts will focus on identifying and hiring employees who are likely to remain with the organization to recoup training investments. 
(p. 15; Moderate; AACSB: Analytic Skills)
40.   How does staffing influence an organization’s compensation activities, and how is staffing influenced by an organization’s compensation activities?

The level of pay an organization is willing and able to invest in salaries can both determine and be determined by its ability to hire people with the necessary qualifications. If an organization is willing to pay premium wages, its staffing effort can focus on identifying and attracting the most qualified candidates. If an organization would like to pay lower wages, but is unable to hire the candidates it would like at its preferred salary levels, then it may be forced to raise its salaries to be competitive in the labor market or to make investments in training and development. In some market conditions when labor supply is tight, salary increases may be necessary just to be able to hire candidates with minimum skills and qualifications. Professors in engineering and business are able to command higher wages in today’s market because there is a shortage of people with appropriate qualifications. If higher pay is not an option, recruiting from nontraditional sources may allow the organization to overcome its compensation challenges. If this is unsuccessful, automating the job to reduce the need for labor, increasing the training the organization provides its employees, or reducing the required qualifications of new hires may be the only alternatives. 

The success of incentive pay programs can also be influenced by hiring outcomes. An organization that wishes to motivate greater productivity in its workforce by using a pay-for-performance or merit pay system will not be able to fully leverage its motivational programs if the skills and motivations of the workforce are lacking. Performance incentives are only effective if the individuals have the potential to perform well in the first place. Ensuring that new hires have the potential to succeed is one of the primary goals of staffing. 
(p. 15; Moderate; AACSB: Analytic Skills)
41.   How does staffing influence an organization’s performance management activities, and how is staffing influenced by an organization’s performance management activities?

Staffing influences the effectiveness of a performance management system by providing the raw talent that the system will manage. Even the best performance management system cannot replace important capabilities that employees must have to do their jobs well. 

Additionally, performance management systems affect a staffing system’s effectiveness. For example, even if highly talented employees are hired, they won’t perform at their best if they get no or inaccurate performance feedback. If employees perceive performance feedback to be unfair, talented employees may not be motivated to contribute as much as they could. Without performance goals, employees will not know what aspects of their jobs to focus on and will not know what level of performance is expected of them. 
(p. 16; Moderate; AACSB: Analytic Skills)
PAGE  
3
Copyright © 2009 Pearson Education, Inc.

Publishing as Prentice Hall


