
Chapter 5 - True/False - Questions

1
A key aspect in the development of a competitive advantage through human resources is the ability of management to flexibly adjust the available internal and external labour market resources in line with the supply and demand of the market, with minimal disruption to the production process.

2
The substantive aspects of the traditional 'Taylorist' relationship between employer and employee and the employee's representative (trade unions) are fundamentally re-cast for flexible patterns of work to be fully utilised.

3
Numerical flexibility is a compensation system designed to facilitate the development of flexible patterns of work, in particular numerical and functional flexibility.

4
Distancing refers to a situation where one job (often full-time) is split between two (or more) employees.

5
Central to the tenet of procedural flexibility is the acceptance of and a role in managing and co-operating in the new relationship for the employees and their representatives.
6
Organisational flexibility provides management with the template to adjust and utilise the available human resources in a flexible manner in response to changing demands.

7
In the flexible firm model the core consists of a permanent, highly-skilled group of employees with internal career paths and the peripheral workforce consists of part-time, temporary or subcontractors.

8
Organisations will need to organise along very different lines compared to more traditional aspects of the employment relationship in which, typically, workers were not considered the key productive force of the organisation and, in relative terms, were easy to replace.

9
One of the challenges for managers in light of the new organisational approaches is to ensure that the goals of these employees and the goals of the firm are aligned, which may result in organisations allowing key employees to go wherever they can be most productive and even helping them depart for a better job.

10
The ability to manage distributed systems of knowledge has become a major factor of production as well as a source of competitive advantage for firms in advanced economies.

11
One of the most overlooked aspects of flexible patterns of work in this 'new' environment is the role and development of management.

12
The flexible firm model has been praised for its promotion of variation in terms and conditions of employment within organisations which creates a (skill) polarised workforce.

13
"Gold collar" workers are at the core of a firm's unique strategic advantage and need to be managed carefully and provided with excellent working conditions.

14
Because of the lack of loyalty to the organisation relative to their profession and career, the new generation of workers need an organisational structure to reflect this. Metaphorically, organisations have to be viewed more as porous systems where the organisation does not look to own the human capital but to manage it.

15
It is not important to invest resources in employees to ensure they continue to develop their knowledge skill and ability as employees should already have the necessary skills for the job when they are hired.

16
The management of the flexible workforce does not require a significant increase in planning, coordination and support by senior management.

17
The most important factor for management in the adoption of flexible patterns of work is the ability to respond quickly to market demands with minimum disruption.
18
The increased costs, combined with the more complex administration associated with managing flexible work patterns and the new (tenuous) psychological contract of "gold-collar" workers to the organisation, may diminish the perceived competitive advantage in developing flexibility to the extent that it is no longer a viable option. 
19
The multi-skilled workforce does not need opportunities to use the skills developed to ensure they are maintained at a satisfactory level. 

20
Flexibility can provide the opportunity to combine work with outside activities such as family commitments.

21
The intrinsic opportunity to develop skills by undertaking a wider range of tasks and responsibilities fits in with the theories that underpin the motivational aspects of job design. It may also provide satisfaction for core employees, as it provides them with the appropriate mix of work commitments and outside interests.

22
The development of multi-skilling, which by its nature requires employees to increase their range of tasks, combined with the elimination of work restrictions, offers the employer the opportunity to do more with fewer employees, thereby increasing the potential for job insecurity.

23
The development of flexible work patterns requires a shift in approach in the management of human resources to ensure that these work patterns are used and maintained to their full potential.

24
The key model developed to assist in the development of flexible patterns of work is the Institute for Employment Studies' core-periphery or flexible firm model. 

25
The implementation of flexible work places and patterns may mean the development of a pool of subcontractors or part-time employees, who are available as and when required to maximise the utilisation of organisational resources.

Chapter 5 – True/False - Answers

1
True, (Introduction)

2
True, (Sec 5.1)

3
False, (Sec 5.1)

4
False, (Sec 5.1)

5
True, (Sec 5.1)

6
True, (Sec 5.3)

7
True, (Sec 5.3.1)

8
True, (Sec 5.4.1)

9
True, (Sec 5.4.2)

10
True, (Sec 5.4.2)

11
True, (Sec 5.4.2)

12
False, (Sec 5.3.1)

13
True, (Sec 5.4.1)

14
True, (Sec 5.4.2)

15
False, (Sec 5.4.3)

16
False, (Sec 5.5.1)

17
True, (Sec 5.4.2)

18
True, (Sec 5.5.1)

19
False, (Sec 5.5.1)

20
True, (Sec 5.5.1)

21
False, (Sec 5.5.2)

22
True, (Sec 5.5.2)

23
True, (Summary to chapter 5)

24
True, (Summary to chapter 5)

25
True, (Summary to chapter 5)
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