Essay questions
1.
What are the benefits of an effective system for making promotion decisions? What are the various criteria that may be used for making promotion decisions?

Answer:  The word effective here is basically a substitute word for valid. This means that the criteria actually indicate who will be successful in the promoted job. The benefits both to the employee and organisation are many. Overall benefits are a good match between the job and the employee, better performance, less turnover, higher satisfaction, and fewer personnel changes.

There are always unofficial as well as official promotional criteria. Most of the unofficial - social factors, friendships, etc. - are not valid predictors of job success and should be eliminated or minimised. Official criteria include past and current job performance (being aware that to the extent the promotional job is different in quality, that the past performance is only of marginal value as a predictor), seniority or years of service, and assessment centre or/and other similar testing approaches.

2.
Most organisations used closed promotion systems when selecting candidates for promotion, though it is generally recognised that this minimises the pool of candidates from which an employee may be selected. Why do organisations continue to use the closed promotion system?

Answer:  Two factors are important: the speed and ease of using a closed system; and the fact that the one promotion at hand may not be the most important personnel issue.

An open system takes more time (and therefore money) to manage and involves a greater number of decisions. Therefore, employers may continue with the closed system for most decisions since they feel they do identify a sufficient number of candidates and the system is very efficient.

While the open system takes one promotion and makes the process somewhat complex, the closed system can take into account the repercussions of the promotion decision, and therefore can consider a wider range of personnel issues. For example, if the senior qualified bidder for a future job would happen to be the only qualified person for his/her current position - management could decide that the organisation would be strongest with this senior employee on his/her current job, and another person (who might be mismatched in his/her current job) should be placed in the open job. Also, one promotion decision may require the movement of one employee, while a different pick for the promotion might cause seven employees to move (domino effect).

3.
Usually there is a tremendous stigma against an employee who admits that, "I received a promotion and I am failing on my new job. I would like a job with less authority and responsibility." How can this stigma be eliminated?

Answer:  One question is, should the stigma be eliminated - or does that pressure serve as a motivator for the employee to give 110%? It may not be helpful to give the promoted employee two jobs to always be thinking about as her/his - the old and the new. The level of commitment would seem to be higher for the employee who has no easy way to just give up "when the going gets tough". Often some of the most difficult work is the adjustment period when moving to a new job.

Others may feel that the employer should be more open and communicative with its employees - including those in new positions - so that it can assist. Many may feel that our society creates too many pressures - from family, friends, and fellow employees - to be competitive and to succeed. The organisational culture of many employers would be very hard on such a person described in the question.

4.
What kind of lateral promotions would you be willing to take?

Answer:  One should be challenged to identify a scenario in which you would be comfortable in taking such a horisontal transfer - one that does not move up the organisational ladder. Suggestions that an employee's current job is boring or has become a dead-end may stimulate some realisation that lateral moves may be helpful from the employee's perspective. Viewing such lateral movement as part of management development may also bring you into the viewpoint of the employer.

5.
How would you evaluate your university's efforts to prepare you for a career in the world of work? Cite your university's strong and weak areas.

Answer:  The discussion should include some of the following: (1) what are the strengths and weaknesses of the business school (or department) curriculum? (2) how does the faculty contribute? (3) what are the strengths and weaknesses of the placement centre and its staff? (4) are their special career planning activities - such as those which focus upon resumé writing, interviewing, assessment, etc.? and (5) are there any special programmes to deal with special problems faced by members of the designated group - such as those with disabilities, females, etc.

Some discussion should also focus on whether a university education is supposed to function as skills training for a job placement.
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