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Chapter 4 – Multiple Choice - Questions
1.
Which one of the following statements is INCORRECT?

1
If the organisation has no process by which to engage in strategic management at the corporate and business level, it will not be possible for the HR function to develop a strategic thrust, since the HR strategy flows from the corporate or business strategy.

2
HR professionals - in their capacity as business partners - must play a number of new roles to be successful, one of them being the strategic partner role, which involves linking the human resource management practices, systems and policies with the strategic initiatives of the company.

3
Strategic management involves a process that deals with organisational renewal and growth, with the development of strategies, structures and systems necessary to achieve renewal and growth, and with the organisational systems needed to effectively manage the strategy formulation and implementation processes.

4
For the HR function to operate at the strategic level, it needs to reorganise the existing HR administrative function into two distinct levels, namely strategic and functional.

2.
For the HR function to operate at the strategic level within an organisation, it must reorganise the existing HR administrative function into three distinct levels, namely…


1
strategic, functional, admin

2
strategic, operational, admin

3
strategic, admin, HR maintenance

4
strategic, operational, functional

3.
According to Tichy, organisations are continually confronted by three basic problems that must be managed effectively. Which of the following is not one of these problems?


1
A cultural problem

2
A political problem

3
A functional problem

4
A technical problem

4.
According to Dyer & Holder, strategic human resource management consists of three major tasks. Which of the following is not one of these tasks?


1
Ensuring that the HR issues and implications of various alternatives or proposals are fully considered.


2
Establishing HR goals and action plans, that is, HR strategies, at all levels to support the business strategies.


3
Working with line managers as principal clients to ensure that established plans are indeed implemented.

4
Improving cooperation between the human resource management department and trade unions.

5.
Tichy suggests that, to manage the three basic systems within an organisation properly, certain aids are required. Which of the following is not one of these aids?

1
The mission and strategy of the organisation

2
The structure of the organisation, including the administrative procedures

3
The employment equity and skills development plans

4
The HRM systems of the organisation

6.
The formulation of an HR strategy does not take place in isolation but is influenced by both external and internal issues. Which of the following is not an external issue?


1
Economical

2
Social

3
Operational

4
Political

7.
Choose from the list below the components that should be included in an HR strategy according to Dyer and Holder:

a
mission statement or a set of prioritised goals for the function and the major subfunctions

b
a proposed organisation structure

c
a programme portfolio to outline priorities and policies

d
a budget to address the issue of resource allocation

1
a, b, c and d

2
a and b

3
b and c

4
c and d

8.
Two types of HR strategies can be distinguished, namely…


1
organisational and cultural

2
organisational and operational

3
organisational and functional

4
organisational and political

9.
Miles & Snow's functional strategic human resource management content model identifies three company strategies with various types of HRM practices that could support them. Which of the following is not one of these strategies?


1
Defender

2
Assessor

3
Prospector

4
Analyser

10.
A major characteristic of functional strategic human resource management process models is the fact that…


1
they focus only on the recruitment and selection of staff members

2
they focus only on the restructuring of the HRM function

3
they focus only on the HR policies and procedures

4
they focus only on the HR function

11.
Two major aspects need to be in place within the organisation before the SHRM process can function successfully namely…

1
realistic jobs and previews and ratios 

2
dress codes and systems 

3
a strategic management process and the restructuring of the HRM function

4
racial data and wellness programmes 

12.
If an organisation needs to function successfully, a relationship needs to exist between the strategic management process and the strategic human resource management process. However, in many cases this relationship is non-existent, because:

1
top management do not perceive a need for such a relationship 

2
HR practitioners are perceived as “personnel experts” and not “experts in business”

3
HR information is sometimes incompatible with other information used in the strategy formulation process

4
all of the above

13.
The following can be included in HR goals:

1
quality of performance

2
quantity of employees

3
cost goals

4
all of the above

14.
The benefits of strategic human resource management include the following:

a contributing to the goal accomplishment and survival of the company

b supporting and successfully implementing given corporate and business strategies of the company

c creating and maintaining a competitive advantage for the company

d improving the responsiveness and innovation potential of the company

e increasing the number of feasible strategic options available to the company

f participating in strategic planning and influencing the strategic direction of the company as an equally entitled member of top management

g improving cooperation between the human resource management department and line managers

1 a, b c and d

2 b, d, e, f and g

3 a, c, d, and f

4 all of the above

15.
According to Rothwell and Kazanas one of the reasons for the lack of a relationship between strategic management and strategic human resource management is that HR practitioners are perceived as _____________ and not experts in business.

1
personnel experts 

2
“doers” 

3
information experts

4
functional employees

16.
In the human resource management cube the _________ system deals with companies continually having problems with the allocation of power and resources within the organisational structure (the direction in which they are moving, and who will share in the benefits etc which will be reflected in the compensation paid, budget allocations made and the allocation of decision-making power to the different levels within the organisational structure).

1
technical 

2
operational 

3
political

4
cultural

17.
An organisation can understand their strategic imperatives by identifying a priority that must be addressed and understand why it is a priority. Depending on whether it is aspiration-driven or situation-driven, there are different considerations to take into account. Choose the table below that describes the correct match.

	
1
	Aspiration-driven
	Situation-driven

	Step one – examine the goals that management is formulating
	Interview key stakeholders to determine their aspirations, institutional biases and operational preferences.
	Analyse adequate documentation.

	Step two  
	Test management's assumptions using objective fact-based analysis.
	Management must develop an exhaustive set of potential strategic options that could meet the same desired outcome.

	Step three  
	Identify for whom and by whom success will be measured. (A few measurements must be identified that will satisfy its stakeholders and a number of performance scenario's should be modelled against these measurements)
	Performance scenarios must be identified as they will allow the company to analyse the value of each option it has identified in step 2.

	Step four  

the strategy component 
	Management needs to develop a goal-driven roadmap - an executable strategy for the imperative and ensure the path is reviewed and approved by key stakeholders.
	Management needs to decide on the best strategic response and finalise a plan for moving forward.


	
2
	Aspiration-driven
	Situation-driven

	Step one – examine the goals that management is formulating
	Interview key stakeholders to determine their aspirations, institutional biases and operational preferences.
	Analyse adequate documentation.

	Step two  
	Management must develop an exhaustive set of potential strategic options that could meet the same desired outcome.
	Test management's assumptions using objective fact-based analysis.

	Step three  
	Identify for whom and by whom success will be measured. (A few measurements must be identified that will satisfy its stakeholders and a number of performance scenario's should be modelled against these measurements)
	Performance scenarios must be identified as they will allow the company to analyse the value of each option it has identified in step 2.

	Step four  

the strategy component 
	Management needs to decide on the best strategic response and finalise a plan for moving forward.
	Management needs to develop a goal-driven roadmap - an executable strategy for the imperative and ensure the path is reviewed and approved by key stakeholders.


	
3
	Aspiration-driven
	Situation-driven

	Step one – examine the goals that management is formulating
	Interview key stakeholders to determine their aspirations, institutional biases and operational preferences.
	Analyse adequate documentation.

	Step two  
	Test management's assumptions using objective fact-based analysis.
	Management must develop an exhaustive set of potential strategic options that could meet the same desired outcome.

	Step three  
	Performance scenarios must be identified as they will allow the company to analyse the value of each option it has identified in step 2.
	Identify for whom and by whom success will be measured. (A few measurements must be identified that will satisfy its stakeholders and a number of performance scenarios should be modelled against these measurements)

	Step four  

the strategy component 
	Management needs to develop a goal-driven roadmap - an executable strategy for the imperative and ensure the path is reviewed and approved by key stakeholders.
	Management needs to decide on the best strategic response and finalise a plan for moving forward.


	
4
	Aspiration-driven
	Situation-driven

	Step one – examine the goals that management is formulating
	Analyse adequate documentation.
	Interview key stakeholders to determine their aspirations, institutional biases and operational preferences.

	Step two  
	Test management's assumptions using objective fact-based analysis.
	Management must develop an exhaustive set of potential strategic options that could meet the same desired outcome.

	Step three  
	Identify for whom and by whom success will be measured. (A few measurements must be identified that will satisfy its stakeholders and a number of performance scenarios should be modelled against these measurements)
	Performance scenarios must be identified as they will allow the company to analyse the value of each option it has identified in step 2.

	Step four  

the strategy component 
	Management needs to develop a goal-driven roadmap - an executable strategy for the imperative and ensure the path is reviewed and approved by key stakeholders.
	Management needs to decide on the best strategic response and finalise a plan for moving forward.


18.
According to Tichy’s HR Cube there are three management areas and three 
management levels.


Management Area:
Management level:




Technical


Functional

(a) __________

Operational


Cultural


(b) _____________


Choose the option below which reflects the correct missing words.

1 (a) Economical
(b) Strategic

2 (a) Political

(b) Departmental

3 (a) Economical
(b) Departmental

4 (a) Political

(b) Strategic


19.
In the functional SHRM process models Odiorne recommends a process by which the company's human resources can be evaluated and classified into four different groups: 'stars', 'problem children', 'cash cows' and 'dogs' by making use of a matrix with two axes. Which option correctly reflects the proposed vertical and horizontal axes?
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20.
_____________ is an interface between an external and internal variable, while _____________ is seen as only focusing internally. 


1
Fit

flexibility


2
Flexibility
fit


3
Integration
adaptibility


4
Adaptibility
integration

21.
According to Nkomo’s conceptual model of strategic HR planning and _________ is done to determine the HR opportunities and threats and a _________ to determine the HR strengths and weaknesses. 

1
environmental analysis
external HR analysis



2
organisational analysis
internal HR analysis



3
environmental analysis
internal HR analysis


4
organisational analysis
external HR analysis

22.
This model highlights the role of the participative infrastructure in developing, identifying and exploiting emergent strategies.

1 The SHRM model – Rothwell & Kazanas

2 A conceptual model of strategic HR planning – Nkomo

3 High-level framework for understanding strategic imperatives – Swamy

4 Fit/Flexibility model of SHRM – Wright & Snell

23.
Smith and Stybel have used the building blocks of “birth”, “maturity”, “decline” and “death” to identify the content of various HRM practices in a life-cycle concept. In terms of control of compensation, the following is true in each stage:


1


	HRM Practice: Compensation
	Embryonic
	High growth
	Mature
	Ageing

	Central vs local control of compen​sation
	Policy centralised; consistent administration
	Policy centralised; administration local
	Local control; immediate response
	All control centralised



2


	HRM Practice: Compensation
	Embryonic
	High growth
	Mature
	Ageing

	Central vs local control of compen​sation
	Local control; immediate response
	Policy centralised; administration local
	Policy centralised; consistent administration
	All control centralised


3


	HRM Practice: Compensation
	Embryonic
	High growth
	Mature
	Ageing

	Central vs local control of compen​sation
	Local control; immediate response
	All control centralised
	Policy centralised; consistent administration
	Policy centralised; administration local


4


	HRM Practice: Compensation
	Embryonic
	High growth
	Mature
	Ageing

	Central vs local control of compen​sation
	Local control; immediate response
	Policy centralised; administration local
	All control centralised
	Policy centralised; consistent administration


24.
Smith and Stybel have used the building blocks of “birth”, “maturity”, “decline” and “death” to identify the content of various HRM practices in a life-cycle concept. In terms of employee development the following is true in the different stages:


1


	HRM Practice: Employee development
	Embryonic
	High growth
	Mature
	Ageing

	Hiring vs. training
	Much hiring needed but training becomes important 
	All skills hired; no training
	Emphasis on internal development and promotion; little hiring
	No hiring, no training



2


	HRM Practice: Employee development
	Embryonic
	High growth
	Mature
	Ageing

	Hiring vs. training
	All skills hired; no training
	Emphasis on internal development and promotion; little hiring
	Much hiring needed but training becomes important
	No hiring, no training


3


	HRM Practice: Employee development
	Embryonic
	High growth
	Mature
	Ageing

	Hiring vs. training
	All skills hired; no training
	Much hiring needed but training becomes important
	Emphasis on internal development and promotion; little hiring
	No hiring, no training


4


	HRM Practice: Employee development
	Embryonic
	High growth
	Mature
	Ageing

	Hiring vs. training
	No hiring, not training
	Much hiring needed but training becomes important
	Emphasis on internal development and promotion; little hiring
	All skills hired; no training


25.
If a company is utilising the prospector strategy in terms of HR (as indicated 

by Miles and Snow) the approach to staff planning and training and development would be:

1
Informal, limited


Skill identification and acquisition

Limited training programmes

2
Formal, extensive 

Skill-building

Extensive training programmes

3
Formal, extensive


Skill-building and acquisition


Extensive training programmes

Limited outside recruitment

4
Informal, limited


Skill-building

Extensive training programmes
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The end !!!

