Exam marking guide for MGT2000 exam



Semester 1 2007

PART ONE

Multiple choice answers (not for disclosure)
PART TWO

Question 1 - Mini Case Study (10 marks = 10%)

PART (A) OF QUESTION ONE (worth 4 marks)
Short listing needs to be an objective, job related process.

1.  Draw up a chart/form to assist in the short listing process (page 80-81)

-
The chart will be used to compare selection criteria with the supplied information.  Summarises the 
degree to which the applicant meets the criteria for the position: (All, most, some, none)

-
The panel can either complete separately and compare or complete the form in unison.

( ½ to 1 mark for marking reference to this point)

2.  Determining the number to interview
-
There should be no definite number of applicants to be interviewed.  The decision depends on:



(a)
number of applications


(b)
the quality of their applications



(c)
the number of jobs available

-
Amount of time available to interview is not a reason for determining the number

( ½ mark for making reference to this point)

Eighteen applicants may be too many therefore; they could interview the 8 applicants that meet both the essential and desirable criteria seen they have the benefit of applicants that possess both.  Otherwise interview the 18.   Four applicants means they are basing it on time, which is not a sound basis.  31 applicants mean they have not efficiently eliminated the inappropriate applicants.
( ½  mark for making some type of reference to this point)
3.  Determining if someone is unsuitable


-
eliminate immediately those that do not meet the essential selection criteria (time 
wasting and 
inconvenient to interview these people)

-
AVOID prejudice - no applicant to be eliminated on personal prejudices. Do not 
eliminate someone 
on something that is outside the selection criteria. 
( ½ to 1 mark for making reference to this point)

4.  Legal Issues

-
EEO legislation – direct or indirect discrimination

-
Privacy legislation – must securely store information collected from job applicants during the 
recruitment process after which either destroy or return application to the applicant.  
( ½ to 1 mark for making reference to this point)

PART (B) OF QUESTION ONE (worth 6 marks)
(a)
a group interview

Several applicants are brought together in an informal situation to discuss either an assigned topic or business problem.  At which observers assess the participants.
( ½ mark for definition)

Advantages:

- 
useful for managerial positions or where positions require verbal and interpersonal skills are 
important 

- 
easy to compare applicants

( ½ mark for giving 1 advantage)

Disadvantages

- 
expensive in terms of time and effort

- 
considerable planning must be given for the job and how to assess these qualities in the 
applicant

- 
data collected may not relate to the job in question

-
lacks personal contact or ability to build rapport
( ½ mark for giving 1 disadvantage)

(b)   a panel interview

Each applicant is interviewed by a panel of interviewers where each member agrees prior on their role and the questions they will ask.

(no marks for definition as quite self explanatory)
Advantages:

-
most impartial as it is a group decision

-
applicant closely observed

( ½ mark for giving 1 advantage)

Disadvantages

-
cost

-
applicant feel outnumbered or intimidated

-
panel may disagree

-
less chance of establishing rapport with applicant

( ½ mark for giving 1 disadvantage)

(c)    an unpatterned interview 

An unpatterned interview is largely unplanned and questions asked will generally follow leads from the applicant.
( ½ mark for definition)

Advantages

- 
enables high levels of investigative data to be collected thus more likely to be representative of 
applicants behaviour.

- 
applicant may be more relaxed and respond ‘naturally’.
( ½ mark for giving 1 advantage)

Disadvantages

-  
difficult to control
-  
higher chance of irrelevancies being discussed

-  
easy to miss important facts or questions

-  
interview assessment is more subjective and difficult

-  
requires a more skilled interview

( ½ mark for giving 1 disadvantage)

(d)    a patterned interview

A patterned interview consist of a list of specific questions on each of the selection criteria – known as structured or guided interviews.  Not to be used as a rigid format, but a guide that can be varied or rearranged to suite different individuals and developments.

( ½ mark for definition)

Advantages:

- 
consistency of data collected from all candidates being asked the same question.  

- 
facilitates the collection of data that enables comparison across different applicants.

- 
time efficient and easiest for inexperienced interviewers to conduct

- 
A patterned panel interview is considered the most reliable interview format

( ½ mark for giving 1 advantage)

Disadvantages:


- 
lacks flexibility if questions are restrictive instead of being used only as a guide
- 
interviewer might dominate conversation

- 
applicant may feel ‘barraged’ by questions and find self expression difficult

( ½ mark for giving 1 disadvantage)

(PLUS ½ mark if they justify which type or combination of interview they should use)
Eg, panel and patterned because this combination provides the most reliable data.  Patterned interviews are best for inexperienced interviewers, which the partners are.
Question 2 - Mini Case Study (10 marks = 10%)

PART (A) OF QUESTION TWO (worth 2 marks)
Reading 6.2  (page 356)
In Ryan’s case, the type of error made is:

HORN – Downgrading an employee across all performance dimensions exclusively because of poor performance in one dimension.

½ mark for correctly identifying

½ mark for defining/explain it

In Melissa’s case, the type of error made is:

RECENCY ERROR – Allowing performance either good or bad at the END of the review period to play too large a role in determining an employee’s rating for the entire period.
½ mark for correctly identifying
½ mark for defining/explaining it

PART (B) OF QUESTION TWO (worth 8 marks)
Reading 6.2 (page 358 onwards)

1)
Have a good appraisal format



(½ mark for identifying this strategy)








(up to 1 mark for explanation)


-
ranking and rating formats; behaviourally anchored rating scales; MBO; essay.


- 
Might discuss in terms of validity, economic, administration, employee development.


Management by objectives and behaviourally anchored rating scales are best for reducing the 
occurrence of rating errors.

2)
Select the right raters




(½ mark for identifying this strategy)








(up to 1 mark  for explanation)


-
supervisors; peers (undistorted perspective of typical performance;  self;  
customer;  


subordinates 

Lesson the impact of one rater by having multiple reviewers ideally a 360 degree system
3)
Understand why raters make mistakes 

(½ mark for identifying this strategy)








(up to 2 marks for explanation)


-
feelings, attitudes and moods influence raters.  Raters make errors in: 



-
the process of determining a rating



-
errors in observation based on stereotypes or associated with traits


-
errors in storage and recall (memory decay or associated with traits)


-
errors in actual evaluation – conflict avoidance/negative attributes outweigh positive 

4)
Train the raters to rate more accurately 

(½ mark for identifying this strategy)








(Up to 2 marks for explanation)


-
Rater error training to reduce psychometric errors (eg, leniency,  halo etc)


-
Performance dimension training to expose raters to the dimensions to be used


-
Performance standard training provides raters with a comparison frame or standard of 


reference for making appraisals.


Regarding these three types of training 


-
Lectures are ineffective and Individualised small group discussion work best


-
combine sessions with extensive practice and feedback rating accuracy improves


-
Training programs longer than 2 hours are more successful than short ones


-
Performance dimension and performance standard training are more successful than rater 

error training.

Question 3 – Short Answer (5 marks = 5%)
Reading 7.5 by Stone (2002)
Payroll System Requirements

-
Accounting function

-
Transactions run in batches and mainly routine

-
Cyclical

-
Maintains details usually for current year

-
Produces routine reports
(½ mark for each descriptor to a max of 1 ½ marks)
Human Resource Information System (HRIS)

-
Used for HR planning & decision making

-
HRM transactions are variable and dynamic

-
Event driven

-
Historical Records

-
Frequent and ad hoc reports ranging from simple to complex

(½ mark for each descriptor to a max of 1 ½ marks)

Reasons to integrate them to maintain one “complete” system

-
Prevent unnecessary duplication of records

-
Streamline data entry

-
Improve accuracy of both systems (particularly the HRIS as payroll is audited every pay run by 
employees)

(1 mark for each reason to a max of 2 marks)

