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INSTRUCTIONS TO CANDIDATES:

A clean copy of the case study will have been provided three weeks prior to your exam.  Copies previously received, whether clean or annotated should not be used in the exam.

Answer the first three questions in section 1 in addition to A or B in section 1.

Answer either question A or B for each question in section 2.

You should answer a total of 8 questions, 4 in section 1 and 4 in section 2.

All questions in both sections carry equal weighting, so you should plan your time to reflect this.





SECTION 1:

Case Study: Trying to Manage Millennials? Give Up and Lead Them Instead

For many years employers have been aware of employee engagement and retention issues in their workplaces. These organisations have engagement policies that typically address engagement for the organisation under one policy, without any differentiation for the breadth of generations employed. As the millennial generation (also commonly known as Gen-Y and includes births from 1982 – 2000) grows in the workforce, and baby boomers (born from the end of the Word War II all the way up to the early 1960s) retire, managers and human resources professionals will need to further develop their engagement models to take into account these generational differences.

The following 2014 Forbes magazine article, ‘Trying to Manage Millennials? Give Up and Lead Them Instead’ gives some insight into what these differences are, and what leaders and managers might do to engage and motivate their millennial workforce.

‘Trying To Manage Millennials? Give Up and Lead Them Instead’

Don’t even try to manage Millennials, the largest generation in the workforce. Lead them. Yes, those born just before the turn of this last century are different. They cannot be managed the way other generations have been managed. They must be inspired and enabled through BRAVE leadership. The BRAVE leadership framework is comprised of Behaviours, Relationships, Attitudes, Values and the Environment, building those from the outside in through context, purpose, strategy, message, and implementation. Applying those to Millennials:

Environment – Context
Millennials, born after 1980 and before 2000, are children of baby boomers. Their parents doted on them, heaping them with praise and building up their own sense of self-worth. Their childhoods were filled with structured activities. While that has certainly happened to some children before, this is the first Internet generation with all that entails.
What that entails is previously unimaginable access to data and information, connecting them with each other and the world. With the Internet, information is always available. But it is a raw, unfiltered, incomplete flood that needs to be assessed and merged with experience and skills to be practically useful.

Values – Purpose
Happiness is good. Actually it’s found in the pursuit of three goods: good for others, good at it, good for me. As University of Pennsylvania’s President, Amy Gutmann explained, Millennials are “primed to do well by doing good.” For Millennials, work must have meaning. They won’t commit to you or to the organization. They will commit to a meaningful, good for others cause.

Attitude – Strategy
As About.com’s Susan Heathfield told me as she walked me through her 11 tips for managing Millennials, Millennials “have a wonderful ‘can-do’ attitude, and positive personal self-image”. This can be utilized to everyone’s advantage by encouraging them, being careful neither to squash their ambitions or put up artificial boundaries.
For Millennials, the line between work and personal time is one such artificial boundary. As one student remarked at a CEO Connection Forum on Managing Millennials, “What I do is incredibly convergent with who I am.”  It makes no more sense to them for you to worry about their doing personal emails and texts during “work” time than for them to worry about doing work emails and texts on their “personal” time. There is no work time. There is no personal time. There is no work/life balance. There’s just life.

Relationships – Message
Any communication with Millennials must be wrapped in respect. You must say you respect them. You must act with respect. You must truly respect them. In general, they deserve your respect. They have knowledge and skills that other generations can learn from.
Carlson COO David Berg gets this. He has set up a reverse mentoring program so that his millennial employees can mentor him to help him understand future guests.

Behaviour – Implementation
Blur the lines. Blur the lines between you and them, between work and personal, between individual and group, between face-to-face and electronic, between inspiring and enabling.
You and them. Treat Millennials with the same respect with which you want them to treat you. Give them access to information. Forget “need to know” limitations. They hunger to know what’s going on and how their jobs fit into the organization’s purpose – which should have a component that betters the world.

Work and personal. Get over this historical divide. The two blur for Millennials. Accept it. Embrace it. Individual and group. Leverage Millennials’ bias to work in networked teams. Encourage and applaud their joint efforts. Face-to-face and electronic. Leverage and let them leverage the electronic tools they are so familiar with. Text and chat are as valid forms of communication for this generation as were PowerPoint slides in darkened rooms for Baby Boomers.

Inspiring and enabling. Leadership is about inspiring and enabling others. For Millennials, enabling is inspiring. Do both. And do both together.

Section 1
Read the attached case study.  Answer all three of the following questions, taking care in each case to fully justify the arguments that you want to make.
1. Critically evaluate the extent to which the wants and needs of millennials in the workplace differs to that of the generations that have come before them.
2. Identify and analyse the challenges for leaders and managers in maintaining the motivation and engagement of a millennial workforce.
3. Drawing on relevant theory, what style of leadership would you recommend organisations adopt to get the most out of a 5 generation workforce?





Section 1 (continued)

Answer either A or B
a) Critically evaluate the relevancy of the best fit/best practice debate to managing a generational workforce.

b) A recent People Management article ‘Talent is an ageless thing’ reports that “Employers really need to invest in supporting and managing an increasingly age-diverse workforce…” (People Management, 2016).  Identify and evaluate the HRM and HRD interventions which could be deployed in organisations to support this?


Section 2 (Not based on the case study)

Answer either A or B in each section.

All answers should be justified as far as possible using appropriate theory and evidence

To communicate your answers more clearly, you may use whatever methods you wish, for example diagrams, flowcharts, bullet points, you need to provide an explanation of each.


2.1

a. How does leadership and management development help to enhance organisational competence and how can this be applied and achieved in organisations operating internationally?

OR

b. Assess the relative advantages and disadvantages of two methods of leadership and management development commonly used in work organisations. Discuss and analyse the challenges in securing necessary support and resources for effective implementation and evaluation of one of these methods.



2.2

a. Both Amazon and Sports Direct have recently been accused of having ‘Victorian work practices’ at their warehousing and distribution facilities thus damaging the psychological contract between employee and employer.  Discuss the role of the HR professional in ensuring that organisations behave ethically towards their employees leading to a more positive psychological contract.
OR
b. Identify a common ethical dilemma experienced by people managers in organisations and critically discuss the extent to which HR professionals can support managers to resolve such dilemmas.

2.3
a. Drawing on relevant research and literature, critically evaluate the concept that it is more difficult for SMEs to pursue an ‘employer of choice’ business strategy compared with larger organisations.


OR

b. Critically evaluate the challenges of developing engagement strategies for an SME as opposed to a large organisation with specialist HR functions.


2.4

a. Discuss the role of the HR professional in guiding and supporting organisations and people through transformational change programmes.

OR

b. ‘Whilst it is unlikely that any one change model fits perfectly, there is scope to consider a more hybrid approach to change. There needs to be a move away from ‘static’ models of change, which stress the content and substance of change, to the dynamics of change, to the expectation that change occurs within a less certain environment, where flexibility is required to maintain or enable competitive advantage’ (Rees and French, 2010).

Critically analyse the use of change models to provide justification for this statement.
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