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Article Summaries
For Personal Financial Advisors, a Small Staffing Plan with a Big Impact 
Robert Reed's firm, Personal Financial Advisors LLC had him as the only employee from 1978 when it was launched, to 1999. He hired only hired Lucy Banquer in 1999 to be his assistant. He was not interested in human resource planning until 2005 when he started to think about a growth plan. His growth plan comprised of a goal of making the firm a million-dollar company, since his annual revenues by then were $400,000. Generally, to expand Reed's company required hiring entry-level advisors who would learn the job as they continue working until they can handle the clients on their own.
However, Reed decided to hire an experienced planner as he needed to direct his entire focus on managing investments. He hired Lauren Gadkowski, who had her advisory firm. Since he wanted an independent financial planner, he allowed Lauren's office to be in Baton Rouge, where she wanted to relocate and live her husband to be. Lauren, being an experienced planner, began to connect with the firm's more extensive clientele, freeing Reed of 90% of the clients and bringing in more. Since hiring Lauren, Reed has seen his company grow as he focuses on managing investments while Lauren's efforts go to presentations. Later Reed hired David Hutchinson as an associate financial planner.
Question 1: A company is never too small to engage in human resource planning because with the years and the [possibilities of growth, the owner will need specific help in areas in which he doesn't specialize. Reed's decision to hire came at the right time, although his firm would have grown tremendously if it had arrived earlier.
Question 2: Other options would have worked differently for Reed's firm. For instance, creating overtime for Lucy Banquer would have exhausted her, causing an eventual downfall of the business. Hiring temporary employees and outsourcing would jeopardize the business's confidentiality. Technological innovations would be assistive, but it would take too long to bring the goal to fruition.
Question 3: To hire a certified financial planner, I would advise Reed to consider the Certified Financial Planner Board of Standards, which must have a list of all certified financial advisors.
Reporting the Ratio of Executive Pay to Worker Pay: Is It Worth the Trouble?
The 2010 Dodd-Frank Wall Street Reform and Consumer Protection Act ensures that companies report the chief executive's compensation ratio to the median compensation of the rest of the employees, has an uncertain future. Before President Trump's election, the Securities and Exchange Commission was working towards the rule that directs all companies to compute and report the ratio. Now the SEC chairman stated that companies might reconsider the Act's implementation. However, AFL-CIO and other organizations that support the Act insist that emphasis on the rule would restrain the heightened growth of executive pay compared to regular workers' compensation. In support of their argument, the S&P 500 Firms analysis showed that since 1980, when the Act was put in place, worker pay rose from 42 to 380. 
These organizations indicate that the massive difference between executive pay and worker pay contributes significantly to low staff morale hence leading to poor company performance. In addition to ever-increasing high pay, the executives also get excessive credit upon a firm's success while other employees get little or no credit. Nevertheless, while some companies find the ratio not meaningful and a waste of time and money, others have been computing and reporting it for years. The first argues that the ratio can be used as a political tool against them, or that in companies that operate in multiple countries, it may be difficult to compare the executive pay to regular worker pay. The latter state that computing and reporting the ratio is not as difficult as other companies imply. 
Question 1: I think it is not a burden at all to compute and report the ration. Companies have their accountants and similar employees for such tasks, and computing the ratio is similar to, if not less than, filing returns.
Question 2: Yes, reporting the ratio will enhance positive change to all the stakeholders. Where the ratio is too high, the company will be forced to reduce the difference, increasing worker satisfaction, and the consequential company productivity. The society will be full of satisfied individuals and high-quality products.
Boeing Employees in South Carolina Vote "No" on Union Representation
Boeing's employees at South Carolina production plants, the only factories where 787-10 – the most jumbo Dreamliner jet – is made among other Dreamliner jets, rejected the idea of joining the International Association of Machinist (IAM). Boeing bought these factories between 2004 and 2009 and built other two, which started plane production in 2012 and 2016. South Carolina employees are paid 36% less than employees in other states. IAM was not satisfied by the vote's outcome, where 74% of the employees voted against joining the union. The results would probably mirror the employees' concern about the possible future effects of joining the union. 
South Carolina's senator, Lindsey Graham, and former governor, Nikki Haley argued that joining the union would jeopardize the business model that compelled Boeing to set up factories. The business model these leaders referred to would presumably be that out of 50 states, South Carolina has the lowest level of unionization of 1.6 percent. Yet employees in South Carolina seemed comfortable without union representation, citing problems such as union fees, and accusations of being a scab if she went against union directives during a strike. Therefore, Boeing may find producing planes in Charleston profitable compared to Seattle, where the mean hourly wage is $22.50, while employees are heavily unionized. These unions cause employee strikes, thus slowing or stopping production and, consequently, low profits.
Question 1: Boeing chose South Carolina because the business model would enhance profitability. The wages are not too high, and the employees are not unionized; thus, there are little or no chances of strikes which slow or stop production.
Question 2: Yes, they decided in their best interests. There is a possibility that if they became unionized, and begin striking for a pay rise, Boeing would hit back. Some employees would lose jobs, or Boeing would look for a better place in which to invest.
Question 3: I would vote against the union. I am sure I would be satisfied with my salaries and benefits considering the living standards. Additionally, I wouldn't be sure whether I will be among those who will lose their salaries and benefits when Boeing decides to sack some of its employees.
Question 4: In Seattle, the regular wages would be satisfactory to the employees, especially given the states living standards. If union representation would discourage companies from investing in Seattle, I would not support it because, without it, there is a probability of more job creation.
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