Merefore, an employer may not place more Festrictions
an religious expression than on other forms of cxprew]ih)
hat have a comparable effect on workplace effi o cm;}‘, S
Employers must take steps to prevent religious harass.
nent of their employees. An employer can redyce lhc
chance that employees will engage unlawful religious
harassment by implementing an anti-harassment poli;:y
and having an effective procedure for reporting, investi-
sating, and correcting harassing conduct

It is also unlawful to retaliate against an individual for
opposing cn1pl(2y.1nent p_racliccs that discriminate based on
ligion or for filing a d|§cri1ninaliorl charge, lestifying, or
articipating In any way in an investig
rigation under Title VII.

ation, proceeding, or

Assignmenti

Consider each of the next four scenarios and answer the
questions after each one.

. Muhammad, who is Arab American, works for XYZ
Motors, a large used car business Muhammad meets
with his manager and complains that Bill, one of his
co-workers, regularly calls him names like “camel
jockey,” “the local terrorist,” and “the ayatollah,”
and has intentionally embarrassed him in front of

customers by claiming that he is incompetent. How
should the superior respond?

- Three of the 10 Muslim employees in XYZ’s
50-person template design division approach their
supervisor and ask that they be allowed to use a
conference room in an adjacent building for prayer.
Until making the request, those employees prayed at
their workstations. What should XYZ do?

3. Susan is an experienced clerical worker who wears a

-
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analysis method is described next. Supervisors were asked
10 complete the following form.

Required Abilities and Characteristics Rating Form

Pcrsonnel Assessment Systems is studying security officer
Jobs in several companies to develop a valid battery of tests
for hiring decisions. As part of our research, we are asking
you for some information about the kinds of abilities and
other characteristics required for effective performance in
the entry-level security job with which you are most fa-
miliar. In the space below please write in the job title of
the security job under study. Then fill in the information
requested below on your experience performin g and super-
vising this particular job.

Take a minute to think about the duties performed by
security officers in this position and the kinds of abilities
and characteristics they should have. On the following
pages, we have listed a number of abilities and characteris-
tics that may be necessary for performing as a security of-
ficer. Please read each one and decide how important you
teel this ability or characteristic is to perform the essential

Junctions of the security officer job. Use the following

scale to make your ratings:

O—Neither useful nor necessary to perform one

or more of the essential functions of the job at a
minimally acceptable level

I—Useful but not necessary to perform one or more

of the essential functions of the job at a minimally
acceptable level

2—Necessary to perform one or more of the essential
functions of the job at a minimally acceptable level

All of the following abilities and characteristics were

hijab (head scarf) in conformance with her Muslim assessed as “essential functions” (2s) by 75 percent or more
beliefs. XYZ Temps places Susan in a long-term of supervisors who were asked to complete the job analysis
assignment with one of its clients. The client contacts form.

XYZ and requests that it notify Susan that she

must remove her hijab while working at the front
desk, or that XYZ assi gn another person to Susan’s
Position. According to the client, Susan’s religious
attire violates its dress code and presents the “wrong
Image.” Should XYZ comply with its client’s
request?

- Anwar, who was born in Egypt, applies for a position
45 a security guard with XYZ Corp., which contracts
10 provide security services at a government office
building, Can XYZ require Muhammad to undergo a
background investigation before he is hired?

CRITICAL THINKING APPLICATION 4-A
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Can PAS Defend Its Test in Court?

“Tsonnel Assessment Systems was asked to develop
J0b-related and valid screening test to hire armed and
Ll"":’"hed security guards for a large corporation. The job

oy iz &

g d

&

Ability or Characteristic

Color vision: ability to distinguish red, yellow, blue,
and green colors

Normal peripheral visual field (1508—1808)

Visual acuity: ability to distinguish small details
from a complex background; ability to read indicator
numbers from a normal viewing distance

Depth perception
Auditory acuity: ability to hear changes in pitch or
loudness of equipment noises; ability to distinguish
spoken language from a noisy background

Tactual acuity: ability to feel heat or vibrations in
equipment
Sense of smell

Ability to read and comprehend blueprints,
schematics, diagrams, or structures

Ability to respond appropriately under stress
Emotional stability
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Analytical ability: ability to reason way thrm—]%hl
prohlfcms; detect trends, plan actions in a logical,
orderly manner

System comprehension: ability to compr(?hiend
entire systems and how they function; al?l“l)’ L0 l’
toresee system implications of malfunctions Or O
own actions; ability to anticipate required future
conditions in numerous interacting systems
Ability to retain and recall information

Alttention to detail: ability to perceive and interpret
small details

Conscientiousness in checking and caring for
equipment

Ability to add, subtract, multiply, and divide whole
numbers, decimals, fractions

Ability to comprehend, use, and/or compute logs,
powers, trigonometry, scientific notation

Ability to follow complex sequence of activities
Ability to control one’s temper

Ability to remain calm in difficult situations

Ability to stay alert for possible unlawful activities
Ability to follow directions carefully

Ability to reason with multiple concepts and operations
Ability to identify clerical errors quickly

Ability to detect rule violations

Based on these job analysis results, PAS developed
a lest, a portion of which is presented next, that would
be administered to job applicants. PAS then developed a
“suitability” scoring procedure for the test, including the
following:

Suitability for responding to stressful aspects of the
job such as reacting quickly in dangerous situations,
always controlling one’s temper, remaining
emotionally in control under difficult circumstances
and dealing with difficult individuals.

The applicant’s responses indicate (below average,
average, above average) likelihood that the applicant

will react appropriately and etfectively in stressful
situations.

Suitability for interacting with clients, customers, and
others such as being friendly with customers/clients:
always being courteous, treating all people the

same regardless of their race, gender, age, national

origin or disability, and being able to effectively

communicate with different types of clients and
customers.

Portion of Security Officer Test

Format: Job applicants must indicate whether each
statement is TRUE OR FALSE about them:

e —— s—— \

1.
¥

2

22.
23,
24,
29,
26.

24

28.
29.
30.
A,

32,
33,

34,
35.

f]’- [ have trouble understanding written materia]
Sl Almost everyone I know is luckier than [.

]0. [ drink liquor or beer almost every day.

I 1.
| 2.
13.
14,
15.
16.
4
[ 8.
19,
20.

. I get depressed Often.
. Sometimes | am

ice officer.
like to be a police O .
]If’g:)(;ﬁdfmm different races arc more d"fel‘cnt than

the same. | |
[ like to jump from job tO job.

[ often feel things are out of my control,

At times, I just want to punch someone,
Kids who are bad deserve to be spanked.

[ dislike most of the people I know.
Things are out of my control most of the time.

[ often lose my self-control.

[ have a little problem with alcohol.

Everybody should be allowed to carry a handgup,
[ cannot tolerate others’ mistakes.

[’'m almost always happy. |
Stealing from an employer 18 acceptable if the

employer cheats you. |
[ skipped over 20 days of school in my last year of

high school.
[ tend to get quite irritable when I’'m tired.

I have great difficulty sleeping.

I enjoy watching a good fight.

Police officers deserve respect.

I T got this job, I"d probably keep it for about
S1x months.

I"ve gotten into more than 15 physical fights in my
life.

Success in life is mainly due to luck.
I've been drunk more than five times in my life.

I almosf always reach personal goals I set for myself.
If I am 1in charge, things have to be done my way or
['tend to get angry when I am criticized in a group.

When a PErson gets annoyed with me, I quickly get
annoyed back

' gay marriage.



cgally problematic? What (if any) other inf
vou need about the job analysis the INformatic

0 be able to take a definitive POSItion
yany should use the test? Do you rega
10ns as an 1mnvasion of privacy? If so. wh:
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;ﬂ%?;’:g':%hrl:ﬂ;nidd?d .cmcrr'}a.l sLsfﬁng methods tf;as
little (or no) adverse | ]I‘?“m?“} attiod workions wisk
| | impact. The pc
filvermty takes the view that a more diverse workforce will
iCrease organizational effectiveness. Thus. audits of per-
sonnel programs and practices using statistical compari-
S0ns such as the 80 percent rule should be an integral part
of HR planning and self-analysis.
The City of New Oxford, Connecticut, contracted with
a nationally known consulting firm to develop a fair, ob-
jective, and valid test to identify the best candidates for
promotion to fire lieutenant and captain. The New Oxford
city charter is governed by a merit system, and a section
of the charter requires that vacancies be filled by the best
qualified personnel who have successfully completed job-

CRITICAL THINKING APPLICATION 4-B

What to Do with Job Diagnostic Survey Results
To access this exercise, go to the “Self.

uon of the book’s website ( Www.mhhe.com/bernardinﬁ

Follow the directions for completing the “Joh Diagnostei?:‘:
Survey and then print the feedback page (to be handed in
at the discretion of your Instructor). After you complete the
online portion of the CTA, answer the following questions:

Assessments” seC-
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. Conduct research on the Job Diagnostic Survey and
the Job Characteristics Model and after receiving
information on how to interpret your score, make
some predictions about the implications of your score
for important work outcomes for you.

. Play the role of an HRM consultant. Explain how
you would use JDS results from a work unit to
facilitate changes in the design of work. What steps
would you take to ensure you are receiving accurate
information?

3. If you were assigned to consider redesigning jobs

within your organization, would you use the .?DS
to gather data or use some other approach (o job
analysis? Explain your answer.

o

CRITICAL THINKING APPLICATION 5-A

. 1
Freeman et al, v. the New Oxford Fire Dep anma;

Chapter 5 describes the importance pfclaEA la:SaII:;T
of an HR audit to assess E«C]Ual U ]Oymentd(t;glgilzf;rsityj
Potential legal vulnerabilities, and goals T elaﬁe and- must be
Government regulations influence HR plannl]ggual employ-
“onsidered in any such environmental S'Cfm VI;l of the Civil
Ment opportunity legislation SUCh_ as Tlt - loyment ACtL,
Rights Act. the Age Discrimination in Emp dy X
the 1990 Americans with Disabiﬁsles Act, a;lose attention
Order 11246 require that organization® pay] Cs individuals.
'0the manner in which they treat protectedc asntractors and
Executive Order 11246 requires fedfﬂ'al cc;nsure that all
sUbcontractors to take affirmative action ;31- employment,
Individyals havisas equal opp;?rfunlty national origin,
Without regard to race, color, religion, S

.a] disabled
| | ¢ special disa
dlsahility, or status as a Vietnaim era O pte Compllan'ce

- any barriers 10 €

“Mployment opportunity-

| As discussed in Chapter ) 'agement P

- 'Mmediate concern,

related examinations. In this context, exams were devel-
oped by a qualified consulting firm and then administered
to eligible personnel. The process for selecting lieutenants
and captains includes a written exam worth 60 percent of
the candidate’s final overall score and an oral interview
exam worth 40 percent of the final overall score. Based on
their test results, candidates were then placed on a list based
on rank-ordered performance on the two exams. From
there, the City charter uses what is referred to as the “rule
of three,” which requires the hiring authority to fill vacan-
cies from the top three candidates based on rank order; that
18, those who have the highest overall scores. Before the
list of candidates 1s made official based on these rules. the
Civil Service Board (CSB) must certify the rank-ordered
list of candidates, and this certification is then valid for
2 years. Once this certification occurs, all vacancies during
the 2-year period must be filled from the qualifying avail-
able “top three” candidates on this list.

The consulting firm, Industrial Organizational Psy-
chologists & Associates (IOP), completed a thorough job
analysis that commenced with identifying the job tasks,
knowledge, skills, and abilities (KSAs) deemed essential
for successful job performance for the fire lieutenant and
captain positions. The job analyses involved observing
the incumbents performing job duties, including analysts
riding along with them in their vehicles. Incumbents and
supervisors from both ranks were also interviewed. -Job
analyses questionnaires listing the job tasks anc:l c?ther job-
related information were reviewed by and adnuslstereq to
the majority of lieutenant, captains, and battalion chiefs
‘1 the New Oxford fire department. In an effort to enhance
the perceived fairness of the test development process,
IOP “over-sampled” minority f_'lreﬁghtf:rs (a greater propf:)mon‘
parucipated in the job analysis relative to the proportion of

minority job incumbents). | | b
]k w)(,) 100-item multiple-choice written examinations

were then developed based on the job analyses results. Ac-
cording to a spokesperson for IOP, each exam item was
“content valid” and “job related”‘and each. item was w::u.-
ten at or below a 10th grade reading level in keeping with

the CSB rules. The validation process also enla.iled ensur-
ing that each exam question included the specific source
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