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#6.2. In the United States, testing for employee selection became popular after World War I, when the U-5- Army, to improve its selection processes, asked psychologists to develop tests for incoming army recruits. However, personnel testing goes back a bit further in China about 3,000 years, to the beginnings of the Imperial Civil Service examination system. By 1100 BC, the government was testing civil service candidates on topics like music, writing, and arithmetic. By 206 BC they were using written test batteries covering law, agriculture, and taxation. By around 600 AD a national testing system was in place requiring candidates to memorize Confucian classics and compose poetry, among other tasks. By the 1300s, candidates receiving the highest marks went first to their provincial capital for further tests and then for more tests to the national capital. By 1832, Western companies, such as the British East India Company, were copying the system. After 1949, the Chinese Communist Party adopted many Soviet Union management practices. The Soviet’s Marxist philosophy emphasized one’s social context rather than individual traits, so for a time testing for individual differences in China ceased to exist; China Communist Party committees selected civil servants using informal noncompetitive standards. As China entered a period of new openness in the 19705, it reformed its civil service selection procedures. Soon, testing was reintroduced. The first book on psychological testing in China appeared in 1986. Today, many enterprises in China use assessment centers to select employees. Civil service selection depends on factors including administrative ability, public speaking competitions, and psychological testing. Private employers use assessment-center tools including personnel tests, in-basket tests, and Leaderless group discussions. 
China's experience shows that the idea of using rigorous testing and selection tools to choose the people who will perform best in particular jobs is a global phenomenon. it also shows that China has a modern system of employee selection, although it really began 3,000 years ago.
Discussion Question 6-2: In what ways do you think the questions you put on a selection test in China might differ from those on a test in the USA, and why?

#7.2. In Choosing (interview or other) selection criteria abroad, the manager in a multinational subsidiary walks a thin line between using the parent company’s selection process and adapting it to local cultural differences. One study focused on Bangladesh. Traditional selection practices there are different from what one might expect in the United States. For example, "age is considered synonymous to wisdom." Therefore, job advertisements for mid- and senior-level positions often set a minimum age as a selection criteria, while or the entry level positions in public sector organizations, age limit is restricted up to 30 years of age. "But managers of multinational subsidiaries there are slowly implementing their corporate headquarters pre‐ scribed HRM practices. As a result, the “traditional” way of doing things is evolving, and the multinationals are thereby affecting local recruitment and selection practices. That said, a manager would still be wise to understand each country's unique cultural demands before holding an interview there.
Discussion Question 7-2: You are interviewing candidates in Bangladesh and you have a great candidate who unfortunately is 25 years old, when the job calls for someone at least 40. List three questions you would ask to see if the person is still qualified.

QUESTIONS 10

Where Am I Going...and Why?
Purpose: The purpose of this exercise is to provide you with experience in analyzing your career preferences.
Required Understanding: Students should be thoroughly familiar with the “Employee’s Role in Career Management” section in this chapter, as well as using O*NET. 
How to Set Up the Exercise/Instructions: Using O*NET and the “Employee’s Role in Career Management” section in this chapter, analyze your career-related inclinations. Based on tins analysis, answer the following questions.
10.15. What does your research suggest to you about what would be your preferable occupational options?
10.16. What are the prospects for these occupations?
10-17. Given these prospects and your own occupational inclinations, outline a brief, 1-page career plan for yourself, including current occupational inclinations, career goals, and an action plan listing four or five development steps you will need to take in order to get from where you are now career-wise to where you want to be, based on your career goals.









ANSWER THE LAST 3 QUESTIONS
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Thf New Incentive Plan
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dd those who performed poorly. Similarly, there was no bmui Zf
incentive Plan of any kind aimed at linking employee performance
ostrategically relevant employee capabilities and behaviors such as
greeting guests in a friendly manner or providing expeditious check-
ins and check-outs. The bottom line for Lisa and the CFO was that
the company’s financial rewards system—potentially, the single big-
gest tool they had for channeling employee performance toward ac-
complishing the Hotel Paris’s goals—was totally inadequate. She and
her team thus turned to the job of deciding what sort of incentive-
based reward systems to install.

Based on their analysis, Lisa Cruz and the CFO concluded that
by any metric, their company’s incentive plan had to be changgd
The percentage of the workforce whose merit increase or incentive
pay was tied to performance was effectively zero, because manag-
ers awarded merit pay across the board. No more ‘than 5% of the
workforce (just the managers) was eligible for incentive pay. And, ghe
percentage difference in incentive pay between a Igw—perforrfnmg
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e ::jva:]riex:f (orr;pany‘s CFO laid out three measurable criteria that
Kkl mew:g;\;;nphad to meet. First, at least 90% (and prefer-
aris's employees must be eligible for a merit
Increase or incentive pay that is tied to performance. Second, there
Must be at least a 10% difference in incentive pay between 3 low-
performing and high-performing employee. Third, the new incentive
plan had to include specific bonuses and evaluative mechanisms that
linked employee behaviors in each job category with strategically rel-
evant employee capabilities and behaviors. For example, front-desk
clerks were to be rewarded in part based on the friendliness and speed
of their check-ins and check-outs, and the housecleaning crew was to
be evaluated and rewarded in part based on the percentage of room
cleaning infractions.
With these criteria in mind, Lisa and her team turned to designing
the new merit and incentive pay plan. They created a larger merit pay
pool, and instructed supervisors that employees scoring in the lower
10% of performance were to receive no merit pay, while the difference
in merit pay between the top category and medium category employees
was to be 10%. They contracted with an online employee recognition
firm and instituted a new “Hotel Paris instantaneous thank you award
program.” Under this program, any guest or any supervisor could rec-
ommend any hotel employee for an instantaneous recognition award;
approved by the department manager, the employee could choose the
recognition award by going to the company’s website. The incentive
structure for all the company’s managers, including hotel managers,
assistant managers, and departmental managers, now ties at least 10%
of each manager's annual pay to the degree to which his or her hotel
achieves its strategic aims. The plan measures this in terms of ratings
on the guest satisfaction index, average length of guest stay, and fre-
quency of guest returns. Ratings on all these metrics soon began to rise.

Questions

12-30. Discuss what you think of the measurable criteria that Lisa
and the CFO set for their new incentive plan.

12-31. Given what you know about the Hotel Paris's strategic goals,
Jist three or four specific behaviors you would incentivize for
each of the following groups of employees: front-desk clerks,
hotel managers, valets, housekeepers.

e incentive plan (including all long- and

12-32. out a complete )
tﬁzn-term incentives) for the Hotel Paris's hotel managers.





