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HRM 381-Class 3-Test 3
Chapters: 9, 10 and 11
Management Development, Career Development, Performance Management
1. What is the purpose of a management succession plan?
A succession plan is a significant aspect of human resource planning as well as the delivery of public service renewal. An effective and well-managed succession plan helps organizations in the identification, development as well as retention of capable as well as skilled employees in accordance with the current as well as projected business objectives. A succession plan also helps in the improvement of employee engagement as well as the resulting benefits or costs. A succession plan is apt in developing a pool of qualified candidates who are standby to take over any key areas as well as positions. The plan allows the employees to feel appreciated since they could eventually be promoted to occupy managerial positions. An apt succession plan acts as a channel through which corporate knowledge can be transferred. A proper succession plan is an added advantage to an organization regarding meeting employment equity as well as the official language objectives. It also increases the ability of the organization concerning the achievement of business goals. Moreover, it improves the effectiveness as well as the efficiency of employees regarding public service. 
2. Does organization do any succession planning, why/why not? 
Organizations have to do proper succession planning. This is because a succession plan will aid in addressing the inevitable changes that may occur as a result of the resignation, sickness, firing or even death of employees. a succession plan ensures that the organization is prepared for all forms of contingencies through identification as well as training of high-potential employees for advancement into key tasks in the business. Succession planning plays a significant role in boosting the self-esteem of employees and also acts as an indication of what is next for them. Additionally, it serves as a proactive measure that provides the managers as well as employers with an alignment of talent development with the future leadership requirements of the organization. Succession planning also aids in the recruitment of superior employees as well as the development of their knowledge, abilities as well as skills. It also allows on-the-job shadowing which gives the employee an opportunity to observe several jobs in action. 
3. Describe one method of management development and the benefits of this approach for leaders?  (Understudy assignments, Coaching, Experience, Job Rotation, Special Projects, and Classroom Training).  
Job rotation involves the promotion of workers into new positions. It could either be vertical or horizontal/lateral transfer. Job rotation is an appropriate approach regarding the broadening of a manager or a potential manager. The benefits include that it plays a great role in turning specialists into generalists. It helps in fostering the manger’s experience as well as permitting him/her to absorb new knowledge as well as information. The approach plays a significant role in reducing boredom that may emanate from doing a single task repeatedly. It is also apt in stimulates the development of new ideas. It also offers a chance for a highly comprehensive as well as trustworthy evaluation of managers by their supervisors. Job rotation gives the employees an opportunity to acquire different skills as they move within the organization. 
4. Why is career development and related career development programs more important in today’s work environments?
Career development as well as career development programs aid in attracting the top talent. This is because career development provides a learning opportunity prompting employees to demonstrate a greater commitment to their company. Career development programs promote the level of job satisfaction among the workers of an organization. The reason is that the employees who take part in the required training courses as well as work-based development undertakings during their career may portray a higher level of job satisfaction as well as organizational commitment. Career development plays a significant role in the retention of employees as well as reducing employee turnover. The explanation is that career development fosters organizational commitment which in turn reduces employee turnover. Career development allows employers to increase productivity as well as financial returns. This is because through career development programs the employers get an opportunity to invest in their employees. 
5. Who is responsible for career development?  Why? 
The managers, as well as employees, are responsible for career development. This is because employees wish to grow their careers and their organizations have to help them achieve career development. On the other hand, the employees have to take initiative and demonstrate their support towards career development. The employees have to set their own goals as well as make the decision on whether they wish to grow as well as learn new ideas. The managers have a role to play regarding the execution of the career development plan. The organizations have to provide the necessary assistance to allow their employees the opportunity to grow their careers.
6. Can you describe one career path in your company?  Is it being utilized?
My career path is in the human resources department which may include advancing from a Human Resources Assistant to an Interviewer to a Benefits Assistant then Benefits Specialist - Assistant Director of Human Resources and finally to a Director of Human Resources human resources. My career path encompasses the jobs that help me in achieving my goals as well as objectives. My career path entails the tasks that I need to accomplish to achieve my ultimate career goal. The implication is that my career goal could refer to the vertical growth as well as advancement to senior positions. A career path implies I may be moving from one job to another at different times. My career path is being utilized since I am advancing from one junior position to a senior position. 
7. What are the benefits or value of an effective performance appraisal process and program?  
 An effective performance appraisal, as well as the process, helps in improving communication within the organization. This is because the issues that arise in organizations due to lack of communication could sometimes be solved through performance appraisals. It also improves the understanding of employees regarding the best way to perform their tasks. A good performance appraisal provides a career path for the employees. it offers a perfect opportunity where employees can address their long-term objectives which may not be reflected in their daily to-do lists. An effective performance appraisal is also critical since it encourages quality work as well as improvement. This is because performance appraisal provides an opportunity to celebrate a job well done thus prompting employees to ensure quality work which leads to improvement. Additionally, an effective performance appraisal program offers an opportunity to improve decision-making ability. This is because when organizations have detailed information on the performance of their employees, they find it easy to make business decisions such as which employee to promote or fire. 
8. What does MBO stand for and what are some benefits of this approach?  
MBO stands for Management by Objectives. The merits of this approach include that it provides a way of identifying as well as planning regarding the achievement of objectives and goals. The implication is that if one does not know what their goals are they will not be able to achieve them. Planning is an essential mechanism that allows proactive behavior as well as a disciplined approach regarding goal achievement. MBO also permits one to prepare for any possible contingencies as well as barriers which could hinder the plan. Since goals measurable, MBO makes it easy to conduct assessments as well as adjustments with ease. MBO helps organizations in improving their efficiency, saving resources as well as fostering organizational morale where the goals are set, managed as well as achieved in an anticipated way. 
9. What are some strengths and weaknesses of using a ranking system for manager/leader development?   
The strengths include that the ranking system leads to improved productivity as well as profitability. This is because the system aids in the elimination of all the poor performers. The system enables the easy identification of the top performers. The implication is that the top performers are quickly identified for rewards, development as well as succession planning. Some of the weaknesses include that the ranking system creates a mood of competition versus teamwork. Such a perception is counterproductive regarding the corporate goals as well as employee development. It may easily result in discrimination in the organization. The ranking system leads to poor morale as well as increased employee turnover in the organization. This is because the system does not offer an in-depth analysis, proactive management as well as employee improvement allowances. 
10. What are some typical areas of potential flaws in performance appraisals that diminish the effectiveness of the program?
Some of the common areas of potential flaws regarding performance appraisal include the horns and halos effect. The implication is that the managers are likely to assume that a particular employee is good or bad, a perception which may not reflect the actual job performance of the employee. Another flaw is that of purposeful bias. This implies a manager may feel threatened by an employee who exhibits special talent, defies business orders or has the ambition to excel. Additionally, there may be appraisal bias where the appraisals target particular positions. There may also be self-bias where the manager may reward employees who may not have the best performance. Recency bias could also be exhibited where the manager may use recent actions or performance to rate an employee since there is an assumption that such trends will hold.       
