UNIT FOUR - MIDTERM EXAM –  Questions 1 through 5 are worth 18 points and question 6 is worth 10 points.
The exam consists of six (6) long essay questions. Questions require a response minimum of three paragraphs.
Directions:
· Refer to the Unit Readings, specifically the Textbook Chapters, Unit Lectures, readings & resources and credible sources from the Library or the internet to support your responses.
· Research the information and paraphrase your response to the question with cited academic data. The APA process is required and is important that students correctly identify scholarly sources.  Do not cut and paste - Safe Assign is used to prevent plagiarism.
· It is highly advisable to first answer the questions in a Word document and then copy and paste into the exam

Questions

1. Many organizations are changing the focus of Human Resources, even going so far as to change the name of the function.  In the middle part of last century, the term Human Resource Management started to replace the notion of the “Personnel Department”.   Now, the terms are being rebranded again to titles such as the following: “Vice President of People”; Head of Associate Experience, Chief Experience Officer; Chief Talent Officer or even “Chief Happiness Officer”.  What do these title changes say about the direction of Human Resources?   Has the focus of what HR does changed or have we merely changed the wording? Provide sources to reinforce your opinion.

Human resource management (HRM) has significantly evolved over the last century. The functions of the “personnel department” have expanded and become complex yet the department have become integral part of every organization. The rebranding of the titles surrounding the management of the human resources shows that the focus of human resources have changed. The recent names and titles in HRM captures the new complex roles of the Human resource departments. Emerging technologies, globalization and the ever rising competition for talents as well as other factors have forced change and innovation in managing the human resources. 
It is not surprising that the new titles in the HR department include words such as “happiness”, “people”, “talent” and “experience”. Traditionally, the personnel department mainly focused on staff functions such as hiring, training, evaluation and compensation of the workers. However, currently, the roles of the HR department have expanded to include focusing on the welfare of the employees. The human resource managers now take into account the well-being of the employees. Many organizations today properly treat and value their employees and not as expandable resources as before. The HR are departments now serve the interests of both the company and the workers and ensure that there is a healthy relationship between them. 
As mentioned above, organizations rebrand the terms and wordings around the management of human resources to capture the new and advanced roles of the HR departments. As new challenges emerge, businesses become innovative especially in managing human resources to retain talent and improve performance.  Due to constant changes that have shifted the direction of HRM practice, employees have also developed both professionally and socially (Haslinda, 2009).Therefore, HRM will continue to evolve and so as the terms and titles around it. The titles will always indicate the direction which the focus on human resources takes. 

 
2. It is said that employee engagement is a critical factor in the long term success of an organization.   In our readings we covered some important benefits of employee engagement.  Answer the following questions:
i. Why is employee engagement so important for an organization?  Name some benefits to having engaged employees and provide your reasoning as to why this is important.  Provide outside sources to support your choice of benefits to having engaged employees.
ii. Is employee engagement important in all types of organizations or might it be more important to some than others?  Explain your answer and provide reference-supported justification.
iii. What is HR’s role in creating & fostering employee engagement?
Employee engagement is critical to the overall performance of the company.  As defined, employee engagement means the workers are committed to their work and the company’s goals. Having committed workers is important to the company as they are likely to perform better as they will work with enthusiasm. Also, commitment among the workforce reduces absenteeism from work. Therefore, engaged workforce will improve the company’s productivity.
Another benefit of employee engagement is low turnover rate and high retention rate. Workers who are committed to their work and the company are more likely to be loyal to the job and the company. This kind of employees are self-motivated and they are unlikely to leave their job or the company. Furthermore, a committed workforce leads to better customer satisfaction as the employees are attentive and friendly to the customers. Hence developing good relationship with the customers.
Employee engagement is crucial in any company. Employees must be committed to their work to achieve the overall goals of the company. The Company’s management should develop and implement strategies to boost workers engagement so as to improve the general performance of the company. The HR department plays a critical role in promoting effective employee engagement. 
To foster employee engagement, the HR managers should ensure that the workers are fairly compensated to boost their morale. The HR should develop and implement fair compensation plans. It should also include rewards and recognition programs for awarding employees who are determined and committed to their work and the company.  The HR also should carry out regular reviews on performance as this will improve participation and cooperation of the employees Cooper-Thomas, Paterson, Stadler, & Saks , 2014). Additionally, the HR department should liaise with other departments and managers to build and promote a good company culture for conducive working environment. Organizations must provide a psychologically safe workplace to improve employee engagement (Kompaso & Sridevi, 2010).
 
3. Determining proper compensation is an important component of an organizations’ reward structure.  Traditionally, compensation determination involved getting an accurate idea of a job’s duties and requirements.  Outline the steps needed to do this in an organization and why this is important. Make sure you use outside sources to back up your points.
An effective compensation plan is crucial to the ssucess of any business.the compensation startegy influences the organization’s cultuer, job satisfaction and the general perfomance of the company. Therefore, it is imparative to develop an appropriate compenasation startegy for an appropriate reward structure. There aare various steps to follow to develop and effective compensation strategy. These steps include:
1. Consider Company’s business structure, organization culture.   
It is important to take into consideration the structure of the company as well as other factors such as organization culture so that you can develop an compensation startegy that is align with the company. By taking into consideration such factors, one will understand how the business operates. 
2. Determine what you want to reward. 
Consider the jobs, roles and resposibilities to decide what you want to reward and how you reward it. This step is important so that you can determine and budget for the compensation. Additionally, determining what to reward will eneble HR to develop salary ranges.
3. Budget Allocation
[bookmark: _GoBack]After identifying what you want to reward, the next step is to budget for the compesation.

Often, when talking about the concept of “Equal Pay” critics cite statistics that indicate that women earn (approximately) $.79 for every dollar a man makes.  Look into this further by looking at the concept of “adjusted” versus “unadjusted” pay gap analysis.  Would that make a difference in how we look at the concept of “pay differences” between genders?  Look at external sources to support your opinion.

Looking at the adjusted and unadjusted pay gap analysis will not change how we look at the concept of “pay differences” between genders. In Unadjusted analysis, the pay gap seems wide since the factors such as education and experience are taken into consideration. However, the gap still exist. The gap is due to other factors such as overrepresentation of women in lower ranks while men are over-represented in in the higher ranks.

4. Internal and external factors influence Human Resource Management. Identify and describe in complete detail three (3) internal factors and three (3) external factors and how they affect HR Management. Research and analysis is needed, along with academic data from sources.
Human Resource Management (HRM) plays a critical role in the performance of the company. HRM, however, can be influenced by both internal factors and external factors. 
Some of the external factors influencing HRM include:
· Government regulation and policies.
Both state and federal legislation affect the HRM functions such as hiring and compensation especially those regarding minimum wage. The HR managers should ensure that they comply with labor laws and other regulations to avoid lawsuits or other penalties from the government.
· Available labor pool
One of the basic functions of HRM is ensuring that the company has adequate staff for smooth operation. However, due to competition for labor among organization, the available candidates may be unqualified. This will affect HR functions.  Additionally, it is difficult to identify and recruit apt candidates when the same set of skills is demanded throughout the market. Also, with stiff competition for certain specialized skills, it will be difficult for some companies to get qualified personnel. 
· Market forces
Rapid Advancement in techno, globalization and other factors such as the recent COVID19 may cause unpredictable and extreme shifts in the market. This in turn will affect different companies prompting their HR department to make necessary adjustments. Thus, shifts in the market is one the external factors affecting HRM.
Some of the internal factors influencing HRM include:
· Company’s level of growth.
The current growth as well as the projected growth of the business significantly affect the HR functions within the organization. The HRM may put emphasis on different functions depending on the company’s growth. Businesses experiencing rapid growth and expansion may focus on increasing its workfare, hence, hiring and staffing. On the other hand, companies with stagnant growth may focus on worker retention and sometimes downsizing.
· Adoption of new technology
With emergence and application of advance technology in the business world, HR managers need to retrain or hire experts with knowledge of the new technology. Companies that have recently adopted new technologies have their HR to train the staff and equip them with new and relevant skills. The adoption of the technology significantly affect the functions of HR since the current workforce is multi-generational. 
· Company’s mission
The mission of the company is one of the internal factors influencing the HR. the general objective of the HR is to facilitate the achievement of the company’s goals and mission.  The HR strategy must align with the mission of the organization. Therefore, the mission of the company highly affects the HR of that particular company.
5. This question has two parts.
· What do we mean by Diversity in the workplace?  A complete definition is required. 
· Provide an example of a company committed to Diversity.  What are they doing that proves that this is an important initiative for them and, most importantly, why do they feel it is important?  List the major business reasons for their choice.   Use outside research to substantiate your conclusions. 
Currently, many companies are embracing diversity in the workplace as an HR strategy to remain competitive. Diversity at workplace means that the workforce comprises of people from different backgrounds. The difference maybe in terms of color, ethnicity, religion, race, culture, language, gender, geographical area of origin, education among other characteristics. 
One of the companies that are or rather have been committed to diversity in their workplace is Johnson and Johnson (J&J) Company. The company is among the first companies to hire a female scientist. J&J, time and again, have proven that they are committed to embracing diversity. The company has put invested on various initiatives that proves that they are committed to diversity.  
Below is a list of some to the initiatives that the company has undertaken to prove that it is committed to diversity and inclusion.
· J&J company has created a diversity university; a website that supports its rationale for diverse workforce.
· The company has hired a chief diversity officer
· It has created employee resource groups for providing multicultural strategy and innovation. 
J&J has successfully employed diversity as a strategy to gain competitive advantage over other companies. Perhaps, the company’s commitment to diversity can be recapitulated by their global diversity and inclusion vision, “to maximize the global power of diversity and inclusion, to drive superior business results and sustainable competitive advantage.” 
