




MBA 601: Human Resource Management




Final Examination




INSTRUCTIONS TO CANDIDATES HERE


•       Read  the  questions carefully and  answer all  the  questions from both the cases below.


•	The submissions date for the examination is 21st  April, 2016 (Abu Dhabi) and 22nd April , 2016 (Dubai) and only hard copy submissions are acceptable. You are advised to use the marks allocated to each question as a guide to the time to allocate to the questions and the length of response. All the answers must be drafted in the soft copy of answer script book provided.


•      Ensure that your name and students’ number are written correctly on the copy of the examination script book.


•      No extension will be granted without proper documentary evidences.  Answer script is subject to mandatory plagiarism check. Any answer scripts found plagiarized will be graded ‘0’ and the student will have to repeat the examination by paying a penalty of AED 1500.


Goal Setting

David Brooks was one of the most liked managers at the Financial Security Investments. In an industry known for its cutthroat competitiveness, high employee turnover, low loyalty, and high employee mobility, the 20 brokers who reported to Brooks had surprisingly long tenures and strong loyalty to the company. They were all high performers with well- established clients who would deal only with them. They also displayed an unheard-of level of cooperation in helping one another, training new brokers, and supporting others areas of the company. At Financial Security Investment, it is important to increase the number of clients on annual basis, increase the client’s investment portfolios and keep great relation with the clients. Increasing profit and reducing cost has been Brook’s deliverable while keeping  the  team  motivated,  engaged  and  committed!  Brook's  group  had  the  lowest training costs and one of the best performance ratings among the five brokerage groups at Financial.

Brooks's brokers had nothing but praise for him. They described him as one of the fairest managers around. They said he really knew the business and took excellent care of his people. He provided them with extensive training, rewarded them fairly, supported them in their disputes with other departments and groups, and represented their interests with upper management. They all knew he demanded excellent performance, but they also knew they could count on him to be flexible in accommodating their personal lives and the ups and downs that are an inherent part of the investment business.

Brooks had been with Financial for close to seven years. Within his first three years there, he had received four quick promotions, leading to his current appointment as group manager three years earlier. Brooks liked his job. Working with brokers and clients was exciting and always offered something new. He got along well with his manager, who praised him for his group's excellent performance and relied on him to train new brokers and to resolve problems in other parts of the company. However, Brooks felt that he was somehow stuck. His  several  recent  requests  for  promotions  and  his  two  applications  for  higher-level positions had been denied. He became particularly frustrated when he compared himself with Leslie Baskin, who joined the company a year after he did and was now being made an associate vice president in the strategic division.

Like Brooks, Baskin had been a group manager and until the new promotion, she and Brooks had reported to the same division manager. Baskin had managed three different groups in a very short time period, which some attributed to the brokers' extreme dislike of her. Although her groups performed well enough, their turnover rate was high. In many ways they were more like the rest of the industry than Brooks's group: they were fiercely competitive, cutthroat loners who cared only about themselves. Baskin herself matched that profile. She spends most of her time with upper management developing big accounts. She was always ready with a flashy proposal for the big projects. She managed to make her presentations when all the top executives were present. Although she never mentioned any
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of the people who had helped her put together her proposals, she always dropped the name of a few powerful people in her acknowledgements. She seemed to know the important people in the company, and she came through with some impressive clients. The fact that she rarely followed through and dumped her work on the other groups and the brokers seemed to escape the attention of upper management.

Brooks could not help but envy Baskin's success. He was also puzzled by how she had become successful given her actual performance. Yes,  she had  brought  in  some major clients, but overall her performance was lower than that of several other group managers, including himself. Her brokers disliked her and complained about her temper tantrums, her threats, her lack of support, and her unreasonable demands. Yet, she was going places. Brooks  shared  his  discontent  with  his  manager  and  asked  his  manager  to  provide  an explanation for Baskin’s promotion versus Brook’s promotion. His manager response was that “she is just really good” without providing any further information. Brooks is very frustrated and feels his manager is not considering all performance aspects when making his decision for promoting Baskin.

Brook has started to talk to other managers and has recently become aware of a document called “Goal Setting Document” that other departments in the organization are using to evaluate employee performance and want to learn more about this document and how it can help him receive a fair promotional opportunity. Brooks has decided to reach out to you as the HR department manager asking for help and support.

Discussion Questions

1)   As the HR manager, critically evaluate the current performance appraisal process at the Financial Security Investment including Brook’s manager’s behavior and decision making as well as the organization’s role in this process.

2)   Based on your knowledge of HR and performance appraisal best practices recommend at least two changes besides having a goal setting document to improve this process and provide your rational for each recommendation.

3)   Based on Brooks role and responsibility, develop a goal setting table with at least three deliverables that could be used for his performance review with his manager to help him build his case for a fair promotion opportunity. Ensure to include all the necessary information in an organized manner.

4)   Identify and critically analyze which HRM area is involved in this case. Be specific with your discussion.



Mary Corey’s Case

Mary Corey recently completed her fourth year with statewide Services Corporation. In her position as costumer support specialist, she consistently received high performance evaluations-until recently. Indeed, her most recent evaluation, completed three weeks ago, rated her as “Her supervisor, Helen Rowe, wondered why this previously strong employee had fallen so quickly.

Helen had just returned from meeting with her boss, Betty Allen, when again the subject of Mary came up. Betty suggested that Helen look through Mary’s past work records to try to find some clues about what happened and what they should do now.

Helen closed the door to her office, sat at her desk, and pulled Mary’s personnel folder from her desk drawer. As she flipped through the materials in the folder. Mary’s story came into better focus.

About six months ago, around Christmastime, Mary’s started taking longer lunch breaks. Given the cramped quarters in which Helen’s Customer Support Department work and demanding routines they had to follow, it was easy to notice Mary stretching her regular lunch period by 10 or 15 minutes. Once she even stretched it for a full 25 minutes.

Since it was the holiday season, Helen took no specific action. However, her occasional remarks  reminding  Mary  of  the  lunch  break  schedules  would  produce  an uncharacteristically evasive, defensive response from Mary. On at least two occasions, she nodded off to sleep at her desk returning from lunch.

In January and February, she was 10 to 20 minutes late for work on six different days and called in sick on four other days. It was this time that Mary’s dealing with her coworkers deteriorated. Normally quit yet sociable, Mary’s became increasingly short tempered and given to periodic outburst of anger belligerence. Since Mary’s 36, was a single mother of two teenage girls, almost everyone in the office assumed there was something going on at home.

On February 23rd, though, things took a disturbing turn. Mary left for lunch at her usual time, but did not return. She called in three hours later to say she had gone home because she had suddenly become ill. Her speech seemed slurred, somehow not quite right. She returned to work two days later, with a doctor’s note explaining she had been sick with a stomach flu.

Nonetheless, the pattern of lateness continued. Two weeks later, Helen gave Mary her first written disciplinary notice regarding her attendance and punctuality. During the discussion, Mary confessed to Helen: “I know I’ve been a little different recently. I’m just having some problems at home with my children. “She didn’t elaborate, and Helen didn’t’ probe.
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For the next few weeks, Mary was on time every day and rarely left her desk during working hours. Her level of performance improved, as did her interaction with coworkers.

By April, however, Helen noticed Mary slipping back into her negative habits of lateness and irritability.  Helen  began  to  notice  something  else  in  Mary’s  after-lunch  behavior:  She seemed to have real difficulty completing her work, making decisions, and solving problems. On one occasion there was a big argument between her and several coworkers. Mary went home, claiming she was “too upset to work.’’ She continued coming in late to work and was absent on two successive Mondays. However, after each absence, she produced a doctor’s excuse.

In early May, Helen issued a second written warning, this one concerning not only Mary’s punctuality and attendance, but also her deteriorating work performance. At this time, Helen made it clear that Mary’s continued employment was on the line: “I don’t know what’s going on, but you’re in danger of losing your job. I’ve tried to be understanding, but I’m losing my patience. You need to get straightened up and soon, or I’ll have no choice but to let you go.”

During the following weeks, Mary again improved her productivity and performance. She was obviously concerned about losing her job. By mid-July it was time for her formal performance evaluation. Although her evaluation was “less than satisfactory,” Helen did note that there had been some improvement in all areas recently.

Then, last week, the bottom fell out. On July 23rd, Mary returned from lunch 45 minutes late, glassy-eyed and weaving slightly, fumbling with things and smelling strongly of peppermint. She sat at her desk for a full 20 minutes, rummaging through drawer, moving paper, nodding, spilling things, and creating quite a distraction among the other employees.

Helen came to her desk: Mary, what’s the matter here? Something’s wrong, and you don’t seem able to work at all. Are you ill? Can you work? Are you drunk? Tell me right now!”

Mary slowly looked up, taking a while to focus on Helen. After what seemed like a minute or so, during which time she appeared to be again listening to Helen’s remarks, Mary burst into tears. She grabbed her purse, pushed and stumbled pas Helen, and left.
The next day, one of Mary’s children called in, saying Mary couldn’t work because she was “in bed sick” Helen checked and Mary had only three remaining days of accrued sick leave available to her.

Mary did not return to work until today. She went to the ladies room for an hour. When she emerged, she went into Helen’s office and asked for an immediate transfer to some other department “where the pressure isn’t so great.” She seemed very agitated and would not look Helen in the eye. Helen told her to return to her desk and pick up on her work as well as she could until Helen could look into things more closely.


It was then that Helen met with her boss, Betty Alden. They were trying to decide what to do.  In thinking about where things stood now, Helen knew that Mary’s presence in the unit was becoming a source of contention and disgruntlement. Everyone knew that she had some kind of problem, and most people thought it was due to drugs or alcohol, or both, although no one had ever personally seen her use or abuse either. Since her work was now so erratic, the other employees in the unit had to regularly back up her work by either finishing it or correcting it. She seemed to have no remorse about her conduct and could not presently be counted on to make an effort to correct it.

Helen wanted to fire her. As she explained to Betty: “When she’s here, she fights with everyone, and I’ve never sure when she’s coming to work or how long she’ll stay. She’s hopeless. I hate to do this, but she has screwed up just too much.

Betty, as unit manager, could see that a previously valued and productive member of her department had for some reason, fallen well below accepted work standards. Both Betty and Helen believed there must be some serious, extenuating circumstances affecting Mary, although they didn’t know for certain what it was. Betty was concerned whether there could be any legal problems in firing someone in this condition. Betty reminded Helen that the company did have an Employee Assistance Program (EAP) and wondered whether they should try to involve Mary in the EAP before taking further action.




Case Questions

1.   Discuss the main issues in the case. Can Helen terminate Mary without running into legal problems?  Discuss.

2.	What should Helen do now regarding the Employee Assistance Program? Explain how you would make a referral to the EAP if you were Helen.

3.     Should Helen have acted sooner? If so, how?

4.    Apply at least two functional HRM areas by explaining how they are related to the case.
Be specific with your discussion.
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