1



Discussion question 1 structural makeover (do not answer) 
[image: ]
Student post 1 question 1 (I need a reply to this, has to be at least 100 words)
[image: ]
Student post 2 question 1 ( I need a reply to this post, needs to be at least 100 words)
[image: ]
Discussion Question 2 (do not answer)
[image: ]
Student post 1 question 2 (reply needs to be at least 100 words)
[image: ]

Student post 2 question 2
[image: ]

Discussion Question 3 (do not answer)
[image: ]
Student post 1 question 3 (reply needs to be 100 words)
[image: ]

[bookmark: _GoBack]Student post 2 question 3 (reply needs to be 100 words)
[image: ]

image5.png
‘The danger of an approach that encourages crative deviance is that smployees may not work s they are told by their managers. Certain organizations
‘obey standards so managers may tellthess individuals not to rely on creative deviance while viorking. Lastly, if smployees are always free to do what
they vant, the employees vill ignore organizational rules and standards (Robbins & Judge, 2016). Agood example ofa company promoting creative
deviance would be any company in the Technology sector, such as Microsof. Apple, ete. Such companies rely on creative solutions to meetthe needs
oftheir customers, while keeping company objectives in scope.




image6.png
Creative deviance is achieved when individuals, who are told by senior managementto cease working on a product, instead continue vorking on it
‘and produce a highly Successful product. A negative side effect of creative deviance is creating the flusion of authority_ The employee may feel thatthe
rules no longer apply to them and they can create their own duties and responsibiliies and no longer have to reportto anyone. It may then be diffcutto
regain control of their actions and productvity. Another possible negafive to creative deviance iould be failure of the product that is secretly being
developed. This could resultin the l0ss of resources, material and the opportunity to develop a successful product. These Iosses could cause the
organization to suffer significant financial losses.

An industry where creative deviance would likely be acceptable or easily overlooked is the technology industry_ Technology is constanty changing
‘and improving, 50 if an employee works on an idea or product ithout having managerial approval, | el itiould be overiooked as long s their other
duties were completed in a timely manner and vith acceptable quality.

Iwould like to pose a question though, if creative deviance is “encouraged. is it il considered “deviance™? Would it not then be merely “creative
freedom™? Justa thought,
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Why would employees want to join a Union? How would being a member of a Union be beneficial? What would be the negatives? Would you think it
viould be "sasier” tp work as a human resources professional in a Union-free or Union environment (be balanced)? Why? Share any personal
‘experience you have working with of working in a Union environment.
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Employees may vantto join a Union so they have an advocate for their rights and what they feel they should receive from an employer in exchange for
theirabor. Being part of a Union allows the employees to negofiate uith the employer as a larger group and may infict befer results than someone who
s rying to negotiate as an individual. Along with someone advocating for you and the group s a whole, there comes other benefis as veell,like not
being able to be terminated vithoutjust cause and the employer following their disciplinary policy and working with union eps to remedy the situation
before the issue of termination arose.

‘Some negatives about Union membership is not being able to advocate for yourselr, everything must be done as a group. Sometimes union members or
leaders can take things too far (rare cases) and you as an individual may not agree vith them

As for being an KR professional in a Union environment it could be more sirenuous and dificult One would need to make sure the collective bargaining
‘agreement and employment policies/procedures viere folloved perectly and making sure the Union was included with any employee issues would be a
must However, some of the aforementioned items could make HR lifs alitle easier too.

1 have never had personal experience vith Union workers before but | did just interviewfor a Labor Relations position and | hope | get . it would be a
greatlearning experience for me.
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‘The main reasons behind unionization are the abiliy o collectively bargain, the increase in viages, better benefits, and representatives who will vork on
the behalf of the employee fthere is an issue vith the smployer (Utiity Workers Union of America [UWUA], 2016). These factors drive the desire to
unionize when employees are, or feel they are, not being given adequate compensation or consideration within the company. The pro-union politicos
give ample facs and evidence to show the benefits of unions, while the anti-union politicos do the exact opposite with just as much evidence of the
drawbacks. The negafives that are commonly quoted are the lack of freedo of both the company and employee since both are tied to union decisions,
higher consumer prices and less global competitiveness, prevention of smployment of qualified viorkers who are not union members, and the prevailing
s vs. them mentalitythat unions foster within an organization (Balanced Folitics, n.d ). I do not think any HR environment s inherently easier than
another based solely on a factor such as unionization. There are far too many contribuiting factors to a determination o that kind

Balanced Politics (n.d.) Are labor unions a good thing? Retrieved fom https/vwibalancedpolitics.org/unions. htm
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Structural Makeover

After viewing the “Employees First Strategy” video from the leaming resources, consider the concepts and points made by Vineet Nayar.
Now consider this scenario

‘You were just hired as the North American Operations Manager in a Medical Equipment Manufacturing and Supply firm. You were hired fom outside
ofthe organization, due to your successiul rack record as an executive at an Information Technology Services/Consulting fim. The organization that
you came from was a matrix fim. with limited hierarchical structure, smpioyed empowered, smart employees, and had an excellentteam of
transformational mid-level managers. All of the work was accomplished via teams and projects.

Nowatthis new organization, you discover that the firm is very hierarchical and buitupon a bureaucratic, highly politcal, ransactional style. You
have received buy-in fom upper management fo begin transforming the organizational culture and struciure within the United States, because their
‘employes retention rates, sales revenues, and overall performance has steadily began to decline over the course of the last ive years.
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A Vinest Nayer (‘Put Your Employees,” 2010) stated: “employees are a value to the organization ” | would utiize this conceptto drive managementin
the organization to manage the empioyees to achisve organizational performance. As a driver of this initiative, | would emphasize the value of the
‘employes as the employee is the face to the customer. not the management. By shoving the importance of the mployee value as in the
HarvardBusiness Revieu video depicted, this villincrease and provide performance eficiency and effectiveness (‘Put Your Employees,” 2010). The
initiative willincrease morale and provids the employees with a sense of accomplishment. This mentality must be applied at the management level to
achieve the required resuts.
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‘Transformational change requires careful research and planning before moving forvard. Poorly designed initatives fail greater than 80% of the
time, and failed change iniiatives inoculate organizalions against future attempts.

1would begin by carefully assessing the capacity and readiness for change among the personnel n the company, then plan a communication program to
introduce the planned change strategy and strategic vision over a generous period of tme, including several interactive meefings. Employee feedback
should be openly and wholly satisied. Transparency is a key atribute. | would repurpose some staf o work a5 change coaches o align implementation
‘up and down the organization, and I would roll out the change by stages, punctuated by milestones, and subjectto audits at each stage.

‘The content of the change would be liberation of employees to do their work, empowerment, investment in the primary wealth of the company (the
‘employess), and elimination of the wasteful habits of political wranaling. The context of the change would include contrtion on the part ofthe imposers of
hierarchy, the open recognition of the need for change. and the recognition of employees as the creators of valus and wealth vithin the company.
Personnel would be reallocated to the most eficient arrangement fo their respeciive depariments, management would be distributed in a partally
decentralized model, and motivating factors would be redesigned to meet employees at their ovn innate needsidesires.
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‘This week, we discussed the benefits and purpose behind a decentralized organizational structure. While on the surface, this form and approach to
structure seems very relevantin today’s society, it does not always succeed. One of the cultural implications of decentralized organizations is creative
deviance.

What are the dangers of an approach that encourages creative deviance? Afer discussing the dangers of tis model, provide an example of a company.
wihere creafive deviance would be appropriate and support your answer vith an explanation as to why this style may be fiting for that paricular type of
‘company and industry.




