Chapter 5 – The Strategic Level of Industrial Relations and Structures for Collective Bargaining
True/False
[QUESTION]
1. Due to the various constraints that unions place on management, business strategies can no longer influence the employer's preferences for personnel policies.
Ans: False
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2. The employment conditions of employees within a paternalistic pattern of industrial relations differ substantially across work groups, plants, and firms.
Ans: True
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3. Within the bureaucratic pattern, firms usually have written policies on pay, leaves, promotion, and discipline.
Ans: True
Page: 110
Difficulty: Easy
[QUESTION]
4. Usually, firms under the human resource management system of industrial relations do not make extensive efforts to have employees identify their interests with the long term interests of the firm.
Ans: False
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5. The participatory pattern and the human resource management pattern of industrial relations are identical. 

Ans: False
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[QUESTION]

6. The form of collective bargaining in the United States that has dominated since WWII is the "New Deal" pattern of industrial relations.
Ans: True
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7. A major reason for conflict under the conflict pattern of industrial relations is whether or not there will be union representation. 
Ans: True
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8. The conflict pattern of industrial relations never exists in the union sector. 

Ans: False
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9. Recent polls indicate that firms assign a lower priority to union avoidance than to collective bargaining. 

Ans: False
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10. Evidence concerning organizing campaigns reveals that management's use of suppressive tactics increased in the 1970s. 
Ans: True
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11. Firms that deal with multiple unions across the whole company are less likely to resist unions vigorously in any newly opened facilities. 

Ans: False
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12. In general, there is a high degree of centralization of the responsibility for strategic labor relations policies inside firms. 

Ans: True
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[QUESTION]

13. In general, there has been a power shift within management as more responsibility has shifted from labor relations specialists to line managers and human resource managers. 
Ans: True
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Multiple Choice
[QUESTION]
14. What are some of the common elements of management policy across the three nonunion patterns?
A. Management's desire to cooperate and become unionized so that a fair and equitable system could be established at the workplace.
B. Management's desire to stay non-union.
C. Management's desire to pursue company objectives that may have little to do with union status.
D. Management's desire to seek greater worker participation in management.
E. b and c.
Ans: E
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[QUESTION]
15. Which of the following are found in the paternalistic pattern of industrial relations?

A. Standardization of personnel policies in order to avoid favoritism within the workplace.
B. Personnel policies that include employment stabilization and elaborate communication and complaint procedures.

C. Personnel policies that are informally administered.
D. Personnel policies that focus on seniority and formal contracts.

E. a and d.
Ans: C
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16. The paternalistic pattern of industrial relations is common among which of the following work places?

A. IBM, Hewlett-Packard, and other relatively large computer companies.

B. GM and other large automotive industries.

C. Eastern Airlines and other large airline companies.

D. Small manufacturing plants and small retail stores.

Ans: D
Page: 108
Difficulty: Easy
[QUESTION]
17. The bureaucratic pattern of personnel administration includes which of the following?
A. Standardization of personnel policies in order to avoid favoritism within the workplace.
B. Personnel policies that include employment stabilization and elaborate communication and complaint procedures.

C. Personnel policies that are informally administered.
D. Personnel policies that focus on seniority and formal contracts.

Ans: A
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18. The human resource management pattern of industrial relations includes which of the following?

A. Policies that include informally administered procedures.

B. Policies that include grievance arbitration and seniority-based layoff procedures.

C. Policies that include employee and union direct intervention in business decision making.

D. Policies that include employment stabilization, team forms of work organization, and skill or knowledge based pay.

E. none of the above.
Ans: D
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[QUESTION] 

19. What factors influence which industrial relations patterns non-union firms follow?

A. Management values and strategies.

B. Business strategies.

C. Formal contracts covering the firm's employees.

D. a and b.

Ans: D
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20. What employment policy is commonly found in the New Deal pattern of industrial relations?

A. Policies that include informally administered procedures.

B. Policies that include grievance arbitration and seniority-based layoff procedures.

C. Policies that include employee and union direct intervention in business decision making.

D. Policies that include employment stabilization, team forms of work organization, and skill or knowledge based pay.

Ans: B
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21. What are some of the advantages of the New Deal pattern of industrial relations?

A. Labor relations tend to be volatile.
B. Employees may get better contracts as a result of intense conflict and prolonged strikes.

C. Employees get due process as a result of the grievance procedures.

D. Employees can directly solve production and personnel problems.

E. Employees become more directly involved in strategic decision making, thus giving them control of their own fate.
Ans: C
Page: 111
Difficulty: Hard
[QUESTION]
22. When will a firm likely use a direct union suppression approach?

A. When the firm is financially well off.

B. When the firm has specialized personnel and employee relations staffs.

C. When there is a hostile political environment toward unions.

D. When there are few alternative workers.

Ans: C
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23. Which of the following is NOT an example of a union prevention tactic?


A. Human resources practices

B. Freezing wages during an economic downturn

C. Peer review complaint procedures

D. Committing a ULP during an organizing drive

Ans: B
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[QUESTION]


24. A double-breasted strategy is where a firm 

A. has many non-union plants.

B. operates only union plants but tries to undermine the union.

C. operates only nonunion plants and refuses to allow any unions to organize the plant.

D. operates separate union and nonunion divisions.

E. none of the above.
Ans: D
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[QUESTION]
25. Which of the following is a trend in management policies toward unionization?

A. In a vast majority of nonunion firms, avoiding unions is no longer considered a top priority.

B. Highly organized firms are always strongly opposed to unionization of new plants.

C. Firms have been unwilling to allow unions to organize their white-collar workers.

D. Firms that have only been partially organized are more willing to allow unionization in new plants than firms that are fully organized.
Ans: C
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[QUESTION]

26. In a “core competency” business model

A. corporations engage in self-evaluative procedures to measure their success.

B. corporations judge employees by a certain standard to measure their competency.

C. corporations outsource business processes that are considered peripheral to their main functions.

D. corporations work with unions to strategize a plan to compete efficiently.
Ans: C
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Short Questions and Answer Key
[QUESTION]
27. Describe two ways that key features of the traditional (“New Deal”) pattern of industrial relations in the United States differ from the key features found in the joint (“participatory”) pattern of industrial relations in the United States.

Ans:
A. The traditional pattern has numerous highly detailed job classifications while the participatory pattern uses teams with broad and few job classifications,

B. The traditional pattern has formal and arms length labor-management relations. The participatory pattern has a variety of joint participatory forums where decision making is shared,

C. In the traditional pattern workers are paid with standardized and formulaic wages while in the participatory pattern there is use of contingent pay such as profit sharing or pay-for-knowledge,

D. In the traditional pattern there are cyclical seniority based layoffs while in the participatory pattern there is more training, career development, and employment security.
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