Chapter 12 – Participatory Processes

True/False

[QUESTION]

1. A number of participatory processes have evolved so as to increase the involvement of workers and unions in strategic business decisions.
Ans: True

Page: 317
Difficulty: Easy
[QUESTION]

2. The highly publicized 1972 Work in America report tried to spark interest in QWL issues by calling for reforms that would reduce worker alienation.

Ans: True

Page: 318
Difficulty: Medium

[QUESTION]

3. One of the main criticisms against participatory programs is that they lead to the cooptation of workers and to the demise of unions.

Ans: True

Page: 318

Difficulty: Easy
 [QUESTION]

4. One of the original reasons why QWL programs were first instituted was because many people felt that modern factories alienated workers by providing repetitive job tasks and by not allowing workers to provide direct input into matters that affected their work lives.

Ans: True

Page: 318
Difficulty: Medium

[QUESTION]

7. Quality of working life programs were originally created in the early 1980s as a result of severe economic pressures.

Ans: False
Page: 319
Difficulty: Easy

[QUESTION]

8. Most QWL efforts started out as broad programs based on the premise that they would include collective bargaining issues and procedures.

Ans: False
Page: 319
Difficulty: Easy

[QUESTION]

5. Quality circles are different from quality of working life programs because the former incorporates collective bargaining issues whereas the latter does not.

Ans: False
Page: 319
Difficulty: Medium
[QUESTION]

6. In their early stages, most quality circle programs yield employers no cost savings from changes that take place in shop floor production processes.

Ans: False
Page: 319
Difficulty: Hard
[QUESTION]

9. The Xerox Corporation was able to win the prestigious Baldridge award in past as a result of its novel participatory activities.

Ans: True

Page: 320
Difficulty: Easy
[QUESTION]
10. One of the reasons why the Xerox Corporation was so successful in its participatory programs was the fact that it did not aggressively resist union organizing drives in its new facilities.

Ans: True

Page: 320
Difficulty: Easy
[QUESTION]

11. Unfortunately, work restructuring has never been applied to new plants or in plants retrofitted with new technology or new products.

Ans: False
Page: 323
Difficulty: Medium

[QUESTION]

12. The development of new work and participatory systems has not spread to include white collar employees.

Ans: False 
Page: 323

Difficulty: Medium

 [QUESTION]

13. Pay for knowledge compensation programs have been extremely popular only in unionized firms that have traditional collective bargaining relationships.

Ans: False
Page: 324-325
Difficulty: Hard
 [QUESTION]

14. Some new teamwork systems replace the roles of traditional supervisors with team leaders who are often members of the bargaining unit.

Ans: True

Page: 325
Difficulty: Medium

[QUESTION]

15. Unions at the Dayton Power and Light Company were extremely reluctant to allow the participatory processes to evolve and produce the kinds of innovation processes which could have led to improved cost competitiveness and employment security.

Ans: False
Page: 326
Difficulty: Medium

[QUESTION]

16. According to recent surveys, the majority of labor-management relationships involve employee involvement, quality improvement, or a team-based work initiative. 

Ans: False
Page: 329
Difficulty: Medium

 [QUESTION]

17. Joint efforts between management and a union sometimes produce backlashes against union leaders by rank-and-file workers.

Ans: True

Page: 330
Difficulty: Hard
 [QUESTION]

18. Evidence suggests that the biggest payouts to work rule changes occur when workers are simultaneously increasing their involvement in decision making.  

Ans: True

Page: 333

Difficulty: Easy
 [QUESTION]

19. Research by Paul Osterman on the impact of high performance work practices in the 1990s shows that these practices resulted in increases in economic performance and worker satisfaction, but not reductions in layoffs or higher wages.

Ans: True

Page: 333-334
Difficulty: Medium

 [QUESTION]

20. One of the reasons why the Teamsters negotiated ESOP's was due to deregulation, which led to losses in union employment.

Ans: True

Page: 334
Difficulty: Hard
[QUESTION]

21. The Amalgamated Clothing and Textile Workers Union and the International Ladies' Garment Workers' Union have been involved in strategic matters throughout the history of the garment and textile industries.

Ans: True

Page: 337
Difficulty: Easy
 Multiple Choice

[QUESTION]
22. Quality of working life programs generally are oriented toward improving

A. the relationship between management and labor  by reducing the number of job classifications.

B. worker-supervisor relations and organizational performance by involving workers in shop floor decisions.

C. intra managerial relationships between various white collar workers.

D. work relationships between managers and upper level corporate executives.

Ans: B
Page: 318
Difficulty: Easy
[QUESTION]

23. What is one reason why early quality of working life programs failed?

A. These programs were often initiated by unions against the wishes of management leaders who were suspicious of the new programs.

B. Both management and labor wanted a new working relationship.  Both realized that QWL programs would emphasize traditional collective bargaining.

C. Labor and management representatives feared that the new programs would threaten their roles and status.

D. Line managers realized that QWL programs were a blessing whereas top managers were often  critical of the program's potential benefits.

E. none of the above. 
Ans: C
Page: 318
Difficulty: Medium

[QUESTION]

24. What was one reason why often the gains from quality of working life programs were limited and dissipated?

A. Workers became frustrated because their suggestions are ignored.

B. Management continues to believe in the programs and are often willing to contribute whereas union members never accept the programs.

C. Along with union leaders, rank and file workers always refuse to support the program once they realize what QWL programs are about.

D. These programs are often too broad and address work rules, contractual issues, and other basic production methods.

Ans: A
Page: 319
Difficulty: Medium

[QUESTION]

25. The most successful quality circles and quality of working life programs are those that

A. exclude management's participation from the process thereby leaving workers relatively free to improve quality standards.

B. exclude union participation and only involve rank and file workers and line managers.

C. eventually broaden to involve work rules, collective bargaining issues, and production methods.

D. eventually separate QWL programs from interfering with work rules, collective bargaining issues, and production methods.

E. b and d.

Ans: C
Page: 320
Difficulty: Medium

[QUESTION]

26. The experience at Xerox showed that quality of working life programs

A. succeed only when line managers are willing to allow the unions to take sole control at the strategic level.

B. fail due to the inability of either side to resolve conflicts that occur in negotiations.

C. succeed only when both parties agree to expand the problem solving process and resolve conflicts that occur in day to day contract administration.

D. succeed but then fail as a result of the unwillingness of union leaders to expand the role of QWL programs.

Ans: C
Page: 320
Difficulty: Hard
[QUESTION]

27. The Xerox case illustrates that:

A. external factors such as business downturns can limit participatory processes.

B. employers only use participatory processes when they benefit management.

C. employees are not given any real voice in many participatory processes.

D. participatory processes are used as a union-avoidance technique. 

Ans: A
Page: 322
Difficulty: Medium 
[QUESTION]
28. The use of teamwork systems requires that

A. upper management replace broad job descriptions with multiple and narrow classifications in order to improve efficiency.

B. management invest less in training and more on team systems and quality controls.

C. managers allow workers to make discretionary judgments.

D. managers draw a fine distinction between information sharing and strategic planning.

E. none of the above. 
Ans: C
Page: 324
Difficulty: Easy
[QUESTION]
29. Events at Dayton Power show that increased worker and union participation in quality circles and quality of working life programs can lead to
A. changes in collective bargaining contracts which are linked to the changes in new managerial practices.

B. increased confusion among union leaders who no longer felt secure about the managerial practices.

C. increased confusion among management leaders who no longer feel secure sharing decision making powers with union leaders.

D. changes in managerial practices which are not linked to changes in collective bargaining contracts.

Ans: A
Page: 326
Difficulty: Hard
[QUESTION]

30. The tasks of facilitators in participatory programs include

A. acting as management representatives in the coordination of participatory programs.

B. acting as mediators in various joint steering committees in solving tensions that arise. 
C. acting as legislative representatives who bridge participation, work structuring, and collective bargaining.

D. acting as union watchdogs by warning management about the limits of participatory programs. 

E. a and d.

Ans: True

Page: 327
Difficulty: Medium

[QUESTION]

31. The expansion of participatory programs has led to the expansion of joint activities such as

A. employee assistance programs.

B. health and safety programs.

absentee programs.

D. training and education programs.

E. all of the above. 
Ans: E
Page: 328
Difficulty: Medium

[QUESTION]

32. The expansion of joint activities also brought about

A. the decline and abandonment of unions where these joint activities existed.

B. decline in the influence of many top level executives who supported participatory programs as a result of the program's failure. 
C. decreased demand for facilitators.

D. a restructuring of job responsibilities of union representation.

Ans: D
Page: 328
Difficulty: Medium

[QUESTION]

33. When union leaders engage in joint activities with management, they often end up in a balancing act, which requires them to:

A. become the mediator between the rank-and-file and management.

B. continue to represent member interests while working with management.

C. avoid member issues that may draw management opposition.

D. accept management positions and continue to represent the rank-and-file. 

Ans: B
Page: 328
Difficulty: Medium

 [QUESTION]

34. Advocates of participatory processes often believe that

A. the principle, "Management manages and the union grieves," will always be sustained.

B. the principle, "Management manages and the union grieves," will increasingly be upheld.

C. in order for union leaders to effectively represent their members' interests, they must be able to influence managerial decisions rather than only addressing the effects of these decisions through collective bargaining.

D. in order for union leaders to effectively represent their members' interests, they must solely to address the effects of managerial decisions rather than actively taking part in them.

Ans: C
Page: 330
Difficulty: Hard
[QUESTION]

35. At Saturn, the role of the union is to

A. participate in the traditional collective bargaining relationship.

B. participate in a limited amount of managerial issues, irrelevant to the production process.

C. participate in a wide range of managerial issues, such as choosing parts suppliers.


D. allow management the opportunity to run the organization without any interference from union members.

E. none of the above. 
Ans: C
Page: 330
Difficulty: Medium

[QUESTION]

36. Critics of participatory programs argue that

A. unions use such programs to increase their power.

B. management and unions have not gone far enough to establish industrial democracy.

C. participatory programs lead to increases in the pace and difficulty of work.

D. management and unions are relaxing their management by stress programs.

Ans: C
Page: 332
Difficulty: Easy
[QUESTION]

37. Proponents of participatory programs argue that

A. increased worker and union participation in decision making can lead to both cost reductions and improvements in employment security.

B. unions should solely focus on the traditional collective bargaining relationship.

C. unions can better represent workers' interests by becoming involved in strategic business decisions.

D. while work may be less interesting, pay will improve through these programs.

E. a and C. 
Ans: E
Page: 332
Difficulty: Medium

[QUESTION]

38. Research on participatory programs has shown that

A. QC types of QWL programs have huge positive effects on product quality.

B. that conflict is eliminated throughout the evolution of participatory programs.

C. that conflicts in ongoing collective bargaining can lead unions to withdraw their support for participation activities.

D. effects from participation can not be measured.

Ans: C
Page: 332
Difficulty: Medium

[QUESTION]

39. Studies of automotive plants reveal that the highest productivity and product quality are

A. those with the most advanced technology.

B. those with the lowest labor costs.

C. those that are able to integrate their production processes with traditional collective bargaining strategies.
D. those that are able to integrate their human resource strategy with their production processes.

Ans: D
Page: 333
Difficulty: Medium

 [QUESTION]

40. The experiences at both the Rath Packing Company and Eastern Airlines show that union representation on a company's board of directors
A. is always doomed to fail.

B. can greatly improve a firm's competitiveness.

C. does not always yield substantial payoffs for employer and employees.

D. will automatically enhance management's ability to communicate with employees.

Ans: C
Page: 335
Difficulty: Medium

[QUESTION]

41. Studies evaluating employee stock ownership plans show that

A. ESOP firms perform extremely well.

B. ESOP firms almost always go out of business.

C. ESOP firms perform relatively better than conventionally owned firms.

D. more research is needed to ascertain the effects of ESOP firms.

Ans: D
Page: 335-336
Difficulty: Medium

 [QUESTION]

42. Case studies that have evaluated employee ownership plans reveal that

A. the majority of employees would no longer need union representation.

B. the collective bargaining process becomes less important within the organization.

C. the majority of blue collar workers would rather allow management to solely handle traditional wage and fringe benefit issues.

D. these plans do not always yield large increases in worker involvement in business decisions.

E. none of the above. 
Ans: D
Page: 336
Difficulty: Hard
Short Questions and Answer Key

[QUESTION]
43. Provide two reasons why a union leader might be hesitant to engage in a joint participation process. In other words, what is it about a participation process that might bother a union leader?

Ans:

a. Union leaders may worry that they will be coopted and/or be thrown out by union members who now distrust them.

b. Union members and/or leaders may like strict adherence to seniority provisions and thus not like team systems or broad jobs.

c. Union leaders and or members may be ideologically opposed to participating in decisions.

d. Union leaders (and members) may be comfortable with traditional unionism and traditional union roles. 

e. Management may have betrayed them before and so they distrust management’s motives (with good reason).

Page: 332
Difficulty: Medium 
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