METIIA Paper 4
SECTION A

Question 1

@ @ What are five differences between groups and teams within the context of a
manufacturing organisation. Give theoretical and practical examples to support your answer. [50%]

Basic Analysis:

In a manufacturing organisation, understanding the distinction between groups and teams is essential.
A group is a collection of individuals who may work in the same department, like different sections of
a manufacturing plant, with each person responsible for distinct tasks. There's often less cohesion and
a loose structure, with individual performance being the primary focus. In contrast, a team is formed
with a specific goal, such as an assembly line team in a car manufacturing plant, where members work
interdependently. Teams are characterized by structured roles, clear leadership, and a collective
approach to performance measurement, emphasizing collaboration and the collective output of the
team.

Better answer:

Delving deeper, theoretical models like Tuckman’s stages of group development and Belbin’s team
roles provide valuable insights into the dynamics of teams in manufacturing settings. For example,
Tuckman's model illustrates how teams evolve through stages like forming and storming before
achieving optimal performance. In practical terms, a group in a manufacturing context might include
the HR department, where employees work independently on different tasks. In contrast, a practical
example of a team is the coordinated effort of an assembly line, where each member's role is critical
to the final product. This not only highlights the high level of interdependence and teamwork but also
shows how such teams directly impact production efficiency, quality, and the overall success of the
manufacturing organization. Regular, structured communication is essential in teams, distinguishing
them from the more informal and less frequent communication found in groups.

(b) (b) Discuss the benefits and challenges of teamwork, referring to concepts including but
not limited to groupthink, social loafing, and the stages of team development according to Tuckman's
theory. [50%]

Basic Answer:

Teamwork enhances productivity and creativity by combining diverse skills and perspectives. In basic
terms, it leads to better problem-solving and decision-making as different viewpoints are considered.
Tuckman's theory outlines the stages of team development (forming, storming, norming, performing,
and adjourning), which describe how teams evolve and improve over time. Initially, teams form and
face conflicts (forming and storming), but eventually, they establish norms (norming) and reach peak
efficiency (performing). Teamwork also faces challenges like groupthink and social loafing.
Groupthink occurs when a team prioritises harmony over critical thinking, leading to poor decisions.
Social loafing refers to team members exerting less effort than when working individually, relying on
others to shoulder the work. These issues can reduce a team's effectiveness, making it crucial for
teams to be aware of and address these challenges to harness the full benefits of teamwork.

Better Answer:



Delving deeper into the benefits of teamwork, it's not just about combining skills but also about
leveraging individual strengths to compensate for weaknesses. This synergy can lead to innovative
solutions that might not emerge from individual efforts. Applying Tuckman's theory, each stage of
team development offers opportunities for growth: from learning to communicate and set goals
(forming), navigating conflicts (storming), building trust and procedures (norming), to optimizing
performance (performing). This progression enhances not only productivity but also team cohesion
and job satisfaction. In a more nuanced view, the challenge of groupthink can be mitigated through
techniques like encouraging open dialogue and dissenting opinions, or by appointing a 'devil's
advocate' in discussions. Addressing social loafing involves creating an environment where individual
contributions are recognized and valued, thereby motivating all team members to participate actively.
Understanding these dynamics in the context of Tuckman's stages can help teams pre-emptively
address challenges at each stage, from forming to adjourning, ensuring a more balanced and effective
teamwork experience.

Question 2

@) Explain how Maslow’s Hierarchy of Needs and VVroom’s Expectancy Theory could help in
understanding of motivation in a manufacturing firm.[40%]

Basic Answer:

In its basic application, Maslow's Hierarchy of Needs can be used to understand that employees in a
manufacturing firm have different levels of needs, starting from basic physiological needs (like salary
for food and shelter) to higher-level needs like esteem and self-actualization. A basic understanding
would suggest ensuring these needs are met in a step-by-step manner, where fulfilling lower-level
needs like safety (safe working conditions) and belongingness (teamwork and camaraderie) is
essential before employees can be motivated by esteem (recognition) and self-actualization (personal
growth and job satisfaction). Applying Vroom's Expectancy Theory at a basic level involves
understanding that employee motivation is influenced by the belief that their effort will lead to desired
performance and rewards. In a manufacturing setting, this means employees are more likely to be
motivated if they believe their hard work will result in good quality production and that this, in turn,
will be recognized and rewarded, whether through bonuses, promotions, or other forms of recognition.

Better Answer:

A more advanced interpretation of Maslow’s theory in a manufacturing firm involves recognizing the
complexity and interrelatedness of needs. It's not just about meeting basic needs but also
understanding how aspects like job security, work-life balance, and opportunities for professional
development can fulfil higher-level needs simultaneously. This approach might involve creating
programs for skill development (addressing self-actualization) while also fostering a supportive work
culture (addressing belongingness and esteem). A deeper analysis of Vroom's Expectancy Theory in a
manufacturing firm context would consider the nuances of expectancy (effort-to-performance
relationship), instrumentality (performance-to-reward relationship), and valence (value of the reward).
It’s about creating a clear linkage between effort and performance, ensuring transparency in how
performance is measured and rewarded, and understanding individual differences in what employees
value as rewards. For example, some might be motivated by monetary bonuses, while others might
value additional time off or opportunities for advancement.



(b) Discuss the potential drawbacks and limitations of bureaucratic structures and procedures in
organisations and describe how to overcome these limitations.  [60%]

Basic Answer:

In a basic understanding, bureaucratic structures are criticized for being overly rigid and hierarchical,
leading to slow decision-making and a lack of flexibility. This rigidity can stifle innovation and
adaptability, especially in rapidly changing market conditions. Additionally, excessive paperwork and
formalities can lead to inefficiencies and frustration among employees. To manage productivity within
such structures, basic approaches include implementing clear communication channels to minimize
misunderstandings and delays. Organizations can also try to streamline processes to reduce
unnecessary bureaucracy. Simple goal-setting and regular performance reviews can help keep teams
aligned and focused on productivity.

Better Answer:

A more advanced critique recognizes that while bureaucracy brings order and predictability, it can
create a disconnection between the upper management and the workforce, leading to demotivation
and a lack of employee engagement. The impersonal nature of bureaucracy often overlooks individual
talents and creativity. In dynamic sectors, the slow pace of bureaucratic decision-making can result in
missed opportunities and an inability to respond effectively to market changes. More sophisticated
approaches to managing productivity involve adopting elements of agile methodologies, even within
bureaucratic settings. This could include forming cross-functional teams to tackle specific projects,
allowing for more rapid and flexible responses. Embracing a culture of continuous improvement,
encouraging employee feedback, and fostering an environment that values innovation and calculated
risk-taking can also mitigate the downsides of bureaucracy. Additionally, incorporating technology to
automate routine tasks can significantly improve efficiency and free up employees to focus on more
strategic and creative tasks.

Question 3

@ Explain how different leadership approaches can impact on organisational performance. Give
examples to support your answer.[40%]

Basic Answer:

At a basic level, leadership approaches like autocratic, democratic, and laissez-faire can significantly
influence organizational performance. An autocratic leader makes decisions unilaterally, which can
lead to quick decision-making but may also suppress creativity and reduce employee satisfaction.
Democratic leadership, which involves team input in decisions, can enhance employee satisfaction
and creativity but might slow down the decision-making process. Laissez-faire leadership offers high
autonomy to employees, potentially boosting innovation and job satisfaction, but can lead to a lack of
direction and inconsistencies. For example, in a fast-paced tech company, a democratic leadership
style might foster innovation and adaptability, while in a military context, an autocratic style could be
more effective for quick, decisive actions. Conversely, laissez-faire leadership might work well in a
creative agency but could be detrimental in a hospital emergency room, where clear, immediate
directives are crucial.

Better Answer:

A more nuanced understanding involves recognising that the effectiveness of a leadership style also
depends on the organizational culture, employee expectations, and the specific context.
Transformational leadership, which inspires and motivates employees towards a shared vision, can be



particularly effective in driving change and innovation. However, it requires leaders to be highly
charismatic and visionary. In contrast, transactional leadership, which focuses on structured tasks and
rewards, might be more suitable in stable, routine-driven environments but could stifle creativity. For
instance, in a start-up environment, a transformational leader could effectively harness the collective
energy and innovation of the team, driving rapid growth and adaptation. In a large, established
corporation, a combination of transactional leadership for routine operations and transformational
leadership for new initiatives might be optimal. Understanding the specific needs and dynamics of the
organization is crucial in determining which leadership style will most effectively drive performance
and success.

(b) Using examples, contrast how the following perspectives inform the understanding and
management of change in an organisation:

. The Naive approach (organisation as building blocks),
. The Planned approach (organisation as an iceberg), and
. The Emergent approach (organisation as a river).
[60%]

Basic Answer:

Under the Naive approach, an organization is seen as a set of distinct building blocks or components,
such as departments or functions. Change is viewed as a straightforward process of rearranging or
altering these components. This approach simplifies the complexity of change but often fails to
consider the interconnectedness and the human elements involved. For example, adding a new
department might seem simple but can lead to unforeseen issues in workflow and morale. The
Planned approach likens an organization to an iceberg, with visible structures and processes above the
surface and deeper, unseen cultural and social dynamics below. Change is managed through structured
planning, considering both visible and hidden aspects. This might involve not only changing formal
procedures but also addressing underlying attitudes and beliefs. For instance, a company-wide
software update (visible change) also needs to address employee training and mindset shifts (hidden
aspects). In the Emergent approach, an organization is viewed as a river, constantly flowing and
adapting. Change is seen as a natural, ongoing process that emerges from the interaction of various
elements within the organization. This perspective values flexibility and responsiveness. An example
could be a tech startup that continually adapts its strategies based on ongoing feedback and market
trends, rather than following a rigid plan.

Better Answer:

A more nuanced view of the Naive approach recognizes its limitations in addressing complex
organizational dynamics. While it allows for straightforward planning and implementation, it often
overlooks how changes in one area can impact others, both functionally and culturally. For example, a
change in the production process may inadvertently affect sales strategies, requiring a more holistic
view. The Planned approach, when understood in depth, involves acknowledging the deep-rooted
values and norms that underpin organizational behaviour. Effective change management here requires
a delicate balance between formal changes and nurturing shifts in organizational culture. An example
is a company undergoing a merger, where integrating systems and processes (visible) needs to be
complemented with efforts to merge differing corporate cultures (invisible).A sophisticated
interpretation of the Emergent approach sees change as an integral part of the organizational fabric,
driven by both internal and external factors. This approach calls for leaders to create an environment
where employees are empowered to innovate and respond to changes as they arise. For instance, a



company in a rapidly changing industry like renewable energy might foster a culture where teams are
encouraged to experiment and adapt strategies fluidly, akin to the ever-changing currents of a river.

Question 4

@ Discuss how Hawthorne studies challenged the Taylorist assumptions about worker
productivity and contribute to the development of Human Relations theory in organisational
behaviour. Give examples to support your answer.[50%]

Basic answer:

At a basic level, the Hawthorne studies challenged the Taylorist assumptions which focused on
optimizing work processes and treating workers as extensions of machines. The Hawthorne studies,
conducted at Western Electric's Hawthorne plant, found that worker productivity was less about
physical conditions or monetary incentives (as Taylorism suggested) and more about psychological
factors. One key finding was that workers' productivity increased when they received attention from
researchers, indicating that social and psychological factors played a significant role. These findings
contributed to the development of Human Relations theory, which emphasizes the importance of
social relations, employee well-being, and job satisfaction. An example of this would be the
introduction of team-based projects and employee feedback mechanisms in organizations,
acknowledging that social dynamics and employee engagement are critical for productivity, moving
away from the purely mechanistic view of Taylorism.

Better Answer:

A deeper analysis shows that the Hawthorne studies significantly shifted the focus from Taylorist
time-and-motion studies to considering workers as individuals with unique needs and social
dynamics. The Hawthorne effect, where individuals modify an aspect of their behaviour in response to
their awareness of being observed, demonstrated the complexity of human behaviour in the
workplace. These studies underlined that productivity was not merely the outcome of physical work
conditions but was intricately linked to workers' perceptions, attitudes, and interactions. In a more
advanced perspective, the contribution of Hawthorne studies to Human Relations theory can be seen
in modern organizational practices such as employee empowerment, participative management, and
organizational culture development. For instance, Google’s approach to employee motivation and
teamwork, with an emphasis on open communication, employee autonomy, and workplace
satisfaction, reflects the Human Relations emphasis on considering the psychological and social
aspects of work. This approach represents a paradigm shift from Taylorism's emphasis on efficiency
and standardization to a more holistic view of the worker's role within an organization.

(b) Explain the dangerous effects resulting from following authority unquestioningly. Give
examples from theory and practice. [50%]

Basic Answer:

The Milgram experiment demonstrated how people obey authority figures even against their moral
beliefs. In the experiment, participants, acting as "teachers," were instructed to give electric shocks to
a "learner" for wrong answers. Despite discomfort, 65% of the participants administered what they
believed were lethal shocks, influenced by the presence and authority of the scientist in a white coat.
This experiment highlights that ordinary people can become agents of harm under authoritative
pressure. Similarly, Zimbardo's prison experiment, where participants were assigned roles of prisoners
or guards in a mock jail, showed how quickly people conform to authoritative roles. Guards became



sadistic, and prisoners became depressed and stressed. This experiment underscores how authority can
lead to a rapid escalation of abusive behaviour and the suppression of individual moral judgment.

Better Answer:

Analysing the Milgram experiment more deeply, it reveals disturbing insights into human psychology
and obedience. Milgram concluded that under the guise of authority, individuals can perform actions
incompatible with their personal ethics. This has broader implications, as seen in historical contexts
like the Nazi Holocaust, where ordinary individuals participated in or facilitated atrocities under
authoritative commands. It challenges the notion that only inherently evil individuals commit such
acts and underscores the potential for authority to corrupt moral compasses. Expanding on Zimbardo's
findings, the experiment highlights not just the willingness to follow authority but also how quickly
individuals internalize roles that provide authoritative power. This internalization can lead to extreme
behaviours that the individuals might not exhibit otherwise. The experiment's outcome, where
participants absorbed their roles to alarming degrees, echoes real-world scenarios like the abuse at
Abu Ghraib prison, illustrating how systemic authority and environment can override personal
morality and engender a harmful group mentality. This insight into human behaviour emphasises the
critical need for checks and balances in systems of authority.



SECTION B

Question 5

@ Sketch and explain the key elements of the Opportunity Cycle of Enterprise.
[30%]

Basic answer

Should be able to present this figure, as shown in the lectures, and describe at a basic level how this
operates.
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Better answer

Should be able to explain each step in more detail and, in particular, the way in which the outer
factors make it more complex — as these are external actors over which you will have less control.
Should also make reference to the fact that this is a continuous cycle, applicable to businesses of all
sizes, not just startups.

(b) It may be claimed that start-ups are opportunity-focused whereas mature firms are resource-
focused. To what extent is this correct? [30%]

Basic answer :

Should be able to give a simple description of how startups identify opportunity, then access
resources, and contrast this with the management of mature firms who, by all their prior activities
have built up resources (people, equipment, customers, etc) and will inevitably need to first focus on
opportunities that exploit their existing resources.



Better answer :

Would reflect on the benefits and limitations that each organisation faces as a result of this statement.
The start-up has great freedom to operate, is not constrained by past activities, but has to fight to get
the resources it needs to build its target market. The mature firm will be able to build upon its existing
experience and strengths, but these can also act as rigidities that prevent it responding to new
opportunities that don’t rely on current assets and experiences.

(© Explain with examples what is meant by Organisational Ambidexterity and discuss why this
concept is so difficult for firms to apply.

[40%]
Basic answer
Should demonstrate understanding of this basic concept:

All organisations will struggle to do these two things at once: Managing ‘business as usual’
(exploitation) while also managing new opportunities (exploration). Examples could be drawn from
multiple ones discussed in the module including Apple (after start-up, exploration activities pushed
them in to on-line music, mobile telephony, wearable tech — each one of these was managed while still
delivering what was initially their core exploitation activity — computers — though this focused
changed over time). Examples discussed in the module of Rolls-Royce and VW Group also provide
lots of material to use here.

Better answer

Could strengthen their answer by placing it in the context of their answer to part (a) - the opportunity
cycle of enterprise. After starting up and completing the cycle for the first time, the exploration
activities are really about starting a new separate cycle — but one that will most likely be happening
while the first one is still repeating. Strong answers could also demonstrate awareness of the impact
of the external environment on the balance of these activities.
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Question 6

You are the CEO of a start-up firm that has developed software that uses Artificial Intelligence (Al) to
help manufacturing firms understand and reduce the environmental impact of their operations and
those of their suppliers. You have some initial customers and have just received investment from a
Venture Capital fund to grow the business.

@ You need to recruit a sales manager and a marketing manager. Describe the differences

between their two roles.

[25%]

Basic answer

Should demonstrate awareness of the two complementary sets of activities summarised in these two

slides:

The basics: Sales versus Marketing (1) *

Sales

*  Works to increase current volume and
mest current sales quotas.

+ Interacts with the individual customer
to focus on factors relating to current
events.

+ Isfocused on short-term concerns
relating to today's products, today's
customers and today's strategies

* Is atactical function, using its skill and
methods to gain immediate results as
called for by a plan

+ Consists of work ‘in the field’, engaging
with current and potential customers

M e

Better answer

Marketing

*  Works to increase profitability through
appropriate volumes, products and
customer mixes.

+ Is focused on developing strategies for
the optimum mix of product and
markets

+ Is concerned with long-term issues

that shape the business 5-10 years
down the road

« s a strategic focus, using planning
and direction for the big picture.

« Consists of office work, research, and

developing plans and methods of
implementation.
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The basics: Sales versus Marketing (2) *
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Stronger answers would add in awareness of how different marketing strategies require different sales
approaches, as discussed in class in relation to this slide.



Different sales strategies for different objectives *

Sales Strategy

High call rate on existing accounts

High focus during call

Marketing Sales Objective

Objective

Build Build Sales Volume
Increase Distribution
Provide high service levels

Hold Maintain Sales Volume
Maintain Distribution
Maintain Service Levels

Harvest Reduce Selling Costs
Target profitable accounts
Reduce service costs and
inventories

Divest Clear inventory quickly

Call on new accounts

Continue present call rates on current
accounts

Medium focus during calls
Call on new outlets when they appear

Call only on profitable accounts
No prospecting

Quantity discounts to targeted
accounts

UNIVERSITY OF
CAMBRIDGE
I

(b) How would you select the appropriate sales channel for this software product? [25%]

Should demonstrate awareness of the different types of sales channels, and the factors that support

selection of the most appropriate one.

Characteristics of Sales Channels *

= Direct
— the manufacturer does not use a middleman and sells and
delivers direct to the end-customer.
= Selective
— the manufacturer sells through a limited number of middlemen
who are chosen because of special abilities or facilities to enable
the product to be better marketed.
= Intensive
— maximum exposure at the point of sale is needed and the
manufacturer sells through as many outlets as possible.
« Exclusive
— the manufacturer sells to a restricted number of dealers.

] Aanufacturing EE UNIVERSITY OF
IfM Engineering Tr WP CAMBRIDGE
Epartmens of Enginccring

Better answer

Selecting Sales Channels *

» Market - maximum coverage; compatibility

Channel Costs — short channels vs long channels
Product — cost; technology; service requirements

* Profit Potential — cost-benefit

Channel Structure — nature of demand; other players
Product Life Cycle — stage of maturity

» Non-marketing factors — available resources; location

-

-

- B UNIVERSITY OF
[fM WP CAMBRIDGE

Would demonstrate awareness of the fact that the choice of sales channel may be dependent upon the
stage of maturity of the market, and the scale of resources available to the company. Reference should
be made to linking the smallness / newness of the firm and the innovativeness / novelty of the product.



(c) Would you work with your customers using a transactional-based or a relationship-based
approach? Explain your choice..

[25%]
Basic answer

Should demonstrate awareness of what these two approaches entail (see slide below), but then explore
issues such as this being a B2B sale, with an implied need for close engagement between customer
and supplier.

There has been a change in how firms view marketings
From Transactions to Relationships

« Transactional View « Relationship View

Purpose of marketing is to make a sale  Purpose to create a customer

Sale is the result of success Sale is beginning of relationship; profit
Business defined by products and is measure of success

factories Business defined by customer
Price determined by market forces — it relationships

is an input Price determined by negotiation — it is
Communications aimed at aggregates an outcome

of customers Communications targeted and tailored
Marketer valued for products and to individuals

prices Marketer valued for problem-solving

ability

Objective: make the next sale; find Objective: satisfy the customer by
the next customer delivering superior value

H-M Manufactring Terry Hanby, University of Cambridge Institute for Manufacturing :*: E’:\'&{EEB&’E

Better answer

Would explore the fact that this is a product that could be sold as part of an on-going service — it could
be product-service-system, or Software as a Service (SaaS). This would amplify the logic of going for
a more relationship-focused approach. That said, if the product is relatively simple for the customer to
use, and the market is very large, there is a logic that says just make this a more transactional
packaged software business.

(d) What are the key factors you would consider when selling new software to small firm vs big
firm?

[25%0]
Basic answer

Should demonstrate awareness of the features of each. At the basic level, this is about small and large
organisations. (See slide below). Should be able to explain what that means for sales and marketing,
e.g. for the small firm, this is likely to be very much based on building personal relationships with the
senior management team — there is unlikely to be specialist staff. For selling to the large firm, you will
need to understand and engage with their formal procurement and purchasing activities.



Different characteristics ...

*

Start-up company Established company
Processes Informal; ad hoc; rapid Formal processes; slow paced (e.g..
design review; document control
Systems Few Many systems, tried and tested (e.g.,
technical database, financial systems)
Activities Heroic individual efforts; chaotic; Cross-functional teams; managed tasks;
initiative based delegated authority; coherence
People Many creator / innovator types; role Managed balance between types; clear
flexibility job descriptions
Management Hands-on, informal; bold decisions Delegated, professional style; risk
style taken on incomplete information assessment; staff development
Communication | High dependence on verbal Greater use of written communication;
and communication and memory; ‘everyone | controlled dissemination; ‘need to know
documentation knows everything’
Market From intuition, insights and belief; From experience and market research;
information reliance on feedback from small sample | statistical sampling of customer needs
of (potential) customers and price sensitivity
Competitors and | Limited competitor awareness; limited Very aware of competitors; careful and
IPR IPR protection strategic use of IPR.

E R UNIVERSITY OF
@» CAMBRIDGE

Dieparment of Engmecsng

. Source: Willie Harrison, TAP

Better answer

Would show awareness that the smaller firms might not have high levels of IT skills, and so the
selling process would need to not only be about educating the customer, but also reassuring them that
you will be there to de-risk and he a helping hand. For the larger firm, this will need to engage with
their broader no-doubt complex IT systems. They will be very cautious about how your software will
engage with their existing system, and be nervous of things like cybersecurity. As such, the selling
process will need to build reassurance based on prior experience.



SECTION C

Question 7

@ Compare and contrast the business and economic frameworks in the context of employment
relations of any two nations.

[75%]
Basic Answer:

In a basic comparison, consider the UK and Germany's business frameworks. The UK's framework
might be characterized by less state regulation, a focus on individual contracts over collective
bargaining, and flexible promotion and benefit schemes. In contrast, Germany typically has more
robust state regulation, a strong tradition of collective bargaining, and structured promotion and
benefit schemes, emphasizing job security. For economic frameworks, the UK tends to have more
liberal regulatory arrangements and diverse sources of funding, leading to a dynamic corporate
governance structure. Germany, on the other hand, may have more stringent regulatory arrangements,
with funding often linked to more traditional banking systems, reflecting in a different approach to
corporate governance. The vocational education and training infrastructure is also more pronounced in
Germany, with a strong emphasis on apprenticeships and technical training.

Better Answer:

A more nuanced comparison would delve into how these frameworks reflect cultural and historical
influences. For instance, Germany's business framework, influenced by its social market economy;,
places a greater emphasis on worker representation (e.g., through works councils) and long-term
employment stability. The UK's framework, with its liberal market orientation, tends to prioritize
flexibility and market responsiveness, which can translate into a more fluid job market and a different
approach to employee relations and rights. When examining economic frameworks, consider how
these influence employment relations. The UK's economic framework, with its focus on shareholder
value and short-term gains, might create a different dynamic in employment relations compared to
Germany's model, which often prioritizes stakeholder value, including long-term employee welfare.
This difference is also reflected in corporate governance, with the UK model being more oriented
towards investor interests, whereas the German model often includes employee representation at the
board level, reflecting a more inclusive approach to corporate governance.

(b) Explain how corporate training programmes can be designed to tmeet the needs of different
types of learner.

[25%]
Basic Answer:

Corporate training programs must cater to various learning styles identified in the lecture, such as
accommodators or activists who learn primarily from doing, converges or pragmatists who combine
thinking and doing, divergers or reflectors who learn from concrete experience and reflection, and
assimilators or theorists who prefer abstract conceptualization and observation. To address these
diverse learning styles, a mix of on-the-job and off-the-job learning methods should be employed. On-
the-job learning, including methods like "Sitting by Nellie," coaching, job rotation, secondment,
shadowing, and e-Learning, can be particularly effective for accommodators, converges, and some
assimilators. Off-the-job learning methods, such as short courses, seminars, conferences, and E-MBA



programs, may better suit diverges, reflectors, and theorists who benefit from more structured and
theoretical learning environments.

Better Answer:

A more sophisticated training program acknowledges the complexity of learning styles and
customizes methods accordingly. For activists and pragmatists, who are hands-on learners, methods
like simulations, role-playing, and interactive workshops can be effective. Reflectors and theorists,
who prefer to absorb and think through information, might benefit more from case studies, lectures,
and discussions that allow deeper exploration of concepts. An advanced training strategy would
integrate various methods to provide a comprehensive learning experience. This could involve
blending traditional classroom-based learning with digital platforms for a more hybrid approach,
catering to a wider range of learning preferences. Incorporating feedback mechanisms and continuous
assessment can help in fine-tuning the training methods to better suit the evolving needs of learners.
Additionally, providing opportunities for collaborative learning and peer-to-peer interaction can
enhance the learning experience for all types of learners, fostering a more inclusive and dynamic
training environment.

Question 8

A newly established battery gigafactory in the UK has recently secured a significant contract. They
are rapidly expanding their battery production capacity, but the factory manager is facing challenges
in scaling up the workforce. With a primary focus on technical roles essential for factory operations
and production, the CEO has requested your assistance in designing a robust talent management
process. Describe the process that you would recommend, explaining the assumptions underpinning
your recommendations.

[100%]
Basic Answer:

Begin by categorizing the workforce of the UK-based battery gigafactory into distinct groups: core
knowledge workers, traditional human capital, idiosyncratic human capital, and ancillary human
capital. Emphasize focusing on core knowledge workers who add significant value and possess
unique talents. These employees should be offered relational contracts that emphasize career
development and long-term engagement. For other categories, appropriate contracts should be
applied: transactional contracts for traditional human capital, externalized approaches for
idiosyncratic human capital, and service contracts for ancillary workers. The talent management
programme should be tailored to suit both the business needs and the individual aspirations of the
employees. A key aspect to consider is the potential demotivation among those not included in the
exclusive models, and the sensitivity of individual performance to context. The programme should
align with the corporate objectives and focus on continuous development and talent identification,
adapting to the dynamic needs of the gigafactory.

Better Answer:

An inclusive approach to talent management is recommended, which extends beyond just the core
knowledge workers to encompass opportunities for growth and development across all staff
categories. Given the technical focus of the gigafactory, it’s vital to introduce parallel track
development routes for technical staff, allowing for career progression while maintaining their
technical expertise. This holistic strategy acknowledges the significance of every role in the context of
the business’s rapid expansion. The talent management programme should be dynamic and adaptable,
capable of evolving with the changing corporate objectives and market demands. Integrating the



programme with broader human resource management practices is essential, avoiding an over-reliance
on mere talent spotting. Implementing mentorship programs, continuous learning opportunities, and
flexible career paths is crucial to cater to the diverse needs and aspirations of the workforce, thereby
ensuring a resilient and adaptable organizational structure in the face of rapid expansion and
technological advancements.

In the context of a UK-based gigafactory that has recently secured a significant contract, it's important
to align the talent management process with the specific requirements and legal context of the UK.
The focus should be on recruiting and developing talent with specific skills relevant to gigafactory
operations. The implications of the major contract won suggest a need for preparedness for increased
workloads and a commitment to significant time and effort, with a substantial impact on the
company's success. There’s also a need for staff experienced in dealing with larger, more bureaucratic
organizations. Lastly, considering the diversity aspect, language and cultural awareness are essential
in the recruitment and management processes.



