A question of drugs at the queen’s table

Clark S. Kincaid & Christian E. Hardigree

University of Nevada, Las Vegas

Case Objectives and Use

This case illustrates the potential problems associated with not having established formal policies dealing with drug use or possession in the workplace.  Second, this case provides an interesting challenge for management.  How does the organization respond to the discovery of drugs in the workplace and the possible discovery that an employee or employees may be selling drugs in the workplace?  Last, faculty may address hiring and recruitment, employee handbooks, vision and mission statements, organizational culture, and the legal and ethical issues associated with this case.  

This case may be used in courses in organizational behavior, human resource management, business law, employment law, ethics, and/or introductory principles of management.  This case is suited for undergraduate and graduate students, challenging them to address the many issues this case presents.

Case Synopsis

Gathered around a small cramped table in the dining room of the Queen’s Table, a traditional British pub, Ron Sage, the owner, Steve Keefer, his business partner in another venture, and Mark Rex, general manager of the Queen’s Table, were discussing the recent implementation of a new menu.  June Jenson, one of the managers approached the table clutching a plastic baggy in her left hand.  Visible inside the baggy was a 2-3 inch length of a plastic beverage straw along with two very small plastic bags containing a white powdery substance.  June announced to the group that she had discovered the bag in one of the unlocked drawers behind the bar while searching for a pen.  The assumption from the entire group was that the bags contained drugs.  The concern of the group of managers, the owner, and his new partner was the bag not only contained drugs, but also the drugs were possibly being sold by an employee of the Queen’s Table.  If an employee of the Queen’s Table was selling drugs inside the Queen’s Table the consequences could be severe.  The management team and owners were very suspicious of two particular bartenders.  Legally, what actions could the management team take?  Drug test just the two suspects, drug test all the bartenders, drug test all the employees?  If drug-testing results were returned with positive results, what actions should management take?  Was management prepared to replace all those employees that tested positive for drugs?

This case was prepared by Clark S. Kincaid and Christian E. Hardigree, University of Nevada, Las Vegas, and is intended to be used for class discussion rather than to illustrate either effective or ineffective handling of the situation.

Presented to and accepted by the North American Case Research Association (NACRA) for its annual meeting, November 2003, Tampa, Florida.  All rights reserved to the authors and NACRA.  © 2003 by Clark S. Kincaid and Christian E. Hardigree.
BREAKING UP IS HARD TO DO

Joseph Kavanaugh, Shyanne Meekins, & Juliana Lilly
Sam Houston State University
Case Objectives and Use

The primary subject matter of this case concerns progressive discipline.  The case is designed to illustrate the benefits and potential pitfalls of a progressive discipline system, and includes guidelines for implementation and administration.  Based upon the case, students should be able to identify and construct a program that reflects the essential elements of a progressive discipline system.  The case is appropriate for undergraduate courses in human resources and organizational behavior courses that explore employee performance and feedback.

Case Synopsis

Laura, a Senior Controller of the accounting department of Jones & Jones Realty Partnership, was dealing with performance issues with Frank, an accountant in her department.  Since being hired, Frank consistently failed to meet expectations by missing deadlines and submitted erroneous information that required significant revision.  Upon further investigation, Laura learned that Frank was being pulled in too many directions in his personal life, which caused him to be distracted at work.  He had three children, a needy wife with another child on the way, and was taking night classes at the local community college.  Laura discussed the issue with Frank in his annual performance evaluation as well as two subsequent verbal warnings.  When his performance did not improve, Laura decided to terminate him.  However, upon termination, the employee was dumbfounded and did not realize the seriousness of the previous warnings.  

This case was prepared by Joseph Kavanaugh, Shyanne Meekins and Juliana Lilly, Sam Houston State University, and is intended to be used for class discussion rather than to illustrate either effective or ineffective handling of the situation.

Presented to and accepted by the North American Case Research Association (NACRA) for its annual meeting, November, 2003, Tampa, Florida.  All rights reserved to the authors and NACRA © 2003 by Joseph Kavanaugh, Shyanne Meekins, and Juliana Lilly.
BUSINESS INTEGRATION:

A CASE STUDY OF A FAMILY BUSINESS WITH MULTIPLE FACILITIES

Kathleen Gurley & Assad Tavakoli
Fayetteville State University
Case Objectives and Use

This case demonstrates the types of problems a small business faces when there is conflict among family members resulting in a lack of strategic leadership and poor integration of the business processes across the company’s three locations.  The teaching objectives of the case are (1) to help students recognize the symptoms of poor integration and their impact on the business, (2) to increase students understanding of various means for improve integration, (3) to deepen their awareness of the advantages and disadvantages of these different means, and (4) to help students recognize the importance of alignment among various organization design elements.  The last three objectives require that the students have been given an introduction to the concepts of integration and differentiation and lateral processes.

The case is intended for an MBA class in organization design, organization change, strategic management or management policy.
Case Synopsis

The Simon Salvage Company was started by John Simon back in 1945 and has grown to a multi-million dollar business.  John died a few years ago and left the business to his two sons, Michael and Paul, equally.  Since the death of their father, the two brothers have not been able to resolve their roles in the company and hardly speak to each other.  Michael Simon agreed to have a MBA team study the business because sales and profits had decreased over the last two years. The team was composed of three members:  Peter, an accountant, Carl, a manufacturing engineer, and Chris, a HR management graduate.  The MBA team undertook a very thorough analysis of the business and the scrap recycling industry.  They reviewed the financial statements, inventory levels, equipment utilization records, and organization charts, toured the three facilities and interviewed employees.  The data analysis pointed out problems in high inventory levels, non-compatible information systems, poor communications, lack of a strategic plan, no marketing department, poorly utilized equipment, and low morale.  Many of these problems were caused by the lack of integration and cooperation across the three locations.  The focal point of the case is the recommendation the team will make on how to achieve better integration.  

This case was prepared by Kathleen Gurley and Assad Tavakoli, Fayetteville State University, and is intended to be used for class discussion rather than to illustrate either effective or ineffective handling of the situation.

Presented to and accepted by the North American Case Research Association (NACRA) for its annual meeting, November 2003, Tampa, Florida.  All rights reserved to the authors and NACRA.  © 2003 by Kathleen Gurley and Assad Tavakoli.
Career Connections Collaborative, Inc.
Cynthia A. Ingols, Simmons College

Cathyann Swindelhurst, Cygnet International Consulting

Case Objectives and Use

The Career Connections Collaborative (C3) case illustrates the complexities of beginning and growing a nonprofit organization that is dedicated to helping the working poor in Boston MA. The first objective for discussing this case is how and why the founder began and grew the organization. The second teaching objective is to talk about if and how reward systems that are used in for-profit organizations are applicable to staff in a nonprofit organization such as C3. And the third objective is a discussion of the development and expansion of the board of directors for C3. 

The teaching note was written for an Organization Behavior course in a MBA Program. The case and teaching note were designed for use in the early part of the semester. The case could also be used in courses on not-for-profit management or small business/entrepreneurship.

Case Synopsis

In 1997 Dr. Susan Schiro formed Career Connections Collaborative (C3) Inc., a not-for-profit organization. The dual mission of C3 was to place low wage earners in good jobs with health benefits and career potential and to support these clients for two years to help them move to their next job. Building an organization to implement this dual mission has been difficult and problematic. Staff who were hired to place clients have not had the training to perform the retention work. Schiro decided to redesign C3’s compensation system and directly reward staff for both their placement and retention work. The management dilemma quickly appeared: how could Schiro design a compensation system that reflected the complexity of the work and could impact staff behavior. As Schiro struggled with staff and compensation issues, she also sought to expand C3’s Board of Directors. Finding people to serve on the board, continuing to raise funds, and developing and retaining staff were just a few of the monumental tasks that consumed Schiro.

This case was prepared by Cynthia A. Ingols, Simmons College, and Cathyann Swindelhurst, Cygnet International Consulting, and is intended to be used for class discussions rather than to illustrate either effective or ineffective handling of the situation.

Presented to and accepted by the North American Case Research Association (NACRA) for its annual meeting, November, 2003, Tampa Florida. All rights reserved to the authors and NACRA. © 2003 by Cynthia A. Ingols and Cathyann Swindelhurst.
DEFIANT PRISON WARDERS

Howard C. Clarke, Morgan State University

Case Objectives and Use

The objectives of this case are to teach students about the collective bargaining process and the impact of dispute resolution methods in a foreign culture.  A variety of roles can be played, including negotiator, mediator and arbitrator.  Student could become familiar with alternative dispute resolution methods and be able to question the validity of each process.  Readers can gain a glimpse into other culture and the differences involved in conducting negotiations in a foreign environment.

This case is appropriate for undergraduate and graduate business classes in the areas of collective bargaining, labor relations management, negotiations, arbitration and mediation.  It is recommended that the case be used towards the end of the course where students will be better able to carryout the duties of the various roles cited.

Case Synopsis

In an attempt to check the spread of HIV/Aids among prisoners in Jamaica in 1997 Commissioner John Prescod Head of the Penal System in Jamaica recommended the issuing of condoms to inmates and warders alike.  This infuriated the warders and Inmates.  In January 2000 after a series of run-ins between unionized workers led by First Vice-president Lambert Brown of the University and Allied Workers Union (UAWU) and warders from the Jamaica Union of Public Officers and Public Employees (JUPOPE) the warders went on a three-day sickout in protest against the reappointment of Commissioner John Prescod.  The Industrial Dispute Tribunal (IDT) with responsibility to settle dispute between employers and employees ordered the workers back to work.   However 800 warders refused to return to work.  As a result, the 800 warders were suspended and sent home on quarter pay pending criminal charges brought by the government.  Mr. Lambert Brown UAWU First-Vice trying to justify the warders action claimed, the commissioner was too autocratic, lacked the prerequisite managerial skills needed to fulfill the job and that the warders lost confidence in his ability to lead the organization.  A three-man committee chaired by Queen’s Counsel Williams Chin-See was mandated to resolves the problem as quickly as possible.

This case was prepared by Howard Clarke, Morgan State University, and is intended to be used for class discussion rather than to illustrate either effective or ineffective handling of the situation.

Presented to and accepted by the North American Case Research Association (NACRA) for its annual meeting, November 2003, Tampa, Florida.  All rights reserved to the author and NACRA.  © 2003 by Howard C. Clark.
EDWARD NORRIS AND THE BALTIMORE POLICE DEPARTMENT (A) & (B)

James G. Clawson & Gerry Yemen

 University of Virginia 


Case Objectives and Use

Extraordinary Leadership and Managing Crime Fighting as a Business:  This undisguised case offers students an opportunity to design and explore a large-scale organizational change initiative and develop a comprehensive action plan for managing it. In the (A) case students are asked to lay out their action plan for dealing with the situation and in so doing have to wrestle with most of the issues in managing large-scale organizational change. The (B) case presents, for student evaluation, the comprehensive change action plan that Edward Norris instituted when he became Commissioner of Police for Baltimore. The discussion provides an opportunity for students to implement their understanding of leading change and connect theory with application.

Case Synopsis

Ed Norris, an assistant commissioner of police in New York City supervising over 40,000 officers and credited with assisting in the turnaround in New York's crime scene, is offered a similar job in Baltimore supervising 3,000 officers in the worst crime-laden city in America.  The challenges include entrenched crime, racial tension, declining population, negative effects on business, under funding, critical media, low arrest rates, and a police department with underused resources and a dysfunctional organization and culture.

After taking the position as Commissioner in Baltimore, this tough, controversial cop exhibits numerous leadership principles as revealed in the (B) case. He builds commitment from business leaders, community activists, fellow officers, and skeptical politicians under intense media scrutiny.  Norris reorganizes the department, seeks to make cultural change, confronts malcontents, uses creative rewards, increases technology use, and adopts a policy of transparency with the media.  Classroom discussion helps students see what it takes to develop an action plan that can and does deal with a seemingly overwhelming list of problems and issues. 

This case was prepared by James G. Clawson and Gerry Yemen, University of Virginia, and is intended to be used for class discussion rather than to illustrate either effective or ineffective handling of the situation.

Presented to and accepted by the North American Case Research Association (NACRA) for its annual meeting, November 2003, Tampa, Florida.  All rights reserved to the authors and NACRA.  © 2003 by James G. Clawson and Gerry Yemen.
Harry Doyle

Thomas Wheelen & Charles E. Michaels

 University of South Florida

Case Objectives and Use

(Not Identified)

Case Synopsis

Harry Doyle (age 28) was completing the last of 4 six-month assignments in a manufacturing training program (MTP).  Harry was married, former naval officer, an MBA and had received above-average performance appraisal evaluations on all his previous assignments.

Harry made a concentrated effort to get a foreman assignment.  He felt it was a critical position to obtain and perform well in for future advancement in the company.

Harry was in the 4th month of his last assignment.  He was doing exceedingly well in all aspects of the position, except for a strong value conflict between him and the general foreman, Pete Conigliaro.  The issue resolved around the fact that Pete would berate women working on the conveyors if a major quality control error occurred.  There were 3 quality control checks built into the testing phase of the product – so no product had ever gotten through these 3 tests that was defective.  There were 5 conveyors and a sub-assembly area.

Harry’s approach to being a foreman was that he would treat his women employees as in he would want his mother or sister treated.  Pete and Harry had many heated words over Pete’s comments and actions to Harry’s employees.  These conflicts have escalated to the point that Harry has decided to go to Pete’s manager, Jim French.  He is scheduled to meet with Russ Brown, local MTP representative, at 9:00 a.m. the next day.  Harry has received advice from others to ignore Pete and finish his last two months, since Pete will not change.

This case was prepared by Thomas Wheelen and Charles E. Michaels, University of South Florida, and is intended to be used for class discussion rather than to illustrate either effective or ineffective handling of the situation.

Presented to and accepted by the North American Case Research Association (NACRA) for its annual meeting, November 2003, Tampa, Florida.  All rights reserved to the authors and NACRA.  © 2003 by Thomas Wheelen and Charles E. Michaels.
IRIS CONSTRUCTION GROUP: C'EST LA VIE '

H. Richard Eisenbeis, University of Southern Colorado

Sue Hanks, University of Southern Colorado

M. Ilteris Dogan, Fachhochschule Esslingen, Germany
Case Objectives and Use

This case is designed for use in undergraduate and graduate courses in Organizational Behavior and, perhaps, in International Business courses.  Topics for discussion appearing in the case include: power and political structures present in ad hoc organizations; the nurturing and retention of promising, young professionals in work environments they perceive to be hostile; the challenges young professionals face when they are required to supervise older, more experienced workers; the impact of personality differences between superiors and subordinates on careers; and the difficulty for an outsider to be accepted in strong organizational cultures where nepotism prevails. 
Case Synopsis

lteris, a young civil engineer, was hired fresh out of college by a relatively small subcontracting construction company in Turkey.  His first assignment was on a project where he was to assume responsibility for application of a German designed façade cladding process.  He soon realized that he had virtually no authority over site personnel, including foremen, skilled craftsmen, and common laborers. In addition, directives from headquarters to the workers that he believed should have gone through him were, instead, were given directly to the site personnel.  Although it was soon evident to the firm's three partners that the engineer was a valuable addition to the company, during the course of the project, his relationship with the general foremen, one of the firm's three partners, deteriorated to the point that he walked off the job before the project was completed.  Surprisingly, the engineer was not terminated but, instead, was subsequently was assigned to other projects not under the direction of the general foreman.  On these projects his performance was outstanding.  In spite of his performance, subsequent events caused his relationship with the general foreman to deteriorate to the point where the foreman insisted that the engineer be terminated immediately.  What to do?  This was the question in the minds of the other two partners of the IRIS construction group, a small subcontractor, headquartered in Ankara, Turkey.  Although the two partners tried to convince the third partner to change his mind, he refused.  Competent, ambitious Turkish engineers were not easy to come by in this developing Middle Eastern region. And, to make the decision even more difficult, the engineer in question had acquired skills possessed by few others in the construction trade.  Three alternatives were possible, all with potential for negative consequences. 

This case was prepared by H. Richard Eisenbeis and Sue Hanks, University of Southern Colorado, and M. Ilteris Dogan, Fachhochschule Esslingen, Germany, and is intended to be used for class discussion rather than to illustrate either effective or ineffective handling of the situation.

Presented to and accepted by the North American Case Research Association (NACRA) for its annual meeting, November 2003, Tampa, Florida.  All rights reserved to the authors and NACRA.  © 2003 by H. Richard Eisenbeis, Sue Hanks, and M. Ilteris Dogan.
JACK WELCH AT GE:

EXECUTIVE LEADERSHIP CENTERED ON KNOWLEDGE MANAGEMENT

C. Lakshman, Jackson State University
Case Objectives and Use
This case provides a description of Jack Welch’s role as CEO at General Electric over a span of 20 years, focusing exclusive attention on the role he played in knowledge management activities as an essential component of his leadership approach.  One primary objective of the case is to document the knowledge management role played by this legendary CEO of GE.  The case is appropriate for use along with the chapter on leadership in either the undergraduate or graduate organizational behavior course.  It may also be used in a course on leadership, or in a strategic management course.

Case Synopsis

The case describes a number of Welchian approaches to leading a corporation that fit under the umbrella of knowledge management.  The establishment and effective running of the management development institute (of GE) at Crotonville in a way that facilitates sharing of information, creation and dissemination of knowledge is one crucial aspect of Welch’s knowledge management.  The fabled ‘Work-Out’ process, the action-oriented, organization wide conversations and open debates about problems and issues faced by employees throughout the organization, is another component of Welch’s knowledge management.  The case also describes other knowledge management aspects that constitute Welch’s approach to leadership such as placing the best people (with the right knowledge requirements) in positions where they are needed, internal and external knowledge transferring practices such as benchmarking, the killing of the Not Invented Here (NIH) Syndrome, providing training and development on issues such as quality (six-sigma) to a significant portion of the organization, using cross-divisional and cross-functional teams such as the CEC (chief executive council), the teams that lead the work-out process, and the mirror of the CEC within each of the business units at GE.  These knowledge management activities of this leader are situated and discussed in the context of his vision, values, and strategies for the organization, consistent with the knowledge-based view of organizational strategy (Grant, 1996) and the core competency perspective of Hamel & Prahalad (1994).  Thus, the case discusses some of the finer aspects of knowledge management within this broad context and establishes the comprehensive role of executive leaders in such knowledge management.  Much of the revenue and profit growth and market capitalization growth of GE over the last twenty-some years have already been attributed to the various leadership approaches of Jack Welch.  This case provides the knowledge management perspective to his approach to leadership.
This case was prepared by C. Lakshman, Jackson State University, and is intended to be used for class discussion rather than to illustrate either effective or ineffective handling of the situation.

Presented to and accepted by the North American Case Research Association (NACRA) for its annual meeting, November 2003, Tampa, Florida.  All rights reserved to the author and NACRA.  © 2003 by C. Lakshman.
JUST ONE MORE E-MAIL

Ruth Cruikshank & Tupper Cawsey

Wilfrid Laurier University

Case Objectives and Use

This case appears as a brief incident, but it has significant organizational complexities that provide a rich base for classroom learning.

This case will fit well in communications courses and introductory organizational behaviour courses at both junior and senior undergraduate levels. It can also be used in MBA level organizational behaviour courses to practise action responses.

The Instructor Manual presents discussion points and methodology addressing three learning objectives:

1. To recognize the impact electronic communication has in flattening hierarchies by allowing anyone to communicate with anyone in the organization. 

2. To understand and map the complex organizational impact of a single communication message, and to understand what role the president and management team members should play in responding.

3. To make organizational communication decisions that take into account interrelationships between communication message and flow, structure, authority, and motivation.

Case Synopsis

In Part A of the case, President Richmond of Midville, a medium sized university, receives an Email complaint from a student. It contains a forwarded message from a staff member to all political science students, about the staff member’s willingness – or lack thereof – to assist students. The tone and content of the message appear inappropriate, that is, they seem negative and convey an impression of non-service.

The e-mail raises issues of communications and quality of information, performance (of administrative staff and faculty), motivation and morale of students, management of managers and delegation and decentralization.  President Richmond needs to decide on an appropriate response and action.

In Part B, the Dean of Arts, John Young, receives a copy of President Richmond’s response asking the Vice-President Academic to review this matter with him. Young notes that several others have been copied: the Dean of Students and the Director of Human Resources

This case was prepared by Ruth Cruikshank and Tupper Cawsey, Wilfrid Laurier University, and is intended to be used for class discussion rather than to illustrate either effective or ineffective handling of the situation.

Presented to and accepted by the North American Case Research Association (NACRA) for its annual meeting, November 2003, Tampa, Florida.  All rights reserved to the authors and NACRA.  © 2003 by Ruth Cruikshank and Tupper Cawsey.
My Buddy, the Manager

Velma E. McCuiston & Robert Gotsis

University of Tampa

Case Objectives and Use

This case was developed through on-the-job research.  The overall purpose of this case is to illustrate the problems that can occur with social relations in the workplace.  This case can be used in undergraduate courses in principles of management, leadership, human resource management, organizational behavior, or business ethics.  The case analysis can focus on any or all of the following topics:  socialization process (inclusion vs. exclusion), managerial communication (barriers to effectiveness), role clarity (role conflict), perception (selective), or organization power.  The case is divided into three distinct incidents that can be used independently or as a total situation with multiple foci.

Case Synopsis

This case describes what happens when a manager becomes close friends with an employee outside of work and the effect it has on the organization as a whole.  The incidents in this case take place over a period of one month.  Mark, an employee, quits his job at the retail music and video store, and Steve, the manager, cannot figure out the reason.

This case was prepared by Velma E. McCuiston and Robert Gotsis, University of Tampa, and is intended to be used for class discussion rather than to illustrate either effective or ineffective handling of the situation.

Presented to and accepted by the North American Case Research Association (NACRA) for its annual meeting, November 2003, Tampa, Florida.  All rights reserved to the authors and NACRA.  © 2003 by Velma E. McCuiston and Robert Gotsis.
SCHOOL OF GRADUATE STUDIES

Micah E. S. Crump, Morgan State University

Case Objectives and Use

This case illustrates the complexity of an organization, within a higher education institution, attempting to achieve optimal outputs.  The case highlights many of the organizational behavior related issues that potentially act against productivity attainment.  The student is encouraged to identify the underlying issues facing the case principal, and then to develop and evaluate alternative courses of action that should lead the organization to realize its goals and objectives.  

This case is ideal to be taught in an organizational behavior, organizational structure, or organizational design course.  It could also be taught in an educational administration and supervision course, or in operations management, management of human resources, management of information technology, and work processes.  The appropriate levels of students to teach this case to are both undergraduate and masters.  

Case Synopsis

In the fall semester of 2001, Dr. Monroe Thames, the newly appointed Dean of the School of Graduate Studies (SGS) at a university in an urban, Mid-Atlantic town, was in the position of having to develop an overall plan of action that would help to eliminate many of the problems that he inherited.  Prior to his arrival, the SGS had been under constant pressure to increase its graduate enrollment rate, but he knew that in order to accomplish such a task, he would have to drastically restructure many of the current processes performed in the office, particularly the application management process.  His office had been beset with an array of problems including a poorly managed, inefficient, and ineffective, paper-based process that led to misfiling and loss of critical documents.  The application process was also too slow and inefficient, thus preventing the staff from accepting and admitting all of its qualified applicants in time for the semesters in which the applicants applied.

This case presents a graphic picture of how an academic department or office is likely to function in the absence of a well-implemented and effective management process.  This is a field-based research case and in addition uses information from the university’s publications and internal documents.

This case was prepared by Micah E. S. Crump, Morgan State University, and is intended to be used for class discussion rather than to illustrate either effective or ineffective handling of the situation.

Presented to and accepted by the North American Case Research Association (NACRA) for its annual meeting, November 2003, Tampa, Florida.  All rights reserved to the author and NACRA.  © 2003 by Micah E. S. Crump.
St. Matthews Neighborhood Center

Jennings B. Marshall, Samford University

Henry S. Maddux III, Sam Houston State University

Case Objectives and Use

This case helps students deal with a data set that is complex yet limited. Students have to focus on if and data set is appropriate and if how to use it. They must recognize the problems associated with the limited information that was available. The students must consider the different ways the data could be sorted and determine what tests could be run and recognize the limits of the various tests. The test results must be interpreted and they have to articulate an honest assessment of the data with the attorney.

Case Synopsis

This case deals with an allegation of both age and sex discrimination made by the former Administrative Director of St. Matthews Neighborhood Center (SMNC).  Randy Bowling of the firm Bowling & Bowles was retained to defend SMNC.  He has employed the consulting firm of Jackson, Ash, Fischer, and Associates Inc. of Louisville, Kentucky to collect and analyze appropriate salary and employment data.  The attorney needs to know if the data supports the center’s position that they did not discriminate or whether the data will favor the plaintiff.  After the data has been analyzed, the attorney must decide if SMNC will fight the allocation in court or try to negotiate a settlement.

The students are placed in the roll of the consultant and must analyze the data and explain their findings to Randy Bowling.  

This case was prepared by Jennings B. Marshall, Samford University, and Henry S. Maddux III, Sam Houston State University, and is intended to be used for class discussion rather than to illustrate either effective or ineffective handling of the situation.

Presented to and accepted by the North American Case Research Association (NACRA) for its annual meeting, November 2003, Tampa, Florida.  All rights reserved to the authors and NACRA.  © 2003 by Jennings B. Marshall and Henry S. Maddux III.
THE MEMPHIS POLICE DEPARTMENT: 

THE PERPLEXING PROMOTION PROBLEM 

Thomas R. Miller, University of Memphis
Case Objectives and Use

The case was developed from an extensive review of secondary sources and interviews with Memphis Police Department (MPD) officials and police association representatives.  The case draws on the controversial personnel practices of the MPD to explore issues in the employee promotion process.  The primary objectives of the case are to provide students the opportunity to consider the requirements of an effective promotion process, to learn about and apply testing concepts, and to become more familiar with the legal requirements of affirmative action and fair testing programs.  The case is intended for use in undergraduate and graduate courses in human resource management, employee staffing and selection, legal environment, and related courses.  The case topics include the promotion process, employment discrimination, affirmative action, selection testing, test validity, and legality of testing. 

Case Synopsis  

In the 1970s, the City of Memphis, charged with discrimination in hiring and promotion in the Memphis Police Department, entered into consent decrees in federal court that took affirmative action and were intended to eliminate a pattern of discrimination.  In 1989 a group of white officers sued the City of Memphis under the Equal Protection Clause of the U.S. Constitution claiming that they unjustly passed over for promotion and that black candidates with lower test scores were advanced.  The case dragged on for ten years, and a federal court injunction nearly stymied police promotions during this period.  The police department became woefully understaffed in front-line supervisory roles and public safety became a key concern of police and city officials.  

Based on evidence about a new police promotion test and expressed concerns by police administration about public safety, a federal judge in 1996 granted relief and permitted limited promotions in the department.  However, the calm in police promotions was soon disrupted.  In late 2000 it was discovered that portions of the test had been stolen and were leaked to some candidates slated to take the test.  Following development of a yet another promotion test, in September 2001 over 500 patrolmen, approximately half who were white and half black, completed the test battery, but the results alarmed both officer candidates and police management.  Faced with a an urgent need to proceed with the promotion process, yet facing strong objections from some police officers and their associations, the City of Memphis must decide what to do.

This case was prepared by Thomas R. Miller, University of Memphis, and is intended to be used for class discussion rather than to illustrate either effective or ineffective handling of the situation.

Presented to and accepted by the North American Case Research Association (NACRA) for its annual meeting, November 2003, Tampa, Florida.  All rights reserved to the author and NACRA.  © 2003 by Thomas R. Miller.

