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Visit the websites of Lockheed Martin Corporation (www.lockheedmarlin.com)
and Panera Bread (www.panerabread.com). Use the information provided in
the “About Us” section and other parts of each company’s website to answer the

following questions.
1. Prepare a chart comparing the two companies based on the organizational

demand characteristics discussed in this chapter.
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LEARNING EXERCISE 2

What exactly does it mean to be amanage
But do you really know? Throughout this chapter,
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1. What does it mean to manage employees?

2. What aspects of each manager’s job create the most challenges?

3. Compare the responses that you get from the three managers with the primary
HR activities discussed in this chapter. What role do these managers play in work

design and workforce planning? Managing employee competencies? Managing

employees’ attitudes and behaviors?

CASE STUDY 1: THE NEW JOB

ating from school, you are fortunate to receive an offer as an assistant

rtment in a company located in New York City, working

for a fast-growing company that provides marketing support for companies. Your
department specializes in marketing strategies for the Internet and currently has
10 employees—you, your direct supervisor (the manager of the department), and
8 marketing associates. Your job is to help the manager lead the unit to develop
long-term strategies for your unit, to maintain excellent customer service with
your clients, and to strive to build future business opportunities. The marketing
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Discussion Questions
1. What job would you create? Why?
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CASE STUDY 2: EMPLOYEES LOVE WEGMANS
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