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Human Resources Management (HRM): an integrated set of processes, programs, and systems in an organization that focuses on the effective deployment and development of its employees
Employee = contract workers, other organization workers helping, or any other similar working relationship

HRM Processes/Activities:
1. Organizational, work, and job design
What tasks need to be done, what order, what skills, and how individual tasks fit together in work units
2. Planning
People in organization = right people with the right skills at the right time in the right place
3. Recruitment and selection
Finding people with the necessary skills and background
4. Training and development
Helping employees develop necessary knowledge and skills to do their job today and in the future
5. Performance management
Providing feedback to employees on a regular basis
6. Compensation (pay/benefits)
Develop/admin. Programs that will attract and retain employees
7. Occupational health and safety
Ensure safety/health of employees are maintained
8. Employee and labour relations
Positive/constructive relations between the employees and the supervisors/managers/union reps

Ex/ RCMP
Organization and Job design: 
Regular/civilian (specialists) members
Recruitment & selection:
What tests do you have to take to apply to the RCMP?
Training and development: 
What do recruits learn about use of force at the Depot in Regina, and how do they learn it?

Difference between Line and Staff: 

Line:
Supervisors, people managers
Directly interact with the employees
Employees tend to trust line managers more than others
Has “line authority” – directly responsible for a product or service
HR Professional:
Functional authority – responsible for all HR areas
Help equip line manager with the best people practices
Provide service activities (recruiting and training)
Policy formulation and implementation

The Ongoing Partnership:
Managing people is every manager’s responsibility
HR managers = help with top-management planning/decision making
75-100 employees, get a HR professional
Ex/ Jack (CSR manager) and Jill (HR manager)
Jack works with Jill to confirm job requirements, doing final interview, and make decision, Jill would assist Jack the entire time

Current Business Challenges:

Six challenges: 

1. Global Economy
Canadian economy = built on exports (40% of our GDP [gross domestic product])
Globalization: moving a local or regional business into the global market
Globalization means there is competition anywhere in the world
Since we’re tied with the global marketplace, recession caught up with us in 2009
Effect on HR: must comply with the different geographies, cultures, laws, and business practices 
HR pros must help managers understand foreign cultures

2. Survival of Firms and Sectors
closely linked with USA (75% our GDP exported to USA)
recession in USA impacts firms/sectors in Canada
natural resources effected greatly (ex/ oil, gas, mining)
companies must manage their costs
Downsizing: the planned elimination of jobs
must be careful, if downsizing is not well-designed, might not realize profits from job cuts right away
alternatives: 
4 days a week w/ reduced pay
lay everyone off for very short period of time
job-sharing, extended vacation (without pay)
employees that are left after downsizing will help the company recover, must be careful with them
Outsourcing: hiring someone outside the company to perform tasks that could be done internally (ex/ accounting firms)
Do it to increase flexibility and lower overhead costs
Employee Leasing: employees are let go, then hired by a leasing company that contracts with the original company

3. Technology and Quality
improve processes, reduce costs, improve quality w/ technology
e-commerce is huge, changing brick-and-mortar companies
“virtual” workers: work from home, hotels, cars, etc.
websites allow you to get info on jobs/occupations
post resume online, fill out online applications
Human Resources Information System (HRIS): provides data for purposes of control and decision making
Designed to be used by the line manager/HR practitioner 
Information Technology (IT) allows quick and inexpensive methods to store/take large amounts of data
Helps with communication across world
Influences HR in 4 ways:
1. Operational Impact: reducing costs, improving productivity, helps with admin, payroll, employee records, performance management
2. Enhancing Services: online security protects employee info (accessing pay statements, updating personal info)
3. Internet: ability to access/use information (job postings, applying online, virtual training)
4. Transformational: redefining activities HR undertakes (now must be a leader for new models of talent/collaborative work)
Quality:
Must meet customer expectations
Therefore, must hire staff that has good chemistry
TQM (total quality management): managers focus on understanding customer needs, doing it right, and continuously improve 
Six Sigma: the process when you translate customer needs into separate tasks, then defining how to do those tasks in align with others
Help balance two opposing forces
Focus on continuous improvement
ISO 9000: worldwide approach to quality management standards
Covers both product design/delivery
Companies go through a certification process
Benchmarking: finding out the best practices in other companies, then bring them into the company to enhance performance

4. Environment and Climate Change
increased awareness of the environment and natural resources
increased demand for oil, but a desire to reduce fossil fuels for energy
power generation, people want green energy, introduce solar power systems
climate change is also huge

5. Human Capital and Talent Management
Human Capital: an individuals knowledge, skills, and capabilities that are a huge impact to the organizations performance 
Intangible and has to be managed differently
Managers are key in maintaining/developing human capital
Need excellent training/development investments
Core Competencies: combination of knowledge, skills, and characteristics needed to effectively perform a role in an organization
These are part of their human capital
Ex/ FOCUS ON CUSTOMER
Once identified in the organization, they must find ways of using/improving the competencies that exist
Learning capability is g times g (business’s ability to generate new ideas x their adeptness at generalizing them throughout the company
Talent Management: leveraging competencies to achieve high organizational performance 
Ensure that competencies are in the right places at the company
Measuring the impact of those competencies against goals
HR practices need to be considered:
Leadership development
Succession planning
Career planning
Performance management
High-potential employee development
Learning and training
Competency management
Retention 
Professional development

6. Demographic and Employee Concerns
changes in employee background, age, gender, education impact
Backgrounds:
Canada is extremely diverse
Have to make sure skilled immigrants have access to employment opportunities
TRIEC and ALLIES – help immigrants overcome barriers in the workforce
Age:
Working age is becoming older
Fewer young people entering the working-age population
Baby Boomers (1946-1965) 
Competitive, optimistic, and hierarchal 
Generation X (1966-1979)
Sceptical, independent, tech-savvy, career-oriented, not hierarchal 
Generation Y (1980-1999)
Energetic, achievement-oriented
Skills and Labour Shortage:
With aging of workforce w/ fewer new entrants, comes shortages for skilled workers
Must ensure management style is suitable for both tech-savvy workers and workers who aren’t comfortable with change
Gender:
Employers are under constant pressure to ensure equality with women
Also need to accommodate working mothers and fathers through parental leaves
Also caregivers to aging parents
Need to eliminate sexual harassment in the workplace with the increase of females
Rising levels of Education:
the more education someone has, the greater the chances are of having work
Changing Nature of the Job:
Part-time, temporary, contract work (no pension plans and health-care benefits)
Also self-employed workers
Cultural Changes:
Attitudes, beliefs, values, and customs influence behaviour on the job and the working environment
Employee Rights:
Legislation changed the rules for managing employees
Safe and healthy workplace, minimum working conditions, privacy
Ethics:
Self explanatory
Concern for Privacy:
PIPEDA – federal law that deals with collection, use, and disclosure of personal information
Changing Attitudes toward Work:
Employees define success in terms of personal expression and fulfillment of potential on the job
Balance challenges/rewards of work with personal lives
People want to find interesting work, not just a job
Balancing Work and Family:
Both are connected (economic, social, and psychological ways)
Two-wage earner and single-parent family
Family-friendly options at work (flexible hours, daycare, job sharing, parental leave, etc.)

Corporate Strategies:
Deals with questions such as:
Should we be in business?
What business should we be in?
Two main types:
Restructuring Strategy: ensure long time survival
Growth Strategy: can grow increasingly gradually, expanding internationally, or through mergers and acquisitions 

Business Strategies:
Focuses on one line of business, questions:
How should we compete?
Need to be competitive
Competitive advantage: a capacity or quality that an organization has that gives it an edge over its competition 
Could be product, price, quality, delivery, or service

Link between business strategies and strategic HRM:

Strategic HRM: identifying key HR processes and linking those to the overall business strategy
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