HRM Lecture 2 


Chapter 3 

· Importance of understanding the legal environment…. 1) doing the right thing, 2) underlining shared responsibilities, 3) limiting potential liability  

The Legal framework 
	-The Canadian charter of rights and freedom 
	-The Canadian Human Rights Act (CHRA)
	-Provincial Laws 

Exemptions 
Bona Fide Occupational Qualification / Requirement (BFOQ/BFOR) 
· A justifiable reason for discrimination based on business reasons of safety or effectiveness 

Canada has 14 jurisdictions 

Reasonable Accommodation 
· Adjustments in job content and working conditions that an employer may be expected to make in order to accommodate a person protected by human rights provisions 

The enforcement of provincial Human Rights Law 
-File a complaint 
-Investigation and submission of report 
-If complaint is substantiated, settlement 
-If no agreement, then a tribunal 

Pay Equity 
· It is illegal to discriminate on the basis of job content 
· Equal pay for work of equal value (equal pay for people doing similar sorts of jobs that are considered the same value)

Employment Equity 
· Status of designated groups: Women, Aboriginal People, Visible Minorities, and People with Disabilities.  
· What are the goals? 1) Redress past discrimination, to correct past discrimination. 2) To prevent discrimination. 
· What it is:  An attempt by an organization to actively recruit and select talented employees from traditionally undertapped pools 
· What it is not: a government mandate that forces organizations to hire unqualified employees. 
· Why Care about EE: 1) Correct previous discrimination and prevent future ones, 2) occupational segregation, 3) glass ceiling (when there is a cap on advancement on certain groups)

The implementation of employment equity in organizations 
Step 1: Senior management commitment and assignment of accountable senior staff- they are the most influential members of the organization 
Step 2: data collection and analysis 
· Stock data (seeing what the organization looks like… looks very diverse)
· Flow data 
· Self Identification Form  
Step 3:  employment systems review 
· Systemic discrimination 
· Special measures 
· Reasonable accommodation (do we have that in place, is it something we are thinking about)
Step 4: Establishment of a work plan (having a number of goals that we want to achieve) 
Step 5: Implementation (making those goals happen)
Step 6: Evaluation, monitoring and revision 

Sexual Harassment
· Unwelcome advances, requests for sexual favours, and other verbal or physical conduct of a sexual nature in the working environment 

Managing Diversity 
· Diversity management: The optimization of an organization’s multicultural workforce in order to reach business objectives 

Business reasons for diversity management
· Better utilization of talent 
· Increased marketplace understanding 
· Enhanced creativity 
· Increased quality of team problem solving
· Greater understand in leadership position 










Chapter 4 Lecture 3 
Job analysis and work design 

Job Requirements 
· Job Description: a statement of the tasks, duties, and responsibilities of a job to be performed. 
· Job Specification: a statement of the needed knowledge, skills, and abilities of the person who is to perform the job. 

Relationship of Job requirements and HRM functions 
· Strategic HR Planning – assess whether organizations has the right number and types of jobs to fulfill its strategy 
· Recruitment- job specification must determined on basis of skills needed 
· Selection- job description must clearly state tasks and duties of positions to be filled. 
· Training and development- organizations must determine how much it will invest to compensate for discrepancies between needs and KSAs of new hires; sometime have no choice. 
· Performance appraisal- performance appraisal must be benchmarked against requirements of job description 
· Compensation management- worth of job also based on KSAs determined In job satisfaction 
· Legal Compliance- vague and unrelated criteria for the above open room for charges of discrimination. 
· KSA: Knowledge, skills and abilities. 


What is job analysis? 
· A Job analysis is the process of obtaining information about jobs by determining the duties, tasks, or activities of jobs 
· A job analysis should also outline the tools needed to do the job, the environment and times at which it needs to done, with whom it needs to be done and the outcome or performance level it should produce 

The process of Job analysis – pg 124

Approaches to job analysis 
Four of the more popular methods are: 
1. The position analysis questionnaire system 
2. The critical incident method
3. A task inventory analysis 
4. A competency-based analysis 

Job Description
Jobs duties, or essential functions, section 
· Indicate responsibilities entailed and results to be accomplished


Problems with Job Descriptions
1. If they are poorly written, using vague rather than specific terms, they provide little guidance to the jobholder 
2. They are sometimes not updated as job duties or specifications change 
3. They may violate the law by containing specifications not related to job success 
4. They can limit the scope of activities of the jobholder, reducing organizational flexibility 

Job Design 
· An outgrowth of job analysis that improves jobs through technological and human considerations to enhance organization efficiency and employee job satisfaction 

Behavioural concerns 
· The job enrichment model and the job characteristics model: two methods designed to increase the job satisfaction of employees 

Job characteristics model: designing jobs to motivate employees 
(Key model/theory) look it up!! 






Job Enrichment 
· Enrich a job through changing the goal characteristics 
· Increasing the level of difficulty and responsibility of the job 
· Allowing employees to retain more authority and control over work outcomes 
· Adding new tasks to the job that require training and growth 
· Assigning individuals specific tasks, enabling them to use their particular competencies or skills 
· Enrich the job characteristics to improve the outcome

Flexible work schedules (the arrangement of the job) 
· Compressed workweek (working 4, 10 hour shifts instead of 5, 8 hour shifts) 
· Flextime (Working during unusual working hours)
· Job sharing (when you have 2 part-time employees sharing a full-time job) 
· Telecommuting 


Lecture 4
Practice Case 




Lecture 5, Chapter 5 
Branding the talent pool: recruitment and careers 





Recruitment has evolved – excerpts from 1943 “hiring guide”

Who should do the Recruiting?
· HR recruiters or generalists (larger Firms)
· Managers and/or supervisors (Smaller firms)
· Work teams 
· Recruiting process outsourcing (RPO)
· - The practice of outsourcing an organizations recruiting function to an outside firm 
Should a firm recruit internally or externally?
· Most managers try to follow a policy of filling job vacancies about the entry-level position through promotions and transfers 
· There are advantages and disadvantages to both. 
· Advantages: offers encouragement, already cost the company a lot of money it would cost more to go outside the company. If you hire within you already have someone that knows the culture. 
· Disadvantages: you might not get the extreme skills that someone outside of the company already has. There could be tensions between employees… not taking orders from someone that was their peer.  Inbreeding of ideas… 

Labour market 
· Area from which applicants are to be recruited 
· Tight market: high employment, few available workers 
· Loose Market: low employment, many available workers 
· Factors determining the relevant labour market – the position that you are hiring for, entry level vs. managing position. 

Branding 
· Organizations efforts to help existing and prospective workers understand why it is a desirable place to work. 

Recruiting Internally 
· Internal job postings 
· Identifying talent through performance appraisals 
· Skills inventories and replacement charts 

Recruiting Externally
· Advertisements 
· Walk-ins, unsolicited applications, and resumes 
· The internet, social networking, and mobile recruiting 
· Job fairs 
· Employee referrals 
· Rerecruiting 
· Executive search firms 
· Educational institutions 
· Professional associations 
· Labour unions 
· Public employment agencies 
· Private employment and temporary agencies 
· Employee leasing 

Improving the effectiveness of recruiting 
- Surveys, recruiting metrics and realistic job previews all go into effectiveness of recruitment. Page 167 

Career management: developing talent over time
· The goal is to match individual and organizational needs. – The employee role, the organizational role 
· Recognize different career paths 
· [bookmark: _GoBack]Consider various career development initiatives 
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