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Human Resources Management 
Integrated set of processes, programs, and systems that focus on effective deployment and development of employees
Planning
Recruitment and selection
Training and development
Performance and management
Compensation and benefits
Occupational health and safety
Employee and labor relations

Importance of Line Manager
Key link between employee and organization
Ultimately responsible for productivity and safety of employees

Role of the HR manager
Align HR strategies with business strategies
Attract talents with desired skills on the job market
Deliver services  recruitment, training, etc
Strengthen employee contributions  training, development, performance feedback

Challenges of HRM (5)
Globalization
Identify capable expatriate managers who can live and work overseas
Design training programs to enhance expatriates understanding of foreign cultures and work practices
Adjust C & B packages for overseas work
Attract and recruit “global talents” 
Survival of Firms
Retain the most capable workers
Motivate remaining workers after downsizing
Make sure non-traditional workers understand organizations mission
Technology
Online instruction
“Just in time” learning via the internet on company intranets
management of virtual workers and teams
Human Resource Information System (HRIS)
A computerized system that provides current and accurate data for the purposes of control and decision making
Benefits:
Store and retrieve large quantities of data
Configure and reconfigure data to create new information
Easier communications both internally and externally
Lower administrative costs, increased productivity and response times
Human Capital and Managing Talent
Establish a series of methods to train, develop, and retain your human capitals
Demographic and Employee Concerns
Diversity of background (country of origin)
Generational characteristics
Gender Characteristics (gender-related policy; parental leave)
Labor shortage (aging workforce & fewer new entrants)
Changing natures of jobs (part-time, contract, temporary)
Work life balance


[bookmark: _WNSectionTitle][bookmark: _WNTabType_0]	2013-01-08 5:44 PM

Chapter 2 – Legal Framework of HRM:

Impact on Managers
What is expected to successfully manage people?
Employment laws are written to protect employer and employees
minimum hourly wage; employers contribution on pension
wage reflects value of employees
required working hours before employees can ask for overtime pay

Legal Framework in Canada
Federal Law
Canada Post, banks, airlines  all regulated by federal law
Provincial Law
Home Depot in Quebec vs. Home Depot in Alberta, they have different provincial regulations they must follow

Federal Employment Laws
Federal law applies to only 10% of Canadian workers who are employed by federal government departments (Royal Canadian Mints) or industries under federal jurisdiction such as airlines, railways, and banks.
Canada Labor Code
Basic employee conditions, labor relations, health and safety issues
Canadian Human Rights Act – Canadian Human Rights Commission (CHRC)
Discrimination & Harassment
Personal Information Protection and Electronic Documents Act (PIPEDA)
Confidentiality of the employees
Provincial Employment Legislation
Similar to federal legislation
Provides certain rights and guarantees
Max working hours before receiving overtime

Human Rights Legislation
Discrimination
Essence of human rights legislation prohibits discrimination based on a number of factors such as:
Race, religion, gender, age, ethnic origin, disability
Systemic Discrimination
Hidden employment barriers
Individuals are excluded based on their membership in certain groups that are not job related
Ex. Only hiring friends
Refusing to hire employees who cannot work on Saturday
Reverse Discrimination
Employers giving preference to members of certain disadvantaged groups so others feel threatened
Ex. Need to hire 5 females this year to meet quota
Bona Fide Occupational Qualification (BFOQ)
A justifiable reason to discriminate based on business reasons or safety concern
Ex. Fighter pilots must meet eyesight standards or they cannot fly
Reasonable Accommodation
Making adjustments to any aspect of working conditions to prevent discrimination
Employers are expected adapt to needs and “undue hardship”
Wheel chair accessible workspace
Difference in undue hardship for small and large organizations
Small organizations are not required to meet the same standards as larger ones as they often do not have the financial ability to accommodate all needs
Harassment
Any unwanted physical or verbal conduct that offends or humiliates you
Development of policies and procedures to prevent and deal with any complaints of harassment
Implications for HR:
Create open channel of communication between employer and employees

Employment Standards
Minimum obligations for employers
How much should they pay for employees
Typically reflects views of government in relation to social policy
Covers such rights as:
Hrs of work, overtime pay, vacation pay
Administered by agency or commission that both interprets and enforces legislation  CHRC
Labor Relations Legislation
Governs process an procedures between labor unions and employers
Authority (government) has the right to terminate a collective bargaining if a great deal of loss on citizens wellbeing is expected
Administered through a labor relations board
Labor relations Act (1995)
Labor relations Board administers labor relations legislation 
Health and Safety issues and Workers Comp.
Governs employer responsibility for healthy and safe workplace
Administration through government  (workers comp board)
Provides monetary payment in absence of work
Employment Equity
Employment of individuals in a fair and nonbiased manner
Mandatory for employers and corporations that have 100+ employees
Legislation the focuses on certain groups that have been historically disadvantaged
Women
Minorities
First Nations
People with disabilities
Pay Equity
Involunatary
Based on job content not ability of the employee
Two Principles:
Equal pay for equal work
Equal pay for work of comparable worth to the organization
Ex. Seniority 
Difficulty in determining “equal value” for dissimilar jobs
Car Sales vs. Mechanics
Implication for HR
Job evaluations
Diversity Management
Optimizing everyone’s background for business success
Voluntary
Need to create environment success
Treat people as individuals 
Value differences in employees

CHAPTER 3 – DESIGNING AND DEFIINING THE JOB

Job requirements of an HR Specialist:
Recruitment – determine recruitment qualifications
Selection – provide job duties and job specification for selection process
Performance Appraisal – provide job duties and job specifications for selection process
Training and Development – determine training needs and develop instructional programs
Compensation Management – provide basis for determining employees pay rate 
Job Analysis
The purpose of job analysis is to improve jobs through technological and human considerations in order to enhance organization efficiency and employee job satisfaction 
Process to gather job information
Identifies duties, tasks, and abilities to perform work successfully
Is a corner stone of HRM
A job description is the written output from job analysis
A successful job analysis can help obtain the information regarding the responsibilities for a job and the required KSA for employees 
Job Requirements
Job Description
statement of the tasks, duties, and responsibilities (TDR) of a job
Job Specification
Statement of the needed knowledge, skills, and abilities (KSA) of the person who is to perform the job
Process of Job Analysis
Where to get information  employee & Supervisor
1. How to obtain Job Information:
Questionnaires**
Interviews **
Diaries
Observations
Organizational reports 
2. What information is collected:
Tasks
Duties
Responsibilities
Equipment used
Skills required
Knowledge required
Experience required
Working conditions
Effort
Job context
Performance standards
3. Where the collected information goes:
Job title
Job summary
List of duties and responsibilities 
Job specification (KSA)
Standards of performance
4. How the information is used:
Recruitment
Selection
Training and development
Performance review
Compensation
Job Descriptions
Written document that contains:
Job title (should not include employee’s name)
Summary of job
Job duties/tasks/responsibilities
Job specifications (skills, abilities, knowledge, experience)
Standards of performance 
Date (completion)
Problems with Job Descriptions
Poorly written, using vague rather than specific terms 
Recruitment & other relevant activities
Lack of updating
Deliver pay stub to employees’ mailbox
May violate law by containing specifications not related to the job
Must be single female between the ages of 25-35
Can limit scope of activities 
Writing Clear and Understandable Job Descriptions
Use statement that are concise, direct, and simply worded
Use action-oriented verbs and present tense
Job descriptions must match job requirements

Job Analysis in Changing Environment
Job analysis assumes static environment
In dynamic environments, jobs can change rapidly
Technology improvement 
Downsizing/adoption of teams 
 reduce costs  employee gains responsibility for more jobs
All changes in environment will influence the job content and related KSA’s
New job analysis approaches include:
Future orientation
Competency-based
“living” job description

Designing the Job
An outgrowth of a job analysis that improves jobs through technological and human considerations in order to enhance organization efficiency and employee job satisfaction
Designed to achieve organizational objectives 
Designed to consider the capabilities and needs of employees
Basis for Job Design
A successful design will take both organizations and their employees into consideration
Organizational Objectives for the Job include tasks, duties, and responsibilities to be performed
Ergonomic considerations involving human capabilities and limitations
Behavioral concerns reflected in the different talents, abilities and skills of employees
Industrial Engineering Concerns centering on efficient production processes and work method improvements

Job Characteristics Model: Hackman and Oldham 1975
Job design theory that purports that three psychological states:
Experiencing meaningfulness of the work performed
Responsibility for work outcomes
Knowledge of the results of the work performed
Result in  improved work performance, internal motivation, and lower absenteeism and turnover
5 factors:
Skill Variety 
The degree to which a job entails a variety of different activities that demand the use of a number of different skills and talents by the job holder
Task Identity 
job requires completion of work beginning to end
Task Significance 
degree to which job has impact on other people
Autonomy
Degree to which job provides freedom, independence, and discretion to the individual in work schedule and procedure
Feedback
Employee Empowerment
Granting employees power to initiate change, thereby encouraging them to take charge of what they do
Participation and autonomy
Innovation and acceptance of risk taking
Access to information
Accountability for results
Cultural openness to change
Employee Engagement
Concept derived from employee empowerment
It is the employee who is committed and dedicated
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Human Resource Planning, Recruitment, and Selection

Human Resource Planning
Process to ensure that people required to run the company are being used where and when they are needed to accomplish the organizations goals
HR Planning Steps:
1. Forecast the demand for labor
2. Determine the supply of labor (internal and/or external)
3. Identify the gap between demand and supply
4. Develop action plans to eliminate the gap 
Oversupply or Shortage

Recruitment
The process of locating and encouraging potential applicants to apply for jobs in your organization (internal & external)
Recruitment Process:
1. Planning for staffing needs
2. Identification of current or future job openings
3. Getting individual job information
4. Determining recruitment method
5. Creating pool of potential qualified applicants

Recruiting Talent Internally
Advantages of Internal Promotion:
Capitalizes on past investments )recruiting, selecting, training, and developing) in current employees.
Rewards past performance and encourages continued commitment to the organization
Signals to employees that similar efforts by them will lead to promotion
Decreased socialization costs
Accurate record of past performance
Lower compensation
Less administrative cost
No need for entering new employee into system
Ways to Locate Qualified Internal Candidates
Through use of HRIS (most efficient)
Make list of requirements and see what employees meet them
Ex. 3 yrs experience, bilingual, marketing, etc
Succession planning 
Ex. Management trainees
Internal Job Posting
Disadvantages of Internal Promotion
Current employees may lack the knowledge, experience or skills needed for placement in the vacant/new position
Inbreeding
The organization has exhausted its supply of viable internal candidates and must seek additional employees in the job market
Growth 
Recruiting Talent Externally
Labor Market
Area from which applicants are to be recruited
Tight market – high employment, few available workers
Loose Market – low employment, many available workers
Other factors
Skills and knowledge required for the job
Level of compensation offered for the job
Reluctance of job seekers to relocate
Ease of commuting to the workplace 
Location of job (urban or nonurban)
Outside sources of recruitment
Advertisements
Unsolicited applications and resumes
Internet recruiting
Employee referrals
Executive search firms (head hunters)
Educational institutions
Labor unions
Public employment agencies (jobs Canada)
Private employment agencies
Temporary help agencies
Social media
Improving the effectiveness of External Recruitment
See diagram in slides  NOT IN TEXTBOOK
External Recruitment Considerations
Yield Ratio
Percentage of applicants from a recruitment source that make it to the next stage of the selection process
100 resumes  50 acceptable = 50% yield
50 qualified  20 Interviewed = 40% Yield
Cost of recruitment  per employee hired
Source cost, advertising cost, agency fees, etc.
See slides
Realistic Job Previews
Informing applicants about all aspects of the job, including both its desirable and undesirable facets
Benefits:
Improved employee job satisfaction
Reduced voluntary turnover
Enhanced communication through honesty and openness
Realistic job expectations
Selection
The process of choosing individuals who have relevant qualifications to fill existing or projected job openings
Selections consideration
Person-job fit – job analysis identifies required individual competencies (KSAO’s) for job success
Person-organization fit – the degree to which individuals are matched to the culture and values of the organization
Steps in Selection Process:
1. Completion of application and resume
2. Initial screening/interviewing by HR person
3. Employment tests
4. Supervisor or team interview
5. Reference checks
6. Hiring Decision

Sources of Information about Job Candidates
Application forms and resumes (personal data, education and skills, work history, awards, and hobbies, etc)
Interviews
Reference checks
Online Applications
An internet based automated posting
Attracting a broader and more diverse applicant pool
Collecting and mining resumes with keyword searches to identify qualified candidates
Collecting and mining resumes with keyword searches to identify qualified candidates
Conducting screening tests online
Reducing recruiting costs significantly
Interviewing Methods
Behavioral Description Interview (BDI)
An interview in which an applicant is asked questions about what he or she actually did in a given situation
Situational Interview
an applicant is given a hypothetical incident and asked how he or she would respond to it
answers compared to ideal response
Panel Interview
Board of interviewers ask questions to candidate
Internet-Based interview
Using a program to administer questions to a candidate
Answers are compared with ideal profile or responses
Telephone Interview
First to screen out candidates
Usually scheduled but sometimes “cold call”
Types of Interviews
Structured Interview
An interview in which a set of standardized questions having an established set of answers used
Unstructured Interview
The applicant determines the course of the discussion, while the interviewer refrains from influencing the applicants remarks
Interviewers do not have a specific set of questions for interviewees
Ground Rules for Employment Interviews
Establish an interview plan
Establish and maintain rapport
Pay attention to nonverbal cues
Provide information freely
Realistic job preview
Use questions efficiently
Recognize biases and stereotypes
Control the course of the interview
Standardize the questions asked
Types of Employment Tests
Cognitive ability tests (IQ, numerical, etc)
Personality Test
Emotional intelligence (perceive, understand, regulate)
Physical Ability tests
Job sample tests (performing tasks relevant to jobs)
Drug test
Substance Testing
The following types of testing are not allowed:
Pre-employment drug testing
Pre-employment alcohol testing
Random drug testing
Random alcohol testing
Basic employment rights protected by Canadian Human Rights Commission
How do Canadian Companies protect themselves?
Job-related testing
Inform candidates that offers are conditional on the passing of drug test and this test is required during the course of employment
Reference Checks
Previous working record
Questionable in relation to providing predictability of good performance
Not an obligation for a formal employer
Concern about liability
Lenient rating (not detailed)
Factors affecting Selection Decision
Job requirements: important to know what the hob is and what knowledge, skills and abilities are required to perform successfully
Organizational culture: person  culture fit
Organizational constraints: policies, finances, business objectives
“Can-Do” & “Will Do”
see diagram in slides

Selection Process
Final Decision:
Selection of applicant by departmental or immediate supervisor to dill vacancy
Notification of selection and job offer by the human resources department
Offer Letter:
Job description
Start date
Salary, bonus, and other benefits
Employment conditions (probationary period)
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Signature sections of employer (usually HR director) and employee 

Orientation
A formal process of familiarizing new employees with the organization, their jobs, and their work units
Benefits
Lower turnover
Increased productivity
Improved employee morale
Lower recruiting and training cots
Facilitation of learning reduction of the new employees anxiety

Training
Acquiring skills, behaviors, and abilities to perform current work
Development
Acquiring skills, behaviors and abilities to perform future work or to solve an organizational problem
Benefits
Recruitment
Availability of training can aid recruitment
Provide additional sources to trainees
Selection
Training may permit hiring less-qualified applicants
Effective selection may reduce training needs
Performance Appraisal
Training aids in the achievement of performance
A basis for assessing training needs and results
Compensation Management
Training and development may lead to higher pay
A basis for determining employees rate of pay
Labor relations
Training may include a role for the union
Union cooperation can facilitate training efforts

Systems Model of Training and Development

Phase 1: Needs Assessment
How important is this issue to the organization?
What competencies do employees NEED?
What competencies do employees HAVE?
What is the gap between need and have?
Bridge the Gap
Organization Analysis
An examination of the environment, strategies, and resources of the organization to determine where training emphasis should be 
Task (Operational) Analysis
The process of determining what the content of a training program should be on the basis of a study of the tasks and duties are involved in the job
How to handle billing complaints; New software; Job expansion
Person Analysis
A determination of the specific individuals who need training
Older workers, immigrant worker

Phase 2: Designing the Training Program
Instructional (learning) objectives
Desired outcomes of training (skills & knowledge the company wants the employees to have or the behaviors employees should acquire and change)
Trainee readiness and motivation
Does the Employee Have the Ability to Learn?
Train all your employees to read and analyze the financial report
Is the Employee Motivated to Learn?
Each employee is different and learns at different speeds and in different ways
Characteristics of Trainers
Outgoing, knowledgeable, communication skills
Psychological Principles of Learning
Focus on learning and Transfer:
Goal setting
Meaningfulness of presentation
Behavioral modeling
Recognition of individual learning differences
Focus on Method and Process
Active practice and repetition
Whole versus-part learning
Massed-vs-distributed learning
Feedback and reinforcement

Phase 3: Implementing the Training Program
On the Job Training (OJT)
Employees are given hands-on experience with instructions from their supervisor or colleagues under normal working conditions
Co-op and Internship
Drawbacks:
The lack of a well-structured training environment
Poor training skills of managers
Managers/colleagues do not have time
The absence of well-defined job performance criteria
Co-op & Internship Programs

Classroom Instruction
Enables maximum number of trainees to be handles by the minimum number of instructors

Programmed Instruction (electronic)
Self directed learning—involves the use of books, manuals, or computers to break down subject matter content into highly organized lo
Drawbacks
Inability to ask questions
Lack of motivation
Audio Visual

Simulation
Used when it is either impractical or unwise to train employees on the actual equipment of the job
Pilots

Training Methods for Management Development
On the Job Experiences
Coaching – continuous flow of instruction, comments, and suggestions from supervisor to subordinates
Understudy Assignments – take over a managers job and gain experience in handling important function of the job
Job rotation – compensation  recruitment  training
Lateral Transfer – transfer employees to different departments
Special projects/Junior board – study current organizational problem and decision making
Seminars and Conferences
Case studies



Phase 4: Evaluating the Training Program
Reactions:
Participant Reactions
The simplest and most common approach to training evaluation is assessing trainees reactions
Potential questions might include the following:
What were your learning goals for this program?
Did you achieve them?
Did you like this program?
Would you recommend it to others who have similar learning goals?
What Suggestions do you have for improving the program?
Should organizations..
Learning
Check to see whether they actually learned anything
Test knowledge and skills before and after training  and establish baseline standard
Behavior (Learning Transfer to Job)
Transfer of Training
Effective application of principles learned to what is required on the job
In a stress-free setting (test) vs. real work environment
Maximizing the Transfer of Training
Feature identical elements of the job in the actual training
Focus in general principles (don’t be too specific)
Establish a climate for transfer (supportive managers; ensure employees use new skills
Results or ROI
Utility of Training Programs
Calculating the benefits derived from training:
How much did quality improve?
How much has it contributed to profits?
What reduction in turnover and wasted materials did the company gain?


Career Development
Dynamic Process
Meet the needs of employees, managers, and organizations at the same time
Individuals responsible for own career planning
Organization res
Organizational needs linked with individual needs

Special Development Needs
Mentoring
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Performance Management System
a set of integrated management practices
includes but not limited to formal review of employees performance
allow the organization to integrate the management functions in order to maximize employee potential
help increase employees satisfaction with their work and with their organization
Strategic Importance of PMS
Align individual goals with organizational goals
individual  become a sales manager next year
organizational  increase revenue 10% by selling 500 more cars
Identification of training and development needs
Knowledgeable but pushy
Communication skills training needed
Assessment of people’s strengths for business growth
A mechanic with outstanding communication skills but mediocre maintenance skills  transfer to sales dept.

Management Practices Essential for Effective PMS
Setting clear expectations
If you sell 25 more cars this year w/out any customer complaints you will be promoted to sales manager (CLEAR)
If you have a good sales record you will be promoted (UNCLEAR)
Having specific standards of performance
Sales volume, # of complaints, # of referrals
Providing supportive and helpful coaching
Focusing on accomplishments during performance reviews
Acknowledging and celebrating good performance
Creating action plans to improve performance

Purposes of PMS
Compensation
Pay for performance, salary increase
Administrative
Promotion, transfer, layoff decisions, documentation for potential legal issues
Measurement of performance
How employees performed compared to predetermined goals
Developmental
Why does PMS fail?
No plans for helping employees develop  companies treat PMS like an obligation not a tool
No ongoing goal review and feedback from managers
Little or no training/motivation for managers in conducting a performance review
not every manager feels comfortable providing performance feedback
performance feedback takes time and no reward
Performance standards used are questionable or unknown to employees/Fairness of the instruments
Obsolete questions
One-size-fits-all survey (value team based work but ask individual orientated questions)
Appraisal information limited to the judgment supervisors
Formal reviews only occur once a year 
Lack of executive commitment to the process
Managers evaluation biases
Recency error (only based on recent events)
Halo error (only based on what’s important in the supervisors mind)
Central Error (unwilling to give very high or low scores)
Contrast Error (compare ones performance to another)

Steps in Effective PMS
Clarify the work to be done (increase annual sales by 10%)
Set goals and plan performance (sell 25 more cars in the next 6 months, reduce the complain rate to less than 3%)
Regular and frequent coaching (should not involve fault-finding or blaming; assist employees in goal completion
Conduct a formal review of performance regularly 
Recognize and reward performance

Complying with the Law
Performance standards must be job related
Employees must be given a written copy of performance standards in advance of formal review
Managers must be able to observe performance (having measurable standard to compare employees)
Managers and supervisors should be trained to understand their role in managing performance
Reviews should be discussed openly with employees
An appeals procedure should be established to enable employees disagreement..

Who should provide performance information?
Manager/supervisor (most common)
Self (underrate or overrate?  depends on personality)
Subordinate (evaluation of managers
Confidentiality; fear of retaliation issues
Peer 
Team 
Customer

360-Degree Review Information
Advantages:
System is more comprehensive
Quality of information is better
Provides better data
Provides more consistent information
Disadvantages:
System is cumbersome
System cant improve managerial ineptness
Feedback can be intimidating
Can be seen as a popularity contest
System requires training

Training Reviewers
Review is a “service”, no-reward task
Can improve overall performance of management system
Helps to remove barriers of time constraints and lack of knowledge
Helps by enabling managers to give precise and specific feedback in a constructive manner

Performance Review Methods

Trait Methods
Measures the extent employee possesses certain characteristics (leadership, reliability, diligence, etc)
Used largely due to ease in developing list of traits
EX. Please rate this employees level of diligence at work (1=unsatisfactory to 5=exceptional)
Traits can be vague and evaluation can be subjective
What is leadership? Different people may have different definitions
Behavioral Methods
Specify which actions/behaviors should be exhibited on the job
Behavioral checklist method
Is able to… check.
Can be subjective
Behaviorally anchored rating scale (BARS)
Numerical rating on descriptive abilities 
Behavioral Observation Scales (BOS)
Numerical value to denote behavior of particular items
Always, sometimes, never…
Results Method
Productivity Measures
Sales volume
Number of item without defects
Encourage employees to “look good” on a short term basis
Management by Objectives (MBO)
Philosophy of management Peter Drucker
Goals established jointly between managers and employees
Employees set up objectives (sales volume, quality standard) through consultation with supervisors
These objectives are used for performance review

The Balanced Scorecard

Summary of Appraisal Methods
Trait Method
Advantages
Are inexpensive to develop
Use meaningful dimensions
Are easy to use
Disadvantages
Have high potential for rating errors (biases)
Are not useful for allocating rewards
Behavioral Methods
Advantages
Use specific performance dimensions/specific actions/behaviors are identified and listed
Are acceptable to employees and supervisors
Are useful for providing feedback
Are fair for reward and promotion decisions
Disadvantages
Can be time-consuming to develop/use
Can be costly to develop
Have some potential for rating error
Result Methods
Advantages
Have less subjective bias
Are acceptable to employees and superiors
Link individual to organizational performance
Encourage mutual goal setting (MBO)
Are good for reward and promotion decisions
Disadvantages
Are time consuming to develop/use
May encourage short term perspective
May use contaminated criteria (customers served per hour; but what if the rep is rude to the customer and harm company’s reputation)
May use deficient criteria (let the equipment….

Conducting Formal Performance Interview
Ask for self assessment
Invite participation
Express appreciation
Minimize criticism
Change the behavior, not the person (you have been late to work 7 times this month, not being a lazy person)
Focus on solving problems (do you need transportation?)
Be supportive
Establish goals
Follow up with feedback and ongoing review

Improving Performance
Identifying sources of ineffective performance
Skill problem (knowledge, ablilities, competence)
Effort problem (motivation..



How to Establish Effective Performance System (SMART) Method
S – Specific, sifnificant
M –
A – 
R –
T-
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1. MC – 15 questions
30%
2. Short Answer – 6 questions
half page
30%
3. Long Answer – 2 questions
application to cases
1-2 pages
40%

PG 88 CASE STUDY

1. How to conduct Job Analysis:
Trends in emerging technology
Consult experts
Look at competitors
Ask current employees about current and future job requirements

2. Involve Current Employees
Yes
No conflict 
They have knowledge of the job that you need
3. Will another job analysis be needed after 2 years?
Yes
Job will change  out of date quickly
Better understanding of the requirements of the job  background


" Intaate ct o racesse, progams, and systoms rt fous n
Traing and deveepment
Compentaton and benetts
& Empoyesand ltor reltons

Importance of Lne Manager
Koy Ik betwoon ampioyee and rganzton
© Unimatl responsi o preduciey o sty o ampioees

ol of the R manger
- g R Steges wiy businsssrteges
At ks i deses s ot fob ket
Detver seices 3 recrotment, g, e
petomance feedback

hatlonges of HAM (5)
Gobatzaton
" enety copaie cxporite mansgers who can e nd work
Desan raring programs o enrancs exptrtes understandng of
- et s recrot "t s
et the most capate workers
Tecmotogy




