 Chapter 1 – The Challenges of HRM

· Emerging HRM Process and Activities:
· Organizational development and learning (extension of training and development)
· High-performance work groups or teams (extension of job design) 
· Flexible work arrangements 
· Human resource information and management systems 
· Line manager or supervisor are key links between the employee and the organization 
· Increasing attention is being given to the individual needs of the employees, “their best assets have legs”
· In organizations with an HR unit, HR managers assume a greater role in top-management planning and decision making 
· Current business challenges 
· Global economy
· Survival of firms and business sectors
· Technology and quality
· Responses to environment and climate change
· Developing human capital and talent management
· Demographic and employee concerns 
·  
· Quality is of big concern to companies these days, can make or break you (started about 20 years ago with TQM – total quality management)
· Approaches to overall quality
· Six Sigma
· ISO 9000 and 14000
· Benchmarking 
· The Baldrige Award for Performance Excellence 
· Managers must begin to develop ways of ensuring superior knowledge, skills, and experience within their workforce and to find ways to distribute this capital throughout the organization 
· “Learning capability is a g times g – a business’s ability to generate new ideas multiplied by its adeptness to generalizing them throughout the company” – Dave Ulrich 
· Tactics to managing human capital
· Maintenance and development 
· Instill core competencies 
· Talent management 
· Leadership development 
· Succession planning
· Career planning
· Performance management 
· High-potential employee development
· Learning and training
· Competency management
· Retention
· Professional development 
· Immigrants represent almost 70% of the labour force growth 
· Fewer young people are entering the working-age population to replace individuals retiring = shortage
· 62% of the workforce is female = employers must be flexible for maternity leave, scheduling, job sharing, telecommuting, and childcare assistance (also caregivers to aging parents)
· Because educational attainment has risen, jobs that require more of it are the fastest growing
· 40% of adult population lacks literacy abilities to meet everyday requirement in society 
· 20% of working population work part-time (mostly voluntarily) and 15% of Canadians are SE
· Employees define success in terms of personal self-expression and fulfillment of potential 
· Work environments are becoming more family oriented (ie. Daycare) 
· Corporate strategies = Should we be in business? What business should we be in? They are company-wide and focus on overall objectives, such as long-term survival and growth
· Restructuring (turnaround, divestitures, liquidation, and bankruptcy)
· Growth
· Business strategy = How should we compete? (Competitive advantage)

Summary
· In order to effectively manage business challenges, one must develop a business strategy to enable a organization to achieve a high level of performance and then link that to the HRM process
· The focus of current HRM thinking and research is identifying and implementing people processes and systems that can make a particular firm stand out about the rest (competitive advantage)
· HR practices are expected to develop the employees’ abilities and to motivate employees such that the organization is successful 
· When a company or line manager doesn't link the people, processes, and practices with the business objectives, the company may not be able to achieve the necessary competitive advantage
· The line manager is the key link between employees and the organization 
· Current business challenges include:
· Globalization pressuring managers to effectively manage people 
· Survival of firms and business sectors resulting in focus on maximum utilization of people
· Technology enabling organizations to focus on quality and customer
· The environment creating both challenges and opportunities
· Concerns about human capital and talent management 
· There is an aging workforce and an increase in working females 
· There will be a shortage in labour in the near future (aging population – replacement)
· Business strategies develop a company’s mission, goals, and action plans. Solidify their competitive advantage and implement into staff 

Definitions 
Human Resource Management: An integrated set of processes, programs, and systems in an organization that focuses on the effective deployment and development of its employees 

Human Resource Information System (HRIS): A technology system that provides data for purposes of control and decision-making 

Total Quality Management (TQM): Management philosophy focused on understanding customer needs, doing things right the first time, and striving for continuous improvement 














Chapter 4 – Planning, Recruitment, and Selection

· Strategy lies in determining a company’s key goals and the actions it needs to take to achieve them
· The HR plan must have an activity that assesses the skill of current employees and possibly a recruitment activity that attracts new employees with necessary skills 
· It is currently estimated that the cost of turnover can be as high as two times the annual compensation, particularly in high-demand skill areas 
· Canada does NOT have an ethnic quota system 

· The best overall predictor for job performance is a person’s general mental abilities 
· Application guidelines (for employer)
· Date application
· Dates are not necessary to include with education
· Avoid questions about criminal record
· Avoid questions about country of citizenship
· Avoid questions about disabilities 
· Interviewing methods
· One-on-one
· Panel or group 
· Telephone 
· Internet-based 
· Telephone interviews are the most effective when checking references, especially when asked “Would you rehire this employee?”
· Line manager makes decision of who is hired 

Definitions
Human Resource Planning: A process to ensure that the people required to run the company are being used as effectively as possible, where and when they are needed, in order to accomplish the organization’s goals (also known as manpower planning and employment planning) – right people, right skills, right job, right time 

Succession Planning: Developing leaders for the future and focusing efforts on training and development programs so that the leaders have the competencies necessary that can keep pace with the direction of the organization 

Attrition: Natural departure of employees through quitting, retiring, or dying 
















Chapter 5 – Orientation, Training, and Development 

· Jobs that require little skill are rapidly being replaced by that require technical, interpersonal, and problem-solving skills 
· There must be a link between strategic objectives and training programs 
· A systems approach is used to ensure investments in orientation, training, and development have the maximum impact on individual and organization performance. It involves the following four phases:
· Needs assessment 
· Kind of training needed, where it is needed, who need it, and which method 
· Organizational level: Examine environment and strategy – where emphasis should be
· Task level: Review activities of work to determine competencies needed
· Person level: Which employees need training
1. How important is the issue to the success of the organization?
2. What competencies or knowledge, skills, and abilities do employees need?
3. What ^ do employees have?
4. What is the gap between the desired and the actual?
· Program design
· Instructional objectives: Desired outcomes of training program
· Trainees readiness and motivation: Trainee’s maturity and experiences
1. Use positive reinforcement 
2. Eliminate threats and punishments
3. Be flexible
4. Have participants set personal goals 
5. Design interesting instructions
6. Bread down physical and psychological obstacles to learning 
· Principles of learning: Characteristics of training programs that help employees grasp new material, make sense of it in their own lives, and transfer it back to the job 
1. Goal setting
2. Individual differences
3. Active practice and repetition
4. Whole-versus-part learning 
5. Massed-versus-distributed learning
6. Feedback and reinforcement
7. Meaningfulness of presentation 
8. Modeling / Behaviour modification 
· Characteristics of instructors 
· 
· Evaluation of training 
· Reactions (Positive reactions are no guarantee that the training was successful)
· Learning (What they actually learned)
· Behaviour (Transfer of training – to maximize, feature identical elements of the job in the training, focus on general principles that can be adapted, and establish a climate for transfer with a supportive manager)
· Results (ROI, Plan Do Check Act, benchmarking
· Training vs. Development 
· Learning, which refers to the ongoing change in behaviour and thinking, is the ultimate goal of training and development 
· Canadian businesses spend about $852 per employee each year on informal training (ca. 1.8% of pay)
· 2008 ASTD review confirmed:
· While there is no enterprise-wide moratorium on training, there is a greater scrutiny on the training expenditures
· Compared to earlier economic downturns, organizations are much more supportive of continuing with some training as those organizations believe it’s worthwhile
· Training that has a direct financial return will take precedence 
· Training can improve employee engagement, which can in turn reduce turnover 
· About 1/3 of the Canadian workforce takes part in job-related training 
· 2008 Hay Group study concluded that in recessionary times it is even more important to provide growth and development opportunities for employees
· Benefits of orientation include lower turnover rate, increased productivity, improved employee morale, lower recruiting / training costs, facilitation of learning, and reduction of anxiety
· Top five skills needed inn employees today are the ability to:
· Read and understand information
· Listen, ask questions, and understand
· Work in teams
· Assess situations and identify problems
· Share information orally and work with others
· Teamwork falls under two broad categories, task related and team related 
· Two types of diversity training, awareness building (helps employees appreciate the benefits of diversity) and skill building (provides the capabilities necessary for working with people who are different)
· Career development needs management support (reflect the goals and culture) and goal setting
· Principal criteria for determining promotions are merit and seniority
· [bookmark: _GoBack]Men traditionally have an informal network of interpersonal relationships that provide a means for senior male members of the organization to pass along news of advancement opportunities and other career tips to junior male members. To combat, women tend to make formal women’s networks 

Summary
· Training and development MUST be linked to organization’s goals and objectives 
· Approach to training and development creates this link
· Principles of learning:
· Goal setting
· Individual differences
· Active practice and repetition
· Whole-versus-part learning 
· Massed-versus-distributed learning
· Feedback and reinforcement
· Meaningfulness of presentation 
· Modeling / Behaviour modification 
· Types of job training (used for ALL levels):
· On-the-job
· Apprenticeship
· Cooperative and internship programs
· Computer-based
· Seminars and conferences
· Role playing and management games
· Characteristics of an effective orientation program: 
· Familiarizing new employees with organization, their job, and their work unit
· Embedding organizational values, beliefs, and accepted behaviours
· Active involvement and participation of supervisor
· Career development integrates individual and organizational needs by blending employee effectiveness and satisfaction with the achievement of the organization’s strategic objectives 

Definitions
Orientation: Formal process of familiarizing new employees with the organization, their jobs, and their work unit and embedding organizational values, beliefs, and accepted behaviours

Training: The acquisition of skills, behaviours, and abilities to perform current work

Development: The acquisition of skills, behaviours, and abilities to perform future work or to solve an organizational problem 

Career Planning: Assessing your values, interests, abilities, goals, and identify paths you would need to take to realize your career goals 

Transfer: Placement of an individual in another job for which the duties, responsibilities, status, and remuneration are approximately equal to those of the previous job

Chapter 1 – The Nature and Importance of Leadership

· A partnership is the opposite of parenting 
· Leadership deals with the interpersonal aspects of a manager’s job, whereas planning, organizing, and controlling deal with the administrative aspects. Leadership deals with change, inspiration, motivation, a and influence 
· Research: Leadership DOES make a difference
· 131 of Fortune’s top 500 firms
· Each participant was asked to think about the CEO of the company and rate them on leadership
· Also completed a questionnaire that measured perceived environmental uncertainty 
· Organizational performance was measured as a net profit margin (net income/net sales)
· Results: Transactional leadership was not significantly related to performance, charismatic leadership showed a slight positive relationship with performance, and when the environment is uncertain, charismatic leadership is more strongly related to performance 
· A analysis in the Harvard Business Review concluded that the most basic role for corporate leaders is to release the human spirit that makes initiative, creativity, and entrepreneurship possible 
· Satisfactions of leaders:
· A feeling of power and prestige
· A chance to help others grow and develop
· High income
· Respect and status
· Good opportunities for advancements 
· A feeling of “being in on” things
· An opportunity to control money and other resources 


· Dissatisfactions and frustrations of leaders
· Too much uncompensated overtime 
· Too many “headaches”
· Facing a perform-or-perish mentality (most common in private-equity firms)
· Not enough authority to carry out responsibility
· Loneliness
· Too many problems involving people 
· Too much organizational politics 
· The pursuit of conflicting goals 
· Being perceived as unethical (especially as a corporate executive)
· Framework for leadership formula: L = f(l, gm, s) 
· This is to say that the leadership process is a function of the leader, group members, and other situational variables 
Definitions
Leadership: The ability to inspire confidence and support among the people who are needed to achieve organizational goals 
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