
Human Resources: Final Exam Notes

Section A: Short Essay: 3-5 pages each, will be 6, select 4:

1. Personnel Management/Administration v. Human Resources Management:
Similarities: 

· both have the same range of selection, competence analysis, performance management, training, management development, and reward management techniques 
Personnel Management/Administration:

· focus on establishment and application of policies and procedures for procurement, deployment, and maintenance of the workforce
· enriches human environment for the blooming of human skills and capacities to ensure organizational and social objectives and employee satisfaction
· arts and science of policymaking, planning, decision making, organizing, directing, controlling and motivating human resources for securing, maintaining, developing, etc. 
· focus on motivation of human resources to achieve organizational goals
· similar to the soft version of HRM as it attaches importance to the process of communication and participation
Human Resources Management:

· focus on totality of interest: concern for what goes on internally with employees, as well as the products, stakeholders, interests of customers, etc. 
· offers broader range of solutions for complex organizational problems 
· ensures that an organizations people are considered as well as its financial and technological resources
· forces the explicit consideration of the individuals who implement and comprise the strategy 
· two way linkages between formulation of strategy and human resource implications
· characteristics:
· diverse: many models and practices
· strategic with emphasis on integration: key policy goal of HRM, concerned with the ability of the organization to integrate HRM issues into its strategic plans
· commitment-oriented: agreed goals and attitudinal commitments, strong identification with the organization 
· people as human capital: people should be treated as assets
· unitary philosophy: employees share same interests and employers
· individualistic: importance of maintaining links between organization and individual employees instead of groups/representative systems (unions)
· management-driven activity
· focus on business values
· different models: hard, soft, harvard, michigan
· also focuses on: responsiveness, efficiency, individual rights, social equity, matching people to dynamic organizational needs
· more emphasis on strategic fit and integration
· based on management and business oriented philosophy learned from the private sector 
· more importance on management of culture and achievements of commitment 
· total interests of the business
· employees as assets and HR specialists as business partners rather than personnel administrators 
2. Models of Human Resources Management: Hard, Soft, Harvard, and Michigan
The Harvard Model:

· provides a map of determinants of policy choice and HR outcomes for developing employee commitment within organizations 
· HRM has two characteristic features:
· line managers accept more responsibility for ensuring the alignment of competitive strategy and personal policies
· personnel have the mission of setting policies that govern how personnel activities are developed and implemented in ways that make them 
· employees as significant stakeholders, value in human beings
· employees having own needs and concerns, as do stakeholders and customers
· business strategy developed in relation to employee needs 
· consequences as individual, organizational, and societal wellbeing 
· aligns 4 policy areas:
· employee influence: authority, responsibility, power 
· human resource flows: recruitment, selection, promotion, appraisal, termination
· reward systems: pay system, motivation, etc. 
· work system: design of work, alignment of people
· the four C’s for HR managers when making policy decisions:
· commitment 
· competence 
· congruence
· cost effectiveness 
The Michigan Model:

· importance of tight fit between HR strategy and business strategy
· aims to improve overall organizational performance with the goal of creating a strategically-based value system promoting high employee performance 
· human beings as cogs in a machine
· sees how humans and technology fit together
· selection processes that appoint employees with appropriate aptitudes, knowledge, values 
· effective selection of people supported by appraisal system, regular review, and development program to improve performance shortcomings 
· reward system to distinguish and compensate different units of performance 
The Soft Model:

· draws on human relations
· emphasis on communication, team work, utilization of individual talents 
· emphasis on individuals, self-direction, places commitment, trust, and self-regulated behavior at the center of strategic approaches to people
· related to theory Y, people are intrinsically motivated
· employee commitment yields greater economic performance, as well as greater human development 
· focus on HR policies to deliver resourceful humans 
· associated with the human relations movement, the utilization of individual talents
· associated with flexibility and adaptability
· implies communication as a central role 
The Hard Model:

· focus on crucial importance of the close integration of HR policies, systems, and activities with business strategy
· requires personnel policies to be logically consistent with business objectives and achieve this effect by their own coherence 
· people as a factor of production, along with land and capital, people as objects asses on skills and attributes 
· an expense of doing business, you need all three for production 
· stresses rationalism of strategic fit and places emphasis on performance management 
· related to Taylor, scientific management, theory X, people are unmotivated
3. Strategic Human Resources Management: 
· strategy and integration as key concepts 
· incorporates human resources management and business strategies in combination to achieve organizational goals 
· promotes “high performance workplaces” and “human capital management” 
· sees the way people are managed as one of the most crucial factors in competitiveness 
· emerged due to:
· increased competition, technological change, globalization, etc. 
· importance of linking organization’s strategy with human resource planning
· adds strategy, strategic intent, resource based strategy, competitive advantage, strategic capability, and strategic fit 
· differs from traditional HRM:
· focus on organizational performance rather than individual 
· emphasizes HRM systems as solutions to business or organizational problems, rather than in isolation
· Mintzberg’s five parts of SHRM:
· plan: intended course of action
· play: maneuver.
· pattern: in a stream of actions 
· position: means of locating an organization in an environment
· perspective/paradigms: ingrained perceptions
· Johnson and Scholes:
· direction and scope of an organization over the long term
· ideally matches its resources to changing environment. markets, clients, and stakeholder expectations
· strategic fit:
· vertical integration with the business strategy 
· horizontal integration of HR strategies with one another
· the need for strong congruence between HR strategies and the business strategies of the organization in the contexts of internal and external environments 
4.  Managing People:
· human beings as the most important resource in an organization
· all organizations will be more successful if they follow a particular human resource strategy
· effectiveness of managing the contributions of people is key to the function of the organization 
· taking the whole person into account, addressing the satisfaction of all employees across a range of areas
· far outweighs emphasis on quality, technology, competitive strategy, research and development, in influence on the bottom line
· pfeffer’s seven people management principles:
· emphasis on employment security 
· use of resources to recruit the right people in the first place
· extensive use of self-managed teams and decentralization
· high wage levels that are strongly linked to organizational performance 
· high expenditure on training 
· reducing status differentials 
· willingness to share information, communication
5. Employment Equity: 
· employment practices that ensure nondiscrimination on the basis of race, sex, religion, color, national origin, physical or mental ability, medical condition, ancestry, age
· a strategy designed to obliterate the present and residual effects of discrimination and to open equitably the competition for employment opportunities to those arbitrarily excluded
· requires special blend of what is necessary, fair, and workable
· voluntary self-reporting of belonging to designated groups
· review of formal and informal policies and practices used to make decisions in HRM to identify any that contain systemic barriers
· removal if discriminatory barriers and measures to accommodate special needs of disadvantaged groups
· improving representation of women, racial minorities, aboriginal persons, persons with disabilities, over time at all levels of the organization’s hierarchy 
· monitor and assess progress of equity process
· revision of the equity plan every three years to make it as effective as possible 
6. Affirmative Action: 
· response to deeply entrenched patterns of racial discrimination in institutions of employment and education and the resulting exclusion, segregation, and disadvantage 
· focus on increasing the representation of designated groups through targeted hiring, training, and promotion 
· represents commitment to end discrimination as a primary value, not subordinated by other values 
· adversely affects merit system
· quotas, “hiring by numbers”
7. Glass Ceiling:
· artificial barrier, no actual law or rule 
· certain factors that prevent women or other disadvantage groups from moving above certain positions in a hierarchical organization 
· ex. obligations to work evenings or after 5pm, when it is socially known that women take a more active responsibility for children and home life, and are unable to stay as late as their male colleagues 
8. Public Sector Motivation: 

· certain level of willingness on the employee’s part to increase effort, to the extent that this exertion also satisfies some need or desire
· different actions, based on different needs, to achieve goals
· individual needs must be met for those individuals to achieve objectives set for them 
· significant part of managing people involves motivating those people to put in maximum efforts to achieve objectives
· helping people to increase productivity 
· managers attempt to address issues to help improve performance 
· link between motivated workforce and high levels of performance 
· often constrained by collective bargaining agreements, making money as motivation impossible because those under CBAs cannot receive pay for performance 
· need to motivate public employees and other individuals to help others and further public interest, creating a strong and compassionate public sphere
· motives: internal drives and energies of an employee, direct behavior and results in outcomes 
· needs: internal drives that can be psychological, social, or based on self-esteem 
· three major components of motivation:
· direction: what you are trying to do
· effort: how hard a person is trying
· persistence: how long a person keeps on trying
· beliefs, values, and attitudes that are beyond self-interest, concern a wider political entity and motivates individuals to act appropriately 
· assumes that the individual behavior of public sector employees is not only guided by the maximization of personal interests but also by norm based factors, such as values and emotional factors, including feelings, altruistic behavior
9. Intrinsic and Extrinsic Motivation:
- no notes.

10. Knowledge Management: 

· the process of managing and sharing employees knowledge capital throughout the organization
· knowledge sharing throughout the organization enhances existing organization processes, introduces more efficient and effective business processes, and removes redundant processes
· how people acquire, exchange, and disseminate knowledge
· identify relevant information, and then disseminating it so that learning can take place 
· promote sharing of knowledge by linking people with people and by linking them to information so that they can learn from documented experiences 
· need memory, and then see how it fits to the issues of today, learn from records 
· knowledge management is the process by which knowledge is organized and coordinated from and organization’s knowledge base, the process may include:
· knowledge grouping in types, beginning with the main organizational processes to the development of the organizations internal memory
Section B: Long Essay: unlimited pages, will be 4, select 2:

1. Examine the idea that diversity management is the most efficient way to promote inclusiveness and overcoming discrimination in the public sector?
· movement from employment equity -> affirmative action -> inclusive organization -> 
· each addressing issues of the last 
· diversity as the inclusion of dimensions of social identity that are marked by a history of intergroup prejudice, stigma, discrimination, oppression
· if society is to prosper, we must make use of the diverse group of people within it 
· sometimes necessary to address people within their own culture, etc. to make communication more effective 
· explore/exploit difference to increase efficiency 
· using differences for the betterment of society 
· harnessing differences, understanding and accepting them to make things better and value everyone’s contributions 
· diversity management accepts that the workforce consists of a diverse population of people
· the diversity consists of visible and non-visible differences that include sex, age, background, race, disability, and work style 
· founded on the premise that harnessing these differences will create a productive environment in which everyone feels valued, their talents are being fully utilized and organizational goals are met
· characteristics of a diversity oriented organization:
· mission and values: strong, positive, effective diversity management as a necessary long term goal 
· objective and fair practices: regularly audited, ensures no domination 
· skilled workforce: aware of biases, effective diversity management, stressing excellence in individual and team performance
· active flexibility: in patterns, practices, policies, procedures
· individual focus
· culture that empowers: openness, engendering trust, absence of prejudice and discrimination
2. What is representative bureaucracy? Do you accept the view that the public bureaucracy should be representative of the population?
· public organizations should be a reflection of the citizenry 
· view of the role the bureaucracy plays in policy development and policy implementation 
· must be administrators sympathetic to the programmatic concerns of all parties 
· degree to which all democratic institutions are representative is a matter of prime significance because the dominance of social, political, and economic elites, results in policies and programs that failed to meet the needs of all social classes 
· can be active or passive: 
· active: individuals expected to press for the interest and desires of those whom they are presumed to represent, whether they be the whole people or some segment of the people
· passive: composition of the bureaucracy mirrors the demographic composition of the general population 
· can increase likelihood of use of services 
· better communication 
· backgrounds affect how we behave, we can identify with people similar to us, will help us create policies that will benefit the groups we belong to 
· representative bureaucracy as a symbolic commitment to equal access to power 
· can lead to the legitimization of government, a criteria for good government 
· signals that diverse populations have access to the policymaking process
· will influence prioritization of items on political agenda 
· criticisms: 
· more representativeness does not necessarily lead to more responsiveness 
· socialization process is long and ever changing, as is the societal environment
· hard to define 
3.  Should organizations use pay for performance as part of their strategies to motivate employees to increase productivity?
- common way of motivating/rewarding people

· read article: Michael M. Atkinson Murray Fulton Boa Kim (2014) “Why do governments use pay for performance? Contrasting theories and interview evidence,” Canadian Public Administration, 57(3) 436–458
4. Can performance management be used to promote efficiency, effectiveness, and accountability in the public sector? 
· performance management: managing people effectively in organizations 
· brought on by Taylor, principles of scientific management (proposed that performance be measured to understand the progress of the organization), emergence of ideological rights and quest for small states
· found in almost every organization, public and private
· main measurement often to increase efficiency or cut spending 
· can lead to managerial freedom/autonomy from unnecessary bureaucratic constraints 
· elements of performance management:
· deciding the level of performance 
· measuring performance 
· reporting or communicating performance information 
· using performance information to compare actual performance to the agreed performance level 
· aims of performance management:
· empowering, motivating, and rewarding employees for doing their best 
· focusing employees tasks on the right things and doing them right 
· aligning everyones individual goals to the goals of the organization 
· proactively managing and resourcing performance against agreed accountabilities and objects 
· essence of the performance management in the public sector:
· managerial autonomy 
· enhancing bureaucratic accountability 
· ensuring public sector efficiency 
· managerial freedom is important because:
· freedom from bureaucratic constraints enhances performance 
· managers have to follow rules that hinder effective and efficient use of resources  and the delivery of services 
· ‘let managers manage’: not judging them by the manner in which services are delivered but on the basis of results or outcomes in terms of that was to be delivered
· managerial freedom ensures that organizational attention is shifted form inputs and processes to outputs and outcomes
· accountability: 
· obliges agents entrusted with public resources to answer for their actions 
· performance management thought to enhance bureaucratic accountability 
5.  Do you agree or disagree that collective bargaining agreements should not be used by unions in employment negotiations for better service conditions? 
· under CBA pay for performance not possible as monetary reward outside agreement is prohibited 
· wellbeing of workers is based on fair conditions of employment and the progress of sustainable enterprises and the conditions of employment are normally stated in collective bargaining agreements 
· process whereby trade unions, representing workers, come to agreements of employment with employers
· negotiating terms of employment beyond pay 
· process and outcomes are somewhat different than with bargaining as an economic interaction, because trade unions do not sell labour to employers, and employers do not pay trade unions for work done 
· trade unions use collective bargaining as a means for setting the rules by which labour in the workplace is regulated and remunerated 
· as a group employees have more strength or bargaining power if they collaborate that trying to negotiate with the employer individually 
· steps in the collective bargaining process:
· organizing a group of workers 
· gaining recognition that gives union power to negotiate on behalf of workers 
· developing a body of proposals to submit to the employer as the basis of an agreement 
· 8 steps of bargaining/negotiating:
· preparing
· arguing
· signaling 
· proposing 
· packaging 
· bargaining 
· closing 
· agreeing
6.  What is a learning organization?  Identify and explain the main building blocks of a learning organization.  
· key principles:
· learning and business strategy are closely linked 
· organization consciously learns from business opportunities and threats 
· learning and learning how to learn 
· information systems and technology serve to support learning rather than control it
· important to learn to work within a volatile situation to solve problems 
· room for change 
· well defined processes for defining, creating, capturing, sharing, and acting on knowledge 
· various systems balanced and managed as a whole 
· leaves room to shift to maximizing changing situations 
· building blocks of the learning organization:
· four key parts: 
· psychological safety: employees cannot fear being belittled or marginalized when they disagree, ask questions, own up to mistakes, or present a minority viewpoint, comfort in expressing thoughts
· appreciation of differences: awareness of opposing ideas, recognizing value of competing outlooks and alternative views, increases energy and motivation, sparks fresh thinking, prevents lethargy and drift 
· openness to new ideas: crafting novel approaches, encourage risk taking, explore the unknown
· time for reflection: supportive learning environments allow time to pause in the action and encourage thoughtful review
· concrete learning processes and practices 
· learning organization not cultivated effortlessly, involves generation, collection, interpretation, and dissemination of information, experimentation to develop and test new ideas 
· disciplined analysis and interpretation, identify and solve problems , education, training, to develop new and established employees 
· leadership reinforces learning, leaders actively question and listen to employees, prompt dialogue and debate, encourage learning 
· people in power must demonstrate through their own behavior, willingness to entertain alternative points of view, employees will feel emboldened to offer new ideas/options
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