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Chapter 3-4 : Equity and Diversity in Human Resources Management 

Equity In Employment
Equity means fairness and impartiality 
The term “affirmative action” is used in the US

4 Designated Groups to pay particular attention to:
women
visible minorities 
aboriginal people
people with disabilities 
historically these individuals have faced specific challenges as being recognized in part of the work force
compose 60% of the workforce 

some numbers to consider: 
1 million Canadians self identify as aboriginal 
3.8% of the population of Canada 
1 in7: Canadian has a disability 
remember invisible disabilities 
very low workforce participation 
for recent immigrants vs. Canadian born
double the rate of unemployment (and even higher underemployment) 

Importance of Employment Equity:
Limiting potential liabilities
Doing the right thing
Want to have equitable inviting workplace practices, factors a culture of openness within the organization

The Legal Framework 
The Canadian charter of rights and freedoms
The Canadian human rights act
Provincial/territorial laws aka employment standards (minimum job provisions you have to offer all your employees)
Be aware of both federal and provincial laws 
Federally regulated (6-10%)
Federal government departments and agencies 
Postal service and couriers 
Banks 
Insurance 
Transportation (airlines, trucking, railways, etc…)
Telecommunications 
Provincially regulated (90-94%)
All other businesses 

The Canadian Charter of Rights and Freedoms

Cornerstone of equity legislation 
Guarantees fundamental rights to all Canadians, including: 
Equality rights: guaranteeing NO DISCRIMINATION on the grounds of
Race, ethnic origin, colour, religion, sex, age, sexual orientation, marital status, citizenship, Aboriginal residence, or mental and physical ability 

The Canadian Human Rights Act:
Federal legislation
Each province/territory has comparable legislation 
Canadian human rights commission deals with complaints based on the Act
Equivalent commissions at provincial/territorial level

Filing a Complaint with the Canadian Human Rights Commission:
The complainant must first establish prima facie case of discrimination
Where the human rights tribunal would decide in favour of the complainant if the respondent does not provide a reasonable defence   prima facie (on the surface/ at first glance)
If the complaint is able to establish a prima facie case of discrimination, the respondent must: 
Disprove the complainants evidence 
Show that the hiring criteria are bona fide occupational qualification (BFOQ)

Bona Fide Occupational Qualification (BFOQ):
Or bona fide occupational requirement (BFOR)
A justifiable reason for discrimination based on business reasons of safety or effectiveness
A necessary (not merely preferred) requirement for performing a job 
Ex: air Canada, required retirement at 60 years old

Provincial/Territorial Legislation
Each province/territory has its own Human Rights Act (Code)
Employment Standards Legislation 
Minimum job entitlements; can vary across jurisdictions.
Examples: 
Ontario employment standards act
Quebec employment standards act

Employers’ Role – Avoiding Discrimination
Discrimination
To treat someone differently because of a personal characteristic 
Direct (Intentional) Discrimination
Also illegal: disparate treatment 
Indirect (unintentional) Discrimination 
On the surface appear neutral but end up being discriminatory 
Duty to provide reasonable accommodation 
Employers have a duty to accommodate an employee’s characteristic such as a disability and to take action so the employee can  perform the job
There is a big myth around accommodations that they are very costly, this is not true as it has been studied that it costs less than $500 
Example: accommodating older employees (accommodating aging workers – Canadian HR reporter)

Pay Equity 
Equal pay for equal work (pay equality)
Equal pay for work of equal value (pay equity)
Jobs with different titles must be paid equally if of similar value/nature

Employment Equity Act (1995)
Federal legislation 
Applies to employers who have 100 or more employees 
Know your workforce and practices 
Communicate 
Develop, implement, revise 
Identify systemic discrimination
Example banking industry has been a leader in diversity  and equity initiatives, in particular to disabilities 

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

Psychological harassment and bullying:
Provincial legislation 
Coursemate.cengage.com 

Job Analysis and Work Design: 
 A job is a set of related duties 
a position is a set of duties performed by one employee 
Job Analysis: 
A group of methods used for understanding
The tasks, duties, and responsibilities performed on the job
The situation in which the job occurs 
The human attributes that are needed to perform the work 
Goal of Job Analysis:
Identify KSAO’s required by the job:
Knowledge 
Skills
Abilities 
Other characteristics 
So that managers:
Know what to focus on in recruitment, selection, training, etc. contexts 
Can write job descriptions and job specifications 

Job description vs. Job specifications
Job description:
A list of the tasks, duties, and responsibilities that a particular job entails
Focuses on activities 
Job specifications:
A list of the competencies that an individual must have to perform a particular job
KSAO’s required to do the job 
Need to make sure the title is descriptive of the job that’s being performed 

Job description for an HR employment assistant (found in textbook)

Problems with job descriptions
1. may be poorly written/vague
2. out of date
3. contain irrelevant/illegal information 
4. limiting “not in my job description, therefore I don’t have to do it” therefore, include something along the lines of: “and performs other small duties as per the managers request”

uses of job analysis information:
job description
compensation
job specification
recruitment 
selection
training and development 
performance assessment 
promotion 
workforce reduction
job (re)design 

who performs a job analysis?
A qualified member of the HR department 
An HR consultant 
A job incumbent (currently in the job to give you information about their position), legitimizes the process of job analyses, downside is that they tend to inflate their responsibilities (movie: office space)
A supervisor or people in that job

[bookmark: _GoBack]Sources of Job Analysis information:
Examine existing job documents 
Interview subject matter experts 
Ask incumbents to keep diaries 
Observe job incumbents 
Do the job 
Databases
Standardized JA instruments 

JA Databases
National Occupational Classification (Canadian)
O*net (US)

National Occupational Classification
Data collected by employment and social development Canada (formerly HRSDC)
Information on
Typical job titles 
Main duties, tasks
Educational and other requirements (training, experience)

O*NET – Occupational Information Network
Online.onetcenter.org
Information for each job includes 
Worker characteristics
Worker requirements 
Experience requirements
Work activities and tasks
Labour market-related information 

JA approaches 
Position analysis questionnaire 
Critical incidents method (do not read in your book!)
Tasks inventory analysis 
Competency-based analysis (see your book) **** 

Position analysis questionnaire: ***************************
- Standardized instrument, used across jobs and job categories
- Have to pay for it because its off the shelf 
- 194 job elements grouped into 6 categories: 
information input 
mental processes
work output
relationships with other persons
job context
other job characteristics 

Task Analysis Inventory
job oriented approach
organization-specific 
list of tasks (and descriptions) relevant to the organization 

critical incidents method:
generate very short snapshots of very good performance or very bad performance 
ex: calling in to a call centre to get help troubleshooting a problem, recall your best and worst experiences 
record of behaviours leading to particularly successful or unsuccessful performance 
all CI’s should contain:
description of the situation
description of the employee’s behaviour 
the outcome of the behaviour, why is it relevant in the context of the organization?

Practice: lets analyze the “job” of a university student:
Step1: identify job responsibilities 
interview people who are very familiar with the job to identify the jobs main responsibilities 

step 2: generate critical incidents
for each responsibility, provide examples of behaviours (incidents) that provide good and poor job performance 
describe the situation etc…
step3: define competencies

***Midterm 1 is based off of chapters 1-5, chapter 1 can be from your notes, and 2-5 should be notes and the textbook. The format is 4 questions. FEBRUARY 6TH 2016***

job design
structuring jobs to improve organizational efficiency and employee job satisfaction 
how can we change jobs?
Job enrichment 
Empowerment 
Flexible schedules 
Job characteristics model (see your book and remember OB!)

Job enrichment:
Enhancing jobs by adding more meaningful tasks to make the work more rewarding/satisfying
Ex: giving more responsibility/control in their work environment and more authority over what they are doing 
Not just adding more tasks, but more meaningful work, more challenging and more exciting, giving them more responsibilities, therefore they need proper training 

Employee Empowerment:
Granting employees authority to initiate change
Help them take charge of what they do
See highlights in HRM 4.2 on page 135

Flexible Work Schedules 
Ex: working from home (telecommuting), Compressed work weeks, job sharing
Compressed work week: work something less than their typical work week, shifting hours so you work less than your 5 days a week, working more hours on certain days. An example can be the 4:40 plan
Flextime: have a choice to decide when you start work and when you stop work, instead of the regular 9-5. One of the more common types of flexible work schedules
Job sharing: picked up in popularity with people starting with retirement or looking at retirement but haven’t decide yet. 1 full time position is now split between 2 part time employees.
Telecommuting (working from home) – saving time in terms of getting ready in the morning and driving to work etc. Reducing some additional costs like expensive work clothing, gas etc…make sure you and your boss are on the same page so you don’t fall behind or miss out on promotions etc…
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