CHAPTER 1: THE CHALLENGES OF HRM
Outcomes
1: Define human resources management (HRM)
2: Identify the processes and activities of HRM
3: Explain the importance of HRM to the line manager
4: Explain the relationship between the line manager and the HR practitioner
5: Describe the current business challenges facing organizations and the impact on people in organizations
6: Identify the key demographic and employee concerns
7: Describe the link between business strategy and strategic HRM

1: What is Human Resources Managements? Is the integrated set of processes, programs, and systems in an organization that focuses on the effective deployment and development of its employees
- “employee” used to cover contract workers, people from other organizations who are working on a project, or any other similar working relationship 
- “human resources” implies that people are as important to the success of any business as other resources are; such as money, machinery, information, materials

2: What are the HRM processes and Activities?
1-Organizational, work, and job design: determining what tasks need to be done, in what order, with what skills, and how individual tasks fit together in work units
2-Planning: ensuring that people in organization are the right people with the right skills at the right time in the right place
3- Recruitment and selection: sourcing, attracting, and hiring the people with the necessary skills and background
4-Training and development: providing the resources to assist employees in developing necessary knowledge and skills to do their jobs today and in the future
5- Performance Management: ensuring that there are appropriate mechanisms in place to provide feedback to employees on a regular basis
6- Compensation (pay and benefits): developing and administering pay and benefits programs that will attract and retain employees
7- Occupational health and Safety: ensuring that the safety and health of employees are maintained
8 – Employee and Labour relations- ensuring that there are positive and constructive relations between the employees and their supervisors or managers and/or union representatives
 a number of areas are emerging as the filed of HR grows
(1) organizational development and learning (extension of #4)
(2)high performance work groups or teams (extension of #1 job design)
(3)flexible work arrangements(ways to engage employees and address demographic issues)
(4)HRIS- human resource information (and management) systems 



Outcome 3: Why Study Human Resources Management?
The line manger or supervisor is the key link between the employee and the organization
- need knowledge and understanding of contemporary HRM and how these practices influence output of organization
- Good people management in organizations/individual will overall society improved
- for instance negative productive capacity if enough people disenjoy work and then includes being unconcerned about a customer complaint 
Need Corporate Social Responsibility – complainants of discrimination, injuring health of employees
Outcome 4: The Partnership of Line Managers and HR Professionals
ROLE OF LINE MANAGER
Line managers are people managers—not the HR professional or HR unit
-thru effective leadership that the talent of “intellectual capital” of the organization is enhanced 
-they directly interacts with the employees and is responsible for the effective contribution of those employees to the organization 
-these direct managers has huge influences on employees staying in the organization b/c they identify the gaps in any skill sets with emphasis is on growth and development of people
-has “line authority”: being directly responsible for the product or service
ROLE OF THE HR PROFESSIONALS
- HR practitioner’s primary role in today’s organizations is to help equip the line manager with the best people practices so that the organization can be successful
- Can provide service activities, parts of policy formulation, work place harassment, be an employee advocate by listening to concerns and making others in firm become aware
- typically “staff”- people who help and support the line manager
- have “functional authority”: they have legitimate authority in HR areas, such as recruitment strategies or developing organizational programs to recognize employees
-today most HR professionals no longer have total functional authority and are expected to provide advice and guidance to the line
- expected to actively involve others in the organization, particularly the mangers/supervisors in the development and design of HR programs
THE ONGOING PARTNERSHIP
- Successful organization are those that equip their line managers with a thorough understanding of good HRM practices- either thru having an HR unit or retaining expertise when needed
HR unit:
-HR professionals there to provide guidance and assistance as internal consultants to the line manager or help design/deliver programs and services to equip employees, supervisors and managers
-HR managers assume greater role in top-management planning and decision making, trend reflects the growing awareness among executives that HRM can make important contributions to the success of an organization
 HR professionals have a critical role to play in facilitating the success of managers by leveraging best practices across the organization
integrated approach to compensation and employee learning/development not only enable organizations to retain their top performers, but the financial performance of the organization was also increased
Outcome 5: Current Business Challenges (5)
(1) Global Economy
-economy primarily built on exports and therefore Canadian companies involved in global market 
-companies have created global operations or worked collaboratively with foreign companies to sell Canadian products 
-most dramatic changes for a Canadian company in the global marketplace has been Nortel Networks: went bankrupt in 2009 and by late June 2009 had be delisted from S&P/TSX index. Assets sold off unit by unit, mismanaged for years resulting in Canada losing one of the most admired research and development and telecom equipment manufacturers in the world
IMPACT OF GLOBALIZATION

Globalization: moving local or regional business into the global marketplace
-70-80% of Canadian economy today is affected by international competition 
- Trade agreements allow a freer flow of goods and services (competitors located anywhere in world)
-recession caught up to Canada in 2009 the economy shrank at annualized rate of 3.4%
EFFECT OF GLOBALIZATION ON HRM
-HR issues include such things are identifying capable expatriate managers who live and work overseas; designing training programs and development opportunities to enhance the mangers’ understanding of foreign cultures and work practices; and adjusting compensation plans to ensure that pay schemes are fair and equitable across individuals in diff regions with diff cost of livings
(2) Survival of Firms and Business Sectors
- 75% of Canada’s GDP is exported to the US and since the US economy has been in longer recession than Canada many firms have been impacted
- Alberta for price of crude oil wen from a high $147.50/barrel in July 2008 to low $35/barrel (over 75% decrease)
- not just natural resources on the world market but also the price per share therefor the value of the company has also been impacted
-Toronto stock exchange from mid 2008-2009 went from 15000 points to a low of approx. 7500 points (losing 50% of the value) 
-the banking system in the US had trouble accessing funds and therefore companies have had trouble borrowing money to keep the operations going thus without sufficient cash flow coupled with declining sales and revenue, has created situations where companies are in survival mode 
- mining companies/mineral prices have seen prices drop significantly as well also manufacturing 
-much decrease is attributable to the auto and auto parts industries in auto industry Canada and US have already given large economic stimulus and is reluctant to provide additional money unless labour costs are reduced
MANAGING COSTS
Companies have pressure to lower costs and improve productivity to maximize efficiency
Downsizing: the planned elimination of jobs 
- every major corporation has undergone some cycle of downsizing however concerns of labour shortage when the economy recovers so cautious with the process
old theory =was to do an across-the-board reduction or eliminating individuals based on performance…studies show that it can take 6-18 months for a company to realize the savings from job cuts     i.e. Creative way of downsizing is Rogers offering a way to voluntarily move to four days with reduced pay seems better alternative to layoff
The new attempt is to minimize the impact on individuals while dealing with the current financial realities is in the longer-term best interests of the organization and the people
- have to look at treating departing employees just as well as current employees since social networking can have a huge impact on the future of the company 
OUTSOURCING AND EMPLOYEE LEASING
Outsourcing is hiring someone outside the organization for work that was formerly done by internal employees. The small business owner saves money, time and resources by outsourcing tasks such as accounting and payroll. 
- interest is outsourced to focus on organizations activities on what they do best
- now maintenance, security, catering and payroll to make firm more flexible and lower overhead costs (may be helpful in economic uncertainty and myth that not paid well)
To Consider?
1. What type of work is appropriate for outsourcing?
2. How will the service providers be evaluated?
3. What will be the structure of the arrangement—will it be in another country and what is the currency exchange rate?
Alternative =
Employee Leasing: where employees are let go and then hired by a leasing company that contracts back with the original company
- more firms use contract workers and part-time workers as a way to contain costs as well
(3) Technology and Quality
- improves processes (admin and production), reduce costs and improve quality
E-commerce is being used to transactions of business with both large and small companies
- skills necessary to be successful are different with the web communities, social networks, 24/7 
Innovative skills: Creativity and continuous improvement skills(ideas), risk-taking(entrepreneurial), relationship building(support innovation) and implementation skills (turn idea into processes/ products and services)
INFLUENCE OF TECHNOLOGY IN HRM
Human Resources Information System (HRIS): a technology system that provides date for purposes of control and decision making (used by line manager and HR practitioner) 
- has broader applications such as producing reports, forecasting needs, assist in strategic, career, and promotion planning, as well as evaluating HR policies and practice 
- Information Technology (IT) allows firm to store and retrieve large amounts of info quickly and inexpensively, enables to accurately combine and reconfigure data to create new info 
3 impacts on HR (become competitive advantage)
1. Operational impact: automating routine activities (payroll, employee records, administered benefits programs), alleviating the admin burden, reduce costs, increase productivity internal to HR function it self, new security of (biometric time clocks), organization processes (performance management, training/development)
2. Enhances Service to Line Managers and Employees: online security companies have more applications of employee self-service employees hand info themselves directly (pay statements)
3. Revolutionized ability to access and Use Information: used to read job postings, apply online, create “virtual” worlds for training and development. 
-Web 2.0 tech allows users to create a variety of interactive connections
-impacts activities HR undertakes
QUALITY
Meet customer requirements of quality, innovation, variety and responsiveness (consumer needs)
-Attention to quality was about 20 years ago with 
Total Quality Management (TQM): based on a management philosophy that focused on understanding customer needs, doing things right the first time, and striving for continuous improvement 
- strong positive link between focus on quality and higher customer satisfaction
- Systematic approach to quality (GE, Home depot) called 
Six Sigma: A process used to translate customer needs into a set of optimal tasks defining the best way to perform each task concert with one another 
- guide businesses into innovative solutions/ideas, can be used for internal customers, make environments healthier and safer 
* unique = catches mistakes before they happen
ISO 9000: worldwide quality standards program
- cover both product design and delivery
ISO 14000: focuses on standards for environmental management
- companies go thru a certification process to demonstrate that they have achieved certain quality standards
Benchmarking finds the best practice in other organization that can be brought into a company to enhance performance 
 these techniques are good for HR practices and essential to programs such as Six Sigma b/c help balance two opposing forces 1: continuous improvement drive the system toward disequilibrium 
2: focus on customers, management systems, and the like provide the retraining forces that keep system together
HR creates manager as key role n motivating employees (care quality) and helping company foster a work environment that will allow employees to succeed in quality initiatives
The Baldrige Award for Performance Excellence 
: looks at excellence from a systems perspective with detailed criteria in the areas of leadership; strategic planning; customer focuses; measurement and knowledge management; workforce focus; process management; and results 
- some things better not standardized, some output in variability may be better for organizational performance 
Challenge 4: Environment and Climate Change
- world pop is increasing, natural resources declining and climate is changing
Threats: some are in oil and gas industry where there is increase demand but desire to reduce world’s reliance on fossil fuels for energy (decreasing exports = risks of jobs)
Opportunities: for both hydro and solar power—creating demand for cleaner energy “green power”, new jobs and careers (skills for traditional areas can transfer to environmental jobs)


Challenge 5: Human Capital and Talent Management
Human Capital: the individual’s knowledge, skills, and abilities that have economic value to an organization 
- employees own their own human capital not the firms, especially if they leave the business
-managers are key in helping organization maintain and develop its human capital – with ways of ensuring superior knowledge, skills and experience, and ways to distribute this “capital” thruout firm
- Staffing programs, training and development investments, employees need opportunities for development on the job—managers need to “let go” give developmental assignments
Core Competencies:
A combination of knowledge, skills, and characteristics needed to effectively perform a role in an organization i.e. focus on customer: ability to make an effort to identify internal/external customers and understand what adds value for them; creating an environment that appreciates delivery of good customer service
- Necessary to differentiate from competition and ongoing value for consumers (each firm has own set and define competency)
- then need to improve the competencies that exist –too often employees have skills that go unused
- effective communications are instrumental in sharing knowledge making available to organization
Talent Management: leveraging competencies (go to right places and measuring the impact of them against goals) to achieve high organizational performance
-HR practices need to be considered to attract, keep and engage employees are: Leadership development, succession, career planning, performance management, high-potential employee development, learning/training, competency management, retention and profess development

Outcome 6  Challenge 6: Demographic and Employee Concerns
DIVERSITY OF BACKGROUNDS
2006 immigrants’ represent almost 70% of labour force growth predicting will be only growth
- most from Asia = contrast to Europe 40 years ago (soon 50 pop visible minorities in TO and BC (v)
- have agencies help immigrants overcome barriers including how to have their professional qualifications assessed
- future = making use of aboriginal community since 50% of them are aged 0-24     
GENERATIONS AT WORK
- Work force becoming older (45-64 bracket increased 38% of Canadian pop in 2006)
- due to this age distribution workforce several generations; Baby Boomers (1946-1965) competitive optimistic respond well to hierarchy, Gen X (1966-1979) skeptical, independent, tech savvy, career oriented and less comfortable to hierarchy, Gen y/Millennials (1980-1999) candid about participating in the workforce, want responsibility and highly educated. 
-  now more attention on corporate culture—important to drive the performance and results of firm   
SKILLS AND LABOUR SHORTAGE
-Showed that fewer young people entering the working-age pop to replace individuals in the age group near retirement—shortage? Primary concern with skilled workers 
-Number of things that could be done such as more mentoring for the Millenials ensuring that the management style in the organization is suitable for both tech-savvy/people not comfortable with change 
–Use risk management approach to recruitment: identifying whether current talent matches the company’s future needs   
-also focus on apprenticeship/colleges since those jobs are in demand
Risk of shortage = standard of living decline with a lifeless economy and high inflation
Solutions?
- suggest employers increase productivity and discourage retirement
- minimize the skill shortages from one province to another i.e. removal of labour barriers so no re-qualifying for new provinces  
GENDER DISTRIBUTION OF THE WORKFORCE
62% of labour force is a woman with 83% participation rate in 25-44 age bracket (during child years thus focus on part-time, flexible, childcare assistance) –now also looking for caregivers for older
- equality and respect, advancements, compensation, policies involving sexual harassment 
- area of “dependent care” is creating issue in organizations that will not require creative solutions
 RISING LEVELS OF EDUCATION
- fastest growing sector of employment over the pas decade have been those areas requiring higher levels of education (less employment for unskilled workers) participation rate proves this
- more people combining school and work (60% full time and working mostly grocery/retail)
- women are 60% of uni/college graduates, are actively employees mostly sales/service occupations
- less education = employers are coping with functionally illiterate – unable to read, write, solve problems, or simple tasks (40% lack basic literacy skills)
THE CHANGING NATURE OF THE JOB
- nearly half of al jobs created during the last two decades were nontraditional—part time, temporary or contract work – people are self employed
- as job security erodes so do pension plans and health-care benefits especially for part time
- companies put high value on team-structured work and on projects
CULTURAL CHANGES
Culture: attitudes, beliefs, values, and customs of people in society (ongoing continual change; adjustments)
- affects behaviour on job and environment and reactions on work, leadership, reward systems
EMPLOYEE RIGHTS
- legislation changes managing employees with right to equal employment oppor, union rep if desired, safe and healthy work environment, min working conditions (hours, wage), privacy
ETHICS
- increased attention to business ethics
CONCERN FOR PRIVACY
Personal Information Protection and Electronic Documents Act (PIPEDA): federal law that deals with collection, use and disclosure of personal information
- requires regulated organizations hold personal info on customers/employees to obtain their consent before 
CHANGING ATTITUDES TOWARD WORK
- defining success is different for everyone, less obsessed with wealth and now more satisfaction of balancing work with personal lives
- live life less complicatedly and more meaningfully  -- lifestyles impact on motivation/being managed

BALANCING WORK AND FAMILY
- new family forms (2 wage parents, single parent) need to provide workers w/family-friendly options
“Family Friendly”- broad term may include flexible work schedules, daycare, part-time work, parental leave, assistance with family problems, teleworking
- also now care of eldercare

Outcome 7: Business Strategy and Strategic Human Resources Management 
- develop business strategy to enable it to achieve a high level of performance (goals/what market)
Corporate Strategy—are company wide and focus on overall objectives such as long-term survival and growth (what business in? should you been in business?)
- two main types
1. Restructuring Strategy: find turnaround situations, divestitures, liquidation and bankruptcy
2. Growth: can grow incrementally –by adding new products or new distribution networks
- by expanding internationally – through mergers and acquisitions
Business Strategy – focuses on one line of business and is concerned with competition
Classification system to understand five ways in which a business can compete (Michael Porter)
1. Low-cost provider
2. Differentiate products attract large number of buyers
3. Being best-cost provider through giving more value for money 
4. Focusing on a niche market based on lower cost to a select group of customers
5. Offering niche product/service customized to tastes of narrow segment 
Competitive advantage:  the capacity or quality that an organization has that gives it an edge over its competition (productivity, price, quality, delivery, service)
 current focus HRM is identifying and implementing people processes and systems that can make a particular firm stand out above the rest HR needs to develop employees/motivate for success (line manager)
Strategic Human Resources Management: Identifying key HR processes and linking those to the overall business strategy
-need to have aligned business strategy with HR strategy where rely on 
knowledge workers – services upon knowledge, skills, abilities, competencies embedded in employee     
talent management – areas of recruitment, learning, development, retention (use to reach goals)                                                                                                                                                                                      
- company buys another success is how well merger handled
- managers play major role in developing and maintaining effective HR practices that assists firm in getting a competitive advantage 
- need company/line manager link people processes and practices with business objectives

Not just competing thru people, HR plays an important role in getting employees for organizational success and providing a work environment that meets the employees short/long term needs






Evidence-Based Management Decision (diagram): that the 4 overwhelming factors having decision
local evidence: within organization; judgment and experience; evidence
effects on stakeholder: most notable is employees and HR management (can be narrow or broad) any one affected by operations of the company

Private theories: that we all have different opinions on how the world works and this interferes with our thinking 

Rynes Test: 30 questions with agree, disagree, too close to call
 group to experienced human resource managements relying on judgment and experience and have certain beliefs inconsistent to evidence 

1. Leadership is an extroverted personality is key determinant of leadership effectiveness 
(extrovert; person who is outgoing, seeks enjoyment of others)
- false outgoing personality is an asset for leadership; but intelligence is even more important (general mental ability  single best prediction on job performance)
- training contributes to effective leadership behaviours
- facet or dimension of work performance (leadership)

2.  Although there are “integrity tests” that try to predict whether someone will steal, be absent, or otherwise take advantage of an employer, they don’t work well in practice because so many people lie on them 
- false validity of these tests is substantial (.41), even if people distort their responses 
i.e. distort but everybody does not fake equally well, but controversial b/c correlation of 60% variance so there is room for false positive errors (those who are likely to steal, but would not in practice, need more info)
Sample items
- clear purpose: “do you believe that most people would cheat if they thought they could get away with it?”
- Veiled purpose: (indirect)
“ Do you think taking changes make life more interesting”
- APA (American physiological association) guidelines; all tests do not work equally well 

3. Most mangers give employees lower performance appraisals than they objectively deserve 
- false leniency is much more common than stringency; political reasons; that will increase promotions, sympathy; person to person level (ratings are too high, instead of low  stringency, strictness)
- training designed to eliminate rater errors often introduce new errors, reduced accuracy 

4.  For feedback to be successful, it should start with the positive and then move to the negative 
- sandwich technique: +, -, +  - false giving feedback is difficult; many mangers are avoidant 
- problem of ego threat associated with verbal feedback (prevents learning from mistakes)
- defensiveness interferes w/planning for performance improvement (self-handicapping)
- dialogic approach, (2 way convo) starting w/ inquiry into recipient’s performance who perception
- it inhibits the ego defenses and encourages, ee to monitor own performance/generate feedback
5. People believe that others are more motivated by money than they are 
Motivation and incentives 
- true Heath (1999) and the extrinsic incentives bias, in multiple experimental studies 
Heath
- gave list of different motivators, half were intrinsic motivators (features of the task/work itself i.e. challenging, interesting)
- other half were extrinsic motivators (outside of work itself, pay, promotion)
- asked people to put them in order from top – bottom of what motivates you the most 

Study 1: an experiment of 74 at MBA at Chicago

	Self
	Perspective who works on floor in 
department store (predictions of EE’s)
	Actual results of employees

	Learning
Skills
Feel Good
Pay
Worthwhile
	Pay
Security
Benefits
Praise
Feel good
	Skills
worthwhile
Learning
Benefits
Security 


 Stats: how close predictions to actual? Test on quality of predictions - correlation coefficient – 0.30 
- Compare 2 ranked ordered list how closely do they compare, this finding suggests that when people make the assumptions that are making into the systems they are wrong
- what’s Sears people said was .22 
- shows that if MBA guessed predictions way it was made with your self, then more closely 
- put extrinsic and incentives bias : predicting/over estimate the importance of extrinsic incentives 
- criticize these findings by suggesting that this effect may be stronger then they actually are

6. Teams: Teams with members from vastly different functional areas are likely to reach between solutions to complex problems than teams from one area 
True: cross-functional teams bring information from their external networks to bear on problems (who they draw on others for information) 
- working together may help reconcile background differences (interact repeatedly and overtime)

7. Large teams are more effective than small teams (what is optimal size for team?)
False – 6 is optimal number: balances diversity of opinion against process costs (comes from interacting with large numbers of people) - also free-rider effect, must remedy is holding people accountable for performance, hard to do in large groups
- harder to use social sanctions to hold people accountable in larger groups 

8. A cluster of aligned HR practices has greater impact on organizational productivity than any individual practice 
True high performance work systems include ee participation in decisions, HR practices that support and enhance ee skills, & aligned incentives --Huselid (1995) study; links bundles of HR practice to financial (could have extra resources)/org performance 
9. The use of forced ranking in performance evaluation system improves company productivity? 
Too close to call
Someone always has to be in the lower end of the rear
- popularized by Jack Welch / GE
- problem of applying this technique to teams or work units in which the sample size is too small
- can be useful in periods of rapid organizational change but  demoralization should not used when everyone is at peak performance 


Takeaways
- in social science, under evidence-based management, a major problem is “how do we know what we know?”
- Knowing what works, and under what circumstances, is a source of competitive advantage that you are already building 



CHAPTER 4: HUMAN RESOURCE PLANNING RECRUITMENT AND SELECTION
OUTCOMES
1: discuss the steps in human resource planning
2: describe relationship between planning, recruiting, selecting people to work with organization
3: Explain the advantages and disadvantages of recruiting from within the organization
4: Explain the advantages and disadvantages of external recruitment
5: Explain the objectives of the selection process
6: Describe the typical steps in the selection process
7: Identify the various sources of info used for selection decisions
8: Discuss the different approaches to conducting an employment interview
9: Explain the value of diff types of employment tests

Outcome 1: Human Resource Planning- the process 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 
“strategic” plans tend to be broader in scope, longer in time frames (2-3 years), provide overall direction, and apply to entire organization (key goals and actions to achieve)
LINKING HR PLANNING TO STRATEGIC PLANNING
- strategic is allocation of resources, + people resources thus HR planning is aligned for goals
- line manager plans for business objectives and plans for staffing resources –people need to be capable to adjust to changes in environment (much attention to succession planning)
IMPORTANCE OF PLANNING FOR STAFFING NEEDS
- shifts in labour force require mangers to become more involved in compensation, motivation 
- may incur several intangible costs as a result of inadequate or no people planning i.e. vacancy’s remain unfilled, resulting loss in efficiency (when lead-time is required to train replacements)   
-  planning more used for medium/large firms, small entrepreneurial approach needs on short-term
“Population Pyramid” demonstrate the changes in population from which organizations an determine their own trends in relation to their staffing needs
HR PLANNING APPROACHES
Need to forecast the demand for employees
Trend Analysis: Quantitative approach to forecasting labour demand on an organizational index (such as sales or units of production)
Management Forecasts: Opinions and judgments of supervisors or managers and others that are knowledgeable about the organization’s future employment needs
Need to look at supply of employees
Staffing Tables graphic representations of organizational jobs along with the numbers of employees currently occupying those jobs and future employment needs
Markov Analysis method for tracking the pattern of employee movements thru various jobs (%/#)
Looking at Skill mix
Skills Inventory information about the education, experiences, skills etc. of staff
-- don’t know core competencies = HR process unsuccessful the other needs are competencies of workers


RESULTS OF HR PLANNING
- demand and supply for labour is a function of the economic environment - need usable balance
Ways to deal with the Oversupply of Labour
Attrition: natural departure of employees through people quitting, retiring or dying
- not all attrition is good, it too many leave high turnover can cost the company more money
- costs of turnover can be as high as two times the annual compensation 
- can reduce hours, redeploy people many solutions instead of termination
Ways to Deal with Shortages of Labour
- additional employees may be short-term therefore organization may request employees to work extra hours instead of hiring more (part time as well)
- use temporary employment agency for short term such as software programmers

Outcome 2: Recruitment – is the process of locating and encouraging potential applicants to apply for existing or anticipated job openings (from large pool) 
- biggest challenge is to continue the recruitment process, focus on employee retention as well
“Branding” refers to the need to have a total and holistic approach to how the marketplace sees the company and/or products – now transferring this to its employment framework (retain talent)

Outcome 3: Recruiting with the Organization
-follow a policy of filling job vacancies above the entry-level position thru promotions and transfers
ADVANTAGES OF RECRUITING FROM WITHIN
- promoting from within makes use of people with already knowledge of firm and gives them reason to anticipate for motivation 
- transfers to broaden job experiences and protect from layoff, especially when firms become “flatter” between front line employees and executives (can save from training costs)
METHODS OF LOCATING QUALIFIED INTERNAL JOB CANDIDATES
-can be located by using computerized record systems and by internal job postings
Human Resource Information Systems
- Information technology create databases that contain the complete records and qualifications
- resume-tracking systems that allows managers to look at online database of resumes
-info systems allow firm to rapidly screen it entire workforce to locate suitable candidates    
-predict career paths and anticipate promotions (need to be kept up to date)  
Succession Planning:
Process of identifying, developing, and tracking key employees for future promotions
- rely on long-term goals, outlining competencies to reach them and make sure employee is developed to take onto the new job opening  
Internal Job Posting:     
Method of communicating information about job openings
- internal advertising, notices, now developing computerized job postings and maintaining voluntary lists of employees looking for upgraded positions  
- use technology to determine staff have necessary skills
* only effective if think being administered fairly (include postings as career development program, and made aware of these opportunites)

LIMITATIONS TO RECRUITING FROM WITHIN
- need specialized training and experience not from in firm, common in small organizations
- potential outside candidates should be looked at to prevent the inbreeding of ideas and attitudes
-excessive reliance on internal sources can create the risk of “employee cloning”

Outcome 4: Recruiting Outside the Organization
- external recruitment is organized and coordinated by HR department w/line manager suggestions
ADVANTAGES AND DISADVANTAGES OF EXTERNAL RECRUITMENT
Advantage – individual brings certain unique skills that the company needs now, variety of diff experiences and perspectives
Disadvantage – lack of solid information about the person’s performance on the job (second hand sources), person may not know the industry 
- may be constraints such as salary that prevent accessing the large pool of applicants
- lots of costs w/external recruitment and legislative requirements
LABOUR MARKET
Labour Market: area from which applicants are recruited 
-  recruitment that requires relatively little skill may encompass only small geographic area  
-  periods of high unemployment maintain adequate supply of qualified applicants
- periods of low unemployment may force to advertise heavily or seek assistance local employment agencies – relied on immigration to help meet demand
- occupations highly recruited for in other countries are health care workers and skilled trades
OUTSIDE SOURCES OF RECRUITMENT
Trade schools can provide applicants for entry-level positions (not as useful when high skilled employees are needed) – networking, referrals, info from customers/clients another way, web based social networks; some examples of outside sources:
Advertisements 
- websites, newspapers, radio, TV, posters  - well written highlight the major assets of position with responsiveness of organization to job and career needs of applicants
- Canada’s Human Resources and Skills Development (HRSDC) responsible for administering employment insurance program/special work permits (helps immigrants) – individuals must register and become “suitable employment” – shortage of workers such as doctors, nurses
- public employment agencies are able to refer to employers with job openings; i.e. Employment Telemessage system, national job bank
advantage: reaching a large audience, with some degree of selectivity w/ newspapers, journals
Internet (most common)
- 60% Canadians have gone online in search of job – cheaper, faster, and potentially more effective
- websites to announce job openings –HRSDC has a virtual library of career info 
- 9/10 recruiters use the Internet to get the word out about new positions
- companies have integrated front-end career websites with their own databases to screen the large amount of info (pull the right data from candidates)




Employment Agencies
- attempt to math applicants with the specific needs of a company with a fee that is charged to the employer for these services (25-30% of annual salary if they find the candidate whose hired)
- usually specialize in a specific occupational area
- executive search firms “head hunters”: are employment agencies that typically focus on senior level and executive-level management (tends to be very focused – 30-40% of salary)
- common for CEOS to be outside organization (short supply this caliber of executives)
- also growing need for temporary employees “Temps”: are typically used for short-term assignments or to help when managers cannot justify hiring a full-time employee, such as for vacation fill-ins, peak work periods, or employee’s parental/sick leave
“long-term temporaries” have replaced permanent hires as a staffing practice (1-3 terms)
- drawbacks of contract employees are that their commitment to company is lower
Educational Institutions:
Are a source of young applicants with formal training but relatively little full-time work experience
- high schools =blue-collar/clerical jobs
- community college = technical jobs
- universities = technical and managerial positions 
Open Houses and Job Fairs
- when firm is expanding or looking for particular types of skills i.e. job fair when shortage of skilled trades, open house where potential applicants are encouraged to visit company
- “virtual” national career fair, enabled participants to have a virtual chat with employers, submit a resume in real time, and to read articles from career experts
Employee Referrals
- quality is normally high, since employees are hesitant to recommend individuals who might not perform well  -- the effectiveness of this recruitment effort can be increased by paying commissions to employees when they make a successful “recruitment sale”
- now web-based referral community – people refer other people to jobs posted
- incentives for the referee by the employer if the person is hired need to be aware of systemic discrimination
Unsolicited Applicants and Resumes
- may or not be good prospects for employment (% of acceptable low – still good source)
- used to introduce themselves to businesses, can help with good PR
Professional Organizations
- offer placement service to members as one of their benefits – advertised in their journals or national meetings – where placement centre is usually established
Unions
- employees belong to labour unions, can be source for blue-collar (welders, electricians, plumbers) and some professional jobs (need to meet requirements/applicant availability) 
- some such as maritime/printing have hiring halls that can supply applicants with short-term need
Recruitment for Diversity
- Employers that are under federal employment equity legislation are expected to have recruitment program that focuses on the designated groups of women, visible minorities, people with disabilities and First Nations People (not quota, but expectation over time)
- managers apart of recruitment “outreach” programs, where they speak at ethnic community centres to let people know about employment opportunities
- Toronto Region Immigrant Employment Council (TRIEC) its mission is to create and facilitate solutions to better integrations of immigrants into the regional workforce 
Outcome 5: Selection
- assess qualifications and decide who to hire, line manager makes final decision
- HR helps for interviews, references, administering employment etc.
MATCHING PEOPLE AND JOBS
Selection: the process of choosing individuals who have relevant qualifications and who will best perform on the job to fill existing or projected job openings
- being systematic in process have greater possibility of staff the work and achieve goals of firm
- need as much information as possible to predict job performance of the candidate
- job requirements found thru job analysis knowing the applicant’s competencies
Outcome 6: The Selection Process
- continuous, turnover occurs leaving vacancies to be filled
- have steps not all applicants go thru them all: 1) completion of application form/resume 
2) initial screening/interviewing by HR 3) employment tests 4) supervisory/team interview
5) reference checks 6) hiring decision
OBTAINING RELIABLE AND VALID INFORMATION
Reliability: the degree to which interviews, tests, and other selection procedures yield comparable data over time and alternative measures
Validity how well a test or selection procedure measures a person’s attributes
-is essentially an indicator of the extent to which data from procedure predict job performance, depends upon the selection tool’s overall reliability
* best overall predictor for job performance is the person’s general mental abilities
Outcome 7: Sources of Information about Job Canadians
APPLICATION FORMS AND RESUMES
Applications have several purposes: 
provide info for deciding applicant meets min requirements (education, experience)
a basis for questions the interviewer will ask about applicant’s background 
 offer sources for reference checks
- Can apply online now – some overstate on resumes = termination (33% stretch the truth)
Resumes: prepared by applicant and provide job-related information about the job seeker
Information on a application form:
application date- should date to know when form was completed and time limit that form on file
educational background, experience, references
arrests and criminal convictions:  can ask if bonding is a requirement
country of citizenship: not permitted but allowable to ask if the person can leally entitled to work in Canada
disabilities: should avoid asking applicants
Emerging trends in resumes: video resumes, use of keywords (firms screen for), increased use of social networks


THE EMPLOYMENT INTERVIEW
- rare without – could be one on one, group interviews – interview pros
(1) practical when there are only a small number of applicants (2) it services other purpose, such as PR  (3) interviewers maintain great faith and confidence in their judgments
- need to have critical questions and interviewer needs to be trained
- problems: biases, and subjectivity
- purpose: gather info to see if has skills abilities and knowledge to be successful in firm
Outcome 8: Interviewing Methods
One- On-One
- face to face interview, the interviewer could be HR professional or supervisor
- questions could be structured,behavourial description interview (BDI), situational or non-directive
Panel or Group Interview:
An interview in which a board of interviewers questions and observes a single candidate
- people work together as a team, useful to have some of the team members form the interview panel as much more in-depth questions can be asked
Telephone Interview
- use as first interview to reduce costs
- interview conducted by someone form company, or with the advent of technology; companies can uses software, questions responded by touching a keypad
Internet-Based Interview
- enable firms to pre-screen or assess applicants online – multiple choice questions
- used the GMA(general mental ability) tool or personal profiles – filter out unqualified
- some software can measure everything from contradictory responses to time delays
“impression management”: computerized interviews than face-to-face interviews, which applicants may be less likely to engage in 
TYPES OF INTERVIEW QUESTIONS
Structured Questions
- most likely provide the type of info needed for making sound decisions, b/c based on job requirements and has a established set of answers against the applicant responses to be rated
- reduce possibility of legal charges of discrimination; 2 types of structured questions
(1) Behavioural Description Interview (BDI): question about what a person actually did in a given situation i.e. situation where disciplined an employee? What action taken? What results?
- idea that past performance is best indicator for future performance
- BDI used b/c 1. Questions are based on job requirements directly related to skills necessary
2. Answers are most easily rated against established criteria 3. Min bias on part of interviewers 
(2) Situational Question: question in which an applicant is given a hypothetical incident and asked how he/she would respond to it
- evaluated relative to pre-established benchmark standards
Unstructured Questions
- broad and open-ended, applicant allowed a great deal of latitude
- interviewer usually uses follow up questions, for applicant to elaborate
Which type of Questions to use?
- nondirective interview valuable in bringing interviewers attention to any information, attitudes, or feelings that may be concealed by more structured questioning – little info comes from interviews that enables to do a cross-check (reliability and validity) 
- used both to get food info bout skills/competencies and then determine candidates fit in firm
GUIDELINES FOR EMPLOYMENT INTERVIEWERS
· training shown to improve the competence of interviewers, practice interviews under guidance
1. Establish an interview plan areas and specific questions to be covered, job requirements/resume/ test scores before seeing applicant
2. Establish and maintain rapport greeting applicant pleasantly, explain the purpose of interview
3. Be an Active listener understand/comprehend, and gain insight, mind is alert, facial/posture
4.Pay attention to nonverbal cues – facial expressions, gestures, body position, movements (culture considerations)
5. Provide information as freely and honest as possible- answer applicants questions fully
6. Use questions effectively- be phrases as objectively as possible
7. Separate facts from inferences record facts, later inferences/interpretations, compare inferences
8. Recognize bias and stereotypes – one typical bias is to consider stranger who have interests, experiences, and backgrounds similar to their own to be more acceptable
- stereotyping involved forming generalized opinions of how people appear to think/act
- assume one competency is very high (leadership) & all the other are equally as high (halo effect)
- may assume all competencies average even though evidence of either poor/excellence (central tendency)
9. Control the course of the interview - stick with plan, ample time for applicant to talk and maintain control of situation
10. Standardize the questions asked- ask the same questions to all applicants (reliability)
- need to avoid potentially discriminatory questions
- need (realistic job preview: both desirable/undesirable aspects of the job)
EMPLOYMENT TESTS:
Is an objective and standardized way to assess a person’s KSAs, competencies, and other characteristics in relation to other individuals. (test on relevant skills being used in work)
- legal challenges to validity of tests, need to match needs of business (65%+ employers use) 
Outcome 9: Types of Employment Tests
Aptitude Tests: measures of a person’s capacity to learn or acquire skills 
Achievement Tests: measures of what a person knows or can do right now
Cognitive Ability Tests measure mental capabilities, such as intelligence, verbal fluency, numerical/reasoning ability i.e. Aptitude tests, comprehension tests
- show general intelligence, shows good predictors of performance/ ability to be trained
Personality and Interest Inventories
Measure personal characteristics such as extroversion, agreeableness, openness to experience
- predict job performance = low, only useful when employer knows what kind of traits needed
- problematic if advertently discriminate against individuals (not useful for background info)
Emotional Intelligence (EI)
- newer/debated, measures emotional intelligence: composite of emotional reasoning abilities: perceiving, understanding, and regulating emotions
- unsure if used to predict job performance
Physical Ability Tests
- assess physical abilities for demanding/potentially dangerous jobs i.e. firefighters, police
- strength and endurance good predictors or performance on job/minimize injuries on job
- may require medical exam (privacy/discriminatory issues)
Job Sample Tests – require applicant to perform tasks that are actually apart of the work required - constructed that experts agree includes the major job functions (office/clerical)
- also diverse jobs i.e. map reading test for traffic control, coordination for pilots
Substance Abuse (drug and alcohol) Testing
- Canadian Human Rights Commission issued policies on drug testing
- needs to be job-related and involves safety issues, candidate must be informed that job offers are conditional on successful passing of drug test, employer right to demand medical examination (need to be clear and legitimate purpose)
- one agreement between Construction Labour Relations Association and Council of BC Building Trades says allows mandatory testing of employees involved in workplace accidents/ reasonable suspicion of on-the-job impairment
REFERENCE CHECKS
- not proved successful for predicting employee performance, since letters are inflated
- telephone checks are preferable b/c save time and provide greater honesty/ effectiveness
- employer need to be careful with handling of reference info b/c of privacy laws
- inadequate reference can lead to high turnover, theft and white-collar crime
- outsource references checking professional firms
REACHING A SELECTION DECISION
accepting/rejecting applicants (common to use summary forms/checklists)
SUMMARIZING INFORMATION ABOUT APPLICANTS
Two main factors: “can do” – includes knowledge and skills as well as aptitude for acquiring new knowledge and skills (easier to measure since readily evident from test scores)
“will do” – include motivation, interests, other personality characteristics
- specific criteria is needed especially under the can do, to ensure criteria is appropriate and conforms to legal requirements is the OUCH test: Objective, Uniform in application, Consistent in effect, Has job relatedness
DECISION STRATEGY
[bookmark: _GoBack]- depends on category of jobs
1. Should the individuals be hired according to their highest potential or according to the existing needs of organization?
2. At what grade or wage level should the individual be started?
3. Should initial selection be concerned primarily with an ideal match of the employee to the job, or should potential for advancement in the organization be considered?
4. To what extent should those who are not qualified but are qualifiable be considered?
5. Should overqualified individuals be considered?
6. What effect will a decision have on meeting employment equity plans and diversity considerations?
FINAL DECISION - line manager decides who gets hired
- large organizations notifying applicants of decision and making job offers is HR department
- smaller organizations manager will notify the candidates i.e. wages, details 



CHAPTER 5 ORIENTATION, TRAINING, AND DEVELOPMENT 
Outcomes
1: Discuss the systems approach to training and development
2: Describe the components of a training-needs assessment 
3: Identify the principles of learning and how they facilitate training
4: Identify the types of training/development methods for all levels of employees
5: List characteristics of an effective orientation process
6: Describe the special training programs that are currently popular
7: Explain a career development program integrates individual and organizational needs
8: Discuss specialized career development needs 

“Intellectual capital”: set of knowledge and expertise give them edge over competitors and is a combination of “human capital” is the support that allows human capital to grow
- help enable nurture and strengthen HC:
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 
- manager/supervisor plays key role ensure training and development efforts are appropriate
Outcome 1: Approach to Orientation, Training, and Development 
- need to have connection between strategic objectives and their training programs 
(common problem focusing on “whatever the competition is doing”/fads)
Approach 4 phases
(1) needs assessment (2) program design (3) training delivery (4) evaluation of training 
SCOPE OF ORIENTATION, TRAINING, AND DEVELOPMENT
“training” can be used casually to describe any effort initiated by organization to foster learning
“learning”  refers to the ongoing change in behaviour and thinking (goal of training & development) 
- want to bring KSA’s(knowledge skills abilities) up to level for performance
skills – fundamental, personal management, teamwork
Investments in Training
-spend 1.8% of payroll in 2005 for training, more businesses on providing training as “a need” basis and ensuring that it’s linked to actual work experiences 
- training to be effective is important that employers provide strong support (paying or encouraging)

Outcome 2: Systematic Orientation, Training, and Development
PHASE 1: CONDUCTING THE NEEDS ASSESSMENT
- managers/HR professionals need to know where needed, who, which methods, and what kinds of training needed, needs to assessment systematically (identify actual training problem)
- assessment at 3 levels: organizational level (environment and strategy of company, where training emphasis)  task level (reviewing activities of work to determine competencies needed)
person level (review employees need training) 

4 questions 
1. How important is issue to success of the organization? 
2. What competencies, or KSA do employees need? 3. What competencies or KSA do they have?
4. Gap between desired (need) and the actual (have)?
- issues can be mergers/acquisitions, technological, globalization, organizational, downsizing, 
- trends in the workforce have an impact on training employees want to increase value self-development and personal growth – need to final areas where will have max benefit
PHASE 2: DESIGNING THE TRAINING PROGRAM
- success hinges on taking info gained from needs analysis and utilizing it to design first-rate training
should focus on 4 related issues: 
(1) Instructional Objectives: Desired outcomes of a training program
-  the skills and knowledge the company wants people to have and the behaviours employees should acquire and/or change
(2) Trainee Readiness and Motivation
 Trainee Readiness: the consideration of a trainee’s maturity and experience when assessing him/her
- prospective should be screened to know background KSA and motivation for desire to learn
6 essential strategies for training environment:
1. Use positive reinforcement 2. Eliminate threats and punishment 3. Be flexible 
4. Have participants set personal goals 5. Design interesting instruction 
6. Break down physical and psychological obstacles to learning 
- clear training objectives will increase motivation to succeed training programs
(3) Principles of Learning
– transition to organization/employees need to consider the psychological principles of learning, the characteristics of the training programs (failure related to principles of learning- 8)
1. GOAL SETTING- goals and objectives clear
2. INDIVIDUAL DIFFERENCES- learn at different rates/ways
3. ACTIVE PRACTICE AND REPITITION – be given frequent opportunity to practice their job tasks in the way they will be expected to perform them
4. WHOLE-VERSUS-PART LEARNING – tasks broken down into part that lend into further analysis, need to know how to complete each part effectively
5.MASSED- VERSUS-DISTRIBUTED LEARNING – amount of time devoted to practice in one session, spaced out training will result in faster and longer retention 
6. FEEDBACK AND REINFORCEMENT – some from self-monitoring other from trainers, fellow trainees
two purposes – knowledge of results and motivation
7. MEANINGFULNESS OF PRESENTATION – meaningful manner so that trainees can connect training to familiar things
8. MODELLING – behaviour modification: technique that if behaviour is rewarded it will be exhibited more frequently in the future (using some incentive to reinforce desired behaviour) 
(4) Characteristics of Trainers
- skills and personal characteristics of those responsible for conducting training, trainers need to be knowledgeable, well-prepared, and have good communication skills, enthusiastic 



Outcome 4: Phase 3: Implementing the Training Program
choices regarding instructional methods are “the rubber meets the road” , which ones appropriate for KSA’s
Training and Development Methods
ON-THE-JOB-TRAINING (OJT): method by which employees are given hands-on experience with instructions from their supervisor or other trainer (cost effective method)
3 common drawbacks—(1) lack of a well-structured training environment (2) poor training skills of managers (3) absence of well-defined job performance criteria 
To over come drawbacks…
1. Develop realistic goals and/or measure for each OJT area
2. Plan a specific training schedule for each trainee including set periods for evaluation and feedback
3. Help mangers to establish a non-threatening atmosphere conductive to learning
4. Ensure that they are mechanisms to monitor and evaluate training programs 
APPRENTICESHIP TRAINING:
Is a system of training in which a worker entering the skilled trades is given thru instruction and experience, both on and off the job, in the practical and theoretical aspects of the work 
- Increase of apprenticeships in oil industry
COOPERATIVE TRAINING AND INTERNSHIP PROGRAMS
Cooperative Training: training program that combines practical on-the-job experience with formal education
Internship Programs: programs jointly sponsored by colleges, universities, and other organizations that offer students the opportunity to gain real-life experience while allowing them to find out how they will perform in work organizations
- co-op programs offered in university
CLASSROOM INSTRUCTION
- enables the max number of trainees to be handled by the min number of instructors
- training in areas where info can be presented in lectures, demonstrations, films, computer 
“vestibule training”: trainees are given instruction in the operation of equipment that are found in operating departments 
SELF-DIRECTED LEARNING
occurs when individuals work at their own pace at programmed instruction (norm requires continuous response on part of trainee, i.e. book, computer, manual)
AUDIO-VISUAL - used to teach skills/procedures required for a number of jobs, video-conferencing 
SIMULATION is used when it is either impractical or unwise to train employees on actual equipment
- provides realism in equipment and its operation i.e. aircraft, spacecraft
E-LEARNING:
Learning that takes place through electronic media; thru web-based & computer-based training (CBT)
- sophisticated forms of individualized instruction more engaging than traditional classroom
- cheaper to administer because directly the employee’s computer save 30-70% training costs
- e-learning increase productivity and reach personal development goals
- culture of organization needs to be considered with e-learning, makes employees motivated
ON-THE-JOB- EXPERIENCES
- present managers opportunities to perform under pressure and to learn from their mistakes
- needs to be well planned, organized, supervised and challenging to participants; it involves
a. Coaching, continuing flow of instructions, comments and suggestions
b. Mentoring informal relationship which coaches, advices and encourages more junior employee 
- focus on goals, opportunities, expectations and standards to help reach potential 
c. Understudy Assignments groom an individual to take over a manger’s job by helping the individual gain experience in handling important functions of the job
d. Job Rotation variety of work experiences, broaden knowledge and understanding to manage better
e. Lateral Transfer involves horizontal movement thru diff departments along w/upward movement in organization 
f. Special Projects/junior boards is opportunity for individuals to become involved in study of current organizational problems in planning/decision-making activities
g. Action Learning managers release time to work full-time on projects with others in the firm
h. Staff Meetings enable participants to become more familiar with problems/events outside their areas 
i. Planned Career Progressions utilize all different methods to provide employees with raining and development necessary to progress thru a series of jobs requiring higher/higher levels of KSA
SEMINARS AND CONFERENCES
useful for bringing groups of people together for training and development, used to communicate ideas, policies, issues, debates – often used when attitude change is a goal
CASE STUDIES use documented examples and help managers learn how to analyze and synthesize (put together_ facts, become conscious of variable and improve their decision-making skills
MANAGEMENT GAMES - valuable for bringing a hypothetical situation to life & provide experiential learning (use for general use)
ROLE PLAYING
consists of assuming attitudes and behaviours of others often a supervisor involved in a particular problem – improve ability to understand & cope with others, learnt to counsel others since different point of view, used widely in health-care professionals and training managers
PHASE 4: EVALUATING THE TRAINING PROGRAM
- determine the effectiveness, not doing this is poor business practice
Method 1: Reactions
- participant reactions happy trainees will focus on training principles and utilize the info on the job
- give feedback, but no guarantee that positive reactions means successful training, unless transferred into the job
Method 2: Learning
- testing knowledge and skills before a training program to give baseline, to measure again after
Method 3: Behaviour
Transfer of Training/Learning: effective application of principles learned to what is required on the job – expect behaviour change and to reinforce change, to max transfer:
1. Feature identical elements of the job in the actual training
2. Focus on general principles that can be adapted to fit situations in the work environment
3. Establish a climate for transfer with the manager being supportive and ensuring ee uses new skills
Method 4: Results
- “bottom line” and measure training based on Return on Investment (ROI)- training increase business results (profit, customer satisfaction, decreased costs)

- look to training to support long-term strategy, interest in benchmarking (not really existent)
Four step process from Edward Deming’s 4-step process to measure 
Benchmarking: process of measuring one’s own services and practices against the recognized leaders in order to identify areas for improvement
1.Plan conduct self-audit to define internal processes/measurements decide on areas to be benchmarked; choose the comparison organization
2.Do collect data thru surveys, interviews, sites, records
3.Check analyze data for gaps, and findings to suggest improvements to management
4.Act establish goals, changes, monitor progress, redefine benchmarks, continuous-improvement

Outcome 5: Orientation: formal process of familiarizing new employees with the organization, their job, and their work unit and embedding organizational values, beliefs, and accepted behaviours 
- first objective is to get new employees off to a good start and get “in sync” to become productive
- is a socialization process
Benefits of Orientation 
1. Lower turnover 2. Increased productivity 3. Improved employee morale
4. Lower recruiting and training costs 5. Facilitations of learning 6. Reduction of new ee anxiety
- longer time spent, more valuable members, defines philosophy/attitude of organization 
Continuous Process
-plans, policies and procedures change with new conditions, teaching to the needs of new ee
- companies use intranet(internal websites) to update changing conditions for old ee’s as well
Cooperative Endeavour
- cooperation between line and staff, HR department responsible for coordinating orientation process but supervisor needs to inform work group that a new worker is joining the unit
- supervisors act as “sponsors” for incoming ee’s, giving practical help and emphasis on teamwork
Careful Planning
-emphasis on goals, topics covered, methods of organizing and presenting them is essential
- orientation should focus on matters of immediate concern, and firm behvaiour expectations
- do not overwhelm new ee, want to eliminate anxiety, by assuring performance will come with time
- new immigrants could take years

Outcome 6: Special Topics in Training and Development
- meets needs of a broader base of employees 
Basic Skills Training
- better literacy skills = better pay/promotions, so employers have literacy training to improve productivity; basic knowledge is an essential qualification top 5 skills needed
(1) read and understand info (2) listen, ask questions understand (3) work in teams (4) asses situations and identify problems (5) share info orally and work with others
- implementing successful program in basic and remedial skills managers should do 5 things:
explain to ee’s why and how the training will help them in their jobs
relate the training to ee’s goals
respect and consider participant experiences, and use these as a resource
use a task-centered or problem-centred approach so that participants “learn by doing”
give feedback on progress toward meeting learning objectives 
Team Training
- rely on teams to attain strategic and operational goals, contributions of individual members not only function of skills and capabilities of each individual but also of the interaction of team members 
- fall under 2 broad categories: task related & team related 
- “shared mental model” team develops of the task and can work more efficiently in actually working on the task – teams need to evaluate themselves periodically to ensure that the goal(s) achieved
- Want to design team training keep points in mind:
1. Teambuilding is difficult & comprehensive process – pressure to produce (better training overtime)
2. Team development not always a linear sequence of forming, storming, norming and performing need initiatives so no lapses can occur
3. Additional training required tointegrate new members, large membership changes could backtrack 
4. Skills need to be acquired thru practice and reviewing performance of teams
Diversity Training
- challenges of employment equity, stereotyping, demographics, changing values this DT emphasis
two types 1. Awareness building (ee appreciate benefits of diversity 2. Skill Building (capabilities to work with differences)
- important to take a systems approach to see if anything hampering diversity i.e. polices, practices

Outcome 7: Career Development – Individual and Organizational Needs
- introduce a personalized aspect to the term development – Career Development: be viewed as a dynamic process that attempts to meet the needs of managers, ee’s and organization 
- Career Planning: is a systematic approach you asses values, interests, abilities, goals & identify path you need to take to realize your career goals (individuals response., managers encourage w/feedbk) 
- organizational needs should be linked with individual career needs; can use leadership CD programs
CREATING FAVOURABLE CONDITIONS
Management Support
CD successful need support of top management, system reflect goals/culture/ppl philosophy of firm
effective – managerial staff trained in fundamentals of job design, performance appraisal, career planning and coaching 
Goal Setting
- firm immediate goals, otherwise may plan for personal change without knowing if goals match
CHANGED IN HRM PRACTICES
 Change HRM practices so CD program will be effective I.e. practice of job rotation can counteract obsolescence and maintain ee flexibility also help aid development involves job transfers/promos
Transfer: Placement of an individual in another job for which the duties, responsibilities, status, and remuneration are approx. equal to those of the previous job (used more frequent then promos) 
- transfers help place ee where greater need for services, and can be geographic, workplace
demotion/downward transfer: moves individual into a lower-level job and can provide developmental opportunities – most consider unfavourable 
Promotion: change of assignment to a job at higher level in organization (incentive)
- normally increase in pay, demands more responsibility, firm to use skills more effectively
- criteria: merit and seniority  

Outcome 8: Specialized Development Needs
“development”: long-term approach for acquiring and utilizing new skills
Mentoring
Mentors: managers who coach, advise & encourage less experienced employees
- good mentorship = reciprocal relationship = both mentee/mentor learn from each other
- to make a successful relationship
1. Mentoring is a personal interaction: can’t be forced
2. Being mentor not for everyone: some reluctant to share experiences cant force into mentor
3.Make use of work assignments & challenges: use as base discussion & assist to make advice real & relevant 
4.Mentoring 2-way Street mentees have to be willing 
5. Clear on expectations particularly in early stages 
- now E-mentoring brings business professionals together
Specialized Career Development for a Diverse Workforce
- geared to special groups (women, minorities, youth) since used to not include women &only male mangers had the informal network of interpersonal relationships for advancements now women networks, and also creating conditions to reward on basis of objective, non-discrim criteria 
Keeping a Career in Perspective
- balance between work and personal life other areas of life considered
1. Off-job interests are break from demands of career; ee can gain satisfaction from non-work related
2. Family Life, concerns of number of hours per week
3. Retirement planning given aging workforce, work provide pre-retirement programs
4. Duel-career families career development and progress may need to take goals of the partner 














CHAPTER 7: RECOGNIZING AND REWARDING EMPLOYEES
Outcomes
1: Explain an Organization’s concerns in developing a strategic rewards program
2: Identify the various factors that influence the setting of pay levels
3: Describe the major job evaluation systems
4: Describe the compensation structure
5: list the types of incentive plans
6: explain the employee benefits required by law
7: Describe voluntary benefits

-  work-related variables leading to job satisfaction; challenging, interesting, equitable rewards, competent supervision, and rewarding careers – compensation systems that are fair
- HR gather compensation info/developing, manager makes decisions on how much 
Direct Compensation: employees wages and salaries, incentives, bonuses, and commissions
Indirect Compensation: benefits such as dental plans/life insurance supplies by employers
- all together = “total compensation” or “total rewards approach”
- “reward strategies” is focusing to recognize and reward people based on performance
- manufacturing firms = 20% service = 80% compensation 

Outcome 1: Rewards as Part of Company Strategy
- rewards show higher organizational performance for motivation
- can affect the number of applicants, also use to retain scarce skills  - “total rewards” broader set of elements and tangible rewards of pay, benefits culture of work climate/culture
“chief fun officer” role that promotes excitement, energy and team building at work
LINKING COMPENSATION TO ORGANIZATIONAL OBJECTIVES
Formalized compensation goals: 1. Reward employee’s past performance 
2. Remain competitive in the labour market 3. Maintain salary equity among employees
4. Mesh employee’s future performance w/ organizational goals 
5. Control the compensation budget 6. Retain key staff 7. Influence employee behaviour/attitude
The Pay for Performance Standard:
Standard by which mangers tie compensation to employee effort and performance
-“pay for performance” refers to wide range of direct compensation i.e. merit-based, commissions, team incentives, gain sharing programs, job/pay banding
- differentiate average/outstanding performers (3 types individual, team and organization)
- considerations of how will be measures, how to pay, what monies allocated for compensation
- critical issue concerns the size of the monetary increase and its perceived value to employees
The Motivating Value of Compensation
- pay be equitable in relation to those contributions or relation to other workers 
Equity defined as anything of value earned thru the investment of something of value
- Equity theory is a motivation theory that explains how employees respond to situations in which they feel they have received less/more then they deserve
-Role of Perception Theory is motivation, and the fact that individuals make comparisons: make ratio of their inputs(skills), to their outcomes(salary) and then compare that ratio to other individuals similarly, ratio = similar = equitable.. if not similar = not equitable = tension
Equitable Pay: compensation received is perceived to be equal to the value of the work performed
internally equitable when employees believe the wages rates for their job approximate the jobs’ worth to firm; externally equity: pay employees wages equivalent to the wages similar employees earn in other establishments
The bases for Compensation
Hourly work: work paid on hourly basis (far more customary), hourly employees/wage earners
“salaried employee”- compensation on basis of weekly, biweekly, monthly pay periods (same #)
Piecework: Work paid according to the number of units produced

Outcome 2: Determining Compensation
INTERNAL FACTORS (4)
Employer’s Compensation Salary
“Market” means the geographical area in which organization typically finds qualified candidates for work - organizations will state objectives regarding compensation for their employees
Large and small employers set pay policies reflecting:
(1) internal wage relationship among jobs and skill levels (2) the external competition or employer’s pay position relative to what competitors are paying (3) policy of rewarding employee performance (4) administrative decisions concerning elements of the pay system (premiums, payment periods, short-long term incentives)
Worth of a Job
- Base on subjective opinions of people with familiar jobs when no compensation program
- pay rates influence by unions, labour market, and collective bargaining 
- With formal compensation programs likely rely on a system of job evaluation
Job Evaluation: systematic process of determining the relative worth of jobs in order to establish which jobs should be paid more than others within an organization (create internal equity)
- criteria: level of skill, effort, responsibility, working conditions of job
Employee’s Relative Worth
- superior performance = rewarded by granting merit raise on the basis of steps within a rate range established for a job class- must be determined by an effective performance appraisal
- many merit systems provide raises to be granted automatically, supervisors compare against other employees
Employer’s Ability and Willingness to Pay
Public sector compensation is limited by the willingness of taxpayers to provide them
- federal gov’t had pay frozen for 6 years to balance the budget
Private sector profits and other financial resources available to employers often limit pay levels
-economic conditions/competition = affect rates willing to pay
EXTERNAL FACTORS
Economy
Things changed due to recession – differentiating between average/high performers for compensations - reducing bonuses – creating unpaid vacations
- managing overall workforce costs thru combo of hiring freezes and terminating poor performers
Labour Market Conditions
· forces of supply and demand for qualified labour, influence wage rates
· counterforces i.e. power of unions can reduce full impact of supply/demand in market
Area Wage Rates – formal wage structure should provide rates that are in line with those being paid by other employers for comparable jobs within the area
- data to area wage rates may be obtained at minimal cost for local wage surveys
- data from consulting firms, own, cooperative exchange of wage info from various associations
Cost of Living
Consume Price Index (CPI): measure the average change in prices over time in a fixed “market basket” of goods and services (due to inflation, used to change pay rates - by Stats Canada)
Collective Bargaining
Real Wages: wage increases larger than rises in CPI; that is the real earning power of wages (improving standard of living/improving purchasing power) -gaining wage settlements 
“Union scale” prevailing rate that all employers must pay for work performed under gov’t contract
- impact of CB therefore extends beyond that segment of the labour force unionized
Legal Requirements
- influences or requires certain pay rates, minimum hourly wage, 
- pay equity legislation obliges certain companies to pay the same wage rate or jobs of dissimilar nature and base on comparing jobs performed mostly by men to jobs performed mostly by women 
- pay equity requires “gender-neutral” system: comparing jobs based on the amount of type skill effort and responsibility needed to perform job and working conditions in which job performed

Outcome 3: Job Evaluation Systems- way to determine the relative worth of jobs in organizations
Job Ranking System (used in smaller organizations, not frequent)
- arrays jobs on the basis of their relative worth, done by single individual knowledge or by committee of management – weakness: doesn’t provide refined measure of each job’s worth
Job Classification System (simple, less precise)
- jobs that are sufficiently alike with respect to duties and responsibilities are grouped and will have common name/pay
- jobs that have increased responsibility, skill, knowledge, ability selected to compare jobs are grouped and will have different common name/pay
- description each job classes constitute the scale against specifications for various jobs compared - evaluate by comparing job descriptions w/ different wage grade “to slot” into right grade
Point System (more valid and less easy to manipulate compared to ranking/classification)
Quantitative evaluation determines job relative value by calculating the total points assigned to it
- public/private, large/small, complicated to establish= simple to understand after/used
Advantage: provides a more refined basis for making judgments
“Compensable factors”- skills, efforts, responsibilities, working conditions 
Factor Comparison System
- Evaluation accomplished on a factor-by-factor basis, typically used for legislated pay equity 
- compensable factors to be evaluated are compared against the compensable factors of key jobs within the organization that serve as the job evaluation scale
5 compensable factors: skills, mental effort, physical effort, responsibility and working conditions; used to rank the diff factors for each key job
 all evaluations supervisor/managers make decisions on the components of any job, and how much responsibility/authority any particular job have use HRMS to record final decision/asses data
Outcome 4: The Compensation Structure
The evaluated worth of each job must be converted into hourly/daily/monthly wage rate
WAGE AND SALARY SURVEYS:
Survey of wages paid to employees of other employers in the surveying organization’s relevant labour market –permits to maintain external equity
Collecting Survey Data
“pre conducted” pay surveys are available to satisfy the requirements of most public not-for-profit, or private organizations- can collect own wage/salary survey as well
THE WAGE CURVE
- Relationship between relative worth of jobs and their wage rates, curve indicate the rates currently paid for jobs and the new rates resulting from job evaluation, or rates for similar jobs
PAY GRADES:
Is the groups of jobs within a particular class that are paid the same rate or rate range
- used well with classification system of job eval since already in groups
- point system/factor comparison pay grades must be established at selected intervals that represent the point/evaluated monetary value of these jobs
RATE RANGES
- common to provide a range of rates for each pay grade - may be same for grade or proportionately greater at each successive stage  - constructed on the latter basis provide a greater incentive for employees to accept a promotion to a job in a higher grade
OTHER WAYS TO DETERMINE WAGES
- job based system most common but fails to reward and encourage to learn, and not reinforce company’s culture therefore introduced:
Competency-Based Pay: pay based on how many capabilities employees have or how many jobs they can perform (compensates for diff skills/knowledge/behaviour/characteristics)
Consider: - competencies that demonstrably affect performance – methods to measure achievement of each competency – compensate competency – provide learning opportunities 
Benefits: encourage employees to earn higher wages by: greater productivity, increased learning, commitment to work, staff flexibility, reduce absentees  
Broadbanding
- adopt skill-based pay system use  Broadbranding: simply collapses many traditional salary grades into a few wide salary bands - have midpoints/quartiles that have extremely wide salary or none at all - encourage employees to move to jobs to develop in their careers/add value, and skill building
- enables firm to consider career mobility patterns in assigning employees to bands

Outcome 5: Incentive Plans
- or variable play programs, harder in economic downfalls, focusing more on overall firm goals 
- philosophy shared commitment thru belief every individual contributes to performance/success
- financial incentives offered to improve/maintain high levels of productivity/quality
Individual & group incentive plans:
(1)Individual Basis: supplements the basic pay, provide employees with more pay for greater effort, while at same time giving employees the security of a basic wage, bonuses (managerial employees, or frontline staff)
(2)Team/ group-based Incentive - rewards with inventive bonus = perform standards are exceeded
(3)Merit Raises – commonly used for salaried employees based on achievement of perform standards, problem is that they may be perpetuated year after year even when perform declines
(4)Gainsharing- both employee/organization share the financial gains according to a predetermined formula that reflects improved productivity and/or decreased labour costs
(5)Profit Sharing-  plan which employers pays special sums based on the profits of organization
(6)Employee Stock Ownership Plans (ESOPs) stock plans in which organization contributes shares of tis stock to an established trust for the purpose of stock purchases by its employees
- not as popular with recession

Outcome 6: Employee Benefits
- indirect form of compensation improving the quality of the work and personal lives of employees
- employers expect workers to be supportive of the organization and to be productive (value of benefits) – often benefit given b/c other employers doing it or union pressure
- overall compensation program most objectives are; improve employee work satisfaction, meet employee health and security requirements, attract and motivate employees, retain top performing employees (benefits more important), maintain a favourable competitive position 
- employees have input on benefits and they need to constantly change due to diff factors (profitability, size of firm, industry patterns)
Cost Concerns
35-45% of their annual payroll costs on benefits (health plan; a rising concern, pension, premiums) 
- mostly a fixed cost see if afford during hard economic times need to min negative effects, avoid unnecessary expense by enlisting the cooperation of employees to evaluate benefits
- “benefit credits” which employees can use as they wish from a number of options
- employers have required employees to pay part of the costs (co-payments, higher deductibles) or being selective to who receives what benefit i.e. healthy life styles can reduce health care
BENEFITS REQUIRED BY LAW
12% of annual payroll costs
Canada and Quebec Pension Plans (CPP/QPP)
- ages 18-70 require employers to match the contributions made by employees 
- revenue = retirement pension, disability benefits, survivors’ benefits (funds not meeting needs for Canada’s aging population)
Employment Insurance (EI)
- income protection to those who are between jobs (employers/employees both contribute)
- amount benefit paid is a formula (can change): number of hours of employment in past year and the regional unemployment rate 
Provincial Hospital and Medical Services
- fund healthcare with tax revenue and federal cost sharing ON, NFLand, Quebec levy payroll tax
Alberta BC charge premiums that are payable by the resident or agent (usually employer) 
- need reform with baby boomers
Leaves Without Pay
leaves of absence request for personal reasons -without pay/without loss of benefits or seniority 
Other Required Benefits
employers pay for statutory holidays, vacation pay, overtime, severance payment if fired
Outcome 7: Voluntary Benefits 
- used to attract and retain the kind of employees they want
HEALTH AND WELFARE BENEFITS
Used to only cover medical surgical and hospital now prescription, dental, optical, mental 
Dental Coverage – pay dental-care costs a portion of it to encourage regular dental attention
Extended Health Care Coverage- semi-private hospital rooms, prescription drugs (big increase) manger w/mail order and generic drugs, ambulance services, out of country medical expenses, vision care
- manage costs with employers’ association to negotiate lower drug prices w/ manufacturers 
- duplication of coverage if partners in relationship have access to better coverage can switch over
Life Insurance – death benefits to beneficiaries and accident death/dismemberment benefits
RETIREMENT AND PENSION PLANS
Pension plans 2 primary categories (hard to guarantee with baby boomers, new models?)
i.e. Quebec law gov’t take private pension plans if company bankrupt
Defined Benefit Plan a person receiving benefits gets specific amount (usually years of service & average earnings) regardless of the amount of contributions (firm liable for difference)
Defined Contribution Plan an amount that is based on the amount of accumulated funds and how much those funds can purchase (at time of retirement) for retirement benefits
PAY FOR TIME NOT WORKED (big portion of benefit costs)
Vacations with Pay 
- vary on size, industry to qualify for longer vacation time have to work for 7-20 years respectively
Paid Holidays
- may designate special holidays important to that province only, only personal days off
- also have to look at increasing diversity and religions in work force i.e. Jewish holidays
Sick Leave(increasing due to baby boomers)
- set a number of sick-eave days each year to cover absences, sometimes can accumulate if do not use and be used for vacation time etc. – group insurance (long term disability) now more common 
-income lost due to job-related injuries may be reimbursed 
WELLNESS PROGRAM
Every $1 spent on wellness return in terms of increased production and satisfied employees is $6
- services offered to make life at work more rewarding and enhance employee well being (work stations, on-site fitness centre, lunch sessions on fitness, nutrition and mental health)
Employee Assistance Programs
EAPs provide diagnosis, limited counseling and referral for advice or treatment when necessary for problems related to substance abuse, emotional/family/financial difficulties
- 80% of employers have EAP for workers – intent solve personal problems to affect work 
Educational Assistance Plans
- keep up to date with advances and get ahead in organization, employers covers in part of total costs of tuition, books, related fees and employee pay for meals, transportation, other costs
Childcare and Eldercare
- over 13% is 65 and older, 70% of caregivers to elderly are employed, 15 % of pop caring for long term health problems – has financial assistance and alternative work schedules for children
- near or on-site childcare centres “mildly ill childcare”:  medical supervision
Elder Care: care provide to an elderly relative by an employee who remains actively at work - ---- - - majority are women and will be children of elders since number of facilities is short
- to reduce negative affects on productivity may have eldercare counseling, support groups, flexible schedules
Other Services – group insurance for pets, free baseball tickets, summer boat cruises
Emerging trends: rise of expectation in state-of-art health care, individual differences (age), life style diseases are on rise (diabetes, stress), phased retirement (knowledge shortage), range of voluntary options (demographics), creative benefit choices (retaining staff), cost of retiree benefits, examination of executive compensation (CEO’s)






The Nature and Importance of Leadership
Learning Objectives
1: explain meaning of leadership how it differs from management 
2: describe how leadership influences organizational performance
3: pinpoint several important leadership; roles
4: identify the major satisfactions and frustrations associated with the leadership role
5: describe the framework for understanding leadership
6: recognize how leadership skills are developed
7: pinpoint several traits, behaviors, and attitudes of a successful follower
-leader should energize employees, a spokesperson, should be personable and good negotiating skills 

Objective 1: The Meaning of Leadership – as the ability to inspire confidence and support among the people who are needed to achieve organizational goals
- interpersonal influence, with communication/compliances with directions and orders to reach goals
- leadership not only in high-level positions needed on all levels
- improve business results b/c managers below the “C suite” (CEO, COO, CFO) take initiative and risks to drive company into a different direction, change needs to come about from lower leader levels too
- lead others effectively is rare & even more so at highest levels in an organization due to complexity of such positions need an even wider range of leadership skills – emphasize leadership training/develop
- firm looking for new leadership seek out a select group of brand-name executives w/track records
LEADERSHIP AS A PARTNERSHIP
Partnership: the leader & group members are connected in a way that power between is approx. balanced – the opposite of parenting (Peter Block)
- occurs when control shifts from the leader to the group member, in a move away from authoritarianism and toward shared decision making – for a valid partnership
1. Exchange of purpose – partnership every worker at every level is responsible for defining vision and values – dialogue used for leader to articulate vision
2. A right to say no people express a contrary opinion will be punished runs contrary to a partnership
- person lose argument, but can still voice
3. Joint accountability each person is responsible for outcomes & the current situation (success/failure)
4. Absolute honesty not telling truth to one another is act of betrayal, power distributed less vulnerable, more likely to tell truth
 empowerment and team building support this idea and gives optimistic view of group members who want good performance 
LEADERSHIP AS A RELATIONSHIP
Modern study that emphasizes that leadership is a relationship between the leader and the people led
- good relationships w/group members major success factor for 3 top positions in large firms
- social skills seem more essential to business success than Internet skills
LEADERSHIP VS MANAGEMENT
Functions of management: planning, organizing, directing, controlling (leading is major role of manager) – leadership deals with change, inspiration, motivation and influence (more then needed)
- threat of extinction of firms if managers cannot led as well managed to be effective 
- leaders need to be able to manage as well to be effective 

Key Distinctions (in the extreme, leader inspirational, manager bureaucrat)
1. Management produces order, consistency and predictability
2. LS produce change/adaptability to new products, markets, competitors, customers, work processes  
3. Leadership contrast to management involves having a vision of what firm can be and mobilizing people to accomplish it 
4. LS produce change, to dramatic degree, such as spearheading launch of new product/market, Management more likely to produce degree of predictability and order
5. Top-level leaders likely to transform firms, top level manager maintain/manage firms
6. Leader creates vision to direct firm, key function of manger to implement vision with the means needed

Objective 2: The Impact of Leadership on Organizational Performance
- board of directors (highest level executives) make assumption leaders affect firm performance
- antidote to major firm problems = replace leader
RESEARCH AND OPINION: LEADERSHIP DOES MAKE A DIFFERENCE
- morale is so reasonable not really research and diff opinions 
- impact of transactional (routine) and charismatic (inspirational) leadership on financial performance
- uncertain environment often makes strong leader more important
- organizational performance was measures as net profit margin (NPM) computed as net income divided by net sales (study disclosed… 1. Transactional leadership was not significantly related with performance 2. Charismatic leadership showed a sight positive relationship with performance
3. Environment is uncertain, charismatic leadership is more strongly related to performance 
- CEOs influence 15% of total variance (influencing factors) in a company’s profitability/total return to shareholders, industry is 15% variance in probability; choice of CEO = choice of entry, exit, remain
- franchise industry hard to find success but says enthusiasm, leadership and ability to work with someone important 
- consistent relationship found between who is in charge and how well an organization performed as measured by a variety of indicators – changes in leadership = follows changes in company performance – 15% -45% leader responsible for a firm’s performance 
Attribution Theory the theory of how we explain the causes of events 
 theory says firms are complex social systems of patterned interactions among people – simplify with human terms example is attribute causality to leaders (heroes determine fate/success of firm)
RESEARCH AND OPINION: FORMAL LEADERSHIP DOES NOT MAKE A DIFFERENCE
- Antileadership argument holds leadership smaller impact on firm outcomes than forces in situations
- group performs due to your attributed talent and economic conditions rather then leadership
3 major arguments
1. Substitutes for Leadership
- competent leadership is not necessary, incompetent leadership can be counter balanced by certain factors in the work situation, thus there is substitutes for leadership 
- reflect naiveté (simplicity) about the role of organizational leadership 
- flawed b/c self-management groups need delegation from higher authority “leadership matters”
(a) Closely knit teams of highly trained individuals
- focused on a goal, need no leadership to accomplish task – such groups directive (decisive and task-orientated) leadership seems unimportant (when danger is high, rely on each other not 1)
(b) Intrinsic Satisfaction
- work that is strong self-motivating/satisfying need min leadership b/c task itself grabs workers attention and energy i.e. information technology
(c) Computer technology computer aided monitoring/networking to take over many of supervisor’s leadership functions, computer networks can be used to ask assistance have interaction systems, error detection, goal setting so could ask network instead (argue comp is control rather then leaders) 
(d) Professional Norms – incorporate strong profess norms require min supervision/leadership 
i.e. group of certified professional accountants
2. Leadership Irrelevance –should be called leader constraint theory holding that leaders are constrained but have plenty of room to influence others
- Jeffery Pfeffer says is irrelevant to most firm outcomes, it is the situation that must be carefully 
analyzed – (a) factors outside the leader’s control have a larger impact on bus outcomes then actions i.e. cell phone ownership growing
- (b) high-level leaders have unilateral control over only a few resources, leader control of resources limited by obligations to stakeholders like consumers and stockholders
- (c) firms tend to choose new organizational leaders whose values are compatible to those of firm
- Jim Collins says corporate leaders are slaves of much larger organizational forces –analogy of children holding pair of ribbons inside a coach and imagining they are driving a horse  (more firm personality)
-(d) modern organization effective leadership means widespread collaboration in obtaining ideas, rather than the heroic leader doing all the innovating instead of centralizing leadership in hands of a few, authority and power are shared and people lead themselves 
3. Complexity Theory
- holds that organizations are complex systems that connect be explained by the usual rules of nature
- leaders can do little to alter course of the complex firm system, outside forces control leader control
- managers need to hope to scramble, innovate and adapt to outside forces (system dominates)
- what conditions leaders make a difference i.e. crisis mode

Objective 3: Leadership Roles
Role is an expected set of activities or behaviours stemming from one’s job
- leadership roles are a subset of managerial roles, identified roles of leadership function management
1. Figurehead – spend some part of time engaging ceremonial activities
a. entertaining clients of customers as an official representative of organization
b. making oneself available to outsides as a representative of the organization
c. serving as an official representative of the firm at gatherings outside of firm
d. escorting official visitors
2. Spokesperson – emphasis is on answering letters or inquiries and formally reporting to individuals and groups outside the manager’s direct firm unit 5 groups of people informed bout units activities, plans, capabilities and possibilities (vision) a. upper-level management b. clients/customers 
c. other important outsides (labour unions) d. professional colleagues e. general public
- dealing w/outside groups and general public is usually responsibility of top-level managers
3. Negotiator – manager making deals with others for sources 3 main negotiating activities
a. bargaining w/superiors for funds, facilities, equip or other forms of support
b. bargaining w/other units in the firm for use of staff, facilities, equip, or other forms of support
c. bargaining w/ suppliers and vendors for services, schedules and delivery times
4. Coach and Motivator – inspire people inside firm 5 specific behaviours
a. informally recognizing team members’ achievements
b. providing team members w/feedback concerning ineffective performance
c. ensuring team members are informed of steps that can improve their performance
d. inspiring people thru such means as charismatic, creating visions, interesting stories & highly ethical 
5. Team Builder – build effective team activities contributing to role include
a. ensuring team members recognized for accomplishments (letters of appreciation)
b. initiating activities that contribute to group morale, such as giving parties & sponsoring sports teams
c. holding periodic staff meetings to encourage team members to talk about accomplishments, problems & concerns
6. Team Player 3 behaviours
a. displaying appropriate personal conduct
b. Cooperating w/other units in firm
c. displaying loyalty to superiors by supporting their plans and decisions fully
7. Technical Problem Solver important supervisors/middle mangers to solve technical problems
a. serving as a technical expert/advisors
b. performing individual contributor tasks on a regular basis, such as making sales calls or repairing machinery
8. Entrepreneur although not self-employed, managers wok in large firms have some responsibility for suggesting innovative ideas of furthering the business aspects of the firm 
a. reading trade publications & professional journals to keep up with what is happening in industry/profession
b. talking w/customers or others in firm to keep aware of changing needs & requirements 
c. getting involved in situations outside the unit could suggest ways of improving units performance such as visiting other firms, attending profess meetings/trade shows & participating in educational programs
9. Strategic Planner – top level managers usually assisted by input from others thruout firm
- carrying out strategic planner role enables manger to practice strategic leadership
a. setting vision/direction for firm & providing innovative ideas to pursue
b. helping firm deal w/ external environment
c. helping develop firm policies
 managerial leader in some way inspires/influences other thus common thread w/leadership roles

Objective 4: The Satisfactions and Frustrations of Being A Leader
- leader is positive, then used team member, group member, or associate who report to leader or follower/subordinate only in research
SATISFACTIONS OF LEADERS
1. Feeling of power and prestige
- grants power people think highly of leaders, leaders want to be called by 1st names
2. Chance to help others grow and develop
- teachers job help other becomes mangers/leaders and often feels “people helper”
3. High Income – higher pay than team members executive leaders typically earn several million dollars
- sometimes earns same amounts, however on the way to personal qualifications 

4. Respect and status
- respect from group members – status accompanies being appointed to a leadership position on of off the job when an individual’s personal qualifications math the position his/her status is even higher
5. Good opportunities for advancement
- opps increase, leadership position is vital for 1st step for career advancement, staff/individual contributor help broaden profess experience, but most rise thru managerial path
6. Feeling of “being in on” things
- receive more inside information i.e. management meetings, plan for expansion/downsizing
7. An opportunity to control money and other resources
- help prepare department budget and authorize expenses (you have judgment)
DISSATISFACTIONS AND FRUSTRATIONS OF LEADERS
- 1/10 people in work force classifies as supervisor, admin, or manager
1. Too much uncompensated overtime
- work longer hours, and unpaid hours = casual overtime typically spend 55 hours a week can be 80
2. Too many “headaches”- anything can go wrong and problems involving people/things (stress)
3. Facing a perform-or-perish mentality  - pressure to either perform or fired, found in companies owned by private equity (buyout) firms – owned by equity firm and expected to make company profitable thru such means (slash costs, boost sales, pay debt) also CEO to make more efficient
4. Not enough authority to carry out responsibility – help responsible for things which they have little control (ill performing tea member- can’t fire; need more staff to have high quality service)
5. Loneliness
- lonelier higher you rise, b/c it limits the number of people in whom you can confide i.e. negative feelings bout team member
6. Too many problems involving people HR problem requiring action, lower leadership position more problems you face i.e. office supervisor spends more time dealing w/ problem employees than chief info officer
7. Too much organizational politics – political factors, avoid politics more easily as an individual contributor than as a leader – leader engage in political byplay from 3 directions: below, sideways, upward i.e. forming alliances and coalitions are necessary, problem could be people lurking to take you out of the game, changing status quo (shift issue of your character/style)
8. The pursuit of conflicting goals – central theme of these dilemmas is attempting to grant others the authority to act independently, yet still getting them aligned or pulling together for a common purpose
9. Being perceived as unethical, especially if you are corporate executive – financial scandals, extreme perceptions of CEOS as dishonest, unethical 

Objective 5: A Framework for Understanding Leadership
- Framework focuses on the major sets of variables that influence leadership effectiveness using a simple formula: L = f (l,gm,s) – means that leadership process is a function of the leader, group members or followers and other situational variables and complexity of context (setting/enviro)
Leadership Effectiveness: refers to attaining desirable outcomes such as productivity, quality, and satisfaction in a given situation
Leadership Characteristics and traits refers to the inner qualities such as self-confidence and problem solving skills that leaders need to function effectively in situations
Leader behavior and style refers to activities engaged by the leader and characteristic approach that relate to their effectiveness
Group member characteristics refers to attributes of the group members that could have a bearing on how effective the leadership attempt will be i.e. Intelligent/well motivated group members
Internal and External Environment leader in a culturally diverse environment will need to have multicultural skills to be effective
 The arrows connecting the four sets of variables suggest a reciprocal influence among them most pronounced linkage is leader’s characteristics and traits will influence their style
- another linkage is that group member characteristics might influence leaders style
- final linkage is that internal and external environment can influence/mediate the leader’s traits to some extent (environment in which creativity is fostered leaders give expression to their tendencies toward creative problem solving and risk taking) 

Objective 6: Skill Development in Leadership
- in high demand these skills, executives seeking candidates list skills they want then industry specific
- also wanted for entry-level professional positions general learning model:
1. Conceptual information and behavioural guidelines- useful info about leadership
2. Conceptual info demonstrated by examples/brief descriptions of leaders in action – much learned by reading how effective/ineffective leaders operate
3. Experiential exercises practice and personalized cases, role-plays and self-assessment quizzes used to be an effective method of helping you personalize the info and linking conceptual info for yourself
4. Feedback on skill utilization/performance from others feedback exercises, implanting some of the skills outside of the classroom will provide additional opportunities for feedback 
5. Practice in natural settings
- skill development and improvement requires active practice, given skill practiced many times before it becomes integrated comfortably into a leader’s mode of operation

Objective 7: Followership: Being An Effective Group Member
- leaders cannot exist without followers, this word suffers from political incorrectness but used by leadership researchers – one view leaders are also followers and followers also exhibit leadership, each boss is also a subordinate, such as a team leader reporting to a middle manager 
TYPES OF FOLLOWERS
- Differ substantially in talent & motivation, need to understand basic approach to being a group member, Barbara Kellerman focuses on defining factor of level of engagement with the leader/group to arrive at 5 types of followers
1. Isolates – completely detached, passively support the status quo not by any action, don’t care
- need coaching sometimes only solution is firing them since no interest in overall firm as well
2. Bystanders- free riders typically detached when it fits their self-interests, likely to focus on refreshments/texts during meetings – have low internal motivation (need right motivators to fix)
3. Participant’s engagement to invest some of their own time/money to make diff (learning new tech)
– sometimes for/against company leader needs to review work/attitudes to see constructiveness
4. Activists considerably engaged, heavily invested in people & processes & eager to demonstrate support or opposition – have strong pro/con feelings and will act on them (leader has to stay aware)

5. Diehards super engaged to point willing to go down on their own cause, or willing to oust the leader if they feel their headed in wrong direction (asset or liability) – leaders need to stay in touch to know where the energy lies
ESSENTIAL QUALITIES OF EFFECTIVE FOLLOWERS
Robert E. Kelley
1. Self-management key to good follower is to think for oneself and to work well without close supervision, effective group members see themselves as capable leaders
2. Commitment followers committed beyond themselves (product, cause, department, idea) – leader facilitates progress toward achieving a goal
3. Competence and focus- build their competence and focus efforts for max impact
- competence is the initiative to go to centers on mastering skills useful for the organization
4. Courage establish themselves as independent, critical thinkers and fight for beliefs i.e. challenge firm
- could also focus on personal characteristics/qualities of leaders illustrated to encourage on followers
- interventions such as coaching, empowerment, support communication/feedback support effective
COLLABORATION BETWEEN LEADERS AND FOLLOWERS
- Followers and leaders collaborate to achieve organizations goals – post-bureaucratic organizations (after bureau era, such as team-based) requires new kind of alliance where high-level leaders do not make all decisions but solicit input from knowledgeable group members, work more closely together
- leader and those led are close allies, great leaders are made by great groups; every firm member needs to contribute energy/talent to help leaders carry out their roles successfully 











EXAM NOTES MOS

Answer applied questions: 
- in prep try to get concepts and principles in long-term memory
- read questions and identify the essence of the questions
- search your memory for a principle that corresponds to essence of questions
- apply principle, and consider what is produced
- test against possible answers 

Prologue Why do people dislike HR? 
- HR makes us do boring but important things like mandatory health and safety training
- HR does not have strategic orientation (and impedes people who do!)
- HR practices if often poorly executed
- problem of levels: things don’t make sense  level of individual doesn’t make sense personally, doesn’t serve personal interest but useful for overall picture/organization 
- technical aspects of HR are poorly understood 
- Language used by HR is value and imprecise jargon 

Problem of levels?
- When policies and procedures make sense or don’t depending on where you are positioned in the organization 
- also something across the organization, from any perspective vertically, horizontally, not understanding the reasoning or rational 

Strategic Human Resource Management and ROI
- competing thru people improves an firms’ competitive position
- requires investment in training and development that may take up to 18 months to see the change in the bottom line 

Demographics
- different generations, different views on work and life… table on page 21
Veterans, Baby boomers, Gen X and Y
- corporate culture will drive results and performances 
As developing HR professional, ask yourself how would each of these demographic groups impact the following:
- Diversity in workplace
- recruitment and training
- labour pool: excesses and shortages
- innovation in the workplace
- information technology
- competing thru people
- globalization 


Chapter 1: business challenges
Impact of Technology on HRM
- advancements in technology have enabled organizations to improve processes, reduces costs, and improve quality 
 So what? What does this have to do with HRM?
- areas in which IT influences HRM: operational, services to line managers and employees; personally online pay tools, access and use of information (talent management group)
- HRIS Human Resources Information System
- Quality: SIX SIGMA: translate needs into way the perform best way together
ISO 9000: worldwide quality standards program
- cover both product design and delivery
ISO 14000: focuses on standards for environmental management
- companies go thru a certification process to demonstrate that they have achieved certain quality standards
- Benchmarking: best practices from other organizations and using it to improve quality 

What happens to business
Employees  products/services  business – bottom-line 

Line of HR managers?
Line managers = supervisors, directly responsible for products and services
- know employees best, they are people managers
- gaps in knowledge, make hiring decisions, put training and development into action
- develop organization’s intellectual capital 

HR managers = staff that support and aid line managers
- main goal: support line mangers to bridge gaps in human capital
- evidence-based planning for training, recruitment, evaluation
- policy- create and implement w/ managers and people across the organization 
- employee advocate 

Work together to achieve goals
- compete thru people
- intellectual capital (IC) employees are hired with IC – use and develop it
- across the organization – pull it together as needed, distribute it throughout 

Examples of line managers 
- managers are “front and center” and directly responsible for a product or services”
- air Canada headquarters and analysts are the staff: HR professionals 
- line: air crew, pilots

- Markov analysis like a short movie: changes from year to year, how people flow thru firm/greatest lost of people  more useful for trends unveiling over time
staffing table (how people in particular roles are distributed) – where heavy/light

Predictors of work performance
- these characteristics of individuals that can be measures and used to predict work performance in selection processes
- skills are aspects of work performance like reading blueprints
- sometimes skills are used as predictors, in work sample tests for example
- General Mental Ability and Consciousness are strong general predictors, in the worked example from class and elsewhere 

Chapter 7- Job Evaluation Systems
 Point System and Factor Comparison System
Common:
- evaluation is based on certain compensable factors: skill, mental effort, physical effort, and responsibility, working conditions 

Difference: 
Point system: quantitative – very transparent, hard to manipulate
Factor Comparison – compensable factors are compared against other key positions in organizations 

Organizational goals drive choice
Increase employee involvement and flexibility?
- Competency-based pay (page 83/213)
- knowledge based pay
- skill based pay
- pay of knowledge
- multi-skilled-based pay 

Establishing the worth of jobs
- small organization, where all the info is in someone’s head, worth of job may be based on job ranking systems pg. 79/209 which are essentially a subjective process that established the relative worth of jobs 

Perverse incentives
- this is bonus coverage that is not describing in the text but explained during the lecture
- impression issues are very common in the world? Yes in the case b/c don’t have to go far to find diff types of incentives systems that is award of benefit (marks)  people typically “game” systems to produce outcomes are in the favour
- solution is found in prototyping, pilot studies , check thinking, on a small measurable scale before introduce at firm level 
Diversity Training
why bother? (126, 130)
- varies demographics of workforce, changing values of workforce
- competitive advantage from working together for common goals  key factor in investing in diversity training
- performance recognition abased on non-discriminatory, objective criteria
Corporate culture driving performance and results

Whats important?
(11, 130)
- globalization and multi-culturalism – diff cultures, laws, and business practices
- reflect work communities ee function in: - specific groups (age, work, caterogy, ethic background), intergraded groups (across firm and mixture of representation from diff groups)

How go about it (124, 126)
1. Awareness building: learning to appreciate diversity
2. Skill building: improve capacity to work people whom diff
3. Systems approach: examining existing policies, practices, procedures
- needs assessment, planning, implement, evaluate 

Why leadership?
- Traditionally addressed during coursework in Organizational behaviour
- not a core for HR process or activity; but has implications for: selection, development
- Management students typically aspire leadership roles 

Chapter 1 leadership
Leadership versus management
leader, change, inspiration, motivation, influence
 manager: planning, organizing, controlling 
Major differences: leader seems to be charismatic; managers help go through the changes

Many overlap between the two 
- Steve Jobs not good at management skills, but huge leader and then there was an area of change and innovation

Framework for understanding leadership L = f (l, gm, s)
L: leadership effectiveness
I: the leader characteristics and traits behaviors and style
Gm: group members
S: situational  


Complexity theory:
- (11/149)
- complex systems resist explanation by usual laws of nature
- forces outside the leader’s control determine the fate of organizations
- Hackman and Wageman’s (leadership researchers) perspective on this concerns when rather than if leaders make a difference 

Contrast Selection and Rewards
Links to training?
- Some selection systems are validated in relation to training criteria
- some training and development is rewarding in itself
consider EMBA (executive MBA programs)

Rynes test item
- forced ranking systems
- requiring mangers to rate employees according to a specific distribution e.g. proportions of As Bs Cs  forced ranking
- in order of contribution first-last (forced ranking)
- associated with Jack Welch former CEO of GE
Affect: work in very specific moments such as change in firm
- “too close to call” b/c they can work in certain circumstances (rapid organizational change), unintended consequences: but they can produce resentment and demoralization – problem is statistical assumptions to groups with small group of members
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