ADM4339 Study Notes

Chapter 2 – Aligning HR With Strategy:

Strategic HRM: Interrelated philosophies, policies, and practices that facilitate the attainment of organizational strategy 
· HR can be split into two categories
· Transactional activities
· Decision science

Theories of the Strategic Management of HR:
· Perspectives are emerging
· Began as an administrative function, usually associated w/ costs in an organization 
· Implementation of high-performance HR systems predicted various organizational performance indicators

Resource-Based View: Suggests that the management of resources and capabilities will lead to competitive advantage, resulting in superior performance and value creation
· The less resources can be imitated, the more durable the source of competitive advantage
· HR can create sustained competitive advantage if they meet all four criteria
· Need to meet 4 criteria:
· Valuable employees due to superior performance
· Difficult for competitors to imitate 
· Rare in terms of talent
· Hard to substitute 
· Typical resources might include:
· HR
· Proprietary knowledge
· Reputation
· Typical capabilities might include:
· Adaptability
· Flexibility 
· Speed of bringing new products to market 

Contingency Perspective: Refers to the need to modify HR strategies relative to its business and organizational strategies 
· HR practices for businesses pursuing a differentiation strategy than a low-cost strategy 
· Human Capital: the sum of employees’ knowledge, skills, experience, and commitment invested in the organization 
· Vocational qualifications, professional certifications, work-related experience
· Effective HR practices can lead to better resources and making better use of these resources by achieving higher productivity per worker and matching the capabilities of employees with the strategy 
· Having a stock of human capital is similar to having a team of talented players
· Need to know how to leverage their talents/skills
· Human capital theory: classical economists view the firm as having control over 3 types of resources in the production of G/S
· Human capital also includes: knowledge, education, vocational qualifications, professional certifications, work-related experience, competence of an organization’s employees 

Behavioural perspective suggests that different strategies require different human capital and different behaviors of employees
· Need to accurately identify the behaviors needed to implement a strategy 
· HR practices should be linked to a particular behavior objective
· HR’s role is to reinforce certain behaviors via HR practices such as recruitment, selection, training, compensation, and performance

Strategic HR Planning:
· HRM Issues are a threat to an organization’s ability to execute a strategy
· Two main reasons for the importance of strategic HR planning
· Employees help an organization achieve success because they are strategic resources
· The planning process results in improved goal attainment
· HRM strategies aim to shape employee behaviour so that it’s consistent with the direction the organization identifies in its strategic plans
· Strategy formulation is important to the attainment of organizational goals in order to align all HR functional strategies with overall strategy and to focus employees on important missions and goals of the organization

Risks:
· Increased time and energy in making decisions
· Potential for decision overload
· Impossible commitments to employees
· Over-concern w/ employee reactions that may be incompatible w/ industry conditions 
· Any HR plan for the future may create employees’ expectations that they have jobs for life and will be trained for those jobs
· Organizations that commit to one strategy may become blind to changes in the environment and lose their flexibility 
· Organizations that don’t scan the environment may become out of touch with reality 

Linking HR Processes to Strategy: 
· Strategic HRM has to facilitate the formulation and implementation of corporate and business-level strategies 
· Every HR policy and practice must directly support the organization’s strategy and objectives 
· Aligning HR strategy w/ business strategy:
· Start w/ organizational strategy and then create HR strategy 
· Start w/ HR competencies an then craft corporate strategies based on these competencies 
· Do a combination of both in a form of reciprocal relationship 

Corporate Strategy Leads to HR Strategy: 
· Views HRM programs as flowing from corporate strategy 
· The HR needs are derived subsequent to the inception of the corporate plan
· For example, a low-cost strategy needs to be aligned w/ low-cost labour, like McDonald’s or WalMart

HR Competencies Lead to Business Strategy:
· A more current view assumes that an organization can’t implement a strategy if it doesn’t have the necessary human capital 
· Small businesses are more in tune w/ this approach because the impact of human capital has a greater effect 
· Diversity management efforts
· ‘skills determine strategy’

Interdependency between HR Strategy and Business Strategy 
· Organizations choose a business strategy based on employees 
· Organizations develop employees and then capitalizes on their skills
· HR strategy generates the business strategy and the business strategy determines HR strategy 
· HR should build its strategies by starting with the issues facing the business
· All HR programs should be created to solve real business problems and add value, thus becoming indistinguishable from the business

HR as a Business Partner:
· Concept of concurrent strategy formulation

Strategic Partnering:
· HR professionals realize the need to play a more strategic role in the organization
· HR departments are restructuring to be able to do the basic right and enhance the performance of business units and supporting strategic moves
· Innovative practices are changing the face of HR
· Firms with more than one business strategy are likely to have more than one approach to HR strategy 
· Need to treat employees across division in an equitable fashion while motivating different behaviors that align w/ the divisions’ strategies or functions
· HR strategies can be further differentiated based on jobs/positions within divisions
· Different positions assume different roles in strategy implementation
· Consider:
· When a position is directly responsible for creating the strategic capabilities of the business
· When different job holders may vary substantially in their job performance, then the position is a strategic position
· Individual differences can cause a differential HR strategy
· Human capital is valuable and unique

Characteristics of an Effective HRM Strategy:
· Purpose of HR strategy is to capitalize on the distinctive competencies of the organization and add value through the effective use of human resources 
· External Fit:
· HR programs must align with the overall organizational strategy
· Fit with other functional strategies is as important as fit w/ business startegies
· Internal Fit:
· Fit with other functional areas and fit among all HR programs
· HR programs must be consistent with one another

Focus on Results:
· Need to implement resources to measure results and see if goals are achieved 
· HR program  Employee human capital and behaviors  organizational strategy  organizational outcome

HR Program Linkages:
· HR Program  Employee human capital and behaviors  organizational strategy  organizational outcome 
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· We need to understand how HRM is affected by the environment it operates in
· Need information about the environment to exploit the opportunities or cope with threats

Environmental Scanning Sources and Methods:
· Environmental Scanning: Systematic monitoring of trends affecting the organization 
· Constant monitoring of the external environment is essential because an organization does not exist in isolation.
· The External Environment: anything outside organizational boundaries that might influence an organization
· The external environment isn’t part of the organization but is tightly integrated with it
· Organization’s don’t exist in isolation 
· Scanning: an attempt to identify early signals of changes and trends in the environment 
· Information is ambiguous, incomplete, and unconnected
· Monitoring: A systematic approach to following some key indicators that may affect the organization, such as legislative changes
· Forecasting: After monitoring a trend, an attempt to project the possible impact on the organization
· Assessing: an attempt to describe the impact of the monitored trend on the organization and make a judgment o the probability o each of several possible outcomes

Sources of Information:
· Publications: magazines, journals, newsletters
· Professional associations
· HRPA, Conference Board of Canada
· Conferences and Seminars:
· Keep current with and ahead of emerging trends
· Professional Consultants
· Can be used to research or interpret trends for organizations
· Staff member often has to bring information to consultants’ attention by actively scanning multiple sources
· Managers need to keep up to date on organizational trends inside and outside of their industries 

Methods of Forecasting:
· Competitive Intelligence: A formal approach to obtain information about competitors 
· Is the source reliable?
· What is the likelihood of the information being correct?
· Are there opportunities to breach organizational ethics while attempting to obtain information about competitors?
· Examples:
· Studying competitors’ websites
· Employees asking suppliers about competitors
· Hiring employees who have worked for competitors
· Important to learn about competitors’ moves early-on in order to respond quickly and effectively 
· Study websites for strategies and plans for product launches
· Can train employees to ask questions
· Some practices may be illegal or unethical

Challenges in Environmental Scanning:
· It’s difficult to accurately predict the future and isolate what’s really important to HR
· 2-3 year time frame 
· Four criteria for identifying significant trends:
· Are there ripple effects?
· How profound are the impacts on people’s priorities, roles, and expectations?
· How large is the impact scope?
· Will the changes endure over time?
· Few trends exist in isolation
· Examples: difficulty finding employees where labour shortages exist; retiring university professors may not be replaced w/ permanent positions
· For every trend there is a countertrend
· Develop in tandem with trends

Environmental Factors:
· A number of factors must be monitored
· Economic Climate: anything to do with the economy that affects HR management
· Unemployment rate
· Cost of fuel and employee commuting
· Value of Canadian dollar 
· Public debt
· Interest rates
· Economic recession
· Actions:
· Outsourcing, temporary or contract employees, linking performance to organizational goals, increasing expectations of employee productivity, succession planning, etc. 
· Globalization:
· Growth in flows of trade and financial capital across borders
· Affects sovereignty, prosperity, jobs, wages, and social legislation
· Implications for recruiting and managing international HR
· Growth of emerging markets
· Crisis management and evacuation
· International competencies need to be developed
· Political and legislative factors
· Governments influence business through political programs that result in changes to laws and regulations
· There’s always a lag between what’s occurring in the business community and legislative changes
· Employer-employee relationship is governed by a legal framework that includes common law, constitutional law, and contract law
· HR professionals need to monitor legislative changes and ensure continuous compliance
· Legal and ethical dilemmas
· Technological factors 
· HRIS
· HR functions can be managed electronically 
· Payroll and benefits, succession management, counselling, appraisals, etc.
· Need o follow trends in the automation of jobs
· Concern about privacy and protection of information
· Demographic factors
· Labour market: Most important demographic factor, influencing an organization’s ability to implement strategy
· People available to work, unemployment rate, etc.
· Influences ability to implement strategy
· Diversity: Increasing diversity in the workforce. Terms such as minority and majority have lost their meaning. Businesses need to tap into underutilized pools of highly educated minority groups, and manage a diverse workforce.
· Cross-cultural management
· Cultural sensitivity
· Generational differences: Greatest trend is retiring baby boomers’ huge impact on job vacancies and the whole structure of what will follow.
· Millennials and baby boomers
· Social and cultural factors
· Right to privacy
· Work-life balance
· Contingent workers: Aimed at part-time, seasonal, temporary, and contract employees
· Part-time, temporary, seasonal, and contract
· Stakeholders: groups of people who have vested interests in an organization’s decisions
· Board of directors and senior execs: develops vision, mission, strategy and objectives
· Restructuring, outsourcing, mergers and acquisitions, international expansion 
· Senior management: execution of strategy and organizational performance
· Interest in HR initiatives that affect performance: workforce planning and utilization, incentive compensation, training and development, etc. 
· Supervisors: responsible for managing employees and meeting organizational goals
· Employees: want HR to expedite their requests efficiently, confidentially, and fairly 
· Unions
· Other stakeholders: Customers, suppliers, gov’t, regulatory agencies, public, NGOs, anyone who can influence or be affected by management’s decision making 
· Responding to external factors
· Need to rate:
· Probability of the trends actually occurring
· Likely impact of each trend on the organization

Issues Priority Matrix: used to determine the important trends that may affect an organization
· Managers rate the trends from high to low based on
· Probability of these trends actually occurring
· Likely impact of each of these trends on the organization 

Proactive Approach:
· After environmental scanning companies can analyze the business environment to determine the impact on the organization and the actions that the organization needs to take
· Based on analyses, organizations can reposition the business competitive strategy and develop competitive advantage 
· HR managers aren’t passive observers, they want to participate and influence the trends
· HR managers need to proactively determine the path forward as opposed to retrospectively thinking about where they have been.
· Some organizations will lobby for legislative changes and shape perceptions
· Organizations analyze the business environment
· Use SWOT analysis to determine impact on the organization 
· In the past, personnel departments were not connected to the strategy of an organization like they are today.
·  It is important for HR managers to know where they can access resources to help them go into the future with an ability to support organizational strategy with HR strategy.

Chapter 4 – The HR Forecasting Process:
HR Forecasting: The heart of the HR planning process; can be defined as ascertaining the net requirement for personnel by determining the demand for and supply of human resources now and in the future

Why Is Strategic HR Planning Important to Organizations?
· In attempts to balance between the work that needs to be done and the workforce that performs the tasks to do the work
· Insufficient work and too many employees lead to inefficiencies and lower productivity 
· Employees may become bored and unmotivated and engage in counterproductive behaviors 
· On the other hand, too much work and an insufficient number of employees leads to higher overtime and wages expenses, while at the same time increases the stress and fatigue of the overworked employees
· Both scenarios will result in an ineffective organization that might compromise its ability to meet its goals and objectives

Forecasting Activity Categories:
· Transaction-Based Forecasting: Forecasting that focuses on tracking internal change instituted by the organization’s managers 
· Event-based Forecasting: Forecasting concerned with changes in the external environment
· Process-based Forecasting: forecasting not focused on a specific internal organizational event but on the flow or sequencing of several work activities
· Forecasting is an approximation of possible future states
· Favours quantitative and easily codified techniques 
· Use qualitative and quantitative data

The Strategic Importance of HR Forecasting:
· Reduces HR Costs
· Compares current job related KSAOs that workers must have to be successful and those desired in the workforce of the future
· Proactive, sequential approach to developing internal workers and is concurrent w/ activities focused on obtaining the best recruits
· Can reduce HR costs by taking a long-run planning approach to HR issues
· Less likely to have to react in a costly last-minute crisis mode 
· Increases Organizational Flexibility
· Increases the number of viable options available to the organization
· Ensures a Close Linkage to the Macro Business Forecasting Process
· Eliminates the possibility that personnel policies will vary from the operating and production policies
· HR forecasting analyses are set in motion to determine the feasibility of the proposed operational objectives with respect to time, cost, resource allocation, and other criteria of program success 
· The business forecasting process establishes overall organizational objectives, which are put into the HR process
· Ensures that top decision makers
· Are aware of key HR issues and constraints that might affect organizational plans for success
· Ensure that HR objectives are closely aligned with the organization’s operational business objectives
· Ensures that Organizational Requirements take Precedence Over issues of Resource Constraint and Scarcity
· HR Demand: Projected requirement for HR
· HR Supply: Source of workers to meet demand requirements, obtained either internally or externally

Key Personnel Analyses Conducted by HR Forecasters:
· Specialist/Technical/Professional Personnel:
· Workers with trade qualifications that are high in demand or require lengthy prep training 
· Need to induce these workers to join our organization
· Need to give attention to benchmarking compensation schemes to meet or lead industry standards so as to attract and retain people who perform well in these categories 
· Employment Equity- Designated Group Membership
· Ensures fair employment practices
· Designated groups: Require special attention due to persistent disadvantages they face in the labour market; women, visible minorities, people with disabilities, and Aboriginals
· Need to monitor members of these groups with respect to opportunities for employment, promotion, training, etc.
· Composition of the workforce should reflect the underlying characteristics of the society that it is in
· Managerial and executive personnel
· Must have the skills required for success in their environment
· Executives interact with key environmental stakeholder groups and are responsible for setting goals for the organization’s future direction
· Managers are a supervisory level of authority between executives and front-line employees
· Organizational leaders who are able to transform organizational culture and anticipate external change and who can unify an organization are very rare
· Greater attention must be paid to identifying leadership talent in the organization and on appraisals to match the “right person to the right job at the right time”
· Recruits
· Need to obtain sufficient numbers of trained personnel who can perform successfully in vacant jobs
· 5 steps of HR forecasting
· Identify organizational goals, objectives, and plans
· Determine overall demand requirements for personnel
· Assess in-house skills and other internal supply characteristics
· Determine the net demand requirements that must be met from external, environmental supply sources
· Develop HR plans and programs to ensure that the right people are in the right place 
· Designated Groups: identifiable groups deemed to need special attention because they typically receive the most discrimination within organizations
· In Canada:
· Aboriginals
· Women
· People with disabilities
· Members of visible minorities 

Environmental and Organizational Factors Affecting HR Forecasting:
· Requires specific numerical and skill competency targets for personnel to be met despite operating in circumstances of high uncertainty
· Economic situation
· Labour markets and unions
· Gov’t laws and regulations
· Industry and product lifecycles
· Technological changes
· Competitor labour usage
· Global market for skilled labour
· Demographic changes

Organizational Factors Affecting HR Forecasting:
· Corporate mission, strategic goals
· Operational goals and production budgets
· HR policies
· Organizational structure
· Worker KSAOS, competencies, expectations
· HRMS level of development
· Organizational culture, climate, job satisfaction, communications
· Job analysis: workforce coverage, current data 

HR Forecasting Time Horizons:
· Uncertainty decreases confidence in the ability to predict the future and reduces the HR forecasting time horizon
· Organizational forecasters use several different time horizons for forecasting
· Current Forecast: Currently in place to meet immediate operational needs of the organization
· Up to the end of the current operating cycle – max. one year into the future
· Short-Run Forecast: extends forward from the current forecast and states HR requirements for the next one or two year periods beyond current operational requirements
· Medium-Run Forecast: 2-5 years into the future
· Long-run Forecast: extremely flexible and is a statement of probably requirements given a set of current assumptions 
· Prediction: A single numerical estimate of HR requirements associated with a specific time horizon and set of assumptions
· Projection: Several HR estimates based on a variety of assumptions
· Envelope: An analogy in which on can easily visualize the corners of an envelope containing the upper and lower limits of the various HR projections extending into the future 
· Use of a combination of predictions and projections provides necessary forecasting flexibility required to cope with uncertainty and change
· Scenarios: proposed sequence of events with their own set of assumptions and associated program details
· Contingency planning: Plans to be implemented when severe, unanticipated changes to organizational or environmental factors completely negate the usefulness of the existing HR forecasting predictions/projections

Determining Net HR Requirements:
HR Demand:
· It is essential to calculate requirement for personnel in terms of numbers and skill competencies 
· Each organizational subunit has to submit net personnel requirement to the corporate forecasting unit, based on future needs for labour required to meet the greed-on corporate and subunit objectives 
· HR demand figure must incorporate individuals needed to maintain or replace current personnel
· Subunit labour demands are aggregated and used to start HR demand forecasts
· Planned future changes in organizational design or restructuring with associated increases or decreases in staffing levels must be incorporated to revise aggregated demand requirements
· Forecasters have to consider how to replace non-productive paid time (vacation and sick days)
· Increasing demand for slack resources or using over-time
· Net HR Demand:
· Number of employees required by each subunit
· Employee KSAOs required for each position
· Cost-estimate for the net HR demand figure to determine whether or not forecasts are realistic

HR Supply:
· Internal supply: Current members of the organization who can be retrained, promoted, transferred, and so on to fill anticipated future HR requirements 
· Ability to meet HR demand hinges on the size of the current workforce and its abilities 
· Number and KSAOS are analyzed using HRMS
· Includes information such as: Seniority, classification, full or part time, work history, education, training, skills, performance appraisals, etc. 
· External Supply: Potential employees who are currently undergoing training, working for competitors, members of unions or professional associations, or in a transitional stage, between jobs, or unemployed
· Can introduce the organization to competitive insights and creativity
· May have to increase if it’s necessary to expand operations w/o increasing labour efficiency 
· May be less costly
· Use of head-hunters
· If organizational objectives require a shift in operating techniques, culture, and past practices, hiring externally is desirable
· Analysis of how HR policies are perceived by individuals who are potential employees
· Need to benchmark competitor practices w/ respect to compensation 
· Perceptions of being an industry leader will attract higher-quality applicants
· Need to identify where external applicants work and how to attract them (which media to use)


Determine Net HR Requirements:
· External supply requirements = replacement + change supply components
· Replacement: hiring to replace all normal losses
· Change supply: increase or decrease in overall staffing level
· External supply = current workforce size x (replacement % per year + Change % per year)
· Current workforce size x (replacement % per year + change % per year)

Instituted HR Programs – HR Shortage and HR Surplus:
· HR Shortage: Demand for HR exceeds current personnel resources available in the organization’s workforce (HR internal supply) 
· Recruitment and selection to attract new employees
· Recall workers
· Temporary workers
· HR Surplus: That which occurs when internal workforce supply exceeds the organization’s requirement or demand for personnel
· Lay offs, termination
· Hiring freeze
· Job sharing
· Attrition
· Work Sharing: Federal gov’t program that aims to help organizations mitigate temporary layoffs through a redistribution of work, earnings, and leisure time  
· Secondments: Organization lends some of its excess workforce to community groups or permits employees to take educational leave
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Methods of Forecasting:
· Demand for HR is determined by the strategic and operational erquirements of the firm or business unit
· Systems perspective: Suggetss that in order to determine demand for a job, it’s first necessary to understand how that job fits into the needs of the organization
· Need a clear understanding of how the firm brings value to the customer

Quantitative Methods:
Trend Analysis: A forecasting method that extrapolates from historical organizational indices
· A single index (i.e., sales or sales per employee) is used
· Ratio Analysis: A quantitative method of projecting HR demand by analyzing the relationship between an operational index and the number of employees required
· Sales level is the most common index used
· Number of units produced, number of clients services, production hours can all be used
· Some organizations use trend analysis to ascertain demand requirements for both direct and indirect labour
· 5 steps
· Select the appropriate business/operational index
· Must have a direct influence on demand for labour
· Must be subjected to future forecasting as a result of the normal business planning process 
· Track the operational index over time
· Track the workforce size over time
· Calculate the average ratio of operational index to workforce size
· Calculated yearly over the period of analysis so that an average can be determined
· Calculate forecasted demand for labour
· Divide annual forecast for the operational index by av. Employee requirement ratio for each future year to arrive at forecasted demand for labour

Time Series Models
· Use past data to predict future demand
· Moving average, weighted moving average, etc.
· Exponential smoothing

Big Data:
· HR departments often have stand-alone data management systems
· Rise of HRIS
· Big Data: The integration of digitized data from all corporate functions
· Can transform many HR functions

Regression Analysis: Presupposes that a linear relationship exists between independent variables, which are predicted to affect the dependent variable – for example, future HR demand for personnel 
· Estimates a trend or relationship between predictor variable(s) and outcome variable
· Borrows information from all data points to predict the criterion
· Slope of the line represents amount of variability
· Choice of predictor variables is based on logical/theoretical basis for assuming that a change in each predictor should lead to a change in another
· Choice of predictor can be guided by the results of the regression model itself and relationship between the predictors
· 3 categories of predictor variables
· key variables that play a role in predicting employee requirement
· promising variables, which appear important and relate to predicting employee requirement
· possible variables, which may not be necessary
· Model can be used to forecast future needs based on known values and create ‘what-if’ scenarios 
· Limitations:
· Unreliable and misleading when relationships are non-linear
· Require sufficient amounts of historical data
· Help HR planners make use of large amounts of organizational data

Qualitative Forecasting Techniques:
· Direct managerial input is most commonly used
· Using experts to arrive at a numerical estimate is a qualitative approach
· Detailed process of stating assumptions, considering potential organizational and environmental changes, and deriving a rationale to support the numerical estimate 
· When experts are involved, they benefit from the knowledge and assumptions of other experts
· Increase the reliability of information by working through an iterative process
· Experts:
· Line mangers
· HR and business planning staff
· Business consultants
· Federal, provincial, and local government staff/officials
· Government can provide information for the forecasting process

Scenario Planning: a method often used to develop organizational strategy
· Encourages participants to develop strongly shared mental models of future organizational states
· Imagining future possible conditions in which the organization might operate
· Requires participants to challenge existing assumptions and generate vivid pictures of possible future states
· Process
· State the question about the future state of the firm
· Generate a list of factors that influence the outcome (SWOT)
· Sort the factors into naturally occurring groups and rank them according to importance to the change initiative and ability of the firm to control the factor
· Select two groups of factors w/ the strongest and most unpredictable impact
· Name and describe four worlds in four quadrants
· Suggest KSAOs and other requirements necessary for each world
· Generate demand necessary to fulfill requirements in each world
· Describing the proposed world helps participants to understand ways in which mental models influence thinking and action and to develop new models
· Allows planners to understand the most important assumptions that go in to each demand forecast
· Helps planners know how sensitive the forecast is to each assumption

Delphi Technique: A process in which the forecasts and judgments of a selected group of experts are solicited and summarized in an attempt to determine future HR demand
· Once a group of experts is selected, they don’t meet face to face
· Advantages:
· Avoids many problems associated with face to face groups
· Shyness, lower status, perceived communication deficiencies
· Groupthink
· Equalizer that elicits valid feedback from all members
· Uses experts from dispersed locations
· Disadvantages
· Time and costs can be significantly higher than other methods
· Can’t be statistically validated – results depend on knowledge and commitment of contributing experts
· Drawing experts from one field may cause a single line of inquiry
· Process:
· Define and refine issue in question
· Project coordinator is assigned to determine personnel category or activity that will be the focus
· Need a well-defined group
· Identify experts, terms, and time horizon	
· Orient the experts
· Overview of demand forecasting decision process
· Issue first-round questionnaire
· Issue first-round questionnaire summary and second-round questions
· Continue issuing questions
· Until either all predetermined questionnaire stages are completed and summarized OR the group reaches a majority decision


Nominal Group Technique (NGT): Long-run forecasting technique utilizing expert assessments 
· Group interacts with each other after preparatory work is completed and all demand estimates are generated 
· Demand estimates are property of the entire group
· Minimizes potential for dominance, personal attacks, etc. 
· Expert forecast is determined by secret vote
· Steps:
· Define and refine the issue or question and relevant time horizon
· Select the experts
· Issue HR demand statement to experts
· Apply expert knowledge, state assumptions, and prepare an estimate 
· Meet face-to-face
· Discuss demand estimates and assumptions
· Vote secretly to determine the expert demand assessment

HR Budgets/Staffing Tables:
· HR Budgets: Quantitative, operational, or short-run demand estimates that contain the number of types of personnel required by the organization as a whole and for each subunit, division, or department
· Consider information from staffing trends, competitor staffing practices, industry/professional associations, and StatsCan
· Staffing Table: Total HR demand requirement for operational or short-run time periods
· Total HR demand requirement in terms of number of personnel required at each level and function
· Can help determine short-run future demand requirements
· Enables budgeting processes to consider changes in compensation costs

Chapter 6 – Ascertaining HR Supply:

HR Supply: The source of workers to meet demand requirements, obtained either internally or from external agencies or both

Skills Inventory:
· An indivudalized personnel record held on each employee except those currently in management or professional positions
· Typical items:
· Personal information 
· Education, training, skill competencies
· Work history
· Performance ratings
· Career information 
· Hobbies and interests 

Management Inventory: An individualized personnel record for managerial, professional, or technical personnel that includes all elements in the skills inventory with the addition of information on specialized duties, responsibilities, and accountabilities 
· Typical items:
· History of management or professional jobs held
· Record of management or professional training courses and dates
· Key accountabilities for the current job
· Assessment centre and appraisal data
· Professional and industry association memberships 

Succession or Replacement Analysis:
· Helps an organization be more effective in filling vacant positions
· HR supply source comes from:
· Internal: current employees
· External: Potential employees
· Both: internal and external 

Succession Management: The process of ensuring that pools of skilled employees are trained and available to meet the strategic objectives of the organization (see Chapter 8) 

Replacement Management: The process of finding employees for key managerial positions (see Chapter 8) 

Succession or Replacement Analysis:
· Two aspects to succession planning
· Long-term succession: Process of training and work experience to enable individuals to assume higher-level job appointments in the future 
· Short-term emergency replacement: Of individuals who have quit, been terminated due to performance problems, have died, and so on 

Succession Planning is Critical for Effective HR Planning:
· Enables an organization to respond appropriately and stay on track when inevitable and unpredictable changes occur; provides for continuity and future direction even in the turmoil of change 
· Develops people as they prepare for new experiences and jobs, which improves their future performance 
· Takes into account employees’ performance and promotes them for it; therefore, employees are positively motivated 
· Supports new organizational structures and flexibility by explicitly providing backups to various positions, thereby reducing organizational dependency on any one employee
· Saves time and money, and smooths internal employee movement and continuity 
Documents Used in Succession Planning:
· Succession/replacement chart:
· Organizational hierarchy
· Key jobs with their inherent reporting relationships (similar to an organizational chart)
· Succession/replacement table:
· Complements the succession/replacement chart
· Provides additional information on each specific job, the incumbent jobholder, and all potential internal successors 
Succession Readiness Codes: Codes listed next to the names of all potential successors, which summarize these essential elements for succession planning
· Employee’s level of performance in the current job
· Employee’s readiness for movement or promotion 
Ripple or Chain Effects: The effect caused when one promotion or transfer in the organization causes several other personnel movements in the organization, as a series of subordinates are promoted to fill the sequential openings 

Markov Model: produces a series of matrices
· Details the various patterns of movement to and from the various jobs in the organization
· Probabilistic or stochastic model 
· Assumptions:
· Movement patterns are historical
· Model requires the use of transitional probabilities or the likelihood that an individual will exhibit movement behaviors 
· Sequence of movements between jobs are called Markov chains
· Vacancies create a multiplier effect
· Movement is tracked annually
· Employee movement patterns
· Remain in current job
· Promotion to higher class job
· Lateral transfer to a job w/ similar classification 
· Exit from the job
· Demotion 
· Information provided
· Number of personnel who move annually between job levels
· Number of external hires required
· Movement patterns and expected duration in specified jobs associated w/ patterns of career progression 
· Number and percentage of starters at a particular job who target a future job within a specified time 
Linear Programming:
· Complex mathematical procedure 
· Used for project analysis in engineering and business applications
· Can be used to determine optimum or best supply-mix solution to minimize costs or other constraints 
· Assumes that variables have a linear-relationship
Vacancy Model (renewal or sequencing model): analyzes flows of personnel throughout the organization by examining inputs and outputs at each hierarchical or compensation level 
What Can Organizations Do to Increase the Supply of Workers:
· Role of employers
· If employers can’t find a sufficient supply of labour for certain jobs they can:
· Change the nature of the job 
· Train workers
· Look @ other labour pools
· Other labour pools
· Influence gov’t programs
· Determine # of places in professional programs
· Organizations can lobby the gov’t to increase number of training programs or students 
· Gov’t also determines the number and types of immigrants admitted to Canad
· HR retention programs
· Organizations need to monitor and control levels of absenteeism and turnover (labour wastage)
· Retention programs are key to retainin experienced, high-performing employees in order to achieve organizational goals
Costs of Replacing Employees:
· Hard costs:
· Ads
· Headhunters and recruiting fees
· Interview training
· Travel costs
· Admin expenses
· Costs of lost production 
· Bonuses
· Increased salaries 
· 70%-200% of wages to replace departing person’s salary
· soft costs
· Lost business and customer contacts
· Decreased quantity or quality of work due to training and learning curve gaps
· Orientation and training time
· Decline in team morale and productivity
· Increased turnover due to follow-me effect
Retention Programs:
· Can be greatly enhanced by:
· Offering effective communication programs
· Facilitating an enjoyable and collegial work atmosphere
· [bookmark: _GoBack]Formulating and administering performance and compensation systems that reward better performers


