Human Resources – Chapter 15

The Strategic Role of Human Resource Management

· Comparative advantage: come through creating and leveraging products that provide value to customers but are hard for competitors to imitate. 
· Since people are behind every product or idea that a company generates, having human resources strategy in place is essential

HR and Strategy Formulation:

· Comparative advantage comes largely from creating value for customers through resources that are hard for competitors to copy

· Employee’s unique features, skills and values can add to the customers experience that other companies cannot. This can they can give the company a competitive advantage and these employees can play a role in what the company’s competitive strategy should be.

HR and Strategy Implementation:

· Managers need to manage their human resources in a way that supports and helps implement the strategy.
· Strategies rely a lot on human resources.
· HR activities include: Planning, job analysis, recruiting, selecting, socializing and training, job design, performance appraisal, compensation, and development.
· The fit of these human resource activities with the strategy and environment leads to competitive advantage fro the organizations for the individual manager


Human Resource Management Activities that get the Right People

Getting the right people cannot be accomplished without understanding and aligning HRM activities with the corporate strategy.
2 main goals of HRM:
- Getting the right people
- Maximizing their performance and potential.






Planning:

· HR planning is concerned with assessing the future human resource needs (demand), determining the availability of the type of people needed (supply) and creating plans for how to meet the need (fulfillment)

· Forecasting demand: Determine how many and what type of people the firm needs at a point in the future, in the short and long term, which could make them consider the firm’s strategy and the general business and economic environment.

· Assessing supply: Determining the type of people needed.

· Formulating fulfillment plans: 

· Creating plans for how to meet the needs.

· Need to determine the number and type of employees, considering the part-time or temporary employees. 

· Gives you flexibility, and the ability to reduce workforce more easily if demand falls, as well as trying out employees. 

· Outsourcing specific workforce demands, to other companies (ex: Call centers).

Job analysis:

· Job analysis: Determination of the scope and depth of jobs and the requisite skills, abilities, and knowledge the people need to perform their jobs successfully.

· Job analysis is used to create job descriptions (a list of duties and capabilities required for the job ) and job specifications(statement that describes the skills, experience and education need to preform the job)

Recruiting:

· Concerned with determining what the desired candidate pool consists of and attracting those candidates to specific positions within the organization.

· Desired candidate pool cannot be determined without considering the firm’s strategy. 

· Whom you want is a function of whom you need-whether you can get the type of person you want is different story. It is all dependent on if you can offer them what they want and if your competitor can offer them more?

Job posting: 
· Job posting is and internal recruiting method whereby a job, its pay, level, description, and qualifications are posted or announced to all current employees. 
· This can ensure that all qualified employees have an opportunity to apply for particular jobs.
· Job posting can also help current employees have better idea of the types of job available and the qualifications needed to be successful in those jobs

Advertisements: Advertisements in general or specialized publications can be effective mean of generating job candidates. Ex: Newspaper 

Employment agencies: The agency’s effectiveness is largely a function of how well it understands tour organization and the requirements of a specific job.

Employee Referrals: Employees put their reputations on the line to refer someone for the job.

School placement centers: Like a job fair, place for people to gather and it pre-screens people.

The Internet: Website with job listings to attract candidates.

Selecting:

Selection is a function of effective planning, analyzing and recruiting, as well as applying appropriate selection techniques.

A valid selecting technique: A screening process that differentiates those who would be successful in a job from those who wouldn’t. (education background and previous jobs)

Interviews: 
· Structured interview: An interview in which interviewers ask a standard set of questions of all candidates about qualifications and capabilities related to job performance.  
· Unstructured interview: An interview in which interviewers have a general idea of the questions they might ask but do not have a standard set.

Work sampling: simulate or exactly duplicate what job the person would be doing if hired.
Assessment centers: Assessment centers are work sampling techniques in which candidates perform a number of exercises, each one designed to capture one or more key aspects of the job.

Work simulation: Situations in which job candidates perform work they would do if hired or work that closely simulates the tasks they would perform.

Written tests: used for large groups to be cost effective and select those candidates who are well suited for the job.(test cognitive ability, intellectual ability, personality tests, integrity tests)

Background and Reference Checks: Verifies the factual information that applicants provide.

Physical examinations: 

· Physical exams can reduce insurance claims. Can be good because the job has high physical demands.

· Helps select physically qualifies candidates.

· Drug testing screening mechanism companies use to ensure that employee’s judgment and capabilities are not impaired while in the job


 Human Resource Management Activities that Maximize Performance

· Once people are in the right positions they must ensure that they are performing well.
· What constitutes maximum performance and potential is largely a function of the organization’s strategy
· Five specific categories of activities can significantly influence employee performance and potential

Socializing and Training

Early training and socializing affects: 
· The probability that new hires will stay with the firm
· The extent to which they will perform well
· The degree to which they will develop their full potential
· Numerous training methods to enhance performance and potential employees



Orientation: 

· Programs provide a broad view of the industry, the company business activities, its key competition and general information about  working in the company(policies)

· Work unit orientations sessions are typically more narrow and are generally designed to help new employees to get up to speed, co-workers, work policies and procedures and expectations.

· To maximize orientations a manager should:
-Keep paperwork to a minimum to avoid information overload. Do include paperwork that must be completed immediately.
- Include an informal meeting with the individual’s immediate supervisor.
-Alternate with heavy and light information.
-Provide a glossary of terms unique to the organization
-Match each new employee with a “buddy”. 

On-the-job training techniques:
· Expand responsibilities
· Job rotation
· Mentoring
· Problem-solving conferences
· Company trainers

Off-the-job training techniques: Most common is the classroom–based program. Lectures, cases, and videos, things like that to train the employee. 

Training objectives: These programs are intended to address employee technical, interpersonal (effective listening, negotiations, conflict resolution and coaching or conceptual abilities (problem solving, decision making planning and organizing)
 
Most successful programs provide participants with several things:
· An understanding of what is and is not the correct behavior
· A clear knowledge of why certain behaviors are correct or incorrect.
· Sufficient opportunities to practice the desired behaviors
· Feedback on performance with further opportunities to practice and improve.

Job design

Job design is the structuring or restructuring of key job components. Job design is the process of determining which components out to be put together and how they should be arranged to enhance performance.

Job sharing: A situation in which two people share the same job by each working part time.

Re-engineering: The fundamental rethinking and radical redesign of business processes to achieve dramatic improvements in critical contemporary measures of performance.


Performance Appraisal

Performance appraisal is concerned with:
· Establishing performance objectives and standards
· Measuring performance against those standards
· Providing feedback to employees concerning that measurement and evaluation

Managers need to be able to give negative feedback to employees in order to maximize performance.

Graphic rating scales: Most popular way to provide performance feedback.  Lists a set of qualities on which the employee is evaluated. It usually has a scale ranging from 1-5. Advantages of it are that they are quick and easy for manager to complete. Second is because the questions are all the same for all employees, it is easy to quantify the results. Disadvantages are that the characteristics may not be clearly defined, leaving it up to the manager to interpret it.

Behaviorally Anchored Rating Scales: A performance appraisal system in which the rater places detailed employee characteristics on a rating scale.

360-degree feedback: A performance appraisal system in which information is gathered from supervisors, co-workers, subordinates, and sometimes suppliers and customers.

Effective Performance Feedback: 
Critical incidents: recording of specific incidents in which specific employees behavior or performance was above or below expectations.

For an effective performance appraisal:
· Review key work objectives or standards that the employee is measured against
· Summarize the employees overall performance
· Discuss weaknesses and causes
· Discuss alternative of improving performance future performance
· Establish an agreed approach, timetable and review process for future improvement.
· Establish key objectives, timetables and standards for the upcoming performance period.
· Discuss weaknesses and causes
· Leave the meeting on an encouraging and positive note.

Compensation
Compensation and rewards encourages employees to keep a maximum performance.

Pay:
· Pay structure: A range of pay for a particular position or classification of positions.
· Broadband systems: Pay structures in which the range of pay is large and covers a wide variety of jobs.
· At-risk compensation: pay that varies depending on specified conditions, including the profitability of the company; hitting particular budget, revenue, or cost savings targets for a unit; or meeting specified individual performance targets.
· Incentive plans: Systems that tie some compensation to performance.

Benefits: 
· Traditional benefit plans include items such as dental, medical, and life insurance. 
· Cafeteria-style plans are benefit plans in which employees have a set number of “benefit dollars” that they can use to purchase benefits that fit their particular needs.

Rewards and motivation: Rewards are more than just pay raises, benefits and bonuses; it can also be praise and recognition.


Career systems and development
· Career and employees development systems are designed to respond to that particular motivation and to ensure that the human capabilities needed in the organization are being developed

· Career paths: sets and sequences of positions and experiences.

· Cross-functional job rotation: Opportunities for employees to work in different functional areas and gain additional expertise.





Promotion: 
· Promotion to a position of greater responsibility and pay. 
· Dual-career couples: Couples on which both partners work full time in professional, managerial and administrative jobs.

Termination: 
Most companies have a detailed policy about what must be done first before an employee can get fired due to poor performance.
· Informing the employees of the performance standards.
· Formally and specifically documenting incidents of poor performance.
· Informing the employees of these performance failures, reiterating the standards and setting time frames and action for performance improvement.
· Formally informing the employee of the consequences of failure to meet the standards and establish a time frame for improvement.

Layoffs: Termination of groups of people because of economic or business reasons and is not a function of the employees’ performance per se.

Labor Relations
Comes into play when formal unions who negotiate on their behalf regarding wages, benefits, and other terms of their employment represent employees.

Laws and Regulations Affecting HRM

Laws and regulations affect human resource management the most. 

Affirmative action programs: Hiring and training programs intended to correct past inequalities for certain categories of people based on gender, race and ethnicity, age or religion.

As business globalize, laws within Canada can have an impact on how Canadian business operate in other countries. That’s why they send expatriate employees: 

Expatriate employees: Employees sent overseas for lengthy, but temporary, assignments.

In some countries a glass ceiling can hinder the promotion of women. It’s an invisible barrier that prevents women from promotion to the highest executive ranks.

Bona fide occupational qualifications (BFOQ) : Qualifications that have a direct and material impact on job performance and outcomes. Ex: A company saying that you’re not allowed to have a mustache is legal if they have statistics or other causes to back it up.


Sexual Harassment
Two kinds. First is quid pro quo: it involves requests or implied sexual relations in order to continue employment or benefits like promotions.  
The second is created through jokes, touching or comments, etc.. 


Workforce diversity
Includes race, age, gender, religion, cultural background, education, and mental and physical disabilities.

Managing workforce diversity
· Need to attract enough capable workers to meet turnover and growth demands of the business
· Enhanced creativity and innovation when problem solving
· Knowledge of a diverse market and customer base
Diverse work groups can also encounter the following problems: 
· Communication problems and misunderstandings
· Mistrust
· Conflict and incompatible approaches to resolving conflict
General guidelines for managers to follow:
· Know yourself
· Prepare yourself and your employees
· Provide support
· Guide behavior

Globalization
[bookmark: _GoBack]The world is getting larger in the way that there are more people to communicate with. Companies can operate in more than a hundred countries worldwide. As companies expand to new countries, they gain more culture and the world for them gets larger and more complicated.
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