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Chapter 1: The Role of Human Resource
Management



Introduction

Human Resource Management Day to Day

You have just been hired to work as the human resource (HR) manager of a small company. You
heard about the job through a conference you attended, put on by the Human Resource Management
Association (HRMA). Previously, the owner of the company, Jennifer, had been doing everything related
to human resource management (HRM). You can tell she is a bit critical about paying a good salary for
something she was able to juggle all on her own. On your first day, you meet the 10 employees and
spend several hours with the company owner, hoping to get a handle on what human resource processes
are already set up.

Shortly after the meeting begins, you see Jennifer has a completely different perspective of what HRM
is, and you realize it will be your job to educate her on the value of a HR manager. You look at it as a
personal challenge—both to educate her and to show her the value of this role in the organization.

First, you tell her that HRM is a strategic process having to do with the staffing, compensation, retention,
training, and employment law and policies side of the business. In other words, your job as an HR
manager will be not only to write policy and procedures and to hire people (the administrative role), but
also to use strategic plans to ensure the right people are hired and trained for the right job at the right
time.

For example, you ask her if she knows what the revenue will be in six months, and Jennifer answers,
“Of course. We expect it to increase by 20%.”

You ask, “Have you thought about how many people you will need due to this increase?”
Jennifer looks a bit sheepish and says, “No. I guess I haven’t gotten that far.”

Then you ask her about the training programs the company offers, the software used to allow employees
to access pay information online, and the compensation policies.

She responds, “It looks like we have some work to do. I didn’t know that human resources involved all
of that.”

You smile at her and start discussing some of the specifics of the business so you can get started right
away writing the strategic human resource management plan.



1.1 What is Human Resources?

Learning Objectives

By the end of this section, you will be able to

1. Explain the role of HRM in organizations.

2. Define and discuss some of the major HRM activities.

Every organization, large or small, uses a variety of capital to make the business work. Capital includes
cash, valuables, or goods used to generate income for a business. For example, a retail store uses
registers and inventory, while a consulting firm may have proprietary software or buildings. No matter
the industry, all companies have one thing in common: they must have people to make their capital work
for them. This will be our focus throughout the text: generation of revenue through the use of people’s
skills and abilities.

What is HRM?

Human resource management (HRM) is the process of employing people, training them, compensating
them, developing policies relating to them, and developing strategies to retain them. As a field, HRM
has undergone many changes over the last 20 years, giving it an even more important role in today’s
organizations. In the past, HRM meant processing payroll, sending birthday gifts to employees,
arranging company outings, and making sure forms were filled out correctly. In other words, it was more
of an administrative role than a strategic role crucial to the success of the organization. Jack Welch,
former CEO of General Electric and a management guru, sums up the new role of HRM:

“Get out of the parties and birthdays and enrollment forms... Remember, HR is important in good times, HR
is defined in hard times.”"

It’s necessary to point out here, at the very beginning of this text, that every manager has some role
relating to human resource management. Just because we do not have the title of HR manager doesn’t
mean we won’t perform all or at least some of the HRM tasks. For example, most managers deal with
compensation, motivation, and retention of employees—making these aspects not only part of HRM
but also part of management. As a result, this book is equally important to someone who wants to be a
human resource (HR) manager and someone who will manage a business.

1. Kristen B. Frasch, David Shadovitz, and Jared Shelly, “There’s No Whining in HR,” Human Resource Executive Online, June 30, 2009,
accessed September 24, 2010, http://www.hreonline.com/HRE/story.jsp?storyld=227738167.
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4 Chapter 1: The Role of Human Resource Management

Human Resource Recall

Have you ever had to work with a HR department at your job? What was the interaction like? What was the
department’s role in that specific organization?

The Role of HRM

Keep in mind that many functions of HRM are also tasks that other department managers perform, which
is what makes this information important despite the career path taken. Most experts agree on seven
main roles that HRM plays in organizations. These are described in the following sections.

1. Staffing

You need people to perform tasks and get work done in the organization. Even with the most
sophisticated machines, humans are still needed. Because of this, one of the major tasks in HRM is
staffing. Staffing involves the entire hiring process from posting a job to negotiating a salary package.
Within the staffing function, there are four main steps:

1. Development of a staffing plan. This plan allows HR managers to see how many people
they should hire based on revenue expectations.

2. Development of policies to encourage and support diversity in the workplace. Diversity
in the workplace is becoming more and more important, as we have many more people from
a variety of backgrounds in the workforce.

3. Recruitment. This involves finding people to fill the open positions.

4. Selection. In this stage, people will be interviewed and selected, and a proper compensation
package will be negotiated. This step is followed by training, retention, and motivation.

2. Development of Workplace Policies

Every organization has policies to ensure fairness and continuity within the organization. One of the jobs
of HRM is to develop the wording and documentation surrounding these policies. In the development
of policies, HRM, management, and executives are involved in the process. For example, the HRM
professional will likely recognize the need for a policy or a change of policy, seek opinions on the
policy, write the policy, and then communicate that policy to employees. It is key to note here that HR
departments do not and cannot work alone. Everything they do needs to involve all other departments in
the organization. Some examples of workplace policies might be the following:

+ Discipline process policy
* Vacation time policy

* Dress code

 Ethics policy

* Internet usage policy
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3. Compensation and Benefits Administration

HRM professionals need to determine that compensation is fair, meets industry standards, and is high
enough to entice people to work for the organization. Compensation includes anything employees
receive for their work. In addition, HRM professionals need to make sure the pay is comparable to what
other people performing similar jobs are being paid. This involves setting up pay systems that take into
consideration the number of years with the organization, years of experience, education, and similar
aspects. Examples of employee compensation include the following:

 Health benefits

* Pay

* RRSP’s or pension plans

* Stock purchase plans

* Vacation time

 Sick leave

* Bonuses

» Tuition reimbursement
4. Retention

Retention involves keeping and motivating employees to stay with the organization. Compensation is
a major factor in employee retention, but there are other factors as well. Ninety per cent of employees
leave a company for one of the following reasons:

* The job they are performing
* Challenges with their manager

* Poor fit with the organization’s culture

* Poor workplace environment

Despite this, 90% of managers think employees leave as a result of pay.2 As a result, managers often try
to change their compensation packages to keep people from leaving, when compensation isn’t the reason
they are leaving at all. We will discuss some strategies to retain the best employees based on these four
factors.

5. Training and Development

Once we have spent the time to hire new employees, we want to make sure they not only are trained
to do the job, but they also continue to grow and develop new skills in their job. This results in higher
productivity for the organization. Training is also a key component in employee motivation. Employees
who feel they are developing their skills tend to be happier in their jobs, which results in increased
employee retention. Examples of training programs might include the following:

2. Leigh Rivenbark, “The 7 Hidden Reasons Why Employees Leave,” HR Magazine, May 2005, accessed October 10, 2010,
http:/findarticles.com/p/articles/mi_m3495/is_5_50/ai_n13721406.
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+ Job skills training, such as how to run a particular computer program
» Communication training
» Team-building activities

* Policy and legal training, such as sexual harassment training and ethics training
6. Dealing with Laws Affecting Employment

HR people must be aware of all the laws that affect the workplace. These laws may include the
following:

» Discrimination laws

* Health-care requirements

» Compensation requirements, such as the minimum wage

* Worker-safety laws

» Labour laws
The legal environment of HRM is always changing, so HRM people must always be aware of changes

taking place and then communicate those changes to all managers in the organization. Rather than
presenting a chapter focused on HRM laws, we will address these laws in each relevant chapter.

7. Worker Protection

Safety is a major consideration in all organizations. New laws are often created with the goal of
setting federal or state standards to ensure worker safety. Unions and union contracts can also affect
the requirements for worker safety in a workplace. It is up to the HR manager to be aware of worker
protection requirements and ensure the workplace is meeting both federal and union standards. Worker
protection issues might include the following:

* Chemical hazards

» Heating and ventilation requirements

* Use of “no fragrance” zones

* Protection of private employee information
Communication

Besides these major roles, good communication skills and excellent management skills are key to
successful human resource management, as well as general management.

Awareness of External Factors

In addition to managing internal factors, the HR manager needs to consider the outside forces at play
that may affect the organization. Outside forces, or external factors, are those things the company has
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no direct control over; however, they may be things that could positively or negatively impact human
resources. External factors might include the following:

Globalization and offshoring

Changes to employment laws

Health-care costs

Employee expectations

Diversity of the workforce

Changing demographics of the workforce

A more highly educated workforce

Layoffs and downsizing

L ©° N o kA W

Technology, such as HR databases

—_
e

Increased use of social networking to distribute information to employees

For example, the recent trend in flexible work schedules (allowing employees to set their own
schedules) and telecommuting (allowing employees to work from home or a remote location for a
specified period of time, such as one day per week) are external factors that have affected HR. HRM
has to be aware of these outside issues so they can develop policies that meet not only the needs of the
company, but also the needs of the individuals. Another example is the inclusion of “Family Status”
in the Human Rights Act. There are implications for industries that require shift work, travel, or other
working conditions that make it difficult to balance family responsibilities.
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Figure 1.2

One way managers can be aware of the outside forces is to attend conferences and read various
articles on the web. For example, the website of the Society for Human Resource Management
(http://www.hrma.ca/) not only has job postings in the field but discusses many contemporary HR issues
that may help managers make better decisions when it comes to people management.

Key Takeaways

» Most professionals agree that there are seven main tasks HRM professionals perform: staffing,
setting policies, compensation and benefits, retention, training, employment laws, and worker
protection.

+ In addition to being concerned with the seven internal aspects, HRM managers must keep up to
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date with changes in the external environment that may impact their employees. The trends
toward flexible schedules and telecommuting are examples of external aspects.

 To effectively understand how the external forces might affect human resources, it is important
for the HR manager to read the HR literature, attend conferences, and use other ways to stay up to
date with new laws, trends, and policies.

Key Terms
capital: All resources a company uses to generate revenue. Human resources or the people working in the
organization are the most important resource.
compensation: Anything employees receive for their work.

external environment: Outside forces that the company has no direct control over but that could positively
or negatively impact human resources and the organization.

flexible schedules: When employees are permitted to set their own schedules.

human resource management (HRM): The process of employing people, training them, compensating
them, developing policies relating to the workplace, and developing strategies to retain employees.

retention: The process of keeping and motivating employees to stay with the organization.
staffing: The entire hiring process from posting a job to negotiating a salary package.

telecommuting: When employees work from home or a remote location for a specified period of time.

1. State arguments for and against the following statement: There are things more valuable in an
organization besides the people who work there

2. Of the seven tasks an HR manager does, which do you think is the most challenging? Why?

[3] Peter Cappelli, “HR Implications of Healthcare Reform,” Human Resource Executive Online,March
29, 2010, accessed August 18, 2011, http://www.hreonline.com/HRE/story.jsp?storyld=379096509.


http://www.hreonline.com/HRE/story.jsp?storyId=379096509

1.2 Skills Needed for HRM

Learning Objectives

By the end of this section, you will be able to

1. Explain the professional and personal skills needed to be successful in HRM.

2. Define HRM and the certifications that can be achieved in this profession.

A characteristic of a successful manager or human resource (HR) manager is an array of skills to deal
with a variety of situations. It simply isn’t enough to have knowledge of HR, such as knowing which
forms need to be filled out. It takes multiple skills to create and manage people, as well as a cutting-edge
HR department.

The first skill needed is organization. The need for this skill makes sense given that you are managing
people’s pay, benefits, and careers. Having organized files on your computer and good time-management
skills are crucial for success in any job, but especially if you take on a role in HR.

As trite as it may sound, people skills is necessary in any type of management position and perhaps
might be the most important skill for achieving success at any job. Being able to manage a variety
of personalities, deal with conflict, and coach others are all in the realm of people management. The
ability to communicate goes along with people skills. The ability to communicate good news (hiring a
new employee), bad news (layoffs), and everything in between, such as changes to policy, makes for an
excellent manager and human resource management (HRM) professional.

Keys to a successful career in HRM or management include understanding specific job areas (such
as managing the employee database), understanding employment laws, and knowing how to write and
develop a strategic plan that aligns with the business. All these skills will be discussed in this book.

A strategic mindset as an HR professional is a key skill as well. A person with a strategic mindset
can plan far in advance and look at trends that could affect the environment in which the business is
operating. Too often, managers focus on their own area and not enough on the business as a whole.
Strategic HR professionals are able to not only work within their area, but also understand how HR fits
into the bigger picture of the business.

Ethics and a sense of fairness are also necessary in HR. Ethics is a concept that examines the moral
rights and wrongs of a certain situation. Consider the fact that many HR managers negotiate salary and
union contracts and manage conflict. In addition, HR managers have the task of ensuring compliance
with ethics standards within the organization. Many HR managers are required to work with highly
confidential information, such as salary information, so a sense of ethics when managing this
information is essential.

10
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Human Resource Recall

Think of your current skills. Are there personal or professional skills you would like to work on?

Finally, while we can list a few skills that are important, understanding the particular business, knowing
the business strategy, and being able to think critically about how HR can align itself with the strategy
are ways to ensure HR departments are critical parts of the business. HR is a specialized area, much like
accounting or finance. However, many individuals are placed in HR roles without having the specific
knowledge to do the job. Often, people with excellent skills are promoted to management and then
expected (if the company is small) to perform recruiting, hiring, and compensation tasks. This is why
we will refer to management and HR management interchangeably throughout the chapters , as these
skills are important for HRM professionals and managers alike. Having said that, for those of you
wanting a career in HRM, the Chartered Professional in Human Resources (CPHR) (http://cphrbc.ca/
cphr/become-a-cphr/the-cphr-path/) designation is a way to demonstrate your mastery of HRM material.
Other specialty certifications also exist: the Canadian Registered Safety Professional designation
(https://www.bcrsp.ca/), Certified Payroll Manager (https://www.payroll.ca/CPA/cert/en/Certification/
Certification_-_Main.aspx), and Registered Professional Recruiter (https://www.workplace.ca/ipm/
aprc_accred.html) are three of the most well known specialties in Canada. In addition to demonstrating
the abilities of an HR professional, certification allows the professional to be more marketable in a very
competitive field.

Most companies need an HR department or a manager with HR skills. The industries and job titles are
so varied that it is possible only to list general job titles in human resources:

* Benefits manager

* Classification officer

» Compensation analyst

* Disability case manager

* Employee relations manager

* Human resources assistant

* Human resources manager

¢ Industrial relations manager

* Recruiter

 Training and development manager

This is not an exhaustive list, but it can be a starting point for research on this career path.


http://www.hrma.ca/chrp/become-a-chrp/the-chrp-path/
https://www.bcrsp.ca/
https://www.payroll.ca/CPA/cert/en/Certification/Certification_-_Main.aspx
https://www.workplace.ca/ipm/aprc_accred.html

12 Chapter 1: The Role of Human Resource Management

Key Takeaways

» There are a number of skills crucial to HRM. In this job, files must be managed, and an HR
manager is constantly working in different areas of the business.

» Communication skills are necessary in HRM as well. The ability to present good and bad news,
work with a variety of personalities, and coach employees is important in HRM.

* Specific job skills, such as computer skills, knowledge of employment law, the ability to write
and developing strategic plans, and general critical-thinking skills are important in any type of
management, but especially in HRM.

* HR manages need a sense of fairness and strong ethics. Because HR works with a variety of
departments to manage conflict and negotiate union contracts and salary, HR professionals need
ethics skills and the ability to maintain confidentiality.

+ Since one of the major responsibilities of an HR department is to align the HR strategic plan with
the business strategic plan, critical and creative thinking, as well as writing, are skills that will
benefit HR managers.

» Many people find themselves in the role of an HR manager, so we will use the term HR
manager throughout this book. However, many other types of managers also perform the tasks of
recruiting, selecting, and compensating, making this book and the skills listed in this section
applicable to all people interested in management.

* Certifications may make you more marketable in the field of HRM.

Exercises

1. What are your perceptions of what an HR manager does on a day-to-day basis? Research this job
title and describe your findings. Is this the type of job you expected?




1.3 Today’s HRM Challenges

Learning Objectives

By the end of this section, you will be able to

1. Identify and explain some of the challenges associated with HRM.

All departments within an organization must prove their value and their ability to contribute to the
overall business strategy; the same is true with human resource management (HRM). As companies are
becoming more concerned with cutting costs, HRM departments must show the value they add to the
organization by aligning with business objectives. Being able to add value starts with understanding
some of the challenges businesses face and finding ways to reduce a negative impact on the business.
This section will discuss some of the HRM challenges, and the rest of this text will dive into greater
detail about how to manage these challenges.

Containing Costs

If you were to ask most business owners what their biggest challenges are, they will likely tell you that
cost management is a major contributor to the success or failure of their business. In most businesses
today, the people part of the business is the place most likely to face cuts when the economy isn’t doing
well.

Consider the expenses that involve the people part of any business:

1. Health-care benefits
2. Training costs

3. Hiring process costs
4

. And many more...

These costs cut into the bottom line of any business. The trick is to figure out how much, how many,
or how often benefits should be offered, without sacrificing employee motivation. A company can cut
costs by not offering benefits or pension plans. But if its goal is to hire the best people, a hiring package
without these items will most certainly not get the best people. Containment of costs, therefore, is a
balancing act. Human resource (HR) managers must offer as much as they can to attract and retain
employees without offering too much, as this can put pressure on the company’s bottom line. We will
discuss ways to alleviate this concern throughout this book.

For example, there are three ways to cut costs associated with health care:

13
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1. Shift more of the cost of health-care-benefit plans to employees.
2. Reduce the benefits offered.
3. Change or better negotiate the plan.

Health care costs companies approximately $4,003 per year for a single employee and $9,764 for
employees with families. This equals roughly 83% and 73% of total health-care costs for single
employees and employees with families, respectively.1 One possible strategy for containing the cost
of health-care plans is to implement a cafeteria plan. Cafeteria plans started becoming popular in the
1980s and have become standard in many organizations.2 This type of plan gives all employees a
minimum level of benefits and a set amount to spend on flexible benefits, such as additional health care
or vacation time. It creates more flexible benefits, allowing employees, based on their family situation, to
choose which benefits are right for them. For example, a mother of two may choose to spend her flexible
benefits on health care for her children, while a single, childless woman may opt for more vacation days.
In other words, these plans offer flexibility, while also saving money.

Another way to contain costs is by offering training. While this may seem counterintuitive as training
does cost money up front, it can actually save money in the long run. Consider how expensive a sexual
harassment lawsuit or wrongful termination lawsuit might be. For example, Continental Pipeline &
Facility Ltd. in Tumbler Ridge, B.C., was fined $150,000 in October 2015 for failing to provide its
workers with the information, instruction, training, and supervision needed to ensure their health and
safety after one of their workers was pinned by a 317 kilogram (700 pound) pipe.3 Some simple training
up front (costing less than the lawsuit) likely would have prevented this from happening. Training
employees and management on how to work within the law, thereby reducing legal exposure, is a great
way for HR to cut costs for the organization as a whole.

The hiring process and the cost of turnover in an organization can be very expensive. Turnover refers
to the number of employees who leave a company in a particular period of time. By creating a recruiting
and selection process with cost containment in mind, HR can contribute directly to cost-containment
strategies company wide. In fact, the cost of hiring an employee, or replacing an old one (turnover),
can be as high as $9,777 for a position that pays $60,000 per year.4 By hiring smart the first time, HR
managers can contain costs for their organization.

In a survey reported on by the Sales and Marketing Management newsletter, 85% of managers say
that ineffective communication is the cause of lost revenue.” Email, instant messaging, text messages,
and meetings are all methods of communication in business. An understanding of communication
styles, personality styles, and channels of communication can help managers be more effective in their
communication, resulting in cost containment. In HRM, we can help ensure our people have the tools to
communicate better, and contain costs and save dollars in doing so.

1. “Use Three Strategies to Cut Health Care Costs,” Business Management Daily, September 9, 2010, accessed October 10, 2010,
http://www.businessmanagementdaily.com/articles/23381/1/Use-3-strategies-to-cut-health-care-costs/Pagel.html.

2. Mary Allen, “Benefits, Buffet Style—Flexible Plans,” Nation’s Business, January 1997, accessed October 1, 2010, http://findarticles.com/
p/articles/mi_m1154/is_v75/ai_4587731.

3. “Penalties,” WorkSafe Magazine, September/October 2016.

4. James Del Monte, “Cost of Hiring/Retention,” JDA Professional Services, Inc., 2010, accessed October 1, 2010, http://www.jdapsi.com/

Client/articles/coh.
5. “The Cost of Poor Communications,” Sales and Marketing, December 22, 2006, accessed October 1, 2010, http://www.allbusiness.com/
marketing-advertising/4278862-1.html.


http://www.businessmanagementdaily.com/articles/23381/1/Use-3-strategies-to-cut-health-care-costs/Page1.html
http://www.jdapsi.com/Client/articles/coh
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One cost-containment strategy for US businesses has been offshoring. Offshoring refers to the
movement of jobs overseas to contain costs. It is estimated that 3.3 million US jobs will be moved
overseas by 2015.° According to the US Census Bureau, most of these jobs are information-technology
(IT) jobs, as well as manufacturing jobs. This issue is unique to HRM, as the responsibility for
developing training for new workers and laying off domestic workers will often fall under the realm of
HRM.

Of course, cost containment isn’t only up to HRM and managers, but as organizations look at various
ways to contain costs, human resources can certainly provide solutions.

Technology

Technology has greatly impacted human resources and will continue to do so as new technology is
developed. Through use of technology, many companies have virtual workforces that perform tasks from
nearly all corners of the world. When employees are not located just down the hall, management of
these human resources creates some unique challenges. For example, it creates an even greater need for
multicultural or diversity understanding. Since many people will work with individuals from across the
globe, cultural sensitivity and understanding is the only way to ensure the use of technology results in
increased productivity, rather than decreased productivity due to miscommunication.

Technology also creates a workforce that expects to be mobile. The rise of smart phones and social
networking has impacted human resources, and many companies now disseminate information to
employees via these methods. Of course, technology changes constantly, so the methods used today will
likely be different in one year, or even six months from now. Because of the ability to work from home,
or anywhere else, many employees may request and even demand a flexible schedule to meet their own
family and personal needs. Productivity can be a concern for all managers in the area of flextime, and
another challenge is ensuring fairness to other workers when one person is offered a flexible schedule.
Many companies, however, are going a step further and creating virtual organizations, which don’t have
a physical location (cost containment) and allow all employees to work from home or the location of
their choice. As you can imagine, this creates concerns over productivity and communication within the
organization.

In addition, there are a large variety of databases available to perform HRM tasks. For example,
databases are used to track employee data, compensation, and training. There are also databases
available to track the recruiting and hiring processes. Of course, the major challenge with technology is
that it’s constantly changing nature, which can impact all practices in HRM.

How would you handle this?

Too Many Friends

You are the HR manager for a small company, consisting of 23 people plus the two owners, Steve and Corey.
Every time you go into Steve’s office, you see he is on Facebook. Because he is Facebook friends with

6. Vivek Agrawal and Diana Farrell, “Who Wins in Offshoring?,” Global Directions, special issue, McKinsey Quarterly, (2003): 3641,
https://www.mckinseyquarterly.com/Who_wins_in_offshoring_1363.
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several people in the organization, you have also heard he constantly updates his status and uploads pictures
during work time. Then, at meetings, Steve will ask employees if they saw the pictures he recently uploaded
from his vacation, weekend, or backpacking trip.

One employee, Sam, comes to you with a concern about this. “I am just trying to do my job. But I feel if I
don’t look at his photos, he may not think I am a good employee,” she says.

How would you handle this?

Cyberloafing, a term used to describe lost productivity as a result of an employee using a work
computer for personal reasons, is another concern created by technology. One study performed by
Nucleus Research found that the average worker uses Facebook for 15 minutes per day, which results
in an average loss of 1.5% of plroductivity.7 Some workers, in fact, use Facebook over two hours per
day during working hours. Restricting or blocking access to the Internet, however, can result in angry
employees and affect motivation at work.

Technology can also create additional stress for workers. Increased job demands, constant change,
constant emailing and texting, and the physical aspects of sitting in front of a computer can be not only
stressful, but also physically harmful to employees.

The Economy

Tough economic times in a country usually results in tough times for business too. High unemployment
and layoffs are clearly HRM and managerial issues. If an HR manager works for a unionized company,
union contracts are the guiding source when having to downsize in response to a tough economy.

Besides union restrictions, the legal restrictions on who is let go and the process followed to do it should
be on the forefront of any manager’s mind when they are required to lay off people because of a poor
economy. Dealing with performance issues and measuring performance can be considerations when it is
necessary to lay off employees.

Likewise, in a growth economy, the HR manager may experience a different kind of stress. Massive
hiring to meet demand might occur if the economy is doing well. For example, McDonald’s restaurants
had to fill 600 positions throughout Las Vegas and held hiring-day events in 2010.° Imagine the process
of hiring this many people in a short period of time. The same recruiting and selection processes used
under normal circumstances will be helpful in mass-hiring situations.

The Changing and Diverse Workforce

HR managers should be aware that the workforce is constantly changing. For example, a recent report
by Statistics Canada indicates that the proportion of men working full-time fell by 10% from 1976 to
2010; in contrast, the full-time employment rate of women increased by 17% in the same time period.

7. “Facebook Use Cuts Productivity at Work,” Economic Times, July 25, 2009, accessed October 4, 2010,
http://economictimes.indiatimes.com/tech/internet/Facebook-use-cuts-productivity-at-work-Study/articleshow/4818848.cms.

8. “McDonald’s Readies for Massive Hiring Spree,” Fox 5 News, Las Vegas, May 2010, accessed October 5, 2010,
http://www.fox5vegas.com/news/23661640/detail.html (site discontinued).
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The study also found that full-time employment for Canadians under the age of 29 (not including full-
time students) has fallen significantly, most notably between 2007 and 2014.” Our workforce is also
better educated. In 2012, about 54% of Canadians aged 15 and over had trade certificates, college
diplomas, or university degrees. This indicates an increase of 21% since 1990. In 2006, 41% of the
Aboriginal population aged 25 to 64 years had post-secondary certification (although 34% of working-
age Aboriginals do not have a high school diploma, compared to 15% of the non-aboriginal population).
In addition, 51% of recent immigrants reported having university degrees.lo

{ Fortune 500 Focus w

Multi-generational is here to stay, and Xerox is the leader in recruiting Generation Y talent. This age group
has been moving into the labour market over the last six years, and this major demographic change, along
with the retirement of baby boomers, has many companies thinking. Fortune 500 companies know they must
find out where their new stars are coming from. In recruiting this new talent, Xerox isn’t looking to old
methods, because they know each generation is different. For example, Xerox developed the “Express
Yourself” recruiting campaign, which is geared around a core value of this generation, to develop solutions
and change. Joe Hammill, the director of talent acquisition, says, “Gen Y is very important. Xerox and other
companies view this emerging workforce as the future of our organization.”11 Besides the new recruiting
campaign, recruiters are working at what they term “core colleges”—that is, colleges that produce the kind of
talent they need. For example, they developed recruitment campaigns with specific institutions such as the
Rochester Institute of Technology because of its strong engineering and imaging science programs. Xerox’s
company website has a specific tab for recent college graduates, emphasizing core values of this generation,
including the ability to contribute, support, and build skills. With its understanding of multicultural
generations, Xerox has created a talent pool for years to come.

It is expected that over the next 10 years, over 40% of the workforce will retire, and there will not be
enough younger workers to take the jobs once held by the retiring workforce.”” As you can imagine,
this will create a unique staffing obstacle for human resources and managers alike as they try to find
talented people in a pool that doesn’t have enough people to perform the necessary jobs. The reason for
this increase in retirement is the aging baby boomer population. Baby boomers can be defined as those
born between the years 1946 and 1965, according to Statistics Canada. They are called “baby boomers”
because there was a large increase in babies born after soldiers came back from World War II. As of
2011, Canada has more people over the age 65 than under the age 15. The boomer generation makes up
27% of our population.

The impact of the baby boomer generation on our country and on HRM is huge. First, the retirement
of baby boomers results in a loss of a major part of the working population, and there are not enough
people to fill those jobs that are left vacant. Second, the baby boomers’ knowledge is lost upon their
retirement. Much of this knowledge isn’t formalized or written down, but it still contributes to the

. R. Morissette, F. Hou, and G. Schellenberg, "Economic Insights: Full-time Employment, 1976 to 2014," Statistics Canada, accessed May

10, 2016, http://www.statcan.gc.ca/pub/11-626-x/11-626-x2015049-eng.htm.

“Indicators of Well-being in Canada,” Statistics Canada, accessed May 10, 2016, http://well-being.esdc.gc.ca/misme-iowb/.3ndic.1t.4r@-
eng.jsp?iid=29.

Stephanie Armour, “Generation Y: They’ve Arrived at Work with a New Attitude,” USA Today, November 6, 2005.

Alvaro Fernandez, “Training the Aging Workforce,” SharpBrains, August 10, 2007, accessed October 6, 2010,
http://www.sharpbrains.com/blog/2007/08/10/training-the-aging-workforce-and-their-brains.
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success of business. Third, elderly people are living longer, and this results in higher health-care costs
for all currently in the workforce.

As a result of the aging workforce, HR managers should review current workers’ skill levels and monitor
retirements and skills lost upon those retirements, which is part of strategic planning. Having knowledge
about current workers and skills, as well as predicting future workforce needs, will be necessary to deal
with the challenges of an aging workforce.

Human Resource Recall

Have you ever worked in a multi-generational organization? What were some of the challenges in working
with people who may have grown up in a different era?

Another challenge, besides a lack of workers, is the multi-generational workforce. Employees between
the ages of 17 and 68 have different values and different expectations of their jobs. Any manager who
tries to manage workers from varying generations will likely have some challenges. Even compensation
preferences are different among generations. For example, the traditional baby boomer built a career
during a time of pensions and strongly held values of longevity and loyalty to a company. Compare the
benefit needs of this person to someone who is younger and expects to save through a pension plan,
and it is clear that the needs and expectations are different.” Throughout this book, we will discuss
compensation and motivational strategies for the multi-generational workforce.

Ethics

A discussion of ethics is necessary when considering the challenges of HR. Much of the discussion
surrounding ethics happened after the early to mid-2000s when several companies were found to have
engaged in gross unethical and illegal conduct, resulting in the loss of billions of dollars for shareholders.
Consider the statistics: only 25% of employees trusted their CEO to tell the truth, and 80% of people said
that employers have a moral responsibility to society.14 Based on these numbers, an ethical workplace
is important not only for shareholder satisfaction but for employee satisfaction as well. Companies are
seeing the value of implementing ethics codes within the business.

Many HR departments have the responsibility of designing codes of ethics and developing policies for
ethical decision making. Some organizations hire ethics officers to specifically focus on this area of the
business. Out of 400 HR professionals surveyed, 48% had an ethics officer who reported to either the
CEO or the HR executive.’ According to Steve Miranda, chief human resources officer for the Society
for Human Resource Management (SHRM), “[the presence of an ethics officer] provides a high-level

13. Michelle Capezza, “Technology Team Newsletter: Employee Benefits in a Multigenerational Workplace,” Epstein Becker Green, August

12, 2010, accessed October 6, 2010, http://www.ebglaw.com/technology-media-telecommunications/news/technology-team-newsletter-
employee-benefits-in-a-multigenerational-workplace/.

14. Strategic Management Partners, “Unethical Statistics Announced At Business Leaders Event,” news release, accessed August 31, 2011,
http://www.consult-smp.com/archives/2005/02/unethical stati.html.

15. Mark McGraw, “The HR-Ethics Alliance,” Human Resource Executive Online, June 16, 2011, accessed July 7, 2011,
http://www.hreonline.com/HRE/story.jsp?storyld=533339153.
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individual with positional authority who can ensure that policies, practices, and guidelines are effectively
. . . 16
communicated across the organization.”

For example, the insurance company Allstate recently hired a chief ethics and compliance officer
(CECO) who offers a series of workshops geared for leaders in the organization “to reinforce to key
executives that maintaining high ethical standards starts at the top.”17 In addition, the CECO monitors
reports of ethics complaints within the organization and trains employees on the code of ethics or code
of conduct. A code of ethics is an outline that explains the expected ethical behaviour of employees.
For example, General Electric (GE) has a 64-page code of conduct that outlines the expected ethics,
defines them, and provides information on penalties for not adhering to the code. The code of conduct
is presented below. Of course, simply having a written code of ethics does little to encourage positive
behaviour, so many organizations (such as GE) offer stiff penalties for ethics violations. Developing
policies, monitoring behaviour, and informing people of ethics are necessary to ensure a fair and legal
business.

The following is an outline of GE’s code of conduct:'’

* Obey the applicable laws and regulations governing our business conduct worldwide.
* Be honest, fair, and trustworthy in all your GE activities and relationships.
* Avoid all conflicts of interest between work and personal affairs.

» Foster an atmosphere in which fair employment practices extend to every member of the
diverse GE community.

* Strive to create a safe workplace and to protect the environment.

+ Through leadership at all levels, sustain a culture where ethical conduct is recognized,
valued, and exemplified by all employees.

Key Takeaways

* An important part of productive HRM is ensuring the department adds value to the rest of the
organization, based on the organization’s strategic plan.

* A major challenge in HRM is cost containment. This can be done in several ways, but one
example is in the way health care and benefits are offered. Many companies are
developing cafeteria plans that satisfy the employee and help contain costs.

* HRM can also contain costs by developing and managing training programs and ensuring
employees are well trained to be productive in the job.

 Hiring is a very expensive part of human resources. Therefore, HR managers should take steps to
ensure they are hiring the right people for the job the first time. Turnover is a term used to

16. Mark McGraw, “The HR-Ethics Alliance,” Human Resource Executive Online, June 16, 2011, accessed July 7, 2011,
http://www.hreonline.com/HRE/story.jsp?storyld=533339153, brackets in original.

17. Mark McGraw, “The HR-Ethics Alliance,” Human Resource Executive Online, June 16, 2011, accessed July 7,
2011, http://www.hreonline.com/HRE/story.jsp?storyld=533339153.

18. “The Spirit and the Letter," [PDF] General Electric Company, accessed August 10, 2011, http://files.gecompany.com/gecom/citizenship/
pdfs/TheSpirit&TheLetter.pdf.
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describe the departure of an employee.

» Poor communication results in wasting time and resources. We can communicate better by
understanding communication channels, personalities, and styles.

» Technology is also a challenge to be met by HRM. For example, employees may request
alternative work schedules because they can use technology at home to get their work done.

» Because technology is part of our work life, cyberloafing, or employees spending too much time
on the Internet, creates new challenges for managers. Technology can also create challenges such
as workplace stress and lack of work-life balance.

» The economy is a major factor in HRM. HR managers, no matter what the state of the economy,
must plan effectively to make sure they have the right number of workers at the right time. When
there is a down economy, HR managers must consider the legal and union implications of layoffs.
In an up economy, HR managers must hire workers to meet the internal demand.

 The retirement of baby boomers is creating a labour gap in the workplace, related to not only the
number of people available but also the skills people have. Multi-generational companies, or
companies with workers of a variety of ages, must find ways to motivate employees, even though
those employees may have different needs. HR must be aware of this and continually plan for the
challenge of a changing workforce. Diversity in the workplace is an important challenge in
human resource management.

+ Ethics and monitoring of ethical behaviour are also challenges in HRM. Setting ethical standards
and monitoring ethical behaviour, including developing a code of conduct, is a must for any
successful business.

Key Terms

baby boomers: A generation of people born between 1946 and 1965.

cafeteria plans: A flexible benefit plan that gives all employees a minimum level of benefits and a set
amount to spend on flexible benefits, such as additional health care or vacation time.

code of conduct: A document outlining the expected ethical behaviour of employees in a company.

cyberloafing: Lost productivity as a result of an employee using a work computer during work time for
personal reasons.

Generation Y (millennials): A generation of people born between 1981 and 1999.
multi-generational: Describes a workforce or company made up of people of a wide range of ages.
offshoring: The movement of jobs overseas to contain costs.

turnover: The number of employees who leave a company in a particular period of time.

Exercises

1. Research the various generations: baby boomers, Generation X, and Generation Y (millennials).
Compare and contrast five differences between the generations. How might these differences
impact HRM?
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2. Review news articles on the current state of the economy. Which aspects of these articles do you
think can relate to HRM?




1.4 Cases and Problems

Chapter Summary

Human resource management (HRM) is the process of employing people, training them, compensating them,
developing policies relating to the workplace, and developing strategies to retain employees. Three
certification exams, which are offered by the Human Resource Certification Institute, can be taken to
demonstrate HRM skills and become more marketable.

HRM involves seven main areas: (1) staffing, (2) workplace policies, (3) benefits and compensation, (4)
retention, (5) training, (6) employment laws, and (7) employee protection.

Human resource (HR) managers need many different types of skills. Some skills are general, such as being
able to organize, multi-task, and communicate effectively. Others are job-specific skills, such as how to run a
particular computer program. In addition, a sense of fairness and ethics is crucial to a successful career in
HRM.

There are many contemporary challenges associated with HRM. First, it is up to everyone in the organization
to contain costs. HR managers need to look at their own departments and demonstrate the value of what they
contribute to the organization. HR managers can also help contain costs by managing benefits plans and
compensation and providing training.

The fast-changing nature of technology is also a challenge in HRM. As new technologies are developed,
employees may be able to implement innovative ways of working such as flextime. HR managers are also
responsible for developing policies dealing with cyberloafing and other workplace time wasters revolving
around technology. Employee stress and lack of work-life balance are also greatly influenced by technology.

Being aware of the changes in the economy allows HR managers to adequately plan for reductions and
additions to the workforce.

The aging and changing workforce is our final factor. As baby boomers retire, there likely will not be enough
people to replace them, and many of the skills the baby boomers have may be lost. In addition, having to
work with multiple generations at once can create challenges, as different expectations and needs arise from
multi-generational workforces.

Chapter Case: Changes, Changes

Jennifer, the owner and manager of a company with 10 employees, has hired you to take over HRM so she
can focus on other areas of her business. During your first two weeks, you find out that the company has been
greatly affected by the up economy and its revenue is expected to grow by 10% over the next three years,
with some quarters seeing growth as high as 30%. However, five of the ten workers are expected to retire
within three years. These workers have been with the organization since the beginning and have a unique
historical perspective of the company. The other five workers are of diverse ages.

In addition to these changes, Jennifer believes they may be able to save costs by allowing employees to
telecommute one to two days per week. While she has some concerns about productivity if she allows

22
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employees to work from home, she has even considered closing down the physical office and making her
company a virtual organization. She wonders how such a major change will affect their ability to
communicate and worker motivation.

Jennifer shares her thoughts on the cost of health care for the organization. She has considered cutting
benefits entirely and having her employees work for her on a contract basis, instead of being full-time
employees. She isn’t sure if this would be a good choice.

Jennifer schedules a meeting with you to discuss some of her thoughts. To prepare for the meeting, you
research the issues so you can impress your new boss with recommendations on the challenges presented.

Based on the Chapter Case you just read, answer the following questions:

1. Point out which changes are occurring in the business that affect HRM.

2. What are some considerations the company and HR should be aware of when making changes
related to this case study?

3. What would the initial steps be to start planning for these changes?

4. What would your role be in implementing these changes? What would Jennifer’s role be?

1. In a group of two to three people, research possible career paths in HRM and prepare a
PowerPoint presentation to discuss your findings.

2. Interview an HR manager and discuss his or her career path, skills, and daily tasks. Present your
findings to your class.
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Introduction

Human Resource Management Day to Day

You are visiting family in Halifax, Nova Scotia. You and your cousin have both recently gotten your first
job and you are both earning minimum wage. But to your surprise, you realize you are earning $0.65/
hour more than your cousin!

You exclaim, “That’s illegal! They are paying him less than minimum wage!”
Your aunt reassures you, “No. The minimum wage is different in Nova Scotia. The laws are different.”

You decide to google “minimum wage in Canada” and learn that the minimum wage is different in every
province. In addition, some provinces have a “training wage” for workers who have never held a job
before, and other provinces have a special minimum wage for servers that is lower than the regular
minimum wage. You wonder why the rules are different in every province.

25
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Learning Objectives

By the end of this section, you will be able to

1. Explain the hierarchy of laws in Canada, and the different types of laws.

2. Describe when a working relationship would be governed by federal rather than provincial law.

There is a hierarchy to the legal system in Canada. The Constitution Act adopted in 1982 has the
highest level of authority in Canada. No government—federal, provincial, or municipal—can pass a law
or regulation that contravenes the Canadian Constitution, and any law in Canada can be challenged
before the Supreme Court if it is not consistent with the Constitution. The Constitution outlines our
rights and freedoms, including the freedom of association, freedom of peaceful assembly, and freedom of
conscience and religion. All individuals are equal before and under the law and have the right to freedom
from discrimination. Sections 1 to 34 of the Constitution make up the Canadian Charter of Rights and
Freedoms, often simply referred to as “the Charter.” The Constitution gave rise to the various human
rights codes and acts in Canada and has had a profound effect on employment law, as well as labour law.
We have seen the right to join unions defended under the Constitution as well.

26
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Figure 2.1 The legal environment in Canada.

In Canada, there are two different “jurisdictions”: provincial and federal. This division arose from the
British North America (BNA) Act, which served as Canada’s constitution until 1982. While employment
legislation in the early 1900s was driven by the federal government, the Snider case (Toronto Electric
Power Commissioners v. Snider et al.) in 1925 clarified that provincial governments were responsible
for civil and property matters, including employment law, which is a form of contract law. The federal
government retained responsibility for interprovincial industries. As a result of the Snider case, most
Canadian workers fall under provincial jurisdiction.

Industries that fall under federal jurisdiction are identified in Section 2 of the Canada Labour Code, and
these industries are defined as either “for the general advantage of Canada or for the advantage of two
or more of the provinces.”

The following are examples of industries that are federally regulated:

+ Shipping and transportation services that cross provincial or international boundaries
* Marine, ferry, and port services

 Airports, airlines, and aviation companies

* Pipelines, tunnels, and bridges that cross provincial boundaries

* Postal services (e.g., Canada Post)


https://pressbooks.bccampus.ca/hrm1stcanadianedition/wp-content/uploads/sites/118/2017/02/Slide1.png
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 Chartered banks

* Telecommunications services (cellular and internet services)
* Broadcasting (television and radio)

* Uranium mining

» Grain elevators, feed and seed mills

Sources of Laws Impacting HRM

In addition to having both provincial and federal jurisdictions, there are five sources of laws that impact
human resource management (HRM). Each province has its own set of laws, and the federal government
has its own set of laws.

These different laws include

1. Human rights laws, which protect groups of individuals from discrimination based on a
criteria including race, religion, physical or mental disability, and sexual orientation.

2. Labour laws, which stipulate the rights of workers to organize unions and bargain
collectively with employers.

3. Employment standards laws, which set the minimum requirements employers must meet in
terms of hours of work, wages, statutory holidays, vacations, work leave, termination, and
severance.

4. Legislation that governs workplace health and safety. In B.C., that’s the Worker’s
Compensation Act, which is enforced by WorkSafeBC. The Canada Labour Code (federal
jurisdiction) defers to the local provincial workplace health and safety regulations rather than
trying to create a parallel agency.

5. Privacy legislation, such as B.C.’s Personal Information Protection Act, which obligates
organizations to protect any personal information they collect, use, or disclose. This includes
information about name, sex, age, weight, height, medical information, marital status,
employment history, education, credit history, and fingerprints.

In addition to the statutory laws, unionized workplaces are also governed by collective agreements,
which are contracts negotiated and agreed to between employers and unions. Non-union work
agreements are also a form of contractual law, although they are generally much less formal, and
employment agreements are not always well documented. Typically, the letter of offer provided to
a new hire will contain the terms and conditions of employment. Anything that is not specifically
addressed by the employment contract is deemed to fall under common law by default.

Common law (sometimes referred to as case law) is a final source of law and is created by judges
when they interpret and apply statutory laws to specific cases. Statutory law is written law. It is created,
debated, and voted upon by elected officials. Decisions made by judges of a higher court can be binding
on lower courts; this ensures consistency in how the law is interpreted. Case law from other provincial
jurisdictions is not binding, but could be considered persuasive if the context of the case is substantially
similar. A persuasive argument is when one party in a court case refers to a case decided in another
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jurisdiction or a lower court. While an arbitrator or judge does not need to adopt the same analysis, it
may influence them to do so. Judges will often consider the findings of judges in other jurisdictions and
may choose to align their decisions with those decisions. Or, they may state that the case is not applicable
because it is distinguishable (different) from the current decision at hand."

“Wallace Awards” refers to a 1997 Supreme Court case that held that how an employee was terminated and
whether it was in “bad faith” could be a factor considered for compensatory damages in wrongful dismissal.
In the 2008 Supreme Court case Honda Canada Inc v. Keays, the court determined that damages resulting
from pain or distress as result of the manner of dismissal would only be considered where the employer had
acted in bad faith by being dishonest, misleading, making false accusations, damaging future employment
prospects, or being unduly insensitive (e.g., firing an employee in front of co-workers).

Tribunals

A tribunal is a board, panel, or committee tasked with making decisions. Tribunals are generally less
formal and less expensive than going through the court system and are also better able to respond to
issues in a timely way.

* The B.C. Human Rights Tribunal is an “independent, quasi-judicial body responsible for
adjudicating human rights cornplaints.”2

» The B.C. Labour Relations Board is an “independent, administrative tribunal with the
mandate to mediate and adjudicate employment and labour-relations matters related to
. . 3
unionized workplaces.”

* Many jurisdictions also have a tribunal which adjudicates complaints related to employment
standards. In B.C., the province has moved towards a process which involves completing a
“self-help” kit, which encourages employees to work with their employer to resolve the issue.
If they are unable to, the employee may make a complaint to the Employment Standards
Branch (ESB). The ESB will provide education and mediation in an attempt to resolve the
issue. If that fails, the ESB may choose to investigate the matter and refer it to an officer to
issue a Determination. At times, an adjudication hearing may be called, and both parties will
be required to attend, either in person or by teleconference, along with any witnesses.

Key Takeaways

» The Canadian Constitution is the highest law in Canada. No other laws can conflict with the
Constitution.

* There are three types of laws:

1. Honda Canada Inc. v. Keays, [2008] 2 SCR 362, 2008 SCC 39 (CanLII), http://canlii.ca/t/1z469, accessed on January 29, 2017.
2. BC Human Rights Tribunal, accessed May 18, 2016, http://www.bchrt.bc.ca/.
3. Labour Relations Board British Columbia, accessed May 18, 2016, http://www.lrb.bc.ca/.
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o Statutory law is the written law created by politicians.
o Common law is case law precedents created by judges and arbitrators.

o Contract law includes collective agreements and employment letters.

+ The five sources of law affecting employment practices in Canada are Constitutional law, labour
law, employment law, privacy laws, and safety laws.

* Most employment relationships are governed by provincial law. Certain industries fall under
federal jurisdiction.

Key Terms

Canadian Constitution: The highest level of legal authority in Canada, which outlines our rights and
freedoms. The Constitution inspired the various human rights codes and acts in Canada and has had a
profound effect on employment and labour law.

common law: Law created by judges when they interpret and apply statutory laws to specific cases. Often
referred to as “case law.”

contract law: collective agreements between employers and employees/unions and employment letters

persuasive argument: When one party in a court case refers to a similar case decided in another jurisdiction
or a lower court.

statutory law: Written law that is created, debated, and voted upon by elected officials.

tribunal: A board, panel, or committee tasked with making decisions.

Exercises

1. Patch Rocket is a new delivery “hot shot” service based in Fort Nelson and serving the oil patch
in northeastern B.C. They offer same-day delivery of equipment and supplies to camps and
drilling operations. You are the HR manager there, and have just learned that sometimes your
delivery drivers unknowingly cross the border into Alberta to deliver supplies. From an HR
perspective, why might this be an issue? What would this mean for your HR policies?




2.2 Human Rights Laws

Learning Objectives

By the end of this section, you will be able to

* Describe human rights laws in Canada, as well as notable cases.

Human rights laws protect specific groups of people from discrimination in employment, as well as the
provision of goods and services.

Grounds for protection against discrimination in employment in B.C. include the following:l

» Race, ancestry, colour, and place of origin
* Mental or physical disability

» Age (if 19 or older)

* Criminal conviction

* Marital status or family status

* Gender expression and identity

+ Sexual orientation

» Political belief

Discrimination can be intentional or unintentional. If a policy or practice has a disproportionate impact
(adverse effect) on a group of people protected under human rights legislation, it is discriminatory.

A bona fide occupational requirement (BFOR) allows employers to discriminate if they have a
legitimate reason to do so. For example, you may discriminate against someone who is unable to lift 30
kilograms (65 pounds) if being able to lift that weight is a BFOR.’

There are three questions that must be answered in order to determine whether a standard is a BFOR.
Did the employer

1. Adopt the standard for a purpose rationally connected to the performance of the job?

2. Have an honest and good-faith belief that the standard or process was necessary, and did not
intend to discriminate?

1. "Human Rights Code [RSBC 1996] Chapter 210," BC Laws, accessed January 29, 2017, http://www.bclaws.ca/Recon/document/ID/
freeside/00_96210_01.

2. British Columbia (Public Service Employee Relations Commission) v. BCGSEU, [1999] 3 SCR 3, 1999 CanLII 652 (SCC), accessed
January 29, 2017, http://canlii.ca/t/1fqk1.
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3. Ensure the standard is reasonably necessary, and the employer took all reasonable steps to
avoid an adverse impact on a protected group (reasonable accommodation)?

Is it really a BFOR? The case of Tawney Meiorin

Tawney Meiorin worked as a B.C. forest firefighter for three years, and had been performing satisfactorily,
when the government implemented a new aerobic-capacity test, which involved running 2.5 kilometres in no
more than 11 minutes. Meiorin failed the test, completing the run in 11 minutes 49 seconds, and was
subsequently dismissed. She argued that the standard discriminated against women as most women have a
lower aerobic capacity than men. The arbitrator found that the standard was discriminatory because it had an
adverse effect on women, and the government had failed to demonstrate that the standard was necessary to
perform the work of a forest firefighter safely and efficiently. The case eventually made its way to the
Supreme Court of Canada, and in its decision the court established a three-step test to establish a BFOR.

Employers are expected to accommodate to the point of “undue hardship.” This means that a standard
or requirement is reasonably necessary to ensure that work will be performed successfully, both safely
and efficiently. Undue hardship occurs when an employer cannot bear the costs of the accommodation.
For instance, a very small business with a narrow profit margin may not be required to install an elevator
or purchase expensive equipment to accommodate a disabled employee. However, this may not be an
unreasonable expense for a larger employer. Also, if the safety of the employee, colleagues, or the public
could be jeopardized, an employer may not have to accommodate.

What is “family status”: The Campbell River test

In 2004, the B.C. Court of Appeal heard the case of Shelley Howard, an employee of the Campbell River and
North Island Transition Society and Community Social Services Employers’ Association (CRNITS).
Howard’s teenage son had both medical and behavioural problems. During the course of her part-time
employment with CRNITS, Howard’s workload declined. To address this, the employer decided to change
Howard’s hours of work from 8:30 a.m.—3:00 p.m. to 11:30 a.m.—6:00 p.m. Howard expressed concern about
the change in hours as she needed to look after her son after his school hours and provided documentation for
this from her family doctor. While the court noted that Howard experienced “demanding and difficult child-
care obligations,” they concluded that she was not being discriminated against upon the fact that she was a
parent, and that simply having difficult child-care arrangements would not make parents a “class or category
that Section 13 ... seeks to protect.”3

Key Takeaways

» Human rights laws protect specific groups of people from being discriminated against.

+ Discrimination can be direct or unintentional yet still have an adverse impact on a protected
group. The law does not distinguish between intentional and unintentional discrimination.

3. Health Sciences Assoc. of B.C. v. Campbell River and North Island Transition Society, [2004] BCCA 260 (CanLII), accessed January 29,
2017, http://canlii.ca/t/1h23x.
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+ Some employers may discriminate if they have a bona fide occupational requirement to do so.
There is a three part test that must be completed to establish a BFOR.

» Employers have a duty to accommodate to the point of undue hardship.
Key Terms

adverse impact/effect: When an adopted policy or practice has a negative impact on members of a protected
group.

bona fide occupational requirement (BFOR): Allows employers to discriminate and adopt discriminating
policies if they have a legitimate reason to do so.

discrimination: A policy or practice that has a disproportionate impact (adverse effect) on a group of people
protected under human rights legislation. It can be intentional or unintentional.

protected groups: Specific groups of people identified in the human rights code who share an attribute that is
defined as “prohibited grounds” for discrimination under the human rights act.

undue hardship: When an employer cannot bear the costs of accommodating an employee.

Exercises

1. You are hiring a new front-desk person for your hotel. Only two applicants have any previous
experience in a hotel, so you bring them both in for an interview. One applicant is clearly not
suitable for your hotel, but the other applicant has experience, good references, and you were
impressed by her interview. The problem, from your perspective, is that at the interview you
noted that she is clearly four to five months pregnant, which probably will mean she will go off
on maternity leave during your busy holiday season. Do you offer her the job? Discuss.

2. You are creating a newspaper ad for a new job posting in your Surrey, B.C., branch. This
community has a high number of residents who speak Punjabi. When might it be okay to say
“Preference will be given to individuals who speak Punjabi”?

4

5 7 Health Sciences Assoc. of B.C. v. Campbell River and North Island Transition Society, 2004 BCCA
260 (CanLlII), <http://canlii.ca/t/1h23x>, retrieved on 2017-01-29

7 Health Sciences Assoc. of B.C. v. Campbell River and North Island Transition Society, 2004 BCCA
260 (CanLlII), , retrieved on 2017-01-29
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Human Resource Management Day to Day

Paul works at a warehouse in Richmond, B.C. He has been scheduled to work on Easter Sunday, and is
excited as his friends have told him that he will be entitled to double time, meaning he will be paid twice
his normal hourly rate. He is sad that he won’t be able to join in an Easter egg hunt with his children, but
clearly the benefits of accepting the shift outweigh the negatives. Later that week, when he receives his
paycheque, he sees his extra pay was not included so he brings the error to his supervisor’s attention. His
supervisor, startled, replies that Easter Sunday isn’t actually a statutory holiday, so Paul is not entitled to
any extra pay.

Learning Objectives

By the end of this section, you will be able to

1. Provide an overview of the types of clauses typically included in Employment Standards Acts.

Employment standards are the minimum standards that an employer must comply with. While unionized
employees usually receive more than the minimum standards, a collective agreement can never provide
for less than required in the Employment Standards Act, so the standards apply to both union and
non-union employees. The precise standards vary from province to province, but most jurisdictions in
Canada address:

* Documentation and record retention

* Minimum wage

* Minimum age

* Meal and rest breaks

* Minimum/maximum shift lengths

* Uniforms and clothing

* Annual vacation and vacation pay

* Notice provisions

* Payroll deductions
That said, there are sometimes exceptions to all of these, depending on an employer’s industry or an
employee’s role. For instance, some work environments don’t have a “standard” day — that could include

farm workers who harvest crops, coders working in technology firms, long-haul truckers, or individuals
who live in camp and work in silviculture or the oil patch.

34
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Industries with Special Rules in British Columbia

While the minimum standards apply to most employees, many industries have exemptions to things like
overtime pay, minimum wage, and statutory-holiday pay. These industries include the following:

* High technology

» Agriculture

» Trucking

+ Silviculture

* Oil and gas

* Resident caretakers

e Commission sales

Record Keeping

Employers must keep records, in English, for all their employees and they must retain those records for a
specified period after an employee’s employment ends. In B.C., records must be retained for a minimum
of two years after an employee’s employment ends. Records that must be retained include the following:

 Personal data (name, date of birth, phone, address)

* Key dates

* Wage rates and structure, as well as benefits

* Records of payments and deductions, including holidays and vacation

+ Time bank data

* Reimbursements (e.g., cleaning uniform)
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Table 2.1 Comparison of statutory holidays in Canada by province.

January 1, New Year

A day in February X X X

Good Friday X X X X X
Easter Sunday and Monday

Victoria Day X X X X
Canada Day X X X X X
August 1 X

AUG 15 Discovery Day X
Labour Day X X X X X
Thanksgiving X X X X
Remembrance Day X X X* X
Christmas Day X X X X X
Boxing Day X

Statutory Holidays

Statutory holidays vary from province to province. In some jurisdictions, Remembrance Day is a
statutory holiday, and in others, it isn’t. This means that employees who have worked a certain number
of hours would be entitled to be paid on the holiday, even if your business is closed. If your business is
open on the holiday, they could be entitled to overtime pay in addition to another paid day off in lieu of
the holiday.

Compensation for Length of Service

In Canada, you cannot fire someone without “just cause” and without notice. If an employee hasn’t
done anything wrong, you must give most employees a certain amount of notice that their job will be
terminated, and the amount of notice is usually calculated according to a standard formula. This gives
employees an opportunity to find work before they are without a paycheque. It should be noted that
common-law provisions for the amount of notice is generally much greater than that provided for in
the Employment Standards Act. If an entire business is closing or restructuring, there may be additional
notice requirements.

Compensation for Length of Service

As of January 2017, the length of notice required for terminating an employee in B.C. is:
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 After three months — one week;
+ After 12 months — two weeks;

» After three years — one week for each completed year of employment, to a maximum of eight
weeks.

Minimum Wage in Canada

Minimum wages vary across Canada, but even within a province there can be differences. Some
provinces have a “training wage,” which is lower than the minimum, for workers who are just entering
the work force and have no prior work experience. Some provinces have a special minimum wage
for servers, and in some industries, like agriculture, individuals may be paid by the pound of products
harvested, rather than an hourly wage.

Table 2.2 Minimum Wage, Comparison by Province, July 2016

10.45 $11.20 $11.25 $11.07
500 hour training wage $10.55 for students
(repealed in 2011) under 18 yrs old

92 o v s %10.70 for $9.80 for liquor

iquor servers servers
Daily rate = min wage  Fixed monthly = Daily rate = min 8 hours x min wage
x 10 hours amount $2127  wage x 12-15 hours  for each day worked

Key Takeaways

+ Each jurisdiction in Canada has their own set of laws outlining the minimum standards that must
be kept by employers. These Employment Standards acts vary across the country, but generally
include provisions around documentation and record retention, minimum wage, minimum age of
workers, meal and rest breaks, minimum and maximum shift lengths, uniforms and clothing,
annual vacation and vacation pay, notice provisions, and payroll deductions.
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Exercises

1.

You manage a fast-food franchise. You want to hire your friend’s daughter, who is 14 years old.
She is very mature for her age—responsible, cheerful, and a hard worker. She will be supervised
by the shift leader, who is 18 years old and has worked there for two years. She will work
approximately 9 hours per week, in three three-hour shifts after school. Look up your
employment standards act to determine whether this is a legal arrangement.

Kathy shows up for her scheduled four-hour shift at a restaurant. Things are really slow, and the
employer wants to send someone home. He asks who would like to go home; Kathy volunteers
because she has family in town. She leaves after “working” for 45 minutes. How much time will
she be paid for? What if, in this scenario, her shift had been an eight-hour shift? Would that make
a difference?

3. George is working a 5.5-hour shift. Is he entitled to any breaks? Would they be paid or unpaid?

Johnston worked as a voting officer in the provincial election. He worked from 7:15 a.m. to 9:15
p.m. on May 12, 2009. He also worked for two hours on May 7. He complained to the
Employment Standards Branch that the employer had breached the Employment Standards Act. Is
a 14-hour shift “excessive”?

Timothy started working for Cozy Hotels on April 24, 2016. Timothy works from Saturday to
Wednesday, 8:30 a.m. to 4:30 p.m. Good Friday falls on Friday, March 25, and Easter falls on
Sunday, March 27, 2016. What is he entitled to in terms of pay for the statutory holiday?




2.4 Privacy Laws in Canada

Human Resource Management Day to Day

Jaspreet manages a small long-term care residence. Lately, she has noticed an unusual increase in the
supplies being purchased. She began tracking the inventory in the store room and sure enough, the
amount of paper products and some canned goods have almost doubled. Jaspreet is positive that one of
the staff must be taking inventory home for their personal use, but she doesn’t want to accuse anyone
until she has firm evidence. She wonders whether it would be a good idea to put a nanny camera in the
store room in an effort to catch the thief.

Learning Objectives

By the end of this section, you will be able to

1. Provide an overview of privacy law in Canada.

2. Discuss common principles in privacy legislation.

The Personal Information Protection Act (PIPA) in B.C. applies to all non-governmental organizations
(or organizations under federal jurisdiction), including businesses, non-profits, and associations. It must
be considered any time an organization collects, uses, or discloses personal information in the course of
its operations. For example, when you register your child in soccer, you complete a registration form
that contains personal information, and the soccer association has a duty to protect that information.

Information can be collected in a variety of ways, including work computers (browser history, for
example), key-card records, phone records, through video surveillance, GPS tracking on company
vehicles, and application forms. Privacy legislation balances an individual’s privacy rights with an
organization’s need to collect and use personal information.

Generally, individuals have a right to

 See and correct information about them that has been collected and stored.
» Know why the information is collected and how it will be used.
» Know that the organization employs appropriate security measures.
 Grant their consent for the collection or disclosure of information.
In the event an individual’s privacy is accidentally breached, that person has a right to be made aware

of it. In November 2014, CBC News reported that Island Health terminated two employees after it was
found that they had looked at more than 100 patients’ private health-care records when there was no

39
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work-related reason for them to do so.' In other cases, employers have instituted video surveillance
without warning employees that they could be under surveillance — but employers have an obligation to

mitigate an employee’s expectation of privacy.

To address these common issues, federal and provincial governments are making more information
available online, to assist employers. For instance, the Office of the Information and Privacy
Commissioner for British Columbia makes guides such as “Guide to Using Overt Video Surveillance”
available to the public on their website (https://www.oipc.bc.ca/guidance/guidance-documents/). Any
time an employer collects information on customers or employees, these guides should be consulted in
order to ensure you stay within the law and know how to deal with breaches of confidentiality.

Key Takeaways

» Privacy legislation governs the collection, use, and disclosure of personal information.

» Employers regularly collect information about their customers, as well as their employees.

» The purpose of privacy legislation is to balance an individual’s need for privacy with an
organization’s need to access information.

* “Collection” of information can include monitoring GPS reports on company vehicles, reviewing
browser histories on work computers, video surveillance in the workplace, as well as more
obvious methods such as application forms.

» Organizations have a duty to report a breach of privacy.

* Provincial and federal privacy commissioners provide a number of online tools and guides to
assist employers, which should be consulted any time an organization is considering a new
method of collecting information.

Exercises

1. The opening segment discusses the case of Jaspreet, who is contemplating installing a nanny
camera in the store room. Should she go ahead with this plan, or would that contravene privacy
laws?

2. Brent works as an HR advisor in a large organization in the lower mainland. Yesterday, he worked
from home screening resumes because his five-year-old daughter was sick. Today, on the way in
to work, he dropped off his library books in the overnight bin. At 9:30 a.m., as he was gathering
the resumes to go into a meeting with the department manager, he noticed he was missing one of
the applications. He realized he must have put it in the bin along with the library books. What
should he do?

[ep]

1. CBC News, “Privacy Breach at Island Health Leads to Dismissals,” November 27, 2014, accessed January 29, 2017, http://www.cbc.ca/
news/canada/british-columbia/privacy-breach-at-island-health-leads-to-dismissals-1.2852140.
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Introduction

Human Resource Management Day to Day: The Value of Planning

James stumbled into his position as the human resource (HR) manager. He had been working for Techno,
Inc. for three years, and when the company grew, James moved from a management position into a
human resource management (HRM) position. Techno, Inc. is a technology and software consulting
company for the music industry.

James didn’t have a good handle on how to effectively run a HR department, so for much of the time
he tried to figure it out as he went. When Techno started seeing rapid growth, he hired 30 people within
a one-month period to meet the demand. Proud of his ability to accomplish his task of meeting the
business’s current needs, James was rather pleased with himself. He had spent numerous hours mulling
over recruitment strategies, putting together excellent compensation plans, and then eventually sifting
through résumés. Now the organization had the right number of people needed to carry out its projects.

Fast forward five months, however, and it turns out that the rapid growth was only temporary. James
met with the executives of the business who told him the contracts they had acquired were finished, and
there wasn’t enough new work coming in to make payroll next month if they didn’t let some people go.
James felt frustrated because he had gone through so much effort to hire people, and now they would be
laid off—never mind the costs of hiring and training his department had taken on to make this happen.
As James sat with the executives to determine who should be laid off, he felt sad for the people who had
given up other jobs just five months before, only to be laid off.

After the meeting, James reflected on this situation and realized that if he had spoken with the executives
of the company sooner, they would have shared information on the duration of the contracts. If he had,
he likely would have hired people differently, perhaps on a contract basis rather than on a full-time basis.
He also considered the fact that the organization could have hired an out-sourcing company to recruit
workers for him. As Jason mulled this over, he realized that he needed a strategic plan to make sure his
department was meeting the needs of the organization. He vowed to work with the company executives
to find out more about the company’s strategic plan and then develop a HRM strategic plan to make sure
Techno, Inc. has the right number of workers, with the right skills, at the right time in the future.
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3.1 Strategic Planning

Learning Objectives

By the end of this section, you will be able to

1. Explain the differences been HRM and personnel management.

2. Define the steps in HRM strategic planning.

In the past, human resource management (HRM) was called personnel management. Personnel
management departments hired people and dealt with the hiring paperwork and processes. It is believed
the first human resource (HR) department was created in 1901 by the National Cash Register Company
(NCR). The company faced a major strike but eventually defeated the union after a lockout. (We address
unions in Chapter 12, “Working with Labour Unions.”) After this difficult battle, the company president
decided to improve worker relations by organizing a personnel department to handle grievances,
discharges, safety concerns, and other employee issues. The department also kept track of new
legislation surrounding laws affecting the organization. Many other companies were coming to the same
realization that a department was necessary to create employee satisfaction, which resulted in more
productivity. In 1913, Henry Ford saw employee turnover at 380% and tried to ease the turnover by
increasing wages from $2.50 to $5.00, even though $2.50 was a fair wage during this time period.' Of
course this approach didn’t work for long, and these large companies began to understand they had to do
more than hire and fire if they were going to meet customer demand.

More recently, however, the personnel department has divided into human resource management and
human resource development, as these functions have evolved over the century. HRM is not only crucial
to an organization’s success, but it should be part of the overall company’s strategic plan, because so
many businesses today depend on people to earn profits. Strategic planning plays an important role in
how productive the organization is.

1. Michael Losey, “HR Comes of Age,” HR Magazine, March 15, 1998, accessed July 11, 2011, http://findarticles.com/p/articles/
mi_m3495/is_n3_v43/ai_20514399.
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Table 3.1 Examples of differences between personnel management and HRM.

Personnel Management Focus HRM Focus

Administering policies Helping achieve strategic goals through people

Stand-alone programs, such as training

HRM training programs that are integrated with company’s
mission and values

Personnel department responsible for Line managers share joint responsibility in all areas of hiring and
managing people management
Creates a cost within an organization Contributes to the profit objectives of the organization

Most people agree that the following duties normally fall under HRM. Each of these aspects has its own
part to play within the overall strategic plan of an organization:

1.

Staffing. Staffing includes the development of a strategic plan to determine how many
people an organization might need to hire. Based on the strategic plan, the HRM department
then performs the hiring process to recruit and select the right people for the right jobs. We
discuss staffing in greater detail in the Chapter 5, “Recruitment,” Chapter 6, “Selection,”
and Chapter 7, “Compensation and Benefits.”

Basic workplace policies. The development of policies to help reach the strategic plan’s
goals is the job of the HRM department. These policies address things like safety, security,
scheduling, vacation times, and flextime schedules. After the policies have been developed,
they need to be communicated to the rest of the organization by the HRM department. Of
course, HR managers work closely with supervisors in organizations to develop these
policies. Workplace policies will be addressed throughout the book.

Compensation and benefits. In addition to paycheques, perks such as RRSPs and pension
plans, health benefits, and other perks are usually the responsibility of the HR manager.
Compensation and benefits are discussed in Chapter 7, “Compensation and

Benefits,” and Chapter 8, “Retention and Motivation.”

Retention. The assessment of employees and strategizing how to retain the best employees is
a task that HR managers oversee, but other managers in the organization will also provide
input. Chapter 10, “Successful Employee Communication,” Chapter 11, “Managing
Employee Performance,” and Chapter 12, “Employee Assessment,” cover different types of
retention strategies, from training to assessment.

Training and development. Helping new employees develop the skills needed for their jobs
and helping current employees grow their skills are also tasks for which the HRM department
is responsible. Determining training needs and the development and implementation of
training programs are important tasks in any organization. Training is discussed in great
detail in Chapter 10, “Successful Employee Communication,” including succession
planning. Succession planning includes handling the departure of managers and making
current employees ready to take on managerial roles when a manager does leave.

Regulatory issues and worker safety. Keeping up to date on new regulations relating to
employment, health care, and other issues is generally a responsibility that falls on the HRM
department. While various laws are discussed throughout the book, unions and safety and
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health laws in the workplace are covered in Chapter 13, “Working with Labour
Unions,” and Chapter 14, “Safety and Health at Work.”

In smaller organizations, the manager or owner is likely performing HRM functions.” They hire people,
train them, and determine how much they should be paid. Larger companies ultimately perform the
same tasks, but because they have more employees, they can afford to employ specialists, or human
resource (HR) managers, to handle these areas of the business. As a result, it is highly likely that you, as
a manager or entrepreneur, will be performing HRM tasks, hence the value in understanding the strategic
components of HRM.

HRM vs. Personnel Management

HRM strategy is an elaborate and systematic plan of action developed by a human resource (HR)
department. This definition tells us that an HR strategy includes detailed pathways to implement HRM
strategic plans and HR plans. Think of the HRM strategic plan as the major objectives the organization
wants to achieve, and the HR plan as the specific activities carried out to achieve the strategic plan.
In other words, the strategic plan may include long-term goals, while the HR plan may include short-
term objectives that are tied to the overall strategic plan. As mentioned at the beginning of this chapter,
HR departments in the past were called personnel departments. This term implies that the department
provided “support” for the rest of the organization. Companies now understand that the human side of
the business is the most important aspect of any business (especially in this global economy). Therefore,
HR has much more importance than it did 20 years ago. While personnel management mostly involved
activities surrounding the hiring process and legal compliance, HR involves much more, including
strategic planning, which is the focus of this chapter. The Ulrich HR model, developed by David Ulrich,
is a common way of looking at HRM strategic planning and provides an overall view of the role of HRM
in the organization. Ulrich’s model is said to have started the movement that changed the view of HR;
no longer merely a functional area, HR became more of a partnership within the organization. While
his model has changed over the years, the current model looks at alignment of HR activities with the
overall global business strategy to form a strategic partnelrship.3 His newly revised model looks at five
main areas of HR:

1. Strategic partner. HR Partners with the entire organization to ensure the alignment of the
HR function with the needs of the organization.

2. Change agent. HR has the ability to anticipate and respond to change not only within the HR
function, but in the company as a whole.

3. Administrative expert and functional expert. HR has the ability to understand and
implement policies, procedures, and processes that relate to the HRM strategic plan.

4. Human capital developer. HR develops talent that is projected to be needed in the future.

5. Employee advocate. HR works for employees currently within the organization.

According to Ulrich, the implementation of this model must happen with an understanding of the overall

2. Jan de Kok and Lorraine M. Uhlaner, “Organization Context and Human Resource Management in the Small Firm,” Tinbergen Institute
Discussion Papers, 01-038/3, Tinbergen Institute, 2001, accessed August 13, 2011, http://ideas.repec.org/s/dgr/uvatin.html.
3. David Ulrich and Wayne Brockbank, The HR Value Proposition (Boston: Harvard Business Press, 2005), 9—14.
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company objectives, problems, challenges, and opportunities.4 For example, the HR professional must
understand the dynamic nature of the HRM environment, such as changes in labour markets, company
culture and values, customers, shareholders, and the economy. Once this occurs, HR departments can
determine how best to meet the needs of the organization within these five main areas.

Labor market
changes

Examiples of
the Dynamic
Extermal Enwircnment

Figure 3.1 To be successful in writing an HRM strategic plan, one must understand the dynamic external
environment. This includes things like customers, shareholders, technology, the economy, society, and
changes to the labour market.

4. David Ulrich, “Evaluating the Ulrich Model,” Acerta, 2011, accessed July 11, 2011, http://www.goingforhr.be/extras/web-specials/hr-
according-to-dave-ulrich#ppt_2135261.


https://pressbooks.bccampus.ca/hrm1stcanadianedition/wp-content/uploads/sites/118/2017/02/Figure-2.1.png
https://pressbooks.bccampus.ca/hrm1stcanadianedition/wp-content/uploads/sites/118/2017/02/Figure-2.1.png

3.1 Strategic Planning 47

HRM as a Strategic Component of the Business

Keeping the Ulrich model in mind, consider these four points when creating a good HRM strategic plan:

1. Make it applicable. Often, people spend an inordinate amount of time developing plans only
to let the plans sit in a file somewhere without implementing them. A good strategic plan
should be the guiding principles for HRM. It should be reviewed and changed as aspects of
the business change. Involvement of all members in the HR department (if it’s a larger
department) and communication between everyone within the department will make the plan
better.

2. Be a strategic partner. The alignment of the HRM strategic plan with corporate values
should be a major objective of the plan. In addition, the HRM strategic plan should be
aligned with the mission and objectives of the organization as a whole. For example, if the
mission of the organization is to promote social responsibility, then the HRM strategic plan
should address this in the hiring criteria.

3. Involve people. An HRM strategic plan cannot be written alone. The plan should involve
everyone in the organization. For example, as the plan develops, the HR manager should
meet with various people in different departments and find out what skills the best employees
have. Then the HR manager can make sure the people recruited and interviewed have similar
qualities as the best people already doing the job. In addition, the HR manager will likely
want to meet with the financial department and executives who do the budgeting, so they can
determine human resource needs and recruit the right number of people at the right times. In
addition, once the HR department determines what is needed, communicating a plan can
encourage feedback, which will help ensure that the plan is aligned with the business
objectives.

4. Understand how technology can be used. Organizations often do not have the money or the
inclination to research software and find budget-friendly options for implementation. People
are sometimes nervous about new technology. However, the best organizations are those that
embrace technology and find the right technology for their businesses. There are thousands of
HRM software options that can make the HRM processes faster, easier, and more effective.
Good strategic plans address this aspect.

HR managers know the business and therefore know the needs of the business and can develop a plan to
meet those needs. They also stay on top of current events so they know what is happening globally that
could affect their strategic plan. If they find out, for example, that an economic downturn is looming,
they will adjust their strategic plan. In other words, the strategic plan needs to be a living document, one
that changes as the business and the world changes.

Human Resource Recall

Have you ever looked at your organization’s strategic plan? What areas does the plan address?
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The Steps to Strategic Plan Creation

As mentioned previously, HRM strategic plans must have several elements to be successful. Remember,
the HRM strategic plan is different from the HR plan. Think of the HRM strategic plan as the major
objectives the organization wants to achieve, while the HR plan consists of the detailed plans to ensure
the strategic plan is achieved. Often, the strategic plan is viewed as just another report that must be
written. Rather than jumping in and writing it without much thought, it is best to give the plan careful
consideration.

The goal of the next section is to provide you with some basic elements to consider and research before
writing any HRM strategic plans.

Conduct a Strategic Analysis

A strategic analysis looks at four aspects of the individual HRM department:

1. The company’s mission and values. It is impossible to plan for HRM if one does not know
the values and missions of the organization. As we have already addressed in this chapter, it
is imperative for the HR manager to align department objectives with organizational
objectives. It is worthwhile to sit down with company executives, management, and
supervisors to make sure you have a good understanding of the company mission and values.

2. Organizational life cycle. You may have learned about the life cycle in marketing or other
business classes, and this applies to HRM too. An organizational life cycle refers to the
introduction, growth, maturity, and decline of the organization, which can vary over time. For
example, when the organization first begins, it is in the introduction phase, and a different
staffing, compensation, training, and labour or employee-relations strategy may be necessary
to align HRM with the organization’s goals. This might be different from the strategy for an
organization that is struggling to stay in business and is in the decline phase. That same
organization, however, can create a new product, for example, which might put the
organization in the growth phase. Table 3.2, “Lifecycle Stages and HRM Strategy,” explains
some of the strategies that may be different depending on the place of an organization in the
organizational life cycle.

3. The HRM department mission and values. HRM departments must develop their own
departmental mission and values. These guiding principles for the department will change as
the company’s overall mission and values change. Often, the mission statement is a list of
what the department does, which is less of a strategic approach. Brainstorming about HR
goals, values, and priorities is a good way to start. The mission statement should express how
an organization’s human resources help that organization meet its business goals. A poor
mission statement might read as follows: “The human resource department at Techno, Inc.
provides resources to hiring managers and develops compensation plans and other services to
assist the employees of our company.”A strategic statement that expresses how human
resources help the organization might read as follows: “HR’s responsibility is to ensure that
our human resources are more talented and motivated than our competitors’, giving us a
competitive advantage. This will be achieved by monitoring our turnover rates,
compensation, and company sales data and comparing that data to our competitors’.”5 When

5. Gary Kaufman, “How to Fix HR,” Harvard Business Review, September 2006, accessed July 11, 2011, http://hbr.org/2006/09/how-to-fix-



hr/ar/1.

3.1 Strategic Planning 49

the mission statement is written in this way, it is easier to take a strategic approach with the
HR planning process.

Challenges facing the department. HR managers cannot deal with change quickly if they
are not able to predict changes. As a result, the HR manager should know what upcoming
challenges may be faced to make plans to deal with those challenges better when they come
along. This makes the HRM strategic plan and HR plan much more usable.
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Table 3.2 Life Cycle Stages and HRM StrategyG

Life Cycle

Stage Staffing

Attract best technical

Intr ion i
troductio and professional talent.

e Recruit
adequate
numbers and a
mix of
qualifying
workers.

Plan

management
succession.

Growth .

* Manage rapid
internal labour
market
movements.

* Encourage
sufficient
turnover to
minimize
layoffs and
provide new

Maturity openings.

* Encourage
mobility as
reorganizations
shift jobs
around.

Plan and implement
workforce reductions
and re-allocations;
downsizing and
outplacement may occur
during this stage.

Decline

Compensation

Meet or exceed labour
market rates to attract
needed talent.

Meet external
market but
consider
internal
equity
effects.
Establish
formal

compensation
structures.

Control compensation

costs.

Implement tighter cost

control.

Training and

Development Labour/Employee Relations

Define future

skill

Zi%u];e?ﬁnts Set the basic employee-relations

establisghing philosophy of the organization.

career

ladders.

Mold

effective

management

teams through o

management Maintain labour peace, employee

develgpment motivation, and morale.

and

organizational

development.

Maintain + Control labour costs

ﬂgx1b1hty and and maintain labour

Zl;lrisg of an peace.

workforce. » Improve productivity.
* Improve productivity

Implement and achieve flexibility

retraining and in work rules.

career » Negotiate job security

congultlng and

services. employment-adjustment

policies.

6. Seattle University Presentation, accessed July 11, 2011, http://fac-staff.seattleu.edu/gprussia/web/mgt383/HR%?20Planning1.ppt.
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Identify Strategic HR Issues

In this step, the HRM professionals will analyze the challenges addressed in the first step. For example,
the department may see that it is not strategically aligned with the company’s mission and values and
opt to make changes to its departmental mission and values as a result of this information.

Many organizations and departments will use a strategic planning tool called a SWOT analysis,
which identifies strengths, weaknesses, opportunities, and threats to determine some of the issues they
are facing. Once this analysis is performed for the business, HR can align itself with the needs of
the business by understanding the business strategy. See Table 3.3, “Sample HR Department SWOT
Analysis for Techno, Inc.,” for an example of how a company’s SWOT analysis can be used to develop
a SWOT analysis for the HR department.

Once the alignment of the company SWOT is completed, HR can develop its own SWOT analysis to
determine the gaps between HR’s strategic plan and the company’s strategic plan. For example, if the
HR manager finds that a department’s strength is its numerous training programs, this is something the
organization should continue doing. If a weakness is the organization’s lack of consistent compensation
throughout all job titles, then the opportunity to review and revise the compensation policies presents
itself. In other words, the company’s SWOT analysis provides a basis to address some of the issues in
the organization, but it can be whittled down to also address issues within the department.

Prioritize Issues and Actions

Based on the data gathered in the last step, the HR manager should prioritize the goals and then put
action plans together to deal with these challenges. For example, if an organization identifies that they
lack a comprehensive training program, plans should be developed that address this need. (Training
needs are discussed in Chapter 9 “Training and Development.”) Involving management and executives
in the organization is an important aspect of this step. Once you have a list of issues you will address,
discuss them with the management and executives, as they may see issues or priorities differently than
you. Remember, to be effective, HRM must work with the organization and assist the organization in
meeting goals. This should be considered in every aspect of HRM planning.
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Strengths

Weaknesses

Opportunities

Threats

Table 3.3 Sample HR Department SWOT Analysis for Techno, Inc.

Hiring talented people
Company growth
Technology implementation for business processes

Excellent relationship between HRM and management/executives

No strategic plan for HRM
No planning for up/down cycles
No formal training processes

Lacking software needed to manage business processes, including go-to-market
staffing strategies

Develop an HRM staffing plan to meet industry growth

Purchase HRM software to manage training, staffing, and assessment needs for an
unpredictable business cycle

Continue the development of HRM and a relationship with executives by attending
and participating in key meetings and the decision-making processes

Use training programs and outside development opportunities to continue developing
in-house marketing expertise

Economy

Changing technology

Draw Up an HRM Plan

Once the HR manager has met with executives and management and priorities have been agreed
upon, the plans are ready to be developed. Detailed development of these plans will be discussed
in Section 3.2, “Writing the HRM Plan.” Sometimes companies have great strategic plans, but when the
development of the details occurs, it can be difficult to align the strategic plan with the more detailed
plans. An HR manager should always refer to the overall strategic plan before developing the HRM
strategic plan and HR plans.

Even if a company does not have an HR department, HRM strategic plans and HR plans should still be
developed by management. By developing and monitoring these plans, the organization can ensure the
right processes are implemented to meet the ever-changing needs of the organization. The strategic plan
looks at the organization as a whole, the HRM strategic plan looks at the department as a whole, and the
HR plan addresses specific issues in the HR department.
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Key Takeaways

» Personnel management and HRM are different ways of looking at the job duties of human
resources. Twenty years ago, personnel management focused on administrative aspects. Today,
HRM involves a strategic process, which requires working with other departments, managers, and
executives to be effective and meet the needs of the organization.

 In general, HRM focuses on several main areas, which include staffing, policy development,
compensation and benefits, retention issues, training and development, and regulatory issues and
worker protection.

 To be effective, an HR manager needs to utilize technology and involve others.
* As part of strategic planning, HRM should conduct a strategic analysis, identify HR issues,

determine and prioritize actions, and then draw up the HRM plan.

Key Terms

HR plan: The specific activities carried out to achieve the HRM strategic plan.

HRM strategic plan: An elaborate and systematic plan of action developed by an HR department to carry
out the HRM strategy.

HRM strategy: The major objectives the organization wants to achieve.

organizational life cycle: The introduction, growth, maturity, and decline of the organization, which can
determine staffing, compensation, training, and labour or employee-relations strategies.

personnel management: Preceeded HRM. Personnel management departments dealt mostly with
administrative tasks, such as hiring paperwork and processes.

SWOT analysis: A strategic planning tool that has an organization or department identify its strengths,
weaknesses, opportunities, and threats.

Ulrich HR model: A HR model developed by David Ulrich that looks at aligning HR activities with the
overall global business strategy to form a strategic partnership.

Exercises

1. What is the difference between HR plans and HRM strategic plans? How are they the same?

2. Of the areas of focus in HRM, which one do you think is the most important? Rank them and
discuss the reasons for your rankings.




3.2 Writing the HR Plan

Learning Objectives

By the end of this section, you will be able to

1. Describe the steps in the development of an HRM plan.

As addressed in Section 3.1, “Strategic Planning,” the writing of a human resource management (HRM)
strategic plan should be based on the strategic plans of the organization and of the department. Once the
strategic plan is written, the human resource (HR) professional can begin work on the HR plan. This is
different from the strategic plan in that it is more detailed and more focused on the short term. The six
parts described here are addressed in more detail in following chapters.

Compensation is a Touchy Subject

How would you handle this?

As the HR manager, you have access to sensitive data, such as pay information. As you are looking at pay for
each employee in the marketing department, you notice that two employees with the same job title and
performing the same job are earning different amounts of money. As you dig deeper, you notice the employee
who has been with the company for the least amount of time is actually getting paid more than the person
with longer tenure. A brief look at the performance evaluations shows they are both star performers. You
determine that two different managers hired the employees, and one manager is no longer with the
organization.

54
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Figure 3.2 As you can see from this figure, the company strategic plan ties into
the HRM strategic plan, and from the HRM strategic plan, the HR plan can be
developed.

The six parts of the HR plan include the following:

1.

Determine human resource needs. This part is heavily involved with the strategic plan.
What growth or decline is expected in the organization? How will this affect your workforce?
What is the economic situation? What are your forecasted sales for next year?

. Determine a recruitment strategy. Once you have a plan in place, it’s necessary to write

down a strategy addressing how you will recruit the right people at the right time.
Select employees. The selection process consists of the interviewing and hiring process.

Develop training. Based on the strategic plan, what are your training needs? Is there new
software that everyone must learn? Are there problems in handling conflict? Whatever the
training topics are, the HR manager should address plans to offer training in the HR plan.

Determine compensation. In this aspect of the HR plan, the manager must determine pay
scales and other compensation such as health care, bonuses, and other perks.

Appraise performance. Develop sets of standards so you know how to rate the performance
of your employees and continue with their development.


https://pressbooks.bccampus.ca/hrm1stcanadianedition/wp-content/uploads/sites/118/2017/02/HRM_ch3-3-2.jpg
https://pressbooks.bccampus.ca/hrm1stcanadianedition/wp-content/uploads/sites/118/2017/02/HRM_ch3-3-2.jpg
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Each chapter of this text addresses one area of the HR plan, but the next sections provide some basic
knowledge of planning for each area.

Determine Human Resource Needs

The first part of an HR plan will consist of determining how many people are needed. This step involves
looking at company operations over the last year and asking a lot of questions:

Were enough people hired?

Did you have to scramble to hire people at the last minute?

What are the skills your current employees possess?

What skills do your employees need to develop to keep up with technology?

Who is retiring soon? Do you have someone to replace them?

o kA W o=

What are the sales forecasts? How might this affect your hiring?

These are the questions to answer in this first step of the HR plan development process. As you
can imagine, this cannot be done alone. You will need to involve other departments, managers, and
executives to obtain an accurate estimate of staffing needs for now and in the future.

Many HR managers will prepare an inventory of all current employees, which includes their educational
level and abilities. This gives the HR manager a big picture on what current employees can do. Knowing
the skills and abilities of employees can help guide development opportunities. For example, by taking
an inventory, you may find out that Richard is going to retire next year, but no one in his department has
been identified or trained to take over his role. Keeping the inventory helps you know where gaps might
exist and allows you to plan for these gaps.

HR managers will also look closely at job components and analyze each job. This allows them to get
a better picture of what kinds of skills are needed to perform a job successfully. Once the HR manager
has performed the needs assessment and knows exactly how many people, and in what positions and
time frame they need to be hired, the HR manager can get to work on recruiting, which is also called a
staffing plan.

Recruit

Recruitment is an important responsibility of the HR manager. Knowing how many people to hire, what
skills they should possess, and hiring them when the time is right are major challenges in the area of
recruiting. Hiring individuals who have not only the skills to do the job, but also the attitude, personality,
and fit can be the biggest challenge in recruiting. Depending on the type of job you are hiring for, you
might place traditional advertisements on the web or use social networking sites. Some companies offer
bonuses to employees who refer friends. No matter where you decide to recruit, it is important to keep
in mind that the recruiting process should be fair and equitable and diversity should be considered. We
discuss diversity in greater detail in Chapter 4, “Diversity and Multiculturalism.”

Depending on availability and time, some companies may choose to outsource their recruiting processes.
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For some types of high-level positions, a head hunter will be used to recruit people nationally and
internationally. A head hunter is a person who specializes in matching jobs with people, and they
usually work only with high-level positions. Another option is to use an agency that specializes in hiring
people for a variety of positions, including temporary and permanent positions. Some companies decide
to hire temporary employees because they anticipate only a short-term need, and it can be less expensive
to hire someone for only a specified period of time.

No matter how it is done, recruitment is the process of obtaining the résumés of people interested in
the job. In our next step, we review those résumés, interview, and select the best person for the job. We
address recruitment is more depth in Chapter 5, “Recruitment.”

Select

After you have reviewed résumés for a position, it is time to work toward selecting the right person for
the job. Although we discuss selection in great detail in Chapter 7, “Compensation and Benefits,” it is
worth a discussion here as well. Numerous studies have been done, and while they have various results,
the majority of studies say it costs an average of $45,000 to hire a new manager. While this may seem
exaggerated, consider the following items that contribute to the cost:

Time spent reviewing résumés

Time spent interviewing candidates

Interview expenses for candidates

Possible travel expenses for new hire or recruiter

Possible relocation expenses for new hire

Additional bookkeeping, payroll, RRSPs and pension plans, and so forth
Additional record keeping for government agencies

Increased unemployment insurance costs

© o N ks WD

Costs related to lack of productivity while new employee gets up to speed

Because it is so expensive to hire, it is important to do it right. First, résumés are reviewed and people
who closely match the right skills are selected for interviews. Many organizations perform phone
interviews first so they can further narrow the field. The HR manager is generally responsible for
setting up the interviews and determining the interview schedule for a particular candidate. Usually, the
more senior the position is, the longer the interview process takes—even up to eight weeks.” After the
interviews are conducted, there may be reference checks, background checks, or testing that will need
to be performed before an offer is made to the new employee. HR managers are generally responsible
for this aspect. Once the applicant has met all criteria, the HR manager will offer the selected person the
position. At this point, salary, benefits, and vacation time may be negotiated. Compensation is the next
step in the HR plan.

1. Susan Herman, Hiring Right: A Practical Guide (Thousand Oaks, CA: Sage, 1993), xv.
2. John Crant, “How Long Does an Interview Process Take?” Jobsinminneapolis.com, December 2, 2009, accessed October 28, 2010,

http://www.jobsinminneapolis.com/articles/title/How-Long-Does-an-Interview-Process-Take/3500/422.
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Determine Compensation

What you decide to pay people is much more difficult than it seems. Pay systems must be developed
that motivate employees and embody fairness to everyone working at the organization. However,
organizations cannot offer every benefit and perk because budgets always have constraints. Even
governmental agencies need to be concerned with compensation as part of their HR plan. For example,
in 2011, Illinois State University gave salary increases of 3% to all faculty, despite state budget cuts in
other areas. They reasoned that the pay increase was needed because of the competitive nature of hiring
and retaining faculty and staff. The university president said, “Our employees have had a very good year
and hopefully this is a good shot in the arm that will keep our morale high.”3

In the process of determining the right pay for the right job, there can be many variables to consider,
in addition to keeping morale high. First, as we have already discussed, the place of an organization in
the organization life cycle can determine the pay strategy for the organization. The supply and demand
of those skills in the market, the economy, and region or area in which the business is located are also
determining factors in compensation strategy. For example, a company operating in Seattle may pay
higher for the same job than their division in Missoula, Montana, because the cost of living is higher in
Seattle. The HR manager is always researching to ensure the pay is fair and at market value. For many
organizations, training is a perk. Employees can develop their skills while getting paid for it. Training
is the next step in the HR planning process. In Chapter 7, “Compensation and Benefits,” we get into
greater detail about the variety of pay systems, perks, and bonuses that can be offered.

Develop Training

Once we have planned our staffing, recruited people, selected employees, and then compensated them,
we want to make sure our new employees are successful. Training is covered in more detail in Chapter
9, “Training and Development.” One way we can ensure success is by training our employees in three
main areas:

1. Company culture. A company culture is an organization’s way of doing things. Every
company does things a bit differently, and by understanding the company culture, the
employee will be set up for success. Usually this type of training is performed at orientation
when an employee is first hired. Topics might include how to request time off, dress codes,
and processes.

2. Skills needed for the job. If you work for a retail store, your employees need to know how
to use the register. If you have sales staff, they need to have product knowledge to do the job.
If your company uses a particular software, training is needed in this area.

3. Human-relations skills. These are non-job-specific skills your employees need not only to
do their jobs, but also to make them all-around successful employees. Skills needed include
communication skills and interviewing potential employees.

3. Stephanie Pawlowski, “Illinois State University to Get Salary Bump,” WJBC Radio, July 11, 2011, accessed July 11, 2011,
http://wjbc.com/illinois-state-university-faculty-to-get-salary-bump.
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Perform a Performance Appraisal

The last thing an HR manager should plan is the performance appraisal. While we discuss performance
appraisals in greater detail in Chapter 12, “Employee Assessment,” it is definitely worth a mention here,
since it is part of the strategic plan. A performance appraisal is a method by which job performance is
measured. The performance appraisal can be called many different things, such as the following:

* Employee appraisal
» Performance review
¢ 360 review

» Career development review

No matter what the name, these appraisals can be very beneficial in motivating and rewarding
employees. The performance evaluation includes metrics on which the employee is measured. These
metrics should be based on the job description, both of which the HR manager develops. Various types of
rating systems can be used, and it’s usually up to the HR manager to develop these, as well as employee
evaluation forms. The HR manager also usually ensures that every manager in the organization is trained
on how to fill out the evaluation forms, and more importantly, how to discuss job performance with the
employee. Then the HR manager tracks the due dates of performance appraisals and sends out emails to
those managers letting them know it is almost time to write an evaluation.

Human Resource Recall

Have you ever been given a performance evaluation? What was the process and the outcome?

( Key Takeaways l

» HR planning is a process that is part of the strategic plan. It involves addressing specific needs
within the organization, based on the company’s strategic direction.

+ The first step in HR planning is determining current and future human resource needs. In this
step, current employees, available employees in the market, and future needs are all analyzed and
developed.

+ In the second step of the process, once we know how many people we will need to hire, we can
begin to determine the best methods for recruiting the people we need. Sometimes an
organization will use head hunters to find the best person for the job.

 After the recruiting process is finished, the HR manager will begin the selection process. This
involves setting up interviews and selecting the right person for the job. This can be an expensive
process, so we always want to hire the right person from the beginning.

* HR managers also need to work through compensation plans, including salary, bonuses, and other
benefits such as health care. This aspect is important since most organizations use compensation
to attract and retain the best employees.
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» The HR manager also develops training programs to ensure the people hired have the tools to be
able to do their jobs successfully.

Key Terms

company culture: An organization’s way of doing things.

head hunter: A person who specializes in matching jobs with people. They usually work only with high-
level positions.

performance appraisal: A method by which job performance is measured.

1. Of the parts of HR planning, which do you think is most difficult, and why? Which would you
enjoy the most, and why?

2. Why is it important to plan your staffing before you start to hire people?

3. What is the significance of training? Why do we need it in organizations?




3.3 Tips in HRM Planning

Learning Objectives

By the end of this section, you will be able to

1. Explain the considerations that will help ensure that a HRM strategic plan is usable and
successful.

As you have learned from this chapter, human resource management (HRM) strategic planning involves
understanding your company’s strategic plan and human resource’s (HR) role in the organization. The
planning aspect meets the needs of the strategic plan by knowing how many people should be hired, how
many people are needed, and what kind of training they need to meet the goals of the organization. This
section gives some tips on successful HR strategic planning.

Fortune 500 Focus

Like many Fortune 500 companies throughout the world, IBM in India finds that picking the best prospects
for a job isn’t always easy. By using advanced analytics, however, it aims to connect the strategic plan,
staffing needs, and the hiring process using a simple tool. The project was originally developed to assign
people to projects internally at IBM, but IBM found this tool able to not only extract essential details like the
number of years of experience, but also make qualitative judgments, such as how good the person actually is
for the job.1 This makes the software unique, as most résumé-scanning software programs can only search for
specific keywords and are not able to assess the job fit or tie the criteria directly to the overall strategic plan.
The project uses IBM India’s spoken web technology, in which the prospective employee answers a few
questions, creating the equivalent of a voice résumé. Then using these voice résumés, the hiring manager can
easily search for those prospects who meet the needs of the organization and the objectives of the strategic
plan.

Some of the challenges noted with this software include the recognition of language and dialect issues.
However, the IBM human resources solution is still one of the most sophisticated tools to be developed for
this purpose. “Services is very people-intensive. Today, there is talk of a war for talent, but attracting the right
kind of people is a challenge, yet unemployment is very high. Our solution applies sophisticated analytics to
workforce management,” says Manish Gupta, director at IBM Research-India.”

It is likely that this is only the beginning of the types of technology that allow HR professionals to tie their
HR plans directly to a strategic plan with the touch of a few buttons.

1. Sridhar Chari, “IBM Automates Parsing of Resumes,” iStock Analyst, July 11, 2011, accessed July 11, 2011,
http://www.istockanalyst.com/business/news/5283887/ibm-automates-parsing-of-resumes.
2. Sridhar Chari, “IBM Automates Parsing of Resumes,” iStock Analyst, July 11, 2011, accessed July 11, 2011,
http://www.istockanalyst.com/business/news/5283887/ibm-automates-parsing-of-resumes.
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Link the HRM Strategic Plan to the Company Plan

Understanding the nature of the business is key to being successful in creating a HRM strategic plan.
Because every business is different, the needs of the business may change, depending on the economy,
the season, and societal changes in our country. HR managers need to understand all these aspects of
the business to better predict how many people are needed, what types of training are needed, and how
to compensate people, for example. The strategic plan that the HR manager writes should address these
issues. To address these issues, the HR manager should develop the departmental goals and HR plans
based on the overall goals of the organization. In other words, HR should not operate alone but in tandem
with the other parts of the organization. The HRM strategic plan should reflect this.

Monitor the Plan Constantly

Often, a great strategic plan is written, taking lots of time, but isn’t actually put into practice for a variety
of reasons, such as the following:

» The plan wasn’t developed so that it could be useful.

* The plan wasn’t communicated with management and others in the HR department.
* The plan did not meet the budget guidelines of the organization.

* The plan did not match the strategic outcomes of the organization.

* There was lack of knowledge on how to actually implement it.

There is no point in developing a plan that isn’t going to be used. Developing the plan and then making
changes as necessary are important to making it a valuable asset for the organization. A strategic plan
should be a living document in that it changes as organizational or external factors change. People can
get too attached to a specific plan or way of doing things and then find it hard to change. The plan needs
to change constantly or it won’t be of value.

Measure the Plan

A good HRM strategic plan and HR plan should discuss the way “success” will be measured. For
example, rather than writing, “Meet the hiring needs of the organization,” be more specific: “Based on
sales forecasts from our sales department, hire 10 people this quarter with the skills to meet our 10
job openings.” This is a goal that is specific enough to be measured. These types of quantitative data
also make it easier to show the relationship between HR and the organization, and better yet, to show
how HRM adds value to the bottom line. Likewise, if a company has a strategic objective to be a safe
workplace, you might include a goal to “develop training to meet the needs of the organization.” While
this is a great goal, how will this be measured? How will you know if you did what you were supposed
to do? It might be difficult to measure this with such a general statement. On the other hand, a goal
to “develop a safety training workshop and have all employees complete it by the end of the year” is
specific and can be measured at the end to determine its success.
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Human Resource Recall

What are some of your personal goals? Are these goals measurable?

Sometimes Change Is Necessary

It can be difficult to base an entire plan on forecasted numbers. As a result, an HRM department that is
willing to change quickly to meet the needs of the organization proves its worthiness. Consider a sales
forecast that called for 15 new hires, but you find out months later that the organization is having a hard
time making payroll. Upon digging deeper, you find the sales forecasts were exaggerated, and now you
have 15 people you don’t really need. By monitoring the changes constantly (usually done by asking lots
of questions to other departments), you can be sure you are able to change your strategic plan as changes
happen.

Be Aware of Legislative Changes

One of the major challenges in HRM, as we discuss in Chapter 1, “The Role of Human Resource
Management,” is being aware of what is happening from a legal perspective. Because most budgets
are based on certain laws, knowing when a law changes and how it will affect department budgets and
planning (such as compensation planning) will help create a more solid strategic plan. For example,
if the minimum wage goes up in your province and you have minimum-wage workers, reworking the
budget and communicating this change to your accounting team is imperative in providing value to the
organization. We will discuss various legislation relating to HRM throughout this book.

* As has been the theme throughout this chapter, any HRM strategic plan should be directly linked
to the strategic plan of the organization.

* A HRM strategic plan should be constantly updated and revised as things in the organization
change.

* A good strategic plan provides ways of determining whether a goal has been met. Any plan
should have measurable goals so the connection to success is obvious.

» Changes in a strategic plan and in goal setting are necessary as the internal and external
environments change. An HR manager should always be aware of changes in financial forecasts,
for example, so the plan can accommodate the changes.

» Legislative changes may impact strategic plans and budgets as well. It’s important to make sure
HR managers are keeping up on these changes and communicating them.
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Exercises

1. What are some ways an HR manager can keep up on legislative changes? Do a web search and
list specific publications that may cover legislative changes.

2. Why is it important to be able to measure strategic plans? What might happen if you don’t?




3.4 Technology and Strategic Planning

Small employers may simply use spreadsheets, but all employers use some sort of application or
program to help manage their staff. Employers must comply with a number of legislative requirements
that make it desirable to track data in an efficient way. For example, the simple task of monitoring start
dates could be a nightmare for a company that relies on a paper process but suddenly needs to adjust its
workforce. Calculating the appropriate amount of notice required by law is impossible without the start
dates! But the most common use of technology is around time tracking, payroll, and benefits. With a
bi-weekly payroll cycle, there is a strong financial case to be made for streamlining and automating the
system as much as possible. In addition, job seekers will notice that more and more companies are using
online application systems to collect and screen résumés.

While the costs to invest in HRM technology vary, employers will reliably save on both direct and
indirect costs when they invest in an appropriate application. Indirect costs may include the risks of
making a decision not aligned with statutory obligations or increased productivity of existing staff, but
direct costs in staff time needed to manage a manual process is usually the most compelling reason for
organizations to adopt technology.

Key Considerations
Language

In Canada, we have two official languages (English and French), but many software solutions are
available only in English. If your company does business in Quebec or New Brunswick, you may need to
have an option that accommodates the needs of your French-speaking employees. If you’re not already
doing business in those provinces, you must still consider whether it is foreseeable that you might
expand your territory—changing systems later could prove to be both costly and challenging.

Data Storage

If you’re using an application that will be stored on your own servers, is it secure and backed up
regularly? If you are using a cloud-based application, will the data be stored in Canada, and how secure
with the data be? Many organizations are concerned about the United States government’s “Patriot
Act.” Initially designed to combat terrorism, 