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Preface

The twelfth edition of Human Resources Management in Canada shows
students how human resources are the most important assets in organizations
today. Human resources continue to provide a source of competitive advantage
for organizations in a hyper-competitive, global environment. The strategic
importance of human resources management (HRM) activities is emphasized
throughout the book, using recent examples from the Canadian employment
landscape. Knowledge of HRM is important for supervisors and managers
in every field and for employees at every level—not just those working in
HR departments or aspiring to do so in the future. This book is designed to
provide a complete, comprehensive review of HRM concepts and techniques
in a highly readable and understandable form for a wide audience: students
specializing in HRM and those in business programs, supervisory/managerial
staff, and small-business owners.

As in previous editions, the Canadian twelfth edition provides extensive cov-
erage of all HRM topics, such as job analysis, HR planning, recruitment, selec-
tion, orientation and training, career development, compensation and benefits,
performance appraisal, health and safety, and labour relations. Practical appli-
cations are highlighted with Tips for the Front Line and Hints to Ensure Legal
Compliance icons in the margins. Research Insights are also highlighted, and
Ethical Dilemimas are presented for discussion.

NEW TO THE CANADIAN TWELFTH EDITION

iiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiii

Revised Introductory Chapter. The first chapter has been revised to provide
a comprehensive overview of the strategic importance of HR, highlight-
ing the evolution of HR over the years, the advances in measuring HRM’s
contribution to the bottom line, and HRM’s critical role in strategy
implementation.

Reformatted and Updated Legal Emphasis. Chapter 2 was refocused from
diversity management and now develops a clearer understanding of the com-
prehensive and often overlapping areas of legislation that affect the employ-
ment relationship. This includes a discussion of key legal cases, potential
outcomes and remedies to violations, as well as a discussion about employer
rights related to employment.

Significant Discussion of Managing Decline. Chapter 15 was rewritten to focus
on the impact and management of turnover (quits, layoffs, termination, etc.).
This includes a focus on legal, psychological and communication issues.

More Coverage on the Impact of Globalization on HR. Further discussion on
the impact of globalization on HR was added throughout with a focus on
both Canadian organizations interactions on a global scale, as well as the
impact of immigrants on the Canadian labour force. Specific sections, such
as performance management (in addition to performance appraisal), the
impact of immigration on the labour force, and employability skills, are
introduced.

Integrated Chapters. Rather than approaching topics as isolated silos, the book
highlights areas of overlap in order to present HRM as an integrated set
of topics.

Xvii



Xviii Preface

Boxed Features. The four boxed features—Workforce Diversity, Strategic HR,
Entrepreneurs and HR, and Global HRM—have been updated and revised
in all chapters.

Required Professional Capabilities (RPCs). Each chapter indicates where the
specific required professional capabilities are discussed. These RPCs are set
out by the Canadian Council of Human Resources Associations for students
preparing to write the National Knowledge Exam.

KEY FEATURES OF THE CANADIAN
TWELFTH EDITIO

----- I I I R T I R T T T T I TR T T T R T

DIVERSITY

The Disconnect in Recruiting People with
Disabilities

The good news s Unat emaboyers wanl bo hire people
with dizznilities, ard qualified candidates are awvail-
abde, Bub patting emoloyers and jab seekers fogether
neads Impraved coardinathon o oreate more Suooass
storles. Employers hae bettom-line pesscas for build-
Ing workforca. diversity. Inclusteeness is a competitive
atwantage that lets 5 organizatian better connect with
a diverse community and custemer base, Indlusivenass
provides sccess bo a larger ool of strong job canoidstes
in @ time of skills sharkages ang enhances an organiza
tien's reputation as an employer of choice,

S0 why aren’t more emplovers faoping ko the
wealth of human potential in pecple with disabilities?
Aftor all, as a group they make up raughly 13 percent of
the warkiig-age populalion. Thal is precisely whal the
Canadian Abilities Foundalion el oull o defermiing in
ils recently compleled Meghscled or Hidden study, Lhe
findings ol which may Surpfise employers.

Likety thes st revealing Finding that ilustrates the
nead tor @ new employmend strategy for people with die-
abilithes is the disconnect that easists among employers,
people with disabilities, and ihe sarvice providers whn
hedp these indwiduals anter the workforce,

With few axceptions, these stakenolders just don'i
s20m o know how to communicate with ena ancthar,

| EA Careda ooesnT st want to Ml |obe; it wants ta pant-
et with peanle. It recruits urhgue irvdbdduals who ahare
e corpetate yalugs of fogetheiness, cosl conesinusnes,
regpact, anil =miplicity. IKEA lsbans and supperls sech
amploes 10 idandiy his o her nesds, ambiors, and
capibilities. Emphnees arg wipected nol fo ask olhars
whak they shoubd be doing but to ask themsalves s ihen
gt an with il 11 i imporand for IKEA amployess o b
& sltong clwrn o Inarn and i mckivation dn condinually
oo Wi botber, bociine tie 18 EA way of wordng & fisss
atruitctuned than that of many other coganizations.

ENTREPRENEURS FTTR |

A Practical Approach to lab Anakysis and
Jol Descriptions

Wlthaid Phske san ol ardslyebs of wian Bhasir tvn W man
aigury, many il basineds ownaes fend o mona gbeam
lined apgraach ko job enalysis & oeoured thal ool odes
all of the pownible poeaitions Hal g might snsownbaer,
with o detuited liating of e dutine normadly sscigned
o thasa positiona, sxisls in the Nabional Qocunal lonal
Clagsification (NOCY manlianed warlior, The practieal
approach Lo job anakuls for amall-business ownens pre
wept il el e B geelng (N eresluable pelarenee foel,

Step 1¢ Oovalop an Organization Char

Tirawing up the crgankeation chard of the peesanl shrue
fues comas fired, Than, dapanding on how farin sdvases
alanning B beiig done. & chael can be produced [hal
ahwws hisw he organizalion shaubd oo n he immedi-
b Bulure [oay, in D monEhdl; 58 well as 1wo or hni
altier chiaels shdrainng hiw This organitation |9 likely ta
ewvilve over the nedl twd or three ysars.

Sbem 2y Usn 2 Job Anakysis Questionnabn

Mesll, o pub snalysin questionnedos can be vesd (o detess
dmine what each job artalle A shortér varsdan of o
af e moars comprebsngive it analyses questicnnanes,
qish a9 that o Figure 4.5, may be sl far collcling
job analysts dats, An esample of @ job sammary for o
cusbomar sarvice lerk follows:

Ammes inguines and gwves dieclions b costomers,
Bubboriee cazneng of cusiomens’ chaques, records and

if they are fortunate anough to find cre another in the
firet place, The commitment and  passion of workers
with disabilities and those assisting them is sound,
Mearaibe, hundreds of disability-related arganics-
tiens scnoss Canada provide some level of emphay-
ment suppart b thair clisnke. The Naglected ar Hidden
sludy suggests thal the number of Canadian smployers
willing to hare peaple with drseailities should be more
than adequate bo meet the availabllity of disabled job
sepkers,

The geod news |s that & emall mumber of disabliity
organizatiors havwe made significant inroads in thedr
ragicns by using empleyer partnerships, One exampla
is the Dardmouth Work Activity Society in Howa
Scotia, which started its new approach with just a
single ‘employer “oartrer™ whi was highly sabisfied
with the services provided, Employibilitees, & full-time
seraon  agenoy  serding  Edmonbon and  naorthecn
Alberta for more than 35 years, his also Bunched a
parnership-building slrategy. A meigue festure ol the
agency’s -approach B il parlnership with the kocal
chamber of cammerce tersugh which it offers sdvice an
dizabilily Esies ba employers.

Sy Aulageed from Al Prosr, ®Successfl Rect soing fovm an
Unispred Snnnee,” Camadian 8 Eeporter (Jamery 15, 1006k,
ppe LE=1L

STRATEGIC ﬁ ............ D SRR e

IKEA Canada amployes Ingabong, & dabes po-wotler
whin fs 1 pears young. seys, “Evernone asia me why
| am bl waorking. 0 tell tham | lovs iny b, Thers i
always @ great sbmosphere in the slore; | really enjoy
the company of my maragers @0 co-workars, W work
Topathor very well,”

Sore Alaganl fom IRIA G, wowow shin st rses, 0
Fov i iy L Vit L ol el v Bl i Cmilsais_ [T dnAine
workngeho ik it Dhooesind Apal 0, D0 Usal with
it et Do DK @ astaili

FeRlrnE el crach] caih, mobe snd nwiew taw sraril
AP, Sl works Al Ui ¢ ubleier R diik,

Benp ¥: Obkain o Copy of tha Natonal Occupatisnal
Clapsilication (NOC) aed Relstnil Pelllcalioss fe Rolninnce
Mial, atandardized esamples of the job descriplions
e showld b oblpinsd fram Lhe 8O0 wabaile sl
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A rolatesd) pubbeptian entitied Aol Dascnpfipas An
Enppapars” Handhook (8 pleo awallabdn 100 ddanlab
g Pram he NOC wabisits of www.hrede gt cafing
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Highlighted Themes

« Workforce Diversity. The Workforce Diversity boxes describe
some of the issues and challenges involved in managing the diverse
workforce found in Canadian organizations. The broad range of
types of diversity addressed include generational/age, ethnic, gen-
der, racial, and religious.

 Strategic HR. These boxes provide examples that illustrate the
ways in which organizations are using effective HRM policies and
practices to achieve their strategic goals.

» Entreprencurs and HR. Suggestions, examples, and practical
hints are provided to assist those in smaller businesses who have
limited time and resources to implement effective HRM policies
and procedures.
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Outsourcing HR Functions

Accerduns, a global management corsulting, technol-
oEY, and outsourcing company, nas recently antered
into an agreement with Unileer Corporalion. Unilaver
is @ multinational marketing orgarimafion with familiar
producis such a5 Dowe soap, Beeol marganine, and Ligkan
souip that emaboys 208 000 pecply in 100 countries
worldwide: Ta aptimire its HR serdces bo its employess,
Unilever hat decided 1o oubsounce jl- sdminslralie
HR - funckions 6 Accenture. The agresmenl will cossr
three geograplee regons—Ewrope, [he Amemas, ard
Asia—and provide seevices to sppeoimately 200 000
employesd 0 more than 20 languages. Ancentus will

manage critical HR scfbware applications. Some of iba
sarvices it will provide are recruabment, payrall administra
Hion, ledal resards administration, perfomantcs marnags-
ment workfaros reperting, and core HE adminisbration:
Thls amangemant wilk changs the way Untlever man-
ages and dellvers Its HR serdoes acrass the company.
DOimoe these functions are autsturced, the remalning HRE
acthdiies wiil be redeshgned to focus more o the cus-
tomer and establish & targeted serdee deliveny mooel.

Fwree | Flaw, “horseme 1o Hdp Hiikcres Tramdiom Homan

Preface XiX

» Global HRM. In recognition of the increasing impact of global-
ization, topics highlighted in the Global HRM boxes include cul-
tural issues in retirement plans, employment contracts in Europe,
and the importance of personal relationships for business success

in China.

Remiasrces | Clpappiscos fn 36 Cotiories. s @ Seom-Year
dhnmmrcing Apreemem,” Fres Heleass, June f, 10, Used with
etk o Accesne.

Additional Features

Learning Outcomes. Specific learning goals are defined on each chapter-opening
page.

Key Terms. Key terms appear in boldface within the text, are defined in the mar-
gins, and are listed at the end of each chapter.

Current Examples. Numerous real-world examples of HRM policies, proce-
dures, and practices at a wide variety of organizations, ranging from small
service providers to huge global corporations, can be found throughout
the text.

Full-Colour Figures, Tables, and Photographs. Throughout each chapter, key
concepts and applications are illustrated with strong, full-colour visual
materials.

Web Links. Helpful Internet sites are provided throughout the text and are fea-
tured in the margins.

End-of-Chapter Summaries. At the end of each chapter, the summary reviews
key points related to each of the learning outcomes.

End-of-Chapter Review and Discussion Questions. Each chapter contains a set
of review and discussion questions.

Critical Thinking Questions. Each chapter contains end-of-chapter questions
designed to provoke critical thinking and stimulate discussion.

Experiential Exercises. Each chapter includes a number of individual and group-
based experiential exercises that provide learners with the opportunity to
apply the text material and develop some hands-on skills.

Running Case. The running case at the end of each chapter illustrates the types
of HRM challenges confronted by small-business owners and front-line
supervisors. It is accompanied by critical thinking questions, which provide
an opportunity to discuss and apply the text material.

Case Incidents. Case incidents can be found at the end of each chapter. These
cases present current HRM issues in a real-life setting and are followed by
questions designed to encourage discussion and promote the use of problem-
solving skills.
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Supplements

Human Resources Management in Canada, Twelfth Edition, is accompanied by
a complete supplements package.

MyManagementLab

www.mymanagementlab.com

The Moment You Know

Educators know it. Students know it. It’s that inspired moment when something
that was difficult to understand suddenly makes perfect sense. Our MyLab prod-
ucts have been designed and refined with a single purpose in mind—to help edu-
cators create that moment of understanding with their students.

MyManagementLab delivers proven results in helping individual students

succeed. It provides engaging experiences that personalize, stimulate, and mea-
sure learning for each student. Students and instructors can make use of the fol-
lowing online resources:

Study Plan: MyManagementLab offers chapter pre-tests that generate
personalized Study Plans that show students exactly the topics that require
additional practice. The Study Plan links to multiple learning aids, such as
student PowerPoint slides, the eText, and glossary flashcards. After students
work through the learning aids, they can take a post-test to measure their
improvement and demonstrate their mastery of the topics.

Audio Glossary Flashcards: This study tool provides a targeted review of the
Key Terms in each chapter. The Audio Glossary Flashcards allow learners
to select and listen to the specific terms and chapters that they would like
to study. The cards can also be sorted by Key Term or by definition to give
students greater flexibility when studying.

Pearson eText: MyManagementLab also includes an eText version of
Human Resources Management in Canada including a complete Glossary
and Index. This dynamic, online version of the text is integrated throughout
MyManagementlLab to create an enriched, interactive learning experience
for students. Users can create notes, highlight text in different colours, create
bookmarks, zoom, and click hyperlinked words and phrases to view definitions
and go directly to weblinks. The Pearson eText allows for quick navigation to

key parts of the eText using a table of contents and provides full-text search.

Instructors and students can also access Chapter Quizzes, Case Assessments,
Annotated Text Figures, and many additional study tools designed to engage
learners and improve student understanding.

[nstructor Supplements

Instructor’s Manual with CBC Video Guide. This comprehensive guide contains
a detailed lecture outline of each chapter, descriptions of the discussion boxes,
answers to review and critical thinking questions, answers to the case questions,
hints regarding the experiential exercises, and helpful video case notes.

Test Item File. This comprehensive test bank contains more than 1500 multiple-
choice, true/false, and short essay questions.
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« PowerPoint® Lecture Slides. This practical set of PowerPoint lecture slides
outlines key concepts discussed in the text, and includes selected tables and
figures from the text.

»  Clicker PowerPoint® Slides. This set of Clicker-ready slides is suitable for use
with any Personal Response System.

Most of these instructor supplements are also available for download
from a password-protected section of Pearson Canada’s online catalogue
(vig.pearsoned.ca). Navigate to your book’s catalogue page to view a list of
the supplements that are available. See your local sales representative for details
and access.

e Pearson Canada/CBC Video Library. Pearson Canada and the CBC have
worked together to provide six video segments from the CBC series The
National. Designed specifically to complement the text, this case collection is
an excellent tool for bringing students in contact with the world outside the
classroom. These programs have extremely high production quality and have
been chosen to relate directly to chapter content.

»  MyTest. MyTest from Pearson Canada is a powerful assessment generation pro-
gram that helps instructors easily create and print quizzes, tests, and exams, as
well as homework or practice handouts. Questions and tests can all be authored
online, allowing instructors ultimate flexibility and the ability to efficiently
manage assessments at any time, from anywhere. MyTest for Human Resources
Management in Canada, Twelfth Edition, includes more than 1500 multiple-
choice, true/false, and short essay questions.

+  CourseSmart. CourseSmart goes beyond traditional expectations—providing
instant, online access to the textbooks and course materials you need at a
lower cost for students. And even as students save money, you can save time
and hassle with a digital eTextbook that allows you to search for the most
relevant content at the very moment you need it. Whether it’s evaluating
textbooks or creating lecture notes to help students with difficult concepts,
CourseSmart can make life a little easier. See how when you visit www.
coursesmart.com/instructors.

» Technology Specialists. Pearson’s technology specialists work with faculty
and campus course designers to ensure that Pearson technology products,
assessment tools, and online course materials are tailored to meet your spe-
cific needs. This highly qualified team is dedicated to helping schools take
full advantage of a wide range of educational resources by assisting in the
integration of a variety of instructional materials and media formats. Your
local Pearson Canada sales representative can provide you with more details
on this service program.

CourseSmart for Students

CourseSmart. CourseSmart goes beyond traditional expectations—providing
instant, online access to the textbooks and course materials you need at an aver-
age savings of 60%. With instant access from any computer and the ability to
search your text, you’ll find the content you need quickly, no matter where you
are. And with online tools like highlighting and note-taking, you can save time
and study efficiently. See all the benefits at www.coursesmart.com/students.
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PART ONE

Human Resources
Management in
Perspective

CHAPTER

AR AR AR
LEARNING OUTCOMES

AFTER STUDYING THIS CHAPTER, YOU SHOULD BE
ABLE TO

DEFINE human resources management and
ANALYZE the strategic significance of human
resources management.

DESCRIBE the two categories of activities
required of HR managers and DISCUSS

examples of each.

DISCUSS the internal and external environmen-
tal factors affecting human resources manage-
ment policies and practices and EXPLAIN their
impact.

DESCRIBE the three stages in the evolution
of HRM.

EXPLAIN how HRM has changed over recent
years to include a higher-level advisory role.

The Strategic Role of Human
Resources Management

TR TTEERTFERRRER R EERRREREERRUFRELAAE
REQUIRED PROFESSIONAL CAPABILITIES (RPC)

e Advises on the status of
dependent and independent

contractors and determinants

of employee status

e Contributes to improvements
in the organization’s
structures and work
processes

e Gathers, analyzes, and
reports relevant business
and industry information
(including global trends) to
influence the development of
strategic business HR plans

e Develops business cases for
HR activity

e Stays current with
professional knowledge

e Fosters and promotes
the advancement of the
profession

e Keeps current with emerging
HR trends

e (Guides and facilitates change
in organizational culture
or values consistent with
business strategy

e Provides support and
expertise to managers and
supervisors with respect to
managing people

e Monitors expenditures and
timelines
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THE STRATEGIC ROLE OF HUMAN
RESOURCES MANAGEMENT

--------------------------------------------------------------------------------------------------------------

human resources management
(HRM) The management of people
in organizations to drive successful
organizational performance and
achievement of the organization’s
strategic goals.

human capital The knowledge,
education, training, skills, and
expertise of an organization’s
workforce.

Develops business cases for HR
activity.

Human resources management (HRM) refers to the management of people
in organizations. Human resources professionals are responsible for ensuring
that the organization attracts, retains, and engages the diverse talent required
to meet operational and performance commitments made to customers and
shareholders. Their job is to ensure that the organization finds and hires the best
individuals available, develops their talent, creates a productive work environ-
ment, and continually builds and monitors these human assets. They have the
primary responsibility for managing the workforce that drives organizational
performance and achieves the organization’s strategic goals.!

More specifically, HRM involves formulating and implementing HRM
systems (such as recruitment, performance appraisal, and compensation) that
are aligned with the organization’s strategy to ensure that the workforce has the
competencies and behaviours required to achieve the organization’s strategic
objectives. It is crucial that the HR strategy be aligned with the company’s stra-
tegic plan (see Figure 1.1).

Just as important as the financial capital that is required for an organization
to operate, the knowledge, education, training, skills, and expertise of a firm’s
workers represent its increasingly valuable human capital. More and more orga-
nizations are awakening to the importance of human capital as the next com-
petitive advantage.?

Research studies over the past two decades have confirmed that effective
HR practices are related to better organizational performance.’ Organizational
benefits range from employee empowerment to extensive training that affects the
productivity of employees.* The resource-based view of the firm suggests that
human resource practices contribute to the development of embedded knowl-
edge of a firm’s culture, history, processes, and context, which are non-imitable.’

Linking Company-wide and HR Strategies

Company’s competitive environment

Economic, political, demographic,
competitive, and technological trends
# Company’s strategic plan
For example
Company’s strategic situation = ———» * Should we expand geographically?
* Cut costs?
T * Diversify?
sd s

Company’s HR (and other functional)
strategies
What are the basic courses of action
Organizational performance -¢———— HR will pursue to ensure that the recruiting,
selecting, training, appraising, and
compensation systems support the
company’s strategic plan?

Source: © Gary Dessler, Ph.D., 2007.
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More specifically, three HR practices (profit sharing, results-oriented perfor-
mance appraisal, and employment security) have strong relationships with
important accounting measures of performance (return on assets and return on
equity).® High-performance HR practices (comprehensive employee recruitment
and selection procedures, incentive compensation and performance management
systems, and extensive employee involvement and training) have a positive rela-
tionship with turnover, productivity, and corporate financial performance (gross
rate of return on capital).’

A BRIEF HISTORY OF HRM

llllllllllllllllllllllllllll

scientific management The
process of “scientifically” analyzing
manufacturing processes,

reducing production costs, and
compensating employees based on
their performance levels.

human resources movement
A management philosophy
focusing on concern for people
and productivity.

----------------------------------------------------------------------------------

HRM has changed dramatically over time and has assumed an increasingly stra-
tegic role. The demands on HR staff and expectations regarding their role have
evolved as HRM has changed. HR practices have been shaped by society’s pre-
vailing beliefs and attitudes about workers and their rights, which have evolved
in three stages.

Scientific Management: Concern for Production

Frederick Taylor was the driving force behind scientific management, the pro-
cess of “scientifically” analyzing manufacturing processes, reducing production
costs, and compensating employees based on their performance.’ As a result,
management practices in the late 1800s and early 1900s emphasized task sim-
plification and performance-based pay. Such incentives were expected to lead to
higher wages for workers, increased profits for the organization, and workplace
harmony. Taylor’s views were not accepted by all management theorists. For
example, Mary Parker Follett, a writer ahead of her time, advocated the use of
self-management, cross-functional cooperation, empowerment, and managers as
leaders, not dictators.”

The Human Resources Movement: Concern for
People and Productivity

HRM is currently based on the theoretical assumptions of the human resources
movement. Arriving at this joint focus on people and productivity involved four
evolutionary phases.'’

Phase 1

In the early 1900s, HRM—or personnel administration, as it was then called—
played a very minor or non-existent role. During this era, personnel administra-
tors assumed responsibility for hiring and firing (a duty formerly looked after
by first-line supervisors), ran the payroll department, and administered benefits.
Their job consisted largely of ensuring that procedures were followed.

Phase 2

As the scientific management movement gained momentum, operational effi-
ciency increased but wage increases did not keep up, causing workers to dis-
trust management. The resulting increase in unionization led to personnel



4 Part | Human Resources Management in Perspective

outsourcing The practice of
contracting with outside vendors to
handle specified business functions
on a permanent basis.

departments serving as the primary contact for union representatives. Following
the depression of the 1930s, various pieces of legislation were enacted, including
a minimum wage act, an unemployment insurance program, and protection of
workers’ right to belong to unions. Legal compliance was subsequently added
to the responsibilities of personnel managers. During the 1940s and 1950s, per-
sonnel managers were also involved in dealing with the impact of the human
relations movement. Orientation, performance appraisal, and employee rela-
tions responsibilities were added to their job.

Phase 3

The third major phase in personnel management was a direct result of gov-
ernment legislation passed during the 1960s, 1970s, and 1980s that affected
employees’ human rights, wages and benefits, working conditions, health and
safety, and established penalties for failure to meet them. The role of person-
nel departments expanded dramatically. They continued to provide expertise
in such areas as compensation, recruitment, and training but in an expanded
capacity.

Technological advances resulted in outsourcing much of the operational
HR activities. Outsourcing involves contracting with outside vendors to handle
specified business functions on a permanent basis. Although using outside
experts to provide employee counselling and payroll services has been common
for many years, the outsourcing of other specific HR functions, including pen-
sion and benefits administration, recruitment, management development, and
training, has become increasingly common.'!

For example, Air Canada, CIBC, BMO Financial Group, Hewlett-Packard
Canada, IBM Canada, Calgary Health, and TELUS have all outsourced part or
all of their administrative HR functions. During the latter part of this era, the
term “human resources management” emerged. This change represented a shift
in emphasis—from maintenance and administration to corporate contribution,
proactive management, and initiation of change.!?

Phase 4

The fourth phase of HRM is the current phase, where the role of HR departments
has evolved to that of helping their organization achieve its strategic objectives.!?
HR activities have become ubiquitous, where not only the HR department but
also every line manager has responsibilities related to employees as they move
through the stages of the human-capital life cycle: selection and assimilation into
the organization, development of capabilities while working in the organization,
and transition out of the organization. Figure 1.2 highlights core job require-
ments that are found in non-HR roles that were traditionally limited to the HR
department, thus providing further evidence for the permeation of HR skills
throughout the organization. Thus, all potential managers must be aware of the
basics of HR to succeed in their respective roles. HR professionals often serve as
subject matter experts or in-house consultants to line managers, offering advice
on HR-related matters, formulating HR policies and procedures, and providing
a wide range of HR services.

A 2011 national survey of HR professionals identified five critical pieces
of knowledge required by HR professionals today. Presented in priority
order, they are business acumen, an understanding of employment law and



Chapter I  The Strategic Role of Human Resources Management 5

Traditional HR Responsibilities in Non-HR Roles

Senior Managers

* Senior managers may specialize in areas such as finance, marketing, or human resources or in the sale of a particular
product or provision of a particular service

 Establish objectives for the company and formulate or approve policies and programs (Strategy: Chapter 1)

e Authorize and organize the establishment of major departments and associated senior staff positions (Designing and
Analyzing Jobs: Chapter 4)

» Allocate material, human, and financial resources to implement organizational policies and programs; establish financial and
administrative controls; formulate and approve promotional campaigns; and approve overall personnel planning
(HR Planning: Chapter 5)

» Select middle managers, directors, or other executive staff (Selection: Chapter 7)

* Coordinate the work of regions, divisions, or departments (Designing and Analyzing Jobs: Chapter 4)

Financial Auditors and Accountants

* May supervise and train articling students, other accountants, or administrative technicians (Orientation and Training:
Chapter 8)

Supervisors, General Office and Administrative Support Workers

» Coordinate, assign, and review the work of clerks engaged in word processing, record keeping and filing, operating
telephones and switchboards, data entry, desktop publishing, and other activities involving general office and administrative
skills (Performance Management: Chapter 10)

Establish work schedules and procedures and coordinate activities with other work units or departments (Career
Development: Chapter 9)

Resolve work-related problems and prepare and submit progress and other reports (Legal: Chapter 2)

Train workers in job duties, safety procedures, and company policies (Occupational Health and Safety: Chapter 14)

Ensure smooth operation of office equipment and machinery, and arrange for maintenance and repair work (Occupational
Health and Safety: Chapter 14)

Industrial and Manufacturing Engineers

* Plan and design plant layouts and facilities

e Study new machinery and facilities and recommend or select efficient combinations (Performance Management:
Chapter 10)

» Develop flexible or integrated manufacturing systems and technological procedures (Technology: Chapter 3)

» Conduct studies and implement programs to determine optimum inventory levels for production and to allow optimum
use of machinery, materials, and resources (HR Planning: Chapter 5)

» Analyze costs of production (Strategic Pay Plans: Chapter 11)

* Design, develop, and conduct time studies and work simplification programs (Employee Benefits and Services:
Chapter 13)

» Determine human resource and skill requirements and develop training programs (Orientation and Training: Chapter 8)

» Develop performance standards, evaluation systems, and wage and incentive programs (Financial Incentives: Chapter 12)

» Establish programs and conduct studies to enhance industrial health and safety or to identify and correct fire and other
hazards (Occupational Health and Safety: Chapter 14)

» Supervise technicians, technologists, analysts, administrative staff, and other engineers (Performance Management:
Chapter 10)

Nursing Coordinators and Supervisors

» Supervise registered nurses, licensed practical nurses, and other nursing personnel (Performance Management:
Chapter 10)

» Evaluate patients’ needs and ensure that required nursing care is delivered (Strategy: Chapter 1)

e Assist in the establishment of unit policies and procedures (HR Planning: Chapter 5)

» Assist in the selection, evaluation, and professional development of nursing personnel (Selection: Chapter 7, Orientation
and Training: Chapter 8, Career Development: Chapter 9)

continued






