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LIFE INSURANCE

Group life insurance is the benefit most commonly provided by an employer. 
The purpose is to provide financial security to the dependants of the employee 
in case of his or her death.

RETIREMENT PROGRAMS

Retirement is an important part of life and requires careful preparation. When 
convincing job applicants to work for them, employers usually emphasize the 
retirement benefits that can be expected after a certain number of years of 
employment. As we noted earlier, it is common for each employee, once a year, 
to receive a personalized statement of benefits that contains information about 
projected retirement income from pensions and employee investment plans.

Retirement Policies

With the federal government repealing legislation forcing retirement at age 65 for 
federal employees, mandatory retirement in Canada is being abolished.27 Statistics 
Canada reported that 61 is the average age at retirement, with women leaving 
work at 58 and men at 62. The higher the household income, the lower the age 
at retirement.28 Many are retiring because they have lost their jobs and cannot  
find other work. However, as we have seen, there is a growing trend for individ-
uals in their 60s to take on part-time employment as a means of supplementing 
their income.

To avoid making layoffs and to reduce salary and benefits costs, employers 
often encourage early retirement. This encouragement often takes the form of 
increased pension benefits or cash bonuses, sometimes referred to as the silver 
handshake. Some companies, including IBM Canada, have given generously to 
encourage the early retirement of workers. Ontario Hydro presented its employees 
with various options to retire early; these included an early retirement allowance, 
a voluntary separation allowance, a special retirement program, and a voluntary 
retirement program. The incentives succeeded; most employees with 25 years of 
service opted for the special retirement program.29 An employer can offset the 
cost of retirement incentives by paying lower compensation to replacements and/
or by reducing its workforce.

For employees, the main factors in a decision to retire early are health, per-
sonal finances, and job satisfaction. Lesser factors include an attractive pension 
and the possibility of future layoffs.

Preretirement Programs

Most people are eager to retire; some are bitterly disappointed once they do. In 
an attempt to lessen the disappointment, some employers offer programs to help 
employees prepare for retirement. These programs typically include seminars and 
workshops, where lectures, videos, and printed materials are offered. Usually, they 
cover topics such as how to live on a reduced, fixed income and how to cope 
with lost prestige, family conflict, and idleness. Also discussed are more concrete 
topics such as pension plans, health insurance coverage, retirement benefits and 
provincial health care, and personal financial planning.

PENSION PLANS

Originally, pensions were based on a reward philosophy; in other words, employers 
viewed pensions mainly as a reward to employees who stayed with them until 
retirement. Employees who quit or were terminated before retirement were not 

OUTCOME 4

Are companies today offering sufficient 
retirement benefits?

silver handshake
An early retirement incentive in the 
form of increased pension benefits for 
several years or a cash bonus
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festers to the point where an employer hears of unioniza-
tion attempts, he or she would be well advised to consult 
with an HR or labour relations consultant, or labour relations 
lawyer, to get assistance in establishing an appropriate 
course of action, as well as review the sections in this text 
on unfair labour practices.

So far we have spoken from the standpoint of a small 
company dealing with unionization attempts. But what does 

a small employer do if it has a union? In this case, it follows 
the same process as large companies. It must bargain with 
the union and negotiate a collective agreement that outlines 
the employment terms and conditions for a period of time. The 
company must also collect and submit union dues to the union 
representing employees. Finally, it must follow the legislative 
requirements set for represented employees, including griev-
ance management and arbitration.

Summary
OUTCOME 1 Labour relations legislation in Canada 
recognizes the right of employees to form and join 
unions and prohibits both unions and employers from 
engaging in unfair labour practices. Provincial labour 
relations laws are administered and enforced by labour 
relations boards.

OUTCOME 2 Studies show that workers unionize for 
different economic, psychological, and social reasons. 
Although some employees may join unions because 
they are required to do so, most belong to unions 
because they are convinced that unions help them 
improve their wages, benefits, and various working 
conditions. Employee unionization is largely caused 
by dissatisfaction with managerial practices and 
procedures.

A formal organizing campaign is used to solicit 
employee support for the union. Once employees 
demonstrate their desire to unionize, the union will 
file an application with the labour relations board for 
approval of the union as the certified bargaining agent.

OUTCOME 3 Negotiating a collective agreement is a 
detailed process. Each side prepares a list of proposals 
it wishes to achieve while additionally trying to antici-
pate proposals desired by the other side. Bargaining 
teams must be selected, and all proposals must be 
analyzed to determine their impact on and cost to the 
organization. Both employer and union negotiators 
are sensitive to current bargaining patterns within the 
industry, general cost-of-living trends, and geographic 
wage differentials. Managers establish goals that seek 
to retain control over operations and to minimize 
costs. Union negotiators focus their demands around 
improved wages, hours, and working conditions. An 
agreement is reached when both sides compromise 
their original positions and final terms fall within the 
limits of the parties’ bargaining zone.

Currently, there is an increased interest in nonad-
versarial negotiations—negotiations based on mutual 

gains and a heightened respect between the parties. 
IBB is one form of nonadversarial negotiations.

OUTCOME 4 The collective bargaining process 
includes not only the actual negotiations but also the 
power tactics used to support negotiating demands. 
When negotiations become deadlocked, bargaining 
becomes a power struggle to force from either side 
the concessions needed to break the deadlock. The 
union’s power in collective bargaining comes from its 
ability to picket, strike, or boycott the employer. The 
employer’s power during negotiations comes from its 
ability to lock out employees or to operate during a 
strike by using managerial or replacement employees.

OUTCOME 5 When differences arise between labour 
and management, they are normally resolved through 
the grievance procedure. Grievance procedures are 
negotiated and thus reflect the needs and desires of 
the parties. The typical grievance procedure consists of 
three, four, or five steps—each step having specific fil-
ing and reply times. Higher-level managers and union 
officials become involved in disputes at the higher 
steps of the grievance procedure. The final step of 
the grievance procedure may be arbitration. Arbitra-
tors render a final decision to problems not resolved 
at lower grievance steps.

The submission to arbitrate is a statement of the 
issue to be solved through arbitration. It is simply the 
problem the parties wish to have settled. The arbitrator 
must answer the issue by basing the arbitration award 
on four factors: the contents of the collective agree-
ment (or employment policy), the submission agree-
ment as written, testimony and evidence obtained at 
the hearing, and various arbitration standards devel-
oped over time to assist in the resolution of different 
types of labour–management disputes. Arbitration is 
not an exact science because arbitrators give varying 
degrees of importance to the evidence and criteria by 
which disputes are resolved.

509
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In today’s highly competitive and dynamic business environ-
ment, employers as diverse as Home Depot and RBC have 
turned to their employees to improve organizational perfor-
mance. Empowered employees have made improvements in 
product or service quality, reduced costs, and modified or, in 
some cases, designed products.

•	 At Kraft Foods, employees participated in work redesign 
changes and team building that increased productivity, 
reduced overhead, and cut assembly time.

•	 At a Ford factory, one group of employees made a 
suggestion that resulted in savings of $115,000 annually 
on the purchase of gloves used to protect workers who 
handle sheet metal and glass. The group figured out how 
to have the gloves washed so that they could be used 
more than once.

•	 Home Depot’s Special Project Support Teams (SPSTs) 
work to improve the organization’s business and 
information services. Employees with a wide range of 
backgrounds and skills collaborate to address a wide 
range of strategic and tactical business needs.

•	 At Osler, Hosking and Harcourt LLP, teamwork is used to 
deliver integrated, superior legal advice, which leads to 
innovative solutions for their clients.

•	 Telus Mobility’s high-performance teams make them one 
of the top telecommunications leaders worldwide.

•	 Levi Strauss’s Design Team came up with the waterless 
Collection Jeans and saved the company 16 million 

litres of water per 1.5 million jeans produced, all while 
advancing sustainability.

•	 Apple uses a holistic team-based approach to running its 
business. There are no committees at Apple. Teams are 
used to distribute the various responsibilities among key 
executives, and they meet for three hours each week to 
touch base.

Although defining empowerment can become the first 
step to achieving it, for empowerment to grow and thrive, 
organizations must encourage these conditions:

•	 Participation. Employees must be encouraged to take 
control of their work tasks. Employees, in turn, must care 
about improving their work process and interpersonal 
work relationships.

•	 Innovation. The environment must be receptive to people 
with innovative ideas and encourage people to explore 
new paths and to take reasonable risks at reasonable 
costs. An empowered environment is created when 
curiosity is as highly regarded as is technical expertise.

•	 Access to information. Employees must have access to a 
wide range of information. Involved individuals decide what 
kind of information they need for performing their jobs.

•	 Accountability. Empowerment does not involve being able 
to do whatever you want. Empowered employees should 
be held accountable for their behaviour toward others, 
producing agreed-on results, achieving credibility, and 
operating with a positive approach.

Highlights in HRM 4.2
Empowered Employees Achieve Results

Sources: Lubber, Mindy S., “How Timberland, Levi's Use Teamwork to Advance Sustainability,” GreenBiz (May 9, 2011), http://www.greenbiz.com/
blog/2011/05/09/how-companies-court-stakeholders-accelerate-sustainability; http://www.osler.com/aboutus/, retrieved February 2015; Mark Milian, “Why 
Apple Is More Than Just Steve Jobs,” CNN (August 25, 2011).

Industrial engineering constitutes a disciplined and objective approach to job 
design. Unfortunately, the concern of industrial engineering for improving effi-
ciency and simplifying work methods may cause the behavioural considerations 
in job design to be neglected. What may be improvements in job design and 
efficiency from an engineering standpoint can sometimes prove psychologically 
unsound. For example, the assembly line, with its simplified and repetitive tasks, 
embodies sound principles of industrial engineering, but these tasks are often not 
psychologically rewarding for those who must perform them. Thus, to be effective, 
job design must also provide for the satisfaction of behavioural needs.

ERGONOMIC CONSIDERATIONS

Consider this statistic. In North America, millions of workplace injuries occur 
yearly from motions such as lifting, bending, and typing. These injuries cost 
employers through lost productivity, medical benefits, and lost time payments. 
Therefore, ergonomics is an important element of job design.

NEL
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The HRM profession is currently experiencing changes in Canada (and 
globally). There is a need for HR professionals to become more accountable to 
those who they serve. As a result, several jurisdictions across Canada are imple-
menting new rules for HR professionals’ conduct. So who is an HR professional? 
According to Claude Balthazard, the vice president of regulatory affairs of the 
Human Resources Professional Association of Ontario:

. . . Those who work in the human resource management field are 
becoming increasingly professional; but saying this has different layers 
of meaning. Increasingly, the HR profession is adopting the institutions 
characteristic of true professions, and HR professionals are adopting the 
attitudes, values, and behaviours of true professionals. It is a process that 
takes time, however. There is a difference between being professional 
(adjective) and being a professional (noun). One aspect which differenti-
ates true professions from other occupations is the existence of a gov-
erning body which mandate is to protect and promote the public interest. 
One aspect that differentiates true professionals from members of other 
occupations is the accountability to this governing body.63

Good HR managers help their organizations build a sustained competitive 
advantage. At lower levels in the organization, a rapidly growing number of com-
panies, including Ford Canada and UPS Canada, are assigning HR representatives 
to their core business teams to make certain that HR issues are addressed on 
the job and that their HR representatives, in turn, are knowledgeable about core 
business issues rather than simply focusing on employee-related administrative 
functions.

Using the 
Internet

Canadian HR professionals abide 
by a code of ethics, which can be 
found on http://www.cchra.ca

The HR-required professional 
competencies can also be found 
on this site.

Organizations have a variety of staff-related requirements 
associated with supporting business operations. These could 
include hiring, paying, managing, training, or terminating staff. 
This could also involve work design or staffing strategies and 
ensuring legal compliance. Traditionally, the role of an HR gen-
eralist is a position in medium or large organizations, those with 
100 employees or more.

However, as of 2012, 98 percent of businesses in Canada 
are considered small, and there are one million of these. The 
vast majority of these would have fewer than 100 employees, 
which would be too small to justify having an HR generalist on 
staff. Small business  represents 48 percent of private-sector 
jobs in Canada, employing more workers than either large or 
medium enterprises. As a result, small business owners without 
HR generalists manage over five million employees in Canada. It 
is apparent that small business owners need the tools and prac-
tices employed by HR generalists integrated into a handbook 
they can refer to as needed.

Who is responsible for the delivery of HR responsibilities in 
small business depends on a number of contextual factors: the 

size of the company, the nature of the business, the financial 
status of the company, the management structure, the struc-
ture of support roles, the leadership culture, and the approach 
to using vendors. HR support may be delivered by business 
owners themselves for very small companies, by managers for 
slightly larger companies, and by office managers for larger 
companies. Small businesses may outsource some or all of this 
support to vendors who support many clients. Activities such as 
payroll, benefits, and legal support are often delivered through 
vendors.

The types of services traditionally delivered by HR general-
ists in large enterprises that are delivered in small companies 
are to a large extent driven by the industry, size, and geographic 
location. For example, the HR needs in a retail environment 
with high employee turnover will focus largely on recruiting and 
training, although the needs in a stable construction business 
may centre around health and safety. Through this text, we will 
dedicate a section of each chapter to the applicability to small 
business of the practices reviewed and will draw on industry-
specific examples that help demonstrate each practice.

Small Business Application

Source: Statistics Canada, “Key Small Business Statistics,” July 2007, http://www.ic.gc.ca/eic/site/sbrprppe.nsf/vwapj/KSBS_July2007_Eng.pdf/$FILE/
KSBS_July2007_Eng.pdf.
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Goodyear Canada underwent a major business transformation. 
At the time, they had 19 Black Belts (full-time project leaders) 
and seven Green Belts (part-time project leaders) working in 
offices, warehouses, and the eight Canadian tire and rubber 
products manufacturing plants. Projects were projected to 
yield $10 million in waste reduction, avoid capital equipment 
purchase, and increase sales through elimination of production 
bottlenecks.

Goodyear’s tire manufacturing facility in Medicine Hat, 
Alberta, needed to produce more rubber from its Banbury 
 rubber mixer to meet its daily quota and lessen its dependence 
on rubber produced by outside sources. In buying material, 
the factory was paying freight charges to get the rubber to 
the factory. By optimizing the Banbury uptime and increasing 
the Banbury output, the factory could reduce the amount of 
rubber it needed to purchase. Using the tools of Six Sigma, the 
factory determined that it could stagger shift rotations so that 
an operator was always available to keep the Banbury mixer 
running. The company was also able to increase the batch 
weight sizes of some of the compounds by 4 percent to 11 
percent. In addition, staging batches at the top of the conveyor 
and reducing the gate delay realized gains of two to three 
seconds per batch. Although three seconds does not sound like 
a great amount, over the course of a week, it adds about 150 
minutes of productivity. After six months, the factory increased 
its Banbury mixer output by more than 5 percent, generating 
savings of over $110,000. The Medicine Hat plant estimates 
that it can save $250,000 to $400,000 annually by imple-
menting the new procedures.

Gary Blake, Goodyear Canada Six Sigma champion and a 
Black Belt, says that Six Sigma is a problem-solving model that 
applies rigorous statistical thinking to reduce defects, improve 

cycle time, and increase customer satisfaction. The method-
ology is being applied not only to traditional manufacturing 
processes but also to transactional processes—supply chain, 
purchasing, invoicing, sales, and marketing. A Six Sigma team 
follows five major steps known as DMAIC to clearly Define 
the scope of the project, Measure customer requirements and 
process outputs, Analyze the current situation and set clear 
goals, Improve the process through planned experimentation, 
and, finally, Control to validate and lock in the improvement—
and then sustaining it so that there is no backslide. The model 
moves the organization to whatever goals are required by the 
customer. Six Sigma derives its name from the Greek letter 
sigma, which is sometimes used to denote variation from a 
standard, and the statistical concept that if you measure the 
defects in a process, you can figure out how to get rid of them 
and get closer to perfection. A Six Sigma company cannot 
produce more than 3.4 defects per million opportunities. For a 
process with only one specification limit, this results in six pro-
cess standard deviations between the mean of the process and 
the customer’s specification limit.

These “lean” principles can also be used to identify defi-
ciencies in HR processes. The associate vice president of HR at 
Canadian Tire and his team analyzed the recruitment process 
from the initial request for a new hire to the time the new 
employee reported for work. They found delays, duplication, 
and unnecessary steps. Applying lean methodology to recruit-
ment, the team was able to reduce the time to fill a position by 
25 percent, eliminated half of the steps used, reduced cost per 
hire by 34 percent, and reduced turnover rates. Other compa-
nies, such as WorkSafe BC and Maple Leaf Foods, also saw the 
utility of using Six Sigma in the recruitment process, reasoning 
that a bad hire is like a product defect.

Reality Check
Six Sigma

Sources: Interview with Gary Blake; V. Galt, “Canadian Tire Applied Its ‘Lean’ Ideals to Headquarters,” The Globe and Mail (February 23, 2012): B21; E. Kelly, 
“The Skinny on Six Sigma,” HR Professional (March/April 2010): 26–27.

evidence suggests that this is one of the toughest parts of an HR manager’s job. 
We will discuss more about this aspect of the job later in the chapter.

Competing, Recruiting, and Staffing Globally

The strategies companies are pursing today increasingly involve one or more 
elements of globalization. The integration of world economies and markets has 
sent businesses abroad to look for opportunities and fend off foreign competi-
tors domestically. Consumers around the world want to be able to buy “anything, 

globalization
The trend to opening up foreign 
markets to international trade and 
investment
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3

After studying this chapter, you should be able to

The way an organization acquires, treats, develops, and rewards the people 
who work for it is arguably the most important source of its competitive 
advantage. It is very difficult for a competitor to copy and mimic the suc-
cess and productivity that another organization would have honed over time. 
Such success with managing people is a reflection of human developmental 
pathways and organizational philosophies, cultures, and networks that are 
difficult for competitors to replicate.

We can describe how important people are to organizations in several 
ways. You hear such phrases as “our people are our most important assets” 
and “without our people, we would be nothing” all the time. The terms human 
resources, human capital, intellectual assets, and talent management imply 
that people drive the performance of their organizations (along with other 
resources, such as money, materials, and information). Successful organiza-
tions are particularly adept at bringing together different kinds of people 
to achieve a common purpose. This is the essence of human resources 
management (HRM). HRM involves a wide variety of activities, including 
analyzing a company’s competitive environment and designing jobs so that 
a firm’s strategy can be successfully implemented to beat the competition. 
This, in turn, requires identifying, recruiting, and selecting the right people 
for those jobs; training, motivating, and appraising these people; developing 
competitive compensation policies to retain them; grooming them to lead the 
organization in the future—the list goes on.

OUTCOME 1 Explain how human resources managers and other managers can 
have rewarding careers by helping their firms gain a sustainable 
competitive advantage through the strategic utilization of people.

OUTCOME 2 Explain how good human resources practices can help a firm’s 
globalization, corporate social responsibility, and sustainability 
efforts.

OUTCOME 3 Describe how technology can improve how people perform their 
work and how they are managed.

OUTCOME 4 Explain the dual goals human resources managers have in terms 
of increasing productivity and controlling costs.

OUTCOME 5 Discuss how firms can leverage employee differences to their 
strategic advantage and how educational and cultural changes 
in the workforce are affecting how human resources managers 
engage employees.

OUTCOME 6 Provide examples of the roles and competencies of today’s human 
resources professionals.

human resources 
management (HRM)
The process of managing 
human talent to achieve an 
organization’s objectives
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The Integrated Learning System

The Integrated Learning System (ILS) anchors chapter concepts, provides a framework for study.
Learning Outcomes listed at the beginning of each chapter provide the basis for the Integrated 

Learning System. Each outcome is also listed in the margin of the chapter in which it appears, along 
with a thought-provoking question designed to get students thinking about how the related content 
applies to them personally.

The ILS provides structure for instructors preparing lectures and exams and helps students learn 
quickly and study efficiently.

Highlights in HRM

This popular boxed feature provides 
real-world examples of how orga-
nizations perform HR functions. The 
Highlights are introduced in the text 
discussion and include topics such as 
small business and international issues.

Small Business 
Application

Small Business Application takes 
the principles and prescriptions of a 
functional area, such as recruitment, 
and demonstrates how these can be 
applied in a small business setting.

Reality Check

Reality Check presents an interview 
with a Canadian expert in the field, 
illustrating how the material in the 
chapter is used in the real world.

Features
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The rising costs of benefits continue to pose a problem for orga-
nizations big and small. These costs reportedly range anywhere 
from 14 to 50 percent of payroll when voluntary benefits are 
accounted	for.	Hewitt	Associates	reports	that	flexible	benefit	
plans are gaining momentum in Canada as not only do they 
help contain the costs of benefits, they are also instrumental in 
meeting the needs of Canada’s diverse employee population and 
move benefits away from the one-size-fits-all paradigm. More-
over, companies that have used flex plans to date have reported 
much success in managing benefits costs in their organizations.

A Vancouver-based international engineering and 
environmental group, Klohn Crippen Berger (KCB), recently 
revamped its traditional benefits program and began offering 
flexible	benefits	to	its	350-plus	employees.	Director	of	HR	at	
KCB Sharon Batchelor believes that this flex program will be 
instrumental not only in capturing talented employees but also 
in retaining them. KCB has ensured that the plan is as close 
as possible to traditional benefits, with a massive change in 
the cost sharing from 60 percent to 35 percent employee paid. 
KCB educated employees at all levels about the benefits of this 
program and put in place “flex champions” and “benefits 101” 
to promote the program and secure employee buy-in. To ease 
the	administrative	burden	for	both	HR	staff	and	employees,	
plan enrollment was conducted online. KCB offered a free 
pizza lunch to the first division that achieved 100% enrollment 
and put countdown clocks on the company’s intranet. These 
initiatives helped raise awareness of the new flex plan and 
led to a full enrollment when the program went live. A recent 
company survey revealed a 70 percent employee satisfaction 
rate with the flex plan.

Flex	arrangements	can	benefit	rapidly	growing	organiza-
tions as they can be easily adapted to organizational changes. 
And as the KCB example shows, clear focus and ongoing 

communication with employees can make the shift to flexible 
benefit	plans	nearly	seamless.	Other	organizations	are	adapting	
flexible benefits, as you will see below.

At Sobeys, benefit plans are intended to aid both full- and 
part-time workers as they move through various life stages. 
Sobeys	rolled	out	its	YouFlex	Group	Benefits	program	as	the	
company recognized that one size does not fit all and did not 
serve the growing needs of its diverse workforce. These ben-
efits are extended to all eligible full- and part-time employees 
and	their	dependants	over	65	years	of	age.	Under	the	YouFlex	
plan, employees have access to core benefits such as health 
and dental care, an employee assistance program, basic life 
and critical illness insurance, accidental death and dismem-
berment, short- and long-term disability (full-time employees 
only), and parental “top-up “ plans. Employees also have the 
flexibility to upgrade their health and dental care plans to what-
ever	best	suits	their	family’s	needs.	They	also	have	Flex	Dollars,	
which can be used on expenses not covered under their plans. 
Employees also have flexible work hours, competitive vacation 
allotments, matched defined pension plans, competitive wages, 
and an employee purchase program where they can save 
finances on computers, motor vehicles, and more.

Yet another firm, British Columbia Automobile Association 
(BCAA), strives to ensure that work–life balance is at the fore-
front of its benefits to employees. The firm has some interesting 
programs, such as job sharing, as well as flexible and part-time 
hours.	BCAA	also	has	a	well-rounded	flexible	benefits	plan	(Flex-
fits) that enables employees to tailor their benefits to their indi-
vidual and family’s needs. Employees have access to three weeks’ 
vacation in the first year of employment, health and dental insur-
ance, pension plans, and wellness programs, including lifestyle 
seminars that encourage work–life balance. BCAA employees also 
have access to free membership plus discounts when they travel.

The Business Case
Managing the Costs of Benefits

Sources:	Gloria	Gonzalez,	“Canadian	Firms	Seek	to	Stem	Rising	Costs	of	Benefits,”	Business Insurance (March 22, 2004): 3; D. Brown, “Runaway Drug Costs 
Make Benefit Upgrades Impractical,” Canadian HR Reporter	16,	no.	12	(June	16,	2003):	2;	S.	Felix,	“Gimme	Gimme,”	Benefits Canada 24, no. 7 (July 2000): 
20–21; http://corporate.sobeys.com/careers/, accessed March 2015; http://www.sobeyscareers.com/why-work-for-sobeys/benefits.aspx, accessed March 2015; 
http://www.bcaa.com/company/careers/training-and-benefits, accessed March 2015.

The Conference Board of Canada has published a list of cost containment 
strategies, which include the following:

•	 Contribution changes, such as increasing deductibles

•	 Dollar limits, such as a dollar cap on specific benefits, such as eyeglasses

•	 Coverage changes (e.g., limits on hospital upgrades)

•	 Benefit caps (e.g., on dispensing fees)

•	 Use of preferred providers and flexible benefits20
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than others, managers should use the following suggestions for putting together 
an application form:

•	 Application date. The applicant should date the application. This helps manag-
ers know when the form was completed and gives them an idea of the time 
limit (e.g., one year) for keeping the form on file.

•	 Educational background. The form should contain information about grade 
school, high school, college, and university attendance but not the dates 
attended because that can be connected with age.

•	 Experience. Virtually any questions that focus on work experience related to 
the job are permissible.

•	 Arrests and criminal convictions. Questions about arrests, convictions, and 
criminal records are to be avoided. If bonding is a requirement, the candidate 
can be asked whether she or he is eligible.

•	 Country of citizenship. Such questions are not permitted. It is allowable to 
ask whether the person is legally entitled to work in Canada.

Most candidates for white-collar jobs prepare a résumé and 
submit it to prospective employers. They also complete the 
application form, answering questions required by employers 
for comparison purposes. Some recruitment agencies noticed 
during the last recession that résumé padding increased. 
Applicants were “stretching” the dates of their employment, 
misleading employers about the nature of their duties, and 
misrepresenting their salaries. While you are writing a résumé, 
adding three months to your previous employment, saying you 
were a night auditor instead of a clerk, and adding $950 to your 
last salary seem like relatively harmless lies.

What are the facts? Studies of “creative” résumé writing 
indicate that about 25 percent of résumés contain inaccuracies; 
one-third report incorrect dates, one-tenth misrepresent reasons 
for leaving, and the rest exaggerate education attainments or 
omit criminal records. The probability is that about two-thirds of 
employers check references. Some former employers give only 
dates of employment and previous salary ranges.

Most organizations require applicants to sign a state-
ment saying that the information they supply is true and that 
if it is not, they will be dismissed. Some cases of résumé 
padding have been heavily publicized. A Toronto Stock 
Exchange manager was dismissed for lying about having a 
master’s degree. A member of Parliament listed an I.L.B. on 

his résumé, which normally stands for International Bacca-
laureate of Law but that he claimed stood for Incomplete 
Baccalaureate of Law. In one heart-wrenching case, a person 
who was ready to retire was found to have lied about his age 
decades earlier to get a job. On discovery, he was dismissed 
and lost his pension. In another case, a Canadian business-
man was sentenced to eight months in jail in New Zealand 
for lying on his résumé by listing false qualifications, such 
as an M.B.A. Academic fraud happens 5 percent of the time. 
The president of Selection Protection Services, a background 
check firm, offers this advice to job seekers: “Don’t lie.” She 
describes one candidate who wrote “Honours Degree” on her 
résumé when she did not have one. She did not get the job 
because dishonesty is a deal breaker.

In a labour market where there are too many people chas-
ing too few jobs, candidates will also lie on their résumés by 
dropping experience and educational qualifications. This prac-
tice, called “stripping,” is used because job seekers are ready to 
take any job to survive or to hold them over until the jobs they 
want are available. Knowing that graduate degrees will act as 
barriers to jobs as labourers or administrative assistants, appli-
cants simply do not list the degrees or previous professional 
jobs. Understandably, employers do not want to hire those who 
are overqualified and who would soon quit for better jobs.

Ethics in HRM
Writing It Wrong

Sources: Jason Chow, “Job Shadow,” Financial Post Business (May 2006): 29; Rick Spence, “Should Executives Do Their Own Reference Checks?” The Toronto 
Star (May 13, 2004); E. Urquhart, “Should We Edit Our Job Skills?” The Globe and Mail (June 20, 2003): C1; P. Waldie, “Davy Sentenced to Eight Months in N.Z. 
Court,” The Globe and Mail (May 30, 2002): B6; J. Schilder, “Trial by Hire,” Human Resource Professional 11, no. 2 (March 1994): 21–23.
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of world trade, since GATT began, world trade has exploded, increasing nearly 
30 times the dollar volume of what it once was. This is three times faster than 
the world’s overall output has grown during the same period. GATT paved the 
way for the formation of many major trade agreements and institutions, including 
the European Union (EU) in 1986 and the North American Free Trade Agree-
ment (NAFTA) in 1994, encompassing the United States, Canada, and Mexico. 
The World Trade Organization (WTO), headquartered in Lausanne, Switzerland, 
now has more than 153 member countries, and new free-trade agreements seem 
to be forged annually.14

How Globalization Affects HRM

For all of the opportunities afforded by international business, when managers 
talk about “going global,” they have to balance a complicated set of issues related 
to different geographies, including different cultures, employment laws, and busi-
ness practices. HR issues underlie each of these concerns. They include such 
things as dealing with employees today who, via the Internet, are better informed 
about global job opportunities and are willing to pursue them, even if it means 
working for competing companies. Gauging the knowledge and skill base of 
international workers and figuring out how best to hire and train them, sometimes 
with materials that must be translated into a number of different languages, are 
also issues for firms. Relocating managers and other workers to direct the efforts 
of an international workforce is a challenge as well. HR personnel are frequently 
responsible for implementing training programs and enhancing their firms’ man-
agers’ understanding of other cultures and practices, as well as dealing with the 
culture shock these workers might experience and pay differentials that must be 
adjusted, depending on the country. The international arena for HRM has become 
so crucial and so involved that we have devoted an entire chapter (Chapter 15) 
to discussing its competitive, cultural, and practical implications.

ISSUE 2: SETTING AND ACHIEVING CORPORATE 
SOCIAL RESPONSIBILITY AND SUSTAINABILITY GOALS

Globalization has led to an improvement in people’s living standards in the 
last half-century. As a result of free trade, Canadians are able to buy products 
made abroad more cheaply. Conversely, people in low-wage countries that make 
those goods and services are becoming wealthier and are beginning to buy 
North American–made products. Nonetheless, globalization stirs fierce debate—
especially when it comes to jobs. Since the turn of the century, thousands of 
Canadian jobs—both white and blue collar—have been exported to low-wage 
nations all around the world. Some people worry that free trade is creating a 
“have/have not” world economy, in which the people in developing economies 
and the world’s environment are being exploited by companies in richer, more 
developed countries. This has sparked anti-free-trade protests in many nations.

Concerns such as these, coupled with corporate scandals over the years, 
including the use of sweatshop labour in third-world countries, risky lending 
tactics that fuelled a worldwide banking crisis, and a class action lawsuit alleging 
that Walmart discriminated against hundreds of thousands of female employees 
over the years, have led to a new focus on corporate social responsibility, or 
good citizenship. In a recent survey, the Chronicle of Philanthropy found that 
16 percent of companies were making more donations of products and services 
and that 54 percent of companies were encouraging more employees to volunteer 
their time.15 Companies are learning (sometimes the hard way) that being socially 
responsible both domestically and abroad can not only help them avoid lawsuits 
but also improve their earnings. For example, researchers at the Boston College’s 
Center for Corporate Citizenship found that as a company’s reputation improved, 
so did the percentage increase in the number of people who would recommend 
that firm. Nearly two-thirds of the members of the 80 million–strong millennial 

corporate social responsibility
The responsibility of the firm to act in 
the best interests of the people and 
communities affected by its activities

Using the 
Internet

To learn more about the effects 
NAFTA has had, go to 

http://www.nafta-sec-alena.
org

OUTCOME 2

Does a company’s HRM function 
need to be an integral part of its 
sustainability and corporate social 
responsibility efforts? Why or why not?

Using the 
Internet

Sources of information about 
companies and their programs 
to promote corporate social 
responsibility can be found on 
this news service at 

http://www.csrwire.com
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FIGURE 5.8

TOP 10 MYTHS ABOUT MENTORS

FIGURE 5.9

MENTORING FUNCTIONS

Good Mentors . . .

• Listen and understand
• Challenge and 

stimulate learning
• Coach
• Build self-confidence
• Provide wise counsel
• Teach by example
• Act as role model
• Share experiences
• Offer encouragement

Good Partners . . .

• Listen
• Act on advice
• Show commitment

to learn
• Check ego at the door
• Ask for feedback
• Are open-minded
• Are willing to change
• Are proactive

SUCCESSFUL
MENTORING

Myth 1: Mentors exist only for career development. Sometimes 
the mentor focuses on formal career development. Sometimes 
the mentor is teacher, counsellor, and friend. Some mentors 
assume all of these roles. This enhances both personal and 
professional development.

Myth 2: You need only one mentor. We can have multiple 
mentors in our lives. Different mentors provide different things 
to help protégés with their careers.

Myth 3: Mentoring is a one-way process. Learning flows both 
ways. The mentor often learns from the protégé, so the growth 
is reciprocal.

Myth 4: A mentor has to be older than the protégé. Age does 
not matter. Experience and wisdom matter. Do not deprive 
yourself of learning opportunities from others who have rich 
experiences.

Myth 5: A mentor has to be the same gender and race as the 
protégé. The purpose of mentoring is to learn. Do not deprive 
yourself. Seek mentors who are different from you. 

Myth 6: Mentor relationships just happen. Being in the right 
place at the right time can help, but the key to selecting a 

good mentor is what (not whom) you need. Do not be afraid to 
actively seek a mentor.

Myth 7: Highly profiled people make the best mentors. Prestige 
and success can be good, but good advice, leadership styles, 
and work ethics vary by individuals. Good mentors are people 
who challenge you according to your needs, readiness, and 
aspirations.

Myth 8: Once a mentor, always a mentor. Over time, the 
mentor should pull back and let the protégé go his or her own 
way. Although the two may maintain contact, the relationship 
changes over time.

Myth 9: Mentoring is a complicated process. The most 
complicated part is getting out of a bad mentor relationship. 
If the relationship is not productive, find a tactful way to 
disengage.

Myth 10: Mentor–protégé expectations are the same for 
everyone. Individuals seek mentors for the same reasons: 
resources, visibility, enhanced skills, and counsel. But each 
individual brings different expectations. The key is understanding 
where the protégé is now, not where he or she should be. 

 3. Request help on a particular matter. Let the mentor know that you admire 
him or her and ask for help in that arena. For example, you might say, 
“You’re good at dealing with customers. Would it be okay if I came to you 
for advice on my customers?” Keep your request simple and specific.

 4. Consider what you can offer in exchange. Mentoring is a two-way street. 
If you can do something for your potential mentor, then, by all means, tell 
him or her.

 5. Arrange a meeting. Once your specific request has been accepted, you are 
ready to meet with your potential mentor. Never go into this meeting cold. 

Source: Matt Starcevich, PhD, and Fred Friend, “Effective Mentoring Relationships from the Mentee’s Perspective,” Workforce, supplement (July 1999): 2–3. Used 
with permission of the Center for Coaching and Mentoring, Inc., http://coachingandmentoring.com.
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The Business Case

The Business Case features the business or 
financial implications of the adoption of HR 
practices. It also helps students build the 
skills necessary to recommend practices 
and projects, based on the projected costs 
and benefits, to senior management.

Ethics in HRM

Ethics in HRM provokes debate and 
discussion among students around the 
often grey areas of human resources 
management (HRM), including drug testing 
of employees and electronic surveillance 
of employees at work.

Figures

Chapters include an abundance of 
graphic materials and flowcharts, 
providing a visual, dynamic presen-
tation of concepts and HR activities. 
All figures are systematically refer-
enced in the text discussion.

Using the Internet

The Internet is referenced in all chapters, with new govern-
ment, research, and business Internet links and addresses.

Key Terms in Margin

Key terms appear in boldface and are defined in margin notes 
next to the text discussion. The key terms are also listed at the 
end of each chapter and in the glossary at the end of the text.
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Key Terms

Summary
OUTCOME 1 To expand the talent pool of organiza-
tions—the number and kind of people available for 
employment—organizations must focus on multiple 
approaches to recruitment and career management. 
Which internal and outside sources and methods are 
used in recruiting will depend on the strategy and 
goals of the organization, conditions of the labour 
market, and specifications of the jobs to be filled.

OUTCOME 2 Employers usually find it advantageous 
to use internal promotions and transfers to fill as many 
openings as possible above the entry level. By recruit-
ing from within, an organization can capitalize on the 
previous investments they have made in recruiting, 
selecting, training, and developing its current employ-
ees and rewarding them. Internal job postings, perfor-
mance appraisals, skill inventories, replacement charts, 
and assessment centres are ways in which firms iden-
tify internal talent.

OUTCOME 3 Outside candidates are recruited 
when internal talent is lacking or a firm wants to hire 
employees with expertise from other organizations for 
competitive reasons and to prevent the inbreeding of 
ideas within their organization.

To diversify its talent pools, firms also look exter-
nally for candidates. Advertisements, the Internet, 
social networks, mobile recruiting, employment agen-
cies, tapping educational institutions and professional 

associations, and rerecruiting are among the many 
ways firms recruit external candidates.

OUTCOME 4 HR managers have many tools avail-
able to them to gauge their efforts and improve 
their recruiting. Using RJPs, surveying managers and 
applicants about the process, and examining metrics 
such as the cost per hire, time to fill a position, and 
yield ratios are some of the ways in which firms 
evaluate their recruiting efforts. An ATS can help a 
firm automatically track and calculate many of these 
statistics.

OUTCOME 5 Identifying and developing talent are 
the responsibility of all managers. A career develop-
ment program is a dynamic process that should inte-
grate the career goals of employees with the goals of 
the organization. Job opportunities can be identified 
by studying jobs and determining the knowledge and 
skills each one requires. Once that is accomplished, 
key jobs can be identified, and job progressions can 
be planned. These progressions can then serve as a 
basis for developing the career paths of employees. 
Employees need to be made aware of the organiza-
tion’s philosophy and its goals; otherwise, they will 
not know how their goals match those of the organi-
zation. Mentoring has been found to be valuable for 
providing guidance and support to employees and 
potential managers.

9-box grid, 168
applicant tracking system (ATS), 

180
branding, 167
career counselling, 189 
career networking, 192
career paths, 183
career plateau, 187
employee leasing, 178 
employee profile, 164

fast-track program, 190 
global sourcing, 166
internal labour market, 166
job progressions, 183
mentors, 190
nepotism, 173
outplacement services, 186 
passive job seekers, 172
promotion, 185

realistic job preview (RJP), 178
recruiting process outsourcing 

(RPO), 164
relocation services, 186
rerecruiting, 173
sabbatical, 187
time-to-fill metric, 179
transfer, 185
yield ratio, 180

Discussion Questions
 1. Name some companies with which you have 

done business. Then discuss how you view their 
employer brands. Would you want to work for 
them or not? How might these firms improve 
their employer brands?

 2. More than 50 percent of all M.B.A.s leave their 
first employer within five years. Although 
the change may mean career growth for 
these individuals, it represents a loss to the 
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employers. What are some of the probable 
reasons an M.B.A. would leave his or her first 
employer?

 3. Companies are finding candidates through 
searches of LinkedIn profiles. They also use 
LinkedIn and other social media to screen 
candidates. Discuss the advantages and 
disadvantages of using social media as a 
recruitment channel.

 4. Explain how RJPs operate. Why do they appear 
to be an effective recruitment technique?

 5. The Ottawa Police Services recognized that 
traditional recruiting practices may not work 

in a multicultural society. New immigrants may 
not view policing as an honourable profession, 
based on their previous experiences. Sitting 
in large groups hearing about opportunities 
in the police force is not effective as many are 
reluctant to ask questions. Newcomers also 
do not know about the “ride along” program 
that most forces operate as a way to introduce 
potential recruits to the daily work of a police 
officer. Design a recruitment campaign for 
the police force that would be sensitive to 
the perceptions and needs of a multicultural 
candidate base.

We often think that successful people plan their careers in advance 
and then work toward their goals in a very logical, sequential 
manner. Although some successes are designed and implemented 
this way, others are created through insight, preparedness, and 
taking advantages of opportunities as they arise.

Assignment
 1. Form teams of four to six members. Identify three people to 

interview about their careers. One person should be in the 
early stages of his or her career, one should be in midcareer, 
and one should be in the final stages of his or her career.

 2. Ask each person to identify his or her career goals and 
how they have changed or are expected to change over 
time.

 3. Ask each person to describe the sequence of events that 
led to where he or she is. How well does that story align 
with the traditional model of careers?

 4. Ask each person what (if anything) he or she would do 
differently. Ask what advice he or she has for you about 
how to approach your career. 

HRM Experience
Career Management

IMPRIMAX
Imprimax is a family business, specializing in 
commercial printing, that has been operating for 
more than 45 years. The founder’s son, who now 
heads the company, has maintained the authorita-
tive management style introduced by his prede-
cessor. Imprimax has experienced strong growth 
thanks to the acquisition of major contracts and the 
introduction of new technologies. In addition, its 

workforce has increased from 300 to 500 employ-
ees. The company’s management team is composed 
of managers who came up through the ranks of 
the organization and are experienced in printing 
techniques.

Like all the businesses in its region, Imprimax is 
facing both internal and external challenges. Over 
the past year, its staff turnover doubled and many 
employees retired. The problem was exacerbated 

Case Study 1

Visit http://www.nelson.com/student to start using MindTap. Enter the Online Access 
Code from the card included with your text. If a code card is not provided, you can 
purchase instant access at NELSONbrain.com.
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Summary

At the end of each chapter, a brief description of each 
learning outcome provides a focused review of the 
chapter material.
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health habits. Wellness programs that emphasize exer-
cise, nutrition, weight control, and avoidance of harmful 
substances serve employees at all organizational levels.

An important dimension of health and safety is 
stress that comes from physical activity and mental 
or emotional activity. Many sources of stress are job 
related. Employers can develop stress management 
programs to help employees learn techniques for 
coping with stress. In addition, organizations need to 
redesign and enrich jobs, clarify the employee’s work 
role, correct physical factors in the environment, and 
take any other actions that will help reduce stress 
on the job. Unchecked, stress can lead to depression, 
alcoholism, and drug abuse, which, if severe enough, 
can be regarded as disabilities. Managers need to 
be aware of the signs of these diseases and be pre-
pared to help employees via EAPs or counselling 
and by making reasonable accommodations for the 
employees’ treatment.

as praise, public recognition, and awards are used to 
involve employees in the safety program. Maintenance 
of required records from accident investigations pro-
vides a basis for information that can be used to create 
a safer work environment.

OUTCOME 3 Job conditions that are dangerous 
to the health of employees are now receiving much 
greater attention than in the past. There is special con-
cern for toxic chemicals that proliferate at a rapid rate 
and may lurk in the body for years without outward 
symptoms. Health hazards other than those found in 
manufacturing operations—such as VDTs and cumula-
tive trauma disorders—present special problems that 
many firms are addressing with ergonomic solutions.

OUTCOME 4 Along with providing safer and healthier 
work environments, many employers establish pro-
grams that encourage employees to improve their 

Key Terms
burnout, 443
cumulative trauma  

disorders, 437 
depression, 440 

distress, 443 
emergency action  

plan, 434 
eustress, 443 

industrial disease, 425 
occupational illness, 420 
occupational injury, 420 
stress, 443 

Discussion Questions
 1. Ergonomics-related injuries now account for over 

40 percent of lost-time injuries in the province of 
Ontario. Prepare a list of the most common types 
of ergonomics-related injuries and then make 
suggestions about how employers can reduce 
these types of injuries.

 2. Learn about the safety programs at your 
institution. In what ways do you think they 
might be similar to safety programs in the 
workplace? In what ways might they be 
different?

 3. An unhealthy work environment can lower 
productivity, contribute to low morale, and 
increase medical and workers’ compensation 
costs. Working individually or in teams, list 
specific ways managers can

 a. Help individual employees avoid repetitive 
strain injuries caused by prolonged computer 
use

 b. Deal with employee complaints about sick 
building syndrome

 c. Address employee fears caused by 
pandemics

 4. Many students, balancing school, work, and family 
demands, experience stress. Consult the Canadian 
Mental Health Association website (https://www.
cmha.ca/) to determine your level of stress. What 
are some coping mechanisms that you use?

 5. Both unions and management express concern 
for the well-being of their employees. However, 
union reaction to the proposed introduction of 
wellness initiatives is not always positive. Unions 
fear that information collected—for example, 
as part of an EAP—will be kept and used 
against the employee experiencing performance 
problems. They also state that the real culprit in 
any employee health issue is the work context, 
not employee behaviour or lifestyle. So even 
if employees exercise and stop smoking, work 
hazards still remain. Unions also fear reprisals 
for those employees unwilling to participate 
in programs, particularly where groups are 
provided with incentives for achieving program 
aims. As the HR manager responsible for the 
introduction of a wellness initiative, how would 
you deal with these concerns?
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 1. Eighty percent of Canadian organizations have 
performance appraisal systems. List some 
reasons why 20 percent would not choose to 
implement one.

 2. Develop a list of the characteristics of effective 
service for fast-food servers at places such as 
Tim Hortons. Over your next five visits, rate 
the servers against the criteria that you have 
developed. Did your criteria meet the performance 
standards of relevance and reliability, or were they 
subject to criterion deficiency or contamination?

 3. Develop a 10-item checklist to be used to 
rate student behaviour (e.g., Always submits 
assignments on time). Rate your own behaviour 

against this list. Then ask friends and family 
members to rate your behaviour. Are there 
differences? If so, how would you explain them?

 4. Take two of the items from question 3 and 
develop a BARS for each of these items. Then 
rate yourself and ask others to rate you using the 
BARS. Did the ratings change? If so, why?

 5. Think of a friend or a family member whose 
behaviour you wish to change (e.g., your 
friend is usually late for events that you have 
organized). Using the problem-solving interview 
and the suggestions for conducting an effective 
appraisal interview, provide appraisal feedback 
to your friend.

Discussion Questions

Managing the performance of employees is a vital—yet 
delicate—responsibility. One of the toughest aspects of 
performance management is assessing why someone is not 
performing well. Although it may be easy to spot who is not 
performing well, it is not always easy to diagnose the underly-
ing causes of poor performance (such as motivation, ability, and 
external constraints). But without a correct diagnosis, it is nearly 
impossible to fix the problem. Managers also need to coach 
employees to improve their performance.

Assignment
The following are descriptions of three different employees. 
Describe what the potential causes of poor performance for each 
of the following employees might be and solutions that could 
enhance the person’s performance.

 1. Carl Spackler is the assistant greenskeeper at Bushwood 
Country Club. Over the past few months, members have 
been complaining that gophers are destroying the course 
and digging holes in the greens. Although Carl has been 
working evenings and weekends to address the situation, 
the problem persists. Unfortunately, his boss is interested 
only in results, and because the gophers are still there, he 
contends that Carl is not doing his job. He has accused 
Carl of “slacking off” and threatened his job.

 2. Clark Griswold works in research and development for a 
chemical company that makes non-nutritive food addi-
tives. His most recent assignment has been the develop-
ment of a non-nutritive aerosol cooking spray, but the 
project is way behind schedule and seems to be going 
nowhere. CEO Frank Shirley is decidedly upset and has 
threatened that if things do not improve, he will suspend 
bonuses again this year, as he did last year. Clark feels 
dejected because without the bonus he will not be able to 
make a down payment on the family’s swimming pool.

 3. Tommy Callahan Jr. recently graduated from college 
after seven years and returned home. His father, Big Tom 
Callahan, the owner of Callahan Motors, offers Tommy a 
job in the auto parts factory that makes brake pads. The 
factory is in severe danger of going under unless sales 
of the company’s new brake pads increase dramatically. 
Tommy must go on the road with Richard (Big Tom’s 
right-hand man) in a last-ditch effort to save the company. 
But Tommy proves to be unfocused, inexperienced, and 
lacking in confidence. Sales call after sales call he meets 
with rejection, even when the prospect looks promising. 
Customers express some concern about a warranty on the 
brake pads, but Richard believes that Tommy’s inexperi-
ence and awkward approach are the big problems.

HRM Experience
Performance Diagnosis
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HRM Experience 
Exercises

These skill-building exercises 
help students gain practical  
experience when dealing 
with employee/management 
concerns. Students can work 
through the exercises on either 
an individual or a team basis.

Discussion Questions

Discussion questions following the 
chapter summary offer an opportu-
nity to focus on each of the learning 
outcomes in the chapter and to stimu-
late critical thinking. Many of these 
questions allow for group analysis and 
class discussion.

STUDY FIGHTING FIRES
In British Columbia, the competition for firefight-
ing jobs is fierce, with more than 1,600 people 
applying for about 60 jobs. At one time, the provin-
cial Ministry of Forests required all job applicants 
to pass this physical fitness test:

•	 Lift a 23-kilogram bar in an upright 
rowing motion 18 times

•	 Carry pumps and hoses, weighing as 
much as 50 kilograms, over a timed 
distance

•	 Perform a shuttle run, which involves 
darting back and forth at an increas-
ingly faster pace between cones situated 
20 metres apart

The B.C. Government and Service Employees  
Union argued that the average man, with training, 
could easily pass the test, whereas the aver-
age woman, even with training, could not. Only 
35 percent of women who applied for the fire-
fighter’s job passed the test; about 70 percent of 
the men did.

The University of Victoria scientists who 
designed the tests argued that most women could 
reach the standard, although they would have 
to work harder than most men to do so. Female 

firefighters said they had to train year-round to 
pass the test, but they took this as a personal 
responsibility and as the cost of qualifying for the 
job. Their safety, as well as that of their colleagues 
and the public, depends on their strength and 
endurance. The B.C. Ministry of Forests spokes-
woman suggested that lowering the standards 
would be a mistake: “Already male firefighters are 
asking if blazes will be designated as ‘guy’ fires 
and ‘girl’ fires. We want the fittest people.”

Questions

 1. Did the standards result in safer and more 
effective firefighting crews, or were they inad-
vertently keeping women out of a tradition-
ally male job?

 2. Was this a BFOQ? The ministry was chal-
lenged on the basis of sex discrimination. 
What did the Supreme Court rule, and what 
was its reasoning?

 3. Female applicants had the chance to train and 
try the test at B.C. university campuses. Was 
this special preparation discriminatory?

 4. Did the changes made fix the underlying 
problems? Explain.

Case Study 1

Sources: “New Test for Reasonable Accommodation,” Canadian HR Reporter, http://www.cdn-hr-reporter.ca/hr_topics/
systemic-discrimination/new-test-reasonable-accommodation, retrieved July 9, 2012; Lesley Young, “Employers Need to 
Scrutinize All Job Testing for Human Rights Violations, Supreme Court Rules,” Canadian HR Reporter, Vol. 12, Iss. 17 
(October 4, 1999): 3.
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OUTREACH EFFORTS
Human Resources Development Canada awarded 
Manitoba Hydro its Vision award for creativ-
ity and innovation in its employment equity 
programs. Currently, Aboriginal people make 
up 8.3 percent of Manitoba Hydro’s workforce. 
In northern Manitoba, where there is a greater 
concentration of Aboriginal people, 27.4 percent 
of the corporation’s workforce is Aboriginal. The 
goal is to get the overall corporate representa-
tion of Aboriginal people up to 10 percent and 
up to 33 percent in the north. The creative ways 

in which these goals are being reached include 
the following:

•	 A zero-tolerance policy of workplace 
harassment and discrimination

•	 An outreach and partnership program 
with Aboriginal organizations to provide 
information about employment and train-
ing opportunities

•	 Partnerships with postsecondary institu-
tions to provide educational programs 
and career information and to brand 
Manitoba Hydro as an employer of choice

Case Study 2
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CHAPTER 3   EQUITY AND DIVERSITY IN HUMAN RESOURCES MANAGEMENT

WOMEN ON THE RIGHT TRACK 
AT CP RAIL
Women comprise nearly half of Canada’s work-
force, but over the last two decades, they have 
made no progress in obtaining senior manage-
ment roles. This lack of success may deter younger 
women from entering certain professions and from 
learning from role models. Furthermore, research 
shows that a lack of diversity can affect retention, 
productivity, and innovation. Companies with 
more female senior managers have a higher return 
on equity than those with lower rates of female 
senior managers. With this research in mind, CP 
Rail undertook three initiatives to increase the 
number of women managers:

•	 Each department must have diversity 
goals.

•	 Mentoring programs for females have 
been established.

•	 Senior women discuss their careers in 
forums.

•	 Women on Track offers networking 
opportunities.

To date, the program has been successful, 
with the number of women in senior management 
doubling over five years.

Questions

 1. Compare CP Rail’s initiatives to advance women 
with the recommended six-step program for the 
implementation of employment equity.

 2. Review the list in Highlights in HRM 3.1 
(retention strategies). What more could CP 
Rail undertake?

Case Study 3

Source: Tavia Grant, “How CP Put Women on the Executive Track,” The Globe and Mail (September 1, 2011): B1.

•	 A review of training programs to ensure 
that there are no systemic barriers

•	 Systematic recruitment efforts to intro-
duce Aboriginal people by means of 
internships, co-op placements, summer 
employment, and part-time work

The most successful program is the preem-
ployment training designed to facilitate the entry 
of Aboriginal people into Manitoba Hydro’s train-
ing programs, which are more like apprenticeship 
programs. The preemployment training provides 
academic upgrading, a rotation through three 
trades to familiarize candidates with these jobs, 
and workshops to deal with the concerns and 
issues about being away from home. A recent 
addition to the program is the utility’s “Building 
the Circle Camp,” which introduces girls in north-
ern Manitoba to opportunities in engineering, 
technology, and trades.

SaskTel is a Crown corporation providing 
cellular, phone, Internet, and multimedia services 
to 13 cities and more than 500 remote commu-
nities in Saskatchewan, many of them inhabited 
by First Nations and Métis people. SaskTel cares 
about the Aboriginal population as both customers 
and employees (8 percent of SaskTel’s workforce 

is Aboriginal, and the company has a target of 
13.5 percent, the provincial labour force rate). The 
company’s call centre can offer service in three 
different First Nations languages. Potash is another 
large Saskatchewan employer looking to hire 
more than 800 workers in the next two years. This 
company has developed a pilot project to intro-
duce Aboriginal people to the world of mining. 
The rationale is not just social justice or corporate 
responsibility but an economic growth strategy.

First Nations people are participating in the 
drive to hire and retain more Aboriginal work-
ers and have produced a two-day workshop. The 
goals are to support the business case for creat-
ing a workforce inclusive of Aboriginal people, 
to become an employer of choice for Aboriginal 
people, and to develop strategies to recruit, train, 
and advance Aboriginal workers.

Questions

 1. What are the reasons cited by the companies 
for wanting to hire Aboriginal people?

 2. Of the three initiatives described, which do 
you think will be most successful to achieve 
these objectives? Why?

Sources: Dianne Jermyn, “A Bridge between Two Worlds,” The Globe and Mail (May 18, 2011): E3; “Diversity: Master-
ing Aboriginal Inclusion,” HR Professional ( June/July 2009): 13; Shannon Klie, “Short Circuiting the Labour Supply,” 
Canadian HR Reporter Vol. 21, Iss. 22 (December 15, 2008): 6; Laura Bogomolny, Peter Evans, Andy Holloway, Zena 
Olijnyk, Erin Pooley, and Andrew Wahl, “The Best Workplaces in Canada,” Canadian Business (April 10–23, 2006): 74; 
Cheryl Petten, “Manitoba Hydro Recognized for Employment Equity Efforts,” Windspeaker, 20, no. 4 (August 2002): 31.
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