






e Gary Dessler 
Florida International 
University 

e Nita Chhinzer 
University of Guelph 

e Nina D. Cole 
Ryerson University 

PEARSON 

Toronto 



Vice-President, Editorial Director: Gary Bennett 
Editor-in-Chief: Nicole Lukach 
Acquisitions Editor: Nick Durie 
Marketing Manager: Leigh-Anne Grahan1 
Developmental Editor: Paul Donnelly 
Project Manager: Jessica Hellen 
Manufacturing Specialist: Jane Schell 
Production Editor: GEX Publishing Services 
Copy Editor: Leanne Rancourt 
Proofreader: Lila Can1pbell 
Cornpositor: GEX Publishing Services 
Photo and Permissions Researcher: Strand Acquisitions Inc. 
Art Director: Julia Hall 
Cover and Interior Designer: Nliriam Blier 
Cover Image: I-Ienrik Sorensen I Getty Images 

Credits and acknowledgments of 1naterial borrowed frotn other sources and reproduced, with pennission, in this textbook 
appear on the appropriate page within the text and on p. 541 . 

If you purchased this book outside the United States or Canada, you should be aware that it has been imported without the 
approval of the publisher or author. 

Copyright© 2014, 2011, 2008, 2005, 2002, 1992 Pearson Canada Inc. All rights reserved. Manufactured in the Canada. This 
publication is protected by copyright and permission should be obtained frorn the publisher prior to any prohibited reproduction, 
storage in a retrieval system, or transrnission in any forn1 or by any means, electronic, rnechanical, photocopying, recording, 
or likewise. To obtain permission(s) to use material from this work, please submit a vvritten request to Pearson Canada Inc., 
Permissions Department, 26 Prince Andrew Place, Don Mills, Ontario, M3C 2T8, or fax your request to 416-447-3126, or 
submit a request to Permissions Requests at www.pearsoncanada.ca. 

10 9 8 7 6 5 4 3 2 l [WC] 

Library and Archives Canada Cataloguing in Publication 

Dessler, Gary, 1942-
Hurnan resources 1nanagen1ent in Canada I Gary Dessler, Nita Chhinzer, Nina 

D. Cole. -- Canadian 12th ed. 

Includes bibliographical references and indexes. 
ISBN 978-0-13-260486-4 

1. Personnel 1nanage1nent -- Textbooks. 2. Personnel management-
Canada -- Textbooks. I. Chhinzer, Nita lT. Cole, Nina D. (Nina Dawn) UT. Title. 

T-TF5549.D49 2013 658.3 C2012-904916-6 

PEARSON 
ISBN 978-0-13-260486-4 



Dedication 
To my mother 

-G.D. 

I would like to dedicate this book to those students 
who consistently demonstrate the ability to integrate, 
analyse and transfer knowledge, both within the 
classroo1n and outside of it. Your excellence keeps 
me inspired. 

To Peggy Martin 
-N.D. C. 

-N.N.C. 





Preface 
.. 

XVtt 

Part 1 Human Resources f,Aanaae~ent ir Pers1Jective 1 
Chapter 1 The Strategic Role of Human Resources Management 1 

Chapter 2 The Changing Legal Emphasis: Compliance and Impact on Canadian 
Workplaces 25 

Chapter 3 Huma n Resources Management and Technology 56 

Part 2 Meeting Human Resources Requirements 87 
Chapter 4 Designing and Analyzing Jobs 87 

Chapter 5 Human Resources Planning 119 

Chapter 6 Recruitment 143 

Chapter 7 Selection 173 

Part 3 Developing Effective Human Resources 208 
Chapter 8 Orientation and Training 208 

Chapter 9 Career Development 238 

Chapter 10 Performance Management 261 

Part 4 Total Rewards 293 
Chapter 11 Strategic Pay Plans 293 

Chapter 12 Pay-for-Performance and Financial Incentives 322 

Chapter 13 Employee Benefits and Services 351 

Part 5 Building Effective Employee- Employer Relationships 381 
Chapter 14 Occupational Health and Safety 381 

Chapter 15 Managing Employee Separations: Foundations of Employee Engagement, 
Communication, and Turnover Management 415 

Chapter 16 Labour Relations 439 

Part 6 Global Issues in Human Resources Management 466 
Chapter 17 Managing Human Resources in a Global Business 466 

Notes 492 

Glossary 51 6 

Name and Organization Index .526 

Subject Index 529 

Photo Credits 541 

vii 





Pref ace xvii 

PART ONE Human Resources Management in Perspective 1 
11111111111111111111111111111111111111111 Chapter 1 The St .. a•egic Roe of Hurnar Resources Management 1 

The Strategic Role of Human R.esources Management 2 

A Brief History of HRM 3 

Strategic HR The HR Role Continues to Evolve 9 

Environmental Influences on HRM 11 

Global HRM Lin Congyin Prizes His Staff 15 

Growing Professionalism in HRM 18 

Chapter Summary 20 
Key Terms 21 
Review and Discussion Questions 21 
Critical Thinking Q uestions 22 
Experiential Exercises 22 
R unning Case 23 
Case Incident 24 

1111111111111111 1111111111111111111111111 Chapter 2 The Changing Legal Emphasis: Compliance and Impact on Canadian 
Workplaces 25 

The Legal Fran1ework for E1nployment Law in Canada 26 

Legislation Protecting the General Population 29 

Workforce Diversity The Evolution of Thought on Sexual Harassment in Canada 37 

Global HRM UK Court Awards $1.7 Million to Bullied Employee 39 

Employment Equity Legislation 44 

Employment/Labour Standards Legislation 47 

Respecting Employee Privacy 48 

Chapter Summary 5 1 
Key Terms 52 
Review and Discussion Questions S2 
Critical Thinking Questions 53 
Experiential Exercises S.3 
Running Case S 4 
Case Incident SS 

llllll 11111111111111111111111111111111111 Chanter 3 Hu'llan Resour"CJli Manaqement and Technology 56 
Human Resources M anagement and Technology 57 

The Strategic Importance of Technology in HRM 57 

Strategic HR Google Tackles Retention Issues with "Predictive Attrition" 58 

The Impact of Technology on the Role of HR 58 

Human Resources Information Systems (HRIS) 61 

ix 



x Contents 

PART TWO 

Selecting and Implementing an HRIS 69 

Electronic HR 73 

Entrepreneurs and HR Cronus Technologies 77 

A Brief History of the Evolution of HR Technology 78 

Trends in HR and Technology 79 

Global HRM Outsourcing HR Functions 81 

Chapter Summary 81 
Key Terms 82 
Review and Discussion Questions 83 

~ 

Critical Thinking Questions 83 
Experiential Exercises 83 
Running Case 84 
Case Incident 84 

Meeting Human Resources Requirements 87 
II 111111111111111111111111111111111111111 Chapter 4 Designing and Analyzing Jobs 87 

Fundamentals of Job Analysis 88 

Step 1: Review Relevant Background Information 90 

Strategic HR 90 

Step 2: Select Jobs to be Analyzed 93 

Step 3: Collecting Job Analysis Information 98 

Step 4: Verifying Information 105 

Step 5: Writing Job Descriptions and Job Specifications 106 

Entrepreneurs and HR A Practica l Approach to Job Analysis and Job Descriptions 110 

Step 6: Communication and Preparations for Revisions 114 

Chapter Summary 114 
Key Terms 11S 
Review and Dis cuss ion Questions 115 
Critical Thinking Questions 115 
Experiential .Exercises 116 
Running Case 117 
Case Incident 11 8 

11111111111111111111111111111111111111111 Chapter 5 Human Resources Planning 119 
The Strategic Importance of I-Iuman Resources Planning 120 

Forecasting the Availabi lity of Candidates (Supply) 123 

Entrepreneurs and HR Succession Planning and Family Businesses 127 

Strategic HR Pumping Up People Supply 129 

Forecasting Future Human Resources Needs (Demand) 130 

Planning and Implementing HR Programs to Balance Supply and Demand 134 

Chapter Summary 13 9 
Key Terms 139 



Review and Discussion Questions 140 
Critical Thinking Questions 140 
Experiential Exercises 140 
Running Case 141 
Case Incident 14 2 

11111111111111111111111111111111111111111 Chapter 6 Recruitment 143 

The Strategic Importance of Recruitment 144 

The Recruitment Process 146 

Global HRM Recruiti ng European Candidates 147 

Developing and Using Application Forms 147 

Recruiting from within the Organization 151 

Recruiting from Outside the Organization 154 

Recruiting a More Diverse Workforce 165 

Strategic HR Attracting the Younger Generation 166 

Workforce Diversity The Disconnect in Recruiting People with 

Disabilities 168 

Chapter Summary 168 
Key Terms 169 
Review and Discussion Questions 169 

~ 

Critical Thinking Questions 170 
Experiential Exercises 170 
Running Case 171 
Case Incident 172 

11111111111111111111111111111111111111111 Chapter 7 Selection 173 
The Strategic Importance of Employee Selection 17 4 

Entrepreneurs and HR Employment Testing and Interviewing 176 

Step 1: Preliminary Applicant Screening 180 

Workforce Diversity Principles for Assessment 

Accommodations 181 

Step 2: Selection Tes ting 181 

Step 3: The Selection Interview 190 

Step 4: Background Investigation/Reference Checking 197 

Step 5: Supervisory Interview and Realistic Job Preview 199 

Step 6: H iring Decision and Candidate Notification 199 

Chapter Summary 200 
Key Terms 201 
Review and Discussion Questions 201 
Critical Thinking Questions 202 
Experiential Exercises 202 
Running Case 203 
Case Incident 204 

Appendix 7.1 A Guide to Screening and Selection in Employment 205 

Contents xi 



xii Contents 

PART THREE Developing Effective Human Resources 208 
I lllll lllll llllllllllllllllllllllllllllll Chapter 8 Orientation and Training 208 

Orienting Employees 209 

Strategic HR Onboarding: The First Step in Motivation and Retention 210 

The Training Process 214 

Strategic HR The Role of Training and Orientation in a Tough Economy 215 

Step 1: Training Needs Analysis 218 

Step 2: Instructional Design 222 

Steps 3 and 4: Validation and Implementation 227 

Step 5: Evaluation of Training 227 

Training for Special Purposes 230 

Chapter Summary 233 
Key Terms 233 
Review and Discussion Questions 234 
Critical Thinking Questions 234 
Experiential Exercises 23 4 
Running Case 235 
Case Incident 23 6 

11111111111111111111111111111111111111111 Chapter 9 Career Development 238 

Career Planning and Development 23 9 

Workforce Diversity Career Development for Older Workers 240 

The Evolution of Career Developrnent 240 

Managing Transfers and Promotions 245 

Management Development 246 

Global HRM Leadership Development in the Asia-Pacific Region 247 

Strategic HR Brewing Up Management Trainee Programs 250 

Leadership Development 254 

Chapter Summary 2S 6 
Key Terms 257 
Review and Discussion Questions 25'7 
Critical Thinking Questions 257 
Experiential Exe1'cises 25' 8 
Running Case 258 
Case Incident 259 

11111111111111111111111111111111111111111 Chapter 10 Performance Management 261 
The Strategic Importance of Pe.rforn1ance Management 262 

The Performance Managen1ent Process 262 

Step 1: Defining Performance Expectations 262 

Global HRM Performance Appra isal Criteria in China 264 

Step 2: Providing Ongoing Coaching and Feedback 264 

Step 3: Performance Appraisal and Evaluation Discussion 266 



Contents xiii 

Workforce Diversity Watch for Cultura l Biases in Assessing Employees 276 

Strategic HR Jaguar Land Rover Formal Appraisal Discussion Tra ining 284 

Step 4: Detenuine Performance Rewards/Consequences 286 

Step 5: Career Development Discussion 286 

Legal and Ethical Issues in Performance Management 286 

The Future of Performance Management 288 

Chapter Summary 288 
Key Terms 289 
Review and Discussion Questions 290 

~ 

Critical Thinking Questions 290 
Experiential Exercises 291 
Running Case 291 
Case Incident 292 

Total Rewards 293 

I I I I I I II I I II I I I I I I II I II II I I II I I I I I I I II I I I Chapter 11 Strategic Pay Plans 293 
The Strategic Importance of T oral Employment Rewards 294 

Strategic HR Rewards Program Effectiveness at the World's Most Admired 

Companies 296 

Basic Considerations in Determining Pay Rates 297 

Establishing Pay Rates 299 

Pay for I<nowledge 310 

Pay for Executive, Managerial, and Professional. Jobs 311 

Pay Equity 313 

Workforce Diversity Women Work for Free as of September 17 3 14 

Chapter Summary 316 
Key Terms 316 
Review and Discussion Questions 317 
Critical Thinking Questions 317 
Experiential Exercises 318 
Running Case 319 
Case Incident 320 

lllllllllllllllllllllllllllllllllllllllll Chapter 12 Pay-for-Performance and Financial Incentives 322 
Money and Motivation 323 

Incentives for Operations Employees 324 

Workforce Diversity Targeting Incentives for Life Stage 325 

Incentives for Senior Managers and Executives 328 

Strategic HR Bank CEOs Take a Pay Cut 334 

Incentives for Salespeople 334 

Incentives for other Managers and Professionals 337 

Organization-Wide Incentive Plans 338 

Developing Effective Incentive Plans 340 



xiv Contents 

Employee Recognition Programs 342 

Entrepreneurs and HR Recognition and Incentives for Entrepreneurs 343 

Chapter Summary 345 
Key Terms 346 
Review and Discussion Questions 346 

~ 

Critical Thinking Questions 346 
Experiential Exercises 347 
Running Case 348 
Case Incident 349 

11111111111111111111111111111111111111111 Chapter 13 Employee Benefits and Services 351 

PART FIVE 

The Strategic Role of Employee Benefits 352 

Strategic HR AltaGas Benefits Drive Successful Competition for Talent 352 

Government-Mandated Benefits 353 

Voluntary Employer-Sponsored Benefits 359 

Workforce Diversity Gen Y's Benefits that Work 362 

Global HRM Defined Benefit Pension Problems and Solutions Around the World 367 

Employee Services 369 

Flexible Benefits Programs 3 73 

Benefits Administration 375 

Chapter Summary 3 7 6 
Key Terms 377 
Review and Discussion Questions 3 77 

~ 

Critical Thinking Questions 378 
Experiential Exercises 378 
Running Case 379 
Case Incident 380 

Building Effective Employee- Employer Relationships 381 
lllll lllll 1111111111111111111111111111111 Chapter 14 Occupational Health and Safety 381 

Strategic Importance of Occupational H ealth and Safety 382 

Basic Facts about Occupational H ealth and Safety Legislation 383 

What Causes Accidents? 389 

Workforce Diversity Guid ing Young Workers in Health and Safety 393 

How To Prevent Accidents 394 

Strategic HR Top Management Commitment to Safety at Steelcase Canada 

Pays Off 396 

Entrepreneurs and HR Small Business Safety Ca lculator 397 

Occupational H ealth and Safety Challenges in Canada 398 

E.mployee Wellness Progra1ns 409 

Chapter Surnmary 410 
Key Terms 411 
Review and Discussion Questions 411 
Critical Thinking Questions 412 



Experiential Exercises 412 
Running Case 413 
Case Incident 414 

Contents xv 

11111111111111111111111111111111111111111 Chapter 15 Managing Employee Separations: Foundations of Employee Engagement, 
Communication, and Turnover Management 415 

The Importance of Managing Employee Separations 416 

Managing Turnover 416 

Fairness in Employee Separations 426 

Effective Employee Communication 432 

Strategic HR Forensic Technology: Improved Engagement Fuels Company 

Turnaround 434 

Chapter Summary 435 
Key Terms 435 
Review and Discussion Questions 436 
Critical Thinking Questions 4 3 6 
Experiential Exercises 4 3 6 
Running Case 437 
Case Incident 43 8 

11111111111111111111111111111111111111111 Chapter 16 labour Relations 439 

PART SIX 

Introduction to Labour Relations 440 

Workforce Diversity Collective Agreement Puts Aboriginals First 442 

Strategic HR UFCW Forms a "Super Local" 443 

The Labour Relations Process 445 

The Impact of Unionization on HRM 460 

Chapter Summary 461 
Key Terms 462 
Review and Discussion Questions 462 
Critical Thinking Questions 462 
Experiential Exercises 463 
Running Case 464 
Case Incident 464 

Global Issues in Human Resources Management 466 

lllllllllllllllllllllllllllllllllllllllll Chapter 17 Managing Human Resources in a Global Business 466 
The Globalization of Business and Strategic HR 467 

How Intercountry Differences affect HRM 467 

Workforce Diversity Mummy Crew in Monster Trucks 468 

Global Relocation 470 

Strategic HR Employee Engagement Program Drives Business Resu lts 

at OH L 472 

Considerations in G·lobal HRM 4 74 

Repatriation 481 



xvi Contents 

Managing Global Workers within Canada 482 

Global HRM Successful Integration of Immigrants in Canada 485 

Chapter Summary 487 
Key Terms 488 
Review and Discussion Questions 48 8 

~ 

Critical Thinking Questions 48 8 
Experiential Exercises 489 
Running Case 489 
Case Incident 490 

Notes 492 

Glossary 516 

Name and Organization Index 526 

Subject Index 529 

Photo Credits 541 



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 
in1portance of human resources managen1ent (HRM) activities is einphasized 
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 forn1 for a wide audience: students 
specializing in HRM and those in business programs, supervisory/managerial 
staff, and sn1all-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 Dilemmas are presented for discussion. 

NEW TO THE CANADIAN TWELFTH EDITION .. ....................................... ..... .................. ........ ........ ................................. 
R.evised 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 I-IRM's 
contribution to the botton1 line, and HllM's critical role in strategy 
imple.mentation. 

Refor1natted 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 en1ploy
ment relationship. This includes a discussion of key legal cases, potential 
outcon1es and remedies to viola tions, 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 interac tions on a global scale, as well as the 
i1npact of immigrants on the Canadian labour force. Specific sections, such 
as performance ma nage.ment (in addition to performance appraisal), the 
iinpact of immigration on the labour force, and en1ployability 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 EDITION 
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Highlighted Themes 
• Workforce Diversity. The Work( orce 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 f-IRM policies and 
practices to achieve their strategic goals. 

• Entrepreneurs and HR. Suggestions, examples, and practical 
hints are provided to assist those in srna l.ler businesses who have 
Ji.mired tin1e and resources to in1plen1ent effective HRM policies 
and procedures. 
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• 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. 
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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 nlar

gins, and are listed at the end of each chapter. 
Current Examples. Numerous real-world exan1ples 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 nlargins. 

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 sti1n ulate 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 n1aterial and develop some hands-on skills. 

Running Case. The running case at the end of each chapter illustrates the types 
of I-IRM challenges confronted by sn1all-business owners and front-line 
supervisors. It is accom.panied by critical thinking questions, which provide 
an opportunity to discuss and apply the text n1aterial. 

Case Incidents. Case incidents can be found at the end of each chapter. These 
cases present current HRM issues in a real-li fe setting and are followed by 
questions designed to encourage discussion and promote the use of proble1n
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 knov: it. It's that inspired n1oment 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. 

MyManagen1entLab 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. Th.e 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 
MyManagementLab to create an enriched, interactive learning experience 
for students. Users can create notes, highlight text in different colours, create 
bookma rks, zoom, and click hyper linked 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 n1any additional study tools designed to engage 
learners and in1p.rove student understanding. 

Instructor St1pplen1ents 
• Instructor's Manual with CBC Video Guide. This comprehensive gujde 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 inore than 1500 inultiple
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. 

• Pearson Canada/CBC Video Library. Pearson Canada and the CBC have 
worked together to provide six video segn1ents fron1 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. 

• My Test. My Test 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 assess1nents at any tin1e, from anywhere. My Test for Human Resources 
Management in Canada, Twelfth Edition, includes more than 1500 multiple
choice, true/false, and short essay questions. 

• CourseSmart. CourseSn1art 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 n1oney, you can save tin1e 
and hassle with a digital e Textbook 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, 
CourseSn1art 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 can1pus course designers to ensure that Pearson technology products, 
assessment tools, and online course inaterials are tailo red to meet your spe
cific needs. This highly qualified tean1 is dedicated to helping schools take 
fu ll advantage of a wide range of educational resources by assisting in the 
integration of a variety of instructional 1naterials and inedia forn1ats. Your 
local Pearson Cana da sales representative can provide you with 1nore deta ils 
on this service progra1n. 

CourseSmart for Slt1de11ts 
CourseS.mart. CourseSmart goes beyond traditional expectations-providing 
instant, online access to the textbooks and course inaterials you need a t an aver
age savings of 60o/o . With instant access from any con1puter and the ability to 
search your text, you'll find the content you need quickly, no 111atter 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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Dr. Nita N. Chhinzer 
Dr. Nita N. Chhinzer is an Assistant Professor of Human Resources at the 
Department of Business, University of Guelph. Her research is concentrated 
on Strategic Human Resources Management, with a strong focus on downsiz
ing practices, procedures, and ethics. Her program of research includes secur
ing a stronger understanding of downsizing activity in the Canadian context, 
with an ai1n to affect public policy and legislation regarding layoffs. She 
has gained international recognition with conference participation including 
Athens, Greece; Paris, France; Dubai, UAE; and many North American speak
ing engagements. From May 2012-2017, Dr. Chhinzer is the recipient of the 
prestigious Fellowship in Leadership, HRM and Work. 

Dr. Nina D. Cole 
Dr. Nina Cole has over 30 years of experience in human resources manage
n1ent as a practitioner, consultant, researcher, and professor. She worked in 
business for 12 years as an HR management consultant and an HR manager 
with federal industries. Since 1990, she has worked as an academic, teaching 
and conducting research in human resources management and organizational 
behaviour. Dr. Cole is currently an Associate Professor at the Ted Rogers 
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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 ro le. 
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REQUIRED PROFESSIONAL CAPABILITIES {RPC) 

• Advises on the status of 
dependent and independent 
contractors and determ inants 
of employee status 

• Contributes to improvements 
in the organization's 
structures and work 
processes 

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

• Develops business cases for 
HR activity 

• Stays current with 
professional knowledge 

• Fosters and promotes 
the advancement of the 
profession 

• Keeps current with emerging 
HR trends 

• Guides and facil itates change 
in organizational culture 
or values consistent with 
business strategy 

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

• 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 successfu l 
organizationa l performance and 
ach ievement of the organization's 
strategic goa Is. 

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 n1anagement of people 
in organizations. I-Iuman 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
n1ent, 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.1 

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. 2 

Research studies over the past two decades have confirmed that effective 
HR practices are related to better organizational performance.3 Organizational 
benefits range from employee en1powerment to extensive training that affects the 
productivity of employees.4 The resource-based view of the firm suggests that 
human resource practices contribute to the developn1ent of e1nbedded knowl
edge of a firm's culture, history, processes, and context, which are non-imitable.5 

Company's competitive environment 
Economic, political, demographic, 

competitive, and technological trends 

+ 
Company's strategic situation 

Company's Internal strengths 
and weakne sse s 

Organizational performance 

Company's strategic plan 
For example 
• Should we expand geographically? 
• Cuc coses? 
• Diversify? 

! 
Company's HR (and other functional) 

strategies 
What are the basic courses of action 
HR will pursue co ensure that the recruiting, 
selecting, training, appraising, and 
compensation systems support the 
company's strategic plan? 
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Source:© Gary Dessler, Ph.D., 2007. 
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More specifically, three Hll 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).6 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 perfor1nance (gross 
rate of return on capital).7 

A BRIEF HISTORY OF HRM 

scientific management The 
process of "scienti fically" analyzing 
manufacturing processes, 
reducing production costs, and 
compensating employees based on 
their performance levels. 

human resources movement 
A management ph ilosophy 
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. 8 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 
exan1ple, 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.9 

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.10 

Pl1ase 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 fi ring (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. 

Pl1ase 2 
As the scientific management movement gained momentun1, 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 
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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 unen1ployment insurance progran1, 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, perforn1ance appraisal, and en1ployee 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, \.Yages 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 n1any years, the outsourcing of other specific HR functions, including pen
sion and benefits administration, recruitment, management development, and 
training, has become increasingly common.11 

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 H R 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 n1anagen1ent, and initiation of change.12 

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.13 

HR activities have beco1ne ubiquitous, where not only the HR department but 
also every line 1nanager has responsibilities related to employees as they move 
through the stages of the hu1nan-capital life cycle: selection and assinlllation into 
the organization, develop1nent 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-I-IR roles that were tradi.ti.onaJl y limited to the HR 
department, thus providing further evidence for the pern1eation of HR skills 
throughout the organization. Thus, all potential m.anagers n1ust 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 profess ionals today. Presented in priority 
order, they are business acun1en, an understanding of employment law and 
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•fl 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) 
• 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 1 0) 

• 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 
• Study new machinery and facil ities 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 sta'ff, 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) 

• Eva luate patients' needs and ensure that required nursing care is delivered (Strategy: Chapter 1) 
• 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 




