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recasting the number and type of people neegef
Managers should consider several factorgyg
1L

From a practical point of view, the demgpg|
. . o J,
service is paramount. Thus, in a manufacyg

A key component of HRP is fo
meet organizational objectives.
forecasting such requirements.
the organization’s product or

firm, sales are projected first.
these sales requirements is determined. After this, the staff needed to majp,

this volume of output is estimated. In addition to this basic requirement forg,
several other factors should be considered, including the following: 4

Then the volume of production required to

.

1. projected turnover as a result of resignations or terminations

2. quality and nature of employees in relation to what management sees asf
changing needs of the organization E

3. decisions to upgrade the quality of products or services or enter into ma
markets, which might change the required employee skill mix !
sive changes aimed at increay

4. planned technological and adminis:
productivity and reducing employze fead count, such as the installationg
new equipment or introduction of a fizancial incentive plan g

S. Fhe financial resources available to each department; for example, a bl'l?
increase may enable managers to pay higher wages or hire more people; c
versely, a budget crunch might result in wage freezes or layoffs 4

and is Fhe responsibility of highly trained specialists. Quantitative techniques‘
determining human resources requirements include trend analysis, ratio ana
scatter plot analysis, and regression analysis. These are often viewed’ as numefi
or mathematically grounded, and therefore more objective in nature. Qualiti
?PP’Oﬂc/Je‘fs to forecasting range from sophisticated analytical models to inforné
expert opinions about future needs, often involving subjective interpretatio
estimates, such as the nominal group technique or the Delphi technique. 1
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Part2  Meeting Human Resources Requirements

HE STRATEGIC IMPORTANCE OF HUMAN
ESOURCES PLANNING | .,

ources planning (HRP) is the process of.forecgsting future h“m.aﬁ
hat the organization will have the reQUirEd'i

o ensure t '
I the necessary skills to meet 1ts strategic objective, |

o

e
teessessessssrssasserssesssroete’

1an resources planning (HRP) Human res
process of forecasting future resources requirements t

\an resources requirements number of employees wit ) :
r;]sure that the organization HRP is a proactive process, which both anticipates and influences an Organiy,, |
ave the required number of. ' n’s future by s stematically forecasting the supply of and demand for emply,
loyees with the necessary skills 101 Tutd y sy o loping plans and activiti POy
ees under changing conditions and by developing pans & 1L1€S to satjg
ganization achieve its strategic goals ap |

1eet its strategic objectives. :
these needs. Effective HRP helps an or '
objectives, achieve economies in hiring new workers, make major labour my,

ket demands more successfully, anticipate and avoid shortages and surpluses of |
human resources, as well as control or reduce labour costs.
HRP has recently become 2 key strategic priority not just for HR depay. |
ments but for strategic business planners as well. The existing labour shortage
in Canada is forecast to increase to 1 million workers over the next 15 years! |
Currently, Canada is in the beginning stages of a major labour shortage. As the |
baby boom generation begins to retire, there are not enough candidates to fi|| |
vacant positions.? On average, two out of every three job openings over the next
decade will be focused on replacing retiring workers. In addition, fertility rates
in Canada continue to decline, resulting in fewer possible workers for the future
labour force. Combined, these conditions create a situation of fierce labour com- |
petition, further increasing the importance of effective HRP. HRP will be abso-
lutely essential for successful strategy implementation.’ I
As illustrated in Figure 4.1, key steps in the HRP process include analyzing
forecasted labour supply, forecasting labour demands, and then planning and

implementing HR programs to balance supply and demand.
Lack of or inadequate human resousces plasning within an organization can
result in significant costs when unstaffed positions create costly inefficiencies
and when severance pay is required for iazge aumbers of employees being laid
off. Tt can also create situations in which one deparunent is laying off employees

while another is hiring individuals with &; skills, which can reduce morale
or productivity and can often result in turnover The greater concern is that

ineffective HRP can lead to an organization’s inability to accomplish short-term

operational plans or long-range strategic plans.

The Relationship between HRP and Strategic

Planning
An HR plan (HRP) does not occur independently of the other departments
within an organization (such as finance, marketing, research and development)
The HRP must align with the overall goals of the organization as well as both the |
long-term and short-term strategic plans set by the organization. Fundamental t0 -
the business planning process is the impact and alignment of HRP (as discuss¢
in detail in Chapter 1). An organization’s strategic decision to expand, redirect,
diverge, divest, partner, or merge will have an associated effect on the HR expec
tations and plans of the organization.

Failure to integrate HRP and strategic planning can have very serious conse”
quences. For example, in Ontario, a fifth year of high school called the Ontari© |

|
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m Human Resources Planning Model

labour force (general
economic conditions,
labour m;_rket conditldns.
occupational marker '
conditions)

Fore , : : - - -
' Considerati == 8L abOunSupply Forecasting Labour Demand ;
ons o - ; : o
- Organization’s current and T"h"'q“»e’ Used Quantitative Techniques Qualitative Techniques
_expected organization aln - Skills inventory and - Trend analysis - Nominal group technique
and HR policles _management inventories - Ratlo analysis - Delphi technique
- Changes 0 the external - Replacement charts and - Scatterplots :

replacement summaries
-'Succession plans -
- Markoy analysis

- Regression analysis

/

Gap Analysis

Comparing forecasted demand to forecasted supply to determine if
there is a projected labour equilibrium, shortage, or surplus

" Solutions Analysis

Determine the next course of action to reach the point of a labour
equilibrium . ; 1o ‘

environment scanning An
assessment of external factors
influencing the organization's
ability to find and secure talent
from the external labour market,
including economic, competitive,
legislative, social, technological,
and demographic trends.

Academic Credit (OAC) year (often referred to as Grade 13) was abolished in
2003. As a result, there was a double cohort of students (from both Grade 12
and Grade 13) graduating and aspiring to attend postsecondary institutions.

fost universities and colleges adopted a strategic decision to significantly
increase admissions in 2003 to accommodate the double cohort. Postsecondary
institutions that aligned their HRP with the strategy of increased admissions
enchited from an associated increase in labour. Organizations that did not link
eir strategic decisions with HRP struggled to support the increased number of
students inside the classroom (professors and teaching assistants) and outside of
the classroom (libraries, career and learning centres, cafeterias, and so on).

th

The Importance of Environmental Scanning

Environmental scanning is a critical component of HRP and strategic planning
processes; the most successful organizations are prepared for changes before
they occur. Environment scanning involves assessing factors that affect the exter-
nal labour market as well as an organization’s ability to find and secure talent
from outside of the organization. The external environmental factors most fre-
quently monitored include the following:

economic conditions (local, regional, national, international); for example,
if the unemployment rate in a region is low, an organization would have to
be more aggressive in recruiting talent, as availability of talent may be more
scarce
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ation policies t..
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. E’i d competitors® policies may result in higher tu e diffi
ehin iy
ties in attracting talent ' i 1
ised laws and the decisions of courts and quasi-judicia] by,

o new or revised la ge rate can inflate the cost of Iap

he minimum wa
udgetary pressure to reduce labOUgf

for example, a raise in t :
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educational priorities; for example, a trend towgyg

securing higher education can _reduce the size of g
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with more specialized training “
technological changes affecting processes, Pfoducfs’,
and people; for example, a new techno'log?, deve]
oped can be implemented in the organization ang
significantly reduce labour den'1ands.thr0ugh 2l
mation of a previously labour-intensive process

demographic trends of an internal .and externy|
‘ labour force; for example, if an organization is situ-
A trend toward higher education can reduce the size of the available ated in a community largely inhabited by sen
el vores1n e st T ‘ citizens, it may face difficulties securing a diverse o
full-time workforce from the local area i

© Tyler Olson / fotolia

Steps in Human Resources Planning

HRP is critical to an organization’s success as it aligns forecasted labour sup-
ply (provided by the human resources department) with the predicted labou
demands of the organization (such as the number of employees needed and the
skill sets required). An element of HR planning that is often taken for granted
is the availability and accuracy of inforrnatics regarding the current HR situa-
tion. Understanding the current internal labour force is the basis for a number of
demand and supply estimates. Thereiore, before embarking on an HR planning
exercise, current HR levels (quantity and gu:iitv) must be assessed. ,
There are numerous sources of information available to identify existing tak
T ent or human resources in an organization. An organization chart can provide
gzsoﬁsmoh:;o?gr?tlgfgeg;li sues HR planpers anq managers With an understanding of the organizational stru¢
affecting the organization ture, business units, and possible career paths. This macro-level information can
be linked to more micro-level information, such as how many employees tht

company currently has at each level, what existing skill sets the employees have,

as well as the demographic information and job-related information about the

existing employee base. '

An organization must forecast not only future HR demand (the number 0
c.mployees a{ld t'he skill sets needed in the future) but also future HR supplf

(internal availability of workers). These two forecasts can occur simultaneousl

or é)ne after the other, depending on the resources available (time, money, peoplé

?il(l)n ?ge(r):tli)f'y(;r;]t}; ;tfitaelrl :E:)n;rnjil ell)ncli supply have been fqrecast can an organiz

. alance issues, after which plans to balance

can be developed and implemented. ‘

|
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skills inventories Manuai or
computerized records summarizing
employees’ education, experience,
interests, skills, and so on, which
are used to identify internal
candidates eligible for transfer or
promotion.

management inventories Records
summarizing the qualifications,
interests, and skills of management
employees, along with the num‘ber
and types of employees supervised,
duties of such employees, total
budget managed, previous manage-
rial duties and responsibilities, and
managerial training received.

Chapter 4 Human Resources Planning and Recruitment 19
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ing o trirz) iri)d long-rar}ge HR dema}nd forecasts only provide half of the staff-

A majo); 225“"3““_5 ;he question, “How many employees will we need?”
nce X . y .

Souzces of sepmls I 1s how projected openings will be filled. There are two

1.

I -
nternal—present employees who can be trained

. transferred
meet anticipated needs i ,or promoted to

2. E — '
nizt:tr'nal : peop%e in the labour market not currently working for the orga-
1on, including those who are employed elsewhere and those who are

unemployed, who can b joi izati
e expected to join the organization to meet antici-
pated needs s anhet

willvzlel:rllz ;ﬁti‘r’izltllifloiﬁcasting iFienFifies w(ilich members of the internal workforce
labous fome et ¢ organization and where, an awareness of the extem.al
p organizations identify challenges that the expected recruit-

ment of candidates into the internal labour force may bring. Such challenges
could include the number of graduates in a specific program, the literacy levels
of the local or target population, as well as general economic trends. These exter-
nal factors can impact how much compensation an organization must provide to
secure top talent. As well, in times of low unemployment the internal workforce
may be more inclined to seek employment elsewhere, perceiving favourable ease
of movement. Therefore, trends in the external labour force have a direct impact
on projections of the internal labour force.

Forecasting the Supply of Internal Candidates

Before estimating how many external candidates will need to be hired, manage-
ment must determine how many candidates for projected openings will likely
come from within the firm. This is the purpose of forecasting the supply of
insernal candidates. This can be accomplished using tools such as a skills/man-
agement inventory, replacement plan/summaries, succession plans, or Markov
asialysis. Each of these is discussed in detail below.

Skills inventories and Management Inventories

Gkills inventories contain comprehensive information about the capabilities of
current employees. Data gathered for each employee include name, age, da.te of
employment, current position, present .duties .a‘n'd I‘CSPOIl'SlbllltleS, educatlopal
background, previous work history, skills, abilities, ar_ld interests. Infqrmatlon
about current performance and readiness for promotion is ger'xerally included
as well. Data pertaining to managerial staff are compll.ec-i in man.agement
inventories. Records summarizing the backgro‘und, quz.ahflcatlons, mteres'tsi
and skills of management employees3 as well as 1nforms}tlon'ab<?ut marllager:;
responsibilities and management training, are us‘e.d to identify internal candi
dates eligible for promotion or transfer oPportun{txes. . wodated regulart

To be useful, skills and management inventories must be up dafe . E y:

i do so can lead to present employees bem'g overlooked for job open
R i rally adequate if employees are encouraged
ings. Updating every two years is generally
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replacement charts Visual
representations of who will replace
whom in the event of a job opening.
Likely internal candidates are
listed, along with their age, present
performance rating, and promot-
ability status.

Cenera www.cenera.ca

replacement summaries Lists

of likely replacements for each
position and their relative strengths
and weaknesses, as well as
information about current position,
performance, promotability, age,
and experience.

succession planning The process
of ensuring a suitable supply of
successors for current and future
senior or key jobs so that the
careers of individuals can be
effectively planned and managed.

An Ethical : Dilemma

as new skills learned '01"c<'51§

ifications changes (such

ificant qual
A ] s they occur.

o the HR department a

rts and Replacement Summaries
ly used to keep track of potential i“tﬁ‘-mal Candi‘;ﬁ :
s most critical positions. It assumes that .the organization Cha‘r; :
a long period of time and usually identifies three potel |
level position, should it 'become vacant. Such Charts".é
potential internal candldaFf{s (which cannot be el
lection or promotion decisions but is necessary td:'.i
nt dates), the current perfm.-mance leve] ; |
otion potential. The latter is based op thej
nd a supervisory assessment of rea dinesg'f

|

to report sig
completed) t

Replacement Cha

Replacement charts are typica

dates for the firm
will remain static for
tial candidates for a top-
typically indicate the age of
as a criterion in making se
project potential or likely retireme
the employee, and his or her prom
employee’s future career aspirations a
for promotion.

To provide a mor
may be supplemented

cialists, and other selection techniques. . .‘
de an excellent quick reference tool
)

Although replacement charts provi '
they contain very little information. For that reason, many firms prefer to yg |

replacement summaries. Such summaries list likely replacements for each positiop

and their relative strengths and weaknesses, as well as information about currep;
position, performance, promotability, age, and experience. These additional daty |
can be extremely helpful to decision makers, although caution must be taken ty
ensure that no discrimination occurs on the basis of age, sex, and so on,

e objective estimate of future potential, this informatig, 1
by results of psychological tests, INterviews with HR vl

Succession Plans
Forecasting the availability of inside candidates is particularly important in suc-
cession planning. In a nutshell, succession planning refers to the plans a com- -
pany makes to fill its most important executive positions. It extends beyond the
replacement chart by focusing on developing people rather than simply identify-
ing potential replacements. As a result, there is a stronger focus on skills develop-
ment for a specific list of potential succesears within an organization.
In the days when companies were hierarchical and employees tended o
remain with a firm for years, execusive succession was often straightforward:
Staff climbed the ladder one rung at = time, 2nd it wasn’t unusual for someone’
to start on the 'shop floor and end up in the president’s office. Although that |
kind of ascent is still possible, employee turnover and flatter structures mean’
that the lines of succession are no longer as direct. For-i
example, potential successors for top positions might be
routed through the top jobs at several key divisions, &

You were recently asked to identify one employee under your
management as a top performer to align with a new company
program offering top performers intensive management skills
training. The employee you identified for this role is unaware of
the program. This morning, she confided in you that she has just
app!ted for graduate school. Five months from now, she will find
out if she has been accepted, and she would start’the program
one month after that. Would you change your identification of
the top performer in your team based on this information? Why

or why not?

well as overseas, and sent through a university graduate:
level, advanced management program. :
Snccession planning 1S extremely important tOdaYr;
affecting both large and small organizations. The:
Entrepreneurs and HR box highlights some of the chd
lenges t.hat entrepreneurial organizations often face Wi
succession planning. Because succession planning requi
balancmg Fhe organization’s top management needs wit
the potential career aspirations of available candidat®
succession should include these activities: e

i e
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Chapter 4 Human Resources Planning and Recruitment 81
» analysis of the demand for managers and professionals in the company
« audit of existing executives and projection of likely future supply
s of future

15 . . )

_? + planning of individual career paths based on objective estimate
needs, performance appraisal data, and assessments of potential

career counselling and performance-related training and development to pre-

pare individuals for future roles

» accelerated promotions, with development targeted at futu
people with the potential to

re business needs

« planned strategic recruitment aimed at obtaining
meet future needs as well as filling current openings*
replacement summaries, and suc-

| Tlps : FOR THE FRONT LINE It should be noted that replacement charts,
| in most organizations.

cession plans are considered highly confidentia

Markov Analysis

Estimating internal supply involves much more than simply calculating the num-

Markov analysis technique to track the

fM?:::;ianna.':tSiSAmeLhOd of ber of employees. Some firms use the

tEat involvi; trzrgl?in: ﬂ? : ;thjtr; [:2’ pattern.c?f employee movements through various jobs and develop a transitional

of employee movements through probal_)lllty matrix for forecasting internal supply by specific categories, such

various jobs and developing a as position and gender. As illustrated in Figure 4.2, such an analysis shows the

transitional probability matrix. actual number (and percentage) of employees who remain in each job from one
promoted, demoted, transferred,

year to the next, as well as the proportions

Hypothetical Markov Analysis for a Manufacturing Operation

> 2014 ‘
/ . Plant i3 Team Production SR
2 0’|3 Maﬁéger Forepersan Leader Worker Exlt =
P 0% // // 20%
i e & 2 |
i g
Sy ¥ o
i wre 7 82% / 10%
R
73 28
// §
Team 11% 70% 7% 12%
Leader
(n=110) 12 77 8 13
Production 6% 72% 22%
Worker
(n=86l) 52 620 189
Projected
Supply 7 40 129 628

Percentages represent transitions (previous year's actuals).
Actual numbers of employees are shown as whole numbers in each block

(projections for 2014 based on current staffing).
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and leaving the organization. These proportions (pr obabilities) are used to foreey,

human resources supply.

ENTREPRENEURS [ 111 REEEN R ——
cin o be a source of immense stress for family DUSiﬁ

Succession Planning and Family Businesses O e, Therefore, many choose o ignor the gy
In the second quarter of 2010, small businesses cre- of succession planning altqgether. )
ated 35 549 jobs, while large firms created only 2 Second, a family business is a'great source of Pride
728 jobs. During that period, small businesses in the for the business owner and is 'often their Singlé:%?
construction sector alone accounted for 23 014 new largest asset. The concept of retirement or Walki;{' #l

jobs, while those in the healthcare and social assis- away can be incomprehensible to those who bu-“m

tance sectors introduced 9 755 new jobs. the business. y '
Multigenerational ~ family-controlled busines§es 3. There may not be a qualified or interested Successor
often struggle with succession planning. Only‘One'th"d within the family. :
of family-owned businesses survive the transition to the _ ui _ .
second generation. And of these, only one-third survive While these are d_'ff'C”|t issues to deal with, fam"Y.-‘,’% |
the transition to th-e third genera'tion 5 businesses must begin to take an informed and strate. "
There are many reasons for these failures. gic approach to these ISsues. 4

:
Vv

8
i

1. Determining who will inherit the business and how
ownership will be determined among children can

00000000 i |

In the example provided, there were 35 employees in the foreperson OCCupa'-:,;
tion in 2013. Out of these, 82 percent (28 employees) are expected to remainiy
that position next year (based on past levels of activity). The organization cap |
anticipate that 8 percent of the foreperson population (which would be 3 out of
the 35 employees in 2013) would be promotable to the role of plant manager
In addition, the past trends show that 10 percent of employees at this level are:

lost to turnover (representing 4 employees who are expected to leave the orga-
tion, out of the 110 team leaders

nization before the start of next year). in addit
(the level below), 11 percent (12 emplovesst would be eligible for promotion’
to a foreperson position. Therefore, next year’s projected supply of forepersons|
would be the 28 from this year who are projected to stay in that role plus the.
12 team leaders who are projected to be eligible for promotion over the year, for|
a total supply of 40 forepersons. %

To complement such quantitative data, the skills and capabilities of current|
employees must be assessed and skills inventories prepared. From this informs-|
tion, replacement charts or summaries and succession plans can be developed. -

prsabiti i 55

i e S S

Forecasting the Supply of External Candidates

Some jobs cannot be filled with internal candidates because no current employ-|
ees are qualified (such as those holding entry-level jobs) or they are jobs that!
experience significant growth. In these situations, the firm looks for externa,,%j
candidates. Employer growth is primarily responsible for the number of entf"|
level openings. A key factor in determining the number of positions that must ™
filled externally is the effectiveness of the organization’s training, developmett
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a[ld career 'n he r
'plannl initiati
g Initiatives, If employees are not encouraged to expand t i

Capabilities

; they may not b .

e ready t i .

Sources must be tapped. ¥t il vicancies ag they arise, and external

To project the su

. ly of outsi i
conditions, pply of outside candidates, employers assess general economic

1 o
abour market conditions, and occupational market conditions.
General Economic Conditions

General ; ..

ity, Whicic}?::en;l:l: icrznglt:ons rﬁ.fer tp the natural f}uctuations in economic activ-

rates, wage rates ratepofc' 0f111 al businesses. These include factors such as interest

lower the rate of’unem 1m ation, and unemployment rates. In general terms, the

ficult it will b ployment, the sm.all‘er the labour supply and the more dif-
€ to recruit employees. It is important to note that unemployment

rates va i i i
e Wbby occupation and geographic location and can result in an organiza-
inability to fill certain positions.

Labour Ma .
Statistics Canada rket Conditions

www.statcan.gc.ca ISJSE}?\;Z r:;‘rll:et.coniiiticfns refer to the demf)graphics of those in the population,
can be forecast with a relatively high degree of
accuracy. Fortunately, a wealth of national labour market information is avail-
able from Statistics Canada and other government or private sources. Regional
chambers of commerce and provincial/local development and planning agencies
can be excellent sources of local labour market information.
A crucial reality is that a large portion of the population is expected to
retire over the next decade, significantly decreasing the size of the labour force.
Graduating students (from any level of education) who are just joining the work-
force are projected to account for 5§50 000 new entrants to the labour market

ERNL g iR B NI e e o e et Y RN

And even then it takes another six months to ramp up .
to regular production, says Thompson. Sorin supports

i its employees with in-house English-language train-
at Burnaby, BC-based Stin Group, “Canada isn't well  ng through a partnership with immigration services,
known for its bivmedical engineers so even when We  and provides subsidies to foreign-trained engineers
hire now, to ask for madical device experience, We  who want to pursue an engineering degree in British
wouldn't get it. Sc we hire an engineer of scientistand  columbia. :
train on the rest of it.” The company has come to real- “We're getting better teedback on problems on the
ize the benefits, and necessity, of new immigrapts as  fjoor because the employees are more comfortable
a major source of talent. “Our cubl(tgre "'sk:’e;yad;:‘zgs:a speaking to the rtesearcTh:rs an?_ ;uentllsts Tn(fi :;;g;gg: -

ent of our staff speak English @ who come in on tours. The confidence level 0

f;?"ogl:ltazgy F;:BC:?T\ production people 10 vice-;_)residentst, Sdo has gone up and they are ve"ry devoted to the company
we don’t look for Canadian-born, Canadian-educated,  and the product they make,” says Thompson.

Canadian experience because in these economic times

~ that would set us back,” she says.h“l wogl:rir;exer have
[ iti ar with those criteria. -
B posmons la.St " it takes three or four months Source: Adapted with permission from S. Dobson, “Pumping Up
inne > S e ot . nd gloves in a super-  People Supply at Sorin Group Canada to Build Heart Valves,”
aring gowns 8 : . e
P Wo'rkers' \;IV: cangmake a product that is usable. Canadian HR Reporter, February
- gl l\\l\llll\\llllllllll||||||l|l||||llll\lll\\\\lﬂ|\llll\llll\l\ll\l\l\\ll\lll\\l\\\\l\!l\ll\l|l\“l\lllll\l\\m\llll|Hlm\l\\l\\l\\ll\l\ll\l\“\ll\\\\l\\\l\l\l\\\\\“\l\\lm\\ll\

Pumping Up Paas

According to Judiit ¢

‘ e
III||I|||llIIIlIII|ll|I|lllllI|ll||llllilIlllllllllllll|IIII|llllll|IIllIIIIIllllll\lIlIIIlII!lll\llllllllllllllllllllllHml!l
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Identifies the organization’s
staffing needs

eeting Human Resaurces Requirements
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ed to account for 131 500
le of a company that has ¢qp «
urce of talent is provig

-annually. In contrast, new immigrants are expect
~ entrants to the labour market per year. An examp
to realize the benefits of new immigrants as a major SO

in the Strategic HR box.

Occupational Market Conditions o ¢
In addition to looking at the overall labour market, orgar.uzatlorfs.also generally
want to forecast the availability of potential candidates 1n spec1f1c. OccUpatiopg
(engineers, drill press operators, accountants, and so on) for which they will
be recruiting. Alberta has recently faced a severe labour sho'rtage of w.oerrs in
the oil and gas sector.” Furthermore, the mining, construction, ClCCtI’lC]Fy, and
manufacturing industries, as well as the non-profit sector are also experiencing -
significant labour shortages.® A shortage of information techno}ofg}f workers s
projected to cost the Canadian economy $10 billion per year qntll 1t 18 resolved 9 ]
Shortages of civil service workers, accountants, lawyers, engineers, meteorolo.
gists, funeral directors, and hospitality industry workers are also expected.10

FrYRIT s

of HRP is forecasting the number and type of people needed tq 1
meet organizational objectives. Managers should consider several factors when |
forecasting such requirements. From a practical point of view, the demand for
the organization’s product or service is paramount. Thus, in a manufacturing
firm, sales are projected first. Then the volume of production required to meet
these sales requirements is determined. After this, the staff needed to maintain |
this volume of output is estimated. In addition to this basic requirement for staff,;
several other factors should be considered, including the following:

A key component

y

Ee |
s |

1. projected turnover as a result of resignations or terminations
2. quality and nature of employees i retarion 1o what management sees as the
changing needs of the organization
3. decisions to upgrade the quality of pr
markets, which might change the requirsd eimnployee skill mix 4
4. planned technological and administrizive changes aimed at increasing i
productivity and reducing employee bead count, such as the installation of |
new equipment or introduction of a financial incentive plan A

cducrs or services or emter into new |

S. the financial resources available to each department; for example, a budgét’";
increase may enable managers to pay higher wages or hire more people; con- J
versely, a budget crunch might result in wage freezes or layoffs 1
In large organizations, forecasting demand is primarily quantitative in natute |
and is the responsibility of highly trained specialists. Quantitative techniques fotff‘i
determining human resources requirements include trend analysis, ratio amalysisxj
scatter plot analysis, and regression analysis. These are often Viewed’ as numerically
or mathematically grounded, and therefore more objective in nature. Qualitatii/é?
.approachgs to forecasting range from sophisticated analytical models to informa,f
expert opinions about future needs, often involving subjective interpretations‘o'ff
R

estimates, such as the nominal group technique or the Delphi technique.
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trend analysis The stud .

y of a firm"
pas_t employment levels over a ms
period of years to predict futyre
needs.

ratio analysis A forecasting
technique for determining future
staff needs by using ratios between
some causal factor (such as

sales volume) and the number of
employees needed.

scatter plot A graphical method
used to help identify the
relationship between twe yvalisnies.

Chapter4 Human Resources »P.l'annlnrg and Recruftment '5

Quantitative Approaches

Trend Analysis

Tre is i
nd analysis involves s

: tudyin irm’
to five years to bredics ying the firm’s employment levels over the last three

trends thes ighs oot futgre needs. The purpose is to identify employment
inue into the future, assuming that the past is a strong

predictor of th

since employm:nﬁtur?' Trend analysis is valuable as an initial estimate only,

fors (such o o evels rarely depend solely on the passage of time. Other far:.Z
ges in sales volume and productivity) will also affect future

I'ld al'lal Sl i i y i

Ratio Analysis

Ratio fhs .
factora(l;iyl:ls involves making forecasts based on the ratio between some causal
as sales volume) and the number of employe ired (f 1
the number of salespeople). Rati lysi 1 ployees required [for X8
employee requirementsp L'i( atio zna ylsw can also be usetd to help forecast other
fivily vemain ah h ike trend analysis, ratio analysis assumes that produc-
i there ame oo f<_)ut the same; it is, however, more useful than trend analysis
For examn] significant changes between' Past patterns and future expectations.
ple, suppose a salesperson traditionally generates $500 000 annually in
sales and that the firm’s plans call for increasing sales by $3 million in the coming
year. If the sales revenue-salespeople ratio remains the same, six new salespeople
WO}lld be required (each of whom produces an extra $500 000 in sales). With
ratio analysis, additional consideration can be given to changes in productivity.
Using the example above, if we expect that the launch of a new technology and
additional training programs will increase productivity by 20 percent, we can
determine that in the future sales per employee will be $600 000. Based on the
projected $3 million increase in sales, we would now need five additional employ-
ces rather than the six predicted when things were static.

The Scatter Plot

Scatter plots can be used to determine whether two factors—a measure of busi-
ness activity and staffing levels—are related. If they are, then when the measure
of business activity is forecast, HR requirements can also be estimated.

An example to illustrate follows. Legislative changes to the Canadian health-
care system require that two 500-bed hospitals be amalgamated. Both previously
had responsibility for acute, chronic, and long-term care. The government’s plan
is for Hospital A to specialize in acute care while Hospital B assumes respor.lsi-
bility for chronic and long-term care. In general, providing acute care requires
staffing with registered nurses (RNs), while chronic and long-term care facilitie:
can be staffed primarily with registered practical nurses (RPNG).

By the end of the calendar year, 200 beds at Hospital A must be converte
from chronic and long-term care beds to facilities for acute patients. At the sam

time, Hospital A’s 200 chronic and long-term patients must be tranﬁferred t
H : ital B. In a joint meeting, the directors of nursing and HR decide tha:xt
o ' would be to calculate the relatio

i i lanning process
ood starting pont i the p
gh' between hospital size (in terms of number of acute beds) and the pumber
e their counterparts at eight hos

I I Is to
ired. After placing telephone cal . ts al os
iisi;el(i?ger centres actoss the country, they obtain the following informatio
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regression analysis A statistical
technique involving the use of a
mathematical formula to project
future demands based on an
established relationship between
an organization’s employment
level (dependent variable) and
some measurable factor of output
(independent variable).

Determining the Relationship between Hospital Size and

AU B R R

Id be necded, they use the data ob"t'

. RNs wou : :
To determine how many ¢ 4.3, in which hospital size is shoy 8

wn in Figur
to draw the scatter plot shown in ' 3 . g
. wn on the vertical axis, If ¢
the horizontal axis and number of RNs is shown o s. f the

factors are related, then the points will tend to f.all. along ad§tra1ght line, 5 ‘
do in this case. Carefully drawing a line that minimizes the istances %,eme &
line and each of the plotted points (the line of I?est flt.) permits an estimate ofy

number of nurses required for hospitals of various s1Z€s. Thus, since Hos‘pif‘
will now have 500 acute-care beds, the estimated number of RNs needed i 5

Regression Analysis
Regression analysis is a more sophisticated statistical technique to determine

line of best fit, often involving multiple variables (rather than just two, as p'et‘:/
example above). Using this statistical tool to determine the effect of one varig
on another, the investigator is able to determine the magnitude and directiong
the relationship between variables to develop future predictions. In the contey
of HRP, regression analysis involves the use of a mathematical formula to projg
future demands based on an established relationship between an organizatior

B
e ok

ieber of Registered Nurses
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nominal group technique A
decision-making technique

that involves a group of experts
meeting face to face. Steps include
independent idea generation,
clarification and open discussion,
and private assessment.

In the nominal group technique, €ac
dently, followed bygroup discussion

h member presents ideas indepen- _ v
and evaluation of ideas. following steps:

Chapter4  Human Resources Planning and Recrultment 87

employm .
(in(li)epzn;m le\’e.l (dependent variable) and some measurable factors of output
ent variables), such as revenue, sales, or production level.

Qualitative Approaches

ﬁlv: 222;?; floesquimi‘alti"e approaches, which use statistical formulas, qualita-
cast humag r rely solely on expert judgments. Two apProaches used to fore-
techiques A;itshourcis demand. (O.r supply) are the nominal group and Del'phl
it also ol .S koug managerial ]u.dgr_nent is cc?ntral to qualitative forecasting,
histori ly a key role when quantitative techniques are used. It’s rare that any

orical trend, ratio, or relationship will continue unchanged into the future.

Jlﬁdgment is therefore needed to modify the forecast based on anticipated
changes.

Nominal Group Technique

T‘he nominal group technique involves a group of experts (such as first-line super-
visors and managers) meeting face to face. Although one of its uses is human
resources demand forecasting, this technique is used to deal with issues and
Problems ranging from identifying training needs to determining safety program
incentives. The steps involved are as follows:!!

1. Each member of the group independently writes down his or her ideas on the
problem or issue (in this case, estimates of demand).

2. Going around the table, each member then presents one idea per round. This
process continues until all ideas have been presented and recorded, typically
on a flipchart or chalkboard. No discussion is permitted during this step.

3. Clarification is then sought, as necessary, followed by group discussion and
evaluation.

4. Finally, each member is asked to rank the ideas. This is done independently
and in silence.

The advantages of this technique include involvement of key decision makers,
s frure focus, and the fact that the grou discussion involved in the third ste
group 1%

can facilitate the exchange of ideas and greater acceptance of results. Drawbacks

include subjectivity and the potential for group pres-
sure to lead to a less accurate assessment than could be
obtained through other means.

Delphi Technique

Although short-term forecasting is generally handled
by managers, the Delphi technique is useful for long-
range forecasting and other strategic planning issues. It
typically involves outside experts as well as company
employees, based on the premise that outsiders may be
able to assess changes in economic, demographic, gov-
ernmental, technological, and social conditions, and
predict the potential impact of these external changes
more objectively. The Delphi technique involves the
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88 Part 2 Meeting Human Resources Requirements

(in this case, estimates of demand), and each g 1

Delphi technique A judgmental 1. The problem is identified
tential solution by completing a carefy

ft;recasting method used to arrive member is requested to submit a po
at a group decisi i . '
involsing%gf;'ds;o:{ptgftlscglslywell designed questionnaire. Direct face-to-face contact is not permitted,

2. After each member independently and anonymously completes the in

as organizational employees. Ideas - lized locati
are exchanged without face-to- questionnaire, the results are comp iled at a centra iz5¢ fOCAHION.
f the results.

ity

face.interaction, and feedback is 3. Each group member is then given a copy O |
provided and used to fine-tune 4. If there are differences in opinion, each individual uses the feedback fro
Independent judgments untl 2 other experts to fine-tune his or her independent assessment. q
consensus is reached. 5. The third and fourth steps are repeated as often as necessary until a conseng,

is reached. i‘

As with the nominal group technique, the adva;i,:'
e Delphi technique include involvemen; ¢
key decision makers and a future focus; in additigy
though, it permits the group to critically evaluate e;
wider range of views. Drawbacks include the fact thy
judgments may not efficiently use objective data; the
time and costs involved, and the potential difficulty i

integrating diverse opinions.

tages of th

Gap Analysis: Summarizing Human
Resources Requirements !

The end result of the forecasting process is an estimate‘
of short-term and long-range HR requirements. Long-
range plans are general statements of potential staffing
needs and may not include specific numbers. A
representation of all jobs within the Short-term plans—although still approximations—are more specific and are
organization, along with the number often depicted in a staffing table. A staffing table is a pictorial representation of|
of current incumbents and future all jobs within the organization, along with the number of current incumbents

employment requirements (monthly et femevith i o
oryearly) for each. and future employment requirements {znonthly or yearly) for each.

PLANNING AND IMPLEMENTING HR PROGRAMS
TO BALANCE SUPPLY AND DEMAND |

© iceteastock / fotolia

In the Delphi technique, after each member independently and
anonymously provides their forecast, the results are compiled at a

centralized location.

staffing table A pictorial

lllllllllllllllllllllll CRCRC U R N R 5
casevevel

Once the supply and demand of human resources have been estimated, prngam
p!am.ling and implementation begin. To successfully fill positions internally, orgé
nizations must manage performance and careers. Performance is managed throu '
effectively designing jobs and quality-of-working-life initiatives; establishing per
formance standards and goals; coaching, measuring, and evaluating; and imple:
menting a suitable reward structure (compensation and benefits). 7

T(? manage careers effectively, policies and systems must be established for
recru1tmctnt, selection and placement (including transfer, promotion retirementy
and termination), as well as training and development. Policies and,systems are)
also required for job analysis, individual employee assessment replacement and
succession planning, and career tracking, in addition to car,eer lanning 4" |
development. ’

[5 SS5T- thamm
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Ouarmry

Once the
uture demand and supply of human resources has been estab-

lished, managers and HR ex
: perts wo i
roquired 0 o the equillbrium poi[nkt together to determine actions

Cffnployees skrould be maintained by promoting Of trans
of the organization as well as recr

Chapter 4 - Human Resources Planning and Recruitment 69

Supil;;cf:a s;rategic:ls must be formulated to balance
emand considerations. As i i
. . As illustrated in

Figure 4.4, there are three possible scenarios:

1. projected labour demand m

atches proj
D equiibrium) projected labour
2. projected labour supply exceeds projected demand

(surplus)
3. projected labour demand exceeds projected supply

(shortage)

Labour Equilibrium

Although it is extremely rare to have a labour equi-
librium, when the expected supply matches the actual
demand, organizations do not need to change their
course of action. Existing plans to replace outgoing
ferring internal members

uiting external labourers.

m_Balancing Supply and Demand Considerations

Conditions

Labour Equilibrium (when labour demand equals
labour supply) ‘

Labour Surplus (when labour demand is less than

labour supply)

Labour Shortag€ (when labour

labour supply)

demand is greater than

Possible solutions

« Vacancies are filled internally through training,
transfers, of promotions of externally through

hiring

e Hiring freeze: reassign current workers to job

openings
o Attrition: sta

or death
o Early retirement buyout programs: entice those
close to retirement to retire early with 2 buyout
full or reduced pension,

ndard employee resignation, retirement,

program, access to
and/or continuation of benefits

« Job sharing, work sharing, of reduced workweek
programs: reducing work from the standard
full-time workload to a less than full-time work

o Layoff: temporary of permanent withdrawal of
employment due to business oF economic reasons

« Termination: permanent separation from the
organization because of job performance reasons

e of absence: voluntary, temporary withdrawal

o LeaV
ith guaranteed job u

of employment W

pon return

o Scheduling overtime hours
« Hiring temporary workers
. Subcontracting work

o External recruitment
o Internal promotions or transfers
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hiring freeze A common initial
response to an employee surplus;
openings are filled by reassigning
current employees and no outsiders
are hired.

attrition The normal separation of
employees from an organization
because of resignation, retirement,
or death.

early retirement or buyout
programs Strategies used to accel-
erate attrition that involve offering
attractive buyout packages or the
opportunity to retire on full pension

with an attractive benefits package.

- 10 ENSURE LEGAL
Hints: Bertiaee

job sharing A strategy that involves
dividing the duties of a single
position between two or more
employees.

work sharing Employees work three
or four days a week and receive El
benefits on their non-workday(s).

reduced workweek Employees work
fewer hours and receive less pay.

Tips FOR THE FRONT LINE

layoff The temporary or permanent
withdrawal of employment to
workers for economic or business

reasons.

Labour Surplus

A labour surplus exists when the internal sul;:ap.l}.' of emp!oye:es exceeds the
zation’s demand. Most employers respond 1n1t1‘all}-' by instituting a hiring
which means that openings are filled by reassigning current e.‘T"PlOyee‘s o
outsiders are hired. The surplus is slowly reduced' thropgh attx:mon, Which 3 B
normal separation of employees because .Of reSlgna’fflfiln,d retl:;ertrlxent, OF e
When employees leave, the ensuing vacancies are not 1t'e nanI t Z staffing s
decreases gradually without any 1nv91untary t;rfmrila ;Cihs.f'n ahdmon 3
time it takes, a major drawback of this approac is that the firm has ng ¢

over who stays and who leaves. “ |

Some organizations attempt to accelerate attrition by offering incentyy,

employees to leave, such as early retirement or buyoutflzro_grams, Sta_fﬁngl
are reduced and internal job openings created by offering attractive py
packages or the opportunity to retire on full pension :;rvrdtl) an attractive bepgd
package at a relatively early age (often. 55. or 60). To be succ.essful, buyoy:
must be handled carefully. Selection criteria should be established to gpe:

that key people who cannot be easily replaced do not leave the firm. A

back of buyouts and early retirement packages is that they often require 5 gr'

deal of money up front. Care must also be taken to ensure 'fhat early retiremen
is voluntary, since forced early retirement 1s a contravention of human .

legislation.
Another strategy use
the total number of hour

d to deal with an employee surplus involves redy, m
s worked. Job sharing involves dividing the duties ofy
single position between two or more employees. Reduc'ing full-time positionsi
part-time work is sometimes more effective, especially if there are peak demag
periods. Creating a job-share position or offering part-time employment g
be win-win strategies, since layoffs can be avoided. Although the employey
involved work fewer hours and thus recéive less pay, they are still employed, af
they may enjoy having more free time at their disposal, while the organizatio

benefits by retaining good employees.

Twenty-five years ago, the federal government introduced a work-sharing
scheme, a layoff-avoidance strategy that mvolves employees working three o
four days a week and recerving emuployment insurance (EI) benefits on the
non-workday(s). Between Febiuary 1, 2005, and April 3,2010, the program va
temporarily extended to provide 54 waeks of benefits.!® Similar to work sharing

i

but without a formal arrangement with rhe government regarding EI benefits)
2 reduced workweek. Employees simply work fewer hours and receive less pa
The organization retains a skilled work{orce, lessens the financial and emotion
impact of a full layoff, and reduces production costs. One potential drawbacks
that it is sometimes difficult to accurately predict in advance how many hours8
work should be scheduled each week.

Another strategy used to manage an employee surplus is a layoff: the temp
rary withdrawal of employment to workers for economic or business reas!
Layoffs may be short in duration (for example, when a plant closes for bt
periods in order to adjust inventory levels or to retool for a new produCt_m;
but can last months or even years at a time if the organization is negat!
affected by a major change in the business cycle. Unfortunately, layoffs are@

permanent in nature. Layoffs are not easy for managers, who have to ¢
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termination Permanent separation
from the organization for any
reason.

leave of absence Allows an
employee who may be interested in
taking time away from work for 3
variety of reasons (e.g., personal
educational, etc.) to have a set ,
period of time away from their
position without pay, but with a
guarantee that their job will be
available upon their return.

Research:wsn

survivor syndrome A range of
negative emotions experienced by
employees remaining after a major
restructuring initiative, which
can include feelings of betrayal
or violation, guilt, or detachment,
and can result in stress symptoms,
including depression, increased
errors, and reduced performance.
supplemental unemployment
benefits (SUBS) A top-up of El
benefits to bring income levels
closer to what an employee would
receive if on the job.
severance package A lump-sum
payment, continuation of benefits
for a specified period of time, and
other benefits that are provided
to employees who are being
terminated.

An Ethical ; Dilemma

ould firms devote to helping

ime, effort, and money sf
How much time, € th downsizing? With merge

“surviving” employees deal wi
acquisitions?

Chapter 4 Human Resources Planning and Recruitmenf 1

number of ¢ .
sary to ulti nrlr;!t)li);’i:] :Z ;httl:1 re‘quucd level, or for vs'/orlfers,'but are usually neces-
Layoffs and termination, are :jrppact of.the orgaplzatlon’s economic downturn.
Termination s . b te 1scEssed in depth in Chapter 11.
worker from the organmati em"lr that encompasses permanent separation of the
decision to sever 1o o lOn. ermination is f)ften tr'lggered by a management
Purging poorly Performing :erniem fe!atl(fmShlp o ]'Ob perf T eonanil.
Zati_on, regardlecs of any projegtzc}lfelzsb is often aln on{;c})lmg activity in any organi-
nation may increase if there i o aro. ouj surpluses‘,f 1 owever, the rate of termi-
The option of a voluata lp ojected surplus of labour. .
surplus is temporary ry leave of absence can also be used if the labour
interested ir. ta Oz’f lfn nature. A leave of absence allows those who may be
period of time sy £ or p(;:lrs_onal,'e_ducanfmal, or other reasons to have a set
available upon theii, rom their position, with a guarantee that their job will be
seniotity wd benef return. A leave of absence can be paid or unpaid, but often
be clear] enetits remain intact. Terms of the leave and expected return must
! y outlined, including potential conflicts of interest and mutual expecta-
tions from each party.

Easing the Pain of Labour Surplus Management

A'though restructuring initiatives, ranging from layoffs to mergers and acqui-
sitions, were prevalent in the last two decades, organizations that engaged in
laygffs were not consistently achieving the desired goals or financial benefits of
their decisions. In a study of 6 418 workforce reductions in Fortune 500 firms
over 18 years, researchers found no consistent evidence that downsizing led to

improved financial performance.™*
A primary reason for this is the high cost associated with survivor syndrome,
eelings of betrayal or violation, guilt, or

a range of emotions that can include fi
detachment. The remaining employees, anxious about the next round of termi-
depression, increased etrors, and

nations, often suffer stress symptoms, including
reduced performance.
'To ease the financi
wneraployment benefits ( SUBs),
svels of remporarily laid-off workers clo
vamms are generally negotiated thro

prog
smpluyee and employer. Benefits are paya

al burden of layoffs, some organizations offer supplemental
which are a top-up of EI benefits to bring income
ser to their regular, on-the-job pay. SUB
ugh collective bargaining between the
ble until the pool of funds set aside has

fa—

been sxhausted.
A severance package is typically provided when employees are being termi-
nated through no fault of their own in order to avoid wrongful dismissal law-
rtain situations, such as mass layoffs.

suits. Severance pay is legally required in ce

In addition to pay, severance packages often include the continuation of ben-
efits for a specified period. In determining the appropriate package, erqploy-
ers should take salary, years of service, the employee’s age, and the likelihood

of him or her obtaining another job into consideration.

Executives may be protected by a golden parachute clause
in their contract of employment; this is a guarantee by the

employer to pay specified compensation and benefits in the

case of termination due to downsizing or restructuring. To

rs and . :
e blow of termination, outplacement assistance,

soften th
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A golden parachute clause protects executives’ :
ion in the case of termination due to that is relatively equal in pay,

compensat
downsizing or restructuring.

= ‘ 70 ENSURE LEGAL
Hints : Brice

transfer Movement of an employee
from one job to another that is rela-
tively equal in pay, responsibility, or
organizational level.

promotion Movement of an employee
from one job to another that is higher
in pay, responsibility, or organiza-
tional level, usually based on merit,
seniority, or a combination of both.

can assist affected emﬁio§

enerall offered by an outside agencys ‘
;o’n findinyg employment elsewhere. The issues and processes relategy
managing a labour surplus Jegally and fairly are provided in sigyi
cant detail in Chapter 11.

Labour Shortage

A labour shortage exists when thg 1r:terr1al supply o-f hugd
not meet the organizations needs. Scheduling oye. |
fren the initial response- Employers may also Scholli
a temporary of permanent basis. Another short- il

hire temporary employees. | 4
es are created within the firm, opportunities gy

ded for employee transfers and promotions, whigh
nce management training (and fetfaiﬂing)’an&

. | movement does not ellmf
s that recruitment will be required, ;-
11 be for entry-level jobs, which |

resources can
time hours is ©
tract work on
solution is tO

As vacanci
generally provi
pecessitate performa
career development.
nate a shortage, which mean
is hoped that resultant vacancies wi

can be filled more easily externally.

Internal Solutions to 2 Labour Shortage ‘
s a lateral movement from one job to another |
responsibility, or organizationa| |
ffective use of human reSOuICCS,;.;

A transfer involve

level. Transfers can lead to more €
broaden an employee’s skills and perspectives, and help make hin |

better candidate for future promotions. Transfers also offer additiona] a4
challenges and increased variety of work, which may j
d motivation. 1
ovement of an employee from one job to another
that is higher in pay, responsibility, of nvganizational level. Such a move may be |
based on merit, seniority, or a combinasion of both. Merit-based promotions are |
awarded in recognition of a person’s ¢ 4
ent job or as an assessment of his o her fxure petential. :

A focus on employee retentivon initiagyves can also mitigate potential labour -
shortages. The HRP process often highlizhis challenges the organization is hav- |
ing with turnover ot retention at specific levels. This_.gj
may warrant further investigation into why employeeS,'

or her a
technical and interpersonal

enhance job satisfaction an
A promotion involves the m

Yl

PR L ( . .
anding performance 1n his or her pres-+

S

“How could anyone think that this department
is under staffed?”

are leaving and which types of employees are Jeaving
Rather than a broad focus on retention, organization'éf
can benefit from focusing on retaining key employees of
employees with strong job performance. A discussion!
of career planning to assist with internal solutions i
response to a labour shortage is provided in Chapters?®
and 7 (Orientation and Training, and Performance

Management).

External Solutions to a Labour Shortage

External SOl}.ltiOIlS to managing a labour shortdf
1nv<zllve recruiting the right quality and quantity of talef
needed in an organization to meet the long-term 8%
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searching out and attracting
qualified job applicants, which
begins with the identification of

a position that requires staffing
and is completed when résumés or

Chapter 4 Human Resources Planning and Recrullment' K]

and str ;
o strategy of th.e company. Options for selection related to managing a labour
rtage are provided in Chapter (Selection).

.....
--------------
............. R R N R R R

S:SE:I’ETEM}S the. process of §§arcbing out and. flttracting qualified job appli-
. egins with ‘the 1Eient1f1canon of a position that requires staffing and

completed when résumés or completed application forms are received from
an adequate number of applicants. A Watson Wyatt study found that organiza-

tions

.With superior recruiting practices financially outperform those with less
effective programs and that successful recruiting is a strong indicator of higher
shareholder value,16
Authority for recruitment is generally delegated to HR staff members, except
Smgll businesses where line managers usually recruit their own staff. In large
organizations in which recruiting is done on a continual basis, the HR team typi-
cally includes specialists, known as recruiters, whose job is to find and attract
qualified applicants. As a growing talent shortage leads to increased competition
.for the employees needed to implement strategy, recruiters are becoming increas-
ingly critical to achieving an organization’s strategic objectives.

Organizations are increasingly seeking the high profile given to an “employer
of choice,” such as those included in lists such as Mediacorp’s “Top 100
Employers,” the Hewitt Associates “50 Best Employers,” and the Financial Post’s
“Ten Best Companies to Work for.” Employers such as Scotiabank, Purolator,
Tim Hortons, and many others are also applying the marketing concept of
branding to strengthen their recruitment activities.!”

received from an adequate number
of applicants.

| completed application forms are
i

{
in
1

recruiter A specialist in
recruitment whose job is to find and
attract capable candidates.

Recruiters Café
www.recruiterscafe.com

Great Place to Work Institute
; Canada
, www.greatplacetowork.ca

Employer Branding

Gabriel Bouchard, founder of the Monster Canada online job board, says, “In
an increasingly tight job market, employers must remain permanently visible to
potential employees, establishing and maintaining relationships with potential
before they even begin pursuing a new job. This is particularly crucial
shen it comes to hard-to-fill or mission-critical positions.”!® Proactive employ-
ers are trying to obtain a competitive advantage in recruitment by establishing
themselves as employers of choice through employer
branding. The purpose of an employer brand is to
attract people to apply to work at the organization
and to earn the loyalty of current employees.

Employer branding is the image or impression of
an organization as an employer based on the perceived
benefits of being employed by the organization. It is
the experience of an employee when working for a
company, based on feelings, emotions, senses, reali-
ties, and benefits (functional benefits such as personal
development, economic benefits such as monetary
rewards, and psychological benefits such as feelings of
purpose, belonging, and recognition). It is essentially
a promise made to employees and their perception of
how well that promise is delivered.!” Employer brand-
ing involves three steps as summarized in Table 4.1.
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Gabriel Bouchard, founder of Monster Canada online job board, encour-
ages employers to create a brand for themselves.
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