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Agenda	  
•  Taking	  aCendance	  
•  Focusing	  exercise	  
•  Business	  AFre	  –	  3	  	  Canadian	  prac.ces	  
•  Lecture	  

1.  HR	  Online	  –	  branding	  and	  communica.ons	  
2.  E-‐HRM	  
3.  Balancing	  employee	  deficits	  and	  surpluses	  

•  Ac.vity	  –	  Job	  Analysis	  and	  	  NOC	  
•  Lecture	  cont’d	  

4.  Designing	  and	  Analyzing	  Jobs	  
•  Learning	  Consolida.on	  –	  Ac.vity:	  LinkedIn	  
•  Next	  Steps	  
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Taking	  aCendance	  
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Focusing	  Ac.vity	  
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1.  Think	  about	  how	  this	  quota.on	  is	  similar	  to	  your	  
experiences	  of	  online	  applica.ons	  for	  work	  or	  school.	  

2.  Form	  groups	  of	  4-‐5	  and	  compare	  experiences	  to	  find	  one	  
to	  use	  for	  this	  exercise.	  

3.  Use	  the	  paper	  provided	  to	  outline	  one	  sugges.on	  for	  
improving	  the	  chosen	  online	  applica.on.	  	  

4.  Each	  group	  then	  reports	  back	  to	  the	  class.	  
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Business	  AFre	  

Three	  Canadian	  Prac.ces	  
1.  Cleanliness	  and	  consistency,	  not	  necessarily	  

conformity	  
2.  The	  Third	  Piece	  	  
3.  Weather-‐appropriate	  outerwear	  
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Cleanliness	  and	  consistency,	  not	  
necessarily	  conformity	  
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Fact:	  
One	  of	  the	  toughest	  

conversa.ons	  HR	  professionals	  
handle	  is	  talking	  with	  employees	  
about	  their	  body	  odour	  and	  
colleagues’	  scent	  sensi.vi.es.	  	  



Laurie	  Prange	  (Prange-‐Mar.n)	  	  

Fact:	  
In	  most	  workplaces,	  it	  is	  not	  

expected	  for	  employees	  to	  wear	  
make-‐up,	  cover	  taCoos,	  remove	  hair	  

coverings,	  or	  straighten	  hair.	  	  	  
Instead,	  the	  expecta.on	  is	  for	  one’s	  
appearance	  to	  be	  consistent	  every	  
day,	  including	  on	  the	  weekends	  and	  

outside	  the	  workplace.	  
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The	  Third	  Piece	  
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Fact:	  
It	  is	  The	  Third	  Piece	  (Lauren	  A.	  
Rothman)	  that	  can	  change	  a	  

regular	  ou`it	  into	  Business	  AFre	  
suitable	  for	  most	  Canadian	  

workplaces	  
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Weather-‐appropriate	  Outerwear	  
(i.e.	  coats,	  shoes,	  and	  bag)	  
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Fact:	  	  
In	  Canada,	  nothing	  makes	  one	  

look	  less	  mature	  and	  less	  
prepared	  for	  success	  than	  

outerwear	  that	  doesn’t	  fit	  the	  
local	  weather.	  	  
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To	  repeat…	  

Three	  Canadian	  Prac.ces	  
1.  Cleanliness	  and	  consistency,	  not	  necessarily	  

conformity	  
2.  The	  Third	  Piece	  	  
3.  Weather-‐appropriate	  outerwear	  
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No.ce	  how	  Business	  AFre	  
relates	  to	  branding	  and	  

communica.on?	  
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Lecture	  
1.	  HR	  Online	  =	  branding	  and	  

communica.on	  
2.	  Ch.	  3	  =	  HRM	  and	  Technology	  
3.	  Lecture	  =	  Balancing	  employee	  

deficits	  or	  surpluses	  
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So,	  how	  many	  Canadians	  are	  
hired	  through	  networking?	  
I	  found	  the	  answer…sort	  of…	  
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Source:	  
hCp://www5.statcan.gc.ca/cansim/a26?

lang=eng&retrLang=eng&id=2850004&&paCern&stByVal=1&p1=1&p2=31&tabMode=dataTable&csid	  	  
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Confirmed	  with	  another	  librarian	  
and	  several	  economists	  that	  
there	  is	  no	  empirical	  study	  
published	  on	  the	  so-‐called	  
Hidden	  Job	  Market…	  yet	  J	  
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But,	  what	  these	  these	  numbers	  
do	  show	  is	  the	  very	  high	  amount	  

and	  variety	  of	  online	  HR	  
ac.vi.es.	  
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Thus,	  HRM	  has	  a	  significant	  role	  
to	  play	  in	  business	  branding	  and	  

communica.on.	  
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E-‐HRM	  
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Good	  e-‐HRM	  requires	  knowledge	  of…	  

1.  Different	  types	  of	  HR	  systems	  
2.  Technology	  delivery	  methods	  
3.  Best	  prac.ces	  of	  other	  organiza.ons	  
4.  Types	  of	  technology	  enhancements	  that	  set	  

these	  organiza.ons	  apart	  
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Research	  e-‐HRM	  at…	  

•  Trade	  shows	  
•  Mee.ngs	  with	  sokware	  vendors	  
•  Formal	  courses	  in	  IT	  
•  Reading	  material	  about	  technological	  trends	  
and	  issues	  
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Metrics	  –	  new	  role	  of	  HRM	  

•  A.k.a.	  workforce	  analy.cs	  
•  “Sta.s.cal	  measures	  of	  the	  impact	  of	  HRM	  
prac.ces	  on	  the	  performance	  of	  an	  
organiza.on’s	  human	  capital”	  

•  Useful	  for	  developing	  and	  improving	  policies	  
and	  prac.ces	  
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E-‐HRM	  and	  HRIS	  

•  E-‐HRM	  =	  the	  concept	  of	  using	  technology	  for	  
human	  resource	  management	  

•  HRIS	  =	  the	  integrated	  system	  used	  to	  gather,	  
store,	  and	  analyze	  HRM	  informa.on	  
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Within	  the	  HRIS	  

•  See	  Figure	  3.3	  
•  Integrated	  system	  to	  manage	  HRM	  prac.ces	  
and	  enforce	  policy	  

•  Also,	  being	  used	  for	  Knowledge	  Management	  
– A.k.a.	  a	  database	  of	  talents	  and	  skills	  
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Drawbacks	  of	  e-‐HRM	  

•  Can	  be	  hard	  to	  measure	  how	  much	  money	  
and	  .me	  has	  been	  and	  is	  being	  saved	  

•  Can	  be	  seen	  as	  HR	  department	  downloading	  
work	  on	  employees	  

•  Can	  be	  in	  a	  way	  that	  benefits	  HR	  employees	  or	  
Managers,	  not	  the	  Employer	  or	  current	  and	  
future	  employees	  
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Balancing	  employee	  deficits	  and	  
surpluses	  

pages	  121-‐126	  
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Tools	  to	  Assess	  Balance	  

•  Staffing	  table	  =	  not	  public	  
– Number	  of	  current	  incumbents	  
– Number	  of	  future	  employees	  required	  

•  Hierarchical	  chart	  =	  public	  
–  Showing	  report	  structures	  
–  Shows	  temporary	  assignments,	  transfers,	  and	  leaves	  
–  Shows	  known	  vacancies	  

•  Knowledge	  Management	  System	  
–  Skills	  inventory	  
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Balancing	  can	  be	  about…	  

•  Making	  projec.ons	  
– Surpluses	  
– Shortages	  	  
– Es.ma.ng	  .me	  of	  equilibrium	  

•  Succession	  planning	  
•  An.cipa.ng	  the	  impact	  of	  AI	  and	  robots	  
•  Filling	  staffing	  needs	  internally	  
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Ac.vity	  =	  Job	  Analysis	  and	  NOC	  
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Ac.vity	  –	  NOC	  Scenario	  
1.  Head	  Office	  has	  asked	  for	  reduc.on	  in	  staff	  in	  one	  

dept.,	  but	  at	  the	  same	  .me	  you	  are	  to	  hire	  new	  
people	  to	  set-‐up	  a	  new	  dept..	  

2.  You	  have	  been	  approved	  to	  re-‐assign	  some	  
employees	  if	  they	  fit	  the	  needs	  of	  the	  new	  dept..	  

3.  Using	  the	  NOC,	  find	  a	  pair	  of	  Occupa.ons	  with	  vastly	  
different	  job	  .tles,	  but	  approximately	  75%	  similar	  
work	  du.es	  and	  qualifica.ons.	  
–  hCp://noc.esdc.gc.ca/English/noc/welcome.aspx?ver=16	  	  

4.  Report	  back	  to	  the	  group	  your	  findings	  and	  your	  
experience	  using	  NOC.	  
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Lecture	  cont’d	  –	  Ch.	  4	  =	  
Designing	  and	  Analyzing	  Jobs	  
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It	  can	  be	  argued	  that	  everything	  
starts	  with	  the	  Job	  Analysis	  

See	  Figure	  4.1	  
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Job	  Analysis	  

•  Tasks	  
•  Du.es	  
•  Responsibili.es	  
•  Knowledge	  
•  Skills	  
•  Abili.es	  
•  Qualifica.ons	  
See	  example	  in	  Week	  3	  Folder	  from	  Univ.	  of	  Guelph	  
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Steps	  in	  a	  Job	  Analysis	  

1.  Organiza.on	  is	  reviewed	  
2.  Job	  is	  selected	  
3.  Data	  is	  collected	  
4.  Data	  is	  verified	  and,	  if	  required,	  modified	  
5.  Job	  descrip.on	  developed	  
6.  Documenta.on	  is	  updated	  regularly	  
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No.ce	  how	  all	  of	  this	  work	  
relates	  in	  some	  way	  or	  another	  
to	  branding	  and	  communica.on,	  

features	  of	  e-‐HRM.	  
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Fact:	  
Recruiters	  and	  e-‐HRM	  sokware	  rely	  
on	  keywords	  for	  recrui.ng	  and	  

selec.on.	  To	  be	  successful	  in	  the	  job	  
hunt,	  profiles	  and	  applica.ons	  need	  

to	  be	  specific	  and	  give	  context.	  
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Learning	  Consolida.on	  
	  &	  Check-‐in	  
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Ac.vity	  =	  LinkedIn	  profile	  assessment	  
1.  Find	  a	  partner	  
2.  Pick	  one	  job	  for	  yourself	  on	  NOC	  and	  tell	  your	  

partner	  what	  job	  you’ve	  chosen.	  
3.  Silently	  examine	  your	  partner’s	  profile	  on	  

LinkedIn	  as	  if	  you	  were	  a	  recruiter	  hiring	  for	  
that	  job	  your	  partner	  has	  chosen.	  

4.  With	  kindness,	  suggest	  to	  your	  partner	  ways	  
they	  can	  improve	  their	  profile	  to	  maximize	  
their	  chances	  of	  securing	  that	  job.	  
–  See	  resume	  terms	  on	  next	  slide	  



Laurie	  Prange	  (Prange-‐Mar.n)	  	  



Laurie	  Prange	  (Prange-‐Mar.n)	  	  

Next	  Steps	  

1.  GeFng	  ready	  for	  Unit	  4	  
A.  Complete	  your	  assigned	  readings	  
B.  Bring	  your	  Student	  ID	  for	  our	  quick	  non-‐graded	  

quiz	  to	  prac.ce	  for	  the	  Midterm	  
C.  Complete	  HR	  Stories	  in	  Moodle	  

2.  Assignment	  #1	  –	  Global	  HRM	  
– Group	  presenta.ons!	  
– All	  documenta.on	  due	  in	  Moodle	  within	  2	  days	  
– No	  extensions	  possible	  
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Thank	  you	  for	  another	  great	  class!	  

See	  you	  in	  Moodle,	  email,	  or	  text.	  
	  

laurieprangemar.n@capilanou.ca	  	  


