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ABSTRACT

This study originated <f{rom a needs assessment
conducted by Grant MacEwan Community College (GMCC) in
1989. GMCC was 1interested at that time in developing a
Human Resources Management (HRM) program that would meet
the needs of HRM practitioners at various professional
levels. Through four DACUM (Developing a Curriculum)
workshops sponsored by GMCC, 26 senior HRM managers and
specialists from a wvariety of public and private
organizations in the Edmonton area developed a
comprehensive HRM profile comprised of 220 competencies
within 11 major areas or categories.

To validate these competencies, a guestionnaire was
developed and circulated to the full membership of the
then Personnel Association of Edmonton, row known as the
Human Resources Management Associlation of Edmonton. Using
the results of the guestionnaire, means were calculated to
determine each competency’s rating as important in
successfully carrying out respondents’ responsibilities as
HRM practitioners. Relationships between competency
importance and years of experience 1in HRM were also
examined, utilizing an analysis of variance and cross-

tabulations.



A review of the literature and analyses of the survey
data suggested a practical approach of further reducing
the 11 competency categories into 3 broad functional
groups. Those 3 functional groups were fashioned into a
working model of HRM practice in the workplace.

By calculating competency means, the findings of the
study showed that they identified a pattern of importance.
Competencies assoclated with strategic HRM functions such
as organizational effectiveness and change processes were
assessed as most important, followed by competencies used
in direct service delivery to line managers and staff.
Competencles associated with corporate HRM functions were
assescsed as least 1mportant. In addition, the use of
ANOVA and cross-tabulations as statistical tools showed
that experience did not appear to be a significant factor

in assessing importance.
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were as follows: to identify a conceptual framework for
the HRM competency profiles; to identify HRM's major areas
of responsibility; and to identify competencies associated
with each of these areas. The result of these workshops
was a detailed Human Resources Management (HRM) profile
comprised of 11 major areas of responsibility (competency
categories) and their 220 associated competencies. This
profile provided the basis to construct a validation

guestionnaire (see Appendix A).

Rationale for Selection of the
DACUM Workshop Approach
The DACUM workshop approach was selected by the
project team to identify HRM competencies for several
reasons:
1. DACUM 1is "a method that combines the benefits of
rigorous analysis with the broadened perspective of

an advisory committee" (Shears, 1985, p. 23).

R

when compared with traditional occupational analyses,

the DACUM approach is inexpensive and is "a quick

process, one that can be completed in only two to

three days"” (Norton, 1985, p. 3).

3. DACUM is noted for establishing a "relevant, up-to-
date, and localized curriculum base for instructional
programs” (Norton, 1985, p. 2).

4. DACUM provides a proven approach to identify and

validate -re-of -the-art competencies by subject-



matter experts currently working in the field
(Norton, 1985). This factor would lend to the
study’s credibility and acceptance within industry
and with the public.
5. DACUM 1is an approach that GMCC had successfully used
in the past for curriculum development.
The advantages of DACUM well suited the GMCC’s objective
of defining the core competencies of the HRM profession to
design competency-based HRM credit courses. Working 1in
workshops with experts from various HRM specialty areas, a
competency-based profile of the profession was developed
and later validated with practitioners through a survey to

ensure that the competencies were current and legitimate.

Researcher’s Perspective of the HRM Field

As an HRM practitioner for the past twenty years, the
opportunity to contribute, at the ground level, in the
development of a comprehensive human resource program of
study was of great interest to me. Although the HRM
competencies had been identified by HRM managers and
specialists through the DACUM process, I was interested in
how the importance of each HRM competency would be rated
through a survey of practitioners possessing varying years
of experience.

In the workplace, HRM functions are often structured
into various specialties. For example, a recruitment

specialist 1is responsible for position advertising,



competition screening, interviewing, selection, and salary
setting. In some instances, these specialty functions
have been further broken down into their constituent
parts, that 1is, a recruitment specialist may be
responsible only for screening position applications.

As with many occupations, HRM practitioners typically
begin working in the profession by handling the less
complex tasks. As they gain more experience, they are
given more complex assignments that regquire a more
comprehensive knowledge and range of skills. In support
of this approach, many organizations have a career path
for HRM practitioners which is typically linked with years
of experience, as well as with the successful completion
of various HRM specialty assignments. Career promotional
criteria can include, for example, gualifications such as
two  years’ experience at the working level, and
concentrated training related to position assignments.
During this two-year period, the practitioner would be
incrementally exposed to work situations where mastery of
various Jjob-related competencies would be necessary to
complete position duties. I Dbelieved that this
career/experience approach to development of HRM staff
would have an effect on how the survey participants rated

the importance of each competency.



Setting of the Study

Grant MacEwan Community College is a public, post-
secondary, non-university educational institution that
offers academic transfer and career-oriented training to
adults. The College was established in the Fall of 1971
and offered 17 programs to 400 students. Today. the
College has an annual enrolment of 20,000. The setting of
this research rests specifically in the Business Division
of GMCC, with leadership provided by Business Outreach
Services, and the Management Studies Program of the
Division. This program offers training in the fields of
general management, organizational behaviour, marketing,
accounting, finance, human resources management, and

microcomputer applications.

Statement of the Problem

The problem addressed by this study centred on
determining the importance of the Human Resources
Management (HRM) competencies required to successfully
carry out responsibilities of an HRM practitioner, with a
focus on the relationships between the importance of a
competency and the survey participants’ years of

experience in the HRM field.



The specific research questions were as follows:

1. what is the importance of the competencies identified
by HRM practitioners working in Edmonton, Alberta,
and the surrounding area?

2. What are the relationships between the importance of
a competency and the survey participants’ years of

experience in the HRM field?

Significance of the Study

The significance of the study was reviewed from both

a professional and a practical perspective.

Since its inception, the fortunes and organizational
profile of HRM have risen and fallen. Historically, HRM
was viewed by organizations as a necessary administrative
function (Vicere, 1987); however, it was not considered to
contribute to its strategic planning and profitability

since many HRM departments provided only the traditional

organizational support functions, such as recruitment
processing and payroll services. To staff these
administrative functions, many HRM personnel were

recruited from the clerical group, as well as from the
ranks of the inefficient and incompetent from other
departments of organizations (Allen, 1973). However, this

practice has changed., and many organizations now demand a



versatile and proactive HRM practitioner who 1is better
educated and well versed in current HRM technology and
theory (Russ, 1985).

To enhance the field’s professionalism, credibility
and profile, practitioners have established professional
associations, through which they have set professional
standards of entrance, conduct, performance and
qualifications. As organizations have continued to deal
with the problems of <the 1980s and 1990s, such as
downsizing, budget restraint, skill shortages, stiff
government regulations, the changing nature of work, and
global competition, these professional 1nitiatives have
gained support and recognition.

The results of this study could assist organizations
and practitioners in identifying the essential
competencies to meet the above-noted challenges. It could
also provide professional associations with current
information to enhance their standards and education

initiatives.

Practical Significance

Now considered as being “central to improving an
organization’s capability and thus its particular
competitive advantage” (Brockbank. Ulrich & Yeung, 1989,
p. 91), HRM must provide direct leadership and planning
support to organizations in their struggle for survival in

the marketplace. “Most companies cannot afford to wait



much longer. Human resources people must declare
themselves and prove they are major contributors seizing
opportunities in productivity management” (Layton &
Johnson, 1987, p. 78).

This study could assist organizations and
practitioners in "clarifying the range of roles that can
be played and the competencies and outputs associated with
successful practice" (Rothwell & Sredl, 1991, p. 90). The
result would be a direct contribution to organizations’
success and validation of HRM being wvital to the

achievement of strategic goals.

Delimitation of the Study

1. As the responses of participants in the survey are
the primary source data for analysis, it is essential
that the participants possess the necessary HRM
knowledge and experience tec provide valid ratings of

importance.

Limitations of the Study

The limitations of the study were as follows:

1. The associated difficulty of collecting reliable data
through a survey instrument; and,

2. Although the DACUM workshop method is a useful tool
in identifying valid and reliable competencies, some

essential competencies may have been overlcoked due



to this subjective approach and the rapidly changing

HRM work environment.

Definitions of Terms

The following terms were defined the way they were

used in the study:

Category(jies). for this study, refers to a major area

of responsibility in the HRM profession.

Competency(ies) refers to "an area of knowledge or
skill that 1is critical for producing key outputs”
(Rothwell & Sredl, 1992, p. 91).

Human Resources Management refers to an occupational
specialty with an identifiable continuum of competencies
associated with successful practice.

HRM Competency Segments, for this study, refers to
five broad groupings of categories according to the kinds
of competencies they encompass: Strategic - competencies
that contribute to longer-term organizational outcomes:
Core HRM Generalist - traditional HRM competencies that
focus on day-to-day maintenance tasks such as recruitment
and classification; Specialist - competencies that
require specialized and advanced knowledge and skills
related to a focal area; Direct Service - competencies

required to provide direct services to the line; and,
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the organizational 1infrastructure. Employees were
transferred from various in-house occupational groups to
staff the new function., adding to the confusion about HRM
as an occupational specialty. Such changes also signalled
the need to define the competencies required by HRM
practitioners -- 1if HRM was to develop beyond an

administrative function (Personnel Association of Toronto,

1986) .

Defining HRM in the Current Context

There are those that advocate abolishing the

entire personnel function. They argue that it

is little more than an overblown clerical

service undeserving the attention and money

devoted to it. Those 1in the profession,
unsurprisingly. see things a little differently.

(Russ, 1985, p. 78)

HRM's early history in Canada promoted the perception
that 1ts primary responsibilities were passed on from
general management because they were deemed unimportant
and a nuisance (Andrews, 1986). The delegation of such
peripheral management tasks also relegated HRM to a staff,
rather than a line function (Kelly, 1987). This role made
them responsible only for providing administrative
supports to those organizational units that produced the
real products and profits.

The above facts beg the question: Could a staff
function, historically comprised primarily of castoff

management responsibilities. and tasked with providing

administrative support to production units, constitute an

16



occupational specialty with its own identifiable sets of
competencies? The answer to this guestion, 40 years ago,

would have been an unqualified "no. There is little
doubt that many early HRM functions were based on "
obnoxious clerical duties” (Russ, 1985, p. 79). Even
though they were important functions that aided in the
smooth operation of the organization, they carried "little
prestige or sense of «critical importance within the
organization” (Andrews, 1986, p. 88).

HRM's status, scope and identity has evolved
significantly over the past 40 years (Kelly, 1987). It
has grown steadily in organizational and professional
importance, largely due to proactive developmental

initiatives through the workplace and professional

associations (King & Bishop. 1994).

Workplace Initiatives

During the 1950s and "60s, HRM was typically referred
to as personnel or personnel administration, which
suggested a "people-oriented"” service, rather than a vital
management component. That this perception still persists
is evidenced when HRM job applicants claim they wish to
enter the field because they like working with people.

The term "personnel management"” became popular in the
early 1970s, and this more aptly reflected its role as
part of the organizational management process (Magnus,

1987). Personnel management expanded beyond the three

17



traditional personnel administration functions of
recruitment, training and compensation (Drucker, 1954) to
include task specialization, performance appraisal,
collective bargaining, organization development,
leadership., and Jjustice determination (French, 1974).
Although these functional areas spanned and affected the
total organization, HRM continued to adopt a reactive
posture to organizational issues (Andrews, 1987).

Eccnomic decline in the 1980s placed a severe strain
on industry. In an attempt to reduce costs, it began to
examine all operational functions, particularly those that
generated no revenue (Halcrow, 1987). Scrutiny of HRM
operations revealed that it lagged behind other
operational units in proactive management (Andrews, 1987),
and that it lacked "the influence and visibility of the
more traditional management functions (such as marketing,
finance, operations and accounting)” (Smith & Robertson,
1986, p. 227).

Despite its lack of influence and visibility, both
organizations and HRM practitioners increasingly
recognized the importance of the HRM function (Kelly,
1987) 1in effectively managing the organization’s human
resources (Milkovich, Glueck, Barth & McShane, 1988). HRM
was called upon, as a "strategic partner with management”
in the organization’s efforts to reduce inefficiencies and
increase profits., to devise new and innovative delivery

models (Magnus, 1987. p. 102). HRM was also challenged to

18



provide the leadership and proactive programs to manage
employees to “"peak performance and the pursuit of
excellence” (Halcrow, 1987, p. 94).

HRM practitioners needed to be self-reflective 1if
they were to meet these challenges. They would need to

examine thelr current organizational role and remodel it

to suit the new organizational climate. Since
practitioner competency needs are dictated by
organizational roles (Andrews, 1986), practitioners would

also need to retrain 1in the essential competencies
associated with successful practice. Andrews (1986)
identified six HRM delivery models and their associated

roles, as follows:

The Clerical Model. This model is characterized by

paperwork activities associated with benefits and payroll
administration. "T!'=2 employees chosen to head the
clerical model human resources department are often people
with a clerical background who are well-liked employees”
(Andrews, 1986, p. 88). Competencies associated with this

model would include accuracy and communication skills.

The Counselling Mode]. Under the umbrella of this

model, the HRM department 1is viewed as an effective
advocate for employees and a valuable resource to managers

dealing with ’people problems’ (Andrews, 1986, p. 88).
Services typically offered to promote employee harmony

would be essential for practitioners working under this

19



model . Competencies associated with this model include
advising, counselling, career counselling and pre-

retirement planning.

The Industrial Relations _Model. This service
delivery model 1s evident 1in ‘“"organizations 1in which
unions are strong and in which contract negotiations,
processing of grievances and fighting arbitration cases
are of primary importance” (Andrews, 1986, p. 89).
Competencies in information management, negotiations and

data analysis are essential for practitioners working

under this model.

The Control Model. 1In this model, the HRM department
is viewed as an assertive and powerful force in the
organization in matters dealing with the utilization of
human resources. HRM practitioners tell employees and
managers the operational rules rather than searching for
creative problem-solving solutions. Under this model,
competencies in data collection, data management, process

monitoring and power brokering are essential for

practitioners.

The In-house Consulting Model. "Within such a model,
human resources staff members see themselves as expert
resources for the organization -- talent that may be
called wupon by employees, managers, departments or

organizational entities according to their needs”

(Andrews, 1986, p. 91). Under this model, competencies in

20



consultation, rudimentary information and trend analysis

are essential for practitioners.

The Strategic Planning Model. “This model assumes

the human resources department has a responsibility to be
a proactive, integral component of management and the
strategic planning process” (Andrews, 1986, p. 92).
Competencies in planning, consulting, analysis,
leadership, relationship versatility, decision making and
negotiation are essential for practitioners working under

this model.

Each of the above models possess many of the core
competencies identified with the HRM field. The main
difference between them may be the type of competencies
emphasized or the requirement for specialization.

Andrews (13286) recommended the Strategic Planning
Model as the preferred paradigm for HRM to be “a
proactive, 1integral component of management” (Andrews,
1986, p. 92). Through this model, HRM would bear the
responsibility to decide its own strategic directions and
proactively provide the expertise and support to already
identified organizational needs. To deliver HRM services
consistent with this model, or any other proactive
delivery model, practitioners would need to be responsible
and accountable for their own professional development
(Russ, 1985) through educational institutions and/or

professional assccilations.
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csi s viativ

In the tradition of the Montreal and Toronto
Personnel Associations, practitioners have endeavoured to
keep pace with and extend their knowledge and skills, as
well as to promote their professional identity by
establishing professional standards and encouraging
professional development curricula (Russ & June, 1985).
The HRIA, for example, in a newsletter report from the
President. referred to 1its educational workshops as

follows:

This 1is a <significant step in defining how

Professional Development will be attained.

Professional Development is the key area that we

believe will distinguish our profession from

others. It will distinguish us in that members

who maintain their designation are up-to-date in

one of the most rapidly changing areas of

knowledge. (The Human Resources Institute of

Alberta, 1992, p. 3)

The role of professional associations in prompting
universities to design and offer credit HRM programs has
also enhanced HRM's professionalism. The participation of
the Human Resources Institute of Alberta (HRIA) and the
Human Resources Management Association of Edmonton (HRMAE)
in the GMCC DACUM study 1s a current and relevant example
of practitioners contributing to the development of
essential HRM curriculum.

Professional associations have also been active in
conducting research to define HRM, its specialties, and

its competencies. For example, the American Society for

Training and Development conducted such a research project

22



in 1983. Krnown as the MclLagan study or the "Model for
Excellence.," this project sought to more clearly define
and integrate the field of HRM and its competencies. At

the completion of the study, 10 separate HRM specialty

areas and their associated competencies were 1identified

and linked together in a human resource model. 1In total,
the specialty areas comprised the following:
organizational development, organizational/job design,

human resource planning., selection and staffing. personnel
research and information systems, compensation and
benefits, employee assistance, union/labour relations,

individual development, and career development.

Synthesis of Review

The historical origins of HRM in Canada have spanned
100 years. Originally established as an administrative
support function to management, HRM has evolved towards
forming a distinct and vital organizational entity. Much
of its transformation can be attributed to advances 1in the
behavioural sciences and the scientific management
movement (Hoggett, 1984, which have provided the
foundations for modern-day practice.

By persistently adopting and integrating this new
knowledge in the workplace and through professional
association initiatives, HRM practitioners have forged a
link between organizational outcomes and the effective

deployment and utilization of staff (Milkovich et al..
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Development of the Survey Instrument
Determining Factors

In preparing to design the original survey
instrument, the research team established that the
following specific outcome criteria had to be achieved to
meet GMCC’'s requirements to design a practical HRM
curriculum:

1. The survey 1instrument had to accurately identify
practitioners’ educational needs if it was to be the
basis for a viable course design.

2. The survey 1instrument had to identify the essential
practitioner competencies required in the workplace
tc make the course offerings relevant and credible.

3. The survey instrument had to be easy to use as well
as prudent in relation to time required to complete
it. as this factor would affect the participant

survey return rate.

Design of the Study

To collect the essential data for GMCC to design and
develop its programs, the survey instrument was divided
into two main sections. Section I, a competency profile,
was structured into two parts and was comprised of fixed-
response items to increase its reliability and validity as
a measurement instrument. It also possessed a five-point

Likert-type rating scale for HRM practitioners to rate
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their perceptions on the following two parts of each of
the 220 competencies: (a) the importance of each
competency to successfully carrying out responsibilities
as an HRM practitioner; and (b) their level of
professional development need related to each competency.
Survey participants were requested to select one of the
below-noted ratings for each competency and each part,
signifying their choice with "X" (see Survey Instruction
Sheet, Appendlx A):

Part One - Importance

1 - Not Important:

2 - Somewhat Important;

3 - Considerably Important;

4 - Extremely Important; and,
U - Unable to Judge.

Part Two - Professional Development Need

1 - No Need;

2 - Low Need:

3 - Moderate Need:
4 - High Need: and,

U - Unable to Judge.

Section I1 was used to collect demographic
information on each survey participant. As with Section
I. 1t was also comprised of fixed-response items. The

survey was designed to be easy to administer, complete and

analyze. and was deemed to present minimal threat

potential to the participants.
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For the purpocses of this study. only the data

collected from Part One of Section I were used.

Section II - Demographic Information

This section was used to identify the following
relevant participant information: present position title,
number of years 1in present position, number of years’
experience in HRM, educational background. type of
employer organization, major business of the organization.
number of employees 1n organization, age, and gender.
Using the above nine variables, Section II was designed to
categorize the survey participants to help with
explanations of similarities and differences found in the

study.

Ssurvey Instrument Review

The survey instrument was designed and reviewed
through the committee process by the University of Alberta
and GMCC research team. The purposes of the review were
to determine the clarity of the items, to evaluate the
instrument’'s design characteristics for ease of use by

participants, and to assess 1its comprehensiveness.
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survey Instrument Administration

The surveys were sent out with an accompanying cover
letter (see Appendix A) by the University of Alberta
project team on June 18, 1992, to 260 members of the
HPMAE . A high return rate was anticipated based on the
homogeneity of the group and because survey participants
were living in Edmonton and surrounding area.

The survey was designed with an easy-to-use. tear-off
completion form which survey participants were requested
to mail back in addressed, prepaid postage envelopes, once
they had completed and returned the survey by mail.
Although no return date for the survey was identified in
the mail-out package, the research team tracked the return
of the tear-off slips. Follow-up letters were sent during
the last week of July., 1992, and in August of 1992, and
team members also conducted telephone calls to the survey
participants to inguire about the status of the unreceived
surveys.

The format for the telephone follow-up calls was
standardized *o :ollect the focllowing information from
survey participants: the date of the phone contact, the
name of the contact person, and their comments in relation
to the unreceived surveys, such as, "It will be returned
in a week.’

In order to ensure a maxXximum return rate. and to

accommodate those survey participants who may have been
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away on summer vacation, the cut-off date for data

collection was extended to mid-September.

Scoring Methodology

In establishing a method for the scoring of each
competency., the actual number for each rating choice on

the guestionnaire was considered as its numerical value.

For example, rating option 1 - "Not Important” was given a
scoring value of 1. and rating option 2 - "Somewhat
Important” was given a scoring value of 2. The data from

the rating choice "Unable to Judge” was not utilized 1in

this study, although it formed part of the larger study.

Method of Data Analysis

Data Analysis Instrument

The analysis of the data was conducted through the
Clinical Diagnostic and Research Centre at Alberta
Hospital, Edmonton, and the Centre for Research 1n Applied
Measurement and Evaluation (CRAME) at the University of
Alberta. The data analysis software employed was the
Statistical Package for the Social Sciences, SPSSX version

(SPSSX).
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Comparisons of Varjable Ratings

Using SPSSX, means and frequency analyses was carried
out on the survey responses from Section I, Part A. These
were done to compare and evaluate the survey participants’
perceptions of how important the competencies were to
successfully fulfilling their responsibilities as HRM
practitioners.

Means related to rated importance were conducted on
all the survey’'s 220 competencies (see Appendix B for
presentation by category and relative sequential
importance: see Appendix C for presentation by relative
sequential 1importance). Means were also carried out on
the categories (see Appendix D).

One hundred and sixty (160) competencies were tabled
in Chapter IV, to provide ease of discussion in answering
the guestion posed by sub-problem 1 (What is the
lmportance of the competencies identified Dby HRM
practitioners working 1in Edmonton, Alberta, and the
surrounding area?). These tables will be presented in two
sections. The first section will present the 25 highest-
and lowest-rated competencies (50 in total) of the 220
competencies. The second section will present the five
highest- and lowest-rated competencies from each category
(108 in total), arranged by HRM Working Model competency

segment.



As a result of this data presentation approach, 30
out of the 160 competencies overlapped 1in the two
sections. The remaining 130 competencles were assessed as
a csufficient data base to represent the 220 competencies
in order tc provide answers to sub-problem 1.

To assist in explaining differences of 1importance
between the competencies and their categories, three
degrees of importance were formulated: high importance,
moderate importance., and moderately low importance (see
"Definitions of Terms"). These degrees of importance were
established by subtracting the lowest category mean, 2.43
{Category H) from the highest category mean, 3.06
(Category A) which resulted in a difference of 0.63. This
difference was then divided by 4 to correspond with the
four levels of rating importance used in the survey, which
resulted in approximately 0.16. This sum was then added
in four adjusted incremental steps from the lowest
category mean resulting in the following four broad bands:
2.43 - 2.59, 2.60 - 2.76, 2.77 - 2.90, 2.91 - 3.06. The
11 category means were then sorted within these four
bands, which resulted in Categories J, XK and H falling
within the bottom-quarter (2.43 - 2.59), Categories B and
I falling within the second bottom-quarter (2.60 - 2.76),
Categories F, C, D and E falling withir the second top-
guarter (2.77 - 2.90). and Categories A and G falling
within the top-guarter (2.91 - 3.06). To add broader

meaning of importance to the categories and to correspond
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with the HRM Working Model, the two middle bands, on
either side of the mid-point (2.74) were collapsed into
one band. This action resulted in the three importarnce
bands: High Importance (2.91 - 3.06), Moderate Importance
(2.60 - 2.90), and Moderately Low Importance (2.43-
2.59).

It is essential 1in this study to clarify that all
competencies identified through the DACUM workshops were
considered to be important by the workshop participants.
However, they did not identify degrees of importance
between the 11 categories or their competencies. Their
rocle at this stage of the project was merely to identify

the HRM competencies.

Sub-problem 2

Analvsis of Variance

ANOVA was used to analyze the relationships between
the rated importance of all 220 competencies and the
survey participants’ years of experience in HRM. To
facilitate the analysis process and data interpretation,
three HRM practitioners’ experience dgroups were created:
(a) 0 to 5 years experience:; (b) 6 to 15 years experience;
and (c) 16 to 27 years experience.

These three age groupings were established as a
result of natural breaks in the age distribution as

reflected by the data. 1In addition. they appeared to fit
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a normal HRM promotional level structure. For example.
from my experience, five years of experience 1s acceptable
tc reach the full working level, six to fifteen years of
experience 1is acceptable for entry into the first and
second levels of management, and 16 to 37 years of
experience 1s common for entry into executlive-level
positions.

Statistical significance for the purposes of this

study was assigned as p £ 0.05.

Cross—tabulation Analyses

Cross—-tabulation analyses were carried out on those
competencies that displayed p =< 0.05 to determine the
relationships between the experience dgroups. The
totalling of sums and formulation of percentages in cross-
tabulation tables 3.2 to 3.15 was also conducted to make
inferential statements about the relationships and their
possible causes.

These anhalyses alsc explored the relationships
between the importance of these 14 competencies and the
HRM practitioners’ experience groups.

Cross-tabulation was selected as an analysis tool
because it was assessed as an effective and efficient
method to show frequencies and survey distribution

patterns (Kovacs, 1985}.
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Design of a Working Model

In order the facilitate discussion and tocus on the
interpretation of the data analysis in Chapters IV and V
a working model was created. 1Its conceptual structure waco
developed through several progressional steps.

Having worked as an HRM practitioner for the past SO
years (see Curriculum Vitae, Appendix E), the researcha:
recognized that in the workplace there were twe primary
and distinct competency segments or groups 1into which HRN
functions could be categorized. For example tunctions
such as recrultment, job classification. pay
administration and grievance handling 1involved working
directly with the line and represented a large porticn !
an HRM generalist practitioner’s day. As these functiony
were typically maintenance in nature. I labelled thus
competency segment as "Core HRM Generalist.’ Fun.tions
such as compensation, industrial relations and human
resource planning were typically conducted by HRM
practitioners with unique and expert knowledge and daily
contact with the 1line was not the rule. As these
functions required specialized and advanced knowledge and
skills, I labelled this competency segment "Speclalist

Using this model I sorted the 11 competency catedory
headings under either the Core HRM Generallst competency
segment or Specilalist competency segment. By foliowing

thls process I found that the 11 competen

FJ
b
.
1
1

I3

rt
jug
m
m
-
U
-
b3
13
re

could not be well accommedated under e tw.

An












Cee s Yt st ratedd competencles and Tables 1.2
e e U b ottom rated competencles.

cee tat e anc lade competency means and significant

P bt sliry values (p values) attributed to

ctoipe betweern the amportance of a competency and

ey partioapants . years of experience in the HRM

S A, s terisk ot *) highlights those competencies that

b oamafitant poo 0.05, and this signifies that

ottt were due to chance only 5 out of 100 times

Lr_and Bottom-rated Competencies
yoesteg Mol lompetency Segment

Lo sarvey competencles as a data base, the
T - tren Jdisplay the five top- and bottom-
Ppetet. Ler 0! each category (except Category I
cter only eraght competencles) by the three HRM

Stency  segments: Strategic (Tables

Jo1e HRM Generalist (Tables 2.2.1 and
sralilist 1 Tables 2.3.1 and 2.3.2). These
Lavde each competency’s mean. Those means

withoarn asterisk ') 1dentify significant p
attributed to relationships between the
ot cach compestency and the survey

ve=ars  of experience 1in  the HRM field.

t.avind a significant p value  are

42



Section Three

Section Three presents the following sets of tables:
Table 3.1 displays all survey competencies that reflected
a significant p value attributed to relationships between
the importance of each competency and the survey
participants’ years of experience in the HRM field. This
table also presents each competency’s p value.

Tables 3.2 to 3.15 display cross-tabulations for each
of the competencies that reflected a significant p value
attributed to relationships between the importance of each
competency  and the survey participants’ years of
experience in the HRM field. These tables are sub-divided
into three HRM experience groups and reflect the survey
participants’ responses by importance rating.

In order to provide broad meaning of the findings
from the cross-tabulation analysis and to formulate
conclusions. Table 3.16 displays a summary of the 14
competencies that displayed p £ 0.05. This summary 1s
presented by HRM competency segments and displays the
percentage differences of the combined responses to the
importance ratings for "Considerably Important” and

"Extremely Important” between HRM experience Groups 1 and

2 and Groups 2 and 3.
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HRM Practitioners’ Competency Ratings

A total of 134 respondents from the HRMAE completed
the questionnaire (see Appendix A). From this aggregate,
132 surveys were usable for this study. The two unusable
surveys were eliminated because the participants did not

rate the survey competencies.

Section One

Discussion - Table 1.1

Importance of Competencies

The distribution of the 25 top-rated competencies 1is

as follows: 15 from Category A (Facilitate the
Development of an Effective Organization), 1 from Category
C (staff the Organization), and 9 from Category G (Design

Processes to Facilitate Positive Employee Relations [Union
and Non-unionl). Categories A and G dominate this table
by a ratio of 24:1. These early findings indicate
strongly that the competencies in Categories A and G are
of high importance to the successful completion of HRM
responsibilities.

Eighteen of the 24 competencies in categories A and G
appear to fit well into the definition of “'strategic”
under the HRM competency segment working model. Of these,
13 competencies relate to influencing organizational

culture, environment or change processes: G3 (Reflect the
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Table 1.1

Tahulation of the 25 Top-Rated Compcetencics

Competency Competency Mean
Al0 Coach and counsc! with linc management 353
G3 Reficct the code of cthies of thc organization :.35
G8 Fostcr a positive employee rclations philosophy/environment 3.31
Al2 Assist line managers in developing the skills to use HR

tools and proccsscs 3.30
Gl Ensurc cmployce rclations is a high priority in the

organization 3129
C13 Ensurc/provide new cemploycees receive appropriate orientation

to the organization (environment, benefits, etc)) 327
Al3 Determine HR nceds for all levels of employcees and provide

appropriate scrvice 327 *
G4 Intcrpret and administer corporate policy 3.25
G10 Act as change agent (c.g. cmployce relations) 3.24
G2 Influcnce and reflect senior management philosophy and

mission within thc organizational culturc 3.24
AS Consult with "linc” to establish bascline of organizational

cffectivencss 3.24
A3l Rccognize formal and informal cultural norms, valucs, and

belicfs that cxist in the organization 3.24
G6 Anticipate, interpret, and implement legislation (labour laws,

human rights, ctc)) 3.23
A2l Provide scnior cxccutives with organizational solutions, not

problems 3.23
Ab Contributc to the cstablishment of organizational objectives 3.22

. cont’d
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Table 1.1
Tahulation of the 25 Top-Rated Competencics (cont’d)

Competency

Competency Mean

G5

A25

A23

Gl2

Al9

A27

A8

Interpret and administer corporate (practice)
Influcnce and cffeet organizational change

Support the creation and development of a learning
organization

Assist in the identification of the tools and processes that
arc appropriate for line managers

Establish and develop support systems to help "line™ prepare
for and rcact to change

Explore options, conscquences and advice to assist managers
in muaking the best decision for the individual and the

organization

Be aware of and help the organization adapt to external
(socictal) influences and changing value systems

Munage process of adapting to change

Facilitate the implementation of cultural norms, values, and
beliefs desired by the organization managers

Measure the gap between client determined serviee and
service actually  given

3.14




code of ethics of the organization); G8 (Foster a
positive employee relations philosophy/environment); Gl
(Ensure employee relations is a high priority in the
organization); Gl0 (Act as a change agent, e.g. employee
relations); G2 (influence and reflect senior management
philosophy and mission within the organizational
culture); A5 (Consult with 'line' to establish baseline
of organizational effectiveness); A6 (Contribute to the
establishment of organizational objectives); R25
(Influence and effect organizational <change); AZ23
(Support the creation and development of a learning
organization); A26 (Establish and develop support systems
to help 'line' prepare for and react to change); AlS (Be
aware of and help the orgarization adapt to external
[societal] influences and changing value systems); AZ27
(Manage process of adapting to change}; and A4
(Facilitate the implementation of cultural norms, values,
and beliefs desired by the organization managers). Four
of the 5 remaining "strategic" competencies deal with
providing tools and processes to the line: AlQ "Coach
and counsel with 1line management"; Al2 (Assist line
managers in developing the skills to use HR tools and
processes) ; A21 (Provide senior executives with
crganizational solutions, not problems); and All (Assist
in the identification of the tools and processes that are

appropriate for line manager) .
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Of the seven competencies that do not fit into the
definition of "strategic" under the HRM working model, six
align closely with the "Core HRM Generalist" competency
segment: Cl3 (Ensure/provide new employees receive
appropriate crientation to the organization-environment,
benefits, etc.); G4 (Interpret and administer corporate
policy); A3 (Recognize formal and informal cultural norms,
values and beliefs that exist in the organization); G5
(Interpret and administer corporate practice); Gl12 (Explore
options, consequences and advice to assist managers in
making the best decision for the individual and the
organization); and A8 (Measure the gap between client
determined service and service actualily given). It is
interesting to note that, with the exception of competency
A3 which deals with existing organizational culture, these
competencies all involve direct service delivery to the
line.

The one remaining competency, G6 (Anticipate, interpret
and implement legislation [labour laws, human rights, etc.])
fits into the "Specialist" competency segment.

The analysis indicates that those competencies with a

strategic component tend to be rated higher in importance

than others. This may be reflective of the survey
practitioners working within a proactive delivery
structure such as Andrews' (1986) Strategic Planning Model.

Also of some importance 1is the delivery of direct service
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to the line. This can be seen to some extent in the
"Strategic” competencies and almost entirely in the "Core
HRM Generalist"” competencies. It is not surprising. then.
that the top-rated competency, Al0 (Cocach and counsel with
line management), with a significantly higher mean (0.18)
than the second highest-rated competency, G3 (Reflect the
code of ethics of the organization), reflects both

strategic and direct service delivery elements.

Relationships Between Competency Ratings
and HRM Years of Experience

In Table 1.1, competencies Cl13, Al3 and G12 reflected
significant p values attributed to relationships between
the rated importance of these competencies and the survey

participants’ years of experience in the HRM field.

Discussion - Table 1.2

Importance of Competencies

The distribution of the 25 bottom-rated competencies
1s as follows: five from Category B (Educate, Train and
Develop staff), one from Category C (staff the
Organization), four from Category H (Design Processes to
Facilitate Positive Employee Relations), one from Category
I (Promote and Maintain the Well-being of the Employees),
five from Category J {Develop and Utilize Total

Compensation), and nine from Category K (Develop and
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Tablc 1.2

Tahulation of the 25 Bottom-Rated Caompetencics

Competency

14

K25

15

H9

no

17

Klé6

K21

K20

K19

Competency Mean

Identify alternative clements of compensation (direct pay,
variable pay)

Dctermine the cause/cffect relationships within the system
when changing a component of the systerm

Cost out planned compensation benefit programs to cnsurc
financial stability

Tic the HR information system with the payroll function

Develop/determine compensation mix (basic pay, variable
pay)

Prepare for gricvance and arbitration

Provide training support for managers impicmenting
compensation program

Manage outsourcing contracts (recruitment and individual
cmployment contracts)

Conduct gap analysis process regarding information nceds
Develop/determine benefits package

Identify interfaces and interface information system with
other systems

Integrate information systcms

Ensurc compatible computer language between disciplines/
departments

Dectermine sophistication of user needs

Consult, collaboratc, and ncgotiatc with supplicrs of training
products and scrvices

2.36 *

2.36

235

235

235 *

2.35

2.34

2.33

233

2.32

2.29

2.28

2.27

2.23

222

. cont’d
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Table 1.2

Tahulation of the 25 Bottom-Rated Compcetencics (cont’d)

Competency

11 Dcsign and develop E.A. programs

K10 Decsign information systcms

B23 Mecasure retention over time

H10 Represent management at arbitration hearings
K23 Maintain succinctness in formatting data
B10 Dcvelop training contracts with supplicrs
B24 Administcr cducational assistance programs
H1l Present management's position in arbitration
B22 Facilitate the cevolution of a learning centre
Hi2 Bring union into outsourcing (contracting out dccisions)

Competency Mean

230 ¢

2.20

2.19

212

2,12
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Utilize Human Resource Information Systems). Competencies
from Category K dominate this table by a ratio of
approximately 2:1.

Although inferences can be made about the importance
of the categories and their competencies at this stage of
the study., 1t is important to note that some of these
early findings may be misleading. For example., competency
c17 (Manage outsourcling contracts [recruitment and
individual employment contracts]) has a relatively low
rating of importance (2.33) as compared to 1ts category
mean (2.81). Therefore, conclusions about the importance
of a'l the competencies in Category C, based either on 1its
category mean or one of its competency means, could be
incorrect. 1In addition, since some categories have only a
few competencies (such as Category I) and others have
many, it follows that high or low 1important competencles
may be hidden in the aggregate mean.

These early findings suggest that some of the
competencies in Categories B (Educate, Train and Develop
staff). H (Design Processes to Facilitate Positive Union
Relations). J (Develop and Utilize Total Compensation).
and particularly K (Develop and Utilize Human Resource
Information Systems) are of moderately low importance to
the successful completion of HRM responsibilities. It 1s
interesting to note that each of the above categories and
24 of the 25 lowest-rated competencies appear to fall

under the “Specialist” competency segment of the HRN
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tindings cuggest that HRM practitioners view their ability
t. anfluence a positive organizational culture as the most
tnper tant aspect of the employee relations function.

Four of the five competencies from Category A
(Fucilitate the Development of an Effective Organization)
involve direct service to the line in a facilitative and
consultative role. This fits well with the category’s
forous. These findings recognize that primary
teesponeibility for organization effectiveness lies with
l1ne management ., but that HRM practitioners play a key

1ole 1n facilitating the process and acting as advisors to

In Table 2.1.1. competency Al3 reflected a

S1miticant p ovalue.

crocusglion - Table 21,2

Imprortance of Competencies

N. .o of the competencies 1in thils table are included
1. the 5 top- or bottom-rated competencies identified in
Ples 1.1 or 1.2 Although these competencies represent

tive lowest ratings 1n Categories A and G, they are

ot ormoderate impertance to the successful completion
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Table 2.1.2

Tabulation of the Five Bottom-Rated Competencics of Fach Strategic Category:

[Union and Non-union])

Category A (Facilitate the Development of an Fffective Organization) and
Catcgory G (Design Processes to Facilitate Positive Employee Relations

Competency Competency Mean
Alé6 Asscss when and if intervention is required and at what

level of the organization 2.89
Al4 Dcfine role and philosophy of intervention 2.72
AlS Gather data important to an organizational intervention 2.67
A20 Adapt to thc marage the outsourcing at a varicty of

functions 2.63
A22 Administer employec rcecognition programs 2.54
Gl1 Maintain balance and censistency between/among work units 2.81
Gi4 Use mediation to resolve conflicts 2.79
Gi8 Facilitate access to occupational health and safety, wellness

and Employce Assistance Programs (E.A.P) 2.77
G19 Facilitate referrals to occupational heaith and safety, wellness

and E.AP 2.62
G20 Train ficld pcople in employcee relations 2.53




Seven of the ten competencies have a strategic focus,
the three exceptions being: Gl8 (Facilitate access to
coccupational health and safety, wellness and Employee
Assistance Programs [E.A.P.]): G19 (Facilitate referrals
to occupational health and safety. wellness and E.A.P.):
and A22 (Administer employee recognition programs). None
of these competencies reflect a cultural or environmental
focus and they appear to best fit into the Core HRM
competency segment. Two of them, G18 and G19, along with
one other competency. G20 (Train field people in employee

relations)., 1involve direct service to the line.

summary Discussion of Tables 2.1.1 and 2.1.2

The findings of Table 2.1.1, when considered along
with the findings of Table 2.1.2, suggest that those
strategic competencies that involve influencing
organizational culture or environment, or providing direct
service to the line, are considered more important by HRM
practitioners than those strategic competencies that do
not. It appears that the ability to 1influence
organizational culture and/cr managers adds importance to

strateglc competencies.

Relationships Between Competencv Ratings
and HRM Years of Experience

In Table 2.1.2, there are no competencies that

reflected a significant p value.
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Core Generalist Competency Segment

Discussion - Table 2.2.1

Importance of Competencies

Only one competency in this table, Cl13 (Ensure/provide
new employees receive appropriate orientation to the
organization [environment, benefits, etc.}), is included in
the 25 top-rated competencies and it is rated as the sixth
most important competency out of the 220.

Twelve of the 20 competencies in this table best fit
the Core HRM Generalist competency segment. Each of the 12
also involve direct service to the line. The remaining
eight competencies tend to be advanced or specialized,
reflecting a corporate focus: Cl (Develop policy for
recruitment and selection that reflects a corporate
philosophy):; Dl (Ensure job evaluation process matches the
organizational philosophy); D12 (Ensure job design includes
employment equity principles); D3 (Link Jjob design to
organizational effectiveness); D4 (Determine methods/options
for job evaluation); D8 (Determine benchmark positions and
link to market wvalue); F20 (Link organizaticnal objectives
to key performance indicators); and F21 (Link performance
management to all planning [strategic, individual, career,

training]) .

w
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Tabic 2.2.1
Tabulation of the Five Top-Rated Competencies of Fach Core HRM Generalist Category:
Category C (Staff the Orpanization): Category D (Design and Fyvaluate Jobs): Category E
(Facilitate Carcer Development) and Category F (Design, Plan and Co-implemient a
Performance Management System)

Competency Competency Mean
C13 Ensurc/provide new employces reccive appropriate orientation
to the organization (cnvironment, bencefits, ctc.) 327 ¢

16 Apply different interviewing techniques to accommodate

diffcrent processcs (hiring, disciplinary, ctc.) 3.09
1 Develop policy for recruitment and sclection that reficets

corporate philosophy 3.08
Cl5 Dcvclop interview processcs/strategics to match the situation 3.06
4 Consult with the "line™ to assess the nced for positions

(rationalize and asscss) 3.02
D1 Ensurc job cvaluation proccss matches the organizational

philosophy 3.03
D12 Ensure job dcsign includes cmployment cquity principles 2.88
D3 Link job design to organizational cffectivencss 2.87
D4 Determine mcthods/options for job evaluation 2.82
D§ Dctermince benchmark positions and link to market valuc 282 ¢
ES Ensurc cmployce undcrstands own responsibility in carcer

planning process 3.06
E3 Help employces understand the direction the organization is

"going in” 3.04
Eé6 Assist the employce to understand issucs that affect carcer

development 2.89
E4 Identify opportunitics for employces to grow from a carcer

development perspective 2.85
E7 Integrate managers into carecer development process value 2.81

. cont’d



Table 2.2.1
Tabulation of the Five Top-Rated Competencics
of Each Corec HRM Generalist Category (cont'd)

Competency Competency Mean

F30 Support line managers in providing on-going feedback to

employccs 3.08
F18 Encourage cmployces to look at wholc organization 3.00
F21 Link performance management to all planning (strategic,

individual, carcer, training) 299
F20 Link organizational objcctives to kecy performance indicators 298
F27 Train managers to do performance management (ic.

performance appraisal) 298




Relationships Between Competency Ratings

and M _Years o ce

In Table 2.2.1, competencies Cl3 and D8 reflected

significant p values.

Discussion - Table 2.2.2

Importance of Competencijies

only one competency 1in this table, €17 (i4anage

outstanding contracts =-- recruitment and individual
employment contracts), 1s included in the 25 bottom-rated
competencies.

Fourteen of the 20 competencies in this table best
fit the Core HRM Generalist competency segment. Only one
of these., E8 (Provide career counselling), involves direct
service to the line. The remaining six competencies tend

to be advanced or specialized, reflecting a corporate

focus: D7 (Design gender neutral systems
[classification]): D13 (Facilitate the analysis of work
flow patterns); D2 (Link organizational participation to

job design process [including union participationl]); E2
(Assist 1in designing career development programs that are
in line with corporate philosophy and which meet
organizational needs); F26 (Establish systematic planning
process for performance management, evaluation and

reinforcement): and F33 (Continually monitor the
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Tabulation of the Fisve Bottom-Rated Competencics of Fach Core HRM Generalist Category:

Table 2.2.2

Category C (Staff the Organization); Catepory D (Design and Fyvaluate Jobs); Category F.
(Facilitate Carcer Development) and Category F (Design. Plan and Co-implement a

Performance Management System)

Competency

Cc17

Cl12

21

C19

C20

D10

D5

D2

D7

D13

E2

E8

Ell

E9

El12

Manage outsourcing contracts (recruitment and individual
cmployment contracts)

Use a range of techniques for administering the jub offer
process

Influence cducational systems to rccognize the nced to
providc suitablc candidates for positions

Manage outplaccment as it rclates to downsizing
Dusign employment equity programs

Ensurc/develop validation processes that keep job design on
track and currcnt

Decvelop measurcment criteria

Link organizational participation to job dcsign proccss
(inciuding union participation)

Decsign gender ncutral systems (classification)

Facilitate thc analysis of work flow patterns

Assist in designing carcer development programs that arc in
linc with corporate philosophy and which mect
organizational nccds

Provide carcer counselling

Undcrstand and administer succession processes

Undcrstand and usc asscssmcnt tools

Manage a skills inventory for succession planning

Competency Mean

2.33

2.46

2.47

2.54

r
oY
&

2.77

2.76

2.71

2.65

241

2.73

271

2.62

2.53

2.48

SrememrmL

. cont’d
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Table 2.2.2
Tabulation of the Five Bottom-Rated Compcetencies
of Fack Corc HRM Genceralist Category (cont'd)

Competency Mean

Competency
F32 Link individual's pcrformance to organization’s performance 275
F26 Establish systematic planning process for performance

management, cvaluation, and rcinforcement 2.75
33 Continually monitor the performance management system to

add valuc to all positions 2.71
F17 Handlc implementation issucs 2.70
Fs Distinguish between individual performance management

2.68

process and the framework which it fits
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performance management system to add value to all

positions).

Relationships Between Competency Ratings
and HRM Years of Experience

In Table 2.1.2, competency C1l9 reflected a

significant p value.

summary Discussion of Tables 2.2.1 and 2.2.2

The findings of these two table suggest that the Core
HRM Generalist competencies considered most 1mportant by
HRM practitioners are those involving direct service to
the line. These competencies 1illustrate that the
generalist function rests on a corporate foundation of
policies, processes and systems. The corporate and

generalist functions are often closely linked.

Specialist Competency Segment

Discussion - Table 2.3.1

Importance of Competencies

None of the competencies in this table are 1included
in the 25 top- or bottom-rated competencies identified in
Tables 1.1 or 1.2.

2ll 24 of the competencies in this table best fit the

Specialist competency  segment. All four of the
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Table 2.3.1
Tabulation of the Five Top-Rated Competencics of Fach Specialist Category:
Category B (Educate, Train and Develop Staff), Category H (Design Processes to Facilitate
Positive Union Relations). Category | (Promote and Maintain Well-Being of Employces),
Category J (Develop and Utilize Total Compensation) and Category K (Develop and Utilize
Human Rcsource Information Systems)

Compeltency Competency Mean

B1 Dctermine the current and future job nceds 3.13
B3 Analyzc the gap and dctermine recommendations 3.01
B2 Dcfine nceds (mcasure/define current state, describe desired

stale, measure gap) 2.99
B1S Encourage employees to take ownership of learning

environment 3.00
B14 Conduct workshops, seminars, small working groups 295
HS Interpret and administer collective agreements 2.82
HI Fostcr a harmonious rclationship with unions 2.77
H?2 Use a proactive collaborative approach to problem solving

with unions 2.74
Hé Assist managers with gricvance resolution 2.64
HE Conduct rescarch on gricvance issucs 2.47
I-6 Promote quality of work lifc 2.86
1-2 Promote a hcalthy workplace, environmental issucs, air

quality 2.79
I-5 Promotc congrucnce between job design, employce well-

being, and organizational necds (job rotation) 2.69
I-3 Promote a balanced lifestyle 2.68

. cont’d
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Tabulation of the Five Bottom-Rated Competencics of Each Specialist Category:

Tahle 2.3.2

Category B (Educate, Train and Deyelop Staff), Category H (Design Processes to Facilitate
PPositive Union Rcelations), Category 1 (Promote and Maintain Well-Being of Employces),
Catepory JJ (Develop and Ultilize Total Compensation) and Category K (Develop and Ultilize

Competency

B13

B9

HY

H10

HI11

Hi2

Human Rcesource information Systems)

Competency Mean

Dcevelop/train the trainer

Consult, collaborate, and ncgotiate with supplicrs of training
products and scrvices

Mcasure retention over time
Develop training contracts with suppliers
Administer cducational assistance programs

Link ncgotiations to company strategic plans and work force
plans

Prepare for grievance and arbitration

Represent management at arbitration hearings

Present management’s position in arbitration

Bring union into outsourcing (contracting out dccisions)
Promote wellness objectives and provide ncccssary training
in stress, reercation, balancing work and family,
preretirement

Fnsure compliance with occupational health and safety
regulations

Promote the well-being of employees through cffective
benefit design

Design and develop E.AL programs

2.54

222

2.19

2.11

2.08

240

235

252

245

220 *

. cont’d
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Table 2.3.2
Tabulation of the Five Bottom-Rated Competencies
of Each Specialist Category (cont’d)

Competency Competency Mean
J4 Identify alternative clements of compensation (dircct pay,

variable pay) 236 ¢
15 Develop/determine compensation mix (basic pay, variable

pay) 235 *
J9 Cost out planned compensation benefit programs to cnsure

financial fcasibility 2.35
110 Provide training support for managers implementing

compcensation program 2.34
J6 Develop/determine benefits package 2.32
K20 Integrate information systems 2.28
K19 Ensure compatiblc computer language between disciplines/

departments 2.27
K17 Dctermine sophistication of uscr nceds 2.23
K10 Dcsign information systems 2.20

K23 Dcsign and develop E.A. programs 2.12




objectives and provide necessary training in stress,
recreation, balancing work and family, preretirement); Il
(Design and develop E.A. programs); J10 (Provide training
support for managers 1implementing compensation program):

and K17 (Determine sophistication of user needs).

Relationships Between Competency Ratings
and HRM Years of Experience

In Table 2.3.2, competencies I1, J4 and J5 reflected

significant p values.

summary Discussion of Table 2.3.1 and 2.3.2

The findings of these two tables suggest that
Category B (Educate, Train and Develop Staff) and Category
I ¢(Promote and Maintain Well-Being of Employees) differ
from the other specialist categories 1in the number of
competencies involving direct service to the line: Seven
of the 10 competencies 1in Category B and 6 of the 8
competencies in Category I, compared to 1 of 10
competencies 1in Categories H and K and 2 of 10
competencies 1in Category J. Another apparent difference
is the corporate ature of all competencies in Category H
(Design Processes to Facilitate Positive Union Relations) ;
Category J (Develop and Utilize Total Compensation); and
Category K Develop a d Utilize Human Resource Information
Systems) which is not found in any Category B competencies

and in only 2 of 8 Category I competesncies.



Section Three

By category. and by using all 220 survey competencies
as a data base, Section Three presents sets of tables, as
follows.

Table 3.1 displays all competencies of the survey
which reflected a significant p value, through ANOVA.
attributed to relationships between the importance of the
competencies and the survey ©participants’ vyears of
experience in the HRM field. The table also presents each
competency’s significant p value.

Tables 3.2 to 3.15 depict cross-tabulations for each
of the competencies that reflected a significant p value
attributed to relationships between the importance of the
competencies and the survey participants’ vyears of
experience in the HRM field.

Table 3.16 presents a summary of the 14 competencies
that displayed p £ 0.05. This summary 1s portrayed by HRM
competency segments and displays the percentage
differences of the combined responses to the importance
ratings for "Considerably Important” and T“Extremely
Important” between HRM experience Groups 1 and 2 and
Groups 2 and 3.

Table 3.1 presents all the survey’'s competenciles that
reflected a significant p value attributed to relation-
ships between the rated importance of the competencies and
the survey participants’ vears of experience 1in the HEM

field.
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The table also delineates each competency’s

significant p value.

Discussion - Table 3.1

of the 14 competencies that displayed p < 0.05, only
two, D9 (Ensure Jjob design complements the Jjob evaluation
system) and G13 (Counsel, intervene, and refer employees
at various levels), did not appear in the tables that
displayed the 25 top- and bottom-rated competencies and
the 5 op- and bottom-rated competencies from each
category. It 1is noteworthy that five out of the 14
competencies that displayed p £ 0.05 are from Category J
(Develop and Utilize Total Compensation). The reason for
this may be because of their very specialized nature,
and/cr that they were not well understood by the survey
participants.

Tables 3.2 to 3.15 depict cross-tabulations for each
of the competencies that reflected a significant p value
attributed to relationships between the importance of the
competencies and the survey participants’ years of

experience in the HRM field.

Discussion - Table 3.2

Group 1 achieved the highest percentage of responses
for any of the groups and ratings (59.5%) and Group 2
achieved the second highest percentage of responses

(52,7, Both groups fell under the rating "Extremely
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Table 3.1

75

Competencics That Reflect a Significant p Value and Their Individual Values

Competency p Value
Al3 Determine HR nceds for ail levels of employees and provide

appropriate scrvice 0.01
A2S Influcnee and cficct organizational change 0.01
13 Ensurc/provide ncw cmployces reccive appropriate orientation to

the organization (cnvironment, bencfits, ctc.) 0.04
C19 Manage outplacement as it relates to downsizing 0.03
D8 Determine benchmark positions and link to market value 0.05
D9 Ensurc job design complements the job cvaluation system 0.04
Gl12 Explore options, conscquences and advice to assist managers in

making the best decision for the individual and the organization 0.05
G113 Counsel, intervene and refer employees at various levels 0.03
I-1 Design and develop E.A. programs 0.04
J4 Identify alternative clements of compensation (dircct pay, variable

pay) 0.02
15 Devclop/dcetermine compensation mix (basic pay, variable pay) 0.04
37 Tie compensation to the job evaluation and performance

management system 0.02
18 Test intcrnal cquity by conducting salary and bencfit surveys 0.04
J11 Communicate with employees about compensation and benefits

programs 0.05




Table 3.2

Cross-Tabulation of Competency A13 by Rating of Importance
and HRM Ycars of Experience
(Determine H.R. nceds for all levels of employees and provide appropriate scrvice)

Group 1 Group 2 Group 3 Row
Competency 0-5 Yrs 6-15 Yrs 16-37 Yrs Totals
Not Important 0 (0.0 3 (5.5%) 2 (6.3%) S (4.0%)
Somewhat Important S (13.5%) 3 (5.5%) 9 (28.1%) 12 (9.7%)
Considerably Important 10 (27.0%) 20 (36.4%) 12 (37.5%) 42 (331.9%)
Extremcly Important 22 (59.5%) 29 (52.7%) 9 (28.1%) 60 (48.4%)
Column Totals 37 55 32 124

Table 3.3

Cross-Tabulation of Competency A25 by Rating of Importance
and HRM Ycars of Expcrience

(Influencc and cffcct organizational change)

Group 1 Group 2 Group 3 Row
Compcetency 0-5 Yrs 6-15 Yrs 16-37 Yrs Totals
Not Important 5 (13.9%) 3 (5.2%) 1 (2.9%) 9  (7.0%)
Somcwhat Important 8 (22.2%) 6 (10.3%) 4 (11.8%) 18 (14.1%)
Considcrably Important 12 (33.3%) 21 (36.2%) 7 (20.6%) 40 (31.3%)

Extremely Important

11 (30.6%)

28 (48.3%)

22 (64.7%)

61 (47.7%)

Column Totals

36

58

34

128
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Important.” Group 3 achieved the third highest percentage
of responses (37.5%) and it fell under the rating
"Considerably Important.” Only 28.1% of Group 3
respondents rated competency Al3 (Determine HRM needs for
all levels of employees and provide appropriate service)
as "Extremely Important,” compared with 59.5% for Group 1
and 52.7% for Group 2. While all three groups rated this
competency as important, the assessment of level of
importance was more evenly distributed in Group 3. whereas
the majority in Groups 1 and 2 perceived 1t as "Extremely

Important.”

Discussion - Table 3.3

Group 3 achieved the highest percentage of responses
for any of the groups and ratings (64.7%) and Group £

achieved the second highest percentage of responses

(48.3%) . Both groups fell under the rating "Extremely
Important.” Group 1 achieved the third highest percentage
of responses (36.2%) and it fell wunder the rating
"Considerably Important.” Only 30.6% of Group 1

respondents rated competency A25 (Influence and effect
organizational change) as "Extremely Important,” compared
with 48.3% for Group 2 and 64.7% for Group 3. While all
three groups rated this competency as imporiant, the
assessment of level of importance tended to increase with

years of experience.
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Discussion - Table 3.4

Group 2 achieved the highest percentage of responses
for any of the groups and ratings (63 8%), Group 1
achieved the second highest percentage of responses
(55.3%), and Group 3 achieved the third highest percentage
of responses (45.7%). All groups fell under the rating
"Extremely Important.” While all three groups tended to
rate competency Cl3 (Ensure/provide new employees receive
appropriate orientation to the organization [environment,
benefits, etc.]) as "Extremely Important,” this assessment
tended to grow with experience up to 15 years after which

it dropped off (from 63.8% :o 45.7%).

Discussion - Table 3.5

Group 2 achieved the highest percentage of responses
for any of the groups and ratings (35.7%) and it fell
under the rating "Extremely Important."” Group 1 achieved
the second highest percentage of responses (35.3%) under
the rating "Not Important.” Group 3 achieved the third
highest percentage of responses (31.4%) under the rating
"Considerably Important.” The total responses indicate an
even distribution across the four ratings, with the
differences being in the responses of the three groups.
The majority of those respondents with less than five
years'’ experience rated competency C19 (Manage
outplacement as 1t relates to downsizing) as "Not

Important” or "Somewhat Important.” Those respondents
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Table 3.4

Cross-Tabulation of Compcicney C13 by Rating of Importance
and HRM Ycars of Fxpericence
(Ensurc/provide new cmployces © “cive appropriatc oricntation to the organization
fe:.ironment, bencfits, etc])

Group 1 Group 2 Group 3 Row
Compctency 0-5 Yrs 6-15 Yrs 16-37 Yrs Totals
Not Important 4 (10.5%) 4 (6.9%) 6 (17.1%) 14 (10.7%)
Somewhat Important 4 (10.5%) 1 (1.7%) 6 (17.1%) 1T (8.4%)
Considerably Important 9 (23.7%) 16 (27.6%) 7 (20.0%) 32 (24.4%)
Extremely Important 21 (55.3%) 37 (63.8%) 16 (45.7%) 74 (56.5%)
Column Totals "8 35 131

Table 3.5

Cross-Tabulation of Competency (19 by Rating of Importance
and HR™M Years of Experience
(Manage outplacement as it relates to downsizing)

Group 1 Group 2 Group 3 Row
Competencey 0-5 Yrs 6-15 Yrs 16-37 Yrs Totals
Not Important 12 (35.3%) 8 (14.3%) 10 (28.6%) 30 (24.0%)
Somewhiat Important 9 (26.5%) 13 (23.2%) 8 (22.9%) 30 (24.0%)
Considerably Important 6 (17.7%) 15 (26.8%) i1 (31.4%) 32 (25.6%)
Extremcly Important 7 (20.6%) 20 (35.7%) 6 (17.1%) 33 (26.4%)

Column Totals 34 56 35 125




with more than 15 years’ experience were almost evenly

divided between "Not/Somewhat Important” and
"Considerably/Extremely Important’” (51.5% and 48.5%,
respectively). The majority of those respondents in the

six to 15 years-of-experience group (62.5%) rated this

competency as "Considerably/ Extremely Important.”

Discussion - Table 3.6

Group 3 achieved the highest percentage of responses
for any of the groups and ratings (51.4%) and Group 2

achieved the second highest percentage of responses

(42 .1%1. Both groups fell under the rating "ExXtremely
Important.” Group 1 achieved the third highest percentage
of responses (32.3%), under the ratings "Not Important”
and "Considerably Important.” Only 19.4% of Group 1
respondents rated competency D8 (Determine benchmark
positions and link to market value) as CTExtremely
Important,” compared with 42.1% and 51.4%, respectively,
for Groups Z and 3. The assessment of the level of
importance of this competency tended to increas:. with

yvears of experilence.

Discussion - Table 3.7

Group 1 achieved the highest percentage of responses
for any of the groups and ratings (43.8%) under
"Considerably Important.’ Group 3 achieved the second

highest porcentage of responses (42.9%), while Group 2
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Table 3.7

Cross-Tabulation of Compctency D9 by Rating of Importance
and HRM Ycars of Experience
(Ensurc job dcsign complemerts job cvaluation system)

Group 1 Group 2 Group 3 Row
Compectency 0-5 Yrs 6-15 Yrs 16-37 Yrs Totals
Not Important 9 (28.1%) 8 (14.0%) 5 (14.3%) 22 (17.7%)
Somewhat Important S (15.6%) 9 (15.8%) (17.1%) 20 (16.1%)
Considerably Important 14 (43.8%) 17 (29.8%) (25.7%) 40 (32.3%)
Extremely Important 4 (12.5%) 23 (40.4%) 15 (42.9%) 42 (33.9%)
Column Totals 32 57 35 124

Table 3.8
Cross-Tabulation of Compctency G12 by Rating of Importance
and HRM Ycars of Fxperience
(Explore options, conscquences, and advice to assist managers in making
the best decision for the individual and the organization)

Group 1 Group 2 Group 3 Row
Competency 0-5 Yrs 6-15 Yrs 16-37 Yrs Totals
Not Important 7 (19.4%) 4 (7.1%) 6 (17.7%) 17 (13.5%)
Somecwhat Important 1 (2.8%) 3 (5.4%) 4 (11.8%) 8 (6.4%)
Considcerably Imporiant 10 (27.8%) 16 (28.6%) 13 (38.2%) 39 (31.0%)
Extremcly Important 18 (50.0%) 33 (58.9%) 11 (32.4%) 62 (49.2%)
Column Totals 36 56 34 126




achieved the third highest percentage of responses
(40.4%). Both Groups 3 and 2 fell under the rating
"Extremely Important.” Only 12.5% of Group 1 respondents
rated competency D9 (Ensure job design complements the job
evaluation system) as "Extremely Important,"” compared with
40.4% and 42.9%, respectively, for Groups 2 and 3. The
assessment of level of importance was very similar for

Group 2 and Group 3, with the majority rating this

competency as "Considerably Important” or “Extremely
Important.” Group 1, on the other hand, tended to
perceive 1t as "Considerably Important” or "Not
Important.” The overall rating of importance increased

with experience beyond five years.

Discussion - Table 3.8

Group 2 achieved the highest percentage of responses
for any of the groups and ratings (58.9%) and Group 1

achieved the second highest percentage of responses

(50.0%). Both groups fell under the rating "Extremely
Important.” Group 3 achieved the third highest percentage
of responses (38.2%) wunder the rating “"Considerably
Important.” Only 32.4% of Group 3 respondents rated

competency GlZ2 (Explore options, consequences, and advice
to assist managers 1in making the best decision for the
individual and the organization) as "Extremely Important, "

compared with 50.0% and 58.9%, respectively, for Groups 1
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and 2. The level of importance was assessed somewhat

higher by Group 2 than it was by Groups 1 and 3.

Discussion - Table 3.9

Groun 1 achieved the highest percentage of responses
for any oY the groups and ratings (42.1%) and Group 2

achievec the second highest percentage of responses

(41.1%). Both groups fell under the rating "Extremely
Important.” Group 3 achieved the third highest percentage
of responses (35.3%) wunder the rating “Considerably
Important.” Only 17.7% of Group 3 respondents rated

competency Gl3 (Counsel, intervene, and refer employees at
various levels) as "Extremely Important,” compared with
42 .1% and 41.1%, respectively, for Groups 1 and 2. The
assessment of level of 1importance was similar between
Group 1 and Group 2, both of which assessed importance as
high. The majority of Group 3 assessed it as "Somewhat
Important” or "Considerably Important.” The assessment of
importance tended to be high up to 15 years of experience,

falling off scmewhat beyond that.

Discussion - Table 3.10

Group 3 achieved the highest percentage of responses
for any of the groups and ratings (57.1%) and Group 1
achieved the second highest percentage of responses
(41 .2%). Both groups fell wunder the rating “"Not

Important.” Group 2 achieved the third highest percentage
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Table 3.9

Cross-Tabulation of Compcetency GI3 by Rating of Importance
and HRM Ycars of Expcricnce
(Counscl, intcrvenc and refer cmployces at various levels)

roup 1 Group 2 Group 3 Row
Compctency 0-5 Yrs 6-15 Yrs 16-37 Yrs Totals
Not Important S (13.2%) 4 (7.1%) 6 (17.7%) 15 (11.7%;
Somewhat Important 7 (18.4%) 10 (17.9%) 10 (29.4%) 27 \21.1%)
Considerably Important 10 (26.3%) 19 (33.9%) 12 (35.3%) 41 (32.0%)
Extremely Important 16 (42.1%) 23 (41.1%) 6  (17.7%) 45 (35.2%)
Column Totals 38 56 34 128

Table 3.10

Cross-Tabulation of Competency i-1 by Rating of Importance
and HRM Years of Fxperience
(Design and develop E.A. programs)

Group 1 Group 2 Group 3 Row
Compctency 0-5 Yrs 6-15 Yrs 16-37 Yrs Totals
Not Important 14 (41.2%) 13 (23.2%) 20 (57.1%) 47 (37.6%)
Somewhat Important 8 (23.5%) 16 (28.6%) 4  (11.4%) 28 (22.4%)
Considerably Important 6 (17.7%) 15 (26.8%) 7 (20.0%) 28 (22.4%)
Extremely Important 6 (17.7%) 12 (21.4%) 4  (11.4%) 22 (17.6%)

Column Totals 34 54 35 125




of responses (28.6%) under the rating "Somewhat
Important.” Only 23.2% of Group 2 respondents rated

competency Il (Design and develop E.A.P. program) as "Not

Important,” compared with 41.2% and 57.1%, respectively,
for Groups 1 and 3. While the majority of respondents
across all groups assessed the competency as “Not
Important” or "Somewhat Important,” the assessed level of

importance increased in Group 2 and decreased again in

Groun 3.

Discussion - Table 3.11

Group 1 achieved the highest percentage of responses
for any of the groups and ratings (50.0%) under the rating
"Not Important.” Group 2 achieved the second highest
percentage cf responses (35.2%) under the rating "Somewhat
Importart.” Group 3 achieved the third highest percentage
of responses (31.1%) under the ratings "Not Important” and
"Extremely Important.” While the majority of respondents
1n each group rated competency J4 (Identify alternative
elements of compensation {[direct pay, variable payl) as

"

"Not Important” or "Somewhat Important,"” the assessment of

level of importance tended to increase with experience.

Discussion - Table 3.12

Group 1 achieved the highest percentage of responses
for any of the groups and ratings (50.0%) under the racing

“Not Important.” Group 2 achieved the second highest
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Table 3.11

Cross-Tahulation of Competency J4 by Rating of Importance

and HRM Years of Experience

(Idcntify alternative clements of compensation [dircct pay, variable pay])

Group 1 Group 2 Group 2 Row
Competeney -5 Yrs 6-15 Yrs 16-37 Yrs Totals
Not Importaat 16 (50.0%) 9 (16.7%) 11 (31.4%) 36 (29.8%)
Somewhat Important 8 (25.0%) 19 (35.2%) 7 (20.0%) 34 (28.1%)
Considerably Important 4 (12.5%) 12 (22.2%) 6 (17.1%) 22 (18.2%)
Extremely Important 4 (12.5%) 14 (25.9%) 11 (31.4%) 29 (24.0%)
Column Totals 32 54 35 121

Table 3.12

Cross-Tabulation of Competency J5 by Rating of Importance
and HRM Ycars of Expericnee
(Develop/determine compensaiion mix [basic pay, variable pay])

Group 1 Group 2 Group 3 Row
Compcetency 0-5 Yrs 6-15 Yrs 16-37 Yrs Totals
Not Importans 16 (50.0%) 10 (17.9%) 11 (31.4%) 37 (30.1%)
Somewhat Iraportant 7 (21.9%) 21 (37.5%) 7 (20.0%) 35 (28.5%)
Considcrably Important S (15.6%) 11 (19.6%) 6 (17.1%) 22 (17.9%)
Extremely Important 4 (12.5%) 14 (25.0%) 11 (31.4%) 29 (23.6%)

Column Totals 32 56 35 123
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percentage of responses (37.5%) under the rating "Somewhat
Important.” Group 3 achieved the third highest percentage
of responses (31.4%) under the ratings "Not Important” and
"Extremely Important.” While the majority of respondents
in each group rated competency J5 (Develop/determine
compensation mix [basic pay, variable payl) as “Not
Impertant” or “Scmewhat Important."” the assessment of

level of importance tended to increase with experience.

Discussion - Table 3.13

Group 2 achieved the highest percentage of responses
for any of the groups and ratings (40.4%) under the rating
"Extremely Important.” Group 1 achieved the second

highest percentage of responses (38.2%) under the rating

"Not Important.” Group 3 achieved the third highest
percentage of responses (34.3%) under the ratings
"Considerably Important” and "Extremely Important." Only

41.2% of Group 1 respondents rated competency J7 (Tie

compensation to job evaluation and performance management

system) as "Considerably Important” or "Extremely
Important."” compared with 68.5% and 68.6%, respectively,
for Groups 2 and 3. The assessment of the importance of

this competency increased significantly with more than

five years of experience.

88



Table 3.13

Cross-Tahutfation of Compctency J7 by Rating of Importance
and HRM Ycars of Fxpericnce

(Tic compensation to job evaluation and performance management system)

Group 1 Group 2 Group 3 Row
Competernicy 0-5 Yrs 6-15 Yrs 16-37 Yrs Totals
Not Iroiportant 13 (328.2%) 8 (14.0%) 7 (20.0%) 28 (22.2%)
Somewhat Important 7 (26.6%) 10 (17.5%) 4 (11.4%) 21 (16.7%)
Considcrably Iraportant 6 (17.7%) 16 (28.1%) 12 (34.3%) 34 (27.0%)
Extremcly Important 8 (23.5%) 23 (40.4%) 12 (34.3%) 43 (34.1%)
Colurnn Totals 34 57 35 126

Table 3.14

Cross-Tabulation of Compctency J8 by Rating of Importance
and HRM Years of Expcricnce
(Test cxternal equity by conducting salary and benefit surveys)

Group 1 Group 2 Group 3 Row
Competency 0-5 Yrs 6-15 Yrs 16-37 Yrs Totals
Not Irnportant 14 (40.0%) 9 (16.4%) 11 (33.3%) 34 (27.6%)
Somewhat Important 3 (8.6%) 10 (18.2%) S (15.2%) 18 (14.6%)
Considerably Important 11 (31.4%) 15 (27.3%) 11 (33.3%) 37 (30.1%)
Extremely Important 7 (20.0%) 21 (38.2%) 6 (18.2%) 34 (27.6%)

Column Totals 35 55 33 123
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Discussion - Table 3.14

Group 1 achieved the highest percentage of responses
for any of the group and ratings (40.0%) under the rating
"Not Important.” Group 2 achieved the second highest per-
centage of responses (38.2%) under the rating "Extremely
Important.” Group 3 achieved the third highest percentage
of responses (33.3%) under the ratings "Not Important" and
“Considerably Important.” Only 20.0% and 18.2%,
respectivel y, of Groups 1 and 3 rated competency J8 (Test
external equity by conducting salary and benefit surveys)

as "Extremely Important,” compared to 38.2% of Group 2.

Discussion - Table 3.15

Group 2 achieved the highest percentage of responses
for any of the groups and ratings (42.1%) under the rating
"Considerably Important,” as well as the second highest
percentage of responses (36.8%) under the rating
"Extremely Important."” Group 1l achieved the third highest

percentage of

responses (35.1%) under the rating
"ExXtremely Important."” While the majority of respondents
in each group assessed competency Jll (Communicate with
employees about compensation and benefit programs through
a variety of channels) as "Considerably Important” or

"Extremely Important,” 78.9% of Group 2 respondents did so
in comparisen with 59.4% and 54.3%, respectively, of

Groups 1 and 3.
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Table 3.15

Cross Tabulation of Competency J11 by Rating of Importance
and HRM Ycars of Expericnce
(Communicatec with cmployecs about compensation and benefit programs

through a varicty of channcls)

Group 1 Group 2 Group 3 Row
Compcetency 0-5 Yrs 6-15 Yrs 16-37 Yrs Totals
Not Important 12 (32.4%) 7 (12.3%) 11 (31.4%) 30 (23.3%)
Somewhat Important 3 (8.1%) S (8.8%) S  (14.3%) 13 (10.1%)
Considerably Important 9 (24.3%) 24 (42.1%) 10 (28.6%) 43 (33.3%)
Extremely Important 13 (35.1%) 21 36.8%) 9  (25.7%) 43 (33.3%)
Column Totals 37 57 35 129
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Summary Discussicn on Tables 3.1 to 3.15

HRM practitioners with five years or less experience
tended to rate these competencies as less important than
those practitioners with more experience. 1In seven of the
14 competencies, the highest percentage of responses fell
under the rating "Not Important."” Those with 6 to 15
years’ experience tended to rats these competencies as
more important than those with less and those with more
experience. In 10 of the 14 competencies, the highest
percentage of responses fell under the rating "Extremely
Important.”

HRM practitioners with 16 or more years of experience
tended to be more diverse in their responses. These
practitioners rated 6 of the 14 competencies at a very
similar level as respondents with 6 to 15 vyears’
experience, and 2 competencies at a similar level as
respondents with 5 years of experience or less. These
practitioners also rated the remaining 6 competencies to
be more important than did respondents with 5 years or
less experience, but less irportant than did respondents
with 6 to 15 vyears’ experience. In 7 of the 14
competenciles, the highest percentage of responses was
under the rating "Extremely Important,” but in 3 of these
cases another rating achieved the same percentage ("Not
Important” 1in 2 cases. “Considerably Important” in 1

case).
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To provide broad meaning to the findings from the
crocss-tabulation analysis, and to formulate conclusions,
Takble 3.16 presents a summary of the 14 competencies that
displayed p = 0.05. The summary is portrayec. by HRM
competency segments, and delineates the percentage
differences of the combined responses to the importance
ratings for “"Considerably Important” and T"Extremely

Important” between HRM experience Groups 1 and 2 and

Groups 2 and 3.

Discussion - 3.16

Assessment (¢ 1mportance increased with experience in
all cases between Group 1 and Group 2. In most cases the
difference between Group 1 and Group 2 assessments was
significant: in 11 of the 14 competencies the difference
was 12.4% or higher.

In 6 of the 14 competencies, the assessment of
importance was very similar (within 4%) between Group 2
and Group 3. The assessment of importance of the

remaining 8 competencies dropped off significantly (14% or

more) .

Fcur of the competencies (Al3, A25, 612 and G13) fell
under the "Strategic"” competency segment. with all 4
competencies. assessment of importance increased with

experlence beyond 5 years but 3 decreased with experience

beyeond 15 years.
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Tahlc .16

Summary of Compctencics by Percentage of Respondents Rating “Conviderably Important™
or Extremely Important™ and HRM Years of Fxpericnee

Group 2 - Group 3 -
Compctency Group 1 Group 1 Group 2 Group 2 Group 3
Scgment 0-5 Yrs Diffcrence 6-15 Yrs Difference 16-37 Yrs
Strategic
Al3 86.5 2.6 89.1 -23.5 65.6
A2S 63.9 20.6 84.5 0.8 853
G12 77.8 9.7 87.5 -16.9 70.6
G13 68.4 6.6 75.0 -22.0 53.0
Core HRM Generalist
C13 79.0 12.4 91.4 -25.7 65.7
Ci9 38.3 24.2 62.5 -14.0 48.5
D8 51.7 16.7 68.4 0.1 68.5
D9 56.3 13.9 70.2 -1.6 68.6
Specialist
I-1 35.4 12.8 48.2 -16.8 314
J4 25.0 23.1 48.1 0.4 485
I35 28.1 16.5 44.6 3.9 48.5
37 41.2 27.3 68.5 0.1 68.6
i3 51.4 14.1 65.5 -14.0 S1.5
J11 594 195 78.9 ~24.6 543
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Four of the competencies (Cl3, €19, D8 and D9) fell
under the "core HRM generalist” competency segment. In
all cases, assessment of 1mportance increased with
experience beyond five years, but decreased with the two
Category C (Staff the Organization) competencies and one
Category D competency (Design and Evaluate Jobs) with
experience beyond 15 years.

Six competencies (I1, J4, J5, J7, J8 and J11) fell
under the "specialist” competency segment. In all cases,
assessment of importance increased with experience beyond
five vyears. This assessment remained similar with
experience beyond 15 years in three of the Category J
(Develop and Utilize Total Compensation) competencies, but
it decreased again in two of the Category J competencies
as well as 1in the Category I (Promote and Maintain the
Well-being of Employees) competency.

Since only 14 of the 220 competencies reflected a
significant p value attributed to relationships between
the rated .mportance of each competency and the survey
participants’ years of experience in the HRM field, the
relationship may be one of chance and any inferences based
on the data must be made with caution.

Based on the above findings, the conclusions and

recommendations are discussed in Chapter V.
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CHAPTER V

CONCLUSIONS AND RECOMMENDATIONS

Data analyses conducted provides the basis for the
findings. conclusions and recommendations in answer to the
research questions about the importance of the HRM
profile’s competencies and the relationships between the
importance of a competency and the survey participants’
years of experience in the HRM field.

Specific research questions were:

1. Wwhat is the importance of the competencies identified
by HRM practitioners working in Edmonton, Alberta,
and the surrounding area?

2. What are the relationships between the importance of
a competency and the survey participants’ years of

exXperlience in the HRM field?

Conclusions

Importance of the HRM Survey Competencies

The 1inquiry into Sub-Problem 1 was developed through
the analysis of 130 separate competencies presented in a
series of interrelated tables. This approach was selected

to reduce the data to a more manageable size, while
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providing an ample data base upon which to formulate
findings and conclusions.

Analysis of the competencies 1in each category
identified a pattern of importance. Using the ratings of
importance definitions and the category means, the
following patterns emerged:

1. High Importance - Categories A (3.06) and G (3.05):
2. Moderate Importance - Categories F (2.82), C (2.81),

D (2.78), E (2.77), B (2.66) and I (2.60): and.

3. Moderately Low Importance - Categories J (2.51)., K

(2.50) and H (2.43).

These patterns were supported by the analysis of the

25 top- and bottom-rated competencies: 24 of the top-
rated competencies were in the "High  Importance”
categories (A and G) and 18 of the bottom-rated

competencies were in the “"Moderately Low Importance”
categories (J, K and H).

The 1importance patterns also related closely to the
HRM working model. Categories A (Facilitate the
Development of an Effective Organization) and G (Design

Processes to Facilitate Positive Employee Relations [Union

and Non-union]) most often reflected competencies
primarily strategic in nature. This strategic focus
involved direct service to the line, for example, "coach

and counsel with line management" and "consult with line
to establish baseline of organizational effectiveness." or

influencing organizational culture or environment, for
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example. "reflect the code of ethics of the erganization”
and “"influence and reflect senior management philosophy

and mission within the organizational culture."

Categories F (Design, Plan and Co-implement a
Performance Management System) , c (staff the
Organization), D (Design and Evaluate Jobs) and E

(Facilitate Career Development) reflected the traditional
core HRM generalist functions required to provide direct
services to the line such as staffing., job evaluation,
performance management, and career development.

Categories B (Educate, Train and Develop Staff), I
(Promote and Maintain the Well-being of Employees), J
(Develop and Utilize Total Compensation), K (Develop and
Utilize Human Resource Information Systems) and H (Design
Processes to Facilitate Positive Union Relations)
reflected specialist functions. It was only in this area
that the working model failed to correlate exactly with
the importance rating patterns, with B and I falling into
the "Moderate Importance” grouping and J, K and H falling
into the "Moderately Low Importance"” grouping. It may be
that B and I were considered to be more important because
they involved working directly with the line, whereas J, K
and H tended to be corporate, non-direct service
functions.

The view that assessment of importance increased for
those competencies involving direct service to the line is

supported by the analysis of the five top- and
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bottom-rated competencies in each category. 1In reviewing
the two "High Importance” categories (A and G). for

example, those competencies receiving the highest ratings

tended to 1involve the line: “"coach and counsel with line
management” ; "assist line managers in developing the
skills to use HR tools and processes”; "interpret and
administer corporate policy"; "influence and reflect

senior management philosophy and mission within the
organizational culture."” On the other hand, thouse

competencies receiving the lowest ratings tended to be

corporate or administrative: “gather data important tc an
organizational intervention"; "administer employee
recognition programs”; “maintain balance and consistency
between/among work units": "use mediation to resolve

conflicts.”

The same trend appeared to a lesser degree 1in

reviewing the three "Moderately Low Importance"” categories

(J. K and H). The top-rated competencies tended to
include some services to the line, such as “"assist
managers with grievance resolution," “communicate with

employees about compensation and benefit programs” and
"assist managers with grievance resolution." The bottom-
rated competencies, however, were distinctly corporate
and/or administrative; for example, “represent management
at arbitration hearings,” "identify alternative elements

of compensation,” and "integrate information systems."

99



The above findings suggest that a modification should
be made to the HRM working model (see Figure 2). as
specified in Chapter III. to better reflect the importance
of the competencies identified in the survey
questionnaire. The modification would result in the
following changes to the model: the "Core HRM Generalist"
competency segment would be replaced with a segment
labelled "Direct Service” competencies, and +he
"Specialist” competency segment would be replaced with a

segment labelled "Corporate” competencies.

REVISED HRM WORKING MODEL

STRATEGIC HRM GENERALIST SPECIALIST
COMPETENCY COMPLTENCY COMPETENCY
SEGMENT SLGMENT SEGMENT

DIRECT SERVICE CORPORATZ
COMPETENCY COMPETENCY J
SEGMENT SEGMENT y

Figure 2. Revised HRM Wcrking Model
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The first change from the core HRM generalist
competency segment description to that of the direct
service competency segment was necessary to reflect the
view that assessment of importance increased for those
competencies involving direct service to the line. The
second change from the specialist competency segment
description to that of the corporate competency segment
was 1ntroduced to reflect the view that although the
competencies were specialist in nature, they also involved
little direct service to the line and primarily supported
corporate processes and systems to fulfil the corporate
mandate.

This modified working model resulted in the category
competencies being distributed into the following HRM
competency segments:

* Strategic Competencies - (Categories A and G)

* Direct Service Competencies - (Categories F, C, D,
E, B and I)

* Corporate Competencies - (Categories J, K and H)

While each of these competency segments are important

HRM functions, the highest importance is placed--
correctly, arcording to Andrews’ (1986) Strategic Planning
Model -- on strategic functions first. This finding

suggests that HRM practitioners are striving to adopt a
more proactive approach to the delivery of their services.

Rather than focusing on traditional HRM functions, they
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102
recognize the importance of strategic partnerships with

li.ie managers.

Differences Between the Importance of Each Competency
and the Participants’ Years of HRM Experience

The inquiry into the Sub-Problem 2 was developed
using the 220 competencies as a data base. Only 14
competencies reflected significant p valuves attributed to
differences between the importance of the competencies and
the survey participants’ years of experience in the HRM
field. These competencies were: Al3, A25, C13, Cl19, D8,
D9, Gl2, G13, 11, J4, J5, J7, J8 and J11.

Since only 14 competencies out of 220 reflected a
significant p value attributed to differences between the
importance of the competencies and the survey
participants’ years of experience in the HRM field,
experience does not appear to be a significant factor in
assessing importance. No pattern readily appeared among
the 14 competencies that would explain why they displayed
a significant p wvalue. Four competencies fell under the
"High Importance” categories, five under the "Moderate
Importance” categories, and five under the "Moderately Low
Importance” categories. For each of the 14 competencies
that displayed a significant p value, very similar
competencies can be found which did not show such a
correlation. For example, in Category A, “influence and

effect organization change” displayed a significant p



value, whereas two similar competencies -- "manage process
of adapting to change” and "help organization adjust
resources to ensure it 1is meeting organizational change"”
-- did not. This finding further supports the probability
that the relationship between years of HRM experience and
assessment of importance in these 14 cases is due to
chance.

One interesting., although not surprising, trend that
appeared 1in the 14 competencies that reflected a
significant p value relates to rating of importance, which
increased with experience beyond five years. It was most
noticeable with competencies rated as "Moderately Low."
One could speculate that HRM practitioners with limited
experience may have had little or no exposure to these
corporate functions. Therefore., they had no strong sense
of their importance in comparison to practitioners who had
more experience and who may have actually work in one or

more of the corporate specialty areas.

Recommendations

The recommendations of this study are as follows:

1. As HRM practitioners attempt to cope with the rapidly
changing corporate environment. they will not be able
to rely on reactive service delivery models to forge
their strategic partnerships with management. It is

essential that they adopt a proactive service
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delivery  model that encompasses the strategic
competencies identified in this study.

2. This study identified that competencies involving a
direct service to the line received a higher rating
of importance than those that did not. Educational
institutions and professional HRM associations should
ensure that their educational programs are designed
to emphasize this focus in their curricula.

3. A finding of this study was a tendency for rating of
importance cf the competencies to increase for
respondents with experience beyond five years and to
decline for respondents with more than 15 years of
experience. This would be an interesting area for
further study, to determine whether other factors,
such as level 1in the organization. age, or Job

function. have any relation to rating of importance.

This study indicates that HRM practitioners
understand the importance of proactive, strategic delivery
of service to the line. Organizations that reinforce this
focus by providing training, coaching and recognition in
these competency areas will benefit through high quality

service from their HRM staff.
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APPENDIX A
HRM SURVEY AND COVERING LETTER

Grant MacEwan
Community College

Majiing Addraess
F.O. Ecx 17G6,
Ecmericn, Albera
Caraca 73J 2€2

18 june 15¢2

Dear Member:

The Personnel Associaion of Edmonton and Grant MacEwan Community College have
joined rorces to research the educational needs of the Human Resource community. We have
«orapiled valuable information but we now need your help. Would you please review and
veact to our findings? In case you are not already familiar with the study, an overall outline
along with the names of the workshop participants is enclosed.

Your participation is extremely important. We will be using your opinions, and those of
your colleagues, to refine cur results. Please take the time to complete the enclosed
document and return it to us in the large envelope provided.

Enclosed you will also find a Participation Form. Its sole purpose is to help reduce the
number of follow-up contacts that may be necessary due to mail delays or vacation
interruption. Please complete it and mail it in the small envelope after you have finished the
survey.

Thank you for supporting this project. It will have direct benefits for the Human Resource
community. We will be reporting the study results and implementation plan to all PAE
members in October 1992.

Please feel free to contact Pauline Collette who is in charge of data validation and compiling
at 463-3572 or myself at $41-4786.

St Galor

Dr. Hugh Cowley, CHRP [/

Human Rescurce Management Project Coordinator

P& Generic Managemnent Competencies for the KR professi .l are being addressed in
& serarate grecess.

Sevesrm Zreet Taza \crm asper Pace Camous Cromcaie Campus Md Wooes Carous
‘CCIC - LT Sreer 10045 - 186 Streer 8C2C - 118 Avenus 7219 - 29 Avenue
TE. lEs TEP 2P T3 CR8 TEK 2P

AOT e SO0 (2CT) 2131 &) 477 X0 (4CT) 4625501
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Research Project, June, 1992

111

A JOINT VENTURE IN HUMAN
RESOURCE MANAGEMENT RESEARCH

April 30th marked the beginning of a comprehensive three-phase study.

RESEARCH OBJECTIVE

To develop a competency-based profile of the multi-dimensional human
resource (HR) management profession.

PURPOSE OF THE STUDY

To provide the base of current information necessary to design and
implement an extensive array of highly flexible, competency-based, HR
management credit courses.

BACKGROUND

In 1989 Grant MacEwan Community Coliege (GMCC) conducted a needs
assessment survey throughout the Edmonton HR community. The
evidence overwhelmingly indicated a need for greater access to high
quality HR training at all levels: entry, continuing, and advanced. In 1990
further research, conducted by GMCC in cooperation with the Personnel
Association of Edmonton (PAE) and the Human Resources Institute of
Alberta (HRIA), reconfirmed the earlier conclusion.

METHODOLOGY

GMCC is using the DACUM (Developing a Curriculum) workshop
process to gather the profile information. DACUM workshops provide the
opportunity for experts, who currently practice within a protession, to
define the competencies required in that profession. The result of the
workshops is a comprehensive profile of the major areas of responsibility
in a profession, and the tasks to be performed in each major area. This
profile helps determine: 1) which competencies should be taught within
an educational program; and 2) how the competencies should be packaged
into courses. The DACUM process is an excellent method of ensuring
that new programs (and stand alone cpurses) match the needs of the
profession and specialties therein that they intend to serve. The workshop
is usually one or two days long and is led by a facilitator. However,
because of the multi-dimensional nature of the HR management
profession, this study was expanded to four workshops over a six day
period, under the leadership of an eight person joint research team from
GMCC and the University of Alberta (U of A).



SCHEDULE .
PHASE 1: DACUM #1 APRIL 30, 1992 12

The participants were senior members of the HR profession who possess a
broad HR perspective. Their task was to develop an overview profile of
the bodies of knowledge used in the HR profession.

PHASE 2 DACUM #2A MAY 22 & 23, 1992
DACUM #2B MAY 29 & 30, 1992

The participants represented a cross-section of practioners in HR specialty
areas. Their task was to conduct an analysis of the competencies required
within the major bodies of know!edge in the HR profession.

Following these DACUMs, the compiled information is validated by
circulation to all 380 members of the PAE. The response from the
membership will be compiled and analyzed for use in the final DACUM.

PHASE 3: DACUM #3 SEPTEMBER 18, 1992

The participants will finalize the profile developed in the previous two
phases. They will also provide input on course configurations and the
organization of teams that will focus on: 1) content; 2) methods of
delivery; 3) instructor sources; and 4) continuous monitoring and
updating of implemented streams of instruction.

NOTE: Generic Management Competencies for the HR professional are
being addressed in a separate process.

REPORTING

The study results and implementation will be ready for reporting in
October 1992.

RESEARCH TEAM

Hugh Cowley - Project Coordinator (GMCC)

Art Dean - DACUM Master (U of A)

Ann Wilson - Assistant DACUM Master (GMCC)
Joan Patrick - DACUM Analyst (GMCC)

Joanne Christie - DACUM Recorder (GMCC)

Pauline Collette - Data Validation and Compilation (U of A;
Ingrid Stammer - Graphic Design (U of A)

Mark Armison - Manager, Business Outreach (CMCCQC)
Sharon Patriquin - Liaison (PAE)

Jim Sanderson - Liaison (PAE)

Eldon Emerson - Liaison (HRIA)

Trevor Axworthy - Liaison (HRIA)
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DACUM WORKSHOP PARTICIPANTS

Randy Bell
Attorney General's Office

Dan Bingham
Right Associates

Michael Borowski
B.N. Shepp & Associates Limited

Sharon Bradburn
Alberta Blue Cross

Gilbert Briscoe
Edmonton Ambulance Authority

Roger Buzak
EDTEL

John Campbell
Alberta Transportation

Malcolm Chadwick
AGT Limited

Eldon Emerson
Murray Axmith Western Limited

Audrey Eremenko
Workers' Compensation Board

Mark Hatley
Northwestern Utilities Limited

Claire Ingles
Caritas Health Group

Kay Johnston
AGT Limited
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Barry Jones
St. Albert Protestant School Board

Jim Loree
Hewlett-Packard (Canada) Limited

Brian McClelland
Sherritt Gordon Limited

Angela Moffatt
Alberta Blue Cross

Terry Moore
Alberta Power Limited

Darleen Odegard
Caritas Health Group

Darwin Park
Davies, Park & Associates

Sharon Patriquin
Campbell Douglas Randall & Associates

Kathleen Preclaw
PCL Constructors Inc.

Brian Reid
The Capital Care Group

Eileen Turnmer
Alberta Motor Association

Murray Wade
Right Associates
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DESIGN OF THE SURVEY

The survey is designed to give you an overall perspective of the
profile information collested through the DACUM workshops. It
describes the major categories of responsibility in the HR profession
and the competencies to be performed in each major category.

These were identified with the help of the following statement as a
reference point:

The multi-dimensional human resource professional should be
able to. ..

1. CATEGORIES

The major category of responsibility is identified by a single letter of
the alphabet and can be found in the box highlighted with a black
band.

In the following example

Promoteand
Maintain the
Well-being of

Employees

the category Promote and Maintain the Well-being of Employees is
identified by the heading 1.

In an another example

Develop and
Utilize Human
Resource
Information
Systemnrs

K

the category Develop and Utilize Human Resource Information
Systems is identified by the heading K.
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There are eleven (11) categories of responsibility.

They are: 116

- Fadilitate the Development of an Effective Organization

- Educate, Train & Develop Staff

- Staff the Organization

- Design & Evaluate Jobs

- Facilitate Career Development

- Design, Plan & Co-implement a Performance
Management System

- Design Processes to Facilitate Positive Employee
Relations

- Design Processes to Facilitate Positive Union Relations

- Promote & Maintain the Well-being of Employees

- Develop and Utilize Total Compensation

- Develop and Utilize Human Resource Information
Systems

AU O mMmgnNw))

2. COMPETENCIES

The competencies to be performed in each category are identified by a
number and can be found in the boxes that follow the category

heading.
In this example
Promote and 1. Design and 2.Promote a healthy |{3. Prorote a bal-
Maintain the develop Employee workplace (ergonom- [{anced lifestyle.
Well-being of AssistancePrograms lics, workplace
Employees (EAP). environmentalissues,
proy airquality, lighting).

1,2, and 3 identify individual competencies which are associated with
category I - Promote and Maintain the Well-being of Employees.

In the following example

Develop and 1. Plan for HR 2. Predictinformation|{|3. Project information
K Utilize Human information needs. needs of organiza- needs of organiza-

Resource tion. tion.

Information

Systems

1,2, and 3 identify competencies which are assodated with category
K - Develop and Utilize Human Resource Information Systems.

6 Human Resource Maragement



Research Project, june, 1992

The number of competencies varies in each category. The shortest
category includes 8 competencies, while the longest includes 34.

3. RATING-SCALES

Two areas in the survey will give you the opportunity to react to our
findings as they relate first to your working context and secondly to
your professional development needs.

In this example

3. Project information
meeds of organiza-
tion.

working context \
professional Al1]2]31]4 g

development needs ———1B]1]2]3]4

the top numbered line, or the A line, will be gathering your
responses in regards to your working context, while the bottom
numbered line, or the B line, will be seeking information in regards
to your professional development needs.

4. PROFESSIONAL DEVELOPMENT ASSESSMENT

INVENTORY (OPTIONAL FEATURE)

As an added optional feature, you can use this survey to help you
prioritize your professional development needs. If you are
interested, fill out the Professional Development Assessment
Inventory which has been included in the package of materials. This
Inventory has been supplied for your own personal use and should
not be returned with the completed survey.
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INSTRUCTION SHEET

Please respond to the next two statements for each competency.

118

STATEMENT A

Using the key that follows please cross (X) the number that best
describes how important this competency is to successfully carry
out your responsibilities as a human resource professional.

1 =Not 2 =Somewhat 3 = Considerably 4= Extremely
Important Important Important Important

U = If you are unable to judge the competency please cross off the
box identified as U.

STATEMENT B

Using the key that follows please cross (X) the number that best
describes your level of professional development need in this

competency.
1=No 2=Low 3 = Moderate 4 = High
Need Need Need Need

U = if you are unable to judge the competency please cross off the
box identified as U.

In the following example

3. Project information
needs of organiza-
tion.

LA T2]3]x]Ju
(Bix[2[3]4]U

priority 4 on line A and priority 1 on line B have been identified for
this competency.

8 HumanResource Management



A - Best describes how important each competency is to successfully carry out your responsibilities. 119
1 = Not Important 2 = Somewhat Important 3 = Considerably Important 4 = Extremely important U = Unable to Judge

B - Best describes your level of professional development need in this competency.
12 No Need 2= Low Need 3 = Moderate Need 4 = High Need U = Unable to Judge

Facilitate the 1. Assist in effective 2. Help organization 3. Recognize formal Please do
A Development organizational policy to define its cultural and informal cultural not write
of an Effective development norms, values, norms, values, and in this
Organization beliefs, and mission. a‘eln:? s;l:;::::\- in column‘
[A[i]2][3]4]U AMT2T3]4]0] TJADZ[3]4JU] D Re
BLEBRL] BLEBEN BLREBEY s.i0
4. Facilitate the 5. Consult with ‘line’ 6. Contribute to the
implementaton of to establish beseline establishmentof
cultural norms, of organizational organizational
values, and beliefs effectiveness. objectives.
desired by the
organization. |
[AT]2]313]0] TA[Z2I3]4]U] TALTZI3]4]U
[BI1]2{3]4]U [Bl1]2[3]4]U BI12[3[¢4]U] 11-16
7.Influence organiza- 8. Measure the gap 9. Provide linkages
tional performance to between client between and among
improve position in determined service organizational units.
tomorrow's market and service actually
place. given.
TA [2]3[4]U A[1[2]3[4]0 TA[T]2[3]4]U
(B]1]2[3]4]U (B]1[2]3]4]U (B11]2[3]4]U] 47.22
10.Coachand 11. Assist in the 12. Assist line
counsel with line identification of the managers in develop-
management. tools and processes ing the skills to use
thatare appropriate HRK tools and
for line managers. processes.
A[IZ]3[4]U A[2[314]0] TANOTZI3]4[0
[BI1]2]3]4]U (Bl1]2]3[4]U (BI1[2]3]4[U] 23-28
13. Determine HR 14. Define role and 15. Gather data
needs for all levels of philowphy of important toan
employeesand intervention. organizational
pro»fi eappropriate intervention.
service.
LA 1J2]3[ﬂU TA1[2|3]4 U [érl]21314 U
RENABAN BB [BI1[2[3[4[0] 29-34
16. Assess whenand 17. Determine 18. Make recommen-
ifintervention is intervention action dations for approval
required and at what that needs to be put and endorsement of
level of the organiza- forward (how, interventions.
tion. when).
Af1]2}3]4]JU Al1]2]314]U [AJ1]2]3]4|U
TB23[4]0 [B]1[23]2]0 BIIRB[E[U] 35-40
Research Project, June 1992 e



A - Best describes how important each competency is to successfully carry out your responsibilities. “
1= Not Important 2 = Somewhat Important 3 = Considerably Important ¢ = Extremely Important U = Unable to Judge 120

B - Best describes your level of professional development need in this competency.
1=NoNeed 2= Low Need 3 = Moderate Need ¢ = High Need U = Unable to Judge

Facilitate the 19. Be aware and 20. Adapt toand 21. Provide senior Please do
A Development help the organization manage the out- executives with not write
of an Effective (adagt ;)unﬂml s?\fxurcmﬁg of a variety o ;_\iution:l in this
o societal ) influences of functions. solutions, no
Organization and changing value ™ problems. column
systems.
3[4]U ANTZI3T4]0] TADR23T4TU
TRB[4[C BI123[4[C [BTI2I3[3[0] 41 -46
22 Administer 43. Support the 24. Aralyze and
employee recognition creation and develop- assess the need for
programs. ment of a leaming organizational
organization. change.
A[TT2]3T4 [A[TT2]3T4 [ATIT2T3T4
3J1]2[3]4 U [3]1[213l4 U [311]2]5[4 Ul 47-52
25. Influence and 26. Establish and 27. Manage process
effect organizational develop sugport of adapting to
change. systems to help ‘line’ change.
prepare for and react
tochange.
{AINT2]314]U (Al1]2]3]4]U [Al1[2]3]4]U
{B]1]2]3]4]U [B{1]2]3]4]U (B]112[3[4][U] s3-s8
28. Help organization 29. Ensure organiza- 30. Design, develop.
to adjust resources to tional changes are select, and use
ensure it is meeting “insync” with assessment tools
organizational organizational (employment
change. objecrives. surveys, performance
measurement).
A IIZET4 U [A 1]2]3]4 U MJ]JZD]} U
1BI112]3]4]U Bl1[2]3]4[U B11]2[3[4]U] 59-¢4
31. Design, develop,
select, and use
measurement tools
(employment
surveys, performance
measurement).
[A[1[2]3]3]C
TBI123J4[0 65 - 66
Educate, Train, 1. Determine current 2. Define needs 3. Analyze the gap
and Develop and future job needs. (measure/define and determine
Staff current state, recommendations. o _=-2
describe desired 1D Rec
state, measuregap).
[A[1T2]3]4]U [A[1]2]3T410 [A]1]2]3]4]U
[B]112[3[3]U BI2B[4[0 Te[1ZB[4[U] 5-10

10
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A - Best describes how importani each competency is to successfully carry out your responsibilities. 121
1 = Not Important 2 = Somewhat Important 3 = Considerably Important 4 = Extremely Important U = Unableto Judge ~ =
B - Best describes your level of professional development need in this competency.
1 = NoNeed 2= Low Need 3 = Moderate Need 4 = High Need U = Unable to Judge
Educate, Train, 4. Recommend S. Develop training 6. Prepare long term Please do
(present, seli, plans (annual plans (3-Syr. not write
influence) training recertification, etc). developmentpian). in this
‘nterventions. column
ANT2]3]4]0] TA[1]2][3]4]0 Al112]3]4]0
B[I[23[4[U B8] 123[4[0 BIIRIB[4[U] 11-16
7. Researchand 8. Determine method 9. Consult, collabo-
match training and and mode of deliv- rate and negotiate
development needs ery. with suppliers of
of organization with training products and
available resources. services.
TANZ3[:]0] TAZ3R]U A[T]2]3]a]0
B]12]3[¢[0 Te[1]2]3]4 [0 BLORBEU] 17-22
10. Develop training 11. Design, develop, 12. Coordinate
contracts with madify training implementation of
suppliers. courses (curriculum). training.
TA[T[2]3]3]U [ATTT2]3]4]U A[1]2[3]4]0
B12[3[4[0 TBIRBR][U [BLI2PB[3[0] 23-28
13. Develop/train the 14. Conduct work- 15. Encourage
trainer. shops, seminars, employees to take
smalllearning ownership of
groups. learning environ-
ment.
(A[T12]3]4]U [Al1]2]3]4]U {Al1]2]3]4]U
BUREED [BOREEL  BLEREEEL] 2.
16. Create/develop a 17. Shape the 18. Create a culture
“learning organiza- employee'sattitudes and atttude towards
tion” for the indi- toward lifelong lifelong learning
vidualemployee. learning (educational (educational assis-
assistance). ance).
AZEE[0 TAN[ZIE[4]0 A[[Z2[3]4]0
BI123[4[U B2l [0 BII2B[4[C] 35-40
19. Demonstrate the 20. Provide processes 21. Facilitate a
value of participation and systems to line positive training
in training (for managers to assess environment
individualsand value gain of training (training facility,
organization). (indicators of value). ergonomicissues).
(A[1]2]374JU] TATI[2]3[4TU {Al1f2]3]4]U
BIT2]3[4]U Bi1]2[3]4]U IB]1[2]3]4]U| 41-46
Research [ roject, June 1992 11




A - Best describes how important each competency is to successfully carry out your responsibilities. A
1=Not Important 2= Somewhat Important 3 = Considerably Important 4 = Extremely Important U = Unable to Judge

B - Best describes your level of professional development need in this competency.
1=NoNeed 2z Low Need 3 = Moderate Need 4 = High Need U = Unabie to Judge

Educate, Train, 2. Facilitate the 23. Measure retention 24. Administer Please do

and Develop evolution of a over time. educational assis- not write

saf learning center. tance programs. in this
column

AM2]3[3]0 A2[3]4]U] TAZIET4]0
T RB[]0 L[Lrna; T2B[A[U BIRBET] .5
Staff the 1. Develop policy for 2. Develop a corpo- - Monitor environ-
Organization racruiunel:\r:ndy nur:crmpunent ment to anticipate the
selection that reflects strategy (how, levels, effectof external
corporate philoso- etc.). changes on organiza-
phy. tion(demographics,
legislativechanges).
1A]1]2]3}4[U (AJ1]2]3]4]U Alil213[4]U
(B11]23]4[U B[1]2[3[4]U [BI12[3{4]U] s3.58
4. Consult with the 5. Establish a current 6. Establisha
‘line’ to assess the position/ person recruitment plan for
need for positions profile. a position.
(rationalizeand
assess).

Al1f2[3]4]U 1AJ1]2]3]4]U JAl1]2f3]4]U
[BI1j2]3{4]U B|1]2]3[4[U [B]1]2]3[4]U] s9-e4

7. Utlize the recruit- 8. Train the 'line’ to 9. Use a range of
ment options fora perform selection techniques in
position. process. defining positions.

RITZEET0 [AN2[3]3]0] TARTZ[E]4[0

[Bi1[2]3]4]U B]1]2[3[4]U (BI1[2]3[4[U] 6s.70
10. Use a range of 11. Use a range of 12. Use a range of
techniques in techniques in techniques for
building candidate building candidate administering the job
pools. assessmentoptions. offer process.

TA[T[2[3]4]U] [A[T[2]3[4]U [A[T[2[3[4]U
(B]1j2]3}4]U B[1]2]3[4]V [BI1[2[3[4]U] 1.7

13.Ensure/provide 14. Evaluate tech- 15. Develop inter-

new employees nigues used in view processes/

receive approprate defining positions, strategies to match -3
orientaticn to the building candidate the situation. ID Rec
organization (environ- pools and candidate

ment, benefits, etc.). assessment options.

TAT1]2]3]4JU [AT1]2]3]4]U [A11]2]3]4
TBI12[3[2]0 B[ 1[23[4[0]  [BI1[2[3[4

cic

12 Human Resource Management



A - Best describes how importz.nt each competerncy is to successtully carry out your responsibilities. 123
1= NotImportant 2 = Somewhat Important 3 = Considerably Important ¢ = Extremely Important U = Unable to Judge

B - Best describes your level of professional development need in this competency.
s = NoNeed 2= Low Need 3 = Moderate Need 4 = High Need U = Unable to Judge

Staff the 16. Apply ditierent 17.Marage out- 18. Manage rederloy- Please do
C Organization interviewing tech- sourcingcontracts ment process not write
: nuques to accommo- (recruitmentand (internally and in this
datedifferent individualemploy- externally). column
processes (hiring, mentcontracts).
disciplinary, etc.).
ATT2]3T4 A[TT2T3T4JU Al1]2T3T4
B[1[2[3[4]U B]1]2[3[¢|U BII23[4[U] 11-16
19. Marage out- 20. Design employ- 21. Influence educa-
placementas it ment equity pro- tional systems to
relates to grams. recognize the need to
downsizing. provide suitable
candidates for
- itions.
A[172]3]4]0 Al1j2]3]4]U (Aln]2]3]4JU
BII2BR[U [BIi23[4]0 BIZREU] 7.2
Designand 1. Ensure job evalua- 2. Link organiza- 3. Link jobdesignto
[) Evaluate Jobs tior: process matches tiona] participation to organizational
the organizational job design process effectiveness.
philosophy. (including union
participation).
[ATT]2]3T74]U [ANT2T3T4TU [A[1]2]3T4]U
TB[12[3[4]0 B112[3[4[0 [BI1[2[3[3]U] 23-28
4. Determine 5. Develop measure- 6. Conduct job
methods /options for mentcriteria. analysis for design
jobevaluation. and job evaluation.
A[TZ[3]4]U] [AO[ZI3[E[Y] TAREBERIT
B 123[4[0 TBIIRBL[T BIRBRU] 29-1
7. Design gender 8. Determine bench 9. Ensure job desi
neutralsystems mark positions and complements the Job
(classification). link to market value. evaluationsystem.
AZ[314]0] TANZ[E[A]U] TANRGERIT
BI1[2J3]4]U BJ1[2[3]4[U (BI1]2[3]4jU: 35.40
10.Ensure/develop 11. Ensure pay equity 12. Ensure job design
validation processes injob evaluation includesemployment
that keep job design process. equity principles.
on track and current.
AN[2[3[4]0] [AOLEEREY AREREE
BIRBED  BLIEERED] BOEEEY 4.4
Research Project, June 1992 13



A - Best describes how important each competency is to successfully carry out your responsibilities. 124
1= NotImportant 2 = Somewhat Impor@ant 3 = Considerably Important ¢ = Extremely Important U = Unable to Judge

B - Best describes your leve! of professional development need in this competency.
1=NoNeed 2= Low Need 3 = Moderate Need 4 = High Need U = Unableto Judge

Design and 13. Facilitate the Please do
&
D Evaluate Jobs analysis of work flow not write
patterns. in this
column
TANT2]3T410
1B]1]2[3[4]U 47-48
FacilitateCa 1. Assist th ani- : 3. Hel lo
E D.evelopmex\?" zl!‘iot‘ll indeeﬁor;sngm armdcv:‘l‘c:;:meqt und:rst:m th:ees
careerdevelopment et th corporate direction the organi-
issues. philosophy & which zation is "goingin”.
meetorganizational
TA[T]2]3[4]U ANT2ZI314]0 A[1[2]3T4]U
BIRBEC] [BlIRBEC BB -5
4. ldentify opportuni- S.Ensure employee 6. Assist the em-
ties for employees to understands own loyee to understand
ow from a career responsibility in issues that affect
evelopment career planning careerdevelopment.
perspective. process.
BOZBIE0  TA[TZ23]4[0 AN213]:]U
BIIRPB[4]0 BB BI12B[&]U] s55-60
7. Integrate managers 8. Providecareer 9. Understand and
into career develop- counselling. use assessment tools.
ment process.
AOZ3[40 TAOLZBIEIU TAN2[E14]0
BI123[4[U BIIZB[R]0 BI12[3[4[0] 61-66
10. Designa 11. Understand and 12. Manage 3 skills
workforce plan that administersucces- inventory for
fits the organization's sion processes. successionplanning.
needs.
[AT1]2[3[4]0 A[T[2[3]4[U AL [2[3]4]U
T 12[B[4[U BI1RB[4[T BII2B[4][0] &7-72
Design, Plan, and 1. Define the perfor- 2. Determine what is 3. Define the stake-
F Co-implement a maiice management to be accomplished holders in the -4
8| Performance system. with the performance performarce man- P
Management managementsystem. agementsystem. ID  Rec
Systemn
AOREIEU ALZEIEU JAREETE0
([BI12[3[¢[0]  [BI12J3[¢]U (BI112]3[4]U] s-10

14
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A - Best describes how important each competency is to successfully carry out your responsibilities.
1= Not Important 2= Somewhat Important 3 = Considerably Important 4 = Extremely Important U = Unable to Judge

B - Best describes your level of professional development need in this competency.
1=NoNeed 2= Low Need 3 = Moderate Need 4 = High Need U = Unable to Judge

Research Project, June, 1992

i 4. Devel fra S. Distinguish 6. Ali rformance
g;f,',;'}';,:::,,:".d workvfgro ge.rfor-m ¢ bctw’ae'r‘\snungividual mar;g::\eempymu
Performance mance management. perform:numn;nd :;nth‘ : h;?:oml"\‘.

agement proc .
Management ugefnme,:vork which P P
System it fits.
Al1{2]3]4]U A 1T2|3]4 U All1j2]3]4]U
B]123[4]0 B[1[2[3[¢]U B[123[4[U

7. Adapt the perfor-

8. Identify key

9. Identify key

mance management performanceindica- performarceindica-
system to your tors for the organiza- tors for individuals.
organization. tion.
A[2[3[4]U] T[A[T[2]3[4]U A[1[2[3[4]U
U

IBRABOE

[B{1]2]3]4

B1]2]3]4]U

for individual
performanceindica-
tors.

10. Identif s!andardﬂ

11. Identify key
performanceindica-
tors for teams.

12. Identify standards
for team performance
indicators.

ANZ[314]U

Al1T213]4]0

TB[12B[]U

A[1]2]3[4]U
[BI123[4]U

B[1]2]3[4|U

13. Designemployee
team-driven perfor-

mance management

systems.

14. Design a self-
assessmentcompo-
nent.

15. Tiein philosophy
of continuous
improvementto
value.

[A[TT2[3]4]U

TA[T]2[3]4]T

g

BI1[2[3[4]U

A[1]2[3]4]0
B11123[4][0

r——4

B[1[2]3[4|U

16. Create a sense of
ownership of the
performance man-
agementsystem.

17. Handle imple-
mentationissues.

18. Encourage
employees to look at
whole organization.

A[[2[3]4

AlT213]4

A[1]2[3]4]U

cic

TB[1[2]3]4

glc

TB]12]3]4

(B[1]23[4]U

19. Create sense of
ownership to the
mission.

20. Link organiza-
tional objectives to
key performance

21. Link performance
management to all
lanning (strategic,

AlT[273T4]
B[1]2[3]4 U]

indicators. individual, career,
training).
AlT]2]3]4]U (A[1]2]3]4TU

“BLRB[T

BI2B[E]U

125

Please do
not write
in this
column

11-16

17-22

23-28

29-34

35-40

41-46

15



A - Best describes how important each competency is to successfully carry out your responsibilities.
1= NotImportant 2 = Somewhat Important 3 = Considerably Important ¢ = Extremely Important U = Unable to Judge

B - Best describes your level of professional development need in this competency.
1 =NoNeed 2= Low Need 3 = Moderate Need 4 = High Need U = Unable to Judge

126

Design, Plan, and 22. Link performance . Link performance 2¢. Link performance Please do
Co-implement a management to management to managementsystem not wrnite
Performance individual'scareer compensation to needs of customer in this

development. system. (internaland column
external).
A[T[2[3][4[U ANT2]3]4 A[TT2]3[¢JU
B]1[2[3[¢|0 BI1[2[3[4]|U BDRBEU] -5
25. Link performance 26. Establish system- 27. Train managérs to
managementsystem atic planning process do performance
toorganizational for performance management(i.e.
financial situation. management, performarce ap-
evaluation and praisal).
reinforcement. ,
[ATT2]3]3]0] T[A[[2[3]4] [ALT2T3T-]U
BIRB[E[U B[123[4[0 BI23[3]U] 3.5
28. Evaluateemploy- 29. Determine the 30. Support line
ees’ performances customer'sevaluation managers in provid-
based on the perfor- of service (perfor- ing on-going feed-
mance management mance). back to employees.
system and perfor-
manceindicators.
[AI1Z213]4]U] TA[I?[314]U [A[T12]3]s]U
BORBED] BORBED  BLEBEIU s«
31. Manage the 32. Link individual's 33. Continually
corrective process performance to monitor the perfor-
within the perfor- organization's mance management
mance management performance. system to add value
systemn. to all pasitions.
[Af1]2][3]4]U [A]1]2]3]4]U {AJ1]2]3]4TU
B 12[3[4[0 IBHAE0E BIZBMAU] -7
34. Link training and
development with
perfermanceand
compensation(buy-
in for managers).
1AJ1]2]3]4]U
[B]1]2]3]4]U .72
Design Processes 1. Ensure employee 2. Influence and 3. Reflect the code of

G to Facilitate relations is a hig| reflect senior ethics of the organi-
PositiveEmployee priority in the management 2ation. -5
Relations (Union & Jf | organization. Fhinrthe organizs- D Rec
Non Union) tional culture.

[a[1j2]3]4]U] [AN[2]3]4]U] TA[i]2]3]4]U
[BI1[2]3[4]U (BI1[2]3[¢]U (BI1]2]3[4]U} 5.6

16
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A - Best describes how important each competency is to successfully carry out your responsibilities.
1 = Not Important 2 = Somewhat Important 3 = Considerably Important ¢ = Extremely Important U = Unable to Judge] 27

B - Best describes your level of professional development need in this competency.
1 = NoNeed 2= Low Need 3 = Moderate Need 4 = High Need U = Unable to Judge

al | Design Processes 4. Interpretand 5. Interpret and 6. Anticipate, Pleasedo
() to Facilitate administer corporate administer corporate interpret, and not write
Positive Employee policy. practice(guidelines). implementlegislation|  in this
Relations (Union & (labor laws, human column
Non Union) rights, etc).
TATIT2]3T4]0 [AT1]2]3T4]0 AfTI213]4JU
TBII2R[4]0 BIIRB[R[U BII2[3[4[U] 11.16
7. Develop employee 8. Foster a positive 9. Help assimilate
ulatior:rolic that emrloyeerelatiom employeerelations
meets today's philosophy /environ- intoorganization.
tomorrow’s needs. ment.
[A]1][2]3]4]U (Al1]2]3]4]U 1A[1]2[3[4]U
BIRBIR[U B 2B[R[U B2[3[4[U] 17.29
10. Act ha 11. Maintain bal : Z
2 ent (:; :;\plgg:e andc;:;is::ncymce cgn;equencep,and
re%ah’onsadvisor . between/among a avr::;::s.i‘nnr:\takjn g
work units. the best decision for
the individual and th
[AJT]2]3]4]U [AJ1]2]3T4TU [A]1]2]3]4]U
BI2B[4[0 BII2B[4[0 T[BIT2B[4I0]  53. 2
13. Counsel, inter- 14. Use mediation to 15. Facilitate conflict
vene, and refer resolve conflicts. resolution.
employees at various
levels.
TA[1]2[3]4]0 TA[T][2]3]4]0 TAT1T2]3]4]0
BIRREU  [BIEBED]  [BLEEEL] -3
16. Assist managers 17. Assistemployees 18. Facilitate access to
and employees with to manage transitions occupational heaith
complaint resolu- thathavesignificant and safet{, wellness,
tion. impact on individu- and Employee
als. Assistance Programs
: (E.AP).
A[[2]3][4]0] [AN[2[3[4]U] [AD[Z3T4]U
(B11j2]3]4]U B11]23[4]U (BI1]2[3]4]U] 35-40
19. Facilitate referrals 20. Train field Teople
to occupational in employee rela-
health and safety, tions.
wellness,and E.A.P.
1Af1]2]3[4]U [AJ1]213]4]U
[B12[3]4[U [B11]2]3]4[U 41-44
Research Project, June, 1992 17



A - Best describes how important each competency is to successfully carry out your responsibilities. 128
1= NotImporant 2 = Somewhat Important 3 = Considerably Imporant 4 = Extremely Important U = Unable to Judge

B - Best describes your level of professional development need in this competency.
1=NoNeed 2= Low Need 3 = Moderate Need 4 = High Need U = Unableto Judge

I Design Processes 1. Foster 3 harmoni- 2. Use a praactive, 3. Prepare, strategize, Please do
to Facilitate ous relationship with collaborative and participate in not write
Positive Union unions. approach to problem collectivebargaining in this
Relations solving with unions. process. column

Al1]2]3[4]U A[T2[3]4 AT 23140
B]1]2[3]¢]U B]1j2[3j4]U B]1[2[3]4]U] 45.350
4. Link negotiations S.Interpretand 6. Assist managers
to company strategic administer collective withgrievance
plans and workforce agreements. resolution.
plans.
(AJIT2]3T4]0 [AT1T2T3T4 [AV[2]3T4TU
BII2B[4]U BI1RB[E[U BII23[4[0] 5.5
7. Administer 8.Conductresearch 9. Prepare for
ievance proce- On grievance issues. grievanceand
ures. arbitration.
TA[IZ13[4]U AN[Z[3]4[U] [ANZREIU
(BI12[3[4]u]  [BI1[2[3[¢]U [BI1]2[3[4]0] s7.62
10. Represent 11. Present 12. Bring unions into
managementat management's out-sourcing (con-
arbitration hearings. position in arbitra- tracting out deci-
tion. sions).
A[2[3[4]0] TANIZ3[4]U TAZB[E[0
[B11]23]4[U B[1]2[3]4[U (BI112]3[4]U] 63-6s
n Promote and 1. Design and 2 Promote 3 healthy 3. Promote a bal-
Maintain the develop E.A.P. workplace(ergonom- anced lifestyle.
Well-being of programs. ics, workplace
environmentalissues,
Employees air quality, lighting).
AOREEY RAOLEEEV AR
B [1]2]3[4]U [BI1[2]3]4]U (BI12[3[4]U] 69-74
4. Promote weliness 5. Promote congru- 6. Promote quality of
objectives & provide ence between job work life.
necessary training in dai%emplo ee e __-6
stress, recreation, well-beingan iD Rec
balancing work & organizational needs
family, pre-retirement (job rotation).
TA[1]273]4 [AJ112]3T4]U (Al1]2]3]4]U
BI1[2[3[4]C TB123[4[0 [BT1[2[3[4JU] s-10

18
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A - Best describes how important each competency is to successfully carry out your responsibilities.
1= Not Important 2 = Somewhat Important 3 = Considerably Important ¢ = Extremely Important U = Unabletojudge 129

B - Best describes your level of professional development need in this competency.
12 NoNead 2z Low Need 3 = Moderate Need ¢ = High Need U = Unable to Judge

7. Promote the well- 8. Ensure compliance Please do
being of employees with occupational not write
through effective health and safety inthis
benefitdesign. regulations. column
Al1]2]3]4]U Al1]2]3]4]U
B[1]2]3][4]U B[1]2]3[4]U 11-16
1. To provide 2. Design compensa- 3. Design/ develop
auisunccinidenfﬁfy- tion strategy to meet cz\'pem'ation .
; i t ization's $ o mee
Compensation ggta :or:nr;:::tioon ;%:ophy. orgaxe'uszyation'sneeds.
package to meet
organizational needs.
Al1j2]3]4jU Af1]2]3]4|U (Af1]2]3]4]U
B]1[2[3[¢]U Bl 1[23[4[U TBI1[2[B3[4]U] 17-22
4. ldentify alternative 5. Develop/deter- 6. Develop/deter-
elements of compen- minecompensation mine benefits
sation (direct pay, mix (basic pay, package.
variable pay). variable pay).
[Af1]2]3]4]U 1A[1]2]3}]4]U {Al1]2j3]4[U
BP0  [BlIZBK[0 BL23[4[0] 2.2
7. Tie compensation 8. Test external 9. Cost out planned
to job evaluation and uity by conducting compensationand
performance man- salary and benefit benefit programs to
agementsystem. surveys. ensure financial
feasibility.
TATZI313]0] T[A[T[213[4]U] T[ANTZ2[314]U
TBI12 3[40 TB112[3[4[U TB]1[2[3[4[U] 29-34
10. Provide training 11.Communicate 12.Conduct/monitor
support for managirs with employees on-going evaluation
implementing aboutcompensation to ensure continued
compensatior. and benefit programs effectiveness.
program. through a variety of
channels.
TA[1]2]3]4]U TAJ1IT2]3[4U 1A[1]2]3]4]U
[B12]3[4]U (B]1]2]3}]4JU [B]1]2]3[4]U] 35-40
13. Ensurecompensa-
tion is within
organizational policy,
coilectivea
ments, and legisla-
tion.
A[T[Z[3]4]0
[B1]2]3]4]U 41-42
Research Project, June, 1992 19



A - Best describes how important each competency is to successfully carry cut your responsibilities. 130
1 = Not Important 2 = Somewhat Important 3 = Considerably Important 4 = Extremely Important U = Unable to judge

B - Best describes your level of professional development need in this competercy.
12 No Need 2= Low Need 3 = Moderate Need 4 = High Need U = Unable to Judge

20

Develop and 1.Plan for HR 2. Predict information 3. Project information Please do
Utlize Human information needs. needs of organiza- needs of organiza- not write
tion. ton. in this
column
Al1]213]141U 1A[1]2]3]4lU Al1]213]4]U
BI2BR[U] [BLIRBR[U BII2B[6]U] .48
4.1 te HR S. identf Wu nd 6. Identi
co:pgrrm\?s iento the sour::l o¥' oru::- .p«m:m’ifn
strategic plan of the tion needed. information system.
organization.
Al1]2]3]4]U [A[1]2][3]4 {Al1j2]3]4]U
BII23[4]0 611234 [0 BLRBAU] .5
[7. Identify users of 8. Identify levels of 9. Identify informa-
informationsystems informationsystems. tion system objec-
and their needs. tives.
TA[1]2]3]4]U AN[Z[3[4[U] TAQN[2]3[¢]U
B 2[4 [0 B[123[4[0 BLRBU] ss-e
10. Design informa- 11. Ensureappropri- 12. Integrate a strong
tion systemns. ate confidentality of customer component
informationsystems. into HR information
systems.
1A]11]2]3]4]U Al112]3([4]U [A[1[2]3]4]U
[B]1]2]3}4]U BIT2[4]U]  [BIM2[3[4]U] ¢1-e
13. Identify capabili- 14. Ensure cost 15. Maintain security
ties and limitations of benefit of system. of information
existing system. systems.
{Af1]2]3[4]U [Af1]2]3]4]U tA]1]2]3]4fU
TBIIZB[Z[0 BI1RZPB[EU [BLI2I3[4[U] 67-72
16. Conduct gap 17. Determine 18. Determine the
analysis process sophistication of user cause/effectrelation- ”
regarding informa- needs. ships within the -= ="
tion needs. system when 1D  Re
changing acompo-
nent of the system.
[Af1]2]3]4]U 1A]1]2]3]4]U 1Al1]2]3]4]U
BT1]2[3]4]U B12B[4[U 1BI1]2]3]4]u] 5-10

Human Resource Management



A - Best describes how important esch competency is to successfully carry out your responsibilities.

1= Not Important 2 = Somewhat Important 3 = Considerably Important ¢ = Extremely Important U = Unable to Judge

B - Best describes your level of professional development need in this competency.
1 s No Need 2= Low Need 3 = Moderste Need ¢ = High Need U = Unable to Judge

19. Ensure compat- 20. Integrate informa- 21. [dentify interfaces
iblecomputer tionsystems. and interface
language between information system
disciplines/depart- with other systems.
ments.
Al1]2]3]4]U Al1]2][3]4]U Al1]2]3]4]U
Bl1[2[3[4]U Bl1]2]3l4]U Bl1]2][3]4]U

22. Link the informa-
tion system with the
decision making
process.

23. Maintain succincts
ness in formatting
data.

24. Trnain/inform
users to ensure full
utilizationof HR
information system.

AT1Z]3]3

TA[IT213]4]0

U
Bl1]2{3]4]U

B[ 1]213]4 U

(Af1]2]3]4]U
Bl1]2[3]4]U

25. Tie the HR

26. Gather employ-

27. Store empioyment

information system mentand other and other reievant
in with the payroll relevant work work statistics on
functior. statistics onindividu- individuals in the
als in the organiza- organization.
tion.
TATTT2]3]4]U TA[1]2]3]4[U |AJ1]213[4]U
TBII23[4[U BII2B[4]0 5[112[3[4]U

28. Process informa-

29.Maximize/apply

30. Establish review

;c:l;{:t‘ehr:: ;:: :vides new technologies. systems.

useful data.

TAT2[314]U] [ADI[2[3[4]U] [A[IZI3[¢]U
[B]123[3]0 TB[I[23[4[U B]1]2]3[4[0

31. Keep system
current and relevant.

32. Conduct on-going
review of system
(post-implementation
review).

Research Project, June, 1992

TAT[213]4

clc

B12]3[4

A[1]213[4]0
B]1]2[3[4 [0
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Pleasedo
not write
in this
column

11-16

17-22

23-28

29-34

35-40

21



RESPONDENT INFORMATION Plass do
Your written responses to the questions in the following section will ?‘\’“\:“’:"

help provide demographic information which will provide the
opportunity for group statistical analysis with respect to HR profes-

sionals.
Your present position title: Qa
Number of years in your present position: @243

Number of years experience in the human resource field:

44 -45
Educational background (please indicate each category that applies):
High school 46
College certificate or diploma 47
Industry certificate or diploma 48
Some college or university 49
Undergraduate degree 50
Graduate degree 51
Type of organization you work in:
Profit
Non-profit
Government
Other (Please specify):
52

Human Resource Management
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Pleasedo
: : : < e not write
Major business of the organization: {n this
column
Government un

Finandial

Legal

Technical
Medical/Health Care
Education
Communication —_
Other (please specify) 53-54

Number of employees in your firm/organization:
Less than 50
50 - 499
500 - 999 -
1000+ LY

Age:
under 25
25-34
35-4
45-54
55-64
65 & over

Gender:
Male —-—
Female 57

tarch Project, June, 1992
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Thank you for taking the time to complete the survey. Please
feel free to make any comments or suggestions on this page.
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APPENDIX B

MEAN VALUES BY CATEGORY AND SEQUENTIAL IMPORTANCE
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APPENDIX B
Mean Values by Category and Relative Sequential Importance

CATEGORY A. Facilitate the Development of an Effective
Organization

COMPETENCIES MEANS

Al. Assist in effective organizational policy development. 3.02

A2. Help organization to define its cultural norms, values, 3.00
beliefs, and mission.

A3. Recognize formal and informal cultural norms, values, 3.24
and beliefs that exist in the organization.

A4. Facilitate the implementation of cultural norms, 3.14
values, and beliefs desired by the organization.

AS. Consult with 'line' to establish baseline of 3.24
organizational effectiveness.

A6. Contribute to the establishment of organizational 3.22
objectives.

A7. Influence organizational performance to improve 3.02
position in tomorrow's marketplace.

A8. Measure the gap between client determined service and 3.13
service actually given.

AS. Provide linkages between and among organizational units. 2.95%5

210.Coach and counsel with line wmanagement. 3.53

Arl.Assist in the identification of the tools and 3.18
processes that are appropriate for line managers.

Al2 .Assist line managers in developing the skills to use 3.30
of HRM tools and processes.

Al3 .Determine HRM needs for all levels of employees and 3.27
provide appropriate service.

Al4 .Define role and philosophy of intervention. 2.72

Al5.Gather data important to an organizational 2.67
intervention.

Al6 .Assess when and if intervention is required and at 2.89
what level of the organization.

Al7.Determine intervention action that needs to he put 2.94
forward (how, when).

Al18.Make recommendations for approval and endorsement of 2.95
interventions.

Al19.Be aware and help the organization adapt to external 3.15

(societal) influences and changing value systems.



COMPETENCIES

A20.

A24.

A25.
A26.

A27.
A28,

A29.

A30.

A31l.

Adapt to and manage the out sourcing of a variety of
functions.

.Provide senior executives with organizational

solutions, not problems.

2 .Administer employee recognition programs.
.Support the creation and development of a learning

organization.

Analyze and assess the need for organizational
change.

Influence and effect organizational change.
Establish and develop support systems to help 'line’
prepare for and react co change.

Manage process of adapting to change.

Help organization adjust resources to ensure it is
meeting organizational change.

Ensure organizational changes are "in sync" with
organizational cbjectives.

Design, develop, select, and use assessment tools
(employment surveys, performance measurement) .
Design, develop, select, and use measurement tools
(employment surveys, performance measurement) .

CATEGORY B. Edu-ate, Train, and Develop Staff

Bl1.
B2.

B3.
B4.

BS.
B6.
B7.

B8.
BS.

B10O.
B11.

Determine current and future job needs.

Define needs (measure/define current state, describe
desired state, measure gap).

Analyze the gap and determine recommendations.
Recommend (present, sell, influence) training
interventions.

Develop training plans (annual recertification, etc).
Prepare long term plans (3 - 5 yr. development plan).
Research and match training and development needs of
organization with available resources.

Determine method and mode of delivery.

Consult, collaberate, and negotiate with suppliers of
training products and services.

Develop training contracts with suppliers.

Design, develop, modify training courses
(curriculum) .

137

MEANS

W

W

w

.63

.23

.54
.20

.06

.20
.17

.15
.04

.05

.05

.03

.13
.99

.01
.92

.61
.70
.81

.64
.22

.11
.61
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COMPETENCIES MEANS

Bl2.Coordinate implementation of training. 2.74

Bl3.Develop/train the trainer. 2.54

Bl4.Conduct workshops, seminars, small learning groups. 2.95

Bl5.Encourage employees to take ownership of learning 3.00
environment.

Blé.Create/develop a "learning organization" for the 2.83
individual employee.

B17.Shape employees' attitudes toward lifelong learning 2.79
(educational assistance).

Bl8.Create a culture and attitude towards lifelong 2.82
learning (educational assistance) .

Bl9.Demonstrate the value of participating in training 2.89
(for individuals and organization)

B20.Provide processes and systems to line managers to 2.60
assess value gain of training (indicators of value).

B21.Facilitate a positive training environment (training 2.65
facility, ergonomic issues).

B22.Facilitate the evolution of a learning centre. 2.04

B23 .Measure retention over time. 2.19

B24.Administer educational assistance programs. 2.08

CATEGORY C. Staff the Organization

Cl. Develop policy for recruitment and selection that 3.08
reflects corporate philosophy.

C2. Develop a corporate recruitment strategy (how, 2.98
levels, etc.).

C3. Monitor environment to anticipate the effect of 2.95

external changes on the organization (demographics,
legislative changes) .

4. Consult with the 'line' to assess the need for 3.02
positions (rationalize and assess).

C5. Establish a current position/person profile. 2.94
Cé6. Establish a recruitment plan for a position. 2.94
C7. Utilize the recruitment options for a position. 2.79
C8. Train the 'line' to perform selection process. 2.87
C9. Use a range of techniques in defining positions. 2.76
Cl0.Use a range of techniques in building candidate pools. 2.77
Cll.Use a range of techniques in building candidate 2.73

assessment options.



COMPETENCIES

Ciz.

C13.

Cisg.

C1s.

Cle.

C17.
C18.

C19.
.Design employment equity programs.

C20

c21.

Use a range of techniques for administering the job
offer process.

Ensure/provide new employees receive appropriate
orientation to the organization (environment,
benefits, etc.).

Evaluate techniques used in defining positions,
building candidate pools, and candidate assessment
options.

Develop Interview processes/strategies to match the
situation.

Apply different interviewing techniques to
accommodate different processes (hiring,
disciplinary, etc.).

Manage out-sourcing contracts (recruitment and
individual employment contracts).

Manage redeployment process (internally and
externally) .

Manage outplacement as it relates to downsizing.

Influence educational systems to recognize the
need to provide suitable candidates for positions.

CATEGORY D. Design and Evaluate Jobs

Dl1.

D2.

D3.
D4.
D5.
Dé6.
D7.
D8.
DS.

D10.

D11.
Di2.

Ensure job evaluation process matches the
organizational philosophy.

Link organizational participation to job design
process (including union participation).

Link job design to organizational effectiveness.
Determine methods\options for job evaluation.
Develop measurement criteria.

Conduct job analysis for design and job evaluation.
Design gender neutral systems (classification).

Determine bench mark positions and link to market value.

Ensure job design complements the job evaluation
system.

Ensure\develop validation processes that keep job
design on track and current.

Ensure pay equity in job evaluation.

Ensure job design includes employment equity
principles.

139

MEANS

2.46

2.87
2.82
2.76
2.79
2.65
2.82
2.82



COMPETENCIES

D13.

Facilitate the analysis of work flow patterns.

CATEGORY E. FacilitAte Career Development

El.

E2.

E3.
E4.
E5.
E6.
E7.
ER.
ES.
E10.

E11.
E12.

Assist the organization in defining career
development issues.

Assist in designing career development programs that
are in line with corporate philosophy and which meet
organizational needs.

Help employees understand the direction the
organization is "'going in'",

Identify opportunities for employzes to grow from a
career development perspective.

Ensure employee understands own responsibility in
career planning process.

Assist the employee to understand issues that affect
career development.

Integrate managers into career development process.
Provide career counselling.

Understand and use assessment tools.

Design a workforce plan that fits the organization's
needs.

Understand and administer succession processes.
Manage a skills inventory for succession planning.

CATEGCRY F. Design, Plan, and Co-implement a Performance
Management System

Fl1.
F2.

F3.

F4.
F5.

F6.

F7.

Define the performance management system.

Determine what is to be accomplished with the
performance management system.

Define the stakeholders in the performance management
system.

Develop a framework for performance management.
Distinguish between individual performance management
process and the framework which it fits.

Align performance management process with the
organizational philosophy.

Adapt the performance management system to your
organization.

140

MEANS

.81
.71
.53
.75

[\* 2N SEN SR N]

N

.62

2.94

2.81

2.85
2.68
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COMPETENCIES MEANS

F8. Identify key performance indicators for the 2.94
organization.

F9. Identify key performance indicators for individuals. 2.94

F10.Identify standards for individual performance 2.90
indicators.

Fl1l.Identify key performance indicators for teams. 2.72

Fl2.Identify standards for team performance indicators. 2.67

F13.Design employee team-driven performance management 2.39
systems.

F14 .Design a self-assessment component. 2.45

F15.Tie in philosophy of continuous improvement to value. 2.79

Fl16.Create a sense of ownership of the performance 2.84
management system.

F17.Handle implementation issues. 2.70

F18.Encourage employees to look at whole organization. 3.00

F19.Create sense of ownership to the mission. 2.97

F20.Link organizational objectives to key performance 2.98
indicators.

F21.Link performance management to all planning 2.99
(strategic, individual, career, training).

F22.Link performance management to individual's career 2.76
development.

F23.Link performance management to compensation system. 2.90

F24 .Link performance management system to needs of 2.83
customer (internal and external).

F25.Link performance management to organizational 2.53
financial situation.

F26 .Establish systematic planning process for performance 2.75
management, evaluation, and reinforcement.

F27.Train managers to do performance management (i.e. 2.98
performance appraisal).

F28.Evaluate employees' performances based on the 2.88
performance management system and performance
indicators.

F29.Determine the customer's evaluation of service 2.76
(performance) .

F30.Support line managers in providing on-going 3.08
feedback to employees.

F31.Manage the corrective process within the 2.90

performance management system.



COMPETENCIES

F32

F33

F34

.Link individual's performance to organization's

performance.

.Continually monitor the performance management system

to add value to all positions.

.Link training and development with performance and

compensation (buy-in for managers).

142

MEANS

CATEGORY G. Design Processes to Facilitate Posgsitive Employee
Relations (Union and Non-Union)

G1.

G2.

G3.

G4.

G5.

Gé6.

G7.

G8.

G9

G10.
Gl1.

Glz2.

G13

Gl4.
G15.
Gle6.

G17.

Ensure employee relations is a high priority in the
organization.

Influence and reflect senior management philosophy and
mission within the organizational culture.

Reflect the code of ethics of the organization.
Interpret and administer corporate policy.

Interpret and administer corporate practice
(guidelines) .

Anticipate, interpret, and implement legislation
{(labour laws, human rights, etc.)

Develop employee relations policies that meet
today's/tomorrow's needs.

Foster a positive employee relations
philosophy/environment.

Help assimilate employee relations into organization.
Act as a change agent (eg. employee relations
advisor) .

Maintain balance and consistency between/among work
units.

Explore options, consequences, and advice to assist
managers in making the best decision for the individual
and the organization.'

.Counsel, intervene, and refer employees at various

levels.

Use mediation to resolve conflicts.

Facilitate conflict resolution.

Assist managers and employees with complaint
resolution.

Assist employees to manage transitions that have
significant impact on individuals.

3.35
3.25
3.21

3.03
3.24

2.79
3.06
3.05
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COMPETENCIES MEANS

Gl8.Facilitate access to occupational health and safety, 2.77
wellness, and Employee Assistance Programs (E.A.P.).

Gl9.Facilitate referrals to occupational health and 2.62
safety, wellness, and E.A.P.

G20.Train field people in employee relations. 2.53

CATEGORY H. Design Processes to Facilitate Positive Union
Relations

Hl. Foster a harmonious relationship with unions. 2.77

H2. Use a proactive collaborative approach to problem 2.74
solving with unions.

H3. Prepare, strategize, and participate in collective 2.40

bargaining process.

H4. Link negotiations to company strategic plans and 2.40
workforce plans.

HS5. Interpret and administer collective agreements. 2.82

H6. Assist managers with grievance resolution. 2.64

H7. Administer grievance procedures. 2.42

H8. Conduct research on grievance issues. 2.47

H9. Prepare for grievance and arbitration. 2.35

H10.Represent management at arbitration hearings. 2.12

Hil.Present management's position in arbitration. 2.04

H12.Bring union into out-sourcing (contracting out 1.96
decisions) .

CATEGORY I. Promote and Maintain the Wellbeing of Employees

I1. Design and develop E.A.P. programs. 2.20

I2. Promote a healthy workplace (ergonomics, workplace 2.79
environmental issues, air quality, lighting).

I3. Promote a balanced lifestyle. 2.68

I4. Promote wellness objectives and provide necessary 2.57

training in stress, recreation, balancing work and
family, pre retirement.

I5. Promote congruence between job design, employee well- 2.69
being, and organizational needs (job rotation).

I6. Promote quality of work life. 2.86
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COMPETENCIES MEANS

I7. Promote the well-being of employees through effective 2.45
benefit design.

I8. Ensure compliance with occupational heaith and safety 2.52
regulations.

CATEGORY J. Develop and Utilize Total Compensation

J1l. Provide assistance in identifying parameters of total 2.63
compensation package to meet organizational needs.

J2. Design compensation strategy to meet organization's 2.54
philosophy.

J3. Design/develop compensation strategy to meet 2.53
organization's needs.

J4. Identify alternative elements of compensation 2.36
(direct pay, variable pay).

JS. Develop/determine compensation mix (basic pay, 2.35
variable pay).

J6. Develop/determine benefits package. 2.32

J7. Tie compensation to job evaluation and performance 2.73
management system.

J8. Test external equity by conducting salary and benefit 2.58
surveys.

J9. Cost out planned compensation benefit programs to ensure 2.35
financial feasibility.

J10.Provide training support for managers implementing 2.34
compensation program.

J1ll.Communicate with employees about compensation and 2.77
benefit programs through a variety of channels.

J12.Conduct/monitor on-going evaluation to ensure 2.47
continued effectiveness.

J13.Ensure compensation is within organizational policy, 2.70

collective agreement, and legislation.

CATEGORY K. Develop and Utilize Human Resource Information
Systems

Kl1. Plan for HRM information needs. 2.84
K2. Predict information needs of organization. .67
K3. Project information needs of organization. 2.58

[ \S]



COMPETENCIES

Kq.

K5.
Ké6.

K7.
K8.
K9.

K10.
K1i1l.

K12.
K13.
Ki4.
K15.

Kl6.

K17.
K18.

K19.

K20.
K21.

K22.

K23.
K24.

K25.

K26.

K27.

K28.

K29.

Incorporate HRM components into the strategic plan
of the organization.

Identify types and sources of information needed.
Identify support systems for the HRM information

system.

Identify users of information systems and their needs.

Identify levels of information systems.

Identify information system objectives.

Design information systems.

Ensure appropriate confidentiality of information
systems.

Integrate a strong customer component into HRM
information systems.

Identify capabilities and limitations of existing
system.

Ensure cost benefit of system.

Maintain security of information systems.

Conduct gap analysis process regarding information
needs.

Determine sophistication of user needs.

Determine the cause/effect relationships within

the system when changing a component of the system.
Ensure compatible computer language between
disciplines/departments.

Integrate information systems.

Identify interfaces and interface information system
with other systems.

Link the information system with the decision making
process.

Maintain succinctness in formatting data.
Train/inform users to ensure full utilisation of HRM
information system.

Tie the HR information system with the payroll
function.

Gather employment and other relevant work statistics
on individuals in the organization.

Store employment and other relevant work statistics
on, individuals in the organization.

Process information systems in a manner that provides
useful data.

Maximize/apply new technologies.
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.73
.54

.67
.40
.55
.20
.68
.48
.52
.47
.67
.33

.23
.36

.27

.28
.29

.50

.12
.37

.35

.62

.62

.69

.57
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COMPETENCIES MEANS
K30.Establish review systems. 2.39
K31l .Keep system current and relevant. 2.67
K32 .Conduct on-going review of system (post- 2.48

implementation review).
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APPENDIX C

MEAN VALUES BY SEQUENTIAL IMPORTANCE



APPENDIX C

Mean Values by Sequential Importance

COMPETENCIES

Al0.Cocach and counsel with line management.

G3. Reflect the code of ethics of the organization.

G8. Foster a positive employee relations
philosophy/environment.

Al2.Assist line managers in developing the skills to use
of HRM tools and processes.

Gl. Ensure employee relations is a high priority in the
organization.

Ci3.Ensure/provide new employees receive appropriate
orientation to the organization (environment,
benefits, etc.).

Al3 .Determine HRM needs for all levels of employees and
provide appropriate service.

G4. Interpret and administer corporate policy.

Gl0..Act as a change agent (eg. employee relations
advisor) .

G2. Influence and reflect senior management philosophy and
mission within the organizational culture.

AS5. Consult with 'line' to establish baseline of
organizational effectiveness.

A3. Recognize formal and informal cultural norms, values,
and beliefs that exist in the organization.

G6. Anticipate, interpret, and implement legislation
(labour laws, human rights, etc.)

A21.Provide senior executives with organizational
solutions, not problems

A6. Contribute to the establishment of organizational
objectives.

G5. Interpret and administer corporate practice
(guidelines) .

A25.Influence and effect organizational change.

A23.Support the creation and development of a learning
organization.

All.Assist in the identification of the tools and

processes that are appropriate for line managers.
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W

L)

W

.53
.35
.31
.30
.29

.27

.27

.25
.24

.24

.24

.24

.23

.23

.21

.20
.20

.18
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COMPETENCIES MEANS

A26 .Establish and develop support systems to help 'line’ 3.17
prepare for and react to change.

Gl2.Explore options, consequences, and advice to assist 3.16

managers in making the best decision for the individual
and the organization.'

Al9.Be aware and help the organization adapt to external 3.15
(societal) influences and changing value systems.

A27 .Manage process of adapting to change. 3.15

A4. Facilitate the implementation of cultural norms, 3.14
values, and beliefs desired by the organization.

A8. Measure the gap between client determined service and 3.13
service actually given.

Bl. Determine current and future job needs. 3.13

C16 .Apply different interviewing techniques to 3.09
accommodate different processes (hiring,
disciplinary, etc.).

Cl. Develop policy for recruitment and selection that 3.08
reflects corporate philosophy.

F30.Support line managers in providing on-going 3.08
feedback to employees.

G7. Develop employee relations policies that meet 3.06
today's/tomorrow's needs.

Cl15.Develop Interview processes/strategies to match the 3.06
situation.

Gl5.Facilitate conflict resolution. 3.06

A24 .Analyze and assess the need for organizational 3.06
change.

E5. Ensure employee understands own responsibility in 3.6
career planning process.

G17.Assist employees to manage transitions that have 3.06
significant impact on individuals.

A30.Design, develop, select, and use assessment tools 3.05
(employment surveys, performance measurement) .

G1l6 .Assist managers and employees with complaint 3.05
resolution.

A29 .Ensure organizational changes are "in sync" with 3.05
organizational objectives.

A28 .Help organization adjust resources to ensure it is 3.04

meeting organizational change.
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COMPETENCIES MEANS

E3. Help employees understand the direction the 3.04
organization is "'going in'".

Dl1. Ensure job evaluation process matches the 3.03
organizational philosophy.

A31l.Design, develop, select, and use measurement tools 3.03
(employment surveys, performance measurement) .

G9. Help assimilate employee relations into organization. 3.03

C4. Consult with the 'line' to assess the need for 3.02
positions (rationalize and assess) .

A7. Influence organizational performance to improve 3.02

position in tomorrow's marketplace.

Al. Assist in effective organizational policy development . 3.02

B3. Analyze the gap and determine recommendations. 3.01

F1l8.Encourage employees to look at whole organization. 3.00

Bl5.Encourage employees to take ownership of learning 3.00
environment.

A2. Help organization to define its cultural norms, values, 3.00
beliefs, and mission.

B2. Define needs (measure/define current state, describe 2.99
desired state, measure gap).

F21.Link performance management to all planning 2.99
(strategic, individual, career, training).

C2. Develop a corporate recruitment strategy (how, 2.98
levels, etc.).

F27.Train managers to do performance management (i.e. 2.98
performance appraisal).

F20.Link organizational objectives to key performance 2.98
indicators.

F19.Create sense of cownership to the mission. 2.97

Al8.Make recommendations for approval and endorsement of 2.95
interventions.

C3. Monitor environment to anticipate the effect of 2.95

external changes on the organization (demographics,
legislative changes) .
AS. Provide linkages between and among organizational units. 2.95

Bl4.Conduct workshops, seminars, small learning groups. 2.95

F8. Identify kKey performance indicators for the 2.94
organization.

F9. Identify key performance indicators for individuals. 2.94

Cé. Establish a recruitment plan for a position. 2.94



COMPETENCIES

C5.
Al7.

F2.
F34.
B4 .
F6.
G1l3.

F23.
F10.

F31
B19.
(
Al6.
E6.

D12

F28.

D3.
Is6.
Fa4.
E4.

F7.

F1.
Fl6.

Establish a current position/person profile.
Determine intervention action that needs to be put
forward (how, when).

Determine what is to be accomplished with the
performance management system.

Link training and development with performance and
compensation (buy-in for managers).

Recommend (present, sell, influence) training
interventions.

Align performance management process with the
organizational philosophy.

Counsel, intervene, and refer employees at various
levels.

Link performance management to compensation system.
Identify standards for individual performance
indicators.

.Manage the corrective process within the

performance management system.
Demonstrate the value of participating in training
for individuals and organization)

Assess when and if intervention is required and at
what level of the organization.

Assist the employee to understand issues that affect

career development.

.Ensure job design includes employment equity

principles.

Evaluate employees' performances based on the
performance management system and performance
indicators.

Train the 'line' to perform selection process.
Link jub design to organizational effectiveness.
Promote quality of work life.

Develop a framework for perlormance management.
Identify opportunities for employees to grow from a
career development perspective.

Adapt the performance management system to your
organization.

Define the performance management system.

Create a sense of ownership of the performance
management system.
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2.94

2.92

2.92

2.91

2.91

2.90
2.90

2.90

2.89

2.89

.87
.87
.86
.85
.85
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COMPETENCIES MEANS

K1. Plan for HRM information needs. 2.84

F24 .Link performance management system to needs of 2.83
customer (internal and external).

Bl6.Create/develop a "learning organization" for the 2.83
individual employee.

H5. Interpret and administer collective agreements. 2.82

D8. Determine bench mark positions and link to market value. 2.82

D9. Ensure job design complements the job evaluation 2.82
system.

D4. Determine methods\options for job evaluation. 2.82

Bl8.Create a culture and attitude towards lifelong 2.82
learning (educational assistance).

K4. Incorporate HRM components into the strategic plan 2.81
of the organization.

F3. Define the stakeholders in the performance management 2.81
system.

E7. Integrate managers into career development process. 2.81

B7. Research and match training and development needs of 2.81
organization with available resources.

Gll.Maintain balance and consistency between/among work 2.81
units.

Gl4.Use mediation to resoclve conflicts. 2.79

C7. Utilize the recruitment options for a position. 2.79

F15.Tie in philosophy of continuous improvement toc value. 2.79

Bl7.Shape employees' attitudes toward lifelong learning 2.79
(educational assistance).

Dé. Conduct job analysis for design and job evaluation. 2.79

El. Assist the organization in defining career 2.79
development issues.

I2. Promote a healthy workplace (ergonomics, workplace 2.79

D1l1l.Ensure pay equity in job evaluation. 2.78

Hl. Foster a harmonious relationship with unions. 2.77

J11l.Communicate with employees about compensation and 2.77
benefit programs through a variety of channels.

D10.Ensure\develop validation processes that keep job 2.77

design on track and current.

Gl8.Facilitate access to occupational health and safety, 2.77
wellness, and Employee Assistance Programs (E.A.P.).

Cl10.Use a range of techniques in building candidate pools. 2.77
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COMPETENCIES MEANS

F29.Determine the customer's evaluation of service 2.76
{(performance) .

D5. Develcop measurement criteria. 2.76

F22.Link performance management to individual's career 2.76
development .

C9. Use a range of techniques in defining positions. 2.76

F26.Establish systematic planning process for performance 2.75
management, evaluation, and reinforcement.

E10.Design a workforce plan that fits the organization's 2.75
needs.

F32.Link individual's performance to organization's 2.75
performance.

Cl4.Evaluate techniques used in defining positions, 2.75
building candidate pools, and candidate assessment
options.

H2. Use a proactive collaborative approach to problem 2.74

solving with unions.
Bl2.Coordinate implementation of training. .74
J7. Tie compensation to job evaluation and performance .73
management system.
K5. Identify types and sources of information needed.
Cl1.Use a range of techniques in building candidate 2.73
assessment options.
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Fl11.Identify key performance indicators for teams. 2.72

Cl8.Manage redeployment process (internally and 2.72
externally) .

Al4.Define role and philosophy of intervention. 2.72

D2. Link organizational participation to job design 2.71
process (including union participation).

F33.Continually monitor the performance management system 2.71
to add value to all positions.

E8. Provide career counselling. 2.71

J13.Ensure compensation is within organizational policy, 2.70
collective agreement, and legislation.

F17.Handle implementation issues. 2.70

B6. Prepare long term plans (3 - 5 yr. development rian). 2.70

K28 .Process information systems in a manner that provides 2.69
useful data.

I5. Promote congruence between job design, employee well- 2.69

“eing, and organizational needs (job rotation).
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COMPETENCIES MEANS

K11l .Ensure appropriate confidentiality of information 2.68
systems.

F5. Distinguish between individual performance management 2.68
process and the framework which it fits.

I3. Promote a balanced lifestyle. 2.68

K15.Maintain security of information systems. 2.67

F12.Jdentify standards for team performance indicators. 2.67

K31 .Keep system current and relevant. 2.67

K7. Identify users of information systems and their needs. 2.67

K2. Predict information needs of organization. 2.67

Al5.Gather data important to an organizational 2.67
intervention.

D7. Design gender neutral systems (classification). 2.65

B21.Facilitate a positive training environment (training 2.65
facility, ergonomic issues).

H6. Assist managers with grievance resolution. 2.64

B8. Determine method and mode of delivery. 2.64

J1. Provide assistance in identifying parameters of total 2.63
compensation package to meet organizational needs.

AZ0.Adapt to and manage the out sourcing of a variety of 2.63
functions.

K27 .5tore employment and other relevant work statistics 2.62
on, individuals in the organization.

K26 .Gather employment and other relevant work statistics 2.62
on individuals in the organization.

Ell.Understand and administer succession processes. 2.62

Gl9.Facilitate referrals to occupational health and 2.62
safety, wellness, and E.A.P.

B5. Develop training plans (annual recertification, etc). 2.61

Bll.Design, develop, modify training courses 2.61
(curriculum) .

B20.Provide processes and systems to line managers to 2.60
assess value gain of training (indicators of value).

J8. Test external equity by conducting salary and benefit 2.58
surveys.

K3. Project information needs of organization. 2.58

K29 .Maximize/apply new technologies. 2.57

I4. Promote wellness objectives and provide necessary 2.57

training in stress, recreation, balancing work and
family, pre retirement.
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COMPETENCIES MEANS
K9. Identify information system objectives. 2.55
J2. Design compensation strategy to meet organization's 2.54
philosophy.
C20.Design employment equity programs. 2.54
A22.Administer employee recognition programs. 2.54
C19.Manage outplacement as it relates to downsizing. 2.54
Bl3.Develop/train the trainer. 2.54
Ké. Identify support systems for the HRM information 2.54
system.
2.53

J3. Design/develop compensation strategy to meet
organization's needs.

F25.Link performance management to organizational 2.53
financial situation.

E9. Understand and use assessment tools. 2.53

G20.Train field people in employee relations. 2.53

I8. Ensure compliance with occupational health and safety 2.52
regulations.

K13.Identify capabilities and limitations of existing 2.52
system.

K22.Link the information system with the decision making 2.50
process.

K32.Conduct on-going review of system (post- 2.48
implementation review).

K12 .Integrate a strong .ustomer component into HRM 2.48
information systems.

El2.Manage a skills inventory for succession planning. 2.48

H8. Conduct research on grievance issues. 2.47

J12.Conduct/monitor on-going evaluation to ensure 2.47
continued effectiveness.

C21.Influence educational systems to recognize the 2.47
need to provide suitable candidates for positions.

K14 .Ensure cost benefit of system. 2.47

Cl2.Use a range of techniques for administering the job 2.46
offer process.

I7. Promote the well-being of employees through effective 2.45
benefit design.

F14 .Design a self-assessment component. 2.45

H7. Administer grievance procedures. 2.42

D13 .Facilitate the analysis of work flow patterns. 2.41

2.40

K8. Identify levels of information systems.
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COMPETENCIES MEANS

H3. Prepare, strategize, and participate in collective 2.40
bargaining process.

H4. Link negotiations to company strategic plans and 2.40
workforce plans.

F13.Design employee team-driven performance management 2.39
systems.

K30.Establish review systems. 2.39

K24 .Train/inform users to ensure full utilisation of HRM 2.37
information system.

J4. Identify alternative elements of compensation 2.36
(direct pay, variable pay).

K18.Cetermine the cause/effect relationships within 2.36

the system when changing a component of the system.
J9. Cost out planned compensation benefit programs to ensure 2.35
financial feasibility.

K25.Tie the HR information system with the payroll 2.35
function.

J5. Develop/determine compensation mix (basic pay, 2.35
variable pay) .

HS. Prepare for grievance and arbitration. 2.35

J10.Provide training support for managers implementing 2.34
compensation program.

C17.Manage out-sourcing contracts (recruitment and 2.33
individual employment contracts).

K16 .Conduct gap analysis process regarding information 2.33
needs.

J6. Develop/cetermine benefits package. 2.32

K21.Identify interfaces and interface information system 2.29
with other systems.

K20.Integrate information systems. 2.28

K19.Ensure compatible computer language between 2.27
disciplines/departments.

K17 .Determine sophistication of user needs. 2.23

B9. Consult, collaborate, and negotiate with suppliers of 2.22
training products and services.

I1. Design and develop E.A.P. programs. 2.20

K10.Design information systems. 2.20

B23 .Measure retention over time. 2.19

H10.Represent management at arbitration hearings. 2.12

K23 .Maintain succinctness in formatting data. 2.12
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COMPETENCIES MEANS
B10.Develop training contracts with suppliers. 2.11
B24 .Administer educational assistance programs. 2.08
Hll.Present management's position in arbitration. 2.04
B22.Facilitate the evolution of a learning centre. 2.04
H12.Bring union into out-sourcing (contracting out 1.96

decisions) .
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APPENDIX D

Categories, Their means and Number of Competencies
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Categories Means Number of
Competencies
A. Facilitate the Development of an 3.06 31
Effective Organization.
B. Educate, Train, and Develop Staff. 2.66 24
C. Staff the Organization. 2.81 21
D. Design and Evaluate Jobs. 2.78 13
E. Facilitate Career Development. 2.77 12
F. Design, Plan and Co-Implement a 2.82
Performance Management System. 34
G. Design Processes to Facilitate 3.05 20
Positive Employee Relations
(Union and Non-Union).
H. Design Processes to Facilitate 2.43 12
Positive Union Relations.
I. Promote and Maintain the Well-being 2.60 8
of Employees.
J. Develop and Utilize Total 2.51 13
Compensation.
K. Develop and Utilize Human Resource 2.50 32

Information Systems
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GARY D. IRELAND

1029 - 109 Street,
Edmonton, Alberta, T6J 5G2.
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Work: (403) 472-5339
Residence: 436-0610

EXPERTISE /SKILLS:

Human Resource Development:

Needs Assessment

Program Design

Program Delivery

Program Evaluation
Organizational Development
Media Management
Performance Management
Career Development
Distance Learning

Special Interest Group Issues
Conference Management
Career Transition

Human Resource Management:

Recruitment and Selection

Classification Standards Development
Classification Maintenance

Pay Research and Benefits Administration
Grievance and Contract Administration
Human Resource Planning

Occupational Health and Safety

Management Consulting :

Team Building

Organizational Visioning

Strategic Planning

Organizational Change and Transition Management
Human Resource Development Planning

Human Resource Planning



Gary D. Ireland
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Page 2

EDUCATION:
1990 - 1994
1988 - 1989
1968 - 1971

EMPLOYMENT HISTORY:

1992 - Present

University of Alberta
M. Ed. in Adult and Higher Education

University of Alberta
Post-Graduate Diploma in Adult Education

Carieton University
Bachelor of Arts

Director, Education Services, Alberta Hospital Edmonton
* Managed employee education and development,
nurse education, organizational development,
performance management, career resource centre, audio-
visual services and the staff and patient libraries for
1,110 employees.

* Managed an operational budget of $330,000.

* Designed and implemented hospital-wide 'just-in-time'
educational programs .

¢ Designed and implemented the Hospital's educational
program evaluation system.

¢ Designed and facilitated strategic planning sessions
for Hospital's Board and Management.

¢ Managed and coordinated the delivery of major
health professionals conferences.

¢ Facilitated the design and managed the Hospital's
Continuous Quality Improvement educational program.

¢ Managed the Hospital's distance learning program.

* Managed the Hospital's career transition program for
out-placed employees.

Instructor, University of Alberta
* Evening instructor for the Human Resource
Development Program, Department of Extension.
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Gary D. Ireland Page 3

1976 - 1992 Human Resource Consultant/Manager, Government of Alberta
* Managed the human resources programs for three
departments providing ciassification, recruitment,
occupational health and safety , and labour relations
services through 11 staff professionals to 1,200
employees.
¢ Managed an operating budget of $650,000.
¢ Consulted on developing and communicating the
change/transition strategy for a major organizational
restructuring and amalgamation.
¢ Managed and conducted the staff development
function for 4 years in two of the departments.



