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PEOPLE. They are the single greatest underpinning of a business’s success, and at the very same time they can be exactly the
opposite. Why is it that some organizations excel at seemingly everything they do and yet others continue to produce mediocre results
no matter what they try? It has everything to do with their people management systems and practices. Every people management
system and practice, from recruitment to onboarding, training and development, performance measurement and compensation, to
name but a few, all require extreme fore-thought, full interconnectivity and disciplined implementation.

Whether we call it organizational health, organizational culture or organizational excellence, the experts agree there is a strong, and
positive, correlation between the organization’s culture, people management systems and financial results.

In Canada, the culture

experts have empirical evidence suggesting that Canada’s 2014 10 Most Admired Cultures outpaced the S&P/TSX by over 600
percent.1 The senior leaders at these Most Admired Culture organizations invested time, energy and resources into thinking, building
and executing people management systems that are fully aligned and interconnected; and they have the financial results to show for
it.

As a senior business leader, you might be thinking as you read this that you already have a great (expensive) people management
system; or you might be thinking that you’ve already hired the people to make this happen. If this is the case, are you confident your
people are producing the results you expect? Do you have the right people in the right jobs? Do you have the right quantity of people
at the time you need them most? The answers to these questions can be linked back to that well thought-out, fully connected and
consistently executed people management system and strategy.

This thinking, connectivity and alignment are what drive

organizational excellence and financial success; and it all begins with successfully integrating everyone in your workplace.

Yet on the other hand, you might be thinking that you just don’t have the financial resources or the time to think about all this. We
suggest you take the time now to develop successful workplace integration practices and organizational excellence through your people
management systems, alignment and execution, while you still have a business to operate; or you may find yourself with lots of time
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on your hands but no business because your recruitment and turnover costs, under-performance due to low morale and weak
consumer brand eroded your customer base and bankrupted your company.
This paper outlines the essential elements for effective workplace integrations. It is our objective to inspire your thinking about what is
most important to your business success and what you might want to consider building into your people management systems and
practices to produce top quartile financial performance.

Workplace Integration
The current economic climate notwithstanding, you don’t have to look too far back in time to remember when Alberta businesses were
bemoaning the fact they had a difficult time finding talent (people). Any talent. These comments came during a period when Alberta
experienced one of the highest population growth rates in Canada, with annual net migration in excess of 40,000 people year over
year. This seems rather paradoxical: no talent available yet the highest population growth.

To get you thinking about the interconnectivity of people management systems, and ultimately organizational excellence, you might
want to start by understanding what these systems and practices are and how they interconnect. We are talking about your business
approach to where and how you attract talent to your organization, what criteria you use to select the best-fit candidate, what the
onboarding/orientation process involves so that it fully engages and prepares the new hire, what kind of training you provide so that
your new hire experiences success quickly and starts adding to your revenue, how you incentivize your people to motivate and retain
your high performers (and prevent them from walking across the street to the competition) and how you succession plan and develop
your leaders so you create a legacy. Every one of these systems and practices is interwoven with the other, and there needs to be as
much, if not more, thought and planning for these systems as there was for your product/service development, marketing strategy and
business strategy.

Some business leaders take the approach that they will hire for “fit” and train in the skills. Other leaders think they just need people
and are glad when they find a person with a pulse. What these business leaders don’t fully grasp is that their organizational excellence
and top quartile performance starts with their attraction and hiring strategy and this takes place long before a job vacancy gets posted
on a website or job board. Still, many leaders consider hiring to be an administrative process and pass this off to someone else in the
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organization to do. After all, you as the business leader are too busy with the “business” and that is why you need to hire, right?
However, in the long run, this type of thinking will rarely get you the results you are banking on.

Finding and integrating the right people for your business starts with a clear understanding of what skills and abilities your organization
needs, not what people; and a willingness to prop up your performance gaps with people who come from diverse cultures and
backgrounds.

Even before you post a vacancy or conduct an interview, the hiring and selection starts with aligning this significant and

chief people management system with your business strategy. Don’t leave the hiring and selection decisions to someone else or be
forced to hire just anyone.

Think, build, align, and then execute.

Organizational excellence begins with you, the leader; it

shouldn’t cost you anything more than your time.

Something else to ponder; hiring the right people does not mean business leaders should hire people who are the same as they are.
In fact, businesses would be better off to do exactly the opposite. Herein lays the biggest misconception business leaders fall prey to.
If the leader is the right person to do the job (and no business leader ever says they are the wrong person), then it’s logical to assume
that hiring people who are the same as, or similar to, that leader will be the right people.

Have you ever noticed though, that even when your people think like you, act like you and perhaps even look like you, your business
still experiences mediocre results at best? When your workforce is homogeneous you do not acquire talent resources (people) that fill
in your gaps, talent resources (people) that envision new and different opportunities to innovate, and talent resource (people) that can
drive consistent top quartile financial performance. According to Statistics Canada, as of 2011, all net labour force growth in Canada is
expected to come from immigration. In 2006, 51% of new immigrants reported that they held university degrees, compared to only
19% of the Canadian population.2
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Did you know that 25% of the population of China with the highest IQs is greater than the total population of North America; and India
has more honour roll kids than North America has kids?3 Pretty soon China will become the number one English speaking country in
the world and the amount of new technical information is doubling about every two years.4

These statistics together with the

knowledge that 2014 was the first year where the workplace exits (voluntary) outnumbered the workplace entrants presents an
inflection point for Alberta business leaders to leverage diversity in their workforce.
The diagram immediately following provides a high level view of the essential elements and their interconnectivity.

We present

questions for you to ponder, and answer, as you think, build and align your people management systems and practices. Once you
begin you will be on your way to successfully integrating your workplace and achieving organizational excellence.
The tables on pages 7 through 19 describe the workplace elements, and contain links to references, of:
!

Recruitment & Selection

!

Orientation & Onboarding

!

Learning & Development

!

Performance Management

These tables are arranged in columns based on the number of employees in the organization:
Description

Small Sized Company

Small – Medium Sized Company

Medium –Large Sized Company

Up to 50 employees

50 – 500 employees

500+ employees

Limited policies in place

Limited policies in place

Comprehensive policies in place

No designated HR professional

1 – 5 designated HR professionals

Designated HR Department

Does not take advantage of other
media and typically “hire off the
street”

Resumes collected by e-mail

Company active social media sites

Postings done through company
website and other free job posting
boards

Company reaches out to
associations including non-profits

Employee referrals considered

Mass Hiring Environment

Diversity training and professional
development available to all

	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  
3
4

	
  YouTube	
  Did	
  you	
  Know	
  2014	
  	
  https://www.youtube.com/watch?v=XrJjfDUzD7M	
  accessed	
  September	
  16,	
  2015.	
  	
  (Produced	
  by	
  IE	
  from	
  University	
  of	
  Madrid,	
  Spain)	
  
	
  Ibid	
  

6	
  
	
  

Essentials to Workplace Integration	
  

7	
  

Essentials to Workplace Integration	
  

	
  
Recruitment & Selection
Description

Small Sized Company

Small – Medium Sized Company

Medium –Large Sized Company

Mass Hiring Environment

Situation

The Company posts a position on
their website and has a limited
number of applicants (20) of which
only 10% have transferrable skills.

The Company posts a position on
their website and has a higher
number of applicants (100) of which
maybe 25% have transferrable
skills.

Company posts a position and
“pushes” it to related websites –
LinkedIn, indeed.

Company holds bi monthly
recruitment drive for new workers.

Ensures that information is posted in
Internal recruiter connects with local the community halls and rinks, local
agencies and extends posting to
papers as well as with recruitment
candidates within the agencies’
agencies.
candidate database.
Opportunity has multiple applicants
including individuals with diverse
backgrounds.

References

#1

Outcome

With limited applicants, the
Company hires someone with little
to no experience

References

#6

#10

#15

The HR Advisor forwards applications Consistency in the recruitment
that fit the original criteria to the
process as well as Manager training
hiring manager.
streamlines process that reduces
potential recruiter biases.
Potential costly training and
Lack of experience and personal
development is not considered in the biases, of the manager, may prevent External assessment tools are used
hiring decision
some candidates from being
in the process and the best-fit
considered (based on the make-up
candidate (i.e. lowest risk) is hired.
Diversity isn’t included in the
of their resume and inclusion of pics
process due to limited internal
and vital stats).
resources.

Company receives a large amount of
interest from potential applicants.

#2

#16

#7

#11

Some applicants have minimal
access to computers and prefer to
come to the facility to discuss
applying.
Larger pool of workers seeking
opportunities.
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Employer’s Best
Strategies

Recognize potential restraints and
limitations in the posting process
including use of language,
primarily on applications forms (if
applicable) and websites (consider
translations button options).
If cost is an issue, reach out to
local services that provide free
services to employers, as well as
“sweeping” websites. The local
initiatives often recognize diverse
groups of applicants.

Internal HR Advisor should work
with hiring managers to
understand bona fide
requirements in the areas of
language and physicality.
Awareness of recruiter biases
should be highlighted and
minimized– i.e. only opening
applications from individuals with
Western names.

HR Department should create
internal training programs for
managers to identify the benefits
of hiring a diverse force; as well
as providing tools and skills to
implement in their hiring practice.

Ensure that diversity branding is
part of the brand.
Create “think-tank” and work
groups to help identify barriers to
inclusion in the recruitment and
selection process.

Ensure that diversity branding has
Recognize concerns within the
been identified as part of your
process, including the interaction
brand.
of individuals during a group-hire
If possible and suitable, include
process.
diverse members of your
Recognize the demographics of
community in the recruitment
the applicant pool, and assess
process.
accordingly.
Consider having leaders within
your current employee population
act as liaisons during the process.

References

#3 & 18

Most Likely Outcome

Limited candidates decrease the
Candidates that may be using
chances that skilled applicants will technical jargon or terms often
be found.
used internationally may be
omitted by mistake, due to the
An abundance of time is spent
recruitment function being dealt
training candidates without a
with administratively.
foundation of practice company is
seeking.
By opening to diverse audiences,
better chance that applicants will
have the skills at hand.

References

#5

#8 & 18

#12 & 18

#17 & 18

Streamlining of the process
results in a decrease in time-tohire.

Although cost-to-hire remains
relatively conservative, turn over
can be high.

Due to the calibre of candidates
applying, as well as the
Company’s ability see specialized
skills sets, multiple roles are filled
the process.

Pressures of having multiple
diverse groups with histories from
their countries of origin result in
tension.

#14

Staff trained in “diversity” can
help facilitate ongoing process of
inclusion
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RECRUITMENT & SELECTION REFERENCES

1.

http://www.recruitingblogs.com/profiles/blogs/post-and-prey-recruitment

2.

http://www.hrworld.com/calculators/costperhire/

3.

https://charityvillage.com/Content.aspx?topic=Focusing_on_shared_value_The_changing_nature_of_nonprofit_and_business_partnerships#.Vbe8-LNViko

4.

http://humanservices.alberta.ca/documents/Calgary-etcs-career-excerpt.pdf

5.

http://hrcouncil.ca/hr-toolkit/diversity-recruitment.cfm

6.

http://www.esdc.gc.ca/eng/jobs/les/tools/assessment/hiring_checklist.shtml

7.

https://www.opp.com/en/Knowledge-centre/Blog/2013/November/Opening-our-eyes-to-prejudice-in-recruitment

8.

http://www.eremedia.com/ere/20-reasons-why-weak-managers-never-hire-a-level-talent/

9.

http://www.skillsconnect.ca/seeking-employment/workplace-culture

10. http://www.cio.com/article/2855173/careers-staffing/3-ways-to-use-social-media-to-recruit-better-tech-talent.html
11. http://www.abn.org.au/blog/recruitment-and-selection-tools-what-to-use-when/
12. http://www.workforcediversitynetwork.com/res_articles_strategicrecruiting_Shackelford.aspx
13. http://issuu.com/ct100./docs/diversity-2015?e=14200235/11978967
14. http://www.searchenginejournal.com/hiring-growth-13-fail-proof-ways-streamlining-process/109099/
15. http://www.yoh.com/blog/2013/10/how-to-deal-with-mass-recruitment-campaigns-more-resourcefully.html
16. http://www.wisegeek.com/what-is-a-walk-in-interview.htm
17. http://www.talentintelligence.com/blog/bid/377611/Inclusion-and-the-Benefits-of-Diversity-in-the-Workplace
18. Alberta Human Rights Act, RSA 2000, c A-25.5, ss 7-8
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Orientation & Onboarding
Description

Small Sized Company

Small – Medium Sized Company

Medium –Large Sized Company

Mass Hiring Environment

Situation

Company doesn’t have an HR
department. New hires receive an
informal (general and broad)
orientation to the company from
their direct supervisors who have
very limited knowledge of HR
policies, and best practices.

Company is dealing with a big
dropout dilemma; high percentages
of employees quit only a few weeks
after training.

Company considers 0% - 10% as a
healthy staff turnover

Company needs to attract, select
and hire a large number of
employees within a short period of
time.

Outcome

The company should be able to
An effective, positive, and structured
measure the short-term outcomes of onboarding process should:
a successful onboarding process by
• Ensure that employees are
analyzing four major levers that are
engaged and connect people to
related to job roles and social
the culture of a company, which
environment:
leads to lower turnover and
•
Self-Efficacy
higher retention at a fraction of
the cost of recruitment
•
Role Clarity
•

Social Integration

•

Knowledge of and fit within
an organizational culture

•

•

•

However, staff turnover rate has
considerably increased to >30%;
employees are quitting within a few
months after training.
Introduce a minor change in the onboarding process.
A modified orientation session that
focuses on the individual identity of
the newly hired employee as
opposed to the typical orientation
sessions based on organizational
identity.

Jump-start employee loyalty and Employees are able to differentiate
satisfaction.
themselves to their employers by
showcasing their strengths and the
Determine the speed at which
unique set of skills they bring to the
new hires become productive,
company.
helping them add to the bottom
line.
Employer spends very little time
(~ 15 minutes) discussing ways in
Make employees feel valued and
which working with the company
bought-in to contributing from
would enable the newcomers to
the start.
express their individuality

•

Add value to the brand due to a
more engaged, motivated
workforce.

•

Improve the customer
experience because employees
are more effective

Mass recruitment efforts often
swamp internal HR departments.
The onboarding process should
address three main objectives:
•

Meeting strategic objectives:
they should be linked to both the
right talent and providing an
upfront vision of what the
company stands for and
educating new hires what
success looks like.

•

Building engagement, fast: this
is about people making the
decision to stay with your
company and continue making
the decision to stay therefore
reducing attrition for the long
term.

•

Accelerating “time to perform”:
this is about helping new hires
to help themselves get up to
speed faster, to start delivering
measurable results sooner and
generating return on your
people investment faster.
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*According to the Aberdeen Group,
organizations with structured
onboarding programs enjoy a 60%
year-over-year improvement in
revenue per full-time employee and
a 63% year-over-year improvement
in customer satisfaction.

References

#3

#6

Employer’s
Best
Strategies

Without a dedicated HR individual
Before the new hire starts work, the
/department, the company should
company should:
implement a simple but effective
• Create an agenda for your new
onboarding process that will help to
hire’s first week
minimize new hire disorientation and
quickly acclimatise their new hire,
• Create a comfortable work
therefore increasing retention and
station for your new hire
reducing their time to productivity.
• Provide a new hire with a
The following are some of the simple
welcome gift
elements a company can use during
• Send out helpful information
the onboarding process:
•

Make sure their desk and
working area is well prepared

•

Help the employee make
connections

•

Be the tour guide

•

Assign a mentor/buddy

•

Social engineering

•

Provide a list of go-to resources

•

•

Develop a safe learning
environment

•

•

Choose staff trainers wisely

•

•

Give employees tools to succeed

•

Set up follow-up meetings with
new hires

During the first week, the company
should:
•

* At Wipro, “the turnover rate in the
control group (traditional orientation
process focused on firm awareness
and skill training) was 47.2% higher
than that of the individual identity
group”
#1

#7

The company should introduce as
part of its orientation session
exercises that highlight the
individual strengths and weaknesses
of the new hires; e.g. an exercise
ranking the individual strengths new
employees would exhibit if stranded
on a life raft at sea and how their
responses might differ from their
colleagues.

The company should initiate the
orientation process before a
candidate is formally hired by
including ample information about
the workplace and the culture in the
Careers section on the company’s
website.

Technology can also be an effective
way to socialize the new hire into
the company's organizational
Employer could also ask a series of
culture. For example, the company’s
questions about the new hires’
website can make available to a new
individual strengths such as, what is hire multimedia such as video and
unique about you that leads to your podcasts that state the company's
happiest times and best performance overall strategic goals, talk about
at work?
the company's values, and provide
employee testimonials

Help new hires get the lay of the *Employees in the individual identity
group received fleece sweatshirts
land
embroidered with their individual
Block off time for orientation
names, along with a name badge.
They were asked to wear them for
Plan a meeting with their
the duration of employee training
manager
Cover important work processes
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The first 30-90 days, the company
should:
•

Invest in training

•

Allow for job shadowing

•

Build opportunities for feedback
into the employee’s first couple
of months on the job

•

Conduct your first review

References

#5 & 8

#2 & 8

Most Likely
Outcome

When new employee onboarding is
done correctly, it leads to:

A positive onboarding experience will Employee orientation should be less
be relevant, timely, and meaningful. about the company and more about
the employee.
It’s designed to engage people in the
company as quickly and effectively
Companies might see positive
as possible, assuring that they feel
performance results by emphasizing
comfortable in their new roles.
employee individuality from day one.

References

•

Higher job satisfaction

•

Organizational commitment

•

Lower turnover

•

Higher performance levels

•

Career effectiveness

•

Lowered stress

#2

It also brings a solid return on
investment.
When companies clearly understand
the connection between onboarding
and the operational and financial
success of their organization, they
are much more likely to create a
great program.

#6

#1 & 8

*This concept was applied with
Wipro, an Indian multinational IT
Consulting and System Integration
services company with over 150,000
employees all over the world….
“after seeing the results of the
study, the company redesigned its
employee orientation process such
that personal identity socialization is
a part of it”

#1

#4 & 8
The company should keep track of
the new hire’s first few months
New hires should be surveyed at the
end of the first week and at the
close of each of the employee’s first
three months, asking different
questions at each stage.
Begin with questions about the
recruiting process, how the first day
met the employee's expectations,
and whether they are struggling with
any issues related to technology.
Then, start asking whether the
employee has the necessary tools to
complete his or her job and, finally,
ask about an employee's strategic
goals. You want to learn how
engaged or connected the new hire
feels to the organization.
#4
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ORIENTATION & ONBOARDING REFERENCES

1.

http://www.forbes.com/sites/hbsworkingknowledge/2013/04/01/first-minutes-of-new-employee-orientation-are-critical/

2.

http://wheniwork.com/blog/employee-onboarding-best-practices/

3.

http://www.shrm.org/about/foundation/products/documents/onboarding%20epg-%20final.pdf

4.

http://www.inc.com/guides/2010/04/building-an-onboarding-plan.html

5.

https://www.recruiter.com/i/9-low-maintenance-onboarding-tips-for-small-businesses/

6.

http://www.rootinc.com/white_papers/new-hire-onboarding-overlooked-element-sustaining-successful-strategy-execution/

7.

http://nolimits.typepad.com/files/transformational-onboarding.pdf

8.

Alberta Human Rights Act, RSA 2000, c A-25.5, ss 7-8
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Learning and Development
Description

Small Sized Company

Small – Medium Sized Company

Medium –Large Sized Company

Mass Hiring Environment

Situation

No formal training programs.

No formal training programs
for managers or employees.

Some training programs offered for
managers and employees.

Massive training programs offered
for employees.

High percentages of employees quit
only a few weeks after hire date.

No Needs Analysis implemented
to develop Learning and
Development programs.

No Needs Analysis implemented
to develop Learning and
Development programs.

Some employees attend on-line
courses and quite a few offsite / off
- the job training programs.

No formal training or development
programs, based on performance
gaps to be addressed, are offered

No Diversity and Inclusion
programs for managers and newly
hired employees.

No leadership Succession Planning
conducted to fill leadership positions
through internal promotion

Managers / supervisors receive
training in Leadership, Onboarding, Diversity, and
Performance Management through
coaching from manager.
Newly hired employees have little
to no experience for the position;
but they have transferable skills.

Employees receive some
limited offsite /off-the job training.
No Diversity and Inclusion
programs.

No Diversity and Inclusion
programs.

No retention strategies based on
learning and career development
programs.
No Diversity and Inclusion programs
for managers and newly hired
employees

Employer’s
Best
Strategies

Receive formal training in Leadership Provide training programs as an
& On-Boarding.
important component of employees’
incentives.
Incorporate formal on-boarding and
training programs for
Training for managers and
managers/supervisors
supervisors to implement an efficient
performance review process.
Incorporate and integrate newly
hired employees in the
Implement "lunch and learn
organizational culture and success in sessions" as a strategy for everyone
their integration and positive
to learn from each other.
performance.
Provide employees a range of
Design Learning and Development
support for independent learning
Programs for newly hired, employees including job aids, written
depending on needs analysis based
documentation, employee handbook,
on transferable skills detected in

Include employee development
Identify learning needs and areas for
programs as a key strategic initiative improvement based on performance
to increase employee commitment.
appraisal results. This includes
language barriers.
Plan and have attention on what
matters to people who work for your Recognize that it is more costorganization.
efficient and competitive to develop
talent from within than compete for
Follow up with the newly employee
talent on the outside.
from their 1st day to last day with
the organization including
Design and implement strategies,
development plans to fill the gaps in rapidly, for in-house training: e.g.
cultural diversity.
formal or informal, buddy system,
job enrichment, lateral moves,
Develop opportunities that rank high
cross-training, coaching, etc.
in what employees look for in a job
and in their descriptions of what
Developing talent is well known as a
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recruitment process, in order to
close gaps for skills needed on the
job.

operating manuals, etc.

makes a great workplace.

Develop personalized training
programs.

Communicate the business training
and promotion policy as well as
Implement a Buddy-system program
employee's development
Mentor new employees as a strategy
for new hires as an immediate path
opportunities.
for learning and understanding
for training and retaining employees.
values and organizational goals.
Deliver and evaluate training
Add new challenges and
programs aligned to the Needs
opportunities to the current job to
Analysis which is designed to
offer the new employee a job
achieve organizational effectiveness.
enrichment opportunity.
Celebrate and reward employees for
achievements and communicate the
value of continuous learning.

proven contributor for retention.
Ensure that employees meet a
criteria threshold to attend training
programs: must be ready to learn
and must be motivated; must learn
the content of the training program;
and must transfer the training on the
job.
Understand career goals for newly
hired employees
Design a Succession Planning
process for each business unit.
Determine metrics and analytics to
measure ROI for learning and
development programs.
Determine key strategies to ensure
managers know why integration and
retention of newly hired employees
are a priority.
Supply resources - provide tools,
time and authority to make retention
a priority.
Hold managers accountable - set
goals and measures, tie department
budgets, reward mangers through
compensation and bonuses.
Provide tools for enhancing skills of
newly hired employees.

References

#2, 3, 4, 10, & 11

#2, 3, 4, 10 & 11

#5, 6, 10 & 11

#6, 10 & 11
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Most Likely
Outcome

Employers will be able to integrate
new hires into their workplace from
the first day of work.

Employers will increase employee's
commitment, enthusiasm and
motivation in the workplace.

Employees will better understand
the business, values and
organizational goals.

Employers will achieve greater
organizational performance and will
decrease employee turnover.

Employers will increase employee's
engagement through positive
attitude, skills enhancement, and
therefore generate a better
performance in the workplace.

Employees will be less stressed and
will find higher job satisfaction.
References

#3, 4 & 5

Company can improve
organizational effectiveness
through implementing Training and
Talent Development Programs.
New employees have a smoother
transition and integration in the
workplace.
Employee retention increases.

#3, 4 & 5

#3, 4 & 5

#3, 4 & 5

LEARNING AND DEVELOPMENT REFERENCES
1.
2.
3.

www.alis.alberta.ca/ep/careershop/main.html
http://alis.alberta.ca/ep/eps/tips/tips.html
http://alis.alberta.ca/ep/eps/tips/topic.html?Topic=Workplace+Learning

4.

http://alis.alberta.ca/pdf/cshop/FindersKeepers.pdf

5.

http://alis.alberta.ca/pdf/cshop/employdiverse.pdf

6.
7.

Managing Performance through Training and Development

http://www.cengagebrain.com.au/content/saks01762_0176501762_02.01_chapter01.pdf

http://hrcouncil.ca/hr-toolkit/keeping-people-performance-management.cfm

8.

Performance Management

https://www.goodreads.com/book/show/1301811.Performance_Management

9.

10 Ways To Modernize Performance Reviews & Performance Management
https://www.linkedin.com/pulse/20140407122632-43127411-10-ways-to-modernize-performance-reviews-performance-management

10. Alberta Human Rights Act, RSA 2000, c A-25.5, ss 7-8
11. Occupational Health and Safety Act (Alberta), RSA 2000, c O-2, s 2.
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Performance Management
Description

Small Sized Company

Small – Medium Sized Company

Medium –Large Sized Company

Mass Hiring Environment

Situation

No formal Performance Mgmt

Annual Performance Mgmt.

Managers / supervisors typically
provide informal feedback to newly
hired employees. Managers have
been trained by coaching in
Leadership, On-Boarding, Diversity,
and Performance Management.

HR individuals provide informal
coaching to mgrs / supervisors for
the performance review process.
High percentages of employees
leave the company. Mgmt Team
does not review the organizational
performance results as a big picture.

Bi-annual Performance Mgmt. HR
Advisor follows up with Managers /
Supervisors to execute the
performance review with newly hired
employees. Turnover continues to
increase. No metrics to determine
how to measure organizational
performance.

Performance Mgmt Process
HR
Dept follows up with managers /
supervisors on the process.
Employees are not rewarded for
accomplishments. No metrics to
measure organizational
performance.

Invest time to create cooperative
relationships with newly hired
employees. Set clear expectations
while providing them with the
knowledge that is necessary to be
successful for the job.

Learn about diversity and
accessibility for different minority
groups.

Communicate the performance
management cycle to new hires.

Identify cultural differences that may
impact communication with
subordinates regarding their
performance management cycle.

Employer’s
Best
Strategies

Provide the Organization's
information to align individual goals
with organizational goals.
Establish the performance review
cycle with employees to provide
feedback and support them in their
integration in the workplace.

Identify demographical and cultural
Develop and implement a
differences with subordinates to
Performance Management Process to allow new hires to integrate in the
set business unit & individual goals
workplace.
aligned with organizational goals.
Provide continuous feedback to
Communicate effectively and provide support new hire during the
assertive feedback to newly hired
probation period.
employees while accommodating
Build rapport and communicate
their cultural background or
effectively with new hires.
disabilities.
Clarify employee expectations with
newly hired employee to aid in their
success.
Implement a goal setting
methodology with employees
including the following steps:
objective, action steps, expected
performance, exceptional
performance, timeframe, mid-year
and end-year reviews.

References

#5, 10 & 11

# 6, 8, 10 & 11

Encourage employees to conduct
self-evaluation practices in
preparation for the performance
review meeting with their manager.

Set individual goals with each newly
hired employee, taking into account
the diverse demographics, in
accordance to organizational goals.
Provide continuous feedback to
employees to monitor performance
during the appraisal period, while
building rapport and ensuring
expectations are being understood.

Meet with employees for a
performance appraisal to review
accomplishments at the end of the
Meet with the employee and provide cycle.
feedback while defining new goals
Set expectations and new
and expectations for the next cycle.
development plan for the next cycle.
HR and managers/ supervisor
determine metrics to measure
organizational performance.
# 5, 6, 8, 10, 11

Review the Performance Mgmt
Process for process improvement
and efficiency.
# 6, 7, 8, 9, 10, 11
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Most Likely
Outcome

The employee's better understanding Increased coordination between
of the expectations, knowledge and employee and organizational goals.
skills required for success.
Increased diversity throughout the
Facilitate manager's ability to
organization, which and
delegate tasks and improve
accommodates to differences
employee retention.
between minorities.
Coordination of employee and
organizational goals.
Overall success of the company,
given that each individual can
identify their goals and have the
knowledge and skills to reach them.

References

#8&9

Diversity and increased
communication between managers
and subordinates create an overall
better organizational culture,
leading to lower employee turnover
rates.

#8&9

Creating an organizational culture
consisting of communication and
trust, a newly hired employee is
likely more eager to adjust to the
environment.
Clear manager expectations are
likely to improve the employee's
focus in order to meet those
expectations.
Increased cultural understanding
and accessibility towards minority
groups will increase job satisfaction,
thus decreasing turnover and
improving organizational culture.
#8&9

Better communication of
expectations will lead to a
coordination of employee goals in
accordance to company goals.
Continuous feedback and building
rapport will improve the manageremployee relationship consisting of
communication and trust.
Clear expectations will lead to goal
accomplishment, increased
employee integration and job
satisfaction throughout the
organization.

#8&9

	
  
PERFORMANCE MANAGEMENT REFERENCES

	
  
1.

www.alis.alberta.ca/ep/careershop/main.html

2.

http://alis.alberta.ca/ep/eps/tips/tips.html

3.

http://alis.alberta.ca/ep/eps/tips/topic.html?Topic=Workplace+Learning

4.

http://alis.alberta.ca/pdf/cshop/FindersKeepers.pdf

5.

http://alis.alberta.ca/pdf/cshop/employdiverse.pdf

6.
7.

Managing Performance through Training and Development

http://www.cengagebrain.com.au/content/saks01762_0176501762_02.01_chapter01.pdf

http://hrcouncil.ca/hr-toolkit/keeping-people-performance-management.cfm

8.

Performance Management

https://www.goodreads.com/book/show/1301811.Performance_Management

9.

10 Ways To Modernize Performance Reviews & Performance Management

10. https://www.linkedin.com/pulse/20140407122632-43127411-10-ways-to-modernize-performance-reviews-performance-management
11. Alberta Human Rights Act, RSA 2000, c A-25.5, ss 7-8
12. Occupational Health and Safety Act (Alberta), RSA 2000, c O-2, s 2.
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Description

Small Sized Company

Small – Medium Sized Company

Medium –Large Sized Company

Mass Hiring Environment

Situation

No formal HR Metrics set in place.

Some HR Metrics set in place.

HR Metrics set in place

The company may or may not have
strategic planning.

Key Performance Indicators defined.

Key Performance Indicators clearly
defined and used to determine HR
initiatives.

Immediate workforce planning
defined.

Organizational performance is
Staff “works hard” to achieve desired reviewed every time it is seen as
outcomes on a very small budget.
necessary, with no timeframe set.
Organizational performance is
reviewed maybe once a year due to
limited time and priorities set by the
manager or supervisor (owner) who
fulfills many roles.
The focus is on activities instead of
strategic outcomes.
Key performance indicators
identified.
Employers often have limited formal
education on business management
and in turn are not able to use the
management tools properly.

The majority of employees are not
involved.
A cost effective metrics system is
developed.

Some measurements put in place
driven by the strategy.

Organizational culture is based on
the owner’s values. They establish
goals and determine the way they
are achieved.

Key performance indicators are
linked to strategic actions
A “few critical” HR metrics and
procedures are put in place and
followed.
The HR metrics are kept simple.
Make sure the metrics are “easily”
accessible at any moment.

It is difficult to perform HR analytics
due to the high demand for
immediate results.

Strategic planning defined well.

Few HR metrics set in place which
are used to measure immediate key
performance indicators.
Success factors are determined by
the immediate results.

organizational development.

Limited quality of hire.

The strategic plan is reviewed
according to the set timeframe.

Limited time to perform new hire
performance appraisals.

A 3 - 4 year cycle of the
organization’s business plans with
goals, objectives and performance
measures is set up.

Scorecards are set as a
measurement system.

Sometimes unnecessary
measurements for different
departments can make the process
confusing.

Informal HR metrics performed.

Employer’s
Best
Strategies

Measuring workforce success is
performed through the use of HR
scorecards and dashboards.

Programs set up identifying “high
HR metrics don’t necessarily address and low performers”.
the most critical needs due to limited “Data-driven information” highly
resources.
appreciated which supports
The company develops a strategic
plan which is put in place.

“Required workforce competencies
and behaviors are identified.”

The strategic plan is developed and
supported by the key stakeholders.
The “right” HR processes are
identified and implemented.
The strategic plan is precise,
outlining decisions made.

Key performance indicators are tied Necessary tools are identified and
to all goals identified in the “strategy given to the right people for
map”.
achieving desired outcomes.
Major efforts are made in strategic
workforce planning.
Decisions are made for future
success.

A combination of HR operational and
business metrics is measured.
Processes are continually improved
to accommodate change.
A benchmark with HR metrics is set

Key performance indicators are
communicated to monitor
organizational performance, keeping
the objectives in focus.
Performance is reviewed and
accomplishments are communicated
to the employees.
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Set up a unique strategy fit for
your business, which will include a
“value map” to define the
correlation between talent and the
important outcomes necessary for
success.

by comparing past collected
information and achievements of
other competitors.
HR metrics are available when
needed.
Everyone is involved.

Identify what needs to be measured,
finding the best cost effective way to A lot of energy is put on getting
collect the necessary information.
employees to embrace “success
metrics”.
Employees play an important role in
business success.

Decisions are made “based on data
and learnings”.

Plans for the future are based on
lessons learned.

Business desired outcomes clearly
defined and communicated.

Team management adapts and
creates new necessary measures as
a response to new circumstances
caused by new hires who join the
team all at once.

An alignment is created between
“Workforce performance and
organizational objectives”.
Employees are “engaged” in their
work and in turn the productivity
and customer satisfaction rate is
high.
Through the use of HR scorecards
HR becomes an important partner
collaborating with managers and
executives in the strategic planning
process.

References

#1, 15

#2, 3, 7, 13

Business strategy is translated into
HR strategy.
HR strategy understands and
accommodates the changes
necessary to achieve desired
outcomes.

#1, 2, 8, 9

#5, 14

“Workforce planning” gives the
company the competitive advantage
in the market by “understanding the
present situation, and preparing for
future changes.”

Communicating expectations and
desired outcomes increases
employee involvement and
satisfaction.

	
  
Most Likely
Outcome

Employer appreciates the value of
Through measuring and analyzing
metrics by tracking business activity. present data, executives are able to
foresee potential business trends.
Outcomes become clear, therefore
goals are easily achieved.
HR analytics help the leaders
become “predictive” and in turn plan
Metrics help identify the right talent
strategically for the future.
with the necessary skills in order to
produce desired outcomes,
Through performance management
identifying “high performers”.
the company is able to create “a
consistent, fair and equitable
Employees understand the
process”. This establishes the
expectations and are placed in
standard measurements used
situations to succeed.
throughout the company for
consistency purposes.
Through the use of HR metrics
employee satisfaction rate is higher,
turnover rate is lower.

As metrics helps measure achieved
financial and operational goals and
objectives, the present state is
Due to limited resources, small
companies explore unique strategies identified therefore the desired
outcome becomes clearer.
that fit their need for success.

The process followed by each
department is examined and
changed according to the needs and
demands.
When the organizational culture is
clearly defined, “organizational
change” becomes manageable and it
influences the decision making
process.
Data collection is “key” in the
decision making process and
combines “soft characteristics” and
financial outcomes.

Choosing the right metrics is key to
achieving success.
The flexibility of adjusting processes
through HR metrics, assists the new
hires integrate successfully as vital
members of the teams.
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#1, 3, 15

#4, 5
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SUCCESS FACTORS METRICS REFERENCES
1.

http://www.berkshireassociates.com/resources/white-papers/general-hr/understanding-the-differences-between-human-resources-for-small-and-largecompanies.aspx

2.

http://www.metrus.com/materials/HR_METRICS_Myths_and_Best_Practices.pdf

3.
4.
5.

http://www.francoiseric.com/2011/10/4-types-of-essential-software-metrics.html
http://www.shrm.org/research/surveyfindings/documents/bcg_creating_people_advantage_2014-2015.pdf
http://fm.sap.com/data/UPLOAD/files/The_Modern_Approach_to_Workforce_Planning.pdf

6.

https://charityvillage.com/Content.aspx?topic=best_practices_in_strategic_planning#.VldHUYRBRPM

7.

http://marketing.bersin.com/rs/bersin/images/HIHR%20Executive%20Summary.pdf

8.

http://www.slideshare.net/nutmegslim/h-rdashboard-summer2013?related=1

9.

http://www.slideshare.net/friendsalways0102/organizational-culture

10. http://www.antilleseconomics.com/wp-content/uploads/2015/11/Employing-Metrics-in-HR-Management.pdf
11. http://digitalcommons.ilr.cornell.edu/cgi/viewcontent.cgi?article=1161&context=cahrswp
12. http://www.mit.edu/~hauser/Papers/Hauser-Katz%20Measure%2004-98.pdf	
  
13. http://www.juiceanalytics.com/writing/5-rules-for-successful-success-metrics/
14. http://davidparmenter.com/files/Implementation-of-winning-KPIs-in-an-SME-v6-sent-to-FM.pdf
15. http://www.entrepreneurship-sme.eu/pdf-ez/N200310.pdf
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Final Thoughts
As you can see by the material presented there is an abundance of information available, at no cost, to assist you in developing a well
thought-out and fully interconnected people management system and practice for your business. Of course, the discipline for ensuring
the system is delivered consistently with every new hire rests on the shoulders of the leader. There is no quick-fix or easy way, other
than your own determination to create organizational excellence, for successful workplace integration.
When you begin to see the situations we’ve presented, in your own organization, you will begin to understand why your turnover costs
keep escalating, why your recruitment practices might not be efficient and why your managers are not as effective as you thought they
should be. It should be no surprise that managers WANT to be effective;- they too are looking for tools and training, resources and
guidance to answer many of the questions we’ve presented in this paper. You can help yourself, your managers, your organization and
your community when you invest the time and energy into developing your people management systems and practices that are
designed to recognize diversity and inclusion. We are certain you will be pleasantly surprised at the immediate and positive results you
will obtain if you implement even a small fraction of the Best Employer Strategies outlined above.
When you begin this journey, and if you find you would like more information to assist you, please reach out to The Talent Pool and
HRIA. We will be pleased to provide any resources we can in this regard. Watch for any workshops, lunch and learns, articles and
conferences on the topics of Diversity and Inclusion, HR Best Practices or Workplace Integration. The more you become aware of the
information available to you, and the Best Practices embraced by your competitors, the greater your organization will be positioned to
achieve top quartile results.
We hope we have achieved our objective to inspire your thinking about what is most important to your business success and what you
might want to consider building into your people management systems and practices to produce top quartile financial performance.

Think, build, align, and then execute.
Organizational excellence begins with you, the leader; it shouldn’t cost you anything more than your time
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