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[bookmark: _Toc327973956]EL 1: Case: Defining some of the key societal pressures or forces facing HRM and ‘of people in their careers’
This case is described in chapter 1 of your text. Your instructor might begin the class by asking you to individually rank the 12 pressures and then meet in groups to determine an overall ranking. You can compare your group ranking with what the experts view as important and discuss the differences.
There is no right set of rankings. However, research[endnoteRef:1] and input from experts, points to the giving higher ranking to: (i)  human and intellectual capital (including leadership capabilities and skills shortages), (ii) employee engagement, (iii) managing in a rapidly changing environment, (iv) quality or productivity requirements which require organizations ‘to do more with less (the result of which can involve outsourcing and defining productivity requirements).  [1:  Wright, R. (2006) The strategic value of people: Human resource trends and metrics. Ottawa, The Conference Board of Canada.] 

Other important issues include: (i) diversity, changing demographics and diverse cultural groups in organizations, (ii) customer criteria and its importance in shaping an organization’s vision and strategy, and (iii) the need to more effectively implement organizational ideas. The remaining factors are still important, but they might be less critical than others. Interestingly, the impact of technology was rated rather low, a subject that might be debated. 
Table 1.1  Case – Societal forces or pressures affecting HRM and how we manage
	
Pressures
	Younger
Professionals
	Professional Managers

	1. Managing in a rapidly changing environment  
	1
	2

	2. Changes from the rise of new communication technologies and the internet
	6
	7

	3. Changes requiring the use of technologies in implementing most organizational ideas
	7
	9

	4. The increasing importance and value of human and intellectual capital
	3
	3

	5. The need for employee involvement and engagement
	2
	1

	6. Organizations are made up of a increasing diversity of people, many different demographic groups, and many different national & group cultures
	5
	8

	7. Calls for ethical and virtuous behaviour
	4
	5

	8. Calls for attention to human rights issues.
	8
	10

	9. Pressures for the more effective implementation of ideas
	10
	4

	10. High expectations for quality services and products
	9
	3

	11. Customer criteria will shape organizations and the way we respond
	5
	6

	12. Outsourcing in reducing costs and gaining expertise
	11
	11




[bookmark: _Toc285789514][bookmark: _Toc285791830][bookmark: _Toc285792138][bookmark: _Toc287529927]Task: Defining principles for responding to the pressures facing HR
As a group you are asked to identify principles for responding to these pressures in the case in this class. Think of a principle as a proposition or set of rules that you will use to guide how you will respond. Most principles are guidelines that were derived through observation and experience and they serve to help managers make decisions. 
In small groups, assign the role of facilitator to one group member. The facilitator is asked to chair a discussion in making recommendations of which of the following principles can be used or adapted as part of this guiding framework. Think of other principles.   

Responding to the Pressures Facing HR
Table 1.2 reviews 12 twelve pressures defined in the previous case and possible principles for responding As a group, you can review these ideas and compare them to the ones developed by your group.

Table 1.2: Pressures challenging HR managers and possible strategic principles

	Pressures from:
	Principles

	CHANGING EXTERNAL ENVIRONMENT


	1. Managing in a rapidly changing environment 
	Principle: Be flexible in adjusting initiatives and developing resilient structures and strategies

	2. Changes from the rise of new communication technologies and the internet
	Principle: Create IT based workplaces that are more strategic in being productive as well socially engaging  

	3. Changes requiring the use of technologies in implementing most organizational ideas
	 Principle: Design jobs and job descriptions to recognize the virtual and in-person relationship

	IMPORTANCE OF AN ORGANIZATION’S SOCIAL SYSTEM 


	4.  The increasing importance and value of human and intellectual capital
	Principle: Develop HR processes recognizing the value of employees as investments rather than as expenditures or costs 

	5. The need for employee involvement and engagement
	Principle: Create job designs that focus on involving and committing employee 

	6. Organizations are made up of a diversity of people, many different demographic groups, and many different national and group cultures
	Principle: Use legal principles for incorporating organizational values
The recognition that an ethical culture has positive benefits in terms of motivation and a willingness to perform in a similar manner. In developed countries, issues of equity and equality drive the public agenda; in developing countries, the issues are related to freedoms and abuses. 

	7. Calls for more ethical and virtuous behaviour
	

	8. Calls for attention to human rights issues 
	

	9. Pressures for the more effective implementation of ideas
	Recognize that effective implementation has to meet various objectives or perspectives: (customer or client, efficiency of the process, financial, and motivational goals of learning and growth). These perspectives are represented in the HR-BSC Framework linking HR to the objectives of an organization. 

	HIGHER QUALITY AND CUSTOMER REQUIREMENTS


	10. Higher expectations for quality services and products
	Principle: Create job designs and empower employees to focus on quality and continuous improvement

	11. Higher expectations from customers
	 Principle: Create job designs that focus the customer relationship

	12. The need to outsource in reducing costs & gaining expertise 
	Principle: Be systematic in carrying out an outsourcing process  




Pressure 1: Managing in a rapidly changing environment.
Principle: Be flexible in adjusting initiatives and developing resilient structures and strategies
	In theory, there are two structural alternatives in turbulent fields: change the structure or stay with a tried and resilient structure while adjusting initiatives in being responsive. Public organizations that attempt to adapt their structures to every environmental change have less time for respond to the external events and reduce the clarity of what people expect of them.[endnoteRef:2] Organizations that have resilient structures and strategies and adjust their initiatives are more likely to be successful than those who are not. The structures and strategies must be in tune and “fit” the variety and volatility of the changing environment in handling the variety in the environment.[endnoteRef:3] As public organizations respond to the turbulence, HR has a central role in defining resilient structures and strategies. One of HR’s responsibilities in developing resilient structures, job designs, and training that help managers and employees manage turbulence.    [2:  Boyne, G.A., & Meier, K.J. (2009). Environmental turbulence, organizational stability, and public service performance. Administration and Society, 40, 799-]  [3:  Ashby, W.R. (1956).  An Introduction to Cybernetics, Chapman & Hall. See Ashby’s law of requisite variety in cybernetics which states that “only variety can destroy variety.” This suggests that the variety in the sensing device (manager’s capability to respond) must correspond to the variety in the environment] 


Pressure 2: Changes from the rise of new communication technologies and the internet
Principle: Create IT based workplaces that are more strategic in being productive as well socially engaging 
	IT changes the work of HR managers in various ways. One of the impacts of IT and HRIS is that they automate routine tasks such as payroll processing and benefits administration that frees HR staff to assist managers with their strategic role. A second impact is that HR can offer more services to line managers. IT enables HR managers to refocus on a more strategic role related to productivity and attracting, retaining and motivating employees. HR staff can be more involved in workforce planning and staff development and more engaged in using the information to design systems which are more effective, in addition to being more likely to encourage employee learning, feedback, and positive social interactions. A third impact of IT is on the way that HR and line managers access information. Line managers and employees can enter data related to staffing and benefits by themselves from remote locations, while company intranets allow employees and people outside the organization to read about job postings and apply for jobs online. 

Pressures 3: Changes requiring the use of technologies in implementing most organizational ideas
Principle: Design jobs and job descriptions to recognize the virtual and in-person relationship
	HR has changed dramatically because of the internet. HR has a central role in adjusting its tools for designing jobs and job descriptions and organizing individuals and teams in virtual and in-person relationships. The internet allows new forms of training, using video links enabled by the internet in addition to posting courses so they can be accessed world-wide as and when needed.  With secure e-mails and electronic signatures, salary administration has changed and managers can look at salary histories online and change salaries without the seemingly endless approvals that were needed without the internet. 

Pressure 4:  The increasing importance and value of human and intellectual capital
Principle: Develop HR processes recognizing the value of employees as investments rather than as expenditures or costs
Acknowledging the importance of human capital theory requires managers to re-conceptualize the value of their human resources and the nature of expenditures on human resource development. This requires a shift to thinking of employees as investments and permanent resources. In selection, this encourages managers to focus on the potential of prospective employees and use criteria such as willingness and ability to learn, desire for participation and involvement, and person-organization cultural fit. Human capital theory also emphasizes company specific training programs to develop tacit knowledge and, because this training is contextual and strategically important, companies will tend to promote more from within. Overall, organizations will take steps to retain their employees and be more likely to be offer higher compensation and improved benefits. 

Pressure 5. The need for employee involvement and engagement
Principle: Create job designs that focus on involving and committing employees  
How do we want to involve and engage public sector employees in organizations? For starters, HR’s role is key in defining strategic objectives related to employee involvement and engagement in linking to providing services for clients. Involvement practices for encouraging learning and continuous improvement include methods such as suggestion systems, work and client teams, continuous improvement meetings, continuous improvement events (e.g., Kaizen, which is Japanese for continuous improvement or changing for the better), corrective action processes, and periodic discussions with the supervisor. Also, inherent in most involvement processes are HR best practices such as team effectiveness and problem solving, the development of reward and recognition systems, and frequently, incentives (even in the public sector). 

Pressure 6. Organizations are made up of a diversity of people, many different demographic groups, and many different national and group cultures
Pressure 7. Calls for more ethical and virtuous behaviour
Pressure 8. Calls for attention to human rights issues
Principle: While much attention is paid to developing a lhe legal framework for diversity, being ethical and virtuous, and paying attention to human rights issues, HR efforts require ‘positive’ behaviors which illustrate the ‘spirit’ and ‘true meaning’ underlying the laws and procedures.
Calls for ethical and responsible behaviour has led to a proliferation in laws and regulations. The laws provide a framework of values for an organization relating to fairness, equity, accommodation, recognizing potential, valuing positive labour relations. One of HR’s responsibilities is to help managers understand and respond to the web of laws that might affect their work.
While laws and regulations are necessary, it is impossible to create a set of rules that are comprehensive and that are fully understood by they people they might affect. And, because no rule is perfect, they often do not provide a fixed reference point to guide ethical behaviour.  In some cases, rules and standards that might appear to guide ethical behaviour may inhibit performance when employees ‘work to rule’ or when they do things just because of the rules, but fail to live the spirit underlying them.[endnoteRef:4] [4:  Cameron, K. (2006). Good or not bad: Standards and ethics in managing change. Academy of Management Learning and Education, 5, 317-323.] 

There is a growing body of research in private and public organizations called positive organizational scholarship (POS), which focuses on the role of positive outcomes, processes, and attributes of people and organizations. One theme that emerges in this lens of organizational studies is that the positive orientation of individual – their  virtuous behaviour – serves as an inoculation against negative, damaging, and unethical practices. The implication of this research is that, to cope effectively in changing, turbulent times, individuals and organizations must go beyond regulations, rules, and procedures. They illustrate an ethos of virtuous behaviour, or set of behaviours that people strive to be when they are at their best.[endnoteRef:5]  [5:  Caza, A., Barker, B.A., (2004) Cameron, K.S. Ethics and ethos: The buffering and amplifying effects of ethical behavior and virtuousness. Journal of Business Ethics, 52, 169-178.] 

While rules and regulations are the foundation for modern organizations, HR’s role is crucial in developing a positive organizational ethos. This builds on evidence that positive behaviours of people are more powerful in elevating ethical behaviour as well as organizational performance. These behaviours illustrate the (i) moral goodness of what is good, right, and worthy, (ii) illustrations of individuals’ moral character, (iii) examples which illustrate social betterment which go beyond self-interested behaviours.[endnoteRef:6] [6:  Cameron, K.S., Bright, D., & Caza, A. (2004) Exploring the relationships between organizational virtuousness and performance. American Behavioral Scientist, 47, 766-790.] 


Pressure 9. Pressures for the more effective implementation of ideas
Principle: Recognize that effective implementation has to meet various objectives or perspectives: (customer or client, efficiency of the process, financial, and motivational goals of learning and growth). 

Kaplan and Norton’s idea of the Balanced Scorecard (BSC) encourages us to recognize that we need objectives and measures that go beyond financial ones if we want to implement our initiatives. Although the BSC retains financial measures, it includes other measures that calibrate the linkage to customer, internal process, and employee and systems performance. In addition to being a way to assess progress, the BSC is considered a planning framework and communication tool that focuses on objectives, initiative and measures within four areas or perspectives.[endnoteRef:7] (i) customer,  (ii) internal process, (iii) financial, and (iv) learning and growth.  [7:  Kaplan, R.S., & Norton, D.P. (1992) The Balanced Scorecard: Measures that Drive Performance. Harvard Business Review, January-February: 71-79; Kaplan, R.S., & Norton, D.P. (1996) The Balanced Scorecard: Translating strategy into action. Boston: Harvard Business School Press, pp. 1-2; Kaplan, R.S., & Norton, D.P. (2001) The Strategy-Focused organization: How balanced scorecard companies thrive in the new business environment. Boston: Harvard Business School Press;] 


Pressure 10: Higher expectations for quality services and products
Principle: Create job designs and empower employees to focus on quality and continuous improvement
Expectations of lower rejection rates and high quality products and services may increase in the years to come and HR’s role is critical in designing organizations with a quality emphasis. This involves designing jobs that are effective as well as providing employees with responsibilities for continuous improvement, problem solving, and for making the products and services more responsive to customers. This involves the training and development of a quality culture, engagement of employees, an orientation toward managing-by-facts and application of scientific and problem solving techniques such as statistical process control, and the commitment to improve employees’ capabilities.[endnoteRef:8]                             [8:  Waldman, D.A. (1994). The contributions of total quality management to a theory of work performance. Academy of Management Review, 19, 510-536.   ] 


Pressure 11: Higher expectations from customers
Principle. Create job designs that focus the customer relationship
 The customer revolution is more than satisfying customers. It is concerned with transforming public and private organizations and refocusing activities toward the needs of customers. The customer focus in quality and total quality management (TQM) is in directing (managing) the whole (total) production and service delivery process to produce an excellent (quality) product or service. HR’s role, in addition to assist the transformation of the service relations is in recognizing the needs of the organization’s external customers, is to respond to needs of internal customers or clients, or managers, administrators or employees. Their prime role is in assisting others (internal customers) in the organization achieve their strategic objectives in responding to external customers or clients.  

Pressure 12: The need to outsource in reducing costs & gaining expertise
Principle: Be systematic in carrying out an outsourcing process  
The effectiveness of HR outsourcing depends initially on whether it clearly meets objectives relating to reducing costs and improving strategic effectiveness. This depends initially on the ability to clearly articulate the strategic objectives and transactional cost savings sought from outsourcing in order that the services can be assessed during the life of the contract. Developing a clear understanding of the costs of current in-house services as compared to outsourced services, as well as the level of existing service, are important in order to effectively judge whether outsourcing will be beneficial to the organization. The effectiveness of HR outsourcing also relies on a clear understanding of the functions to be outsourced and whether they are core or not, coupled with the ability to communicate the services to vendors. 
Of those organizations that are involved in outsourcing, few contract out all HR activities.  Most organizations maintain some internal HR activities to provide direction, coordination and control.[endnoteRef:9]  Six considerations help managers recognize the potential impact of outsourcing on the organization design and its management.[endnoteRef:10] [9:  Lepak, D. P., & Snell, S. A. (1999). The human resource architecture: Toward a theory of human capital allocation and development. Academy of Management Review 24.  31-48.]  [10:  Adler, P. S. (2003). Making the HR outsourcing decision. MIT SLOAN Management Review. Fall, 53-60. ] 

Dependency risks:  How dependent will the company become on the supplier and determine if that is an acceptable reality for the long term? 
Spillover risks: What confidentiality will be compromised by the outsourcing?
Trust: Does the company trust the supplier? The enforcement of legal contracts can be costly and discouraging. Informal agreements, in addition to the formal contract, can establish how certain issues will be handled should they arise. 
Relative proficiency: Does the supplier add value beyond the internal capacity of the organization?
Strategic competency: Is the outsourced activity a transaction service or a strategic competency? Companies should not outsource activities that directly contribute to its strategic and competitive advantage.[endnoteRef:11]  [11:  Stroh, L. & Treehuboff, D. (2003). Outsourcing HR functions: When – and when not – to go outside. Journal of Leadership and Organizational Studies, 10(1), 19-28.] 

Competitive advantage: Do the outsourced functions allow for strong retention of competitive advantage while accounting for flexibility of changing technologies and company direction.

These six considerations can be used to better understand the potential impact of HR outsourcing and outsourcing generally and to guide how it is carried out. While these considerations are important to consider, the outsourcing decision might rely on the importance of one of these factors over others. For example, some organizations badly need the expertise and this need will drive the decision to outsource HR services in spite of other factors. Also, if outsourcing is not handled judiciously, it is likely to have a significant effect on other workers and their engagement. Recognizing the other factors helps to see the outsourcing decision in a more general context.  

[bookmark: _Toc325186166][bookmark: _Toc327973957]EL 2: Recognizing different perspectives for implementing strategic themes and improving effectiveness 
This exercise asks people to review the objectives of a community development agency called Cool Aid which has a program concerned with increasing the number of housing units for homeless people. First, review the theoretical connections defining the four perspectives on the Balanced Scorecard. Then, respond the questions posed.

Review of the historical importance of these four perspectives
The general Balanced Scorecard framework and SHRM Balanced Scorecard points to the importance four perspectives – the customer/client, internal process, and innovation and learning (learning and growth), and financial perspectives – arranged in a semi-causal chain. The perspectives are important in implementing an organization’s strategic themes and objectives and for illustrating how HR strategic objectives and processes can be aligned with those of the organization. The framework asks you to develop strategic objectives in each area to improve implementation of an organization’s vision and strategic themes. 
	Why these four perspectives? 
	When Kaplan and Norton introduced the Balanced Scorecard,[endnoteRef:12] they were encouraging managers to recognize that financial indicators are only one lens in reviewing an organization’s or program’s success. As such, we should also recognize the customer, internal process, and learning and growth perspective. These perspectives are uniquely important as each has a rich historical perspective in its contribution to understanding organizations.  The following subsection reviews each perspective and their connections to different bodies of theory in management and organizational studies. [12:  Kaplan, R., & Norton, D.P. (1992) The Balanced Scorecard: Measures that Drive Performance. Harvard Business Review, January-February: 71-79.] 

	Customer perspective. It has long been demonstrated the ‘customers (and users who may not be customers) can be crucial antecedents to innovation’. Many innovations (up to 80% in the scientific instruments industry) are instigated, tested, or prototyped in a relationship with customers or clients.[endnoteRef:13]  The customer relationship is not new and one of its key connections is the quality management literature by Deming, Juran, Crosby and Garvin. Customers can play different roles as: buyers, users, as the key focus of activities, as people with voice, as the ultimate measure of quality, in addition many other roles.[endnoteRef:14] [13:  Foss, N.J., Laursen, K., Pedersen, T. (2011) Linking customer interaction and innovation: The mediating role of new organizational practices. Organization Science, 22, 981, 980-999.]  [14:  Lengnick-Hall, C.A. (1996) Customer contributions to quality: A different view of the customer-oriented firm. Academy of Management Review, 21, 791-824.] 

The customer relationship has ushered in many changes in organizational theory and it has transformed managerial thinking in designing products and services. 
Internal process perspective. The internal process perspective is concerned with the efficiencies in carrying out key activities and processes which help an organization excel and provide expected value for customers or clients. These can be processes which efficiently deliver services, enhance customer value, or create new services. Historically, many of the original measures of efficiency sought to improve the manufacturing and operational processes. In the early history of industrial manufacturing, Henry Ford’s assembly-line for manufacturing car was probably the most visible example of specialization and division of labour to improve manufacturing efficiency. Ford got the idea when he was watching meat packers who performed their work moving large carcasses along a conveyor belt. Within a year of introducing the assembly line at Ford in 1913, the time it took to produce a Ford chassis was reduced from 12 hours-plus to 93 minutes. The Model T’s price was reduced from $950 in 1909 to $360 seven years later, even though he increased wages for workers from $2.50 per hour in a nine hour day to $5.00 an hour for eight hours work. By 1926, Ford was producing half the motor vehicles in the world.  
The internal process perspective can also be connected to Frederick Taylor’s ideas on scientifically designing more efficient internal processes. Applications of Taylor’s approach to job design are found in numerous public and private organizations. In hospitals there are standardized routines for patient safety and health care. Fire safety, risk management, and police procedure illustrate Taylor-like standards and practices in which industrial engineers or work experts have analyzed the various processes, developed efficient and safe procedures, and then recruited and trained people so that they could do the jobs in an effective way.  As an example, check the long list of guides on food standards that are available on handling food. General procedures in the home encourage food handlers to take steps in: a) cleaning; b) separating; c) cooking; and d) chilling food. This is just one of a long list of guidelines and regulations that have been developed using Tayloristic principles of design. 
The internal process perspective in the Balanced Scorecard goes much beyond Tayloristic principles in developing efficient manufacturing and operational processes. What it takes from this history is to the concern for efficiencies in adding value. 
The internal process perspective in the Balanced Scorecard is concerned with all efficient processes that add value to customers, stakeholders, and shareholders. This concerns efficiencies in three areas: innovation, operations and post service. Being innovative is concerned with identifying the right client/market and creating a ‘needed and useful’ service; operations is concerned with designing the service or product and efficiently delivering it; post service is making sure the service works and satisfies the needs of customers or clients.[endnoteRef:15] [15:  Kaplan, R.S., & Norton, D.P. (1996) The Balanced Scorecard: Translating strategy into action. Boston: Harvard Business School Press.] 

	Financial perspective: Financial performance provides a measure of how efficiently the organization’s strategic themes and objectives are provided. In a business environment, financial goals are what organizations seek to maximize (profitability, growth and shareholder value, while in public sector organizations the key goals focus attracting and retaining funding to implement strategic themes and showing funding has been administered in a prudent way. Historically, the financial perspective might be connected to the early management tradition connected to Henri Fayol who said a manager’s key processes include: planning, organizing, coordinating, and controlling. Observing an organization’s finances is one of the key ways that a manager can control whether the work in organized and coordinated in accordance with a plan. 
	Learning and Growth perspective:  An organization’s ability to innovate, improve, and learn is a key enabler or foundation for the implementation of objectives in other areas. More than anywhere else, this points to the importance of ‘human’ resources as key drivers of what organizations do. In public sector scorecards, the learning and growth perspective is usually at the bottom of the scorecard as it is seen as enabling other perspectives.
	Three areas often describe the learning and growth perspective: employee capabilities, information systems capabilities, and motivation, empowerment, and alignment. Employee capabilities are illustrated by the competencies (knowledge, skills, abilities, and other characteristics. The capability of the information system is illustrated in the technology infrastructure and the motivation, empowerment, and alignment summarizes the climate for action. Three core measures include employee satisfaction, employee retention, and employee productivity.[endnoteRef:16]  [16:  Ibid.] 

	Historically, the learning and growth perspective is possibly most connected to the human relations tradition, a model which is connected to Elton Mayo and Hawthorne studies which investigated the affect of environment conditions (i.e., lighting) and their affects on productivity. The results pointed to the importance of employee motivation, findings which stirred on other motivation theories on the 1960s from Frederick Herzberg, Abraham Maslow, David McClelland, and Douglas MacGregor. 
	The Balanced Scorecard is a mechanism for illustrating the relationship of each of these four perspectives. When these perspectives are coordinated, there is a greater possibility that an organization’s strategic objectives will be effectively implemented.
Questions or activities:
· For each of the theoretical perspectives, identify general objectives which would meet the needs of organization and its personnel.
· Identify general initiatives which for each set of objectives.
· Identify general measures for the initiatives you identified.  

[bookmark: _Toc325186167][bookmark: _Toc327973958]EL 3: Case: To illustrate how to apply the BSC framework in identifying objectives and initiatives

The  Housing Department is focused on the theme of Expanding Supportive Housing. It is based on the assumption that: 

There is a pressing need for a substantial expansion in the number of supportive housing units we can provide in order to break the cycle of eviction.  

Like many cities, Victoria has the challenge responding to people in need. These are people who are mentally ill, have addiction problems, or for some other reason are in need. In response to the need for affordable housing, the Victoria Cool Aid Society has opened a number of facilities, including Swift House (26 apartment complex), Pandora project, (32 apartments for adults), Mike Gidora Place (45 units low income housing), Johnson Manor (20 units safe housing in the downtown core), Fairway Woods  (32 units for people who are seniors & homeless), and Aberdeen (45 units supported living for seniors).  Through partnerships with other agencies, Cool Aid allows clients to access a number of different housing options. The intake promotes accessibility to affordable, appropriate housing for those most in need.
To accomplishing this theme, the Housing Services has identified two Sub-themes:
1.  To Increase the Number of Homeless that are Housed. It is our belief that stable housing is the best way to move a person from a street culture to a community culture where people support each other in responding to their problems.  The main focus of the Housing Department is to increase the number of Housing units available for a seemingly ever-increasing number of people who are living on the street or do not have a permanent place to live. Many of the people who are housed by VCAS Housing Services have no other alternatives and often move between mental health facilities, group homes, jails, or street living. Cool Aid’s goal is to provide stable housing to break the cycle of eviction and transitory living. Housing staff recognize the importance of a continuum of options for the people they serve. Age, nature of illness, severity, and other needs dictate that different people should have different services in different locations if they are to deal with the issues confronting them. 
2. Demonstrate “Community” Living. What makes Cool Aid unique is Housing Staff encourage residents to become co-managers and co-workers in the Housing complex. Housing Services staff provide supports to the people who live in the various Housing Units. They work with support workers in providing a living complex which assists people to integrate with their new community and detach from street culture. Each housing complex is a building with its own community that residents create for themselves.  “We want residents to believe that they have a place they can call their home. No one is going to take their home away from them.” (John Crean, Manager)

The following section illustrates the Housing Service’s Strategic theme and sub-themes. It includes several planning documents.  It includes:
· Housing’s Strategy Map and the report card they will use for providing periodic updates to the CEO and the Board of Directors on progress within each strategic theme. 
· Sub-theme strategy maps which give Housing staff information to manage their internal operations. 

The Housing Department Strategy Map
J. Barton Cunningham, Strategic Human Resource Management in the Public Arena, Palgrave 2016

The Housing strategy map illustrates a ‘scorecard’ of how objectives are linked together to respond to three sub-themes that we have identified. Starting with the Cool Aid Vision, we illustrate our strategic theme across the top of the strategy map below. The strategy map presently includes 15 strategic objectives, each addressing one or more of the four perspectives and linked to one of the sub-themes.[image: ]
Task 1:
Working with each subtheme individually, you are asked illustrate the linkage between objectives in relationship to each subtheme. After completing this exercise, refer to Appendix 1 which illustrates two strategy maps linking objectives within each subtheme.
Task 2: 
Using the worksheet below, identify initiatives and measures you would think relevant for the objectives listed. [image: ]










After you complete this exercise, review your objectives and initiatives in comparison with those summarized in the appendices. Then, respond to the questions:
What is HR’s role in assisting manager implement these strategic objectives. 
What HR processes are most critical? 

[bookmark: _Toc327973959][bookmark: _Toc325186168]Appendix 1: Housing Department Case – Strategy Maps Linking Objectives With Each Sub-theme 
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. Increasing the # of Available Housing Units to Increase the Number of People with Stable Living Facilities.   



Objective Initiatives Owner Measure/markers  Target this 
year 



C3  Increase the Number and range of options of Quality Housing Units Available in the Community 
 a.  J/I/T Measures  
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SUB-THEME 1 – Increasing the Number of Housing Units Available to Increase the Number of People in a 
Stable Living Situation.   
 
The main focus of Housing Services is to increase the number of housing units available for a seemingly ever-increasing 
number of people who are living on the street or do not have a permanent place to live. It is our belief that stable housing 
is the best way to move a person from a street culture to a culture of people who support him/her.  
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SUB-THEME 2 – To Demonstrate “Community” Living 
Housing staff assist in providing supports to the people who live in the various Housing Units. What makes Cool Aid 
unique is that the Housing Staff encourage residents to become co-managers and co-workers in the Housing complex. 
They work with support workers in providing a living complex which assists people in integrate with their new community 
and detaching from the street culture. Each Housing complex is a building with its own rules and cultures that residents 
develop for themselves. .  “We want residents to believe that they have a place they can call their home. No one is going 
to take their home away from them.” (John Crean, Manager) 
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