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MBA
1264.3213.01/02  --  Human Resource Strategy
Second Semester – 2017/18

	Course Section Details



	Day
	Hour
	Classroom
	Lecturer
	Email
	Telephone
	Office

	Sundays, May 6 to June 17
	18:45-21:30
	
	Bamberger
	peterb@post.tau.ac.il
	0544834876
	343



Teaching Assistant (TA): Gilat Peleg (gilatpeleg@gmail.com) 
Office Hours: By appointment


	Course Units


Course Units: 1
4 ECTS (European Credit Transfer and Accumulation System) = 1 course unit
By making higher education comparable across Europe, ECTS makes teaching and learning in higher education more transparent and facilitates the recognition of all studies.


	Course Description



The course seeks to present human resource management as a strategic issue no less significant than the management of any other organizational strategic asset.  As such, it is geared to providing an understanding of HR issues from the perspective of top-tier executives and policy-makers rather than from the perspective of the HR manager.   Day-to-day human resource quandaries are discussed in the context of mainstream economic, psychological and sociological theory, all with an eye towards understanding the impact of such decisions on employees, organizational effectiveness, and the broader market and social context.  By the end of the course, students should have a good understanding of the contingencies that need to be considered in the design of human resource systems that are congruent with and supportive of particular business strategies.  

	Course Objectives


Upon completion of the course, the student will be able to:
1. Better understand the link between human capital and firm performance
2. Develop a staffing plan for their organization
3. Evaluate the effectiveness of existing performance management systems and assess the applicability of alternative approaches to performance management
4. Evaluate extant compensation and benefits practices and develop models which may more efficiently achieve organizational objectives.

	Assessment and Grade Distribution



	Percentage
	Assignment
	Date
	Group Size/Comments

	40%
	Group case assignments
	Before discussion of case in class
	10 points for each case.  Groups of 4 students each

	50%
	Final project
	TBA
	Individual

	10%
	Class attendance & participation
	27.8,2017
	Individual; 
Attendence based on daily sign-ins.
Participation based on student-nominations in each class meeting



*According to University regulations, a student must be present in every lesson (Article 5).
* The lecturer reserves the right to have a student removed from a course if the student is absent from a class with mandatory participation or did not actively participate in class. (The student will remain financially responsible for the course irrespective of his/her removal from the course)


	Course Assignments



1. GROUP CASE ANALYSIS (40% of the course grade): The course is built around four case studies.  For each, your team (no more than 4 members) is expected to prepare a brief, written report. Your case analysis is to be based on the questions appearing at the end of this syllabus.  Case reports will be evaluated on the basis of the degree to which the team applies theory and empirical findings (from assigned readings) in their responses to the case-specific questions appearing at the end of this syllabus. Each case analysis should be no longer than 3 pages in length (double spaced, 12 point, Times-New Roman). Each is worth 10% of the final course grade. CASE REPORTS MUST BE SUBMITTED TO THE TA (Gilat) ELECTRONICALLY AT LEAST ONE DAY PRIOR TO THE SESSION IN WHICH IT IS SCHEDULED TO BE DISCUSSED IN CLASS.

2. INDVIDUAL FINAL PROJECT (50% of the course grade): This project involves a strategic analysis of the HR Infrastructure of the company/organization in which you are currently employed or an organization which employed you in the past.  Students should view this project as an exercise in consulting.  As such, your consultant report should be no longer than 10 pages (double spaced, 12 point, Times-New Roman type, 1 inch margins on top, bottom and sides).  The project requires that you do the following:
1. BRIEFLY (no more than 3 pages in total for this section) describe each of the following HR subsystems following the approach covered in class:
1. Talent Management Subsystem (staffing, training & development)
1. Performance Evaluation and Management Subsystem
1. Reward/Compensation Subsystem 
1. Identify one core problem in the design or implementation of a particular HR policy or practice associated with one of these three subsystems.
1. Explain why you view this policy or practice as problematic.  Use the required and recommended readings to reinforce your arguments by citing evidence regarding the adverse impact associated with this particular policy or practice in other organizations. Be sure that the studies that you cite demonstrate that you have undertaken a thorough review of the relevant literature.
1. Using the required and recommended readings (and using an approach similar to that which we used in analyzing the Merck case), try to diagnose the problem and identify its root elements and causes.
1. Again using the required and recommended readings, present one or two alternative strategies for addressing this problem.  Be sure to defend the advantages of your proposed solution on the basis of theory and/or empirical findings. Additionally, be sure to highlight the limitations of (and risks inherent to) your proposed solution, again defending your arguments on the basis of theory and/or empirical findings included in the required and recommended readings. 
THE FINAL PROJECT IS DUE ON August 27 – Submit electronically to Gilat.	

3.   READING ASSIGNMENTS FOR EACH SESSION:
Module 1 (9/7): Human Resource Strategy and Strategic Fit
Readings:
1. Hammonds K. H. (2005).Why We Hate HR. Fast Company, 97: 40.
2. Jiang, K., Lepak, D.P., Hu, J. & Baer, J.C. (2012).  How does human resource management influence organizational outcomes? A meta-analytic investigation of mediating mechanisms.  Academy of Management Journal, 55, 1264-1294. 
3. Cappelli, P. (2008, March) Talent Management for the 21st Century. Harvard Business Review, 76-81.
4. Park, T.-Y., & Shaw, J. D. (2013). Turnover Rates and Organizational Performance: A Meta-Analysis. Journal of Applied Psychology, 98, 268-309. doi: 10.1037/a0030723
5. CASE: JetBlue Airways: Starting From Scratch”  HBS 9-801-354

Recommended Readings:
1. BB&M Chaps. 1, 3 and 8
2. Siebert, W. S. & Zubanov, N. (2009) “Searching for the Optimal Level of Employee Turnover: A Study of A Large U.K. Retail Organization.” Academy of Management Journal, 52: 294 - 313.
3. Gladwell, M. (2009).  “The Talent Myth:  Are Smart People Overrated?”  in What the Dog Saw. New York: Little Brown.
4. Datta, D.K, Guthrie, J.P. & Wright, P.M. (2005). Human resource management and labor productivity: Does industry matter? Academy of Management Journal. Vol.48, Iss. 1;  pg. 135
5. Collins, C.J. & Clark, K.D. (2003) Strategic human resource practices, top management team social networks, and firm performance: the role of human resource practices in creating organizational competitive advantage. Academy of Management Journal. Vol.46, Iss. 6;  pg. 740
6. Bowen, D.E. & Ostroff, C. (2004). Understanding HRM-firm performance linkages: the role of the “Strength” of the HRM system.  Academy of Management Review. Vol.29, Iss. 2;  pg. 203
7. Guest, D.E. (2004). The psychology of the employment relationship: An analysis based on the psychological contract.  Journal of Applied Psychology. Volume 53, 4, pp. 541-555(15)
8. Lepak, D.P. & Snell, S.A. (2001) “The human resource architecture: toward a theory of human capital allocation and development” The Academy of Management Journal, vol.24, iss. 1. p.31
9. Charles A. O’Reilly & Jeffrey Pfeffer: Hidden value. Harvard Business School, 2000.  Chap. 10.

Module 2 (10/7): People-Flow Subsystem (Strategic Staffing)
Readings:
1. Fernandez-Araoz, C., Groysberg, B., & Nohria, N. (2009, May).  The Definitive Guide to Recruiting in Good Times and Bad. Harvard Business Review, 87 (5).
2. Menkes, J. (2005). Hiring for smarts. Harvard Business Review, 83(11): 100–109.
3. Gladwell, M. (2009).  “Most Likely to Succeed: How Do We Hire When We Can’t Tell Who’s Right for the Job??”  in What the Dog Saw. New York: Little Brown.
4. Gladwell, M. (2009).  “The New-Boy Network: What Do Job Interviews Really Tell Us?” in What the Dog Saw. New York: Little Brown.
5. CASE: “BOX”  Stanford Case # HR43
Recommended readings:
1. BB&M – Chapter 4
2. Allen, D.G., Bryant, P.C., & Vardaman, J. M. (2010). Retaining Talent: Replacing misconceptions with evidence-based strategies.  Academy of Management Perspectives, 24, 48-64.
3. Castilla, E.J.  “Social networks and employee performance in a call center. American Journal of Sociology, 110: 1243-83.
4. Anderson, N., Lievens, F., Van Dam, K. & Ryan, A.M. (2004). Future perspectives on employee selection: Key directions from future research and practice. Journal of applied psychology Volume 53, Number 4,  pp. 487-501(15)
5. Bidwell, M. J., & Keller, J. 2014. Within or without? How firms combine internal and external labor markets to fill jobs. Academy of Management Journal, 57(4): 1035–1055. 
6. Hausknecht, J.P., Day, D.V.& Thomas, S.C. (2004). Applicant reactions to selection procedures: An updated model and meta-analysis. Personnel Psychology. Vol.57, Iss. 3;  pg. 639, 45 pgs
7. Collins, C.J.& Han, J. (2004). Exploring applicant pool quantity and quality: the effects of early recruitment practitce strategies corporate advertising, and firm reputation. Personal Psychology, Vol.57, Iss. 3;  pg. 685, 33 pgs
8. Allen. D.G., Van Scotter, J.R, Otondo, R.F. (2004). Recruitment communication medial: Impact on prehire outcomes. Personnel Psychology. Vol.57, Iss. 1;  pg. 143, 29 pgs
9. Hough, L.M & Oswald, F.L. (2008) Personality Testing and Industrial–Organizational Psychology: Reflections, Progress, and Prospects. Industrial and Organizational Psychology, 1: 272 – 290.
10. McDaniel, M.A., Hartman, N.S., Whetzel, D.L. & Grubb. W.L., III (2007). Situational judgment tests, response instructions and validity: A meta-analysis. Personnel Psychology, 60, 63-91.
11. Stahl, G., Björkman, I., Farndale, E., Morris, S. S., Paauwe, J., Stiles, P., ... & Wright, P. (2012). Six principles of effective global talent management. Sloan Management Review, 53(2), 25-42.

Module 3 (11/7): Performance Evaluation & Management Systems
Readings:
1. DeNisi, A.S. & Sonesh, S. (2011). The appraisal and management of performance at work . Pp. 255-279 in The APA Handbook of Industrial and Organizational Psychology, Vol. 2: Selecting and Developing Members for the Organization.  Washington, DC, US: American Psychological Association.
2. Kim, K. Y., Atwater, L., Patel, P. C., & Smither, J. W. (2016). Multisource feedback, human capital, and the financial performance of organizations. Journal of Applied Psychology, 101(11), 1569-1584.
3. Buckingham, M., & Goodall, A. (2015). Reinventing performance management. Harvard Business Review, 93(4), 40-50.
4. [bookmark: _GoBack]GE Re-engineers Performance Reviews, Pay Practices (WSJ article). 
5. CASE: “Merck & Co., Inc. -  A” HBS 9-491-005

Recommended readings:
1. Bamberger, P. (2007) Competitive appraising: A social dilemma perspective on the conditions in which multi-round peer evaluation may result in counter-productive team dynamics.”  Human Resource Management Review, 17, 1-18.
2. Van-Dijk D.& Kluger A.N. (2004). Feedback Sign Effect on Motivation: Is it Moderated by Regulatory Focus? Journal of Applied Psychology, Volume 53, Number 1,  pp. 113-135(23)
3. Smither, J.W, London, M.& Reilly, R.R. (2005). Does performance improve following multi source feedback? A theoretical model, meta-analysis, and review of empirical findings. Personnel Psychology, Vol.58, Iss. 1;  pg. 33, 34 pgs
4. Scullem, S.E., Bergey, P.K. & Aiman-Smith, L. (2005). Forced distribution rating systems and the improvement of workforce potential: A baseline simulation. Personnel Psychology. Vol.58, Iss. 1;  pg. 1, 32 pgs
5. Bono, J.E. & Colbert, A.E. (2005). Understanding responses to multi-source feedback: the role of core self-evaluations. Personnel Psychology. Vol.58, Iss. 1;  pg. 171, 33 pgs

Module 4 (12/7): Strategic Pay: Dilemmas in the Design of Corporate Compensation Systems
Readings:
1. Shaw, J. D. (2014). Pay dispersion. Annual Review of Organizational Psychology and Organizational Behavior, 1(1), 521-544.

2. Beer, M., Cannon, MD, Baron, JN, et al. (2004). Promise and peril in implementing pay-for-performance.  Human Resource Management, 43: 3-48.

3. Gerhart, B., Rynes, S., & Fulmer, I. (2009). Pay and Performance: Individuals, Groups, and Executives. Academy of Management Annals (3), 251-315.

4. Hallock, K – Short pieces on various aspects of pay
a. Pay dispersion in teams
b. Efficiency wages
c. Tournament models
d. Stock options
5. CASE Camp, Dresser & McGee: Getting Incentives Right”  HBS 9-902-122

Recommended reading:
1. B&M Chap. 6
2. Shaw, J. D. (2014). Pay dispersion. Annual Review of  Organizational Psychology and Organizational Behavior, 1(1), 521-544.
3. Bloom, M. and Milkovich, G. 1998 “Relationships among risk, incentive pay, and organizational performance” Vol. 41, Iss. 3.  Academy of Management Journal.
4. Hollensbe, E.C. & Guthrie, J.P. (2000). Group pay for performance plans: the role of spontaneous goal setting. Academy of Management Journal. Vol.25, Iss. 4;  pg. 864, 9 pgs
5. Brown, M.P., Sturman. M.C. & Simmering, M.J. (2003). Compensation policy and organizational performance: the efficiency, operational and financial implications of pay levels and pay structure. Academy of Management Journal. Vol.46, Iss. 6;  pg. 752
6. Blue, G.& Bordia, P.(2003). Moderating Effect of Allocentrism on the Pay Referent Comparison–Pay Level Satisfaction Relationship. Applied Psychology. Volume 52, Number 4, pp. 499-514(16)
7. Currall, S.C., Towler, A.J., Judge, T.A. & Kohn, L. (2005). Pay satisfaction and organizational outcomes. Personnel Psychology. Vol.58, Iss. 3;  pg. 613, 28 pgs
8. Colella, Adrienne; Paetzold, Ramona L.; Zardkoohi, Asghar; Wesson, Michael J (2007). “Exposing Pay Secrecy.” Academy of Management Review, 32, 55-71.
9. Belogolovsky, E., & Bamberger, P. 2014. Signaling in secret: Pay for performance and the incentive and sorting effects of pay secrecy. Academy of Management Journal, 57: 1706 –1733.

Case Assignment Questions
The cases assigned in this course all relate to startups or to enterprises that while more mature, are highly innovation-intensive.  Your case reports should present an overview of the major dilemma facing the key actor(s) in the case, as well as answer the following case-specific questions:
JetBlue Airlines
1. This case was written at the beginning of 2001.  With 9/11, all airlines experienced a drastic cut in passenger traffic.  9/11 occurred just after JetBlue hired some 1000 new employees.  What should JetBlue do in order to handle this cut in projected demand?
2. HR is not typically viewed as having a direct impact on a firm’s profitability and success.  In what ways might it have had such an impact at JetBlue?  (Hint: See any of the articles other than Hammonds in the Required Reading for Module 1).
3. Describe JetBlue’s approach to controlling the way in which its employees do their job.  Will this approach remain appropriate as JetBlue expands? (Hint:  See article by Jiang et al. in Required Reading for Module 1).
4. How should JetBlue manage employee turnover? Is this something that they want to encourage or prevent?  (Hint: See articles by Park & Shaw in required reading and by Siebert & Zubanov in recommended reading).
Box
1. What are the primary constraints on Box’s continued growth?
2. Box has two potential sources for acquiring managerial talent: Hiring from within Box, or go to the external labor market.  What are the tradeoffs (i.e., advantages/disadvantages) of these two alternative recruitment sources (internal vs. external labor market)?  (HINT: See Fernandez-Araoz et al.’s article in Required Readings for Module 2).
3. Given the growth in Box, how should the company select from candidates for mid-level managerial positions?  Present at least three selection mechanisms that might be used (e.g., interview, resume, references, simulation) and for each, specify strengths and weaknesses.  If you chose interview as one of your mechanisms, be sure to indicate: (a) what type of interview you would use, (b) who you would ask to do the interviewing, and (c) what questions you would ask (and why).  (HINT: See the articles by Gladwell and Menkes in Required Readings for Module 2).
4. How should Box adjust (if at all) its approach to career development? Should it adopt more defined career ladders/pathways?  (HINT: See Cappelli reading from Module 1). 

Merck A
1. Who is covered by Merck’s Performance Appraisal System?
2. What are the major problems with Merck’s Performance Appraisal System?  Are these problems evident from Exhibit A2?  Why or why not?
3. What is a compa-ratio, and how might performance scores influence an employee’s compa-ratio?  How might turnover be affected by having a large number of employees reaching a compa-ratio of 125% during a slow or no growth period?  During a period of downsizing?
4. To what degree is pay (or change in pay) related to performance under the existing system?  What would you recommend doing to strengthen the relationship?  (HINT:  See DeNisi & Sonesh, and Kim et al. articles in Required Readings for Module 3).

Camp Dresser & McKee
1. In what ways does the BIPS system fit with and contribute to CDM’s human resource strategy?  In what way does the BIPS process provide a response to the firm’s current business environment?
2. What, if anything, may be done to solve the problems with the BIPS process noted on pp. 7-9 of the case? (HINT: See the article by Beer et al. in Required Readings for Module 4).
3. Based on the DeNisi & Sonesh reading (under Module 3), what suggestions would you make to Furman with regard to CDM’s performance appraisal that might enhance the company’s pay for performance system.
4. If you were Furman, how would you decide with respect to the bonus recommendations for Potter, Salomon, Simon and Garcia?  Support your decisions.
Should a student become unable to complete an assignment or course requirement, s/he must notify the TA of the course in advance via email





	Course Site (Moodle)


The course site will be the primary tool used to communicate messages and material to students.  It is, therefore recommended to periodically check the course site in general, periodically, before each lesson, at end of the course as well. (For example: exam details and updates regarding assignments)
Course slides will be available on the course site.
Please note that topics which are not covered in the slides, but are discussed in class are considered an integral part of the course material and may be tested in examinations.
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