SEATTLE PACIFIC UNIVERSITY 

School of Business and Economics
BUS 6300

Human Resource Management

Winter Quarter, 2008
	Instructor:
	Denise Daniels, Ph.D.
	Classroom:
	McKenna 118

	Office:
	McKenna Hall 202-A
	Time:
	Tuesday 6:00-8:50

	Telephone:
	(206) 281-2243 (office)

(206) 691-3784 (home)
	Office Hours:
	T/Th 2:00-4:30

and by appointment

	E-mail:
	ddaniels@spu.edu
	Fax:
	(206) 281-2733


PERSONAL BIOGRAPHY
I grew up in Illinois and attended Wheaton College.  I then went to the University of Washington where I received my Ph.D. in the field of Organizational Behavior, with a minor in Human Resources Management (HRM).  I have been on faculty at SPU since 1996; one of the things I value most about SPU is the chance to get to know the students on a personal level, and I am looking forward to meeting each of you.  In addition to my job here, I provide ongoing executive leadership feedback and coaching to individuals in various organizational contexts, and conduct training and development workshops for both non-profit and for-profit organizations.  I am married to Craig and we have four children ranging in age from 2 to 10 years old.  While I love my family and my job, the most important thing in my life is my relationship with Jesus Christ.  I hope that this quarter we will be able to explore together how Christian principles influence an understanding of managing human resources.
COURSE DESCRIPTION:

This course is a broad introduction to human resources management (HRM).  HRM is about effective management of people at work.  My goal in this course is to provide an intellectually challenging environment in which students of various backgrounds and career interests can gain practical understanding of HR policies and procedures.  The specific topics we will study this quarter include job analysis, recruiting and selection, training and development, performance appraisal, compensation, and benefits. 

REQUIRED TEXTS:

Kulik, C.T. (2004).  Human Resources for the Non-HR Manager.  Mahwah, NJ: Lawrence Erlbaum Associates, Inc.

Printed copies of PowerPoint slides, handouts and class exercises (available from me for purchase)
During the quarter you may come across interesting articles pertaining to this subject -- Please feel free to bring them to class.

OBJECTIVES:

In order to successfully complete this course will need to:

1.
Analyze HR policies and procedures in terms of their strategic impact and legality.
2.
Understand and apply the principles underlying the HRM practices of:

· job analysis

· recruiting and selection

· training and development

· performance appraisal

· compensation and benefits

3.
Become familiar with current issues or controversies in HRM.

4.
Apply Christian ethics to the process of managing people at work.

INSTRUCTIONAL METHODS
In Class:

The emphasis in this class will be upon experiential learning.  I find that students tend to remember things better when they have had a chance to interact with the material and talk about it with others. Toward this end, the course will be comprised of interactive lecture, class discussion and exercises, written assignments, and student presentations.  It is your responsibility to be familiar with the assigned readings for each class.

On-Line:

Some components of this course will be accessible on-line.  I will be using “Blackboard,” which I hope you will find useful.  In order to access the online component of this course, please go the SPU website (www.spu.edu) and select “Online Learning.”  You will be asked to enter your username and password, which are the first part of your SPU email account (before the “@”), and your SPU email password.  Once you have gotten into our on-line class site you will have access to a variety of resources that I hope you find useful, including an electronic copy of the syllabus (including all assignments), copies of some required readings, and links to relevant websites. 

COURSE REQUIREMENTS:

Input from individual class members is critical to the success of this class; therefore, it is essential that each of you come to each class having read and thought about the assigned material.  Participation in class discussion is expected. Your grade will be composed of your scores on an issue paper and discussion session, a midterm and final exam, and your class participation.  Each of these components is described below.

I.  Issue Paper & Discussion Session (25%)

You will be responsible for choosing a “current issue” in HR that has ethical implications.  (See a list of possible topics at the end of the syllabus.)  You can either do this alone, or with one other classmate.  You will be responsible for briefly presenting the various perspectives on the issue, and leading a 30-minute in-class discussion on it.  You will need to distribute 1-3 readings and 4-6 discussion questions on the topic to the rest of the class a week before you are responsible for leading discussion.  You will also write a 4-5 page paper that briefly summarizes the issue, and addresses how a Christian worldview might influence an organizational response to it.  Your paper should incorporate material from at least 6 original sources (possible sources are also listed at the end of the syllabus).  You will be graded on both the quality of thought evidenced in your paper, as well as the quality of the discussion questions and in-class discussion.  Your paper will be due no later than two weeks after your discussion session, and no later than the last night of class (3/4) for the last two discussion session dates.  Dates and topics for the discussion sessions will be determined the second week of class.
II.  Exams (50%)

You will have two in-class exams.  Each test will require you to demonstrate an understanding of HRM terms, policies, and procedures that we have covered in class.  More details on these will be given later.  Both exams will be weighted equally.

III.  Participation (25%)
Appropriate participation requires regular attendance, reading assigned material, thinking about the issues, and taking an active part in class discussions.  

ADDITIONAL POLICIES AND COURSE INFORMATION

1. Attendance.  Please notify me (in advance if at all possible) if you know you will be late to class or absent on a given day.

2. Writing Assignments.  All papers should be double spaced, left justified, with 1-inch margins, 12 point font, and page numbers.  Please do NOT use plastic covers for your papers (just a staple is fine).  Proofread your papers carefully, as I grade on both content and writing mechanics.

3. Writing Center.  You may wish to use SPU’s Writing Center for free help with your writing assignments.  Tutors in the center can help with thesis, organization, grammar, or just offer a “third eye.”  This is a free drop-in service, but you should always reserve a time in advance by signing up on the sheet posted outside the center (Moyer Lower Level – 281-2475).  The center is operational M-Th afternoons, beginning the third week of the quarter.

4. Academic Dishonesty.  Academic dishonesty will not be tolerated in any form.  Individual assignments must be solely your work, and group assignments must be solely the work of your group.  Ideas which are not your own must be appropriately credited.  Any work found to be otherwise will not count toward credit in this course.  The library keeps a wonderful website on what plagiarism is and how to avoid it.  Please check this site to make sure you are not plagiarizing material in your written work: http://www.spu.edu/depts/library/general_reference/r_plagiarism_students.htm

5. Appeals.  If you disagree with the grading of an assignment or exam, you are welcome to discuss your point of view with me during office hours no later than one week after your knowledge of the grade in question.  Please be aware that you are putting your grade at risk - that is, I am willing to reconsider (and potentially increase) the grade you were given, but if during our discussion you demonstrate that you do not understand the material in question I reserve the right to reduce your grade from that originally given.

6. Electronic Devices.  Please turn off all electronic and cellular devices during class time.  I find it incredibly distracting to hear phones and pagers going off while I’m teaching.  If you have extenuating circumstances that require you to be accessible during class, please discuss them with me.  

7. Emergency Hotline.  Please consult this hotline at 281-2800 in case of inclement weather or other emergency situations that may require campus closure.

8. Disaster Planning.  Please familiarize yourselves with the emergency information posted on the wall of the classroom.  Our evacuation site, should we need it, is the Nickerson Parking Lot.

9. Course Evaluation.  It is my expectation that you will participate in an online evaluation of this course and its instructor (me!) in a thoughtful and constructive manner. I use this evaluation data to make improvements in the course, and I consider your feedback when I select textbooks, structure class time and create assignments.  Courses are evaluated using the Banner Course Evaluation System towards the end of the quarter.  All answers are completely confidential - your name is not stored with your answers in any way. I do not see any results of the evaluation until after final grades are submitted to the University.
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COURSE OUTLINE
	WEEK
	DATE:
	ASSIGNMENTS  

(due the day listed)
	TOPIC

	1
	Tues. 1/8
	Kulik: Ch. 1
“Why We Hate HR” 

	Introduction to HRM



	2
	Tues. 1/15
	Kulik: Chs. 2, 12, 13
	HRM & the Law



	3
	Tues. 1/22
	Kulik: Ch. 11

http://www.de.psu.edu/harassment/

“Sexual Harassment” 
“A New Approach to Faith at Work”
	HRM & the Law:
Affirm. Action & Harassment

Issue 1



	4
	Tues. 1/29
	
	Job Analysis
Issue 2

	5
	Tues. 2/5
	Kulik: Chs. 3, 4, 5 

“Seven Myths of HR”
	Recruiting & Selection

Issue 3


	6
	Tues. 2/12
	EXAM #1

	

	7
	Tues. 2/19
	 “Putting People First”
	Training & Development

Issue 4


	8
	Tues. 2/26
	Kulik: Ch. 6
www.payscale.com printout


	Performance Appraisal

Issue 5

	9
	Tues. 3/4
	Kulik: Ch. 7
“Pay for Performance”

“Pay Gap for Men and Women”

“When Gender Changes Negotiation”

“Executive Compensation” 

“A Theology of Fair Pay”
	Compensation

Issue 6


	10
	Tues. 3/11

	EXAM #2


	


Current Issues in HR

The following is a list of possible topics you could use for your “current issues” paper and discussion session.  You are not limited to this list of topics, nor should you feel constrained by the list of questions I’ve posed following each topic.  You are welcome to pursue other topics that you feel are interesting “current issues” in HR with ethical implications.  You are also welcome to choose one of the following topics, but ask different questions than I have.  In any event, you should clear your topic with me prior to getting too far along on the project.

Affirmative Action

Should it be used?  If so, in what situations?  What are the advantages and disadvantages to an organization?  What are the advantages and disadvantages to various organization members?

Employee Privacy at work
Is it appropriate for an organization to monitor email or internet usage of its employees?  What about computer keystrokes, etc.?  Is drug testing ever appropriate?  If so, when and why?  If not, why not?  
Employee Privacy Outside of Work

Should organizations ever try to keep tabs on their employees’ activities outside of the workplace?  If so, under what circumstances?  What about employees’ blogs kept on their own time and utilizing their own computers?  Does it depend on the type of organization?  What are some of the potential advantages and disadvantages of employee monitoring?
“Family Friendly” Policies
Under what circumstances should an organization pursue “family friendly” policies for its employees, such as childcare, flexible schedules, job-share, etc.  What are the advantages and disadvantages?  Does an organization have a responsibility to its employees’ families?  What about to employees who don’t have families?
Domestic Partner Benefits

Should they be implemented?  If so, why and how?  If not, why not?

Career Development

What if any, is an organization’s responsibility to employees who are not likely to stay at the organization for the long-term?  How much responsibility should the organization take for developing employees’ careers, and how much is the responsibility of the employees themselves?
Mentoring

Should organizations pursue formal mentoring programs?  What are the potential benefits and risks?  What are the potential benefits and risks to NOT having a formal mentoring program?  How might a successful mentoring program be set up?

Interest Groups
Many organizations allow employees to create “interest groups” where those with specific interests can gather either physically or electronically.  Certain interest groups have the potential to be divisive in the organization (e.g., gay/lesbian/bisexual/transgendered groups, religious groups, gun owners, men’s/women’s groups, racial identity groups, etc.).  What are the potential advantages and disadvantages of such groups?  Should organizations allow them?  If so, what kinds of guidelines should be used for such groups?

Executive Compensation

How should executive compensation be determined?  On what criteria should it be based?  In what situations (if any) is it appropriate for executives to be earning bonuses when lower level employees are experiencing salary freezes or layoffs?  Is there an appropriate CEO:Lowest-Paid-Employee salary ratio?

Engendering Trust in Organizations

What are ways that organizations can improve trust (and subsequent retention) of employees?  Is trust something that can be intentionally developed, or is it a by-product of other efforts?  Should an organization try to go about “developing trust” of its employees?  How does an organization signal that it is trustworthy?

Layoffs

How can layoffs be done well?  What is an organization’s responsibility to its laid off workers?  How should an organization go about deciding who should be laid off?  How much notice should an organization give of impending layoffs?  What is an organization’s responsibility (if any) to the larger community?

Outsourcing to Reduce Compensation (and other) Costs

On what basis should organizations make the decision to outsource work to countries outside the US?  What factors should be taken into consideration when making such a decision?  Are there situations in which outsourcing should not be pursued, even though it would result in a less expensive or higher quality product or service?

Journals for Human Resource Management

General Management Publications
Across The Board (Conference Board)

Academy of Management Journal

Academy of Management Executive

Academy of Management Review

Administrative Science Quarterly

American Demographics

Business Week

Business Horizons

California Management Review

Columbia journal of international business

Fast Company

Forbes

Fortune

Group and 

Harvard Business Review

Inc.

Industry week

Journal of Applied Psychology

Journal of Management

Leadership and Organizational Development Journal

Management Review

Money

Organizational Dynamics

Planning Review

Sloan Management Review

Supervision

Supervisory management

Wall Street Journal

Working Woman


Specific Human Resource Management Publications

Career development Quarterly

Compensation

Compensation and Benefits Review

Employee Benefits Journal

Employee Relations Law Journal

Employment Relations Today

Employee Rights and Responsibilities

HRD Quarterly

HRMagazine (http://www.shrm.org)

HR Focus

HR Reporter

Human Resource Management

Human Resource Planning   

Industrial and Labor Relations Review

Industrial Relations

Occupational Health and Safety

Personnel

Personnel Administrator

Personnel Management

Personnel Journal

Personnel Psychology

Training

Training and Development Journal

Hr.com (online site)
� Article assignments are designated by italics and quotation marks in the “Assignments & Readings” column.  They are available on the class Blackboard site under “Course Documents.”  Read these articles prior to class on the day they are assigned.


� This is an excellent site on sexual harassment and includes background and history of sexual harassment issues in the workplace, legal definitions, ground breaking cases, hypothetical cases, and more.  Peruse it prior to class on this day.


� Go to the payscale.com website and either evaluate your salary for your current job (“Employee”), or check salaries for a possible future job (“Job Seeker”).  Go through the questions, and bring to class a print-out of the salary range for your selected position.
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