Course Title:

Creating & Managing Human Capital

Course Number:
OMM 512

Credits:

Three

Meeting Dates/Times: Saturdays, January 10 and February 7 and Sundays, March 8 & 29 and April 26

Competency:

Management & Decision Making

Course Content:        Human beings and the organizations in which they work depend on one another.  Effective managers know how to foster workplace culture, processes and relationships that support excellent performance, learning, and satisfaction among employees, who in turn commit their energies to the organization’s success and to sustaining a high quality of work life for all. This course provides an overview of key principles of effective human resources practice for managers and focuses on specific aspects of that practice, including hiring, orientation, performance development, dealing with unsatisfactory performance and behavior, and career development.  We also will discuss current specific human resource issues of particular interest to students.

Goals:
By the end of the course, students will be able to:

*
Identify elements of a workplace culture and systems that support human resource development.

*
Identify key competencies needed in their particular organizational sector.

*
Apply the Situational Leadership II® model in a variety of situations.

*
Implement all aspects of a performance development process.

*
Develop and provide a rationale for their approach to performance appraisal

*
Address unsatisfactory performance and behavior.

*
Develop an effective approach to hiring.

*
Design an orientation program for new employees.

*
Present and defend their positions on selected current human resources issues.

Methods:
Learning methods include reading, lecture, discussion, case studies, role plays, independent research, and presentations.

Text:


David Sirota, Louis A. Mischkind & Michael Irwin Meltzer,  

   The Enthusiastic Employee:  How Companies Profit by Giving

    Workers What They Want.  Saddle River, NJ: Wharton School, 2005.

SL II® Materials:
To Be Distributed in Class
Ken Blanchard Companies, Situational Leadership II: The Article.




   2001.




Kenneth Blanchard, Ronald K. Hambleton, Drea Zigarmi, Douglas

   Forsyth, Leader Behavior Analysis II.  The Ken Blanchard Companies,

   1991.

Articles:

From ABI Inform/Pro Quest (unless otherwise noted)




For January 12

Patrick Mirza et al.  10 Changes That Rocked HR.  HRMagazine, Dec 2005.

Leslie Gross Klaff.  An Ever-Changing Landscape.  Workforce 

    Management, Dec 11, 2006; Vol 85, No 24.

Holly Dolezalek.  X-Y Vision. Training, June 2007.

T.L. Stanley.  Baby Boomers: Why These Employees Matter

   SuperVision, Oct 2006.

Timothy R. Athey & Michael S. Orth.  Emerging Competency




   Models for the Future.  Human Resource Management.  

   Fall 1999.

Jerald Greenberg.  Stress Fairness to Fare No Stress:  Managing

   Workplace Stress by Promoting Organizational Justice.  Organizational

   Dynamics, Vol. 33, No. 4, 2004.

John Thompson & Brian H Kleiner.  Effective Human Resource  

   Management of School Districts. Management Research News. 2005,

   28, 2/3.  (For principal certification students.)

For February 9 

Steve Shellabear.  Performance Management: An Art and a Science?

   Training Journal, Jan 2005.

Gary P Latham, Joan Almost, Sara Mann & Celia Moore.  New

    Developments in Performance Management. Organizational

    Dynamics, 2005, Vol 34, No 1.  

For March 8 
Mike Schraeder, J. Becton, J. Bret  & Ron Portis.  A Critical Examination

   of Performance Appraisals.  The Journal for Quality and Participation,

   Spring 2007.

Fred Nickols. Performance Appraisals: Weighed and Found Wanting in

    the Balance.  The Journal for Quality and Participation, Spring 2007.
Tracy Maylett & Juan Riboldi, Juan. Using 360_ to Predict Performance.

    T&D, Sept 2007.

Clinton Wingrove.  Untangling the Myths of 360_: Straight Talk for

   Successful Outcomes.  Compensation & Benefits Review, 

   Nov/Dec 2001.

Paul Falcone.  Days of Contemplation.  HRMagazine, Feb 2007.

Larry Stahlhoefer & Brian H. Kleiner.  New Developments Concerning

   Wrongful Termination.  Management Research News, Vol. 26, 

   Number 2/3/4, 2003.

Paul Salvatore, Allan Weitzman & Daniel Halem, Daniel.  How the Law

   Changed HR.  HRMagazine, Dec 2005.

March 29

Stephanie Clifford, Brian Scudamore, Jess Blumberg, & Andy Levine.

   The New Science of Hiring. Inc Magazine, August 2006.

Pattay Grigoryev. Hiring by Competency Models. The Journal for Quality

    & Participation, Winter 2006.
Diane Coutu, John G. Palfrey, Jeffrey Joerres, Daniel Boyd, & Michael

   Fertik. We Googled You. Harvard Business Review, Jun 2007.  

   (in OhioLink)

Dennis M. Lee.  Hiring the Best Teachers: Gaining a Competitive Edge in

    the Teacher Recruitment Process.  Public Personnel Management.

    Fall 2005. (for principal certification students)

Fay Hansen. Keeping Interviews on Point to Stay Out of Legal Hot

    Water. Workforce Management, August 2006.
Barry W. Nixon, Barry W.  How to Avoid Hiring Hazards. Security

   Management, Feb 2005.

April 26

Nancy Lockwood. Workplace Diversity: Leveraging the Power of

   Difference for Competitive Advantage.  HRMagazine, Jun 2005.

Randolph Cirilo & Brian H. Kleiner, Randolph. How to Orient Employees

    into New Positions Successfully. Management Research News, 

    Vol 26, Number 8, 2003

Jeanne Meister. Onboarding for the Net Generation.  Chief Learning

    Officer, July 2006.  (in OhioLink)

Attendance:
Attendance in this course is critical.  The course is interactive and experiential in nature, and there are only five class meetings.  If a student must miss a class due to an emergency or illness, the student must negotiate with the instructor regarding additional outside work to substitute for the missed classroom experience.

Verification:

Student performance will be evaluated through participation in class


discussion and activities, a Situational Leadership II® case study, and


oral and written presentation of research on a self-selected current issue in developing human resources within organizations.

DEVELOPING HUMAN RESOURCES SLII® WORKSHEET

Due Wednesday, March 26

Select either Option A or Option B.

Option A
Think of a particular situation and point in time when you were not happy with the performance on a particular, circumscribed goal or task of someone who reports or reported to you.

1)  a)  State the goal or describe the task. 


b) What were the criteria for a job well done?  Who developed, or should have


     developed, the criteria? Describe the criteria as precisely as possible.   


c)  Were these criteria clear to the person performing the task?  Explain and provide


     evidence for your response.

2)  What was the person’s level of competence for this performance outcome?  Include

     identification of transferable knowledge and skills and task-specific knowledge and

     skills.  Provide specific behavioral evidence and explanation for your assessment.

3)  What was the person’s level of commitment for this performance outcome?  Include

     motivation and confidence. Provide specific behavioral evidence and explanation for

     your assessment.

4)  What was the person’s development level  (in SLII terms) for this performance

     outcome?  Explain.

5)  What level of direction did you provide for this performance outcome? Provide

     specific behavioral evidence and explanation to support your assessment.

6)  What level of support did you provide for this performance outcome?  Provide

     specific behavioral evidence and explanation to support your assessment

7)  What leadership style (in SLII terms) did you provide to this person for this

     performance outcome?  Explain.

8)  Was there match between the person’s development level and the leadership


style you provided?  Explain.

9)
a)  Write a conversation demonstrating a more effective approach to working with

            this person when she or he was at the development level that you have identified

            for this particular task.  

b)  Explain why this approach would be more effective, based on the SLII model.

     Explain how the conversation represents greater clarity about performance

     criteria (if this was an issue) and how it illustrates the appropriate leadership style

     to match the person’s development level.  Identify specific directive and

     supportive behaviors to show how you are using the appropriate leadership style.

Option B
Think of a particular situation and point in time when you were not happy with the instruction or supervision you received on a particular circumscribed goal or task.

1)  a)  State the goal or describe the task. 


b) What were the criteria for a job well done? Who developed, or should have


    developed, the criteria? 


c)  Were these criteria clear to you?  Explain and provide evidence for your


     response.

2)  What was your level of competence for this performance outcome? Include


identification of transferable knowledge and skills and task-specific knowledge and

      skills. Provide specific behavioral evidence and explanation for your assessment.

3)  What was your level of commitment for this performance outcome?  Include

motivation and confidence.  Provide specific behavioral evidence and explanation for your assessment.

4)  What was your development level (in SLII terms) for this performance outcome?

     Explain.

5)  What level of direction was provided to you for this performance outcome? Provide

     specific behavioral evidence and explanation to support your assessment.

6)  What level of support was provided to you for this performance outcome? Provide

     specific behavioral evidence and explanation to support your assessment

7)  What leadership style (in SLII terms) was provided to you for this performance

      outcome? Explain.

8)  Was there match between your development level and the leadership style provided?

     Explain.

9)
a)  Write a conversation demonstrating how the person instructing or supervising you


     could have been more effective approach to working with you at the development


     level that you have identified for this particular task.  

b)  Explain why this approach would be more effective, based on the SLII model.

     Explain how the conversation represents greater clarity about performance

     criteria (if this was an issue) and how it illustrates the appropriate leadership style

     to match your development level.  Identify specific directive and supportive

     behaviors to show how you are using the appropriate leadership style.

DHR RESEARCH REPORT 

Due Saturday, April 26, 2008
Purpose
In our Developing Human Resources class, we establish a conceptual framework for effective human resource practices for managers.  Within that context, we then focus on selected human resource topics (e.g., hiring, orientation, performance development, etc.) in some depth. There are many human resource topics that we will not be able to discuss that may be of interest to class members.

The research paper will enable you to focus in depth on a human resource topic that is of interest to you.  The paper will also ask you to consider your views about your topic in the context of the conceptual framework (primarily based on The Enthusiastic Employee) that we establish in class.  Your research and hearing the results of others’ research will familiarize you with topics or aspects of topics that we would not otherwise address in class.  

Steps in the Process
Step One:  As the focus of your research, you may either select a topic that we cover in class curriculum and that you would like to explore more fully, or you may select a topic that we will not otherwise discuss in class.  A number of suggested topics appear on the attached list.  You may suggest a topic not included on this list. 

Step Two:  After selecting a potential topic, scan the resources available to be sure there are sufficient resources on your topic.  In addition to making reference to any relevant sources from our regular course work, you should use at least five sources beyond those made available in class (articles, book, interviews).  Cary Jardine is the ANE librarian who works with O&M.  She would be delighted to help you.

Step Three:  Formulate a question or a position statement that will serve as the focus for your paper.  This should be a question or statement that will lead you to develop your point of view on some aspect of the topic you have selected.  It can be a general question about a human resource topic, or it can examine a human resource topic within the context of a particular organization  It should be narrowly enough defined to address in a paper of 6 - 8 single spaced pages (3000 – 4000 words).  (Please note:  Principal certification students should focus their question or statement within a school context.)  

For example:

∑
What are the most important challenges in working with volunteers and how can organizations best respond to these challenges? (You could focus your paper on, say the top four challenges to keep the topic manageable.)

∑
What would I recommend to my organization regarding whether to establish a reward system, and, if so, what specific recommendations would I make for implementing such a system?

∑
How can my organization best orient new employees?  What are my recommendations?

∑
Under what conditions is multi-rater feedback advisable, and what are key considerations in implementing such feedback?

∑
How would I justify and design an appreciative inquiry approach to performance development and evaluation?

∑
Develop and defend my critique of the book, Abolishing Performance Appraisals (or any other book on a relevant topic).

Step Four:  Email Claudia and me your research question or position statement by Monday, February 18.  I (or we) will provide you with feedback and suggestions.  Your question or statement can be modified as you get further into your research.  Please let us know if you make significant modifications.

Step Five:  Produce a written report.  Guidelines for the report appear below.

Step Six:  Share your conclusions and rationale in a small group conversation in class on Saturday, April 26.  

Step Seven:  Post your report in our course folder by Monday, April 28.

The Written Report
The focus of your report should be your response to the question you posed or the case for the position statement you put forward.  You need to provide a well organized, clearly reasoned rationale for your views, synthesizing (and clearly referencing) ideas and information from your research and our class resources in support of your analysis.  

As part of your analysis and/or rationale, you need to draw substantively on core concepts from The Enthusiastic Employee.  This provides connection between the framework we will establish in class and your independent research.  It also provides me with evidence of your understanding of those core class concepts.  Please do not feel compelled to agree with The Enthusiastic Employee.  It is possible to explain your disagreement with some or all of the concepts from the text as part of the analysis presented in your research paper.

An excellent paper will: 

∑
Be well organized.

∑
Use subheadings to separate main sections of the paper.

∑
Present a well reasoned case for your views.

∑
Draw clearly on the research you did.

∑
Relate your views to the key points made in The Enthusiastic Employee.

∑
Make reference to other relevant course resources.

∑
Use APA (American Psychological Association) format for citations and your list of resources.  For information on this, see “Citations Guides” on the ANE library web page.  There is guidance on what to cite and access to an on-line quick reference on APA format from the University of Wisconsin-Madison.

∑
Use correct spelling and punctuation.

∑
Be 6 – 8 single spaced pages (3000 - 4000 words).

The Oral Report
We will do the oral reports in small groups on our final afternoon of class.  We’ll do our best to compose the groups around your interests.  If you don’t get to hear a report that you’re interested in, you will be able to read it in the course folder.

Prepare a 10 - to 15 - minute report highlighting the main points from your written report.  We will then have 10 minutes for questions and discussion of each report.

POSSIBLE TOPICS FOR DHR RESEARCH REPORT

These are general topics and just begin to suggest the possibilities.
	Flex time

Role of the HR department

Mentoring programs

Affinity groups (groups of employees of particular social identities such as African Americans, women, gays and lesbians,

Latino/a Americans) who meet for support 

and sharing of information within an organizational/work context

Extending benefits to partners of gay &

lesbian employees

Particular social groups in the workplace:

gays, lesbians, bisexuals, and/or transgender people; women; African Americans; Latino/a Americans; Asian Americans; Native Americans; immigrants; Gen Next; Gen X; 

Gen Y; Baby Boomers; white men

Ageism in the workplace

Drug testing in the workplace

Using personality assessments as part of hiring and/or promotion processes

Succession planning

Multirater feedback

Working effectively with volunteers

Performance appraisals
	The effects of goal setting

Best practices for working effectively with diversity

Dealing with the effects of downsizing

Working with unions

Sexual harassment

Workplace violence

CEO pay

Using rewards

The Americans with Disabilities Act

Affirmative Action

Employee Assistance Programs

Outsourcing and offshoring

Managing contract employees

Mediation in the workplace

Stress in the workplace

Careers in human resources

Careers in training and development

The ombuds role

Fear in the workplace








  Hiring

Menu approaches to benefits


        







  Various approaches to compensation

Workplace orientation/onboarding

        







  Sharing information in organizations

Employee ownership of companies








  Advantages & challenges of an inclusive

Values-based organizations


    and collaborative workplace

Approaches to employee retention
    
  Female-male dynamics in the workplace

Religion in the workplace


  Spirituality in the workplace

Employee “empowerment”


  The virtual workplace

Organizational justice



   Developing leaders

