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Required Readings:

· Required Readings:  Select reports from global consulting firms/business groups posted on Courseweb, 3 Harvard cases
· Simulation:  The Outsourcing Game (materials distributed to students day before simulation runs)
One or two parallel games will be run with five teams assigned to each simulation.  The simulation focuses on decision-making in an outsourced, supply-chain environment, and will be adapted to incorporate some of the issues raised in our discussion of the globalization of labor markets.   Each simulation brings together five teams representing a central firm selling high- and low-end versions of the same branded product and four supply-chain partners (a contract manufacturer, an outsourced design firm, a supplier of high-end subassemblies, and a supplier of low-end subassemblies).  Having opted to outsource significant portions of its value-chain, the central firm can only implement a desired change if it successfully builds a coalition of support among its partners through negotiations.  Several rounds of negotiations and voting will establish the ultimate fate of the change being sought.  The logistics and scheduling of this negotiation-intensive simulation will be finalized the first day of class.
Course Description & Objectives:   
    This course provides an integrative framework for understanding the macro- and micro-level issues that are associated with effective workforce management in a regional and global context.  At the firm (micro)-level, we will be discussing the dramatic changes that are occurring within and across regions in terms of     human capital management (HCM) practices.  Going beyond business-media hype, we will assess the key challenges and best-practice initiatives associated with talent management (competency mapping, rolling out a talent management strategy) and performance management (management development, salary management, variable pay).  
As more and more companies engage in offshore outsourcing, global supply chain management, and international expansion, it becomes critical to consider the impact that country -level (macro) labor factors can have on operating performance and external stakeholder relations. Toward that end, we will examine how foreign labor practices are linked to the issues of free trade and corporate social responsibility.  The challenge of identifying and integrating pertinent labor-related data for international site-location and sourcing decisions will be assessed as well.
This experience is designed to accomplish three fundamental learning objectives:
· Improved understanding of how traditional and contemporary HR practices impact the performance of the larger firm;

· Enhanced awareness of the substantial labor-market differences that exist across countries (economic, cultural, regulatory); and 

· Greater sensitivity to the challenges of managing an international work force for competitive advantage.

Course Requirements: 

Final Exam (individual)……..........……………………………………... 55 percent


Simulation (team).……..……………………………………................... 30 percent



Participation (individual)...…………………………………………….... 15 percent
--------------------------------------------------------------------------------------------------------------------------------------
 SESSIONS 1 - 4 (Jan. 18 - 27)
Theme:
THREATS & OPPORTUNITIES IN AN INCREASINGLY GLOBAL LABOR MARKET
    
Managing the Human Component of Offshore Outsourcing & International Expansion
 
HR-Related Metrics for BP Outsourcing, Global Supply Chains, & FDI


Managing Stakeholder Reactions (labor, customers, investors, politicians)
Readings:
AT Kearney (2009) The Shifting Geography of Offshoring:  The 2009 Global Services Location Index™
van Ark, B., Banister, J., & Guillemineau, C. (2006) Competitive Advantage of “Low-Wage” Countries Often Exaggerated. Executive Action Series No. 212.   The Conference Board.

Muirhead, S. A. (2005) Thinking Offshoring Through…Managing Corporate Citizenship Implications of Offshoring. Executive Action Series No. 156.  The Conference Board.

Mercer (2008) Introduction to Compensation Plans Around the World:  A Guide for Multinational Employers. Sample Version.

Breakout 
Expatriate Briefing:  Understanding American, European & Asian Employees
Exercises: 
Case:

Accenture’s War for Talent in India
--------------------------------------------------------------------------------------------------------------------------------------
SESSIONS 5 - 7 (Feb. 1 - Feb. 8)
Theme:
EFFECTIVE TALENT MANAGEMENT

Developing & Implementing an Integrated Talent Management Strategy


Common Talent Management Mistakes


Assessing the Distribution of Existing Talent


Evaluating Talent Management Strengths & Weaknesses

International Survey of the Enforceability of Restrictive Employment Contracts


Competency Mapping 



Identifying Strategically Relevant Competencies



Competency Models for Select Occupational Groups



Linking Competency Models to HRM Systems

Readings:
Deloitte/EIU (2007) Aligned at the Top:  How Business and HR Executives View Today’s Most Significant People Challenges
DDI (2007) The CEO’s Guide to Talent Management:  Building a Global Leadership Pipeline.

Towers Perrin (2007) Winning Strategies for a Global Workforce:  Attracting, Retaining and Engaging Employees for Competitive Advantage (executive report).
Case:

Lincoln Financial Group (A), (B) & (C)
--------------------------------------------------------------------------------------------------------------------------------------
SESSIONS 8 (Feb. 10)
Theme:
EFFECTIVE PERFORMANCE MANAGEMENT
Managerial Coaching

Coaching individuals/groups effectively


Fostering a coaching culture

Readings:
Anderson, M. C., Frankovelgia, C. & Hernez-Broome, G. (2009) Creating Coaching Cultures:  What Business Leaders Expect and Strategies to Get There. Center for Creative Leadership.

Breakout
Coaching Readiness & Preferences:  A Quick Diagnostic
Exercise:
--------------------------------------------------------------------------------------------------------------------------------------
SESSIONS 9 - 10 (Week of Feb. 14)
Theme:
HRM & SUPPLY CHAIN MANAGEMENT
Readings:
McAffee, R. B., Glassman, M. & Honeycutt, E.D. (2002) The Effects of Culture and Human Resource Management Policies on Supply Chain Management Strategy. Journal of Business Logistics, 23, 1-18

Simulation: 
The Outsourcing Game 

--------------------------------------------------------------------------------------------------------------------------------------
SESSIONS 11 - 12 (Feb. 22 - 24)
Themes:
EFFECTIVE PERFORMANCE MANAGEMENT (continued)



Strengthening Performance-Reward Linkages


Salary management tools


Incentive compensation
HR FUNCTION IN TRANSITION:  NEW PARADIGMS FOR HR SERVICES

HR Infrastructure Options

Cost-Center Innovations (HR outsourcing, eHR, HR restructuring)

Can HR be a Profit Center?
Readings:
Bottos, L. M. & Fusco, C. J. (2002) Competitive Pay Policy.
Coleman, W. H. & Fortier, K. (2002) Understanding and Using Long-Term Incentives.



Mercer Consulting (2007) The State of HR Transformation:  Findings of a 2006 North American Study.
Mercer Consulting (2007) HR Transformation in Europe.
Mercer Consulting (2007) Keeping the Promise of HR Transformation in Asia:  Findings of the 2006 Asia Study.

Case:

Global Talent Management at Novartis
Breakout
A Wish List for HR / Enhancing HR’s Relationship with Management
Exercise:
--------------------------------------------------------------------------------------------------------------------------------------
FINAL EXAM- To be Announced
