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In Human Resources Planning and Strategy I (HRP&S I), organizational human resources management was examined from a strategic perspective. It was demonstrated that the human resources system plays a significant role in creating organizational competitive advantage and in the formulation of business level strategic plans.  Indeed, the HR function was viewed as a "business partner" and not just a technical staff function.   The role of the human resources system in creating and sustaining a competitive advantage in a context wherein service tends to be the basis for value creation was explored. It was shown that personnel policies and programs as well as the available human capital can provide particular advantages or limitations to management as organizational strategic goals and plans are defined and implemented.  This course is designed to continue and more fully develop the concept of human resources as a "strategic contingency" in the new competitive context.  It will build on the HRP&S I course foundations and will focus on issues of implementation of strategy and the role of human resources in key strategic issues.
 Course Procedure and Student Evaluation.  The instructor will provide substantive, directive and integrating lectures and propose provocative questions at appropriate points. Students are encouraged to offer insights and raise questions based on logic, experience or other academic work. Interaction and sharing can enhance the learning experience.  Short cases and/or videos may be used in the class sessions. Student evaluation for this module will be based on individual performance on an assigned research project, a case analysis and on the instructor’s evaluation of the student’s contributions to the class discussions.  Each factor weight is: 

Downsizing/Merger & Acquisition Project . . . . . . . .    50%

Case Analysis. . . . . . . . . . .  . . . . . . . . . . . . . . . . . . . .    25%

Contribution to Class Discussion  . . . . . . . . . . . . . . .     25%
I will provide appropriate feedback on assignments as the course progresses.  However, in addition to this feedback, I will be glad to discuss any aspect of a student's performance and/or grade at any time during the course.
Textbook and Readings.  Since this is an issue-oriented course with a focus on current strategic problems, there is no specific textbook that adequately covers the course content. Therefore, assigned readings (both classic and reasonably current) are accessible electronically through the Pitt library website, will be sent via email, or will be distributed by the instructor.  There is no textbook to purchase.  The assignments and relevant readings are listed for each topic that we will cover.
 There will be numerous handouts from the instructor during the term.  Each class participant should develop an extensive "resource book" from the readings, class notes and handouts.  

If you have a disability for which you are or may be requesting an accommodation, you are encouraged to contact both your instructor and the Office of Disability Resources and Services, 140 William Pitt Union, (412) 648-7890/(412) 383-7355 (TTY), as early as possible in the term.  DRS will verify your disability and determine reasonable accommodations for this course. 
COURSE OUTLINE 
     The following outline and topic detail provide an indication of the subject matter and issues to be discussed during the module.  Topic areas may overlap class sessions.   Modifications or changes in the topics may be made as the module progresses.
   I. Human Resource Planning: A Framework for Implementation          

The Concept of Human Resource Planning: History and Function

HR Planning as an Implementation Framework

Forecasting HR Requirements: Concept & Methods

Forecasting HR Availabilities: Concept & Methods

Developing a Human Resource Plan for Strategy Implementation
      Readings:

D. Ward, “Workforce Demand Forecasting Techniques” Human Resource Planning, 1996, Vol. 19 #1 pp. 54-55

“More Companies turn to Workforce Planning to Boost Productivity, Efficiency” 2006 (this will be sent to you)

Browse: D. M. Atwater, “Workforce Forecasting” Human Resource Planning, 1995, Vol. 18 #4, pp. 50-53
  II. Implementing HR Strategy: Functions, Programs and Execution                  

Managing a Portfolio of HR Programs & Policies

Aligning HR Programs with Strategy

Concept of a Synergistic HR System

Performance Management as an Integrated System for Implementation
      Readings (two classics):

· W. E. Fulmer, “Human Resource Management: The Right Hand of Strategy Implementation” Human Resource Planning, 1990, Vol. 13 #1 pp. 1-11.

· T. P. Bechet & J. W. Walker, “Aligning Staffing with Business Strategy” Human Resource Planning, 1993, Vol. 16 #2, pp. 1-16.

 III. Strategic HR Issue: Organizational Change 

Change in a Dynamic Competitive Context

Concept of the Change Process

Facilitating Organizational Change

Vision, Empathy, Communication and Involvement

Barriers to Change

Case Studies in Organizational Change

What is a Learning Organization?

Types of Learning: Adaptive, Reconstructive and Process

Building a Learning Organization
      Readings:

· D. Bonner, “Meet the New Chief Learning Officers” T+D, May 2002 Vol. 56 #5 pp. 80-89

· S. Fox, “The Power of Emotional Appeals in Promoting Organizational Change Programs: Executive Commentary” Academy of Management Executive, Nov. 2001, Vol. 15 #4 pp. 84-94.

· R. W. Rowden, “The Learning Organization and Strategic Change” S.A.M. Advanced Management Journal, Summer 2001, Vol. 66 #3 pp. 11-18.

IV.  Strategic HR Issue: Mergers and Acquisitions (M&A)

Drivers of Mergers and Acquisitions

Due Diligence from the HR Perspective

Employee Benefits and Non Benefits Issues in M&A

Questions of Culture Fit and Integration

Managing the M&A Process

Rebuilding after the Merger

Why Most M&A Efforts are Failures
      Readings:

· R. N. Bramson, “HR’s Role in Mergers and Acquisitions” Training & Development, October 2000, Vol. 54, #10, pp 59-67.

· S. DeVoge & J. Shiraki, “People Factors: The Missing Link in Merger Success” Compensation & Benefits Management, Winter 2000, Vol. 16 #1 pp. 26-32.

· L. S. Johnson & J. E. Rich, Jr., “Dealing with Employee Benefit Issues in Mergers & Acquisitions” (this paper will be sent to you)

V. Strategic HR Issue: Organizational Downsizing
 
Downsizing: Layoffs and Reallocation

Causes of Large Scale Personnel Reductions

Impact on the Human Organization

Managing the Downsizing Process

Criteria to Assess Downsizing

Alternatives to Downsizing

            Readings:

· J. Ciancio, “Survivor’s Syndrome” Nursing Management, May 2000, Vol 31 pp. 43-45.

· J. M. Rayburn & L. G. Rayburn, “Smart Alternatives to Downsizing” Competitiveness Review, 1999, Vol. 9 #2 pp. 49-58.

· J. H. Weakland, “Human Resources Holistic Approach to Healing Downsizing Survivors” Organization Development Journal, Summer 2001, Vol 19 #2, pp. 59-70.

· Browse S. R. Fisher. , “Downsizing in a Learning Organization: Are There Hidden Costs?” The Academy of Management Review, January 2000, Vol. 25 #1 pp. 244-251.

VI. Strategic HR Issue: Succession Planning and Key Talent Development   

The Concept and Function of Succession Planning

Identifying and Developing High Talent Personnel

The Link to Strategic Planning

Basic Elements of Succession Planning

A Model of Succession Planning

Some Case Studies of the SP Process 
      Readings:

· W. C. Byham, “A New Look at Succession” Ivey Business Journal, May/June 2002, Vol. 66, #5 pp. 10-13.

· Downs, “Who Controls Your Company’s War Room?”  Training, May 1994, Vol. 31 #5, pp. 105-109.

· W. J. Rothwell, “Putting Success Into Your Succession Planning” Journal of Business Strategy, May/June 2002, Vol. 23 #3 pp. 32-38.

The topics indicated will be covered.  In addition, as we have time and interest, we may deal with topics such as HR supply chain management, HR and organizational bankruptcy, managing employee engagement, or other relevant strategic HR topics.

Project Paper is Due at Final Class Meeting, 
