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Course Overview

For decades, human resources professionals were challenged by their roles in their organizations. The
challenge came from having significant responsibility but limited authority and influence.

These challenges took HR from record-keeping in the 1950s to the boardroom in the current decade. Through
the 1990s we worked hard to become part of a combined leadership-management team that sat alongside the
chief executive officer and other senior executives. In smaller organizations, we became key members of
management’s trusted staff. At the same time, HR began to be taught as a discipline at the undergraduate level.
We saw the expansion of professional certifications, and graduate students studied HR strategy and learned its
role and importance in the organization.

One challenge has been consistent in the last 30 years, and that lies in the mechanisms with which to develop
HR strategy and the tools to implement it. A major challenge present in the discipline is the transactional nature
of HR work. Transaction-based efforts focus on a very narrow scope of organizational objectives, and all too
often when trying to develop and implement new strategy, the organization lacks the capabilities to do so.
Transaction-based approaches cannot identify the challenges nor respond to the needs of the modern
organization. This course combines human capital approaches with human resources strategy to provide the
practitioner with a rich array of concepts and tools to create and align HR strategy to organizational goals.

Course Competencies

To successfully complete this course, you will be expected to:

Analyze components of human capital models that align to human resource
management strategy.

1

Evaluate how a strategic human resource perspective drives organizational success.2

Examine how internal and external economic and demographic shifts change how
human resource strategies respond to those changing conditions.

3

Communicate professionally with all stakeholders.4
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Syllabus  Course Materials

Required

The materials listed below are required to complete the learning activities in this course.

Integrated Materials

Many of your required books are available via the VitalSource Bookshelf link in the courseroom, located in your
Course Tools. Registered learners in a Resource Kit program can access these materials using the courseroom
link on the Friday before the course start date. Some materials are available only in hard-copy format or by using
an access code. For these materials, you will receive an email with further instructions for access. Visit the
Course Materials page on Campus for more information.
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Phillips, P. P., & Phillips, J. J. (2015). Making human capital analytics work: Measuring the ROI of human
capital processes and outcomes. New York, NY: McGraw-Hill Education. ISBN: 9780071840620
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http://media.capella.edu/CourseMedia/HRM5045/3rdPartyTranscripts/druckerNetflix.html
https://www.fedview.opm.gov/
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Unit 1   Merging HRM and Human Capital: Creating People-focused Strategies

The following optional materials are offered to provide you with a better understanding of the topics in this
course. These materials are not required to complete the course.

Introduction

Traditional human resources management (HRM) is, at least in part, a process-based transaction-centric
discipline with major compliance requirements. The field has worked hard to embrace strategy, and value has
been added with this effort. Many books and articles in the field have been researched and written attempting to
bridge transaction-based processes with more fluid approaches and techniques. Workforce management
approaches plan, prepare, and react to short- and long-term changes in employee populations and needed
prospective employees. The transactional HRM approach is often reactive. Human capital planning and
management happen when professionals execute and support a cycle that plans for, recruits, develops, and
retains and sustains a workforce that adapts to changing markets, the development and termination of
technologies, and growing global competition.

One shortfall of human capital is that it is not always well connected to the operational HRM offices. There is a
tendency for workforce planning and development to focus at the macro level, and HRM professionals work in
routine operations. Each of these areas is important, but bridging other functions to align with them will make the
difference in having an effective workforce. Workforce management bridges HRM and human capital. A
combined HRM human capital management collaboration supports employee life cycles that can meet
organizational needs and the desires of employees with framed, aspiring careers. While it is impossible to
synchronize all individual careers with organizational goals and objectives, if a portion of the employee
population chooses to be aligned, succession planning and strong employee commitment will result.

This course introduces an operational set of elements that can, and do, serve as tools and capabilities with
which to not only set the goals and objectives of HR strategy but provide an extensive set of topic areas that are
the conduit to successful strategy. We use the Human Capital to Human Resources Strategy model (pictured)
that has rich, flexible, and applicable components to meet the needs of strategic organizational leaders in even
the most complicated settings. HR strategy is typically made up of goals and objectives intended to respond to
internal and external conditions that shape the organization's operational requirements. It is not one element of a
plan, but many separate elements contributing to broader organizational goals. Until recently, these goals were
addressed in many publications and materials, but the instruments of their execution tended to be traditional
human resources driven—transactional steps within routine processes. This approach, while having some merit
for addressing individual concerns and requirements, falls short in meeting and attaining a competitive human
resources posture that can prepare, adapt, respond, and thrive in virtually any setting in which people work.

The Human Capital to Human Resources Strategy model looks at the entire cycle of an employee’s
organizational life while providing HR professionals and leaders a dashboard to "see" the state of the
organization. Once leaders can see reality in short- and long-term views, much can be done to prepare the
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organization for success instead of reacting to a crisis situation that could impact its operations and potentially
lead to a market loss.

Learning Activities

Readings

Use the Capella library to read the following:

Lawler, E. E., III, & Boudreau, J. W. (2012).Creating an effective human capital strategy. HRMagazine,
57(8), 57–59 .
McCord, P. (2014). How Netflix reinvented HR. (cover story). Harvard Business Review, 92(1/2), 70-76.

Use the Internet to complete the following:

The Drucker School of Management. (2016). How Peter Drucker's teachings are used at Netflix: Highly
aligned, loosely coupled [Video] | Transcript. Retrieved from https://www.youtube.com/watch?
v=aDVqCVKHNr0

Tawni Cranz, chief talent officer at Netflix, discussed how Peter Drucker's teachings are used in this
organization.
Running ]time: 1:26 minutes

LinkedIn Talent Solutions. (2014). The alliance: Managing talent in the networked age | Talent connect
San Francisco [Video] | Transcript. Retrieved from https://www.youtube.com/watch?v=MXruNLdbsvE

LinkedIn executive chairman and co-founder Reid Hoffman and others discuss strategies for
maintaining a new employer-employee relationship as well as recruiting, managing, and retaining
top talent in the networked age.
Running time: 34:53 minutes.

CapraTek

CapraTek is a 45-year-old company that specializes in the design and manufacture of computer server
components. You will use this virtual technology company throughout this course in assignments and other
activities, to assist you with data compilation and analysis before creating recommendations to meet
CapraTek's strategic goals.

u01s1 - Learning Components

Assess how organizational success can be achieved through investment in employees.

http://search.proquest.com.library.capella.edu/docview/1030259952?accountid=27965
https://campustools.capella.edu/redirect.aspx?linkid=3731
https://www.youtube.com/watch?v=aDVqCVKHNr0
http://media.capella.edu/CourseMedia/HRM5045/3rdPartyTranscripts/druckerNetflix.html
https://www.youtube.com/watch?v=MXruNLdbsvE
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u01d1 - The Importance of Workforce Development and Employee Investment

u01d2 - Why Human Resources Transaction-Based Strategy Is a Dated Approach

As a human resources consultant, how can you convince the leadership team of an organization you are familiar
with to take a more long-term investment approach to their human assets that will lead to a qualified, satisfied,
motivated, and committed workforce?

As you describe this organizational experience, consider the perspectives of senior leadership. Are these
leaders seeking simple solutions to the complicated challenges of the present? Are they tradition-bound? What
is their view of the HRM field? Note: These questions are not the focus of this discussion, but they help frame the
reality that HR professionals must introduce new and different concepts to manage an organization's workforce.

Response Guidelines

Read the posts of your peers and respond to two. Provide comments and questions that encourage critical
thinking and insight. Your response should extend the discussion and stimulate other learners to clarify,
strengthen, and extend their dialogue. Consider sharing professional experiences and find additional articles to
support your views. Use APA style and format, if applicable.

Course Resources

u01d1 - Learning Components

Apply knowledge of correct use of APA style.
Apply masters-level skill in critical thinking, research, and writing.
Cite and reference resources, giving appropriate credit for another’s work.
Use feedback from instructor and peers to improve writing skills.
Identify obstacles that prevent organizations from investing in employees.

You have been promoted from a human resource generalist to the position of deputy HR director for CapraTek.
Your supervisor has assigned you to help implement a workforce strategy, but she has told you that you are to
use tools that include the traditional HR areas of recruitment and selection, training and development,
compensation, and employee relations. Your boss is very traditional and is known as a no-nonsense
professional. Others see her as inflexible and behind the times.You cannot use workforce planning, workforce
management, succession planning, leadership development, reorganization, or other materials in this course.

Graduate Discussion Participation Scoring Guide

APA Style and Format

http://campustools.capella.edu/redirect.aspx?linkid=1540
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Unit 2   HRM Data, Metrics, and Analytics

Consider the following conditions as you approach the implementation of a new workforce strategy for
CapraTek:

CapraTek is having difficulty retaining all forms of engineering professionals (civil, mechanical, and
electrical).
The new president is forward-looking and has stated the HR organization is anchored in the past and
overly focused on compliance.
While there are no problems with CapraTek managers seeking promotion, the quality of these same
people is mediocre, at best.

Response Guidelines

Read the posts of your peers and respond to two. Provide comments and questions that encourage critical
thinking and insight on workforce planning and strategy implementation. Your response should extend the
discussion and stimulate other learners to clarify, strengthen, and extend their dialogue. Consider sharing
professional experiences and find additional articles to support your views. Use APA style and format, if
applicable.

Course Resources

u01d2 - Learning Components

Apply knowledge of correct use of APA style.
Assess how organizational success can be achieved through investment in employees.
Apply masters-level skill in critical thinking, research, and writing.
Cite and reference resources, giving appropriate credit for another’s work.
Use feedback from instructor and peers to improve writing skills.

Introduction

Data is changing virtually all aspects of organizational life. It has been around for decades, but technology is
making it accessible to all members of the organization. There is a great deal of data in most organizations.
Some of it is accessible, while some needs special organization that may require the HRM professional to
challenge or even break some organizational silos. There is also some data that HRM needs that is not present.
While the data structures of some fields like operations, finance, and marketing may change, this data does not

Graduate Discussion Participation Scoring Guide

APA Style and Format

http://campustools.capella.edu/redirect.aspx?linkid=1540
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tend to change as much as data associated with employee demographics, including expectations and
satisfaction. HR professionals need full access to organizational data, plus the resources to develop or purchase
their own mechanisms of data collection within the organization.

Data access within the organization is currently less of a challenge than it once was. What is still a challenge is
harvesting employee attitudes and opinions. There are functioning employee survey programs throughout the
nation and in international settings. Some are more effective than others. The presence of any survey program
that yields employee satisfaction data is helpful. A comprehensive survey program has great capabilities to
inform HR professionals, supervisors, managers, and executives of so many aspects of organizational life of
which they are not a part. The importance of employee survey programs should not be understated. We should
also recognize that the organization will benefit most from high-performing employees and employees with high
commitment. Employees with neither of these attributes are members of the organization who may or may not
want to continue to be part of it.

Technology has now given us not just the mechanisms to collect and organize data, but also to array and present
it. Data can now be depicted in dashboards or platforms that allow users from all levels of the organization to
manipulate it and maximize its value. Graphical depictions can now respond to complicated questions built from
insightful critical thinking and provide the user with accurate outputs capable of supporting decisions, which will
influence and inform HR strategy. One caution to all users of these platforms is to understand the content related
to dashboards. It is not the building of the dashboard and the supporting data, but rather the information it yields
and the decisions that it supports.

Learning Activities

Readings

Use your Making Human Capital Analytics Work text to read the following:

Chapter 1, "The Case for a Logical Approach to Analytics."
Chapter 2, "Define the Problem or Opportunity."
Chapter 5, "Plan the Project."
Chapter 6, "Collect Data."
Chapter 7, "Analyze Relationships, Causation, and Attribution."

Use the Capella library to read the following:

Lal, P. (2015). Transforming HR in the digital era: Workforce analytics can move people specialists to the
center of decision-making. Human Resource Management International Digest, 23(3), 1–4.
Numbers, numbers everywhere. (2014). Canadian HR Reporter, 27(10), 11–12.
Rafter, M. V. (2017). Cracking the code on workforce analytics. Computerworld Digital Magazine, 3(6),
22–27.

https://library.capella.edu/login?url=http://search.proquest.com/docview/1692520501?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1535247936?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1898435452?accountid=27965
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u02d1 - A Dashboard's Value in Making Critical HR Strategy Decisions

Vaccarezza, A., & Rizzi, G. (2014). Change management dashboard: An adaptive approach to lead a
change program. People and Strategy, 37(1), 46–50.
Weiner, J., Balijepally, V., & Tanniru, M. (2015). Integrating strategic and operational decision making using
data-driven dashboards: The case of St. Joseph Mercy Oakland Hospital. Journal of Healthcare
Management, 60(5), 319–330.

Multimedia

Click HRM Dashboard to see an example of this data display tool, which you will address in this unit's
assignment, Human Resources Metrics and Dashboard Development.

u02s1 - Learning Components

Study the importance of human capital and how it is measured.
Explain how HRM analytics support critical organizational decision making.

You have been asked to prepare the requirements for an HR dashboard for your organization. The dashboard
should include para-data (demographics, compensation, organizational structure, reporting structures by
position) already in your organization’s enterprise platform. You will also need to have the capability to upload
and depict attitude and opinion survey data. Take into consideration that this organization has 50,000
employees all over the United States and abroad, and they represent over 100 occupations, from merchant
sailors to marine architects.

Search the Internet for potential products to support this project, and describe them with respect to the attributes
described above. Please do consider cost, but not as a determining point. The key attribute of platform selection
is usability. How easy is it to use, upload data, create graphical depictions and array data to respond to critical
decision-influencing questions?

Response Guidelines

Read the posts of your peers and respond to two. Provide comments and questions that encourage critical
thinking and insight. Your response should extend the discussion and stimulate other learners to clarify,
strengthen, and extend their dialogue. Consider sharing professional experiences and support your posting with
references from readings and research. Use APA style and format, if applicable.

Course Resources

Graduate Discussion Participation Scoring Guide

https://library.capella.edu/login?url=http://search.proquest.com/docview/1753213053?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1733617419?accountid=27965
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u02a1 - Human Resources Metrics and Dashboard Development

u02d1 - Learning Components

Apply knowledge of correct use of APA style.
Apply masters-level skill in critical thinking, research, and writing.
Cite and reference resources, giving appropriate credit for another’s work.
Use feedback from instructor and peers to improve writing skills.
Explain how metrics, their measures, and usefulness support organizational strategy.

Overview

For this assignment, you are the newest HR business partner in a large corporation and you have been given the
task of leading the creation and deployment of an HR dashboard. Your supervisor, one of several directors
reporting to the vice president of HR, has told the VP that you are an HRM MS Capella graduate and have
completed coursework that supports HRM dashboards.

You are concerned about coordinating this task, collaborating with other areas in corporate headquarters, and
gaining consensus. You already suspect it will be difficult to get some of the data you will need because that
information is not controlled by HR. You will have to persuade several groups of directors (finance, marketing,
operations, sales, and information services) to give you access to their data. You will also be coordinating with
the benefits, compensation, and human resources information system (HRIS) areas within HR.

Your director has asked you to develop the initial concept of what the dashboard will contain and what it will look
like.  She also wants you to review other dashboards to give her an idea how yours might draw from the better
features of the ones you review. As the content expert, you have been assigned two other people, from different
departments, to work with you. One member is from the finance team and is an expert at data management. The
other member is a website developer and is strong at coding and building dashboards.

Assignment Description

The dashboard needs to provide information about the company’s employees, but not too much information;
you still have to think about protecting privacy. Your boss wants the dashboard to contain the following
information about each of the company’s employees: 

1. Hire date.
2. Job level.
3. Length of time at current pay level (but not the amount of pay).
4. Education level.
5. Diversity category.

APA Style and Format

http://campustools.capella.edu/redirect.aspx?linkid=1540
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u02d2 - Identifying Demographic Metrics and Their Meaning

6. Leadership development program participation (yes or no).

Your boss also wants to know the age range of each employee, but to protect privacy, you will need to represent
age as a generational cohort, based on your research.

Assignment Requirements

Written communication: Demonstrate graduate-level writing skills through accurate communication of
thoughts that convey the overall goals of the analysis and do not detract from the message.
References: Support your analysis with at least two academic, scholarly, or professional resources from
the Capella University Library.
Format: Resources and citations are formatted according to current APA style.
Length: 10 PowerPoint slides, not including the references list.

Refer to the Human Resources Metrics and Dashboard Development scoring guide to ensure that you meet the
grading criteria for this assignment before submission.

Note: Your instructor may also use the Writing Feedback Tool to provide feedback on your writing. In the tool,
click the linked resources for helpful writing information.

Course Resources

Common to today's business environment is the presence of powerful data management and depiction
platforms, as well as sophisticated data record systems. We can call upon these tools to provide us with HRM-
related data to assist in accessing many different aspects of organizational life. Gender, race, ethnicity, time in
the organization, training information, occupational fields, office (or section, unit, division, or branch), and
compensation levels are but a few of the data elements we can see and manipulate.

APA Style and Format

Writing Feedback Tool

HRM Dashboard | Transcript

Guidelines for Effective PowerPoint Presentations [PPTX]

http://campustools.capella.edu/redirect.aspx?linkid=1540
http://campustools.capella.edu/redirect.aspx?linkid=2037
http://media.capella.edu/CourseMedia/HRM5045/HRMDashboard/wrapper.asp
http://media.capella.edu/CourseMedia/HRM5045/HRMDashboard/transcript.html
http://campustools.capella.edu/redirect.aspx?linkid=3639
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Unit 3   Human Capital: Workforce Planning

What are some of the insights we can draw from organizational demographic data and information, and
how might it influence and inform the organization? 

Are there any important and useful demographic elements that have not been monitored?
Report them and describe why they are valuable HR demographic measures. 

What are some of the internal factors that influence and inform other demographic data elements that are
not included?

Note: There is no attributable data in these databases (algorithms are present to prevent users from identifying
individual employees from any level).

Response Guidelines

Read the posts of your peers and respond to two. Provide comments and questions that encourage critical
thinking and insight. Your response should extend the discussion and stimulate other learners to clarify,
strengthen, and extend their dialogue. Consider sharing professional experiences and find additional articles to
support your views. Use APA style and format, if applicable.

Course Resources

u02d2 - Learning Components

Apply knowledge of correct use of APA style.
Apply masters-level skill in critical thinking, research, and writing.
Cite and reference resources, giving appropriate credit for another’s work.
Use feedback from instructor and peers to improve writing skills.
Describe the value and impact HR dashboards contribute to workforce planning, workforce management,
and employee engagement programs.

Introduction

Strategic human resources is an impressive sounding discipline whose goal is to connect a high-level, big
picture organizational effort with the generally transactional nature of front-line HR operations. Traditional HR
operations are the core of the HR function and the foundation upon which a vast majority of HR professionals
have built their career expertise. It is also the professional structure of our discipline and the operational structure

Graduate Discussion Participation Scoring Guide

APA Style and Format

http://campustools.capella.edu/redirect.aspx?linkid=1540
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of HR in large corporations and government agencies. These established areas of our field are important and
have great value. They do not, however, give us the tools with which to access, adjust, create, or refine HR
strategy. Human capital planning and management must be integrated with HR practice in order to make the key
decisions and incorporate well-crafted policies. These mechanisms enable us to create and execute powerful
HR strategy with achievable and measurable goals and objectives.

Workforce planning requires dedicated systems and structures as well as HR professionals to perform the work,
conduct the analyses, and present the leadership’s strategic objectives that support the broader human resource
goals tied to corporate- or agency-level strategy. This means clearly articulated HR objectives must be set. The
objectives must include carefully crafted measures that represent human resource-related activities within the
organization and that are linked to organizational goals. Also, external data and information must be obtained,
managed, and refined to inform the organization on current and projected market shifts in key fields.

The HR organization should work to prevent critical organizational shortfalls of key contributing specialties, while
tracking data on potential groups of employees who aspire to promotion or longevity in the role they currently
hold. Also, human capital planning should execute environmental scanning to prepare for both major and minor
technological impacts that can either devastate an industry or infuse it with an incredible potential. These kinds
of efforts may meet with some obstacles in certain types of organizational cultures, including legacy
corporations, founder-run organizations, and government agencies throughout the world, that are entrenched in
rules and policies.

Learning Activities

Readings

Use your Human Resources or Human Capital? text to read the following:

Chapter 4, "Integrating and Reporting Human Capital Measures."
Chapter 8, "Building Human Capital Management Skills."

Use the Capella library to read the following:

2014 workforce development study: Skilled workforce shortage in small facilities. (2015). Plant
Engineering, 69(3), 25.
Anaplan launches strategic workforce planning apps for HR. (2015, October 22). PR Newswire.
Customized strategic workforce planning programs for midsized and larger organizations. (2017, May 25).
PR Newswire.
Demand for Anaplan workforce planning apps more than doubles. (2016, October 4). PR Newswire.
Maurer, R. (2017, February 24). How to improve workforce planning: Improve your workforce planning
efforts by studying labor market data. HRNews.
Meinert, D. (2014). What's blocking workforce change? HRMagazine, 59(11), 16.
Planning the workforce of the future. (2017). Trustee, 70(5), 20–24.

https://ebookcentral-proquest-com.library.capella.edu/lib/capella/detail.action?docID=834056
https://library.capella.edu/login?url=http://search.proquest.com/docview/1679255330?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1724924309?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1902079561?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1825401425?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1871804893?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1622081335?accountid=27965
http://ezproxy.library.capella.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=bth&AN=122876351&site=ehost-live&scope=site
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u03d1 - Overcoming Obstacles in the Creation and Execution of a Workforce Planning Program

Workforce planning: Research conducted by Crunchflow shows industry's biggest challenges. (2016,
August 1). PR Newswire.

The following required reading is available full-text in the Capella library. Search for the article by clicking the
linked title and following the instructions in the Library Guide.

Cote, D. (2013). Honeywell's CEO on how he avoided layoffs. Harvard Business Review, 91(6), 43–46.

Use the Internet to read the following:

Flatworld Solutions. (2017). Outsourcing trends for the future. Retrieved from
https://www.flatworldsolutions.com/articles/outsourcing-trends-for-future.php
Outsourcing Insight (2017). Current trends in outsourcing. Retrieved from
https://www.outsourcinginsight.com/outsourcing-trends/

As a human resources consultant, respond to the following:

What challenges might HR professionals experience when they engage with senior leaders and middle
managers on what workforce planning is and how it can influence hiring, promoting, and employee
development opportunities in the future?
What are the benefits of workforce planning in terms of having a dynamic workforce that is prepared for
short-term, mid-term, and potential long-term shifts in specific occupational markets?
How might metrics and dashboards contribute to workforce planning activities? 

Response Guidelines

Read the posts of your peers and respond to two. Provide comments and questions that encourage critical
thinking and insight. Your response should extend the discussion and stimulate other learners to clarify,
strengthen, and extend their dialogue. Consider sharing professional experiences and find additional articles to
support your views. Use APA style and format, if applicable.

Course Resources

Graduate Discussion Participation Scoring Guide

APA Style and Format

https://library.capella.edu/login?url=http://search.proquest.com/docview/1807918773?accountid=27965
https://campustools.capella.edu/redirect.aspx?linkid=3731
https://www.flatworldsolutions.com/articles/outsourcing-trends-for-future.php
https://www.outsourcinginsight.com/outsourcing-trends/
http://campustools.capella.edu/redirect.aspx?linkid=1540
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u03d2 - Organizational Responses to Shortfalls in Occupational Roles

Unit 4   Human Capital and Workforce Management

u03d1 - Learning Components

Apply knowledge of correct use of APA style.
Apply masters-level skill in critical thinking, research, and writing.
Cite and reference resources, giving appropriate credit for another’s work.
Use feedback from instructor and peers to improve writing skills.
Describe a cohesive HR strategy that meets workforce planning and management goals.
Explain the objectives and benefits of strategic workforce planning and management.

As a human resources consultant, respond to the following:

How can workforce development staff predict either shortages or overages among highly populated
occupations in the organization?
How can workforce development staff work with HR professionals working in recruitment and retention to
address shortfalls in mid-career technical and managerial roles that lack a pool of internal candidates?

Response Guidelines

Read the posts of your peers and respond to two. Provide comments and questions that encourage critical
thinking and insight. Your response should extend the discussion and stimulate other learners to clarify,
strengthen, and extend their dialogue. Consider sharing professional experiences and find additional articles to
support your views. Use APA style and format, if applicable. 

Course Resources

u03d2 - Learning Components

Apply knowledge of correct use of APA style.
Apply masters-level skill in critical thinking, research, and writing.
Cite and reference resources, giving appropriate credit for another’s work.
Use feedback from instructor and peers to improve writing skills.
Explain the role human resources plays in succession planning.

Graduate Discussion Participation Scoring Guide

APA Style and Format

http://campustools.capella.edu/redirect.aspx?linkid=1540
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Introduction

After workforce planning and before traditional organized HR functions are executed, workforce management is
the intermediary process that links these two critical structures. Workforce management frames specific plans to
support organizational objectives within an organization's employee population. This process guides HR
professionals to consider which roles to begin hiring for long before they are actually needed, which potentially
reduces current and future opportunities within the organization. The intent of effective workforce management is
to prevent surprises and ensure that pools of candidates are available for advancement and ready for expanded
technical responsibilities, or to have sufficient external applicant pools ready to support organizational needs.

Effective and successful workforce management programs support individual employee skill development,
contribute to core competencies, and lead to measurable and successful performance throughout the
organization. Refined recruiting and selection processes and selection practices are integrated into routine
hiring where it is not necessary to conduct a comprehensive position evaluation or intensive applicant screening.
The use of established and validated hiring processes by HR professionals and hiring managers can focus on
candidate selection, a key routine HR function, that seems to take more and more time as organizations grow
and internal cultures develop.

Transparency is key to an effective executive-endorsed development program and promotion policies. While
both literature and employee survey data point to the value of internal promotions, the process by which it
happens must be objective and reported to all members of the organization. Leader development programs
should be competitive, with an eye to engaging employees who have a desire to lead and not those who are
exemplary employees but whose potential for leadership roles is unknown. There are many opportunities to lead
in most organizations in limited and short-term projects. Employees who are strong performers but have no
record of leadership are often telling us they love what they do and would prefer to remain in that role.
Leadership opportunities should be open to anyone who shows desire and potential but should not be pushed
onto employees who are embarrassed to reject these well-meant leader efforts.

Learning Activities

Readings

Use your Human Resources or Human Capital? text to read the following:

Chapter 1, "How Organisations Create Value Though People."
Chapter 2, "The Value of People Themselves."

Note: Articles from the Harvard Business Review are available full-text in the Capella library. Search for these
articles by clicking the linked title and following the instructions in the Library Guide.

https://ebookcentral-proquest-com.library.capella.edu/lib/capella/detail.action?docID=834056
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u04a1 - CapraTek: Succession Planning

Use the Capella library to select three articles to read from the following on succession planning.

Church, A. H. (2014). Succession planning 2.0: Building bench through better execution. Strategic HR
Review, 13(6), 233–242.
Harrell, E. (2016). Succession planning: What the research says. Harvard Business Review, 94(12), 70–
74.
Jones, D. (2015). Agile succession planning. Training Journal, 15–18.
Sims, D. M. (2014). 5 ways to increase success in succession planning. Talent Development, 68(8), 60–
65.
Succession planning: Building leaders. (2014). Trustee, 67(9), A1–A2.
Timms, M. (2017). Top do's and don'ts of succession planning. Public Management, 99(3), 24–25.

Use the Capella library to select three articles to read from the following on leadership development
programs:

Gurdjian, P., Halbeisen, T., & Lane, K. (2014). Why leadership development programs fail. Mckinsey
Quarterly, (1), 121–126.
Gusain, N. (2017). Talent acquisition vs development: With a focus on leadership development programs.
Cornell HR Review, 1–4.
King, E., & Nesbit, P. (2015). Collusion with denial: Leadership development and its evaluation. The
Journal of Management Development, 34(2), 134–152.
Monarth, H. (2015, January 22). Evaluate your leadership development program. Harvard Business
Review Digital Articles, 2–4.
Samani, M., & Thomas, R. J. (2017, January 11). Your leadership development program needs an
overhaul. HR News, 2–5.
Wolper, J. (2016). Tackling leadership development. Talent Development, 70(12), 64–65.

CapraTek Activity

Complete CapraTek: Succession Planning to learn about the founder-based organization and its leaders.
This will be used in this unit's assignment.

Overview

There are thousands of founder-based organizations in the private and not-for-profit sectors in the United States,
and these organizations have been built over decades of hard work and long-term commitment. However,
stubbornly holding on to business conditions that were present during an organization’s origination and first
decades can threaten the organization's future. Successful change is always the product of extensive

https://library.capella.edu/login?url=http://search.proquest.com/docview/1645849526?accountid=27965
https://campustools.capella.edu/redirect.aspx?linkid=3731
https://library.capella.edu/login?url=http://search.proquest.com/docview/1791906181?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1635001279?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1652348415?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1892699836?accountid=27965
http://ezproxy.library.capella.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=bth&AN=102092440&site=ehost-live&scope=site
http://ezproxy.library.capella.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=bth&AN=122297068&site=ehost-live&scope=site
https://library.capella.edu/login?url=http://search.proquest.com/docview/1650519418?accountid=27965
http://ezproxy.library.capella.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=bth&AN=118648212&site=ehost-live&scope=site
https://library.capella.edu/login?url=http://search.proquest.com/docview/1856408177?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1850267426?accountid=27965
http://media.capella.edu/CourseMedia/HRM5045/SuccessionPlanning/wrapper.asp
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knowledge, experience, and expertise. You are a new HR professional hired to replace a long-tenured HR
director who has now been tasked with creating an organizational succession plan.

By successfully completing this assignment, you will demonstrate your proficiency in the following course
competencies and assignment criteria:

Analyze components of human capital models that align to human resource management strategy.
Evaluate how a strategic human resource perspective drives organizational success.
Examine how internal and external economic and demographic shifts change how human resource
strategies respond to those changing conditions.
Communicate professionally with all stakeholders.

Preparation

If you have not already done so, view the CapraTek: Succession Planning interactive media piece to learn more
about CapraTek, a founder-based organization, and its leaders.

Assignment Description

Based on the course readings as well as your own research, include the following in a PowerPoint presentation
to CapraTek's founder:

Explain how to address the challenges of embedded, past-focused thinking that, although of great merit in
the past, now does not represent the reality of competition, current technological advancements, or the
business environment of the organization.
Describe what techniques and approaches you would take to respond to current conditions in the
CapraTek organization.
Assess substantive challenges to the HR professional in terms of people and systems as described for
CapraTek, and interpret their effects.
Analyze courses of action and make recommendations to resolve the present challenges within CapraTek.

Select a slide template appropriate for a professional presentation. Include the content of the slides as well as a
supporting narrative. Do not overbuild your slides; use them to support what you will be saying, which should
appear at the notes portion of each slide. Your presentation should be written coherently to support a central
idea, in appropriate APA format, with correct grammar, usage, and mechanics as expected of a business
professional.

Assignment Requirements

Written communication: Demonstrate graduate-level writing skills through accurate communication of
thoughts that convey the overall goals of the analysis and do not detract from the message.
References: Support your analysis with at least two academic, scholarly, or professional resources from
the Capella University Library.
Format: Resources and citations are formatted according to current APA style.
Length: 8–10 PowerPoint slides, not including the references list.
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u04d1 - Leadership Development and Internal Promotion Programs

Font and font size: Times New Roman, 12 point.

Refer to the CapraTek: Succession Planning scoring guide to ensure that you meet the grading criteria for this
assignment before submission.

Note: Your instructor may also use the Writing Feedback Tool to provide feedback on your writing. In the tool,
click the linked resources for helpful writing information.

Course Resources

As a human resources professional, you have been assigned the task of developing and implementing an
organizational career advancement program with three tracks:

1. The first track includes a promotion within field track (WFT) that is associated with traditional supervisory and
managerial roles. These promotions will come with a new title, additional compensation, at least two direct
report employees, and program functions such as funds, logistics, real property, and transportation assets.

2. The next track is a technical WFT, and this advancement is associated with a new title, additional
compensation, and program functions as described above.

3. The last track is identical to the first but is a promotion outside of the employee track with all the attributes of
the WFT. 

How you might go about developing and implementing a program of this type? In your responses please
consider the following:

How will you recruit for and select for participants in this program?
Should all or only some employees be included? 

What type of criteria might you use to determine participation, eligibility, and selection?

Response Guidelines

APA Style and Format

Writing Feedback Tool

CapraTek: Succession Planning | Transcript

Guidelines for Effective PowerPoint Presentations [PPTX]

http://campustools.capella.edu/redirect.aspx?linkid=1540
http://campustools.capella.edu/redirect.aspx?linkid=2037
http://media.capella.edu/CourseMedia/HRM5045/SuccessionPlanning/wrapper.asp
http://media.capella.edu/CourseMedia/HRM5045/SuccessionPlanning/transcript.asp
http://campustools.capella.edu/redirect.aspx?linkid=3639
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u04d2 - Succession Planning

Read the posts of your peers and respond to two. Provide comments and questions that encourage critical
thinking and insight. Your response should extend the discussion and stimulate other learners to clarify,
strengthen, and extend their dialogue. Consider sharing professional experiences and find additional articles to
support your views. Use APA style and format, if applicable.

Course Resources

u04d1 - Learning Components

Apply knowledge of correct use of APA style.
Apply masters-level skill in critical thinking, research, and writing.
Cite and reference resources, giving appropriate credit for another’s work.
Use feedback from instructor and peers to improve writing skills.
Identify how recruitment, development, and managing promotions are essential to organizational success,
profitability, and shareholder value.

Your organization's workforce development advisory panel is made up of senior executives from four groups
(space, engineering, marketing, and technology). The panel has directed you to design and implement a
succession plan for all senior management roles.

Senior management roles supervise middle management divisions within each of the four areas.

The space group has three: sensors, platform and engines.
Engineering has mechanical, civil, and electronic.
Marketing has operations and research.
Technology only has cloud and network.

No retirements or departures are currently expected, but there is concern that the space group could have
departures based on current intensive market competition that has major compensation packages being offered
to prospective employees. In your responses, please consider the following for your succession plan design:

All succession should be internal.
Should succession be internally competitive, by panel direction, or by CEO discretion?
What other considerations should be used in the succession planning?

Graduate Discussion Participation Scoring Guide

APA Style and Format

http://campustools.capella.edu/redirect.aspx?linkid=1540
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Unit 5   Succession Planning and Leadership Development Programs

Response Guidelines

Read the posts of your peers and respond to two. Provide comments and questions that encourage critical
thinking and insight. Your response should extend the discussion and stimulate other learners to clarify,
strengthen, and extend their dialogue. Consider sharing professional experiences and find additional articles to
support your views. Use APA style and format, if applicable.

Course Resources

u04d2 - Learning Components

Apply knowledge of correct use of APA style.
Apply masters-level skill in critical thinking, research, and writing.
Cite and reference resources, giving appropriate credit for another’s work.
Use feedback from instructor and peers to improve writing skills.
Assess HR workforce planning that supports short-, mid-, and long-term talent and system needs.

Introduction

Succession planning is something that we hear a great deal about in HR media, HR textbooks, and from HR
consultants. When we ask senior leaders in large corporations, they seldom have many comments on the topic.
They will mention key roles in the organizations that require special attention. Seldom do organizations have
extensive, well-thought-out plans of advancement and replacement for their staff members. This can lead to
undesired outcomes as well as unplanned promotions or external appointments that may be hasty or a stopgap,
and not in the best interest of the organization. Some organizational environments are so unique that
acclimatization can take months or even years for a new leader to fully understand the operations of any given
department within the organization.

Leaders can craft the future of the organization through a focus on people, as well as on the business of the
business. Formalized succession planning, more than any other program of advancement for members of the
organization, can influence the future success or failure of the organization. Selecting the right employees for
leadership roles may not ensure success, but it provides the greatest environment for it to happen. We may
identify employees with potential but who may or may not be able to move into positions of higher responsibility.
Unfortunately, an ad hoc approach is not sufficiently robust to build the managerial and leadership skills that
future supervisors, managers, and executives need to be successful.

Graduate Discussion Participation Scoring Guide

APA Style and Format

http://campustools.capella.edu/redirect.aspx?linkid=1540
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For successful succession to occur, HR must design, support, and execute leadership development programs
(LDPs) that are suitable for the organization’s future needs. For small organizations, this is simply not a viable
course of action, but there are ways to support leadership development. This unit will focus on what large
organizations can accomplish through rich leadership development programs championed by one or more
senior executives. LDPs are run and executed by HR professionals, but they do this under the guidance and
stewardship of the organization's senior leaders. This stewardship is essential for a program to be effective and
receive the essential respect and value that is needed in today's competitive organizations operating in a global
setting.

Learning Activities

Readings

Use Human Resources or Human Capital? to read the following:

Chapter 3, "Motivation, Engagement and Performance."

Use the Capella library to read the following:

Simon Sinek: Why bettering yourself beats bettering the competition. (2017, March 8). B & T Weekly.
Whiteman, H. (2013, March 11). Media spotlight: Start with why by Simon Sinek. MortgageStrategy
(Online), 43.

Use the Capella library to read the following on succession planning:

Dávila, N., & Piña-Ramírez, W. (2014). Populate the pipeline. T + D, 68(2), 32–37.
Easter, T. H., & Brooks, S. (2017). Our leader is gone, now what? Creating the foundation for stable
transitions. People & Strategy, 40(1), 28–32.
Marsh, A. (2017). Solving succession: The time to handle your succession plan is now. Financial
Planning, 47(5), 34–38.
McDermott, D., & Marshall, S. (2016). Look to the future with succession planning. Chemical Engineering
Progress, 112(12), 23–26.
Simoneaux, S. L., & Stroud, C. L. (2014). Business best practices: Succession planning: Intentional and
systematic preparation for the future. Journal of Pension Benefits, 21(2), 62–63.
Wolf, S. E. (2015). How to best conduct CEO succession planning. The Corporate Governance Advisor,
23(5), 1–4.

Use the Capella library to read the following on leadership development programs:

Canals, J. (2014). Global leadership development, strategic alignment and CEOs commitment. The
Journal of Management Development, 33(5), 487–502.

https://ebookcentral-proquest-com.library.capella.edu/lib/capella/detail.action?docID=834056
https://library.capella.edu/login?url=http://search.proquest.com/docview/1877393990?accountid=27965
http://ezproxy.library.capella.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=bth&AN=86021643&site=ehost-live&scope=site
https://library.capella.edu/login?url=http://search.proquest.com/docview/1500362232?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1860283938?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1893633533?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1852723412?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1468439349?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1712750540?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1523431639?accountid=27965
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u05d1 - Building an Organizational Leadership Development Program

Corner, J. (2014). The fast are eating the slow: Mentoring for leadership development as a competitive
method. Industrial and Commercial Training, 46(1), 29–33.
Day, D. V., Fleenor, J. W., Atwater, L. E., Sturm, R. E., & McKee, R. A. (2014). Advances in leader and
leadership development: A review of 25 years of research and theory. The Leadership Quarterly, 25(1),
63–82.
Goldman, E. F., Wesner, M., Plack, M. M., Manikoth, N. N., & Haywood, Y. (2014). Secondhand learning
from graduates of leadership development programs. Journal of Workplace Learning, 26(8), 511–528.
Packard, T., & Jones, L. (2015). An outcomes evaluation of a leadership development initiative. The
Journal of Management Development, 34(2), 153–168.
Stevenson, B. (2014). Five reasons why leadership development programmes fail. Human Resources
Magazine, 19(4), 16–17.

Among the hardest challenges HR professionals face in large organizations is the process of building a
leadership development program (LDP) that will meet the needs of varied operational roles, such as information
technology, sales, research and development, engineering, and e-marketing. The roles and functions of all these
disciplines are different, and as HR training and development professionals, we have to work at understanding
these roles and what they have in common and what is unique to each. This is a requirement in order to
establish and maintain credibility within the organization. The HR team is being given the charge of developing
future leaders, and we have to embrace the role with professionalism. We must be prepared to present well-
researched, quality training and developmental opportunities that expose prospective leaders to opportunities to
grow and thrive. When you are leading or executing a part of the LDP for a large organization, business acumen
is an expectation from all members of the team.

For this discussion, respond to the following:

If you were assigned to develop and implement a leadership development program in a large organization,
what resources would you seek out?
What attributes and skills would you require your team members to have?
What would you recommend as processes to select employees for this program?
How long should the LDP be?
Should there be different LDP levels? If so, what should they be?

Response Guidelines

Read the posts of your peers and respond to two. Provide comments and questions that encourage critical
thinking and insight regarding LDPs. Your response should extend the discussion and stimulate other learners to

https://library.capella.edu/login?url=http://search.proquest.com/docview/1507644152?accountid=27965
http://www.sciencedirect.com.library.capella.edu/science/article/pii/S1048984313001197?_rdoc=1&_fmt=high&_origin=gateway&_docanchor=&md5=b8429449ccfc9c30159a5f9aeaa92ffb&ccp=y
https://library.capella.edu/login?url=http://search.proquest.com/docview/1634006863?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1650519496?accountid=27965
http://ezproxy.library.capella.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=bth&AN=99081483&site=ehost-live&scope=site
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Unit 6   The High-Potential Employee

clarify, strengthen, and extend their dialogue. Consider sharing professional experiences and find additional
articles to support your views. Use APA style and format, if applicable.

Course Resources

u05d1 - Learning Components

Apply knowledge of correct use of APA style.
Apply masters-level skill in critical thinking, research, and writing.
Cite and reference resources, giving appropriate credit for another’s work.
Use feedback from instructor and peers to improve writing skills.
Assess techniques for effective succession planning and leadership development programs.

Introduction

Throughout the nation, in thousands of private and public sector organizations, in non-profits, and in the military,
there are employees considered high-potential (HI-PO). This is a concept that has been popular for years but
that comes with both strengths and weaknesses. Throughout a career at any organization, an employee will not
typically be a consistently superior performer. All professional lives are affected by complicated personal lives.
Organizational leaders today know this well and no longer expect that family responsibilities are forgotten at the
door. While not everyone in an organization may have HI-PO attributes, there are more of these employees than
there were in the past.

Common to some organizations was the attitude that if you got categorized as a HI-PO, you had it made. While
this might be somewhat exaggerated, it is not without merit. Many dated attitudes including sexism, prejudice,
and blatant discrimination sometimes drove selection. In some organizations a legacy (the offspring of a highly
regarded member of the organization) could find himself in a program he simply had not earned. Many
organizations have experienced these negative conditions in the past, and some still do today. This unit is
oriented toward that idea of inclusion as a major component of identifying high-potential employees.

Once employees are recognized in this category, what does it mean? In fact is it fair to have employees in this
category? The answer is yes. These employees should never be guaranteed opportunities other employees are
not. If this happens, there are ethical concerns in the process. HI-PO employees can be of great benefit for the
organization and should be valued, but at the same time, care should be taken to ensure competitive
opportunities exist in the workplace. It is perfectly reasonable to provide HI-PO employees opportunities to work

Graduate Discussion Participation Scoring Guide

APA Style and Format

http://campustools.capella.edu/redirect.aspx?linkid=1540
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in fields outside their areas of expertise, for development and also to offer opportunities in leadership
development programs. In some organizations HI-PO employees are promoted faster, but this is a function of
merit and potential and not simply a function of identification as HI-PO.

Lastly and most importantly, HI-PO employees can change the trajectory of an organization and introduce
innovation and change that can overcome major challenges in the public sector and create unique products in
the private sector that could theoretically reframe the financial future of an organization. They are important and
may be in positions to make major contributions, but as with all members of the organization, they have to be in
a position to earn their future successes and recognition.

Learning Activities

Readings

Use your Human Resources or Human Capital? text to review the following:

Chapter 8, "Building Human Capital Management Skills."

Use the Capella library to read the following on high-potential employees:

Chamorro-Premuzic, T. (2017). Why most high potential programs fail: Four common flaws. Workforce,
96(3), 40–41.
Craig, M. (2015). Cost effectiveness of retaining top internal talent in contrast to recruiting top talent.
Competition Forum, 13(2), 203–209.
Downs, L. (2015). Star talent: Investing in high-potential employees for organizational success. Industrial
and Commercial Training, 47(7), 349–355.
Dutton, G. (2015). High potentials: Tell them or not? Training, 52(4), 26–28, 30–31.
Hamori, M., Koyuncu, B., Cao, J., & Graf, T. (2015). What high-potential young managers want. MIT Sloan
Management Review, 57(1), 61–68.
Nolan, L. S. (2015). The roar of millennials: Retaining top talent in the workplace. Journal of Leadership,
Accountability and Ethics, 12(5), 69–75.
Parrey, D. (2014). Accelerating high potential development. Chief Learning Officer, 13(10), 26–47.
Peteriglieri, J., & Peteriglieri, G. (2017). The talent curse. Harvard Business Review, 95(3), 88–94.

This article is available full-text in the Capella library. Search for it by clicking the linked title and
following the instructions in the Library Guide.

Zenger, J., & Folkman, J. (2017). Companies are bad at identifying high-potential employees. Harvard
Business Review Digital Articles, 2–5.

CapraTek Activity

https://ebookcentral-proquest-com.library.capella.edu/lib/capella/detail.action?docID=834056
http://ezproxy.library.capella.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=bth&AN=122655352&site=ehost-live&scope=site
https://library.capella.edu/login?url=http://search.proquest.com/docview/1755486050?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1713500504?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1703537530?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1719425842?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1764139209?accountid=27965
http://ezproxy.library.capella.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=bth&AN=98381686&site=ehost-live&scope=site
https://campustools.capella.edu/redirect.aspx?linkid=3731
http://ezproxy.library.capella.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=bth&AN=121448068&site=ehost-live&scope=site
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u06a1 - CapraTek: Leadership Development and High-Potential Employees

Complete CapraTek: Leadership Development and High-Potential Employees to learn more about the
organization and its leadership that will be used in this unit's assignment.

Overview

For this assignment, you have been hired as the HR training and development team leader for a Fortune 50
organization. Your responsibilities include the creation of an employee leadership development program outline
and recommendations for the formalization of a loosely defined group of employees who are referred to as the
high-potential group (HI-PO). However, you report to a traditional, tenured, compliance-based HR director who is
seeking a strong rationale and concrete recommendations.

By successfully completing this assignment, you will demonstrate your proficiency in the following course
competencies and assignment criteria:

Analyze components of human capital models that align to human resource management strategy.
Evaluate how a strategic human resource perspective drives organizational success.
Examine how internal and external economic and demographic shifts change how human resource
strategies respond to those changing conditions.
Communicate professionally with all stakeholders.

Preparation

If you have not already done so, view the CapraTek: Leadership Development and High-Potential Employees
interaction to learn more about this organization and its leadership.

Assignment Description

Based on the course materials as well as your own research, use a template of your choice to create a training
program outline and your HI-PO recommendations for CapraTek that include the following:

Evaluate the leadership development program selection criteria for CapraTek. List the criteria, including
necessary qualifications and the performance record the employee should have.
Assess the strengths and weaknesses of the leadership development program.
Assess the potential positive and negative impacts of the high-potential group program.
Discuss the course materials related to HR's responsibilities conducted in an environment like CapraTek.

Your training program outline should be written coherently to support a central idea, in appropriate APA format,
with correct grammar, usage, and mechanics as expected of a business professional.

http://media.capella.edu/CourseMedia/HRM5045/LeadershipDevelopment/wrapper.asp
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Assignment Requirements

Written communication: Demonstrate graduate-level writing skills through accurate communication of
thoughts that convey the overall goals of the analysis and do not detract from the message.
References: Support your analysis with at least two academic, scholarly, or professional resources from
the Capella University Library.
Format: Resources and citations are formatted according to current APA style.
Length: 3–4 pages, not including the references list.
Font and font size: Times New Roman, 12 point.

Refer to the CapraTek: Leadership Development and High-Potential Employees scoring guide to ensure that
you meet the grading criteria for this assignment before submission.

Note: Your instructor may also use the Writing Feedback Tool to provide feedback on your writing. In the tool,
click the linked resources for helpful writing information.

Course Resources

For this discussion, assume the role of vice president for human resources of a large, U.S.-based corporation.
You have been assigned to partner with three other VPs in sales, information technology, and finance to panel
and review recommendations by supervisors for a very small number of individuals whom they consider to be HI-
PO employees. As the HR professional, you will guide the process of selection, and you will have a vote in the
selection process. Your task is to develop criteria with which you might select HI-PO employees (or throw the
entire concept away and simply evaluate each potential HI-PO employee without criteria). Below are possible
criteria for consideration. Support your recommendations for evaluating HI-PO employees with or without
criteria.

HI-PO employees will automatically be considered for promotion in any opportunity in the organization at
the compensation level above them.
HI-PO employees will be given opportunities to rotate to departments aside from their own.

APA Style and Format

Writing Feedback Tool

CapraTek: Leadership Development and High-Potential Employees | Transcript

http://campustools.capella.edu/redirect.aspx?linkid=1540
http://campustools.capella.edu/redirect.aspx?linkid=2037
http://media.capella.edu/CourseMedia/HRM5045/LeadershipDevelopment/wrapper.asp
http://media.capella.edu/CourseMedia/HRM5045/LeadershipDevelopment/transcript.asp
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Unit 7   Organizational Design and Structures

Response Guidelines

Read the posts of your peers and respond to two. Provide comments and questions that encourage critical
thinking and insight for HI-PO employee selection. Your response should extend the discussion and stimulate
other learners to clarify, strengthen, and extend their dialogue. Consider sharing professional experiences and
find additional articles to support your views. Use APA style and format, if applicable.

Course Resources

u06d1 - Learning Components

Apply knowledge of correct use of APA style.
Apply masters-level skill in critical thinking, research, and writing.
Cite and reference resources, giving appropriate credit for another’s work.
Use feedback from instructor and peers to improve writing skills.
Identify organizational processes used to grow internal leaders, or those sourced externally, to balance
management perspectives and philosophies.

Introduction

Throughout our work lives we will operate in organizations of all sizes. Some organizations will be startups, while
others will be vast corporations delivering products, or services, or both all over the world. The larger the
organization the more complicated its structure.

Change and the Flat Organization

Since the mid-1990s, we have seen organizations shift away from hierarchical structures with many layers of
command and control mechanisms. These changes have been lauded as great improvements and progressive
shifts in the encouragement of autonomy by both groups and individuals. We have seen an increase in flat
organizations, which seems very effective and operationally viable. The creators of these flat companies and
government structures meant well, but only in present terms and mechanistic industrial era perspectives. The
advancement of technology requires more than optimized redesign. Organic designs should be considered, and
some additional levels of supervision that are reflective of real requirements can make a big difference,
protecting leaders for large spans of control with direct reports with radically different duties. Designing

Graduate Discussion Participation Scoring Guide

APA Style and Format

http://campustools.capella.edu/redirect.aspx?linkid=1540
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organizations to adapt, to serve their mission, and to support reporting relationships should be foremost. Never
forget that there are people in every organizational chart.

Second- and Third-Order Effects of the Flat Organization

The flat organization is an efficient and effective operational design for the short-term welfare of the organization,
but a thoughtless design for its long-term growth and prosperity. It is also a shortsighted approach in its effects
and response to the needs to grow and develop leaders and experts in their respective fields. It is, in the long-
term, a depreciation of the organization as a powerful competitor in its market. It falls short in the process of
regenerating talent and assumes that when needed in the future it will be there, without planning or resourcing for
it. Flat organization advocates appear hopeful that leaders will simply rise within the organization without
developmental opportunities, and that the necessary skills to supervise, lead, and manage resources are
something that naturally come with maturity and experience. This is not impossible, but it is very improbable. If
your organization chooses flat design, consider robust succession planning and either employ an internal
leadership development program or an outsourced one, because your future leaders have to be developed.
There is some sort of myth that leaders develop in their current client-facing or expert roles. They do not develop
as much managerial skills or leadership as organizations need. Specific efforts and resources have to be
dedicated to this effort in order to have positive outcomes.

The Flexible Organization and Being Organic

As organizations grow, management layers often increase in number, harvesting their new authority and
decision-making powers from lower levels. Managers engage in power struggles to gain authority over ill-
defined areas of responsibility and accountability. This will sometimes drive and reignite dialogue and the
restructuring of organizational lines and boundaries. For these reasons there is value in the use of flexible
boundaries. Flexible boundaries allow for restructuring as needs arise and markets shifts or suppliers change.
When restructured, organizations in the past thought only in terms of things to get done and where
responsibilities for major areas of operations would lie. While this is not inaccurate, it was and is incomplete.
There are second- and third-order effects that will influence the success or failure of any implemented
organizational restructuring as a function of change and shifts in strategy.

From the impact and power that individuals possess, members of organizational elements have an impact on
how work gets done. Existing differences among leaders and followers in current structures are realities of
human relations. While position descriptions can define required qualifications, organizational members are all
unique with strong skills that lead organizations to success and market dominance. Reorganizations are
affected by all of the above. To accomplish successful organizational changes in hierarchical structure, we need
to go further than the mechanistic and inflexible ideas of the past. We must also understand that the flat
organization sounded good, but it was a badly configured solution to business environments of great variety. It
removed obstacles but did so in a shortsighted way.

The Organic Organization and Resiliency

At the core of successfully restructuring an organization is the resiliency that comes with a healthy organization
where commitment is high and trust exists among its membership. Weak organizations where doubt and
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individual agendas are the norm are examples of organizations that lack resiliency and will have a difficult time in
any major organizational transitions. While there are many important strategy-based reasons to alter the
framework of an organization, seldom are post-reorganization forms measured for success as compared to
past structures. Around all of the reforming and cubical changes, direct-report shifts and new titles make
organizational members worry about how their work life will change, how the new supervisor will work with them,
and what difficult challenges they will face. Organizational change is a must if we adjust or create new strategy.
However, strategy shifts take place through change that people must be ready for. Change alone will not bring
value, and it cannot be created by shifts in organizational charts and reporting responsibilities. We must provide
conditions that create and sustain resiliency. Once this is present, change can come based on planned, organic
restructuring.

Learning Activities

Readings

Use the Capella library to read the following:

Bellini, C., Pereira, R., & Becker, J. L. (2016). Organizational structure and enterprise systems
implementation: Theoretical measures and a benchmark for customer teams. Information Technology &
People, 29(3), 527–555.
Dosi, G., & Marengo, L. (2015). The dynamics of organizational structures and performances under
diverging distributions of knowledge and different power structures. Journal of Institutional Economics,
11(3), 535–559.
Gobble, M. M. (2015). Designing for change. Research Technology Management, 58(3), 64–66.
McCarty, T. D., & Gottschalk, D. (2014). Capabilities of the new strategic organization. Journal of
Corporate Real Estate, 16(4), 290–298.
Pereira-Moliner, J., Pertusa-Ortega, E. M., Tarí, J. J., López-Gamero, M. D., & Molina-Azorín, J. F. (2016).
Organizational design, quality management and competitive advantage in hotels. International Journal of
Contemporary Hospitality Management, 28(4), 762–784.
Shahabadi, M. E., & Pourkiani, M. (2014). Explanation of the relationships between different types of
organizational structure and strategic capabilities of employees: Descriptive analysis. Kuwait Chapter of
the Arabian Journal of Business and Management Review, 4(1), 96–106.
Yeo, R. K., & Marquardt, M. J. (2015). Think before you act: Organizing structures of action in technology-
induced change. Journal of Organizational Change Management, 28(4), 511–528.

u07s1 - Learning Components

Examine the strategic choices an organization faces in redesigning its structure.

https://library.capella.edu/login?url=http://search.proquest.com/docview/1801619683?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1700284474?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1682657682?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1660744224?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1826442953?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1564432006?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1698355589?accountid=27965
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Unit 8   Change Management

Read Unit 7 Discussion Scenarios, linked in the Resources, and choose one scenario to respond to for this
unit’s discussion.

Response Guidelines

Read the posts of your peers and respond to two. Provide comments and questions that encourage critical
thinking and insight. Your response should extend the discussion and stimulate other learners to clarify,
strengthen, and extend their dialogue. Consider sharing professional experiences and find additional articles to
support your views. Use APA style and format, if applicable.

Course Resources

u07d1 - Learning Components

Apply knowledge of correct use of APA style.
Examine the strategic choices an organization faces in redesigning its structure.
Apply masters-level skill in critical thinking, research, and writing.
Cite and reference resources, giving appropriate credit for another’s work.
Use feedback from instructor and peers to improve writing skills.

Introduction

This week's focus is on change management. We will take a look at culture changes, leadership transitions, and
organizational restructuring that are among the changes that impact organizations and their goals.

Culture Change

Few aspects of any organization represent a more important and powerful force than its culture. Culture is its
strength and its weakness. It guides an organization’s success and can become its painful Achilles' heel if it

Graduate Discussion Participation Scoring Guide

APA Style and Format

Unit 7 Discussion Scenarios

http://campustools.capella.edu/redirect.aspx?linkid=1540
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matures and fails to change. Many organizations like Netflix are growing and thriving with an open and constantly
changing culture. Organizations have pushed forward conditions of freedom and responsibility and put a focus
on promotions and development of employees who are paid at the top of the market. This pay policy tells the HR
professional that the leadership wants to compete at the top of the market by attracting top talent. Among the
attributes that define Netflix’s top talent are judgment, communication, curiosity, and innovation, which are all
powerful mechanisms of change. They are also lightening rods of conflict within organizations because
traditionalists, often aligned with transactional leaders, will work to stifle innovation. There is a great deal more to
Netflix’s culture and it is one excellent model of modern success.

Leadership Transition

Leadership transitions would not seem to be a major area of concern, in and of themselves. One would think that
leaders can be on-boarded and effect change just like any other individual employee. This is far from the case.
The transition is much more than the impact on one employee. Leaders are usually quite different from each
other, and that translates into different approaches, views, and outcomes. Without a formal transition process
that is well paced and well organized, a leader's transition can get the entire organization off on the wrong foot. It
really takes very little. The direct reports to leaders and their superiors in the organization, if there are any, should
carefully craft and design how a leadership transition is conducted. From temperament, to generation, to
professional background, all of the differences will lead to a moderate to significant difference in how the
organization will run in the future.

Organizational Restructuring

In the 1990s, it was common for organizations to turn on a dime and attempt to shift organizational strategy by
many reorganizations—which after a time became more destructive and contributed to unfavorable employee
response. Often new organizational structures had no real impact, but they were the tangible outcome of
transactional leaders attempting to make visible change that was useful to put into their performance appraisals.
This sort of reorganization had long-term negative impacts on the leadership climate of the organization and did
grave damage to the organization’s ability to be open to new processes and changes. There are positive and
effective ways to change organizational structures that are not inherently traumatic and can be effected in less
damaging ways than a simple announcement followed by a new organizational chart on the organization's
intranet.

Learning Activities

Readings

Use the Capella library to read the following. Note: Articles from the Harvard Business Review are available
full-text in the Capella library. Search for these articles by clicking the linked title and following the instructions in
the Library Guide.
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Anthony, S., & Schwartz, E. I. (2017, May 8). What the best transformational leaders do. Harvard Business
Review Digital Articles, 2–9.
Armstrong, J. (2017). Overcoming common barriers to a successful change initiative. Quality, 56(6), 42–
43.
Bertolini, M., Duncan, D., & Waldeck, A. (2015). Knowing when to reinvent. Harvard Business Review,
93(12), 90–101.
Daly, R. (2014). Building blocks for organizational change. Healthcare Financial Management, 68(5), 68–
73.
Fairest, J. (2014, July/August). Leading employees through major organizational change. Ivey Business
Journal Online.
Goleman, D. (2000). Leadership that gets results. Harvard Business Review, 78(2), 78–90.
Johnson, P. (2016). Leadership, emotional intelligence & organizational change. Leadership Excellence
Essentials, 33(2), 12.
Lorsch, J. W., & McTague, E. (2016). Culture is not the culprit. Harvard Business Review, 94(4), 96–105.
Malone, P. (2016). What we can all learn from the government about organizational change. Talent
Development, 70(12), 52–57.
Stoller, T. (2017, March). Motivation in change. Training Journal, 13–15.
de Vries, M. K. (2013). The eight archetypes of leadership (cover story). Harvard Business Review Digital
Articles, 2-4.
White, P. (2016). Change again? Talent Development, 70(9), 32–36.

u08s1 - Learning Components

Examine methods to engage employees toward embracing required changes that support organizational
goals and employee development and advancement.
Describe how successful change includes culture change, leadership transitions, organizational
restructuring, market shifts, global expansion, and technological shifts.

Read the organizational scenario for this discussion in the Unit 8 Discussion Scenarios document, linked in the
Resources. Respond to the following:

What can the HR VP do to make the new CEO transition a positive one from his perspective?
What can the HR VP do to make the new CEO transition a positive one from the perspectives of the
employees, managers, and professional staff?

Response Guidelines

Read the posts of your peers and respond to two. Provide comments and questions that encourage critical
thinking and insight. Your response should extend the discussion and stimulate other learners to clarify,

http://ezproxy.library.capella.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=bth&AN=123066808&site=ehost-live&scope=site
https://library.capella.edu/login?url=http://search.proquest.com/docview/1909701195?accountid=27965
https://campustools.capella.edu/redirect.aspx?linkid=3731
https://library.capella.edu/login?url=http://search.proquest.com/docview/1551843710?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1556018438?accountid=27965
https://campustools.capella.edu/redirect.aspx?linkid=3731
https://library.capella.edu/login?url=http://search.proquest.com/docview/1766801100?accountid=27965
https://campustools.capella.edu/redirect.aspx?linkid=3731
https://library.capella.edu/login?url=http://search.proquest.com/docview/1850267465?accountid=27965
http://ezproxy.library.capella.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=bth&AN=121750236&site=ehost-live&scope=site
http://library.capella.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=bth&AN=123076114&site=ehost-live&scope=site
http://ezproxy.library.capella.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=ehh&AN=118308071&site=ehost-live&scope=site
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strengthen, and extend their dialogue. Consider sharing professional experiences and find additional articles to
support your views. Use APA style and format, if applicable.

Course Resources

u08d1 - Learning Components

Apply knowledge of correct use of APA style.
Examine methods to engage employees toward embracing required changes that support organizational
goals and employee development and advancement.
Apply masters-level skill in critical thinking, research, and writing.
Cite and reference resources, giving appropriate credit for another’s work.
Use feedback from instructor and peers to improve writing skills.

Read the organizational scenario for this discussion in the Unit 8 Discussion Scenarios document, linked in the
Resources. Respond to the following:

What can the HR VP do to present these leadership challenges to the new CEO as they are and take a
rational approach to the situation that balances the new CEO’s leadership philosophy with effective
employees? Please do not use standard transactional approaches in your response, such as progressive
discipline for both supervisors.

Response Guidelines

Read the posts of your peers and respond to two. Provide comments and questions that encourage critical
thinking and insight on this leadership transition scenario. Your response should extend the discussion and
stimulate other learners to clarify, strengthen, and extend their dialogue. Consider sharing professional
experiences and find additional articles to support your views. Use APA style and format, if applicable.

Course Resources

Graduate Discussion Participation Scoring Guide

APA Style and Format

Unit 8 Discussion Scenarios

Graduate Discussion Participation Scoring Guide

http://campustools.capella.edu/redirect.aspx?linkid=1540
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Unit 9   Employee Engagement

u08d2 - Learning Components

Apply knowledge of correct use of APA style.
Apply masters-level skill in critical thinking, research, and writing.
Describe how successful change includes culture change, leadership transitions, organizational
restructuring, market shifts, global expansion, and technological shifts.
Cite and reference resources, giving appropriate credit for another’s work.
Use feedback from instructor and peers to improve writing skills.

Introduction

We hear a great deal about employee engagement and its impact on organizational success, teams, and
individual performances. These observations are quite correct and have enormous implications. The reality of
these implications is somewhat daunting, as they require a great deal of change in how human resource
professionals practice in their field. While we will still be involved in the transaction functions of recruiting,
staffing, training and development, and compensation management, these functions will be more and more
supported by technology. The area of employee engagement begins to move the field of HR away from the
traditional transactional to the transformational, with more consultation and scientifically focused tasks.

The Society for Human Resources Management (SHRM) has led the field in developing and establishing
consultation and critical evaluation as key competencies for HR professionals. Consultation includes problem
solving, analytical reasoning, coaching, people management, and project management. Critical evaluation
includes decision making, critical thinking, measurement, research methodology, inquisitiveness, and
knowledge management. All of these competencies are essential in the development and execution of a
successful and effective employee engagement program.

In the past, HR professionals and organizational leaders made many assumptions about employee preferences
and expectations. In short, they guessed, and often they guessed wrongly. We now work with comprehensive
programs of engagement that seek out the opinions and attitudes of all members of the organization in order to
achieve a state of awareness, giving us access into what people at all levels of the organization really believe.
This data is obtained through the use of many different types of surveys deployed to employees through many
different mechanisms-from smart phones to tablets to traditional PCs and laptops. Survey development is an
important and challenging process for HR professionals currently and it will continue to be in the future due to
changing knowledge and skill requirements.

APA Style and Format

Unit 8 Discussion Scenarios

http://campustools.capella.edu/redirect.aspx?linkid=1540
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If management knows and understands the opinions and attitudes of employees, the right retention will happen,
talent programs will be accurately developed, and business outcomes will be achieved. While organizations
should be concerned about retention, they should be aware that some turnover is a healthy organizational
attribute. Some employees are not always suited for an organization and will find other companies or agencies
in which they will thrive.

Learning Activities

Readings

Use the Capella library to read the following:

Atos awarded for employee engagement company of the year and wellbeing winner at North American
Employee Engagement Awards 2016. (2016, July 21). PR Newswire.
Fyfe-Mills, K. (2016). Transparency on the menu. Talent Development, 70(3), 22–24.
Leeds, J. P., & Nierle, D. (2014). Engaging in healthy debate over employee engagement. Public
Manager, 43(4), 61–64.
Maritz motivation solutions, the Maritz Institute and the Employee Engagement Awards developing new
model for employee engagement. (2016, August 31). Global Data Point.
Tladinyane, R., & van der Merwe, M. (2016). Career adaptability and employee engagement of adults
employed in an insurance company: An exploratory study. SA Journal of Human Resource Management,
14(1), 1–9.
Ünal, Z. M., & Turgut, T. (2015). The buzzword: Employee engagement. Does person-organization fit
contribute to employee engagement? Iranian Journal of Management Studies, 8(2), 157–179.
Zhang, T., Avery, G. C., Bergsteiner, H., & More, E. (2014). Do follower characteristics moderate
leadership and employee engagement? Journal of Global Responsibility, 5(2), 269–288.

Use the Internet to read the following:

Society for Human Resource Management (SHRM). (2017). About the competency model. Retrieved from
https://www.shrm.org/learningandcareer/competency-model/pages/default.aspx
U.S. Office of Personnel Management. (2016). 2016 federal employee viewpoint survey. Retrieved from
https://www.fedview.opm.gov/

u09s1 - Learning Components

Assess how high performing organizations align employee contributions to business outcomes and how
adaptive workforces sustain both engagement and performance in the long-term.

https://library.capella.edu/login?url=http://search.proquest.com/docview/1805758941?accountid=27965
http://ezproxy.library.capella.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=aph&AN=113438680&site=ehost-live&scope=site
https://library.capella.edu/login?url=http://search.proquest.com/docview/1636192397?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1815512540?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1797885435?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1682163280?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1660760688?accountid=27965
https://www.shrm.org/learningandcareer/competency-model/pages/default.aspx
https://www.fedview.opm.gov/
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Unit 10   Integrating Human Capital Processes Into Human Resources Strategies

For this discussion, you should assume the role of vice president for human resources of a large U.S.-based
corporation. The organization has had a spike in turnover within a critical division of the corporation currently
engaged in work that could revolutionize the market. The organization's annual leadership climate (leader
behavior and treatment of direct reports at all levels) and employee satisfaction (compensation, conditions of
work, opportunities, and areas of concern) survey is within two weeks of being deployed. The survey is intended
as a census and not a sample; all employees will receive one. Respond to the following:

What might HR do to determine the reason for the turnover?
What changes might HR want to make to the survey?

Response Guidelines

Read the posts of your peers and respond to two. Provide comments and questions that encourage critical
thinking and insight on high organizational turnover rates. Your response should extend the discussion and
stimulate other learners to clarify, strengthen, and extend their dialogue. Consider sharing professional
experiences and find additional articles to support your views. Use APA style and format, if applicable.

Course Resources

u09d1 - Learning Components

Apply knowledge of correct use of APA style.
Apply masters-level skill in critical thinking, research, and writing.
Cite and reference resources, giving appropriate credit for another’s work.
Use feedback from instructor and peers to improve writing skills.
Describe how organizations should focus on improving employee engagement and retention to improve
talent and business outcomes.

Introduction

It is time to link together all the aspects of human capital with HR strategy. The prior course assignments
challenged you to work in succession planning and topics related to high-performance employees, as well as
pulling together the essential components of an HR dashboard. This unit's assignment incorporates the Human

Graduate Discussion Participation Scoring Guide

APA Style and Format

http://campustools.capella.edu/redirect.aspx?linkid=1540
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Capital to Human Resources Strategy model first presented in Unit 1 of this course. The elements of this model
will build upon your knowledge of HR strategy to go beyond traditional methods and provide a comprehensive
perspective for execution.

We began by using HR metrics drawn from an organization’s HR dashboard. HR professionals use workforce
planning to assess occupational roles and to determine how current staffing postures reveal trends that will
impact key fields and positions in the future. This assessment includes not only managerial roles but also key
technical roles most closely aligned with business operations. By using workforce planning, we can support both
leadership development programs that support a range of future needs as well as provide competitive
opportunities to internal employees. If an organization also identifies high-potential employees, then working
them into a more formal development program will augment a cohort of employees that can serve as candidates
for key positions as they arise. Employees are not guaranteed promotions, but regardless of where their future
takes them, the opportunities to be in a leadership development program or to be identified as a high-potential
employee in technical or managerial paths will be of great individual and organizational value. Workforce
planning helps us identify future needs; workforce management is the mechanism by which we actually manage
leadership development programs, lateral developmental opportunities, and promotion opportunities. This effort
is intended to be a joint process, with the organization’s executive leadership guiding it, all the while involving
senior managers and HR professionals in the execution. Depending on the size of the organization, the time
involved will vary, but the larger the organization, the more resources that can be dedicated, and the more likely it
is to attain the intended outcomes of the organization’s most senior leaders.

The Human Capital to Human Resources Strategy Model is designed to support the organization’s capability to
project what the employee posture will be by specialty and role in the future. It also guides executives who want
to make effective decisions to ensure key leadership roles have sufficient candidates from which to select. This
also supports the development of candidate pools for essential technical roles critical to the success of the
organization. Both of these processes are essential for the future success of the organization and can prevent
difficult and poor internal or external selections. A bad hire can take too long to adapt to his or her new role or
simply fail for lack of expertise, leadership ability, or cultural knowledge of the organization. The clever HR
professional realizes that there simply may not be any external candidates who have the right technical expertise
for some roles. It is HR’s job to make sure they help the organization identify and grow the right people for these
unique roles. Today, in the high-tech environments, including the Internet of things, nanotechnology, and the
coming wave of autonomous vehicles, we will no doubt bring a vast demand for technical expertise never before
seen.

While it is recognized that external recruiting is a valuable tool to prevent organizational phenomena such as
"group think,” it is equally destructive to appoint an external candidate who is simply not ready, because he
knows so little about the organization’s culture. In groundbreaking technologies and industries, or even in
common ones, operational processes vary and internal candidates will have a clear edge. Additionally, the
economy can impact hiring in any industry or organization. During a tight labor market, sourcing open positions
can be very difficult and, where new technologies are involved, the process of obtaining a strong candidate pool
can be daunting for the HR professional—even when it is outsourced.

There are many benefits to the Human Capital to Human Resources Strategy model. Among them is the value of
long range planning and development for future leaders and technical experts as well as the integration of
diversity and gender equality programs. It allows for devoted employees, who are committed to advancement,
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the opportunity to compete for a place in leadership development programs, while recognizing the value that
senior leaders bring to the table with the identification of high-potential employees and their future contributions
to the organization. This model also reinforces promotion from within but does not establish or imply that there is
no place for external sourcing for positions of authority and responsibility, as it is clear that "group think" poses
great risks to the organization.

Course Resources

Learning Activities

Readings

Use the Capella library to read the following:

Global workforce management software industry: 2016 market analysis, research, size, share, growth,
forecast, development trend and overview. (2016, May 18). PR Newswire.
Global workforce management (WFM) software market in healthcare 2015–2019: About workforce
management software. (2015, May 26). PR Newswire.
Human capital management solutions market 2015–2019: Core HR, workforce management,
compensation management, performance management, recruiting, learning management, employee
collaboration and engagement. (2015, March 25). PR Newswire.
Kristin Lewis of Equifax Workforce Solutions named a 2014 game changer by Workforce Magazine.
(2014, August 07). NASDAQ OMX's News Release Distribution Channel.
WorkForce Management Software Group, Inc. (2011, February 26). WorkForce management software
group sponsors Society of Workforce Planning Professionals. Marketing Weekly News.

Use the Capella library to review the following:

Customized strategic workforce planning programs for midsized and larger organizations. (2017, May 25).
PR Newswire.
Planning the workforce of the future. (2017). Trustee, 70(5), 20–24.

Assignment Preparation

In preparation for this unit's assignment, Planning and Executing a Comprehensive Organizational HR Strategy,
review the following course materials:

Human Capital to Human Resources Strategy

https://library.capella.edu/login?url=http://search.proquest.com/docview/1789490911?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1683111944?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1666376718?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1551747231?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/851963371?accountid=27965
https://library.capella.edu/login?url=http://search.proquest.com/docview/1902079561?accountid=27965
http://ezproxy.library.capella.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=bth&AN=122876351&site=ehost-live&scope=site
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Refer to the Human Capital to Human Resources Strategy model that was introduced in Unit 1 and you
have used as continuing guidance throughout the course.
To ensure an understanding of the alignment of tools and topics that can most effectively be applied from
the materials in this course, review:

Unit 2 – HRM Data, Metrics, and Analytics. Dashboards provide useful data and information
portals that can array outputs helpful in making decisions. While dashboards do not possess the
capability to frame expert technical HR questions or serve as a source of complete answers to very
complicated questions, HR professionals can contribute to these discussions.
Unit 3 – Human Capital: Workforce Planning. This macro-level function looks at the organization
in broad occupational categories. Workforce management involves planning and implementing HR
strategy at all levels of the organization and its programs, including succession planning, high-
potential employee groups, and leadership development programs.
Unit 7 – Organizational Design and Structures and Unit 8 – Change Management. It is
important to keep in mind the material presented about ways of implementing change and
organizational restructuring, as both are key to organizational success and human resources
management strategy.

u10s1 - Learning Components

Study and select course topic areas that support an organization's framework of new goals and objectives.

Overview

You are now the senior vice president of HR for CapraTek and the board of directors has promoted a new chief
executive officer who has a background in human resources. She wants to integrate HR into mainstream
organizational decision making and leverage its programs to influence a broad set of organizational goals and
objectives. The plan is ambitious and will demand many changes and initiatives. For this assignment, you will
consider all the materials in the course and select topic areas that can support the framework for CapraTek's
new goals and objectives. Complete the following:

Analyze components of human capital models that align to human resource management strategy.
Evaluate how a strategic human resource perspective drives organizational success.
Examine how internal and external economic and demographic shifts change how human resource
strategies respond to those changing conditions.
Provide HRM recommendations linked to CapraTek's organizational goals and objectives. 

Your plan should be written coherently to support a central idea, in appropriate APA format, with correct
grammar, usage, and mechanics as expected of a business professional.

Assignment Requirements
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u10d1 - Human Capital to Human Resources Strategy Model in Action

Written communication: Demonstrate graduate-level writing skills through accurate communication of
thoughts that convey the overall goals of the analysis and do not detract from the message.
References: Support your analysis with at least two academic, scholarly, or professional resources from
the Capella University Library.
Format: Resources and citations are formatted according to current APA style.
Length: 2–3 pages, not including the references list.
Font and font size: Times New Roman, 12 point.

Refer to the Planning and Executing a Comprehensive Organizational HR Strategy scoring guide to ensure that
you meet the grading criteria for this assignment before submission.

Note: Your instructor may also use the Writing Feedback Tool to provide feedback on your writing. In the tool,
click the linked resources for helpful writing information.

Course Resources

You have just graduated from Capella University’s MS in Human Resource Management program and are the
director of HR at CapraTek. Your organization’s success is actually having some unintended consequences for
the board of directors, as the company’s new reusable materials have now been purchased by NASA and many
other private firms. The CEO is worried about the future of the organization. He is concerned he may lose
employees, including senior scientists, and he does not know how to prevent it. You are ready to make a major
change to address the future needs of the organization, and you have a great deal of leeway regarding how to
approach this situation. Respond to the following:

How can you use the Human Capital to Human Resources Strategy Model in this CapraTek scenario?
What elements of the model will you use?
Consider the reactions of current employees and leadership in your response. Provide depth and detail for
your approach in handling this human capital management situation.

Response Guidelines

Read the posts of your peers and respond to two. Provide comments and questions that encourage critical
thinking and insight. Your response should extend the discussion and stimulate other learners to clarify,

APA Style and Format

Writing Feedback Tool

http://campustools.capella.edu/redirect.aspx?linkid=1540
http://campustools.capella.edu/redirect.aspx?linkid=2037


strengthen, and extend their dialogue. Consider sharing professional experiences and find additional articles to
support your views. Use APA style and format, if applicable.

Course Resources

u10d1 - Learning Components

Apply knowledge of correct use of APA style.
Study and select course topic areas that support an organization's framework of new goals and objectives.
Apply masters-level skill in critical thinking, research, and writing.
Cite and reference resources, giving appropriate credit for another’s work.
Use feedback from instructor and peers to improve writing skills.

Graduate Discussion Participation Scoring Guide

APA Style and Format

http://campustools.capella.edu/redirect.aspx?linkid=1540



