Old State University
Question 1
The structure of Old State University was already established and preceded Dean Barnes. Dr. Barnes represented the defender organizational strategy when he became the dean of the university and continued practicing the old ways. The staff liked Dean Barnes because he did not disrupt the environment. The outcome of decisions he made led the organization to be stable, yet no change and no growth.
When the new dean replaced Barnes, he promised to follow a prospector strategy focusing on long-term results. His objectives perceive to be innovative, motivated, and risk favorable. The new Dean, Blake, added more options to assist in increasing enrollment. Night classes and off campus class are just two options that increase operating expenses, yet appeal to the targeted 18-22 years olds enrollment that were noted to be diminishing.
The new strategy makes sense internally for an organization that is not in financial distress and externally that needs to make innovative changes to take competitive advantage. To become and maintain competitiveness with other universities is makes sense to implement changes and follow Dean Blake’s strategies.
Question 2
            The problem with operating as a prospector strategy, in an organization that has not felt change in a while, is internal resistance. Another issue is the brand new expenses of recruiting, hiring, and training new staff. The more staff hired to fulfill the new duties, the more risk of losing efficiency. However, the ultimate goal is to attract new students between 18-22 and increase enrollment and reach competitive advantage. The new prospector strategy emphasizes change, whereas a defender strategy stance emphasizes organizational stability and efficiency (Jimenez, 2018)
Question 3
It is important to develop a HR strategic plan that will support Dean Blake’s organizational strategy and align everything with the organization’s vision. Once the vision is clearly defined and articulated the HR strategic plan follows, gradually. The HR strategy is recommended to implement different sections one at a time so that the current staff is able to develop relationship and trust with their new Dean. In the area of staffing, it is important to devote a sufficient amount of energy and time to this strategy, because talent issues can cause constraints on growth. The Corning’s Human Capital Planning Process is recommended to ensure the organization has the right amount of quality talent when hiring for all of the new roles. Organizations using HCP are informed on decreasing knowledge loss, developing knowledge resources, achieving enhanced performance, and fostering innovation (Mohamed, 2016).
According to a survey conducted by Society of Human Resource Management, 98 percent of employers have formal performance management processes (Mello, 2019). In order to facilitate employee development in this case, it is recommended that the performance management system be formal. The recommended measure of evaluation will follow that of the weighted checklist involving Dean Blake’s criteria such as, previous managerial work experience, a willingness to teach night courses, a willingness to travel to other cities to offer coursework, an ability to work with management practitioners on special projects, and previous experience in teaching executives. It must be defined by the department Chairs and Dean Blake, prior to interviewing, the weights of the criteria to ensure complete fairness. Weighted checklists provide the evaluator with specific criteria on which performance is to be assessed and ask the evaluator to check those criteria that apply to the employee (Mello, 2019).
Compensation will be developed to ensure fairness for employees. Due to the type of employees required to operate the university, compensation will need to support the employee’s education and credentials. A special type of point system will be used as a compensation system careful of not adding to salary compression, that is likely to happen when hiring new talent.
Allowing employees to be apart of the decision-making is one way to establish trust and develop employee relations. The strategy that would be useful for this organization is employee autonomy, providing employees with discretion to decide how to schedule and complete their work versus constantly overseeing (Mello, 2019). Hosting events or conferences on ways to creatively manage time and subjects alike are effective ways to inspire rather than dictate. Due to the structure that most of the former employees are use to, coaching is the best method of action.
When introducing the new goals to the current employees, transparency is first and foremost. For this particular class, it is necessary to slow the strategy down and prioritize. It is vital that employees are included on what, why, when, how and they are prepped. Email blasts, formal briefs, and other means of communications are utilized, and it is important that employees understand why there is change. The organization must communicate the changes in a way that the employees observe characteristics of positive change. A communication plan with time frames and goals to accomplish is the suggested route to take when introducing changes to the employees.
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1.What organizational strategy (defender, prospector, analyzer, reactor) was Dean Barnes pursuing?  Discuss the strategy Dean Blake is pursuing. What do you perceive to be his objectives? Does this strategy make sense in terms of the internal and external environment of the school?
In the Old State University case study Dean Barnes was pursuing a defender type of organizational strategy. He was content with where the University had started off at and currently sits at. There’s no effort being put forth to tap in a different market nor increase the educational offerings there. Everyone content at where they are at with not looking forward to creating new opportunities, but only reinventing the wheel.
Dean Blake is pursing the prospector organization strategy. A prospector strategy is one that see into the future and know that their organization has a place there. Creating innovating ways to increase production while not making it a burden on the employees that are already there. Additionally, the new Dean realize that the University has been a growing one year after year. Most students are enrolled, more are in the process of finishing their MBA and more professors are there to promote a successful learning environment. The ultimate objectives that Dean Barnes want to do is increase attendance, recruit flexible teachers that can help achieve Old State University’s new direction and long-term success. I feel his strategy makes sense for both internal and the external environments. Externally I like that he’s allowing some community leaders to give their insight so changes that are made won’t be a culture shock. I think he’s incorporating them into this new opportunity to help influence that local 18-22 age range students to enroll at Old State University. Internally makes the most sense as the changes he is trying to incorporate will not only benefit the school currently but years down the road too.
2.Identify the key problems and the key opportunities in this case.                                                                       
There are numerous problems throughout this case. The teacher at the University haven’t bought into his plan, but that could be that the Dean hasn’t fully sold them on it and possibly neglected their concerns. A major issue that I see when Dean Blakes stated that he wants to move in a new direction, but when questioned about it his response was, “he have to do more studying.” I feel if he wasn’t aware of current issues then he shouldn’t present that he’d take the University in a new direction, just yet. It’s like he was saying, “yes I can do something, and I don’t know how I’m going to do it, but I want everyone to trust that I’m going to do it.” That would be a red flag for me.
Opportunities are presenting itself for teachers that are currently employed at the University to be a driving force behind a culture change. Recruiting new teachers to prolong the success an organization is rare but doing it for a higher learning institution is great. Lasty the opportunity for the school to implement new academic programs will be key to students from around the world to now look at this institution as being competitive which should positively affect enrollment.
3.Formulate an HR strategic plan that will support Dean Blake’s new organizational strategy.  Your plan will make recommendations for HR activities in the areas of staffing, performance management, compensation, and employee relations (the ER section should address issues of communication and employee participation and provide recommendations on how Blake’s changes should have been introduced to the faculty). Support your recommendations with appropriate HR theories, concepts, models and processes (utilizing your textbook as a reference).
Old University has distinguished itself as the top University in town, but only out of a city with two higher education learning organizations. In the near future the University needs to be in the process of implementing a new change of direction to receive acknowledgement on a National level. The Human Resource department is onboard with creating this plan to develop and implement policies that are in line with Dean Blakes strategy.
 
· Staffing: In order enhance this education institution’s academic statue and continue providing effective instructions to the students we must recruit and retain high caliber yet flexible personnel. The HR department will be able to support this evolution focusing on external hiring’s that bring in a unique and outside perspective to the organization. Utilizing the involvement strategy, selectees will be interviews and carefully selected to be offered jobs at the University and need little to no career development. We don’t anticipate any layoff; however, this will require extreme flexibility from the current staff and the new hires (Mello, 2018).
· Performance Management: Performance management will be our cornerstone on how we develop growth within this organization. Employees and their department chairs will have to work together to set and incorporate expectations, review results while continuing to assess individual and organizational needs to plan for the future (Mello, 2018). We are not blind to the fact that most supervisors don’t spend enough time around their employees, so we are going to utilizing the feedback from peers as a development tool. With this information we can properly use the strengths, weaknesses, opportunities and threats (SWOT) analysis to identify both the opportunities open to you and the threats you face. We will not neglect the current performance appraisals that is currently in place as that system will tie into compensation and will be conducted by the supervisor to the employee during the engagement of mutual exchange of information. These methods give us the chance to review the terms and conditions of employment to ensure they are fit for purpose, fair, legally compliant, competitive and consistently applied.
· Compensation: HR Department will be completely restructuring the rewards and incentives part of the compensation plan. Within this plan there will be performance based and skill-based rewards that will be implemented. Performance based reward will allow for employees to see a stronger connection between their performance and the University’s performance. While skill-based rewards will tie into teacher’s flexibility to learn a new skill that may be required to teach at locations of site of the University or night courses.
· Employee Relation: Employees are reluctant to buy into I feel Dean Blake could’ve introduced his methods to the University in a different way. He must understand that no situation is the same. Yes, the faculty understands that the Dean wants what’s best, but is every teacher expendable if they are not on board? They are afraid that the result from the changes are going to result in a decrease of education which is the complete opposite of what they are trying to accomplish. Looking at Maslow motivational model, Blake would understand that one motivational need of the teachers would have to be met in order to alleviate the negative feedback and seize control of the “rumor mill.” The simplest level to satisfy would be the Physiological level where the primary need must be satisfied before behavior can begin to react to higher needs (Koznjak, 2017).
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