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Sheryl Sandberg has called it one of the most important documents ever to come out of Silicon
Valley. It’s been viewed more than 5 million times on the web. But when Reed Hastings and I
(along with some colleagues) wrote a PowerPoint deck explaining how we shaped the culture and
motivated performance at Netflix, where Hastings is CEO and I was chief talent officer from 1998
© |to 2012, we had no idea it would go viral. We realized that some of the talent management ideas
we’d pioneered, such as the concept that workers should be allowed to take whatever vacation time
they feel is appropriate, had been seen as a little crazy (at least until other companies started
adopting them).

Many of the ideas in it seem like common sense, but they go against traditional HR practices. Why
aren’t companies more innovative when it comes to talent management? As a society, we’ve had
hundreds of years to work on managing industrial firms, so a lot of accepted HR practices are
centered in that experience. We’re just beginning to learn how to run creative firms, which is quite
different. Industrial firms thrive on reducing variation (manufacturing errors); creative firms
thrive on increasing variation (innovation). '

People find the Netflix approach to talent and culture compelling for a few reasons. The most
obvious one is that Netflix has been really successful: During 2013 alone its stock more than
tripled, it won three Emmy awards, and its U.S. subscriber base grew to nearly 29 million. All that
aside, the approach is compelling because it derives from common sense. (HBR January-February
2014) '

Questions:

1. From a theoretical standpoint, the importance of corporate culture has been widely discussed
by academia and industry. Based on the text reading above, in practice, please elaborate and
make comments on how to build and use organizational culture for organizational excellence in
talent management? (40%)

2. As far as the strategic human resource management is concerned, the construction of]
organizational architecture (including but not limited to the internal processes, flows, practices,
and policies of the firm) is viewed to have great importance in nurturing firm’s organizational
capability and competitiveness in the market place. Put yourself in Hastings’ position and do a
reality check on the institutional environment surrounded by your firm, identify at least three
critical factors or major components that are vital to the organizational architecture in its
building to map out your firm’s strategic intention and organizational goals for the firm’s
success. Illustrate your thoughts by reasoning and elaborate insights that you have on each
factors/components one by one. Feel free to use examples to support the comments you render.
(60%) '

~ Empty below ~ ~ Empty below ~ ~ Empty below ~




AP LRE I EFEATERELREHT AL REAR

FELR  BBEANETREE [AFERFEALEREELE] F3E 348002
XAFBREERE "AT BRAER $1EZ18

CFEE (E—y) £354

LR ARG BEF R BT F%BES BEBREEE? (104)
2. B AEETARER B2 ? (104)

3. A HBE BTN EE > BHE2? (104)

A FEFIBRZAT A EsEE? (54)

CEERE (E=Hy) X35y
LyBARATATEFLEE BB LEREAFECEE > SR LMIBEEXLRET
e B ERGEEARKE SHTRLEZREAREZRFAMES (154) ?

2. FEARBEERBRAANT KB > 2% - HFTRE AREENLEANETRERMES (10
a2) 7

3. LA EATEABMNES  BofEBETtEes (104) 2

CLERE R30S BES S

1. & & F K (intellectual capital)

B 1B (values)

. RERME % E (strategic change)

. X4b3& E (culture strength)

. TAE#&Et (job design)

. fR 4% & 438 #R (organizational life cycle)
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