Personnel Economics (7,5 ECTS)

Course period: January - March 2024

General information

Lecturers: Orsa Kekezi
E-mail: orsa.kekezi@sofi.su.se
Contact hours: send an email to make an appointment.

The course consists of 7.5 ECTS and is designed for students of the PAO Master at Stockholm
University.

Course description

Personnel economics applies economic tools to topics from human resource management. This course
introduces a wide range of topics relevant to HR managers, such as recruiting and hiring, training
investments, or payment schemes. Underlying economic theories as well as empirical evidence will be
discussed in the course. The course is based on selected chapters of the textbook of Lazear and Gibbs
(2017), and will be complemented by additional literature.

The course is at an intermediate level in economics. There are no prerequisites, although basic
knowledge of economics and statistics is useful. The course is held in English.

Learning objectives

After successful completion of the course, the student should:

e Understand how economic theory can be used to analyze questions from human resource
management, such as recruiting and hiring, training investments, and payment schemes.

e Understand how human resource practices can be analyzed empirically.
Be able to apply theoretical and empirical findings to real-life cases.

e Beable to read and critically review research papers using a personnel economics approach.

Teaching

The course consists of lectures, seminars, and cases. Each topic will be first presented in a lecture, for
which students should prepare by reading the relevant literature. In seminars, students will discuss
assignments and research papers to deepen the content from the lectures. In the beginning of the
course, students will be assigned to groups, each of which will be assigned to a unique case. Over the
course period, each group will work on their case, have a mid-term presentation to get feedback from
other students, and a final presentation to present their final results. With the final presentation, each
group also has to deliver a case report summarizing their findings.
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Examination and grades

Students will receive five grades from which the final grade is calculated.

1. Take-home exam: in the last week of the course, students will write a take-home exam. The
grade for the exam is counted as two grades.

2. Cases: all students have to be present during the final presentation. In addition, the final
results need to be summarized in a case report, in which the group describes their findings in
detail and which includes references (5 pages at most). This is counted as one grade.

3. Research proposal: The task is to write a proposed design of an empirical study within the
field of personnel economics. This is counted as one grade.

4. Seminar participation: students are required to actively participate in discussing the
assignments and the papers in at least 3 out of the 5 seminars. For active participation in the
seminars, students will receive one grade.

Each of the components will be graded as Fail (F), Pass (P) or Pass with Distinction (PD):

e F: The student did not master the course content and is not able to show how personnel
economics can be used to address questions related to human resource management.

e P: The student is able to explain how economics can be used to address questions related to
human resource management, such as recruiting and hiring, training investments, and
payment schemes.

o PD: The student developed a thorough understanding of personnel economics and its
implications for human resource management, and is able to critically discuss how labor
market regulation would affect these implications as well as how human resource policies can
be evaluated.

The final course grade will be calculated in the following way:

A = Excellent (at least 4 x PD)

B = Very good (3x PD and 2 x P)
C = Good (2 x PD and 3 x P)

D = Satisfactory (1 x PD and 4 x P)
E = Sufficient (5 x P)

Fx = Insufficient (1 x F)

F = Fail (2 or more x F)

Students who receive the grade Fx or F will be further tested as long as the course is given in order to
obtain the grade E, or higher. Once a student receives a grade E or higher, it is not possible to do the
examination (or parts of it) again to improve the grade. If students fail the exam, there will be one re-
take exam towards the end of the academic year.



Course schedule

Session type Topics and literature (see next page for more detailed literature list)

Introduction and basics of regression analysis

Lecture 1 Introduction
Literature: LG (Preface); Backes-Gellner (2004); Lazear and Shaw (2007); Grund
et al. (2017)
Lecture 2 Data, regression analysis and experiments in firms
Literature: Angrist and Pischke (2008, Ch. 2); Levitt and List (2011); Smith (2018)
Seminar 1 Interpreting estimation results
Literature: Bloom et al. (2013)
Hiring
Lecture 3 Hiring standards
Literature: LG (Ch. 1)
Lecture 4 Screening, signalling, and hiring discrimination
Literature: LG (Ch. 2)
Seminar 2 Hiring discrimination

Literature: Bertrand and Mullainathan (2004); Goldin and Rouse (2000)

Improving workers' performance and wage setting

Lecture 5 Performance evaluation and measurement

Literature: LG (Ch. 9); Sauermann (2016)
Lecture 6 Monetary incentives

Literature: LG (Ch. 10); Oyer and Schaefer (2011, Ch. 2)
Lecture 7 Tournaments and seniority-based pay

Literature: LG (Ch. 11); Sheremeta (2016)
Seminar 3 Incentivizing workers

Literature: Lazear (2000), Gneezy and Rustichini (2000)
Lecture 8 Investments in skills: formal and informal learning

Literature: LG (Ch. 3); De Grip (2015)
Seminar 4 Learning and skills

Literature: De Grip and Sauermann (2012); Breuer and Kampkotter (2013)
Lecture 9 Gender differences

Literature: Firpo (2017), Kato and Kodama (2017)
Seminar 5 Gender differences

Literature: Sarsons (2017); Babcock et al. (2017)

Turnover and displacement

Lecture 10 Retention and displacement

Literature: LG (Ch. 4)
Cases Final presentation of cases (DL for reports the week before)
Q&A session Discussing questions students have sent

Exam Take home exam




Course literature
The course is based on selected chapters of the book by Lazear and Gibbs (2017). The chapters will be
complemented by selected journal articles which will be made available through Athena.
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