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Dear student

Thank you for buying Human Resource Management: Theory and Practice. This fifth edition of
our best-selling textbook has been written in response to changing global events, new HRM
research and feedback from students and lecturers around the world, so you can be confident
that it has been designed with your needs in mind. It provides an accessible but critical
introduction to HRM that will equip you with a comprehensive knowledge and understanding
of the latest relevant theories and practices of the subject.

The text is structured in six parts, which are described in detail in the Preface. Each chapter
follows a similar structure in order to help you navigate easily through the text. At the
beginning of each chapter, the chapter outline and chapter objectives summarise the key
concepts that will be covered and the knowledge you will gain.

The main text introduces you to the major concepts and issues before offering critical
comment and discussing alternative perspectives. Reflective questions encourage you to think
critically about key issues and consider broader consequences than we can cover in the space
available. HRM in practice examples illustrate current developments or practices in HRM so
you can see the application of theory in the real world. The HRM and globalization features
illustrate good (and poor) management practices in the global economy. The HRM as | see it
features link to video interviews on the book’s companion website, where you can listen to the
views of practitioners in the field on important topics. We have also included HRM web links
to help you research topics further and appreciate the application of HR practices in the
contemporary workplace.

At the end of each chapter, you will find a summary of the chapter content and some
review questions. For international students, a vocab checklist feature helps you to
comprehend HRM-related terminology and other more sophisticated vocabulary for talking
about the discipline by linking to explanations and the Macmillan Dictionary online, as well
as language learning tips specially written by an ESL instructor for this book. We provide
details of further reading sources to help you gain a higher mark for your HRM essay, and
there is a case study in each chapter to highlight the challenges of applying HRM theory in
practice. Additional learning material including extra case studies and HRM in practice
features, as well practising HRM assignments, which provide an opportunity to develop key
professional skills, can be found on the book’s companion website. There are also a
comprehensive searchable glossary and an extensive list of useful weblinks online.

With rising tuition fees for English and North American students, we endeavour to give
value for money. When you buy this textbook, you can access the companion website, referred
to above, at www.palgrave.com/business/brattons. The website provides extensive web links to
further resources to help you research the HRM topics, summary lecture notes for each
chapter and skill development exercises to improve your professional competencies, as well as
the content mentioned above.

We hope our hands-on approach to learning helps you to make maximum use of the
textbook and be successful in your HRM course and future career. We would welcome any
feedback on the text and any suggestions on how we can improve the next edition; please
contact us via the email address on the companion website.

Good luck with your studies.

John Bratton  Jeff Gold
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We presuppose labour in a form that stamps it as exclusively human. A spider conducts
operations that resemble those of a weaver, and a bee puts to shame many an architect in
the construction of her cells. But what distinguishes the worst architect from the best
bees is this, that the architect raises his structure in imagination before he erects reality.
At the end of every labour process we get a result that existed in the imagination of the
labourer at its commencement.

Karl Marx

Capital, Volume One; cited in Tucker, 1978, p. 344

People are the only element with the inherent power to generate value. All the other
variables offer nothing but inert potential. By their nature, they add nothing, and they
cannot add anything until some human being leverages that potential by putting it
into play.

Jac Fitz-enz

The ROI of Human Capital, 2000, p. xii

After a few years away from their MBA programs, most managers report that they wish
they had focused more on people management skills while in school.

Margaret Wheatley
Leadership and the New Science, 1994, p. 144



Dear lecturer

Thank you for adopting Human Resource Management: Theory and Practice. This fifth edition
incorporates new material on sustainability, ‘green’ HRM and leadership, and as well, we
reflect on world events such as the 2008 financial meltdown and the critical reflection exercise
in management education and pedagogy. We have also taken account of comments from the
many anonymous users and non-users of the fourth edition, as well as 11 more lecturers from
all over the world who looked in detail at the manuscript for this new edition. If you are not
familiar with previous editions of the book, the preface provides a complete explanation of our
approach to teaching HRM and the structure and content of the text.

This fifth edition has been thoroughly updated, including new material on sustainable work
systems, corporate social responsibility, ethics and HRM, dignity at work, diversity and equity,
downsizing, ‘target’ cultures, and violence and bullying in the workplace. In the shadow of
Japan’s 2011 nuclear disaster, and vitriolic criticism and a promise to ‘kill off the health and
safety culture’ from David Cameron, Britain’s Prime Minister, a new extended discussion on
occupational health and safety seems highly relevant. Reflecting the growing interest in
creating sustainably oriented organizational cultures and in analysing the human resources
causal chain, particularly the mediating effects of key variables, this fifth edition features two
new chapters: ‘Organizational culture and HRM’ (Chapter 5) and ‘Leadership and management
development’ (Chapter 10). For a more detailed description of changes in this edition, see
‘New to the fifth edition’ in the Preface.

More than ever, Human Resource Management: Theory and Practice in its fifth edition now
not only teaches students, but also elicits their responses. Reflective questions and review
questions prompt them to consider key concepts and implications. In addition, we are
cognisant of rising tuition fees and the need to offer students greater value for money when
they purchase textbooks. Thus, the companion website offers skill development exercises and
other web resources that encourage students to discover more about HRM on their own.
Finally, in the context of what has been called a post-crisis critical reflection on business
schools, we hope this rewritten edition can help management faculty and students to reflect
more deeply and critically on the purpose and content of HRM studies.

This new edition includes a variety of supporting materials to help you prepare and present
the material in the textbook. The website at www.palgrave.com/business/brattons offers
downloadable teaching supplements including lecturer notes, teaching tips and lecture
enhancement ideas, PowerPoint lecture slides for each chapter and a comprehensive testbank
of multiple choice questions for use in exams, quizzes and tests.

To give your students additional value when using this new edition, we suggest that you
make reference to the book during your lecture, for instance identifying relevant sections of the
chapter, referring to the ‘HRM in practice’ and ‘HRM and globalization’ features, encouraging
students to log on to the companion website and watch the video interviews as part of ‘HRM as
I see it; and pointing them to the further reading suggestions. In addition, ask students to
attempt the end-of-chapter case studies in preparation for your seminar or in-class discussion.

We would welcome any feedback on these new features or any suggestions on how we can
improve the next edition. Please contact us via the email address on the companion website.

Best wishes

John Bratton  Jeff Gold
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Human Resource Management: Theory and Practice has been written specifically to fulfil
the need of introductory undergraduate and graduate courses for an accessible but critical,
comprehensive analysis of contemporary HRM.

Overview

It is almost 20 years since the first edition of Human Resource Management: Theory and
Practice was published, yet the management of people in the workplace continues to
present challenges to managers and attract considerable research interest and research
funding. As one would expect, the context has changed: 20 years ago, for example, there
was no widespread use of the Internet, and today it is considered normal behaviour for
people to take off their shoes when going through airport security.

Since 1994, HR practices and the HRM academic discourse have responded to ongoing
developments, and it is a common cliché to say we live in ‘turbulent’ times. In the 1990s,
privatization, deregulation and European integration seemed to define the decade. The
quintessential 1990s corporate leaders, such as Kenneth Lay of Enron and Bernard Ebbers
of WorldCom Inc. in the United States, were portrayed as ‘visionaries’ and risk-takers.
After the dotcom crash, with the global financial crisis and in the wake of corporate scan-
dals, which saw a few of the most egregious fraudsters sent to jail, competence, probity
and managerial professionalism were again in high demand. A decade ago, the attacks on
New York and Washington led to the ensuing ‘global war on terror’ and the invasion of
Iraq and Afghanistan.

Ten years on, while writing this new edition, we witnessed seismic political and
economic changes that have reverberated worldwide. In early 2011, the Arab Spring was
the equivalent of the 1917 Russian Revolution as pro-democracy revolts stunned North
Africa and the Arab world. We experienced the equivalent of the 1929 Great Crash as in
2008 the global financial sector imploded and was put on life-support by government bail-
outs — to the tune of £737 billion in the case of the UK. Today, public outrage over bankers’
bonuses continues, Fred Goodwin of Royal Bank of Scotland in the UK has been stripped
of his knighthood, and the spectre of a double-dip recession and sovereign default is
stalking European economies. Add it all up, and economies are at best fragile, with most a
long way from economic recovery. And if that were not enough, we witnessed in 2011 a
nuclear disaster in Japan equivalent to the worst nuclear catastrophes in modern times and
England, the most serious bout of civil disorder in a generation. The anti-capitalist Occupy
movement that surfaced in many large cities around the Western world in 2011 was unde-
veloped, but it spoke to a growing disillusion with precarious free-market capitalism.

The deep economic recession is itself a complex phenomenon to analyse. Many theo-
ries try to explain it and, depending on our own life experiences and perspectives, we all
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have our favourite. Some would argue that the challenge ahead is nothing less than
replacing Britain’s broken economic model. That the so-called ‘casino economy’ which
enabled the City to thrive is an unreliable engine of prosperity. That structural misman-
agement of the economy, in particular the abandonment of manufacturing by successive
governments, has left Britain poorly placed in the low-carbon, sustainability-tech revolu-
tion (indeed, Britain’s abandonment of its traditional manufacturing capacity is certainly
one of the big existential questions future leaders are going to have to confront). That the
financial and economic crisis was a failure of markets, but also a failure of sovereign
government to regulate in most Western states and so protect the public from capitalism’s
destructive greed. That it represents, as Henry Mintzberg (2009) argues, a monumental
failure of management.

Others, however, have argued that the 2008 financial crash is fundamentally a crisis of
management education and pedagogy. For years, critics have maintained that North
American and European business schools have been teaching an excessively quantitative,
socially detached style of management that uncritically accepted the axiomatic notion
underpinning neo-liberalism that a sovereign government cannot defy the markets and
that, left alone, business can take care of itself.

The thesis that business schools are complicit in the current economic crisis was
perhaps best captured by The Economist, a venerable bastion of free-market ideology, when
in 2009 it asserted that “This has been a year of sackcloth and ashes for the world’s business
schools’ The years since 2008 have been a time for some soul-searching among academics
responsible for teaching the disgraced bankers and financiers who caused the crisis. In a
timely edition of the British Journal of Management, Graeme Currie and his colleagues
(2010) provided a scathing account of what others have described as ‘a fundamental intel-
lectual failure’ to subject neo-liberal inspired business models to critical analysis. Nobody
in academia, in public institutions or in the trade union and environmental movements
has yet offered a convincing narrative of how humanity can deal with the litany of economic
and environmental catastrophes.

Approach

So, as we publish this fifth edition of Human Resource Management: Theory and Practice,
what is the established consensus on HRM in the early twenty-first century? The emerging
zeitgeist is critical reflexivity in management education and pedagogy. This approach
would take it as given that the practice of management can only be understood in the
context of the wider social, economic and political factors that shape or determine organi-
zational life.

The application of C. Wright Mills’ The Sociological Imagination (1959/2000) — the ability
to connect local and personal problems to larger macro and global forces — has obvious and
current resonance with HRM education. It would suggest, for example, that an employee’s
personal troubles caused by job loss resulting from downsizing should be linked to the
broader public issue of the contraction of the welfare state, or how work and capital gener-
ally is being relocated offshore in a context of a globalization. It would also suggest linkages
when a manager is faced with implementing a strategic reconfiguration of a work system
into which she has had no input. For Mills, to make connections of this kind, workplace
scholars have to develop an ability to change from one perspective to another, and in the
process to construct a view of a total market society and its workings. It is the possession
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of this capacity that differentiates the social scientist from the ‘mere technician’ Our aim
here is thus to encourage students to ask tough questions about work and employment
practices — to educate and not merely train students.

The notion of critical analytical HRM reflects recent contributions to the HRM litera-
ture. An approach concerned with the ‘what; the ‘why’ and the ‘how’ of HRM. A concern
with questions of: What do managers or HR professionals do? Why do they do it, and what
affects what they do? How are HR practices enacted, and with what effect on employers,
employees and society at large? This critical analytical approach to HRM echoes the belief
that the contemporary workplace mirrors capitalist society at large, a market society char-
acterized by creativity, innovation and immense material wealth, but also a society that
exhibits constant change, strategic variation, social inequality and contradiction. Students
need to develop a complex and context-sensitive understanding of contemporary HRM.
The basis for this approach is influenced by recent commentaries from academics such as
Peter Boxall, Rick Delbridge, Tom Keenoy and Tony Watson, on ‘analytical’ and ‘critical’
HRM, and the ongoing and relevant debate on critical reflexivity in management educa-
tion and pedagogy.

We do, however, acknowledge that, in an introductory text, there needs to be an oppor-
tunity for students to engage in skill development related to HR. This new edition, there-
fore, still retains a practical element — the ‘how to’ activities of HRM — and more of this
type of material has been placed on the book’s companion website. Students and lecturers
will find there, for example, activities on how to recruit and select and how to design
training programmes.

More broadly, we aim to provide a more critical, nuanced account of the realities of the
workplace in market societies, one that encourages a deeper understanding and sensitivity
with respect to employment and HR-related issues. We hope that Human Resource
Management: Theory and Practice captures the range of change evident in today’s work-
places and will moreover lead to the kind of sensibilities that encourage the reader to ques-
tion, to be critical and to seek multicausality when analysing contemporary HRM. This
fifth edition of Human Resource Management: Theory and Practice has been written for
students looking to be managers in the local or increasingly global arena, and therefore
draws examples of and literature on HRM from Europe, Canada, the USA, China, India,
Japan and other countries. This should help students to compare international develop-
ments in HRM and to develop a broader understanding of HRM issues and practices.

New to the fifth edition

Users of previous editions of Human Resource Management: Theory and Practice will find
that we have retained the overall teaching and learning objectives of the previous versions.
However, all the material retained from the fourth edition has been updated and has also
been substantially edited to enhance readability and to allow for a seamless integration of
new content.

Despite environmental degradation becoming a major concern for all humankind and
there being a continuing interest in sustainability, the texts and discourses of mainstream
HRM are largely shaped by entrenched orthodox economic growth models. Indeed, few
texts mention, let alone incorporate, HR strategies for creating more sustainable work-
places. In 2012, sustainability is an opportunity — a hallmark for organizational change. In
this edition, we have therefore included some of the emerging literature on green HRM.
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The following is a list of the key changes and additions we have made to this new edition:

Chapter 2 incorporates emergent literature on corporate sustainability and outlines the
four pillars of sustainability and the links to corporate-level and business-level strategy.

Chapter 3 has been significantly reworked, which reflects the interest in evaluating the
outcomes of HRM. The new chapter examines some of the techniques for assessing the HRM
function, and explores possible causal paths illuminating the HRM—performance relationship.

Chapter 4 has been renamed and rewritten to provide a more thorough discussion of work
design trends and sustainable work systems.

Chapter 5, ‘Organizational culture and HRM;, is new to this edition. It explains different
theoretical perspectives on organizational culture and the role of HRM in changing
culture, and discusses the role of HRM in creating low-carbon sustainable workplaces.

Chapter 6 covers developments in workforce planning, along with a discussion of talent
management.

Equality, diversity and equal opportunities in European workplaces are also new in Chapter
= on recruitment and selection.

Chapter 8 examines new developments in performance appraisal, while Chapter 9 gives an
extensive coverage of workplace learning and e-learning, including new material on skills.

Chapter 10, ‘Leadership and management development; is new to this edition. It outlines the
latest research and practices in organizational leadership and management development.

Chapter 11 has been thoroughly restructured and includes an expanded discussion of
variable payment schemes in UK workplaces, explaining some paradoxes and tensions in
pay systems in relation to managing the employment relationship.

Chapter 12 has been renamed and updated and also includes a discussion on trade unions
and sustainable workplaces.

Chapter 13 has been rewritten to include new research and developments in employee
relations.

Chapter 14 has been renamed and rewritten to introduce new issues such as workplace
bullying and violence.

Finally, Chapter 15 has been rewritten to introduce new developments in globalization and
international HRM, and our concluding chapter, ‘Recession, sustainability, trust: the crisis
in HRM; takes a more controversial look at the debate on management education and peda-
gogies and the future of HRM as a discipline.

This edition includes new HRM in practice features that illustrate the link between HRM
theory and practice in workplaces. The examples take contemporary themes such as
sustainability, target culture and workplace violence, from a diverse range of organizations.

This edition also introduces two other new features, one of which is HRM and globaliza-
tion. In this feature, examples of employment practices and management are taken from
BRIC countries, as well as South Africa and North America.

The other new feature is HRM as | see it. This consists of video interviews with HR
practitioners at companies such as Sky and Bupa (accessible on the book’s companion
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website), in which they talk about key topics such as recruitment, organizational culture
and talent management. These are accompanied by questions in the textbook for students
to answer after watching the videos.

Designed specifically to meet the learning needs of international students, this new edition
contains Vocab checklists for ESL students. This new feature helps students to comprehend
HRM-related terminology and more sophisticated vocabulary used to talk about HRM, with
links to explanations online and the Macmillan Dictionary, as well as learning tips.

The fifth edition contains all-new chapter case studies, which are international in scale
and accompanied by assignments.

In addition, we have increased the interactive nature of the book, with more opportunities
for students to check or reinforce their learning and to expand their knowledge outside the
printed text. The reflective questions and HRM web links have all been extended to enhance
the learning experience, and there are study tips and practising HRM features online.

We believe that this new edition of Human Resource Management: Theory and Practice
and its companion website at www.palgrave.com/business/brattons, with two new chap-
ters, an emphasis on sustainability and ‘green’ HRM, a greater focus on gender and diver-
sity, new features focusing on globalization and practitioners’ views and, of course,
reference to the most recent research and thinking throughout, will help students of HRM
to make sense of these exciting developments.

Content

This book is divided into six major parts, which are summarised below. These parts are, of
course, closely interconnected with the external and internal contexts, but, at the same
time, they explore the core theories and practices that help the reader to understand the
complexities of managing people in the contemporary workplace.

Part I introduces the whole arena of contemporary HRM. Chapter 1 discusses the nature
and role of HRM and addresses some of the controversial theoretical issues surrounding
the debate on HRM. Chapter 2 examines the notion of corporate sustainability and stra-
tegic HRM. Chapter 3 reviews the empirical studies on HRM outcomes and critically
evaluates the HRM—performance relationship.

Part II examines the micro context of HRM. Chapter 4 reviews changes in job design and
work systems, whereas Chapter 5 introduces the complex notion of organizational culture,
considers the role of HRM in changing culture and finishes by examining the role of HRM
in creating low-carbon sustainable workplaces. Chapters 1—5 provide the context of HRM
and prepare the groundwork for Part III.

Part III introduces the topic of employee resourcing. Chapter 6 examines key HR prac-
tices, including HR planning and talent management. Chapter 7 examines recruitment
practices to enable organizations to attract a high-quality pool of job applicants, as well as
the use of multiple methods of assessment, all designed to select talented people.

Part IV covers employee performance and development. Chapter 8 examines the practice
of performance appraisal and provides a critical review of some of the key developments in
performance management and appraisal. Chapter 9 explains the link between corporate
strategy and human resource development, discusses how human resource development
may be implemented and examines the favoured theories of adult learning and HR
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development practices. Chapter 10 examines organizational leadership and explores the
favoured theories of leadership and management development practices.

Part V focuses on the employment relationship. Chapter 11 presents a model of rewards
in order to help the reader examine the complexities and practices associated with
reward management. Research suggests that employers have been moving towards a
more individualist approach to the wage—effort bargain, with variable pay systems
increasingly replacing traditional wage schemes, and that these new pay practices go
hand in hand with a more precarious employment and new work configurations, which
demand more flexibility.

Chapter 12 highlights the major changes in industrial relations that are taking place at
worksite and national levels, including collective bargaining and partnership strategies.
Chapter 13 examines employee involvement and ‘voice’ and considers the context in which
employee voice has changed over time.

Workplace health and safety has long been a neglected area of HRM. We seek to help to
shift the balance in Chapter 14, which aims to explore why occupational health and safety
is — or ought to be — a central pillar in HRM. It explains the benefits of a health, safety and
wellness strategy and examines some common hazards in the modern workplace, for
example occupational stress, violence and workplace bullying, one of several occupational
health and safety issues that has jumped in importance in recent years.

Part VI looks at the global context of HRM. Chapter 15 examines international HRM
within the context of globalization, while Chapter 16 considers the standing of HRM in a
post-crisis era.

Supporting teaching and learning resources

The textual material is complemented by a number of features to help student learning.
These include:

Chapter outlines and chapter objectives guide the student through the material that follows
and allow them to check their progress.

HRM in practice examples illustrate current developments or practices in HRM. These
are taken from a range of organizations in the EU to reflect the breadth of application of
HR theory.

HRM and globalization examples illustrate the practices in HRM in companies outside the
EU, which help students to understand the ‘convergence’ and ‘divergence’ debate in the
comparative HRM literature.

HRM as I see it features give some interesting personal views from practitioners in the
HRM field in videos on the book’s companion website, with accompanying questions in
the textbook. See page xxxvi for more details.

Reflective questions challenge the student to think analytically and critically, and to consider
the broader relationships and interactions of the topics under discussion.

HRM web links enable students to download statistical information, follow current inter-
national developments in HRM practice and even monitor the job market in HRM.
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Chapter summaries provide an abbreviated version of the main concepts and theories,
which students may find useful for revision and also for checking their understanding of
the key points.

Vocab checklists for ESL students help international students comprehend the HRM-related
terminology and sophisticated vocabulary that they can use to talk about the discipline.

Discussion questions test students’ understanding of core concepts and can be used to
promote classroom or group discussion of different perspectives.

Further reading suggestions provide an elaboration of the key topics discussed in the text.

Chapter case studies demonstrate the application of theoretical material from the text and
help the student to appreciate the challenges of managing people at work.

Chapter review questions test how much students have learned on completion of the
chapter and are useful for revision.

The reference list provides the student with a comprehensive list of the sources and works
cited in the text.

Indexes at the end of the book provide an author index and a subject index to help readers
search easily for relevant information or references.

Companion website

Lecturers who adopt this textbook for student purchase have access to materials on the
password-protected section of the book’s companion website. Log on to find out more at
www.palgrave.com/business/brattons. The website offers downloadable teaching support
and other resources, including:

¢ Lecture notes for each chapter that expand the content in the book and provide advice
for teaching each topic. These include lecture enhancement suggestions providing new
ideas for adding further dimensions to lectures, notes to accompany skill development
exercises, tips on teaching ESL students and guideline answers to case study questions

® PowerPoint lecture slides for each chapter, including key points and definitions, learning
objectives and relevant figures and tables, which you can edit for your own use

¢ A comprehensive testbank of multiple-choice and essay questions for use in exams, tests
and quizzes

® Quick reference grids to readily locate both ‘HRM in practice’ articles and case studies
in terms of context and topic coverage.

Students also have free access to:

® A collection of videos with HR practitioners talking about key topics in the discipline
from their point of view, recorded especially for this edition, and with accompanying
questions in the textbook

® Extensive web links to further resources around the world to help them research topics
in more depth

® Summary lecture notes to accompany each chapter topic

¢ Skill development exercises to improve their professional competencies
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® Extra case studies and ‘HRM in practice’ features

Study tips and ‘practising HRM’ features

A searchable online dictionary and glossary to check definitions of key terms
® Learning tips for ESL students.

Overall, we are confident that the incorporation of new chapters, new material and
student-focused features will continue to make Human Resource Management: Theory and
Practice a valuable learning resource. We are also confident that this book will promote
critical reflection so that readers will use multiple perspectives, question, doubt, investi-
gate, be sceptical and seek multiple causes when analysing the problems and challenges of
managing people in the workplace. We would welcome any feedback on the text or any
suggestions on how we can improve the next edition. Please contact us via the email
address listed on the companion website.

John Bratton  Jeff Gold
May 2012
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M observe and monitor employees’ work — a

management function that can be traced from
the ‘overseers' in the first factories of eighteenth-
century Britain to the foremen and supervisors of the
twentieth century. Since the last two decades of that
century, however, the rapid diffusion of information
technology has created systems of monitoring and

surveillance that seem, to many, to be all-embracing. pcweyeres pertofichiong siardnoyerkionicel

centres, Peter Bain and Phil Taylor (Bain and Taylor,
2000) showed that this model ignores the agency of
both employees and managers. The call centre in their
case study was characterized by intensive, repetitive
and often acutely stressful work. The agents’
performance was monitored in a variety of ways,
including supervisors listening in and the recording of
The article goes on to report that such surveillance can calls (remote observation), in addition to ‘mystery
even extend outside the workplace, with some Shnannar asiiz io 0

Arnanizatiae

As a recent newspaper account put it:

From ‘mystery shoppers' to swipe cards, from CCTV
to phone, email and Internet monitoring, today’s
workforce is under constant surveillance. (‘Work’
Supplement, The Guardian, May 7,2011)

L A warm welcome to the
kooky and the wacky

ne of the biases of

O traditional HR practice is the
tendency to see employees

as somehow subsumed by their

work role rather than being people

with a broad range of passions, interests and

abilities. This narrow view of the employee goes
hand in hand with a narrow view of El.‘He never
asks me about myself, my family or my life outside
of work’ is a complaint that captures an employee’s
dismay at not being recognized as a person.

Atthe other end of the continuum is a workplace
where workers are recognized as persons who do
have lives and interests outside of work, and
sometimes this recognition goes even further.
Rather than maintaining the traditional sharp

Jirerer e

great place to work if you are particularly green or
have a penchant for mountain biking!

Dogfish Head Brewery celebrates its culture —an
approach to life that is ‘off-centered’ but also
socially responsible and, it is reasonable to
expect, that would enhance work involvement,
reducing barriers between employers and
employees, and allowing workers to feel
comfortable about raising concerns. One could
imagine that the spirit of solidarity would imnrove




tour of the book
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HRM as | see it

Consist of video interviews with HR
practitioners on the book’s companion
website, accompanied by a summary of the
interviewees’ qualifications and experience,
and questions to think about after watching
the videos

development consultancy firm, working

B ec Development is a people Helen Tiffany

with clients to implement growth in Director, Bec D
their organizations. It specializes in learning
and development and offers: www.becdevelopment.co.uk

Training, delivered via workshops, seminars and courses

Management development, to embed new behaviours and bring about change
* Leadershij through 360-degree feedback, jical profiling,
assessment centres and strategy days

Coaching, including team, one-to-one and executive coaching

. F by ing and izing with clients
« Organizational development, including staff surveys, training needs analysis, talent
and

Helen and her team work closely with each of their clients and their board of directors to
help implement change through staff development, in line with the strategic aims of their
clients’ organizations. She is a Fellow of the CIPD, sits on the Council for the Association
for Coaching and is a member of the executive board for Mentoring Digital Minds.

Chapter summaries

Provide an abbreviated version of the main
concepts and theories, useful for your
revision and checking understanding of the
key points

< Inthisi y chapter, we have ized the i of managing people,
individually and collectively, over other ‘factor inputs. We have examined the history of HRM and
emphasized that, since its introduction, it has been highly controversial. The HRM phenomenon
has been portrayed as the historical outcome of rising neo-liberalism ideology, closely
associated with the political era of Thatcherism.

We have conceptualized HRM as a strategic approach, one that seeks to leverage people’s
capabilities and commitment with the goal of enhancing performance and dignity in and at work.
These HRM goals are accomplished by a set of integ employment policies, programmes
and practices within an organizational and societal ao A

summary

4

Vocab checklists for ESL students
Help ESL students to understand
HRM-related terminology and more
sophisticated vocabulary used to talk
about the discipline by linking to online
explanations and learning tips

Chapter review questions

Test how much you have learned on
completion of the chapter and are useful
for revision

Further reading to improve your mark
Offer references that provide an elaboration
of the key topics discussed in the text and
can be used to help gain a better mark in
essays

Q58 v cause(v) (), casaliy (n), causation (n), < object (v) (n), objective (adj)
S ; S causal (adj), causational (adj) < perceive (v), perception (n), perceptive (adj)
= g S ¥ construct (v), constructivist (n), < perform (v), performance (n),
8 :‘, construction (n) performativity (n)
5 {’u’ < correlate (v), (n), ional (adj) ¢ positi (n), positivist (n), positive (adj)
< empire (n), empirical (adj) < produce (v), product (n), productivity (n),
< gener