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GUIDED TOUR

ORGANISATIONAL AGILITY
AND FLEXIBILITY

Learning Objectives work in conjunction with the T~

chapter-ending Summary Propositions to quickly show Explain the principles of rganisation design and assess the need for

organisational agility

you what you will learn about in the chapter and help Outline the most common types of organisation structure

Discuss the reasons for and types of workforce flexibility

you compare how well you have understood the learn- Discuss forms of both employer and employee flexbility and the

extent to which they are implemented in practice

ing you undertake.

Window on Practice boxes provide you with examples
of real organisational practice, survey results, anecdotes
and quotations and court cases, helping you to build up
your knowledge of real-World practice and prepare you
for life after study.

Part2 Resourcing geting people n e ight places to dothe rght things
however, therd has been a trend to much flatter hierarchies with much wider spans of

control. This grend has been termed *delayering’ and is the process of taking out layers
of managemef in the hierarchy in order to speed response times and make the opera-

o o i Activity boxes encourage you to regularly review and

S A \‘ggf/:ﬂ' critically apply your learning, either as an individual or
e e within a group. These have been developed for both

students with little or no business experience, as well

G
as those with more practical knowledge.
=
e
e
e .
et
7 ACTIVITY 7.2 * Chapter 32 Health and well-being
esictiing] What Wordoresties sy The nature of health and well-being
origins of personnel management lie with social reformers such as the Cadbury family
Despite the problems identified in the Window on practice, the search for a responsive who, in the late nineteenth century, began to provide housing, healthcare and education
organisation structure continues, with a contemporary emphasis on agility (Holbeche to their workforces. Welfare officers, the carly incarnation of roday’s HR officers, were
into one of three broad types: entreprencurial, burcaucratic and matrix, his paternalstc approach towards employees, chere was also 3 srong business case
¥ ; ot
The entrepreneurial form and healthcare. The impac of chis focus on well-being on workers'lives was substantial,

adbury in
“The entreprencurial form reles on central power and can be described as primarily o improing employee helth and el being.

organic. It s lik a spider’s web, with one person or group so dominant that all power Howeser, HRM's devclopment has had many stages and, for many sears,thete was
stems from the centre, all decisions are made by the centre and all behaviour reflects ot e
ctaily the supposed evalution of persanne into HR management in
the 19805, and its preoceupation with the strategic aspects of business, left little room for
6 considra e healh.Insecent years, howeve, ealch and well-being have

liele enchusi
expectations of the centre. There are few collective decisions, much reliance on sympathy role’

interest in health and well-being, arguing that it is wide-ranging in nature:

place,every emp
/ (cPD 2019)

Although a widely lacking,

 business case clearly improve che

“The re-emergence of health and well-being in the HR agenda can perhaps be
explained by the changes to the employment relationship which have been widely
reported since the mid-1980s. Changes to the psychological contract have given rise to

Regular quotes throughout help to enliven and e . o o b

r emplogee morale have been

b W an increascd health

Isee
H 1 Chapter 23) also requires greater consideration of employee health and well-being
contextualise the subject. e et ey bt o et e o g
y
workplaces for reasons beyond performance, bearing a responsibility to society to
social incquality through cmployment.

Xiv



Summary Propositions provide a useful revision tool

Guided Tour

Chapter3 HRM around the world

enabling you to recap and check your understanding of the
chapter. In conjunction with the chapter-opening Learning
Objectives, you can quickly determine whether you are pre-
pared enough to move on, or need further study.

General Discussion Topics are useful both as a basis for

g SUMMARY PROPOSITIONS

511, Wil thee are importantsmiarie betuee the approaches t HEM that re
o donty
> Vit evidence of an Intemationalconvergence over .

3.2 The largest economies in the world over recent decades - the USA, Japan and
proved to be

globally influential i different ways.

3.3, Academic opinion tends to be split between those who consider that cultural dif-
ferences explain the ongoing differences between national approaches and those
who favour insttutional explanations.

34, tispe

ingly specialse in defined forms of industrial endeavour.

g GENERAL DISCUSSION TOPICS
1 5 y gesin y

group discussion within tutorials or study groups, as well as
activities to help develop your better understanding of the
topics covered within the chapter.

Theory into Practice case studies or learning activities that

aware of

Y

tomarily carried out in different countries?

2. Some argue that the future will ring both increased convergence and increased
divergence internationally as far as HRM practice is concerned. How s this
possible?

peling or practically useful?
THEORY INTO PRACTICE
Youwor
fashion stores(Large Co). Your company has outets on the igh streetsof al the major UK
cities and

enable you to put your learning into practice within a real
istic scenario. Improve your employability by answering the
associated questions and developing a better understanding
of business practice.

Part1 Human resource

-~

its factoris. It employs
around 400 people i India, Pakistan and Bangladesh.

You have been seconded for a year to work at Small Co which has not to date ever
employed a professionally qualified HR manager.

Large Co.
Pay rates, for example, do not appear to be established using any rational system. Is staff
are appointed at  variety of rates according to what they were able to negotiate when they
g for the company. The 150 2 good number of who

minimal pro-
vided and no staff handbook. Health and safety procedures appear to be minimal. Staf -

the stores and

Co operates in Asia. hours of work are

long. The more senior posts all seem ta be held by mal relatives of top managers (al them-
i

deny bullying their staf, this is not what the staf themselves say to you when you speak to

of 15is employed,

some staff look to you to be considerably younger. You are also concerned to observe that

ariver behind one of the factories you vsi
o. You are used
to working in Large Co with it big HR division, range of good practice’ employment policies

all that any kind of ethical culture has been developed. It is, however, a very profitable
business.

Questions
1 thentroduc-

sound HR poliies and practices? What counter-arguments might you expect to have to.
answer?

2 To what extent might the diferences in the way HR i practsed in Large Co and Small Co
operations be explained by cultural or nstitutional factors?

FURTHER READING <

Y

Inaddit
seas with the opening of new flagship stores in a number of European cites. International
online sales are also growing rapiy.

A p 3
organisaton (Small Co) which operates thee high steet fashion outles n South ast Asian

Further Reading sections provide guided access to some
key readings in the area, and help you to further develop
your skills and learning.

Xv



Guided Tour

Chapter 4 Stategic human resource management

> Questions
1 What staffing and other problems might be anticpated by th stratgy of running  for-
o

these potential problems be alleviated?

mission and
margin strategy? Give examples and justiy for each HR practice - include recruitment/
selection, development and reward practices as a minimum, but add other relevant prac-
tices to these.

What are the reasons behind your assessment?

Source: Kl o il ok sptem.
28 No. 14, 1938-55

FURTHER READING

. Mankin, D., Kelliher,C. and Garavan, . (2018) Srategic Human Resource Management.

ery readable yet chorough and wide-ranging textof straegic HR. Chapters 5,6 and § are

parciculary relevant for our chapter here

Bosall, P and Puscel, . (2016) Strtegy and Human Resource Management. Basingstoke: Palgrave
Macmillan, Fourth edition

A very useful source book, particularly good on the best praceice/best fit debare and on black box
thinking

Services, mult-divisional firms and multinational firms

Jiang, K., Takeuchi, R. and Lepak, D. (2013) “Where do we go from here? New perspectives on the
Black Box in strategic human resource management rescarch’, fournal of Management Studics,
Vol. 50, No. , pp. 1445-50.

It provides an excellent review of all the litcrature in this area and proposes a mulilevel model
1 dividual) of

Picning, E., Baluch, A. and Ridder, H. (2014)
employees’ punpmm»()llﬂ\\A Hiuman Resource Management, Vol. 53, No. 4, p. 545-67.
The auth a

HR I

Iarthey explore the importance of cmployee expectations.

WEBLNK <€ Some chapters list relevant Web Links that can help expand
your understanding of the topics covered within the chapter.

Part1 Human resource management in the modern world

Detailed References provide quick and easy access to > REFERENCES
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the research behind the chapter and additional sources of : el i

edge behaviours on innovation', Hioman Resource Management Journal, Vol. 27, No. 2,

. . . o 205-
information to Support your |earn|ng. Adkin, A. (2011)*Cash i thechips’,People Managenent, May,pp.36-5
Adkinson,C. and Hall, L. 2011’ NHS B
Vol. 33, No.2,pp $5-105.
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PREFACE

This book has evolved steadily for over forty years to this eleventh edition. Our objective has always
been to track the development of the personnel/HR function and its activities in a way that fits with
the changing approaches to the teaching of the subject in universities. There is no doubt that academic
research and teaching has an important impact on practice. We see our role as helping the teaching
and learning process to assist those working, or aspiring to work, in HR or kindred roles. We hope those
who read it will move on to work in a way that contributes to the productivity of the organisation in
which they are employed. The British economy has one of the lowest rates of productivity improvement
in the western world. HR people believe that improvement can be achieved by making people’s work
more satisfying and effective in making a success of their jobs. That personal success must be connected,
even if indirectly, to productivity improvement. Without that link between the decent work and overall
productivity improvement, the success is shallow and fragile. Our updating of every chapter includes the
implications of Brexit, the increasing use of artificial intelligence (Al) in different parts of HR. We have
also developed our treatment of small and medium enterprises.

We live and work in Britain and basing a text in a specific context gives it more substance and mean-
ing to its readers. Things that were understood in isolation fit together and acquire new meaning when
applied in a specific setting. Nonetheless, we recognise the increasingly global nature of HR activities
and our many readers who are working and studying in very different countries, so we try hard to be
outward-looking, with international examples and references.

Our structure is of seven distinct parts with thirty-five chapters having a structure of objectives, text,
summary propositions, general discussion topics, theory into practice, further reading and references.
Bearing in mind that many of our readers as yet lack work experience, we entitle our chapters on skills
as ‘Employability skills’, those basic skills that can be to some extent learned and practised away from
the workplace. We see advanced skills (in the final chapter) as those often associated with more senior
roles, such as chairing meetings or managing consultants, in which experience is an essential element
in acquiring skilfulness.

As before there are several design features to assist readers further in using and learning from the
text; these include:

® Window on Practice boxes provide illustrative material throughout the text, including examples
of real company practice, survey results, anecdotes and quotations, and court cases.

® Integrated Activity boxes encourage readers to review and critically apply their understanding at
regular intervals throughout the text, either by responding to a question or by undertaking a small
practical assignment, individually or as part of a group. In recognition that this text is used on both
professional and academic courses, most of the exercises reflect the fact that many students will have
little or no business experience. Others may appear to exclude students who are not in employment
by asking readers to consider an aspect in their own organisation; however, the organisation could
be a college or university, the students’ union, a political body or sports team.

e Discussion topics: at the end of each chapter there are two or three short questions intended for
general discussion in a tutorial or study group.

xvii



Preface

xviii

Theory into Practice at the end of chapters enable readers to review, link and apply their under-
standing of the chapter to a business scenario. For skills chapters ‘Theory into Practice’ becomes
‘Putting it into Practice’ as an indicator that these are generally more practical than traditionally
academic.

Further readings for each chapter suggest further relevant readings, with guidance on their value.
References at the end of chapters aid further exploration of the chapter material, as required.
Glossary of topics taken from the text is in the companion website.

Sections of Human Resource Management, 11th edition that match the CIPD Level 5

(Undergraduate)
CIPD Chapters
Business issues and contexts of Human Resources 2
Using information in Human Resources 5
Managing and co-ordinating the Human Resources Function 30
Resourcing an talent planning 8-10,19
Reward management 25-28
Improving organisational performance 4,11-13,15
Employee engagement 13,14,23,32
Contemporary issues in Employee relations 21-24,32,33
Employment law 22
Organisation design and development 7,16
Human resources delivery 4,23,30

This mapping leaves out the vital elements of this book that go above and beyond the CIPD framework,

namely:

® A full chapter on the HR function and how it has developed into what it is today.

® Three chapters on global issues and managing internationally, as well as constant international
references throughout the text and in the exercises at end of chapters.

® The book has chapters on health and well-being, business ethics, Al, analytics and planning.

® There are six chapters on employability skills, designed to enable new recruits in HR to “hit the
ground running” in their first week.

® Finally there are two completely new chapters: one on the future of work, and the other on HR in

small and medium enterprises, one of the main elements of economic growth that is usually ignored
in mainstream management literature.
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PART 1

CHAPTERS




to demonstrate the interconnectedness of the disci-

pline to which we are introducing you and Part 1 puts
in place the totality of HRM in six ways. First, in Chapter 1
comes the nature of HRM, a specialism which is everywhere
and in everything. Chapter 2 sketches in the background of
the global context within which we operate, as what you
do in your small corner has to make sense not only in your
business but in the local, national and international situa-
tion. A closer look at this issue is in Chapter 3, reviewing
how HR practice varies across different countries. Chapter
4 deals with strategy, which not only sets the course of the

F or those entering the HR profession, this book aims

business but also ensures that the strategy is right and how it
could be implemented. Implementation requires planning,
the story of Chapter 5 is analytics or the application of sta-
tistics to many aspects of HR work; to deal with a question
or a problem you need some information to know what it is
and then you need some data to measure it with. We close,
in Chapter 6, with a bundle of basic skills for employability
and effectiveness in HR work.

Part 1 is the biggest in the book, but what you read
and learn here will be a constant reference point through-
out the rest of the book. We sincerely hope it works well
for you
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Chapter 1 The nature of human resource management

Human resource management (HRM) is the basis of all management activity, but it is
not the basis of all business activity. A business may depend fundamentally on having a
unique product, like the Dyson vacuum cleaner, or on obtaining the necessary funding,
like a bid to stage the Olympic Games, or on identifying a previously unnoticed market
niche, like Saga Services. The basis of management is always the same: getting the people
of the business to make things happen in a productive way, so that the business prospers
and the people thrive.

All organisations have to draw on a range of resources to function and to achieve their
objectives. They need access to capital to finance their operations, land and premises to
operate from, energy, equipment and raw materials in order to manufacture a product or
deliver a service. They also require access to some form of distribution network so that
they can publicise, sell or dispense their goods and services. In addition, human resources
are required in order to provide organisations with know-how, ideas, skills and experience.
In a competitive market economy, the effectiveness and efficiency with which an organisa-
tion manages its relationship with the suppliers of all these kinds of resources often
determines its success. And the scarcer the resource and the more critical it is to a particu-
lar organisation’s operations, the greater the expertise, time and effort needed in order to
manage the relationship.

There was a time when most people employed by organisations were required simply
to provide manual labour. Relatively little skill, experience or intelligence was needed to
do the jobs. The requisite training was cheap and speedy to provide, and payment methods
unsophisticated. Finding people to do the work was rarely a problem and there were no
restrictions of significance when it came to firing those were not satisfactory or who dis-
pleased managers in some other way. This remains the situation in some industries and in
some parts of the world, but in industrialised countries it is now increasingly rare. Instead
we have a situation in which the majority of jobs require their holders to have mastered
some form of specialised skill, or at the very least to possess attributes which others do
not share to the same extent. The demand for higher-level skills has grown particularly
quickly, there being a need for many more people to fill professional and managerial jobs
than was the case twenty years ago. Moreover, almost all informed commentators believe
that these established trends will accelerate in the future (Ross 2016, UKCES 2016).

Just as the workforce has changed, so have the methods used to manage its members.
The more specialised their roles, the harder it has become to find individuals with the right
skills, qualifications, attributes and experience to undertake them. It has also become
harder to keep people once they are employed because competitors are always keen to
secure the services of the most talented people by offering them a better deal. Employing
organisations have had to acquire a capacity for developing people effectively, together with
increasingly sophisticated approaches to recruitment, selection, retention, employee rela-
tions and performance management. Further sophistication is required thanks to the
substantial body of employment regulation that now governs the management of the
employment relationship in most industrialised countries. The process becomes more
complex still in the case of organisations that employ people in different countries. Not
only do they have to grapple with a range of often diverse legislative and public policy
regimes, but also have to find ways of effectively managing people whose expectations vary
significantly for cultural reasons.

These developments have led all over the world to the evolution of a more complex
human resource management function, charged with overseeing all aspects of managing
the relationship between an organisation and its people in a professional and productive
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manner (Lawler and Boudreau 2015, 2018). The management of people, however, can
never be a responsibility shouldered by specialists alone. It is an area of management
activity that all managers must share if it is to be carried out effectively and contribute to
the achievement of competitive advantage.

In this chapter we introduce HRM by setting out its purpose and showing how the
effective management of people helps organisations to achieve their objectives. We go on
to examine the historical development of HR work and speculate on how this may evolve
further in the future. The final part of the chapter introduces thinking about the extent
and nature of the link between HR activities and organisational effectiveness and
performance.

‘Q' . -

*
WINDOW ON PRACTICE A
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In 2008, twenty-five years after it was first planned, Terminal Five at Heathrow Airport in
London finally opened its doors to passengers. The total cost of the building was

£4.3 billion. The new terminal was exclusively for the use of British Airways who had been
planning for several years to move all its existing operations from the various other termi-
nals at Heathrow into Terminal Five and had gone so far as to contribute £330 million to
its flamboyant interior design. The day before the opening an article in the Financial Times
reported executives’ concerns that the look of the place would raise expectations too
high, but that it was 'beyond imagination to contemplate failure’ (Blitz, 2008). Yet spectac-
ular failure was what followed.

In the first few days of operation over 300 flights scheduled to depart from Termi-
nal Five were cancelled, very long queues formed at check-in and transfer desks, while
some 28,000 passengers found themselves separated from their luggage. The immediate
cost to British Airways was £16 million, but the long-term direct costs were authoritatively
estimated to be around £150 million (BBC 2008a) let alone vast further losses resulting
from a deterioration in the airline’s already poor brand image.

And why did this debacle happen? It appears that the major reason was simply
extraordinarily poor management of people. The major immediate problem arose
because the staff were not properly trained to use the equipment at Terminal Five and
were unprepared when it came to solving the technical ‘glitches’ that quickly appeared
once the baggage handling machinery started operating. In addition, long delays were
caused on the first day as a result of staff being unable to find the staff car park or get
through security screening on schedule. Later on, as flights began to arrive, staff simply
failed to 'remove luggage quickly enough at the final unloading stage’ (BBC 2008b).

Matters were not helped by the persistence over a long period of very poor
employment relationships at British Airways. Done and Wilman (2008) reported that the
failure of the airline to solve this fundamental problem was the real underlying cause of
the Terminal Five debacle. An unnamed Heathrow executive said that they had all been
expecting an outbreak of ‘fuckem disease’ as the new terminal opened and some staff
simply decided 'not to work very hard' British Airways' staff were neither committed to the
success of the operation nor to their employer. Goodwill was in short supply leading staff
to be intransigent and uncooperative when effort, positive enthusiasm and flexibility were
what was required.
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Defining human resource management

The term ‘human resource management” (HRM) has been defined in a number of different
ways. Until quite recently it was common for commentators to make a distinction between
‘an HRM approach’ to the management of people in organisations and a more traditional
approach associated with terms such as ‘personnel administration’ which were less overtly
strategic in nature. Nowadays ‘HRM’ is much more frequently and simply used descrip-
tively to refer to the range of different activities that are involved in the management of
the relationship an organisation has with its people. These may be employees, but are
often skilled people who are hired using a variety of other contractual arrangements to
help it meet its objectives. The role of the human resource function is thus best explained
by identifying its key purposes. Six objectives form the foundation of HR activity in most
contemporary organisations.

Staffing objectives

Human resource managers are first concerned with ensuring that the business is appro-
priately staffed and thus able to draw on the human resources it needs. This involves
designing organisation structures, identifying under what type of contract different groups
of employees (or subcontractors) will work, before recruiting, selecting and developing
the people required to fill the roles: the right people, with the right skills to provide their
services when needed. There is a need to compete effectively in the employment market
by recruiting and retaining the best, affordable workforce that is available. This involves
developing employment packages that are sufficiently attractive to maintain the required
employee skills levels and, where necessary, disposing of those judged no longer to have
a role to play in the organisation. The tighter a key employment market becomes, the
harder it is to find and then to hold on to the people an organisation needs in order to
compete effectively. In such circumstances increased attention has to be given to developing
competitive pay packages, to the provision of valued training and development opportuni-
ties and to ensuring that the experience of working in the organisation is, as far as is
possible, rewarding and fulfilling. Recent years have seen organisations take a more stra-
tegic approach, at least in their rhetoric, towards the meeting of staffing objectives. They
are, for example, increasingly seeking to differentiate and position themselves in their
labour markets vis-a-vis competitors by engaging in employer branding exercises and by
seeking to be recognised as ‘employers of choice’.

Performance objectives

Once the required workforce is in place, human resource managers seek to ensure that
people are well motivated and committed so as to maximise their performance in their
different roles. Training and development have a role to play, as do reward systems to
maximise effort and focus attention on performance targets. In many organisations, par-
ticularly where trade unions play a significant role, HR managers negotiate improved
performance with the workforce. The achievement of performance objectives also requires
HR specialists to assist in disciplining employees effectively and equitably where individual
conduct and/or performance standards are unsatisfactory. Welfare functions can also
assist performance by providing constructive assistance to people whose performance has
fallen short of their potential because of illness or difficult personal circumstances.

7
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Last but not least, there is the range of employee involvement initiatives to raise levels of
commitment and to engage employees in developing new ideas. It is increasingly recog-
nised that a key determinant of superior competitive performance is a propensity on the
part of an organisation’s employees to demonstrate discretionary effort. Essentially this
means that they choose to go further in the service of their employer than is strictly
required in their contracts of employment, working longer hours perhaps, working with
greater enthusiasm or taking the initiative to improve systems and relationships. Willing-
ness to engage in such behaviour cannot be forced by managers. But they can help to create
an environment in which it is more likely to occur. A term that is currently very fashion-
able in HR circles is ‘employee engagement’, an idea which encapsulates what is required
if organisations are successfully to enhance individual performance. Engaged employees
know what is expected of them, have a sense of ownership of their work, are satisfied
(hopefully very satisfied) with their jobs and, as a result, prepared to contribute positively
both with their effort and their ideas.

Change-management objectives

A third set of core objectives in nearly every business relates to the role played by the
HR function in effectively managing change. Frequently change does not come along in
readily defined episodes precipitated by some external factor. Instead it is endemic and
well-nigh continuous, generated as much by a continual need to innovate as from defin-
able environmental pressures. Change comes in different forms. Sometimes it is merely
structural, requiring reorganisation of activities or the introduction of new people into
particular roles. At other times cultural change is sought in order to alter attitudes,
philosophies or long-present organisational norms. In any of these scenarios the HR
function can play a central role. Key activities include the recruitment and/or develop-
ment of people with the necessary leadership skills to drive the change process, the
employment of change agents to encourage acceptance of change and the construction
of reward systems which underpin the change process. Timely and effective employee
involvement is also crucial because ‘people support what they help to create’. However,
it must also be remembered that change, particularly when imposed without genuine
employee involvement, is also a major potential source of conflict in organisations. This
can be minimised if plenty of time is available, but a degree of conflict is inevitable
where groups of staff lose out in some way as a result of change. The effective manage-
ment of conflict and its avoidance through careful management of expectations and
involvement in decision-making are thus also significant features of an effective HR
managers’ role.

Administration objectives

The fourth type of objective is less directly related to achieving competitive advantage, but
is focused on underpinning the achievement of the other forms of objective. In part it is
simply carried out in order to facilitate an organisation’s smooth running. Hence there is
a need to maintain accurate and comprehensive data on individual employees, a record of
their achievement in terms of performance, their attendance and training records, their
terms and conditions of employment and their personal details. However, there is also a
legal aspect to much administrative activity, meaning that it is done because the business
is required by law to comply. Of particular significance is the requirement that payment is
administered professionally and lawfully, with itemised monthly pay statements being



Chapter 1 The nature of human resource management

provided for all employees. There is the need to make arrangements for the deduction of
taxation and national insurance, for the payment of pension fund contributions and to be
on top of the complexities associated with Statutory Sick Pay and Statutory Maternity Pay,
as well as maternity and paternity leave. Additional legal requirements relate to the moni-
toring of health and safety systems and the issuing of contracts to new employees. Accurate
record keeping is also central to ensuring compliance with a variety of other legal obliga-
tions such as the National Living Wage and the Working Time Regulations. HR profes-
sionals often downgrade the significance of effective administration, seeking instead to
gain for themselves a more glamorous (and usually more highly paid) role formulating
policy and strategy. This is a short-sighted attitude. Achieving excellence (i.e. professional-
ism and cost effectiveness) in the delivery of the basic administrative tasks is important as
an aim in itself because it can provide a source of competitive advantage vis-a-vis other
organisations who struggle administratively. Moreover, as Stevens (2005:137) demonstrates,
sound administration in HR matters is important to achieve if ‘potential legislative risks’
are to be minimised. It also helps the HR function in an organisation to gain and maintain
the credibility and respect that are required in order to influence other managers in the
organisation. In this respect it can be persuasively argued that efficient administration is a
pre-requisite if the HR function is to make a really significant contribution in the three
other areas outlined above.

Reputational objectives

In many organisations, particularly larger companies whose names are synonymous with
valuable brands, the need to build and maintain a positive reputation has become a
central corporate objective. This need has grown steadily in recent years as the media
environment has become increasingly competitive and particularly since the advent of
social media which by its nature is very difficult to influence, let alone control. The
notion that the HR function should properly be concerned with helping to maintain an
organisations wider corporate reputation links up with the ideas both of those who
conceive of the HR role as being primarily about effective risk management (see Stevens
2005) and those who take a particular interest in the ethics of HR practices (see Pin-
nington et al. 2007, Klikauer 2014).

In organisations with a high public profile which are obliged to compete hard in order
to survive, HR managers can find themselves thinking in risk management terms. Their
main role, put simply, is to ensure that the organisation:

o avoids damaging, negative media coverage on account of its employment practices,

o is not required to defend itself in the employment tribunal,

o does not develop an image as a poor employer in its key labour markets,

o retains a good relationship with regulatory authorities,

o avoids disruptive strikes and other forms of industrial action,

e maintains positive relationships with customers and suppliers.

There is a particular need nowadays for managers in private sector organisations to reassure
those whose job is to assess the long-term financial viability of the organisation that it is
competently managed and is well placed to meet the challenges that lie ahead in both the

short and the longer term. This includes fund managers who decide where to invest their
clients’ money as well as the financial journalists and advisors who influence them.





