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	Reading 


	Core Text(s) Provided
	Human Resource Management Theory and Practice (4th ed) by John Bratton and Jeffrey Gold (Palgrave Macmillan, 2007)

	
	

	Required pre-Module Reading 
(see also required pre-reading for each individual session)

	Other readings are given on a session by session basis and will be complemented by further reading given in the sessions.  The readings will often change to take account of recent research and publications.  The lecturers will provide copies of OHPs and other materials on the day.  A number of references are made to Purcell, Kinnie, Swart, Rayton and Hutchinson (2008) People Management and Performance, Routledge and copies of the relevant chapters will be supplied during the week.

	
	

	Recommended pre-Module Supplementary Reading
(see also recommended supplementary reading for each individual session)
	See each session


	Notes for Students


	Advice from Module Leader
	It is only in recent years that questions have been asked on the best way to manage employee relations in the light of the firm's strategic requirements, or more searchingly on the extent to which the firm should tailor its business policies to suit human resource dimensions.  There is little agreement on the best way to proceed and conflicting evidence on the link between firm strategy, structure and human resource management and outcomes.  There is growing evidence on the link between what is called ‘soft’ HRM (increasingly known as High Commitment Management) and organisational performance but an unexplained problem is why so few firms seem to adopt this type of HRM.  Part of the explanation is finding the right circumstances for this type of HRM.  This module explores the emerging field of human resource management in the light of recent research and contemporary examples of best, and worst practice.  

Each session will include a lecture to cover the argument and evidence and some prior reading will be assumed.  A case study or group discussion during the session will be used to illustrate the issues.  Sometimes a case study will be issued but in general we prefer to discuss contemporary issues and examples where policy is being developed.  In some cases, we may feed back your conclusions to the company under consideration.  We also very strongly welcome illustrations that prove or more often disprove the point we are trying to make drawn from your experience.  
There are no right answers in HR but there are better and worse ones!

Interactive case study

A feature of the module is that we study an interactive case during the week.  This will involve analysing key HR issues in the company at a critical stage in its development.


	Contact Details
	Judith Newton

Tel: +44 (0) 1225 383487

Email: mba-fulltime@management.bath.ac.uk
Web: http://www.bath.ac.uk/management
Module Leader: Juani Swart
Email:
J.A.Swart@bath.ac.uk 


	SESSION ONE


	Title
	Strategic HRM I:
Best Practice and the Resource Based View of the Firm

	
	

	Lecturer
	Juani Swart

	
	

	Description
	At the heart of the current debate on strategic HRM is the question of how do you know which human assets are important and what can you do to maximize their value creating potential. Answering this question requires an understanding of competitive advantage and the core competence of the corporation. How do you know who constitutes the essential human resources of the firm that cannot easily be replaced?  This is when the resource based view of strategy (RBV for short) becomes important since the claim is that the identification of the 'heart' or 'core' is essential for sustained competitive advantage

	
	

	Required pre-session Reading
	Bratton and Gold: chapters 1, 4 & 5 
Purcell, et al., (2007) Chapters 1 and 3

The Sears Case study
Chief Executive Survey (Global trends and HRM)
This survey needs to be downloaded from http://www.pwc.com/ceosurvey 


	
	

	Recommended Supplementary Readings
	Boxall, P. and Purcell, J. (2000) 'Strategic human resource management: where have we come from and where should we be going' International Journal of Management Review  Vol 2, No.2, pp 183-203
Bowman, C., & Swart, J. (2007) Whose human capital? The challenge of value capture when capital is embedded. Journal of Management Studies, 44(4), 488-505

Coff, R. (1997) 'Human assets and management dilemmas: coping with hazards on the road to resource-based theory.'  Academy of Management Review Vol 22, No.2, pp 374-402.




	SESSION TWO 

	Title
	Strategic HRM II:

Best Fit and Organisational advantage 

	
	

	Lecturer
	Juani Swart

	
	

	Description
	In this session we establish the building blocks of HRM by exploring the AMO model. We do so by focusing on the distinction between the so called ‘normative’ or best practice models of HRM and the contrasting best fit model.  The normative model describes HRM as ‘it’ - a set of good practices which all firms should aspire to. What is the evidence for the existence of a best practice model and the link with performance.  If it does ‘work’ why do so few firms adopt this model.  

A central feature of alignment is that of strategy. Strategic HRM is (or should be) closely aligned to business strategy.  This is hard to achieve. One of the key issues in SHRM is how this ‘fit’ operates and in which direction?  A key consideration in these perspectives if the notion of internal among HR activities and external alignment of HR activities with factors such as strategy, technology, demographic trends, and the like. This leads to a consideration of the contingent features inside and out side the firm which influence choice of HR strategies. 



	
	

	Required pre-session Reading
	Bratton and Gold: chapters 1 & 2 
Purcell, J. et al. (2008). Chapters 1 and  2 



	
	

	Recommended Supplementary Readings
	Lepak, D., & Snell, S. (1999) The human Resource architecture: toward a theory of human capital allocation and development. Academy of Management Review, 24 (1), 31-48

Youndt, M.A., Snell, S.A., Dean, J.W., and Lepak, D.P. (1996) ‘Human Resource Management, Manufacturing Strategy, and Firm Performance.  Academy of Management Journal.  Vol.39:4, pp.836-866.


	SESSION THREE

	

	Title
	From Best-fit to best-process: The front line manager and the Psychological contract 

	
	

	Lecturer
	Juani Swart

	
	

	Description
	In this session we move from best-fit to best process. That is, the enactment of HRM practices by line mangers and the impact that this has on the psychological contract comes into focus. Much of the current debate in HR circles is about the best way to manage the psychological contract, especially trying to find ways of encouraging high levels of commitment and what is called ‘organisational citizenship behaviour’ (or ‘going the extra mile’).  This is at a time when scores in job satisfaction surveys are falling generally and job insecurity widely felt.  
What is the psychological contract and why is it important?  How does it link to organisational performance?  The issues raised by the psychological contract, especially the types of behaviours and policies that employees expect from their employer, provides a good basis to summarise the course. In particular we consider if various groups of employees have different sets of expectations and therefore need to be managed in different ways through a variety of HR bundles. Both the best fit and best practice arguments are debated within the context of the psychological contract.

	
	

	Required pre-session Reading
	Bratton and Gold: 

14-15, 35, 57, 64, 185, 224, 240, 241- 242

Purcell et al (2008) Chapter 4

Managing tomorrow’s people report



	
	

	Recommended Supplementary Readings
	Craig, E., Kimberly, J., & Bouchikhi, H. (2003) Can loyalty be leased? Harvard Business Review. Reprint F0209D
Cullinane, N., & Dundon, T., (2006) The psychological contract: a critical review. International Journal of Management Reviews, 8(2), 113-129

Deery, S., Iverson, R.D., & Walsh, J. (2003) Towards a better understanding of psychological contract breach: a study of non-professional employees. Paper presented at the American Academy. Seattle, August 1-6.
Guest, D., & Conway, N. (2002) Communicating the psychological contract: an employer perspective. Human Resource Management Journal, 12(2), 22-38
Shapiro, J., & Kessler, I., (2000) Consequences of the psychological contract for the employment relationship: a large scale survey. Journal of Management Studies, 37:7, 903 – 930.
Simons. T. (2002) The high cost of lost trust. Harvard Business Review, September, 18-19
Swart, J., and Kinnie, N. (2004) Managing the careers of professional knowledge workers. CIPD: London. ISBN 184398056 7, 2004



	SESSION FOUR


	Title
	Strategic Resourcing I: external resourcing

	
	

	Lecturer
	Nick Kinnie

	
	

	Description
	Strategic resourcing is one of the most critical HR practice areas because it has a profound effect on who enters and leaves the organisation. Managers face key decisions about how they balance their reliance on the external labour market and the development of employees within the organisation. In the first of two sessions we examine a range of questions associated with strategic resourcing in the external labour market. These include: what strategic resourcing choices are available to employers? What factors influence this choice? What external resourcing techniques are available? What techniques are used to promote an employer brand and how effective are these? How can employers respond to developments in the external labour market including recruitment of the so-called ‘Generation Y’?



	
	

	Required pre-session Reading
	Bratton and Gold Chapter 6 and Chapter 7
Fombrun, C., Tichy, N.M. and Devanna, M.A. (1984) Strategic Human Resource Management, Chapter 4, Wiley.

	
	

	Recommended Supplementary Readings
	Orlitzky, M. (2007) Recruitment Strategy in P. Boxall J, Purcell, and P, Wright (eds) Oxford Handbook of Human Resource Management.
Schmitt, N. and Kim, B. (2007) ‘Selection Decision-Making’ in P. Boxall J, Purcell, and P, Wright (eds) Oxford Handbook of Human Resource Management.
Marchington, M. and Wilkinson, A. (2005) Human Resource Management at Work (3rd ed) Chapter: Staffing and Resourcing the organisation

Taylor, S. (2002) People Resourcing, CIPD, London Chapters 6 and 7.
Carrington, L. (2007) Designs on the dotted line, People Management October, 36-39.

Brocket, J. (2007) Face to face with social networking, People Management, August 15-17.
Chynoweth, C. (2007) War Games People Management, September, 46-48.



	SESSION FIVE

	

	Title
	Strategic Resourcing II: internal resourcing

	
	

	Lecturer
	Nick Kinnie

	
	

	Description
	Much of the discussion on the ‘War for Talent’ has focused on the recruitment of staff from the external labour market. However, the careful management of staff within the organisation provides an equally effective way to develop staff who have the knowledge, skill and experience necessary for organisational success. Decisions on the internal labour market are critical for both employees and the organisation. For the employees these decisions affect how jobs are allocated, who gets transferred and who gets promoted. For the organisation there are key decisions to be made about how employee groups are structured, how staff are moved and what career systems are used. We will consider how talent is managed within the organisation with particular reference to professional service organisations where employees often have strong preferences over the work they do and, sometimes, the power to support these.

	
	

	Required pre-session Reading
	Bratton and Gold Chapter 6 
Capelli, P. (2008) Talent Management for the 21st Century, Harvard Business Review, March, 74-81.

	
	

	Recommended Supplementary Readings
	Boxall, P. and Gilbert, J. (2007) The management of managers: a review and conceptual framework, International Journal of Management Reviews, 9(2) 95-115.

Sonnenfeld, J. and Peiperl, M.A. (1988) Staffing Policy as a strategic response: a typology of career systems, Academy of Management Review, 13(4) 588-600.

Lowendahl, B. (2005) Strategic Management of Professional Service Firms, Chapter 3.

Lepak, D. and Snell, S.A. (2007) Employment subsystems and the HR architecture in P. Boxall J, Purcell, and P, Wright (eds) Oxford Handbook of Human Resource Management.
Maister, D. (2003) Managing the Professional Service Firm, Chapter 2.

Ready, D.A. and Conger, J.A. (2007) Talent factory Harvard Business Review, June, 68-77.

Caught by the fizz, (2008) People Management, 7 August.

Sims, J. (2003) The generation gap People Management, February, 26-31.


	
	


	SESSION SIX  


	Title
	Training, Learning and Development

	
	

	Lecturer
	Juani Swart

	
	

	Description
	This second session on the HRM practices will focus on the ‘A’ of the AMO model. Here we ask how organisations develop their valuable human capital? We answer this question on three levels: The organisation, group/team and individual level. In other words, our session will address issues that sit at the strategic level, i.e. organisational learning, as well as the micro-level of individual skill development. The focus will also be on formal training and development as well as informal learning. It is important to understand that different development techniques should be applied to different groups of employees. Here take a closer look at Management and Leadership development. Finally we explore newer trends such as executive coaching and the impact that this has on organisational success. 

	
	

	Required pre-session Reading
	Bratton and Gold; Chapter 9 
Global CEO survey: talent management and development trends

	
	

	Recommended Supplementary Readings
	Antonacopoulou, E. (2006) The challenges and Prospects of Learning-in-Practice. OLKC conference paper 

Pratt, J. (2004) Benefits of coaching in Business. ECI, White paper, Issue 1
Legge, K. Taylor, B., & Wilson, D. (2007) Management Learning and the Corporate MBA: Situated or Individual? Management Learning, 38 (4), 440 - 457

	SESSION SEVEN


	Title
	Performance Management 

	
	

	Lecturer
	Nick Kinnie

	
	

	Description
	Effective performance management systems can play a key role in the achievement of organizational goals. In this lecture we examine the rise of performance management systems and study recent developments in both practice and theory. The ambiguous nature of performance management will be explored through organisation and individual perspectives. Particular attention will be given to the performance management process, system and cycle and the related objectives and mechanisms. The role of performance appraisals in a performance management system will be discussed and reviewed. Recent developments will be examined with detailed consideration given to the potential benefits and challenges associated with 360-degree feedback. We will explore the integrative nature of performance management by identifying its links with development and reward. 

	
	

	Required pre-session Reading
	Bratton and Gold Chapter 8

	
	

	Recommended Supplementary Readings
	Latham, G. et al, (2007) Performance Management in P. Boxall J, Purcell, and P, Wright (eds) Oxford Handbook of Human Resource Management.
Bach, S. (2000), From performance appraisal to performance management, in Bach, S. & Sisson, K. (eds.), Personnel Management: A comprehensive guide to theory and practice. Oxford, Blackwell.
Marchington, M. and Wilkinson, A. (2002), People Management and Development, London CIPD, Chapter 11. 

Armstrong, M. and Baron, A. (2005) Managing Performance, CIPD.

Redman, T. ‘Performance Appraisal’ in T. Redman and A. Wilkinson Contemporary Human Resource Management, London FT Prentice Hall.
Grint, K. (1993), What’s wrong with performance appraisals: A critique and a suggestion, Human Resource Management Journal, 3, 3, 61-77.
Mabey, C. (2001), Closing the circle: participation views of a 360 degree feedback programme, Human Resource Management Journal, 11, 1, 41-53.
Newton, T. & Findlay, P. (1996), Playing God? The performance of appraisal, Human Resource Management Journal, 6, 3, 42-58



	
	


	SESSION EIGHT


	Title
	Strategies for Reward

	
	

	Lecturer
	Nick Kinnie

	
	

	Description
	One of the most complex issues in HR, and indeed for management generally, is the vexed question of reward strategies. This is a universal issue that faces every organisation and has done so ever since people were employed. What is the effort-reward relationship and how can it be managed? How important are non-financial rewards? What are the objectives of reward strategies? On what basis should people be rewarded? What are the key choices in the design of pay structures and systems? Can organisations get better value for money out of their paybill? Is financial flexibility seen in performance related pay worth pursuing? Particular attention will be given to examining the interactions with performance management and the psychological contract.

	
	

	Required pre-session Reading
	Bratton and Gold Chapter 10
Fombrun, C., Tichy, N.M. and Devanna, M.A. (1984) Strategic Human Resource Management, Chapter 9, Wiley.

	
	

	Recommended Supplementary Readings
	Guthrie, J.P. (2007) ‘Remuneration: Pay Effects at Work’ in P. Boxall J, Purcell, and P, Wright (eds) Oxford Handbook of Human Resource Management.
Marchington, M. and Wilkinson, A. (2005) Human Resource Management at Work (3rd ed) Part 5 Reward

Lewis, P. (1998) Managing Performance related pay based on evidence from the financial services sector, Human Resource Management Journal, 8, 2, 66-77.
Kessler, I. (2000) Remuneration Systems in Bach, S. and Sisson, K. Personnel Management (3rd ed), Blackwell.
Armstrong, M. and Murlis, H. (2007) Reward Management, Kogan Page.
Pfeffer, J. The Human Equation, Chapter 7, Harvard Business School Press.
Wood, S. (1996) High commitment management and payment systems, Journal of Management Studies, 33, 1, 53-77.

Rowley, D. (2008) Bang on target? People Management, February, 36-38.
Wright, V. (2008) Time to tighten the belt? People Management, 4 September.


	SESSION NINE


	Title
	Managing knowledge workers: putting the HRM strategy and practices in context

	
	

	Lecturer
	Juani Swart

	
	

	Description
	One of the key management debates that link people management to firm performance is the notion of knowledge management. Here knowledge workers and intellectual capital take centre stage. We take a closer look at the subsets of knowledge assets in the organisation (human, social and organisational capital) and the role of HRM in managing these knowledge assets. We develop a framework for the management of knowledge workers. Here we compare current practice and lessons learnt from both multi-national and small knowledge-intensive firms. These issues are linked to innovation and performance through people management processes.

	
	

	Required pre-session Reading
	Bratton and Gold  pages 345-349
Swart, J. (2007) HRM and professional knowledge workers. In J, Purcell, P. Boxall and P, Wright (eds) Oxford Handbook of Human Resource Management

	
	

	Recommended Supplementary Readings
	Alvesson, M. (2000) Social identity and the problem of loyalty in knowledge intensive companies. Journal of Management Studies, 37:8, 1101 – 1123
Lepak, D., & Snell, S.A. (1999) The human resource architecture: toward a theory of human capital allocation and development. Academy of management review, 24 (1), 31-48
Nahapiet, J. and Ghoshal, S. (1998) 'Social Capital, Intellectual Capital and the Organisational Advantage' Academy of Management Review 23, 2, 242-266.
Leana, C., & van Buren, H. (1999) Organisational Social Capital and Employment Practices. Academy of Management Review, 24 (3), 538-555

May, T. Y., Korczynski, M., & Frenkel, S. J. (2002) Organizational and occupational commitment: knowledge workers in large organisations. Journal of Management Studies. 39(6), 775-801.
Scarbrough, H. (1999) Knowledge as work: Conflicts in the Management of Knowledge Workers. Technology Analysis & Strategic Management, 11(1), 5-16.
Swart, J. (2006) Intellectual Capital: disentangling an enigmatic concept. Journal of Intellectual Capital, 7(2), 136-159 

Swart, J., Kinnie, N., & Purcell, J. (2003) People and performance in knowledge-intensive firms. CIPD.  London ISBN –0 85292 976 5. Chapter 5.

	
	

	Instructions for Students
	Focus on the alignment of HRM strategy and practice within the knowledge intensive context


	SESSION TEN


	Title
	Strategic HRM: interactive case study

	
	

	Lecturer
	Nick Kinnie and Juani Swart 

	
	

	Description
	Case study presentations followed by question and answer

	
	

	Instructions for Students
	See separate handout


The assignment brief will be distributed during the week of this module.
You must submit two identical hard copies of your assignment to the 
MBA Programme Administrator, by Friday 12th December (13:00)
Lecturer Biographies:
Dr Juani Swart B.Comm (Hons), M.Comm, PhD, CPsychol, MCIPD

J.A.Swart@bath.ac.uk 

Juani specializes in Knowledge management and the management of Knowledge workers. She is Director of the Work and Employment Research Centre (WERC) at the University of Bath which has world-class expertise in knowledge, change and leadership. Currently she is conducting research into the management of knowledge in Professional Services Firms sponsored by the CIPD in collaboration with Cornell University. This research aims to understand the transfer of human capital into intellectual capital, thereby linking the intellectual capital, HRM and Performance debates.

Her teaching is focused on managing knowledge. At the MBA level she teaches People Management and leads an MBA elective on Knowledge Management for Strategic Effectiveness.  Her undergraduate teaching includes Human Resource Management and Organisational Development. 

Juani was Director of the MBA at Bath (2004-2007) where she established the External Advisory Group of Companies and led the re-design and re-launch of the suite of MBA programmes. She has directed the executive development programme for McKinsey&Co. 

As a Chartered Psychologist, Juani’s executive development expertise is in the areas of strategic knowledge management, leadership styles, personal effectiveness in the context of people management and the management of professionals. She has consulted to and delivered programmes for British Marine Technologies, Ernst & Young, Halcrow, NatWest, the Clore Leadership foundation, British Energy and QinietiQ. 

 

She has published widely in the area of people management in knowledge intensive firms, intellectual capital structures, systems approaches to knowledge management and network influences on strategic choice.  

Dr Nick Kinnie BSc, MA, PhD, FCIPD
mnsnjk@bath.ac.uk

Nick has been a member of the Work and Employment Research Centre (WERC) since its foundation in 1997 and his research interests lie in the links between human resources practices and organisational performance and the people management issues involved in managing knowledge in professional service firms. He also has interests in the management of customer response centres especially third party centres and those which are established off-shore. He has published widely in these areas in academic and practitioner journals.
Nick’s teaching spans the undergraduate and MBA levels where he concentrates on HR issues with a particular interest in HR in professional services firms.  He is also supervising a number of PhD students.  Nick has also had extensive interaction with the Chartered Institute of Personnel and Development and has spoken at a number of their conferences.

He has also held a number of positions of responsibility with the School including Head of Undergraduate Programmes and is currently Head of Learning, Teaching and Quality and a member of the School’s Executive Board.
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