HCM Week 1
Case Study & Group Activity Pack
LCMB7023 • Introduction to HCM & HRM
Designed for groups of 3–4. Each case corresponds directly to an activity slide in the redesigned Week 1 deck.
How to use this pack
Read only the case allocated for the activity.
Work as a consulting team: diagnose before recommending.
Use the named HRM concepts explicitly; do not rely on opinion alone.
Prepare the short presentation specified in the slide deck.
Every group member should be ready to answer one challenge question.


Case 1 — Northbridge Works: HRM Time Machine
Northbridge Works is a fictional British industrial organisation viewed at three points in its history. Your task is not to decide that one era is simply “better”. Instead, examine how assumptions about workers, managerial priorities, employment practices and organisational power change as the employment relationship evolves.
Case evidence
1910: Production is labour-intensive. Supervisors control pace and discipline. Injuries and absence are common. Hiring is largely informal. Welfare provision is limited and management decisions are strongly unilateral.
1980: The organisation has a personnel department, formal job descriptions, collective bargaining and established grievance procedures. Cost pressure and industrial relations occupy senior management attention.
2026: The organisation uses automation, workforce analytics and hybrid professional teams. Skills shortages affect growth. Employees expect development, flexibility and voice, while leaders expect HR to demonstrate measurable business impact.
Group task
For each era, identify how workers appear to be viewed.
 Identify two management priorities and two likely people-management practices.
 Locate the main sources of organisational power and employee influence.
 Identify one feature of the employment relationship that persists across all three eras.
 Agree one claim about the most significant shift in HRM.
Presentation brief
3 minutes per group. Present one defensible claim about the biggest shift in HRM and support it with evidence from at least two eras.
Tutor debrief prompts
Has strategic HRM changed power, or mainly changed the vocabulary used to describe employment?
Which 2026 practices would a 1980 personnel manager recognise?
What has been gained—and what may have been lost—as HR becomes more strategic?


Case 2 — Vertex Analytics: The Scaling Decision
Vertex Analytics is a fictional UK-based AI services company. Revenue has doubled in 18 months and the board wants another rapid expansion. The commercial strategy depends on specialist technical talent and fast product innovation, but the people system has not scaled with the business.
Case evidence
Annual voluntary turnover among experienced engineers has risen from 11% to 24%.
Time-to-hire for specialist roles averages 82 days.
Managers have wide discretion over pay, promotion and remote-working arrangements; employee surveys describe decisions as inconsistent.
The CEO wants stronger performance differentiation and faster hiring.
Employees report strong commitment to the product mission but declining confidence in career progression.
A competitor has begun recruiting Vertex team leaders and offering similar salaries.
Group task
Diagnose the central people problem: capacity, commitment, consistency, capability—or a combination?
Apply two lenses from Michigan, Harvard, Guest and RBV. State what each lens reveals that the other might miss.
Recommend three mutually reinforcing HR interventions.
Identify one stakeholder trade-off or unintended consequence.
Select two indicators the board should review after six months.
Presentation brief
4 minutes per group: diagnosis → two theoretical lenses → three actions → one material risk.
Tutor debrief prompts
Would tighter strategic alignment necessarily improve retention?
Which Vertex resources might satisfy the RBV logic of being difficult to imitate?
How would the Harvard Model alter a purely performance-driven solution?


Case 3 — Meridian Health: Restructure or Reskill?
Meridian Health is a fictional healthcare services group facing an £8 million cost reduction target after a fall in contracts. The CFO proposes 500 redundancies within four months. HR argues that demand is shifting rather than disappearing and proposes a smaller reduction combined with reskilling, redeployment and process redesign.
Case evidence
The affected functions contain experienced clinical coordinators, scheduling staff and customer-support employees.
Digital self-service will reduce some routine work, but the organisation expects growth in complex patient coordination.
Engagement has already fallen after two restructures in three years.
Several long-serving managers hold extensive informal knowledge about local partners and referral pathways.
The board is concerned about cash, service quality, employer reputation and the risk of losing capabilities that may be expensive to rebuild.
Group task
Identify the hard-HRM logic supporting the CFO proposal and the soft-HRM logic supporting the HR proposal.
Identify likely human-capital losses if redundancy is rapid and broad.
Identify likely social-capital losses, including trust, networks and coordination.
Design a third option that still addresses the £8 million constraint. You may phase actions, redesign roles or differentiate critical capabilities.
Choose two measures for the first 90 days that would reveal whether your approach is working.
Presentation brief
4 minutes per group: recommended decision + key trade-offs + two 90-day measures.
Tutor debrief prompts
When does investment in employees become financially indefensible?
Can a “soft” HR intervention still be driven by hard economic logic?
Which forms of capital are visible on financial statements—and which are not?


Case 4 — Aster Retail: The HR Director’s First 90 Days
Aster Retail is a fictional national retailer undergoing simultaneous digital and organisational change. A new HR Director joins one week before the executive committee approves an AI-enabled scheduling system, closure of 12 stores and accelerated e-commerce expansion.
Case evidence
Employee engagement is 12 percentage points below the company target.
Store managers complain that head office changes arrive too quickly and with little consultation.
The AI scheduling pilot reduced overtime cost but generated complaints about unpredictable shifts.
E-commerce growth requires new data, fulfilment and customer-service capabilities.
The CEO wants HR to “support the transformation without slowing it down”.
The employee forum is demanding clearer information about store closures and redeployment.
Group task
Prioritise the three most material people risks.
Map each priority to one or more Ulrich roles: Strategic Partner, Change Agent, Employee Champion, Administrative Expert.
Choose one immediate action, one action within 30 days and one action within 90 days.
Explain how the roadmap protects business execution while maintaining employee legitimacy and procedural fairness.
Presentation brief
3 minutes per group. Brief the CEO on your 90-day HR roadmap. Be prepared to defend what you deliberately chose NOT to prioritise.
Tutor debrief prompts
Can the Employee Champion and Strategic Partner roles conflict?
Where should HR challenge the CEO rather than simply execute strategy?
What data would HR need before scaling AI scheduling?


One-page presentation framework
1. Diagnose — What is the underlying organisational/people problem?
2. Apply — Which HRM concept or model best illuminates it?
3. Recommend — What should management actually do?
4. Challenge — What trade-off, ethical issue or unintended consequence follows?
5. Measure — What evidence would show whether the recommendation worked?
Suggested participation roles
Chair/timekeeper — keeps the group moving and ensures all voices are heard.
Theory lead — makes the explicit link to HRM concepts.
Evidence lead — anchors claims in the case facts.
Presenter/challenger — delivers the recommendation and answers questions.
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