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	Abstract: Purpose – The paper seeks to provide a theoretical foundation and empirical evidence on the impact of HRM fit on citizenship and task performance (CTP) of employees. 
Design/methodology/approach – A range of recently published articles were critically reviewed in order to argue that HRM fit is useful to address issues of substandard CTP. A hybrid type of research design was adopted to collect both quantitative and qualitative data through questionnaires and interviews. Analysis is based on 433 survey responses gathered from employees and managers of seven manufacturing companies in Sri Lanka. 
Findings – The findings provide evidence not only to confirm the HRM fit hypothesis (which states that the higher the HRM fit, the greater the performance) but also to negate the said hypothesis in relation to some HRM practices. It is also revealed that HRM fit does not matter to the majority of HRM practices examined, and that HRM fit is more important for citizenship performance (CP) than for task performance (TP). 
Research limitations/implications – The findings represent the Sri Lankan manufacturing sector sample only. The selection of HRM practices was limited to the HRM typology of Schuler and Jackson. The extent to which person-organisation fit may change for individuals over the course of their employment was not considered. 
Practical implications – The paper addresses the issue of transferability of HRM practices and aids practitioners to assess the impact of person-organization fit on specific HRM practices. The relationship between the HR planning and control system and CTP sends signals for practitioners to consider the incorporation of HRM fit concept in selection, training and development, and the design of HRM systems. 
Originality/value – The paper presents an exploration of the HRM fit concept and CTP and provides empirical evidence in a developing country context. An innovative analytical approach that addresses several person-organisation fit methodological issues is presented, which could contribute to the current knowledge and future research.
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Abstract: The perspective and concern considered here is the internal-subjective evaluation of HRM effectiveness. This involved investigating managers’ and employees’ perceptions about standards of HRM and of the work of human resources (HR) staff in their own organizations. Survey research indicates that there is a pattern of more positive perceptions of HR staff than of overall standards in HRM. This disassociation presents a challenge to the validity of internal subjective evaluations. One explanation is that features of stereotyping are influencing subjective evaluations of HR staff. The concept of stereotyping is applied and consideration is given to “cognitive efficiency”, inter-group dynamics and broad social power theories. The author concludes that HR staff have benefited from the stereotype connection in the past but in an era where more explicit objective standards are increasingly expected, they may not continue to benefit from such positive effects. Nonetheless, an enhanced awareness of the positive behaviours that can arise from dealing with stereotyping can be useful in achieving high standards of HRM. 
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Abstract: Purpose – The purpose of this study is to examine the extent to which organizations in Nigeria use various human resource management (HRM) practices, and the perceived challenges and prospects of these practices. 
Design/methodology/approach – A combination of quantitative and qualitative research methods was employed to gather information. Specifically, data were collected from 253 managers in selected firms. Descriptive data analysis is presented with respect to the use and execution of HRM practices such as recruitment, selection, performance appraisal and training and development. In addition, information was collected and analyzed with regard to the challenges and prospects of HRM. 
Findings – This study provides significant current information on HRM knowledge and practices in Nigeria. The findings reveal that HRM practices, such as training, recruitment, compensation, performance appraisal and reward systems, are still in place. However, issues of tribalism, AIDS, training and development and corruption are some of the challenges identified that need to be addressed. 
Research limitations/implications – The study was limited to 12 companies in ten cities. A broader geographic sampling would better reflect the national profile. Another limitation could stem from the procedure used in data collection method (drop off and pick up). However, extreme measures were taken to protect the identity of the respondents. 
Practical implications – The study identified challenges and prospects of HRM in Nigeria. Organizations should employ requisite HRM practices to achieve excellent organizational performance. Furthermore, the government may create policies to promote the above practices, since, in the long term, achieving organizational excellence will reflect positively on the economy. All these may be facilitated through proactive organizational and national human resource development initiatives. 
Originality/value – The significance of the present study stems from the fact that very few studies have explored the impact of human resource challenges and prospects in Nigeria. The results provide additional insights into HRM practices in Nigeria, a sub-Saharan African country. A region that has been neglected by management researchers and has therefore been less researched. Also, the insights gained from this study contribute to the future development of this line of research, particularly in a non-Western country like Nigeria.
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Abstract: Purpose – The purpose of this study is to empirically examine the perceptions of the importance of the internet to human resource management (HRM) and to understand the existing human resource (HR) practices and needs of the internet to support HRM functions. 
Design/methodology/approach – A structured questionnaire survey was used to collect data from selected public companies quoted on the Hong Kong Stock Exchange. Questionnaires were returned by 147 respondents and used for the analysis. The overall response rate was 29 percent, which was higher than expected. 
Findings – The findings indicated that the most frequently cited internet-supported HRM function in the existing literature is recruitment and selection. The results showed that there are no significant organization size differences or significant differences in internet connectivity as far as the perceived importance of the internet to HR practitioners is concerned. Specifically, helping managers to stay informed is the most important reason for adopting the internet for HR practitioners. 
Originality/value – This study has proved that internet-based HR offers enormous opportunities to improve organization performance. This paper introduces the reader to the potential use of the internet to support HRM.
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Abstract: This paper focuses on the debates about globalisation – its nature and impact – and the significance of multinational companies in the global economy. Introduces the special issue of the International Journal of Manpower, based on selected papers presented at the 7th Conference on International Human Resource Management hosted by the University of Limerick in June 2003, which focused on the issue of HRM and its transferability in such corporations. The MNC is viewed as the vehicle by which dominant HR policies and practices are transported across national boundaries and the papers shed light on the likelihood of, and limits, to this transfer. In order to contextualise the debate, the paper begins by outlining the extent to which human resource management remains a key issue for multinational corporations and, in advance of introducing the five papers in this special issue, summarily charts some of the key research trends emerging in the literature on international human resource management (IHRM).

Title: A critical discourse perspective on managers' experiences of HRM 

Author(s): Helen Francis 

Journal: Qualitative Research in Organizations and Management: An International Journal 

ISSN: 1746-5648 

Year: 2006 Volume: 1 Issue: 2 Page: 65 - 82 

DOI: 10.1108/17465640610686343 

Publisher: Emerald Group Publishing Limited 

Abstract: Purpose – The discourse of human resource management (HRM) is increasingly dominated by a normative, consensus-oriented perspective on managing the employment relationship. This paper aims to explore the potential of critical discourse analysis (CDA) to provide new and different understandings of HRM and processes of organisational change, and which highlights the creative role of language in the shaping of organisation and management practice. 
Design/methodology/approach – A case study analysis of managers' experiences of introducing change in a large catering firm is drawn upon to highlight the inherent tensions in people management, which stem from the need for employers to motivate and control labour in order to remain profitable. This is illustrated in a change programme aimed at increasing organisational efficiency and achieving a “results driven culture” that exhorted managers to think and behave as “entrepreneurs” and to “comply” with stringent new rules on managing their staff. 
Findings – It is concluded that conflict and resistance is an inevitable feature of HRM-based initiatives and that CDA offers a powerful lens for exploring this dynamic. Importantly, it provides a less restrictive view of management decision making than that found in conventional understandings of HRM, which tend to treat management as a more or less culturally unified body, and ignores the subjectivity of managers. In contrast, the empirical evidence presented here provides an example of how the deployment of CDA can provide rich insights into the dynamics of HRM-based change rooted in a complex shifting network of alliances (and related discourses). 
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Abstract: Purpose – Changing career patterns and the erosion of job security have led to a growing emphasis on employability as a basis for career and employment success. The written and psychological contracts between employer and employer have become more transactional and less relational, and loyalty is no longer a guarantee of ongoing employment. Individuals are thus expected to take primary responsibility for their own employability rather than relying on the organisation to direct and maintain their careers. The purpose of this paper is to identify and examine the assumptions underpinning the concept of employability and evaluate the extent to which employability has been adopted as a new covenant in the employment relationship. 
Design/methodology/approach – Through a review of relevant literature the paper discusses current research on careers and employability and examines the available evidence regarding its adoption as a basis for contemporary employment relationships. 
Findings – The paper finds that the transfer of responsibility for employability from organisation to individual has not been widespread. There is still an expectation that organisations will manage careers through job-specific training and development. Employability has primarily benefited employees with highly developed or high-demand skills. Employability is not a guarantee of finding suitable employment. 
Practical implications – Employers can assist their employees by clarifying changes to the psychological contract, highlighting the benefits of career self-management, and providing training and development in generic employability skills. 
Originality/value – The paper questions underlying assumptions about employability and explores issues of relevance to human resource managers, policy-makers, employers and employees.
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Abstract:

The paper raises the question about HRD practitioners and their fitness to practice by exploring moral issues HRD practitioners sometimes face, in addition to looking at some key moral philosophical perspectives. It argues that HRD practitioners may at times feel 'out of balance', and hence may not feel fully 'fit to practice'. It proposes some suggestions for ongoing professional development for HRD practitioners that could enable a better sense of 'balance' and fitness to practice. It also suggests the need for a consciously mindful approach to become more self aware and discerning when delivering HRD
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	Abstract: Ethical duties or obligations of HRM practitioners are questioned and explored. Differing conceptions of HRM ethical duties seem to have arisen from differing values assumptions and social constructions of the employment relationship. HRM education and development programs must do a better job of exposing students to these contrasting values assumptions as well as helping students develop the ethical change skills necessary to act more successfully upon their moral values and perceived ethical duties
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	Abstract: Poses the question whether, on an academic level, human resource management (HRM) is a scientific discipline of management. To arrive at an answer, brings together findings of a survey concerning the foundations of HRM then links them by four central hypotheses. The first (rather speculative) hypothesis claims that, in Germany at least, the discussion of HRM problems over the last 30 years has been selective and influenced by different and changing paradigms of HRM. The second hypothesis is that nearly all formulations of HRM concepts have to be embedded in a national context. The third hypothesis states that even given the restricting effect of hypotheses one and two, a theory pitfall exists preventing any theoretical foundation of effective HRM and forcing us to construct intelligent, but untested, HRM hypotheses. The fourth hypothesis links the problems of these untested hypotheses with the problem of ethical norms for HRM in theory and practice. The final judgement is that the high theoretical requirements of HRM as an academic discipline cannot be fulfilled.
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	Abstract: Presents a model for analyzing the potential for value creation of the internal audit (IA) function, the human resource management (HRM) function, and the IA-HRM pairing. A survey of 161 chief audit executives indicated that virtually all IA functions are risk managing in their audit approaches, while a great majority of HRM clients are also moderately or strongly strategic in their outlook. Findings included that a productive working relationship was strongest when a risk m anaging IA function is paired with a strategic HRM function. Also, the IA planning process was found to be more strategic in the presence of the same pairing. Analysis of written examples of strategic findings related to HRM supplied by the respondents suggested that there may be a significant gap between auditors’ knowledge of strategic HRM practices as developed in the literature and their self-reported examples. Future research should use both HRM and IA responses to reduce bias. Additonally, there is a need for case studies of the IA-HRM partnership.
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	Abstract: Purpose – This paper aims to present a detailed examination of the relationship and debate between realist understandings of HRM, on the one hand, and discourse-based notions of HRM, on the other. The objective is to provide a basis for a possible debate between these, seemingly contradictory, perspectives. 
Design/methodology/approach – The paper argues that these perspectives can be integrated if one adopts a perspective that overcomes this dualism by thinking of HRM as a “project” where speech acts and non-linguistic forms of action are seen as interdependent. The paper uses interview extracts in order to illustrate how the HRM Project gets constituted but also resisted in the context of a post-privatisation electricity company. 
Findings – This paper is predicated on the notion that the discourse of HRM is closely intertwined with the shift in power relations between employers, managers, employees and trade unions from the early 1980s onwards. In order to capture the broader context of the discourse it is suggested that the notion of an “HRM Project” includes not only language but also practices, boundary-spanning linkages, and external agents such as regulators and financial institutions. 
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	Abstract: Reports on the conference on Ethical Issues in Contemporary Human Resource Management, held in April 1996. Notes concerns raised at the conference relating to a lowering of employment standards. These included factors such as: insecurity and risk, transfer of risk and surveillance and control. Suggests a number of alternative ethical frameworks useful in an analysis of HRM, including such elements as: basic human, civil and employment rights, universalism and community of purpose. Considers methods of defending such an ethical focus from charges of utopianism, and suggests that ethical HRM will be a developing theme over the next few years. 
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	Abstract: Most discussions of knowledge, knowledge management and knowledge transfer, especially of human resource management (HRM) knowledge and its transfer, have failed to consider them in a cross-cultural context. After a discussion of this issue, the paper analyses the migration or transfer of what is often claimed to be best practice in HRM from Western countries to developing, culturally different countries. It does this with specific reference to the case of HRM in Mauritius, especially in the Mauritian Civil Service, and uses this case not only to identify some of the limits to cross-cultural knowledge management, but also to develop a more appropriate model of “knowledge migration” of HRM knowledge across cultures based on viable systems theory, including a future research agenda. 
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	Abstract: This article uses discourse theory to examine the rhetoric of human resource management (HRM) in shaping organisational change. Built on the assumptions that people actively construct their “organisational world” and that language is central to these processes of social construction, HRM is treated as a discursive resource that can be used by managers to persuade employees to accept a particular world view of organisational change. Drawing upon a private sector case study, the article highlights important implications on the use of HRM rhetoric not addressed by conventional research designs concerned with notions of “strategic fit” and “best practice”. Here organisations are treated as being part of an objective reality that can be “measured” using some kind of statistical analysis. This article challenges assumptions underpinning these designs and examines the potential of discourse theory to develop richer insights into questions about the practicalities and ethics of managing meaning at the workplace. 
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	Abstract: The perspective and concern considered here is the internal-subjective evaluation of HRM effectiveness. This involved investigating managers’ and employees’ perceptions about standards of HRM and of the work of human resources (HR) staff in their own organizations. Survey research indicates that there is a pattern of more positive perceptions of HR staff than of overall standards in HRM. This disassociation presents a challenge to the validity of internal subjective evaluations. One explanation is that features of stereotyping are influencing subjective evaluations of HR staff. The concept of stereotyping is applied and consideration is given to “cognitive efficiency”, inter-group dynamics and broad social power theories. The author concludes that HR staff have benefited from the stereotype connection in the past but in an era where more explicit objective standards are increasingly expected, they may not continue to benefit from such positive effects. Nonetheless, an enhanced awareness of the positive behaviours that can arise from dealing with stereotyping can be useful in achieving high standards of HRM. 
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	Abstract: This paper is concerned with recent attempts to appropriate normative ethics as a medium for engaging critically with the practice and theory of human resource management (HRM). Focusing particularly on arguments for justice and rights in the workplace, the limits of foundationalist critiques of HRM are explored. The discussion suggests a future direction for the critical study of HRM in the present economic and political conjuncture. Critical scholars of HRM are invited to give further consideration to their aims and objectives and the manner of their intervention in current debates, in a discussion which highlights the importance of politically and rhetorically sensitised management scholarship. 
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	Abstract: Explores the moral issues which underpin the personnel function and considers the ethical challenges in policy making and the policy/practice gaps being thrown up by the radical global changes. Discusses the subject of axiology, together with deontology, to explore how these underpin company integrity and the rules of ethical custom. Emphasizes the need to raise the subject of ethics in the many areas associated with the employment of people. Recommends that this is an appropriate time with the change in emphasis from personnel to human resource management, and the need for proactive approaches to change. Concludes with a personal plea for HR specialists to be responsible for raising awareness, facilitating learning and ensuring that standards of ethical conduct are practised within human resource policies and practices. 
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	Abstract: This article summarises the findings from a study of practising managers which explored experiences of and views on decision making about actual ethical issues in organisations. Data gathering was based on a combination of an intensive case study of an organisation and in-depth interviews with senior managers and management consultants from 32 organisations. A rigorous qualitative analysis of the observed experiences, strategies and responses to ethical issues and problems resulted in categorisation of skills associated with: judgement, integrity, courage and humanity. The different ways in which these skills were integrated led to approaches identified as: legalistic, entrepreneurial, navigation and worried modes. The repertoire of skills which contributes to selection of these alternative approaches and implications for the development of ethical decision making practices are discussed.
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	Abstract:
	Who a manager is, as a person of moral character, has been only of tangential interest in social science definitions of management, which have focused on functions, roles, behaviors, and environmental influences. But how do managers themselves speak of managerial excellence? This paper answers this for a particular corporation, based on a three-phased research process that deliberately imposes no descriptive or normative categories, but allows the answer to emerge, listening to what managers themselves say when discussing excellent managers and their behaviors. This approach finds that: (1) virtue ethics and virtue language is fluently used by practicing managers, (2) virtue language is important to understanding managerial excellence, and (3) whereas the set of virtues defining the excellent manager can be expected to be dependent on the societal, industry, and organizational context, such a set of manager virtues can be identified and prioritized within a particular organizational milieu. The implication is that, once an organization's management better understands the meaning of the excellent manager in terms of the virtue language already used by its own employees, it is better equipped to implement a practical ethic of virtues, one helpful toward recognizing and developing excellent managers. Ethics researchers are challenged to increase their understanding of extant virtue language as the basis for a renewed development of virtue ethics theory and applications.
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	Abstract:
	There is currently a lack of empirical work on cross-cultural differences in ethical attitudes towards day-to-day management decision-making in organizations. Work that currently exists in the area of management ethics also lacks cultural explanations of differences. The present study tries to overcome these deficiencies by providing a model of ethical decision-making that is based on cultural antecedents, which may explain differences in judgements of ethicality, and consequential ethical attitudes or professed behaviour. This article reports a 10-nation empirical study that focuses on ethical 'grey areas' that form part of the day-to-day decision-making in organizations across the globe. Countries were selected to represent variation along two cultural dimensions of 'collectivism-individualism', and 'uncertainty avoidance'. These dimensions were then used to explain national cultural differences in judgements of ethicality of decision items concerned with relations with external stakeholders, with the corporation and with the group. Results generally confirm that these dimensions, once elaborated to consider more recent detailed research, provide explanations for differences in ethical attitudes among national groups. This study points the way to further investigations based on cultural explanations of differences in managers' ethical attitudes and behaviour.
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	Abstract:
	Total Quality Management (TQM) has been the object of extensive discussion within the popular literature and is increasingly of interest among management scholars. Recent scholarship has focused on the theoretical foundations of TQM, particularly what makes it work, why so many firms have had problems implementing it, and under what circumstances it may create a sustainable advantage for individual firms. This paper extends the work in theory development regarding TQM and offers an empirically testable theoretical model of its function The central claim of the paper is that embedded within TQM there are a set of moral values ("value dynamics") that must be developed and maintained if it is to work, and that seeing them as moral values has significant theoretical and practical implications That is, how TQM is understood and "enacted" (Weick 1979) by managers plays a significant role in determining its success. The discussion is linked to the ethics literature, normative implications of the model are explored, and directions for future research are outlined.
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	Abstract:
	Abstract This paper argues that the analysis of ethical issues in human resource management is legitimate and important. It argues that the theory of ethical relativism should be rejected and that it is meaningful to search for universal moral principles. It then presents a comprehensive framework for making judgments about human resource management ethics that consists of five complementary moral principles that have been developed and studied by philosophers: utilitarian ethics, rights ethics (using Kant's categorical imperative), distributive justice ethics, care ethics, and virtue ethics. It illustrates the application of the moral framework by analyzing the ethics of deceiving employees about the hazardous nature of chemicals in the workplace, the ethics of discrimination in employment, and the ethics of sexual harassment.
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	Abstract:
	This paper reports the results of a cross-cultural empirical study that investigated differences in the clarity of corporate attitudes towards ethical `grey areas' and their influences on managers' ethical decision making. The study encompassed managers in France, Germany, Britain, Spain and the USA working in over 200 companies operating in these countries. Comparisons are made at both individual manager level and at corporate level. At the former level significant differences are found among nationalities of managers themselves. For the latter, differences are found among companies according to the nationality of their home country rather than the host country Despite identifying national differences in areas of gift giving and receiving, loyalty to company, loyalty to one's group, and reporting others' violations of corporate policy, the study presents evidence that clarity of corporate policy has little influence on managers' reported ethical decision making. The perceived behaviour of managers' colleagues is far more important in predicting attitudes towards decision making of managers across the nationalities surveyed. This has implications for the efficacy of the growing popularity of corporate codes across Europe. Companies should place more emphasis on intervening in peer dynamics rather than trying to legislate for managers' ethical conduct.


