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Fejelise %e ermg the heart and soul
9] people management
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ow of HRM/peopIe management
Jrr gers facing HRM:
(a eallstlc and uni-dimensional
B)! Use of superficial metrics
“(L) elitist obsession with the few
-® (d) ignoring where HRM takes effect
e My ideas for a way forward




BHERN tory of HRM/people
giElEgeEment oVErrforty yéars
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> Arediglel 1970: personnel, training,
mrmr)r planning, gender-specific

r\r9| Adl 1990: HRM enters stage left but
= sonnel still most popular term

"f n 2008 HRM well-established, business
"_* ‘partners, learning, talent management but
personnel not dead
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o IR tlon as an intermediary

o HIE uf tion oriented totally to
gianie gement/needs of employers

;:__-fJ-' *functlon and stakeholder needs/social
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=-:"~* egltlmacy

" HRM- -performance and sustainability

® Business partners, alignment and
employee advocacy
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e J’f aaslirement/metrics mantra
iz @"- VIEWS

ice level agreements — timescales,
ahw and target setting

enchmarkmg — standard metrics, easy to
‘measure indicators but how meaningful

¢ Quantity/quality of HRM; ratios not set in
context; absence/embeddedness of HR

C C
Ul'—l

C
Ua
(L

1,1

L“ 'H+L
m, Ui
\| kﬁ

I|
|



Misauided view that HRM is forathes
fens g for theﬂ‘%any Jﬁt
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> Corlfofs mg trying to reach goals Set by SEenior
iElic JJM ‘alone

FOf Jer gl the value added by front-line service
prove GENS

S SEVanaging people across organisational
= etv_vorks/agency labour

~ & Talent management, stars and the search for
high: rankings

® [airness at work and equity/equality



EallilE Lo focus on where H
eallyin akes aﬁﬁaqapact

2 rl ctlces and processes
o Jog ¢ lgn discretion and AMO

—line managers as the focal point of worker
o Scommitment to organisations

*”‘: "“*HRM IS as much about management of
‘managers as anything else — recruitment,
training, appraisal, careers
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JEBPIE Management

Rediscovering the heart and soullefi

—

SRNIEEdS to e Seenias a problem-solver
2 rli ‘.’c‘_l's a sound understanding of
Hiafkets and institutions

J.__-J,:a);-:" to have high levels of technical

A

= excellence

| _‘-’I:I'R needs to display commitment to range
of stakeholder interests

¢ HR needs a longer-term perspective
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