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- HR strategies must be translated to HR policies → guidelines on decision making + HR practice 
o Action vehicles  

 

L2: HRM Delivery 
- Link between HRM and organization performance 
- The importance of performance-related HRM practice 
- What the concept of HR architecture means 
- What an HR system looks like 
- Framework for delivering HRM 
- Role and organization of the HR function  
- The nature of an HR delivery model 
- The role of top management + HR professionals, line managers  

CH 4: HR Architecture – the HR systems 
- Key architecture 
- HR delivery model 
- HR systems and programs 

CH 5: Role of HR function 
- Three-legged stool model of HR 
- Transactional HR activities 
- Transformational HR activities 
- HR delivery model 
- Evaluation of HR function 
- Role of HRM in SME’s  

CH 6: Role of HR professional 
- Business partnering – HR business partner + strategic partner 
- Change agent 
- Transactional and transformation role 

HR professionals 
Ulrich model  
Strategic role 
HR business partner, HR professional roles 
Innovation, change and service delivery role 
Carrying out the role of HR professionals 
What is means to be HR professional 
HR role of line managers 

CH 7: HRM & Performance  
- Black box & casual ambiguity 
- Higher performance culture 
- High performance work system -HPWS 
- HR value chain 
- Performance management 
- Reversed causality  
- Impact of HRM - performance 
- Developing a high-performance culture  
- High performance work system – HPWS 
- Performance management + contribution of HR 

(Guest & Bos-Nehles 2013) – HRM and performance: Role of effective implementation 
- 4 stages of HR practice implementation  
- Implementers: HR managers, senior executives, line managers 
- Internal and external context  
- framework 



 
- A process involves aligning all aspects of the org’s HR infrastructure to support new ways of sustainability 

working 
- How to formulate sustainability strategy – what are the steps? 
Step 1: Identify and engage with stakeholders affected by HR policies, process and performance 
Step 2: Select and prioritize key HRM issues relevant to supporting a sustainable org.  
Step 3: Review and revise all HR policies in line with sustainability principles 
Step 4: Develop an action plan, scorecard and metrics 
Step 5: Implement, measure, and report HR impacts 

 

Examples of sustainable HRM  

 
 
Sustainable HRM scorecard example (ibid) 

 



 
- Employee growth need strength → because people are different we need to account for difference 

o This is why we have this box 
- Dan Pink – autonomy video on BB 

o If you give people purpose in their job → they perform better 
 

Job diagnostic survey (JDS) (Oldham & Hackman 2010) 
- Organizing the motivating factor of jobs 
- Survey is a good instrument as it measures the 5 core dimensions explained earlier  
- Measures each of 3 psychological states between core job dimensions and the outcomes of work 
- Measures personal, affective reactions or feelings a person obtains from performing the job 
- Taps the strength of the respondent’s desire to obtain growth satisfaction from his work  

 

Motivational potential (ibid) 

 
- Claim: motivation element is computed as shown 
- Very practical oriented 

 

Deficiencies of job crafting theory (ibid) – slide 17  
- Article goes back and critize it  
- Doesn’t take social characteristics into account 
- Theory doesn’t take individual dimension into account → big 5 theory 
- Organizational structure is missing  

o If HRM system is missing → affect on job designing 
- JCT is not a wrong theory but has missing elements   



 
 
 

Realistic job preview (RJP) – slide 36 (Breaugh 2008) 
- Honest and accurate picture of the job 
- Presenting both positive and negative aspects 
- Allowing applicants to self-select into or out of consideration of position 

 
3 functions that are served by RJP 

- Self-selection → applicant opt out of the application process if opportunity is not good  
- Vaccination → candidate develop coping mechanism to deal with unpleasant aspect 
- Commitment to the choice → more committed to the choice they have made  

 
Effects of RJP (ibid) 

- The group that received a RJP had fewer aplpicants accept job offers 
- Also had significantly lower turnover after 3 months  

 

 
 

L7: International HRM 
- Trends in IHRM 
- What do we know about expatriates 
- Global staffing landscape of MNE 
- Diversity and diverse working force  

CH 30: Managing Diversity and inclusion*  
- See lecture 4/7 

CH 58: International HRM Framework  
- Centralization, decentralization 
- Convergence, divergence 
- Ethnocentric, geocentric orientation 
- Globalization & localization 
- MNC or MNE 


