
5 6 5 21 2120 1 17 5 7 21

( (51 / ( 2120 6 5(9 (1r

,QwurGXFwlrQ
7 GD WKH XQFHUWDLQ DQG XQ UHGLFWDEOH

EX LQH HQYLU QPHQW OHDG W FKDQ H LQ

U DQL DWL Q LQFOXGLQ FXOWXUDO FKDQ H

WKDW FDQ KHO U DQL DWL Q LP U YH WKHLU

HUI UPDQFH DQG U GXFWLYLW %DWH

FLWH WKDW HUFH WL Q DWWLWXGH DQG FLDO

UHODWL Q KL EHW HHQ LQGLYLGXDO PHPEHU

I WKH U DQL DWL Q PX W EH LQFOXGHG LQ

FXOWXUDO FKDQ H %HFDX H FXOWXUH FKDQ H

LQFOXGH DOO LQGLYLGXDO LWKLQ U DQL DWL Q

human resource management (HRM) plays
DQ LP UWDQW U OH LQ FKDQ LQ FXOWXUH LWK LW

emphasis on the way to win ‘hearts and minds’
I HP O HH /H H 7KX FXOWXUDO

FKDQ H U UDPPH LQ U DQL DWL Q FDQ EH

implemented by utilising HRM techniques

:DW Q DQG *UHHQ 7KHUHI UH WKL

paper will critically discuss the use of HRM

WHFKQLTXH LQ U UDPPH I FXOWXUDO FKDQ H

in some British organisations to �nd out how
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0 ) UHL Q 7UDGH 8QLYHU LW (PDLO GX KD IWX HGX YQ

evwuDFw
This study develops a theoretical framework that explains the interaction between �rms in
the manufacturing and service sectors, and the role of such interactions in in uencing FDI
spillovers and the performance of indigenous �rms. We test our framework using a �rm-level
panel dataset of 1230 UK �rms. We �nd strong evidence indicating that the performance
of �rms operating in manufacturing industries is a function of the external knowledge
JHQHUDWHG E IRUHLJQ LQYHVWRUV LQ WKH VHUYLFH LQGXVWULHV DQG YLFH YHUVD :H GHPRQVWUDWH WKDW

WKH SHUIRUPDQFH HIIHFWV RI LQZDUG ) , DUH QRW OLPLWHG ZLWKLQ D JLYHQ VHFWRU PDQXIDFWXULQJ

RU VHUYLFHV EXW PDQLIHVW WKHPVHOYHV DFURVV VHFWRUV 7KLV SRLQWV WR WKH LPSRUWDQFH RI GLVWDQW

NQRZOHGJH LQ LPSURYLQJ SHUIRUPDQFH DQG SURYLGHV DQ H[SODQDWLRQ DV WR KRZ WKH ULJKW EDODQFH

between manufacturing and services sectors may improve �rm performance within a given
HFRQRP DQG DFFHOHUDWH WKH HIIHFWV RI LQZDUG LQYHVWPHQW

.h ruGv PDQXIDFWXULQJ VHUYLFH LQWHUDFWLRQ ) , VSLOORYHUV WHFKQRORJ WUDQVIHU

VHUYLWLVDWLRQ
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WKH X HG WKHP W FKDQ H WKHLU FXOWXUH D D

OH Q I U WKHU HQWHU UL H

7KL D HU L GLYLGHG LQW I XU DUW D DUW

IU P WKL HFWL Q WKH HF QG UHYLH WKH

OLWHUDWXUH I KDW FXOWXUDO FKDQ H L K

U DQL DWL Q KDYH W FKDQ H WKHLU FXOWXUH

KDW DUH U UDPPH I FXOWXUDO FKDQ H DQG

what HRM techniques for cultural change
DUH 7KH WKLUG DUW L WKH GL FX L Q I WKH X H

of these HRM techniques in cultural change
U UDPPH LQ U DQL DWL Q KLFK I FX H

Q PH NH OHYHU I U FXOWXUDO FKDQ H DQG

WKH F QFOX L Q L GUD Q W XP X WKH PDLQ

LQW I WKL D HU

/lwhuDwXuh 5hylh
:KDW LV XOWX DO FKDQ H

FF UGLQ W 3 UWHU DQG 3DUNHU

FXOWXUDO FKDQ H L IWHQ HHQ D WKH DWWHP W W

‘renew, revitalise, change a large scale system,
transform, or re-engineer’in order to change the
D UNL G QHDQGF PPLWPHQW IHP O HH

W WKH U DQL DWL Q 7KH WU Q HU WKH FXOWXUH I

an organisation, the higher level of employees’
F Q HQ X LWKLQ WKL U DQL DWL Q 3D QH

+ HYHU WKL F QFH W L FULWLFL HG W EH

UD PDWLF *UHHQ FLWHG LQ %DWH DU XH

WKDW WKL YLH F Q LGHU U DQL DWL Q DUH ED HG

Q D XQLWDU IUDPH UN DQG F PP Q WD N DQG

YDOXH DUH NH WKLQ W ELQG WKHP W HWKHU 7KH

FXOWXUH I DQ U DQL DWL Q L F Q WLWXWHG E DOO

individuals within the organisation (Smircich,
,Q DGGLWL Q %DWH DO DU XH

that all individuals’ attitudes, perceptions and
FLDO UHODWL Q KL EHW HHQ LQGLYLGXDO LWKLQ

U DQL DWL Q PX W EH LQFOXGHG LQ FXOWXUDO

FKDQ H

Schein (1985) states that cultural change
FDQ EH DFKLHYHG E EHKDYL XUDO FKDQ H

KLFK FDQ DO OHDG W YDOXH FKDQ H

+ HYHU DFF UGLQ *D OLDUGL K FLWHG LQ

2 E QQD EHKDYL XU DQG DWWLWXGH FDQ

FKDQ H EXW F UH YDOXH DUH Q W HD W EH

FKDQ HG 2 E QQD DO DU XH WKDW

the targets of cultural change are employees’
DWWLWXGH DQG WKHLU F PPLWPHQW UDWKHU WKDQ

‘resigned behavioural compliances’. Thus, to
DY LG QO HP KD L LQ FKDQ H LQ EHKDYL XU

another way to de�ne cultural change is: “it is
D FKDQ H LQ DWWLWXGH W DUG WKH DPH D HFW

overtime” (Conell and Ryan, 1998: 132).
:KDW D H WKH S R DPPHV RI FXOWX DO

FKDQ H

0DUWLQ HW DO UH UH HQW WKH PDLQ

IHDWXUH I D FXOWXUDO FKDQ H U UDPPH )LU W

‘winning employees’ hearts and minds’was the
basic belief of these programmes. Second, the
roots of these programmes were taken from ‘the
YLH I FXOWXUH D PHWKLQ U DQL DWL Q KDYH

Third, they aim to ‘constitute new identities’
I U DOO LQGLYLGXDO LWKLQ U DQL DWL Q LQ UGHU

to align with the organisational ‘visions and
values’. Fourth, they emphasized on leadership.
Fifth, ‘employee empowerment’ initiatives
K XOG EH HP O HG )LQDOO WKH PDLQ D

of changing employees’ values and attitudes
is through HRM policies. However, there are
FULWLFL P I WKH H U UDPPH 0HHN

DU XH WKDW FXOWXUH K XOG EH HHQ D KDW

organisation ‘is’, not what it ‘has’, it cannot be
‘manipulated’, ‘turned on and off’. In addition,
&XPPLQ : UOH LQW XW WKDW

the stronger and the more speci�c the culture
L WKH KDUGHU LW FDQ EH FKDQ HG 7KX FXOWXUDO

FKDQ H L Q W HD DQG WDNH WLPH EXW K G

U DQL DWL Q KDYH W FKDQ H WKHLU FXOWXUH" 7KH

I OO LQ DUW LOO UH UH HQW PH UHD Q

:K R DQLVDWLRQV KDYH WR FKDQ H WKHL

FXOWX H

7KHUH DUH PH PDLQ FDX H WKDW OHDG W

FXOWXUDO FKDQ H )LU WO /XWKDQ DQG
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%XUW QDQG2EHO DU XHWKDW U DQL DWL Q

KDYH W FKDQ H WKHLU YDOXH EHFDX H I WKH

FKDQ H LQ WKH EX LQH HQYLU QPHQW E WK

PDFU DQG PLFU HQYLU QPHQW KLFK DIIHFW

the performance of organisations. Speci�cally,
FXOWXUDO FKDQ H L QHHGHG KHQ U DQL DWL Q

see the signs of decreases in ef�ciency and
performance such as �nancial loss, low
U GXFWLYLW U O GH UHH I F PPLWPHQW

(Robbins, 1993). Therefore, organisations
QHHG W FKDQ H W HQ XUH WKHLU XUYLYDO DQG

DGD WDELOLW KHQ WKH OG FXOWXUH L HDN DQG

FDQQ W KHO U DQL DWL Q W UH QG W WKH

changes in environment. Secondly, according
to Schein (1985), organisations also need to
FKDQ H WKHLU FXOWXUH GXH W GLIIHUHQW WD H

I U DQL DWL QDO GHYHO PHQW LQFOXGLQ

H WDEOL KPHQW DQG HDUO GHYHO PHQW U WK

DQG PDWHUQLW WD H ) U H DP OH LQ WKH

U WK WD H U DQL DWL Q QHHG GLUHFWL Q

XEFXOWXUH LWK DFFH WDEOH YDOXH FDQ EH

FK HQ W FKDQ H WKH FXOWXUH .XOYLQ NLHQH

and Seimiene, 2009). Amstrong (2001)
DU XH WKDW DOO FKDQ H DLP W EH EHWWHU DOO

HP O HH K XOG EH LQY OYHG W LYH QH

LGHD W WKHLU U DQL DWL Q

%HFDX H FXOWXUH LQY OYH DOO LQGLYLGXDO

as mentioned above, HRM plays an important
role in cultural change, and HRM techniques
FDQ EH X HG LQ U UDPPH I FXOWXUDO FKDQ H

in organisations. So what are HRM techniques
I U FXOWXUDO FKDQ H"

+50 WHFKQLTXHV IR FXOWX DO FKDQ H

FF UGLQ W /H H WKHUH DUH

W H I U UDPPH I FXOWXUDO FKDQ H

with HRM techniques. The �rst type is
UH HGXFDWL Q U UDPPH KLFK LQFOXGH

F PPXQLFDWL Q TXDOLW PDQD HPHQW

WUDLQLQ DQG GHYHO PHQW 7KH HF QG QH L

UH ODFHPHQW U UDPPH KLFK F Q L W I

HOHFWL Q U P WL Q DQG UHGXQGDQF 7KH H

U UDPPH DLP W PDNH XUH WKDW H OH

LWKLQ DQ U DQL DWL Q KDYH WKH UL KW YDOXH WKDW

WKH U DQL DWL Q QHHG 7KH WKLUG W H L FDOOHG

U UDPPH I UH U DQL DWL Q LQFOXGLQ QH

WUXFWXUH D UDL DO DQG UH DUG WHP KLFK

DLP DW UH ULHQWDWL Q

Similarly, Guest (1987) also de�nes HRM
WHFKQLTXH I U FXOWXUDO FKDQ H D I OO

)lJXuh 50whFKQlTXhvIruFXowXuDoFKDQJh

2uJDQl DwlrQ DQG Mre GhvlJQ
3rolF Iru pXoDwlrQ DQG lpSohphQwDwlrQ
pDQDJhphQw rI FKDQJh
5hFuXlwphQw vhohFwlrQ DQG vrFlDol DwlrQ
DSSuDlvDo wuDlQlQJ DQG GhyhorSphQw
Manpower ows - through, up and out of
wKh ruJDQl DwlrQ
5h DuG v vwhpv
rppXQlFDwlrQ v vwhpv

6RXUFH *XHVW

It is argued that HRM techniques
can reconstruct, constitute employees’
values, and re-de�ne the competences of
D EHWWHU HP O HH LQ DQ U DQL DWL Q ) U

H DP OH WKH UHTXLUHPHQW I LWL Q

within organisations which are de�ned in
M E GH FUL WL Q WKH FULWHULD I HOHFWL Q

D OLFDQW I U WKH M E FDQ GHP Q WUDWH

KLFK F P HWHQFH DQG HU QDOLWLH I

HP O HH WKDW U DQL DWL Q H HFW WKHP W

KDYH GGLWL QDOO WKU X K WKH FHQWUDOLW I

HP HUPHQW HP O HH DUH HQF XUD HG W

GHYHO DQG HQKDQFH WKHLU WDOHQW LQLWLDWLYH

DQG WHQWLDO + HYHU DFF UGLQ W +DOH

DQG :LONLQ Q HYHQ WK X K

HP HUPHQW KHO LQ LP U YLQ WKHLU

F QWULEXWL Q W WKHLU U DQL DWL Q HU

DQG DXWK ULW KDULQ L UDUH 0 UH YHU

Q W DOO HP O HH HOF PH HP HUPHQW

Legge (2005) argues that it is dif�cult for
employees to involve in ‘designing and
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implementing empowerment programmes’.
+H DO FLWH WKDW HQWUH UHQHXULDO YDOXH

KLFK DUH HQF XUD HG E FXOWXUDO FKDQ H

programmes can go along with ‘strong
leadership’. These disadvantages may lead to
WKH F QFHUQ I HP O HH DE XW WKH FUHGLELOLW

DQG OH LWLPDF I WKH H U UDPPH

7KH H DE YH UHYLH FDQ U YLGH D

critical approach to understand HRM
WHFKQLTXH DQG FXOWXUDO FKDQ H U UDPPH

)U P WKDW LQW WKH QH W DUW LOO LYH D

critical discussion about the use of HRM
WHFKQLTXH LQ U UDPPH I FXOWXUDO

FKDQ H LQ U DQL DWL Q I FX LQ Q PH

PDLQ WHFKQLTXH LQFOXGLQ UHFUXLWPHQW DQG

HOHFWL Q HUI UPDQFH D UDL DO UH DUG

DQG WUDLQLQ DQG GHYHO PHQW KLFK DUH DO

main functions of HRM and are considered
D NH OHYHU I U FXOWXUDO FKDQ H

7Kh Xvh rI 50 whFKQlTXhv lQ
SurJuDpphv rI FXowXuDo FKDQJh lQ %ulwlvK
FruSruDwlrQv

5HF XLWPHQW DQG HOHFWLRQ

Recruitment and selection is considered
D QH I WKH NH OHYHU I U FXOWXUDO FKDQ H

Recruitment and selection aim to choose new
HP O HH I U U DQL DWL Q LW L DU XHG

WKDW KHQ QH H OH F PH U WKHUH L DQ

UWXQLW I U U DQL DWL Q W FKDQ H WKHLU

FXOWXUH .H W Q +H DO DU XH WKDW

new employees can make a signi�cant change
LQ FXOWXUH DQG LW DO GH HQG Q WKH QXPEHU

I QH WDII LQ F P DUL Q LWK H L WLQ

ones. Similarly, Williams et al. (1993) points
XW WKDW UHFUXLWPHQW DQG HOHFWL Q KDYH D EL

LP DFW Q WKH FXOWXUH I QH F PHU KLFK

also in uences powerfully on employees who
KDYH EHHQ DOUHDG UNLQ LQ WKH U DQL DWL Q

,Q DGGLWL Q WKH LQGXFWL Q KLFK HP KD L H

UHLQI UFLQ WKH YDOXH DQG EHKDYL XU WKDW

U DQL DWL Q H HFWHG FDQ KHO WKH QH FXOWXUH

to be managed (Watson and Green, 1996). So,
K FDQ UHFUXLWPHQW DQG HOHFWL Q EH X HG

LQ U UDPPH I FXOWXUDO FKDQ H" 7KU X K

UHFUXLWPHQW DQG HOHFWL Q U FH H LWK M E

analysis, person speci�cation, and selection
criteria, the pro�le of ‘ideal candidates’ is
UHGH L QHG DQG WKHUH L DO D KLIW IU P

DELOLW W HUI UP D DUWLFXODU M E W EU DGHU

F P HWHQFLH DQG WHQWLDO 7 X UW WKL

YLH %UDQQDQ DQG +D NLQ DU XH

WKDW UHFUXLWPHQW DQG HOHFWL Q K XOG HQ XUH

‘organisational �t’ rather than ‘job �t’. To be
�t, candidates are required to have the right
EHKDYL XU NLOO NQ OHG H DQG F P HWHQFH

WKDW U DQL DWL Q H HFWHG LQ UGHU W EH DEOH

W HUI UP XFFH IXOO ) U H DP OH ,%0 LQ

the UK de�ned a set of competencies that they
UHTXLUH D OLFDQW W KDYH KLFK F P OHPHQW

WKHLU YDOXH DQG LQGHQWLI NLOO WKDW D OLFDQW

QHHG W KDYH W EH XFFH IXO LQ ,%0 7KL

DLP W D FXOWXUH I LQ LUDWL Q X UW DQG

F OODE UDWL Q LQ ,%0 7KH H F P HWHQFLH DUH

K Q LQ )L XUH D I OO

Figure 2. Core competencies de�ned by IBM,
8.

6RXUFH ,%0 8. 5HFUXLWPHQW
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1HYHUWKHOH WKHUH DUH PH DU XPHQW

D DLQ W WKH X H I HOHFWL Q LQ FXOWXUDO FKDQ H

First, it is argued that redesigning ‘ideal
candidates’ can reproduce senior managers’
self-image or bias. Zwanenberg andWilkinson
(1993) argue that when the pro�le of ‘ideal
candidates’ are redesigned, senior managers
PD PDNH LW XEMHFWLYH DQG P WHUL X

.DQWHU DO HH WKL U EOHP D

‘replication of managers’ as the same kind of
FLDO LQGLYLGXDO &ODULQ E XOG DQG .Q HU

DU XH WKDW HQL U PDQD HU XFK D WKH

PDQD HPHQW E DUG FDQ X H UHFUXLWPHQW DQG

HOHFWL Q PHWK G D D D I UH U GXFLQ

themselves tobe a ‘dominant group’.Theygive
WKH H DP OH I WKH E DUG I WKH 'XWFK UW

U DQL DWL Q WKH WULHG W HP O PHQ

Q WKHLU E DUG W UHYHQW WKH EDG LPD H I

KDYLQ DOO PHQ Q WKH E DUG K HYHU WKH

DLG OLWWOH DWWHQWL Q W WKL H HFLDOO KHQ

WKHUH HUH QO QH U W PHQ Q WKHLU

boards to in uence changes. Thus, it can also
OHDG W WKH F QFHUQ DE XW HTXDO UWXQLW W

all candidates. Second, there are some ethical
L XH I F QI UPLW LQ WKH HOHFWL Q U FH

:KHQ UHFUXLWPHQW DQG HOHFWL Q U FH H

de�ne ‘ideal candidates’ to be employed to
HPE G WKH U DQL DWL QDO FXOWXUH DQG LPD H

* DU XH WKDW DUWLFXODU W H I

HU QDOLW DUH F Q WUXFWHG DQG Q UPDOL HG

This issue is seen as ‘social engineering’ in
UGHU W F QI UP LWK U DQL DWL Q 7KH H

DE YH GL DGYDQWD H PD DIIHFW WKH FXOWXUDO

change in organisations. However, it is dif�cult
W GHQ WKDW UHFUXLWPHQW DQG HOHFWL Q DUH QH

I NH OHYHU I U FXOWXUDO FKDQ H

3H IR PDQFH SS DLVDO

Another HRM techniques that can be
X HG LQ U UDPPH I FXOWXUDO FKDQ H L

D UDL DO *HQHUDOO HUI UPDQFH D UDL DO

DLP W HQ XUH WKDW UHTXLUHG WDQGDUG DUH

PDWFKHG DQG HUI UPHG E HP O HH ,Q

performance appraisal, it is necessary to de�ne
criteria to evaluate employees’ performance.
3HUI UPDQFH D UDL DO LQFOXGH HWWLQ DLP

DQG H HFWDWL Q I DQ U DQL DWL Q I U WKH

K OH U DQL DWL Q D HOO D DOO LQGLYLGXDO

LWKLQ WKH U DQL DWL Q 7KH FULWHULD PD I FX

Q WUDLW LP UWDQW HU QDOLW FKDUDFWHUL WLF

DQG F P HWHQFLH KLFK FDQ KHO HP O HH

HUI UP WKH M E XFK D UHOLDELOLW FUHDWLYLW

HQWKX LD P DQG F PPXQLFDWL Q NLOO

F QFH WXDO NLOO DGD WLYHQH HWF U

EHKDYL XU KLFK HP O HH QHHG W HUI UP

KHQ WKH G WKH M E U XWF PH I WKH

jobs such as sales, productivity or customers’
DWL IDFWL Q :DW Q DQG *UHHQ

argues that the appraisal can send ‘strong
cultural messages’ about which behaviours
DUH DFFH WDEOH 7KX W FKDQ H WKH FXOWXUH

with new values, an organisation can de�ne
WKHP LQ WKH FULWHULD I HUI UPDQFH D UDL DO

KLFK FDQ KHO UH ULHQW HP O HH LWKLQ WKH

U DQL DWL Q /H H 2QH H DP OH I

X LQ HUI UPDQFH D UDL DO LQ FXOWXUDO FKDQ H

L %3 %ULWL K 3HWU OHXP LQ WKH + UW Q

– CEO of BP states (cited in Bach and Sisson,
2000) that BP new culture is labelled “Open”
which includes ‘Open Thinking, Personal
Impact, Empowering, and Networking’. To
X UW WKL FXOWXUDO FKDQ H %3 UHYL HG WKHLU

D UDL DO U FH KLFK DOO HG HP O HH

W X H W W PDQD HU D I DFKLHYLQ

goals; this was called “Upward Process”. In
addition, con�dential feedback to managers’
HUI UPDQFH F XOG EH LYHQ E HP O HH

7KL DLPHG W PDNH XUH WKDW PDQD HU

HUI UPHG EHKDYL XU WKDW UHODWHG W WKH

GHYHO HG FXOWXUH LQ %3
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+ HYHU HUI UPDQFH D UDL DO L FULWLFL HG

W EH Q W EMHFWLYH LQ UDFWLFH DQG PD LQFOXGH

bias. Redman (2005) argues that it is questioned
DE XW WKH DFFXUDF I HUI UPDQFH HYDOXDWL Q

EHFDX H I PDQ GL W UWL Q 7KL OHDG W

negative effects on employees’ credibility to
WKH HUI UPDQFH D UDL DO WKX LW FDQ LP DFW

QH DWLYHO X Q WKH FXOWXUH ) U H DP OH PH

U DQL DWL Q XFK D ) UG0 W U DQG0LFU IW

KDG W IDFH WKH OLWL DWL Q EHFDX H I O HU

UDQNLQ OG PLQ ULW DQG IHPDOH HP O HH

Q WKHU QH DWLYH LP DFW I D UDL DO L WKDW

D UDL DO KLFK I FX H Q LQGLYLGXDO UDWKHU

WKDQ WHDP U U X PD FUHDWH QH DWLYH

F P HWLWL Q DQG D KDUPIXO HQYLU QPHQW LQ

WKH UN ODFH KLFK LP HGH FXOWXUDO FKDQ H

I U LQ WDQFH QH I WKH IDLOXUH I (QU Q

& U UDWL Q EHFDX H I UHODWLYH UDQNLQ

0 UH YHU % OHU DQG & DWH LQW XW

WKDW DFWXDO HUI UPDQFH I HP O HH PD Q W

EH HYDOXDWHG YLD D UDL DO EHFDX H I FUHDWLQ

IDY XUDEOH LP UH L Q U XLWDEOH LPD H

WKDW U DQL DWL Q H HFWHG ) U H DP OH DQ

HP O HH HQG PH D H W WKH PDQD HU ODWH

or leaves the coat at the of�ce to show that he
U KH L KDUG UNLQ DQG F PPLWWHG W WKH

M E Q D GH LWH WKH H FULWLFL P D UDL DO

L WLOO X HG LQ FXOWXUDO FKDQ H XFK D LQ %3 D

PHQWL QHG DE YH GGLWL QDOO HUI UPDQFH

D UDL DO L DO X HG W UH DUG WDII KLFK L

DQ WKHU WHFKQLTXH LQ FXOWXUDO FKDQ H

5H D G

Reward is also one of HRM techniques
WKDW FDQ X UW FXOWXUDO FKDQ H WKU X K WKH

D PHQW WHP WKDW U DQL DWL Q X H ,Q

WKL DUW , DQW W I FX Q HUI UPDQFH

related pay (PRP) because of its signi�cance.
Amstrong (2001) suggests that PRP is a
lever for cultural change. Kerr and Slocum

EHOLHYH WKDW U DQL DWL QDO FXOWXUH

can be modi�ed successfully if the reward
WHP L F Q LGHUHG FDUHIXOO 7KH DU XH

WKDW WKH YDOXH DQG Q UP I U DQL DWL QDO

FXOWXUH FDQ EH UHLQI UFHG E UH DUG WHP

D D UH XOW UH DUG FDQ EH X HG D D D I

HQGLQ PH D H W HP O HH LWKLQ DQ

U DQL DWL Q DE XW GH LUHG EHKDYL XU DQG

attitudes. Speci�cally, Lewis (2005) argues
that PRP or merit pay has some objectives
DQG QH I WKHP L W D L W U DQL DWL Q LWK

cultural change. Similarly, Amstrong (2001)
FLWH WKDW FXOWXUDO FKDQ H FDQ EH DFKLHYHG

by PRP because it encourages employees
W I FX Q NH EMHFWLYH DQG HQKDQFH

DFF XQWDELOLW K HYHU LI WKH KLIW L W

UD LG LW PD OHDG W D IDLOXUH (P O HH

DUH DLG ED HG Q WKHLU HUI UPDQFH WKH

HW DLG I U KDW WKH LYH WKH NQ

KDW FDQ KHO WKHP W EH DLG 7KHUHI UH

WKU X K WKL PHWK G U DQL DWL Q PH D H

W HP O HH KDW W G KLFK YDOXH WKH

DQW W U P WH DQG KLFK F P HWHQFH

WKH DQW WKHLU WDII W KDYH

Although PRP can shown its support in
FXOWXUDO FKDQ H LW L WLOO GL D U YHG EHFDX H

I HYHUDO UHD Q )LU WO DFF UGLQ W /H L

LQ IDFW HUI UPDQFH DQG P WLYDWL Q

are affected inconsiderably by PRP. If the pay
UL H I KL K HUI UPHU L Q W PXFK GLIIHUHQW

IU P O HUI UPHU LW LOO GHP WLYDWH

HP O HH K HUI UP HOO D UH XOW LW

will lead to a ‘culture of fear’ and conformity
LQ KLFK HP O HH I FX Q QO KDW

WKH DUH HQF XUD HG W I FX X Q DQG PD

F QFHQWUDWH OH Q WKHU EMHFW WKH G Q W

want to be innovative. Second, if performance
I HP O HH L Q W F QQHFWHG W WKHLU UH DUG

WKH LOO Q W WUX W WKL U UDPPH .UH OHU

DQG 3XUFHOO 7KX LW FUHDWH D EDG

IHHOLQ LQ HP O HH LWKLQ WKH U DQL DWL Q
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KLFK FDQ DIIHFW WKH FXOWXUH 7KLUG EHFDX H

of relating to performance appraisal, PRP
PD KDYH D LPLODU GL DGYDQWD H LWK

D UDL DO KLFK L F HUDWL Q DQG WHDP UN

GL F XUD HPHQW DQG QH DWLYH F P HWLWL Q

dangers (Storey and Sisson, 1993). Finally,
the assumption of PRP about motivation force
L W LP OH ,W L DU XHG WKDW P QH L Q W WKH

only way to motivate everyone. Some people
DUH LQWHUH WHG LQ WKHU IDFW U ) U H DP OH

PDQ H OH K UN LQ ID KL Q XFK D

ID KL Q GH L QHU DQW W G WKDW M E EHFDX H

LW L WKHLU LQWHUH W WKHLU GUHDP U WKHLU GH LUH

7KHUHI UH LI HP O HH DQG WKHLU GH LUH DUH

Q W XQGHU W G HOO UH DUG FDQQ W UH ULHQW

WKHP W FKDQ H WKH FXOWXUH

One example of using PRP to change
WKH FXOWXUH L )LQEDQN D KL K WUHHW EDQN

KLFK D FLWHG LQ UH HDUFK I /H L

7KL EDQN DQWHG W FKDQ H LW FXOWXUH IU P

‘bureaucracy to openness’, from an inertial
system to a dynamic one, and from ‘ef�ciency
to effectiveness’. Lewis cites that PRP played
DQ LP UWDQW U OH LQ FXOWXUDO FKDQ H LQ )LQEDQN

WKDW LW LQFOXGHG QH YDOXH DQG D XP WL Q

KLFK DUH GH FULEHG LQ )L XUH EHO

However, thepromisesof thePRPsystemswere
not ful�lled with a decrease in the amount of
P QH LQ D ,Q DGGLWL Q PDQD HU HUH Q W

KD LWK WKH D I HWWLQ WKH DO I WKHLU

performance, and they were also not satis�ed
LWK WKH ODFN I HQQH LQ HUI UPDQFH

IHHGEDFN DQG WKH IDLOXUH I F PPXQLFDWLQ

LQI UPDWL Q DE XW WKH D DUG D UH XOW WKL

FUHDWH D ODFN I WUX W LQ WKH WHP

)L X H )LQEDQN V 353 LWK YDOXHV DQG DVVXPSWLRQV

6RXUFH /HZLV
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DLQLQ DQG GHYHORSPHQW

Another HRM technique to be used in
U UDPPH IFXOWXUDO FKDQ HLQ U DQL DWL Q

L WUDLQLQ DQG GHYHO PHQW 7UDLQLQ DQG

GHYHO PHQW KD EHHQ F Q LGHUHG D D

method for HRM to demonstrate its capacity
I GHDOLQ LWK FKDQ H LQFOXGLQ FXOWXUDO

FKDQ H 2U DQL DWL QDO EMHFWLYH K XOG EH

LQWH UDWHG LQ WUDLQLQ DQG GHYHO PHQW I U

H DP OH LW FDQ EH X HG D D U UDPPH I

FXOWXUDO FKDQ H *LEE DQG 0H LQ Q

7KX FXOWXUDO FKDQ H FDQ EH DFKLHYHG WKU X K

WUDLQLQ U UDPPH ,QGHHG HP O HH

FDQ WUDLQHG LWK NQ OHG H NLOO WKDW

U DQL DWL Q H HFW WKHP W KDYH 7 X UW

FXOWXUDO FKDQ H WUDLQLQ U UDPPH DGG

YDOXH QHFH DU NLOO W KHO HP O HH

W LP U YH Q H DP OH I X LQ WUDLQLQ

DQG GHYHO PHQW U UDPPH W DFKLHYH

FXOWXUDO FKDQ H L %ULWL K LU D % LQ

WKH KLFK D LYHQ LQ WKH UH HDUFK I

*UX XOL DQG :LONLQ Q % IDFHG D

lot of dif�culties at the end of the 1970s and
the beginning of the 1980s such as �nancial
O O U GXFWLYLW LQ F P DUL Q LWK LW

ULYDO DQG FX W PHU GL DWL IDFWL Q 7KL OHG

W WKH QHHG I FXOWXUDO FKDQ H DW % 7KHQ

a training programme named ‘Putting People
First’ was implemented in 1983 with the aim
at revolutionising employees’ attitudes and
P GLI LQ WKHLU EHKDYL XU 7KH F QWHQW I

WKL WUDLQLQ U UDPPH D K W HW X

HU QDO DO K W GHDO LWK WUH DQG

build con�dence. Simultaneously, there were
WKH F PPLWPHQW I WKH H HFXWLYH WKH &(2 I

% DW WKDW WLPH DWWHQGHG P W I WKH F XU H

DQG KL D HDUDQFH EHFDPH WKH PE O I WKH

QH FXOWXUH DW % D UH XOW % YHUFDPH

the dif�culties and became the most pro�table
DLUOLQH LQ % D DO WKH P W IDY XULWH

GH WLQDWL Q I P W UDGXDWH DQG LQ

% W WKH HF QG LWL Q LQ WKH OL W I P W

DGPLUHG F P DQLH LQ (XU H ,Q WKL FD H

WUDLQLQ U UDPPH K WKHLU DGYDQWD H LQ

X UWLQ FXOWXUDO FKDQ H

+ HYHU WUDLQLQ L FULWLFL HG I U LW

F P OH UHODWL Q KL LWK HUI UPDQFH DQG

F PPLWPHQW QW QDF XO X DU XH

WKDW KHQ EMHFWLYH DUH F P HWHG LWK

UL ULWLH WUDLQLQ PD O H LW HIIHFWLYHQH

LQ LP U YLQ HUI UPDQFH ,Q DGGLWL Q WKH

bene�t of employers and employees within
DQ U DQL DWL Q LQ WUDLQLQ PD LQF P DWLEOH

QW QDF XO X DO FLWH WKDW HP O HU

WHQG W LP OHPHQW WUDLQLQ U UDPPH KLFK

X UW FHUWDLQ EMHFWLYH U NHH HP O HH

LWKLQ WKHLU U DQL DWL Q UDWKHU WKDQ

U UDPPH WKDW HQKDQFH WKHLU FUHGHQWLDO W

EH F P HWLWLYH LQ WKH ODE XU PDUNHW OWK X K

WKHUH DUH WLOO HYHUDO DU XPHQW D DLQ W

WUDLQLQ LW L WLOO D OHYHU I U FXOWXUDO FKDQ H

H HFLDOO LQ WKH FD H I % PHQWL QHG DE YH

7KH DE YH GL FX L Q KD PHQWL QHG PH

main HRM techniques that are considered as
key levers for cultural change and ‘amessenger
for change’(WatsonandGreen,1996).Besides,
WKHUH DUH PH WKHU WHFKQLTXH WKDW FDQ EH

X HG LQ UGHU W X UW FXOWXUDO FKDQ H LQ

U DQL DWL Q XFK D F PPXQLFDWL Q WKU X K

PHHWLQ XUYH U DQL DWL QDO XEOLFDWL Q

U X LQI UPDWL Q KDULQ H L Q HWF

U P WL Q DQG UHGXQGDQF /H H U

manpower ows (Guest,1987). From theabove
GL FX L Q LW FDQ EH HHQ WKDW WKH H WHFKQLTXH

KDYH EHHQ X HG W X UW WKH FXOWXUDO FKDQ H

LQ PDQ U DQL DWL Q W KHO WKHP LP U YH

WKHLU U GXFWLYLW DQG UH QG HIIHFWLYHO W

WKH FKDQ H LQ WKH EX LQH HQYLU QPHQW W

XUYLYH DQG GHYHO DQG W EWDLQ F P HWLWLYH

DGYDQWD H :DW Q DQG *UHHQ (DFK
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HRM technique has its own disadvantages,
EXW EYL X O WKH H WHFKQLTXH FDQ X UW

FXOWXUDO FKDQ H LQ U DQL DWL Q HIIHFWLYHO

rQFoXvlrQ

7 XP X WKL D HU KD UHYLH HG

HYHUDO UHYL X UH HDUFKH I PH DXWK U

about cultural change and the use of HRM
WHFKQLTXH W DFKLHYH WKH FKDQ H LQ FXOWXUH

LQ U DQL DWL Q )U P WKL OLWHUDWXUH

UHYLH WKL D HU LYH D GL FX L Q DE XW

some main HRM techniques that can be
X HG LQ U UDPPH I FXOWXUDO FKDQ H LQ

U DQL DWL Q LQFOXGLQ UHFUXLWPHQW DQG

HOHFWL Q HUI UPDQFH D UDL DO UH DUG DQG

WUDLQLQ DQG GHYHO PHQW ,W FDQ EH HHQ WKDW

WKH H WHFKQLTXH KDYH K Q WKHLU DGYDQWD H

LQ X UWLQ FXOWXUDO FKDQ H WKU X K HYHUDO

H DP OH LQ UDFWLFH XFK D %ULWL K LU D

,%0 DQG %ULWL K 3HWU OHXP &XOWXUDO FKDQ H

UHTXLUH WKH LQY OYHPHQW I LQGLYLGXDO

within an organisation, and HRM techniques
DIIHFW DOO HP O HH LQ DQ U DQL DWL Q WKX

WKH H WHFKQLTXH K WKHLU WUHQ WK I UH

HGXFDWL Q UH ODFHPHQW UH ULHQWDWL Q U UH

organisation which can impact on employees’
EHKDYL XU DWWLWXGH DQG YDOXH D UH XOW

WKH H LP DFW FDQ X UW FXOWXUDO FKDQ H

LWKLQ U DQL DWL Q OWK X K WKHUH DUH WLOO

PH DU XPHQW D DLQ W WKH X HIXOQH I WKH H

WHFKQLTXH LW FDQQ W EH GHQLHG WKDW FXOWXUDO

FKDQ H LQ U DQL DWL Q FDQ EH DFKLHYHG

successfully without these HRM techniques.
7KHUHI UH LW L QHFH DU I U U DQL DWL Q W

XQGHU WDQG E WK DGYDQWD H DQG GL DGYDQWD H

I WKH H WHFKQLTXH W X H WKHP HIIHFWLYHO LQ

U UDPPH I FXOWXUH FKDQ H q
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