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���,QwurGXFwlrQ
7RGD\�� WKH� XQFHUWDLQ� DQG� XQSUHGLFWDEOH�

EXVLQHVV� HQYLURQPHQW� OHDGV� WR� FKDQJHV� LQ�

RUJDQLVDWLRQV�� LQFOXGLQJ� FXOWXUDO� FKDQJH�

WKDW� FDQ� KHOS� RUJDQLVDWLRQV� LPSURYH� WKHLU�

SHUIRUPDQFHV� DQG� SURGXFWLYLW\�� %DWH� �������

FLWHV� WKDW� SHUFHSWLRQV�� DWWLWXGHV�� DQG� VRFLDO�

UHODWLRQVKLSV� EHWZHHQ� LQGLYLGXDO� PHPEHUV�

RI� WKH� RUJDQLVDWLRQV� PXVW� EH� LQFOXGHG� LQ�

FXOWXUDO� FKDQJH�� %HFDXVH� FXOWXUH� FKDQJH�

LQFOXGHV�DOO� LQGLYLGXDOV�ZLWKLQ�RUJDQLVDWLRQV��

human� resource� management� (HRM)� plays�
DQ�LPSRUWDQW�UROH�LQ�FKDQJLQJ�FXOWXUH�ZLWK�LWV�

emphasis�on�the�way�to�win�‘hearts�and�minds’�
RI� HPSOR\HHV� �/HJJH�� ������� 7KXV�� FXOWXUDO�

FKDQJH� SURJUDPPHV� LQ� RUJDQLVDWLRQV� FDQ� EH�

implemented� by� utilising� HRM� techniques�

�:DWVRQ� DQG� *UHHQ�� ������� 7KHUHIRUH�� WKLV�

paper�will�critically�discuss�the�use�of�HRM�

WHFKQLTXHV�LQ�SURJUDPPHV�RI�FXOWXUDO�FKDQJHV�

in�some�British�organisations�to�¿nd�out�how�
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$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�inÀuencing�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\ZruGv�� PDQXIDFWXULQJ�VHUYLFH� LQWHUDFWLRQ�� )',� VSLOORYHUV�� WHFKQRORJ\� WUDQVIHU��

VHUYLWLVDWLRQ�
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WKH\� XVHG� WKHP� WR� FKDQJH� WKHLU� FXOWXUH� DV� D�

OHVVRQ�IRU�RWKHU�HQWHUSULVHV�

7KLV�SDSHU�LV�GLYLGHG�LQWR�IRXU�SDUWV��DSDUW�

IURP� WKLV� VHFWLRQ�� WKH� VHFRQG� UHYLHZV� WKH�

OLWHUDWXUH� RI� ZKDW� FXOWXUDO� FKDQJH� LV�� ZK\�

RUJDQLVDWLRQV� KDYH� WR� FKDQJH� WKHLU� FXOWXUH��

ZKDW�DUH�SURJUDPPHV�RI�FXOWXUDO�FKDQJH��DQG�

what� HRM� techniques� for� cultural� change�
DUH��7KH�WKLUG�SDUW�LV�WKH�GLVFXVVLRQ�RI�WKH�XVH�

of� these�HRM�techniques� in�cultural� change�
SURJUDPPHV� LQ� RUJDQLVDWLRQV� ZKLFK� IRFXVHV�

RQ�VRPH�NH\� OHYHUV� IRU�FXOWXUDO� FKDQJH�� DQG�

WKH� FRQFOXVLRQ� LV�GUDZQ� WR� VXP�XS� WKH�PDLQ�

SRLQWV�RI�WKLV�SDSHU�

���/lwhuDwXuh�5hylhZ
:KDW�LV�&XOWXUDO�FKDQJH"

$FFRUGLQJ� WR� 3RUWHU� DQG� 3DUNHU� ��������

FXOWXUDO�FKDQJH�LV�RIWHQ�VHHQ�DV�WKH�DWWHPSW�WR�

‘renew,�revitalise,�change�a�large�scale�system,�
transform,�or�re-engineer’�in�order�to�change�the�
ZD\�ZRUN�LV�GRQH�DQG�FRPPLWPHQW�RI�HPSOR\HHV�

WR�WKH�RUJDQLVDWLRQ��7KH�VWURQJHU�WKH�FXOWXUH�RI�

an�organisation,�the�higher�level�of�employees’�
FRQVHQVXV� ZLWKLQ� WKLV� RUJDQLVDWLRQ� �3D\QH��

�������+RZHYHU��WKLV�FRQFHSW�LV�FULWLFLVHG�WR�EH�

SUDJPDWLF��*UHHQ��FLWHG�LQ�%DWH��������DUJXHV�

WKDW�WKLV�YLHZ�FRQVLGHUV�RUJDQLVDWLRQV�DUH�EDVHG�

RQ�D�XQLWDU\�IUDPHZRUN�DQG�FRPPRQ�WDVNV�DQG�

YDOXHV�DUH�NH\�WKLQJV�WR�ELQG�WKHP�WRJHWKHU��7KH�

FXOWXUH�RI�DQ�RUJDQLVDWLRQ�LV�FRQVWLWXWHG�E\�DOO�

individuals�within�the�organisation� (Smircich,�
������� ,Q� DGGLWLRQ�� %DWH� ������� DOVR� DUJXHV�

that� all� individuals’� attitudes,�perceptions�and�
VRFLDO�UHODWLRQVKLSV�EHWZHHQ�LQGLYLGXDOV�ZLWKLQ�

RUJDQLVDWLRQV� PXVW� EH� LQFOXGHG� LQ� FXOWXUDO�

FKDQJH��

Schein� (1985)� states� that� cultural� change�
FDQ� EH� DFKLHYHG� E\� EHKDYLRXUDO� FKDQJHV�

ZKLFK� FDQ� DOVR� OHDG� WR� YDOXHV� FKDQJH��

+RZHYHU�� DFFRUGLQJ� *DJOLDUGL� ZKR� FLWHG� LQ�

2JERQQD���������EHKDYLRXU�DQG�DWWLWXGHV�FDQ�

FKDQJH�� EXW� FRUH� YDOXHV� DUH� QRW� HDV\� WR� EH�

FKDQJHG�� 2JERQQD� ������� DOVR� DUJXHV� WKDW�

the�targets�of�cultural�change�are�employees’�
DWWLWXGHV� DQG� WKHLU� FRPPLWPHQW� UDWKHU� WKDQ�

‘resigned�behavioural�compliances’.�Thus,�to�
DYRLG�RQO\�HPSKDVL]LQJ�FKDQJHV�LQ�EHKDYLRXU��

another�way�to�de¿ne�cultural�change�is:�“it�is�
D�FKDQJH�LQ�DWWLWXGH�WRZDUGV�WKH�VDPH�DVSHFWV�

overtime”�(Conell�and�Ryan,�1998:�132).�
:KDW� DUH� WKH� SURJUDPPHV� RI� FXOWXUDO�

FKDQJH"

0DUWLQ� HW� DO�� ������� � UHSUHVHQW� WKH� PDLQ�

IHDWXUHV�RI�D�FXOWXUDO�FKDQJH�SURJUDPPH��)LUVW��

‘winning�employees’�hearts�and�minds’�was�the�
basic�belief�of�these�programmes.�Second,�the�
roots�of�these�programmes�were�taken�from�‘the�
YLHZ�RI�FXOWXUH�DV�VRPHWKLQJ�RUJDQLVDWLRQV�KDYH��

Third,� they� aim� to� ‘constitute� new� identities’�
IRU�DOO�LQGLYLGXDOV�ZLWKLQ�RUJDQLVDWLRQV�LQ�RUGHU�

to� align� with� the� organisational� ‘visions� and�
values’.�Fourth,�they�emphasized�on�leadership.�
Fifth,� ‘employee� empowerment’� initiatives�
VKRXOG� EH� HPSOR\HG�� )LQDOO\�� WKH� PDLQ� ZD\�

of� changing� employees’� values� and� attitudes�
is� through�HRM�policies.�However,� there� are�
FULWLFLVPV� RI� WKHVH�SURJUDPPHV��0HHN� �������

DUJXHV� WKDW� FXOWXUH� VKRXOG� EH� VHHQ� DV� ZKDW�

organisation�‘is’,�not�what�it�‘has’,�it�cannot�be�
‘manipulated’,�‘turned�on�and�off’.�In�addition,�
&XPPLQJV� 	�:RUOH\� ������� SRLQWV� RXW� WKDW�

the� stronger�and� the�more� speci¿c� the�culture�
LV��WKH�KDUGHU�LW�FDQ�EH�FKDQJHG��7KXV��FXOWXUDO�

FKDQJH�LV�QRW�HDV\�DQG�WDNHV�WLPH��EXW�ZK\�GR�

RUJDQLVDWLRQV�KDYH�WR�FKDQJH�WKHLU�FXOWXUH"�7KH�

IROORZLQJ�SDUW�ZLOO�UHSUHVHQW�VRPH�UHDVRQV�

:K\�RUJDQLVDWLRQV� KDYH� WR� FKDQJH� WKHLU�

FXOWXUH"

7KHUH� DUH� VRPH�PDLQ� FDXVHV� WKDW� OHDG� WR�

FXOWXUDO� FKDQJH�� )LUVWO\�� /XWKDQV� ������� DQG�
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%XUWRQ�DQG�2EHO��������DUJXH�WKDW�RUJDQLVDWLRQV�

KDYH� WR� FKDQJH� WKHLU� YDOXHV� EHFDXVH� RI� WKH�

FKDQJHV� LQ� WKH� EXVLQHVV� HQYLURQPHQW� �ERWK�

PDFUR� DQG�PLFUR�HQYLURQPHQW�� ZKLFK� DIIHFW�

the�performance�of�organisations.�Speci¿cally,�
FXOWXUDO�FKDQJH�LV�QHHGHG�ZKHQ�RUJDQLVDWLRQV�

see� the� signs� of� decreases� in� ef¿ciency� and�
performance� such� as� ¿nancial� loss,� low�
SURGXFWLYLW\�� RU� ORZ� GHJUHH� RI� FRPPLWPHQW�

(Robbins,� 1993).� Therefore,� organisations�
QHHG� WR� FKDQJH� WR� HQVXUH� WKHLU� VXUYLYDO� DQG�

DGDSWDELOLW\�ZKHQ�WKH�ROG�FXOWXUH�LV�ZHDN�DQG�

FDQQRW� KHOS� RUJDQLVDWLRQV� WR� UHVSRQG� WR� WKH�

changes�in�environment.�Secondly,�according�
to�Schein� (1985),� organisations� also� need� to�
FKDQJH� WKHLU� FXOWXUH� GXH� WR� GLIIHUHQW� VWDJHV�

RI� RUJDQLVDWLRQDO� GHYHORSPHQW� �LQFOXGLQJ�

HVWDEOLVKPHQW�DQG�HDUO\�GHYHORSPHQW��JURZWK��

DQG� PDWHUQLW\� VWDJHV��� )RU� H[DPSOH�� LQ� WKH�

JURZWK� VWDJH�� RUJDQLVDWLRQV� QHHG� GLUHFWLRQ��

VR�VXEFXOWXUHV�ZLWK�DFFHSWDEOH�YDOXHV�FDQ�EH�

FKRVHQ� WR� FKDQJH� WKH� FXOWXUH� �.XOYLQVNLHQH�

and� Seimiene,� 2009).� Amstrong� (2001)�
DUJXHV�WKDW�DOO�FKDQJHV�DLP�WR�EH�EHWWHU��VR�DOO�

HPSOR\HHV� VKRXOG� EH� LQYROYHG� WR� JLYH� QHZ�

LGHDV�WR�WKHLU�RUJDQLVDWLRQV��

%HFDXVH� FXOWXUH� LQYROYHV� DOO� LQGLYLGXDOV��

as�mentioned�above,�HRM�plays�an�important�
role�in�cultural�change,�and�HRM�techniques�
FDQ�EH�XVHG�LQ�SURJUDPPHV�RI�FXOWXUDO�FKDQJH�

in�organisations.�So�what�are�HRM�techniques�
IRU�FXOWXUDO�FKDQJH"

+50�WHFKQLTXHV�IRU�FXOWXUDO�FKDQJH

$FFRUGLQJ� WR� /HJJH� �������� WKHUH� DUH�

�� W\SHV� RI� SURJUDPPHV� RI� FXOWXUDO� FKDQJH�

with� HRM� techniques.� The� ¿rst� type� is�
UH�HGXFDWLRQ� SURJUDPPH� ZKLFK� LQFOXGHV��

FRPPXQLFDWLRQ�� TXDOLW\� PDQDJHPHQW��

WUDLQLQJ�DQG�GHYHORSPHQW��7KH�VHFRQG�RQH�LV�

UH�SODFHPHQW� SURJUDPPH� ZKLFK� FRQVLVWV� RI�

VHOHFWLRQ��SURPRWLRQ��DQG� UHGXQGDQF\��7KHVH�

SURJUDPPHV� DLP� WR� PDNH� VXUH� WKDW� SHRSOH�

ZLWKLQ�DQ�RUJDQLVDWLRQ�KDYH�WKH�ULJKW�YDOXH�WKDW�

WKH�RUJDQLVDWLRQ�QHHGV��7KH�WKLUG�W\SH�LV�FDOOHG�

SURJUDPPHV�RI�UH�RUJDQLVDWLRQ�LQFOXGLQJ�QHZ�

VWUXFWXUH��DSSUDLVDO��DQG�UHZDUG�V\VWHP�ZKLFK�

DLP�DW�UH�RULHQWDWLRQ��

Similarly,�Guest�(1987)�also�de¿nes�HRM�
WHFKQLTXHV�IRU�FXOWXUDO�FKDQJH�DV�IROORZV�

)lJXuh�����+50�whFKQlTXhv�Iru�FXowXuDo�FKDQJh

�� 2uJDQl]DwlrQ�DQG�Mre�GhvlJQ
�� 3rolF\�Iru�pXoDwlrQ�DQG�lpSohphQwDwlrQ��

pDQDJhphQw�rI�FKDQJh�
�� 5hFuXlwphQw��vhohFwlrQ�DQG�vrFlDol]DwlrQ�
�� DSSuDlvDo��wuDlQlQJ�DQG�GhyhorSphQw�
�� Manpower�Àows�-�through,�up�and�out�of�

wKh�ruJDQl]DwlrQ�
�� 5hZDuG�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� HPSOR\HH� LQ� DQ� RUJDQLVDWLRQ�� )RU�

H[DPSOH�� WKH� UHTXLUHPHQWV� RI� SRVLWLRQV�

within� organisations� which� are� de¿ned� in�
MRE� GHVFULSWLRQV�� WKH� FULWHULD� RI� VHOHFWLRQ�

DSSOLFDQWV� IRU� WKH� MREV� FDQ� GHPRQVWUDWH�

ZKLFK� FRPSHWHQFHV� DQG� SHUVRQDOLWLHV� RI�

HPSOR\HHV�WKDW�RUJDQLVDWLRQV�H[SHFW�WKHP�WR�

KDYH��$GGLWLRQDOO\��WKURXJK�WKH�FHQWUDOLW\�RI�

HPSRZHUPHQW��HPSOR\HHV�DUH�HQFRXUDJHG�WR�

GHYHORS�DQG�HQKDQFH�WKHLU�WDOHQWV��LQLWLDWLYHV��

DQG� SRWHQWLDO�� +RZHYHU�� DFFRUGLQJ� WR� +DOH�

������� DQG�:LONLQVRQ� �������� HYHQ� WKRXJK�

HPSRZHUPHQW� KHOSV� LQ� LPSURYLQJ� WKHLU�

FRQWULEXWLRQV� WR� WKHLU� RUJDQLVDWLRQV�� SRZHU�

DQG� DXWKRULW\� VKDULQJ� LV� UDUH�� 0RUHRYHU��

QRW� DOO� HPSOR\HHV� ZHOFRPH� HPSRZHUPHQW��

Legge� (2005)� argues� that� it� is� dif¿cult� for�
employees� to� involve� in� ‘designing� and�
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implementing� empowerment� programmes’.�
+H� DOVR� FLWHV� WKDW� HQWUHSUHQHXULDO� YDOXHV�

ZKLFK� DUH� HQFRXUDJHG� E\� FXOWXUDO� FKDQJH�

programmes� can� go� along� with� ‘strong�
leadership’.�These�disadvantages�may�lead�to�
WKH�FRQFHUQ�RI�HPSOR\HHV�DERXW�WKH�FUHGLELOLW\�

DQG�OHJLWLPDF\�RI�WKHVH�SURJUDPPHV��

7KHVH� DERYH� UHYLHZV� FDQ� SURYLGH� D�

critical� approach� to� understand� HRM�
WHFKQLTXHV�DQG�FXOWXUDO�FKDQJH�SURJUDPPHV��

)URP� WKDW� SRLQW�� WKH� QH[W� SDUW� ZLOO� JLYH� D�

critical� discussion� about� the� use� of� HRM�
WHFKQLTXHV� LQ� SURJUDPPHV� RI� FXOWXUDO�

FKDQJH� LQ� RUJDQLVDWLRQV�� IRFXVLQJ� RQ� VRPH�

PDLQ� WHFKQLTXHV� LQFOXGLQJ� UHFUXLWPHQW� DQG�

VHOHFWLRQ�� SHUIRUPDQFH� DSSUDLVDO�� UHZDUG�

DQG�WUDLQLQJ�DQG�GHYHORSPHQW�ZKLFK�DUH�DOVR�

main�functions�of�HRM�and�are�considered�
DV�NH\�OHYHUV�IRU�FXOWXUDO�FKDQJH�

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

5HFUXLWPHQW�DQG�6HOHFWLRQ

Recruitment� and� selection� is� considered�
DV� RQH� RI� WKH� NH\� OHYHUV� IRU� FXOWXUDO� FKDQJH��

Recruitment�and�selection�aim�to�choose�new�
HPSOR\HHV� IRU� RUJDQLVDWLRQV�� VR� LW� LV� DUJXHG�

WKDW�ZKHQ�QHZ�SHRSOH�FRPH��RU�JR���WKHUH�LV�DQ�

RSSRUWXQLW\� IRU� RUJDQLVDWLRQV� WR� FKDQJH� WKHLU�

FXOWXUH� �.H\WRQ�� ������� +H� DOVR� DUJXHV� WKDW�

new�employees�can�make�a�signi¿cant�change�
LQ�FXOWXUH�� DQG� LW� DOVR�GHSHQGV�RQ� WKH�QXPEHU�

RI� QHZ� VWDII� LQ� FRPSDULVRQ� ZLWK� H[LVWLQJ�

ones.� Similarly,�Williams� et� al.� (1993)� points�
RXW� WKDW� UHFUXLWPHQW� DQG� VHOHFWLRQ� KDYH� D� ELJ�

LPSDFW� RQ� WKH� FXOWXUH� RI� QHZ� FRPHUV� ZKLFK�

also� inÀuences�powerfully�on�employees�who�
KDYH�EHHQ�DOUHDG\�ZRUNLQJ�LQ�WKH�RUJDQLVDWLRQV��

,Q� DGGLWLRQ�� WKH� LQGXFWLRQ� ZKLFK� HPSKDVLVHV�

UHLQIRUFLQJ� WKH� YDOXHV� DQG� EHKDYLRXU� WKDW�

RUJDQLVDWLRQV�H[SHFWHG�FDQ�KHOS�WKH�QHZ�FXOWXUH�

to�be�managed�(Watson�and�Green,�1996).�So,�
KRZ� FDQ� UHFUXLWPHQW� DQG� VHOHFWLRQ� EH� XVHG�

LQ� SURJUDPPHV� RI� FXOWXUDO� FKDQJH"� 7KURXJK�

UHFUXLWPHQW� DQG� VHOHFWLRQ� SURFHVVHV� ZLWK� MRE�

analysis,� person� speci¿cation,� and� selection�
criteria,� the� pro¿le� of� ‘ideal� candidates’� is�
UHGHVLJQHG�� DQG� WKHUH� LV� DOVR� D� VKLIW� IURP�

DELOLW\� WR� SHUIRUP� D� SDUWLFXODU� MRE� WR� EURDGHU�

FRPSHWHQFLHV� DQG� SRWHQWLDOV�� 7R� VXSSRUW� WKLV�

YLHZ�� %UDQQDQ� DQG� +DZVNLQ� ������� DUJXH�

WKDW� UHFUXLWPHQW� DQG� VHOHFWLRQ� VKRXOG� HQVXUH�

‘organisational� ¿t’� rather� than� ‘job� ¿t’.�To� be�
¿t,� candidates� are� required� to� have� the� right�
EHKDYLRXU��VNLOOV��NQRZOHGJH�DQG�FRPSHWHQFHV�

WKDW�RUJDQLVDWLRQV�H[SHFWHG�LQ�RUGHU�WR�EH�DEOH�

WR�SHUIRUP�VXFFHVVIXOO\��)RU�H[DPSOH��,%0�LQ�

the�UK�de¿ned�a�set�of�competencies�that�they�
UHTXLUH� DSSOLFDQWV� WR� KDYH�ZKLFK� FRPSOHPHQW�

WKHLU�YDOXHV�DQG�LQGHQWLI\�VNLOOV�WKDW�DSSOLFDQWV�

QHHG� WR� KDYH� WR� EH� VXFFHVVIXO� LQ� ,%0�� 7KLV�

DLPV� WR� D� FXOWXUH� RI� LQVSLUDWLRQ�� VXSSRUW�� DQG�

FROODERUDWLRQ�LQ�,%0��7KHVH�FRPSHWHQFLHV�DUH�

VKRZQ�LQ�)LJXUH���DV�IROORZV�

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

�6RXUFH��,%0��8.�5HFUXLWPHQW�������
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1HYHUWKHOHVV�� WKHUH� DUH� VRPH� DUJXPHQWV�

DJDLQVW�WKH�XVH�RI�VHOHFWLRQ�LQ�FXOWXUDO�FKDQJH��

First,� it� is� argued� that� redesigning� ‘ideal�
candidates’� can� reproduce� senior� managers’�
self-image�or�bias.�Zwanenberg�and�Wilkinson�
(1993)� argue� that� when� the� pro¿le� of� ‘ideal�
candidates’� are� redesigned,� senior� managers�
PD\� PDNH� LW� VXEMHFWLYH� DQG� P\VWHULRXV��

.DQWHU� ������� DOVR� VHHV� WKLV� SUREOHP� DV�

‘replication�of�managers’�as�the�same�kind�of�
VRFLDO�LQGLYLGXDOV��&ODULQJERXOG�DQG�.QRSSHUV�

�������DUJXH�WKDW�VHQLRU�PDQDJHUV�VXFK�DV�WKH�

PDQDJHPHQW� ERDUG� FDQ� XVH� UHFUXLWPHQW� DQG�

VHOHFWLRQ� PHWKRGV� DV� D� ZD\� RI� UHSURGXFLQJ�

themselves�to�be�a�‘dominant�group’.�They�give�
WKH�H[DPSOH�RI�WKH�ERDUGV�RI�WKH�'XWFK�VSRUW�

RUJDQLVDWLRQV�� WKH\� WULHG� WR� HPSOR\� ZRPHQ�

RQ� WKHLU� ERDUGV� WR� SUHYHQW� WKH� EDG� LPDJH� RI�

KDYLQJ�DOO�PHQ�RQ�WKH�ERDUGV��KRZHYHU�� WKH\�

SDLG� OLWWOH� DWWHQWLRQ� WR� WKLV� HVSHFLDOO\� ZKHQ�

WKHUH� ZHUH� RQO\� RQH� RU� WZR�ZRPHQ� RQ� WKHLU�

boards�to�inÀuence�changes.�Thus,�it�can�also�
OHDG�WR�WKH�FRQFHUQ�DERXW�HTXDO�RSSRUWXQLW\�WR�

all�candidates.�Second,�there�are�some�ethical�
LVVXHV�RI�FRQIRUPLW\�LQ�WKH�VHOHFWLRQ�SURFHVV��

:KHQ� UHFUXLWPHQW� DQG� VHOHFWLRQ� SURFHVVHV�

de¿ne� ‘ideal� candidates’� to� be� employed� to�
HPERG\�WKH�RUJDQLVDWLRQDO�FXOWXUH�DQG�LPDJH��

*RVV� ������� DUJXH� WKDW� SDUWLFXODU� W\SHV� RI�

SHUVRQDOLW\� DUH� FRQVWUXFWHG� DQG� QRUPDOLVHG��

This� issue� is� seen� as� ‘social� engineering’� in�
RUGHU� WR� FRQIRUP� ZLWK� RUJDQLVDWLRQV�� 7KHVH�

DERYH� GLVDGYDQWDJHV� PD\� DIIHFW� WKH� FXOWXUDO�

change�in�organisations.�However,�it�is�dif¿cult�
WR�GHQ\�WKDW�UHFUXLWPHQW�DQG�VHOHFWLRQ�DUH�RQH�

RI�NH\�OHYHUV�IRU�FXOWXUDO�FKDQJH��

3HUIRUPDQFH�$SSUDLVDO

Another� HRM� techniques� that� can� be�
XVHG� LQ� SURJUDPPHV� RI� FXOWXUDO� FKDQJH� LV�

DSSUDLVDO�� *HQHUDOO\�� SHUIRUPDQFH� DSSUDLVDO�

DLPV� WR� HQVXUH� WKDW� UHTXLUHG� VWDQGDUGV� DUH�

PDWFKHG� DQG� SHUIRUPHG� E\� HPSOR\HHV�� ,Q�

performance�appraisal,�it�is�necessary�to�de¿ne�
criteria� to� evaluate� employees’� performance.�
3HUIRUPDQFH� DSSUDLVDO� LQFOXGHV� VHWWLQJ� DLPV�

DQG� H[SHFWDWLRQV� RI� DQ� RUJDQLVDWLRQ� IRU� WKH�

ZKROH� RUJDQLVDWLRQ�DV�ZHOO� DV� DOO� LQGLYLGXDOV�

ZLWKLQ�WKH�RUJDQLVDWLRQ��7KH�FULWHULD�PD\�IRFXV�

RQ�WUDLWV��LPSRUWDQW�SHUVRQDOLW\�FKDUDFWHULVWLFV�

DQG�FRPSHWHQFLHV��ZKLFK�FDQ�KHOS�HPSOR\HHV�

SHUIRUP�WKH�MRE�VXFK�DV�UHOLDELOLW\��FUHDWLYLW\��

HQWKXVLDVP� DQG� FRPPXQLFDWLRQ� VNLOOV��

FRQFHSWXDO� VNLOOV�� DGDSWLYHQHVV�� HWF�� RU�

EHKDYLRXUV�ZKLFK�HPSOR\HHV�QHHG�WR�SHUIRUP�

ZKHQ� WKH\� GR� WKH� MRE�� RU� RXWFRPHV� RI� WKH�

jobs�such�as�sales,�productivity�or�customers’�
VDWLVIDFWLRQ�� :DWVRQ� DQG� *UHHQ� �������

argues� that� the� appraisal� can� send� ‘strong�
cultural� messages’� about� which� behaviours�
DUH� DFFHSWDEOH�� 7KXV�� WR� FKDQJH� WKH� FXOWXUH�

with� new� values,� an� organisation� can� de¿ne�
WKHP�LQ�WKH�FULWHULD�RI�SHUIRUPDQFH�DSSUDLVDO�

ZKLFK�FDQ�KHOS�UH�RULHQW�HPSOR\HHV�ZLWKLQ�WKH�

RUJDQLVDWLRQ� �/HJJH���������2QH� H[DPSOH� RI�

XVLQJ�SHUIRUPDQFH�DSSUDLVDO�LQ�FXOWXUDO�FKDQJH�

LV�%3��%ULWLVK�3HWUROHXP��LQ�WKH�����V��+RUWRQ�

–�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�
VXSSRUW�WKLV�FXOWXUDO�FKDQJH��%3�UHYLVHG�WKHLU�

DSSUDLVDO� SURFHVV� ZKLFK� DOORZHG� HPSOR\HHV�

WR� VXJJHVW� WR� PDQDJHUV� ZD\V� RI� DFKLHYLQJ�

goals;� this�was� called� “Upward� Process”.� In�
addition,� con¿dential� feedback� to� managers’�
SHUIRUPDQFH� FRXOG� EH� JLYHQ� E\� HPSOR\HHV��

7KLV� DLPHG� WR� PDNH� VXUH� WKDW� PDQDJHUV�

SHUIRUPHG� EHKDYLRXUV� WKDW� UHODWHG� WR� WKH�

GHYHORSHG�FXOWXUH�LQ�%3�
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+RZHYHU��SHUIRUPDQFH�DSSUDLVDO�LV�FULWLFLVHG�

WR�EH�QRW�REMHFWLYH�LQ�SUDFWLFH�DQG�PD\�LQFOXGH�

bias.�Redman�(2005)�argues�that�it�is�questioned�
DERXW�WKH�DFFXUDF\�RI�SHUIRUPDQFH�HYDOXDWLRQ�

EHFDXVH� RI� PDQ\� GLVWRUWLRQ�� 7KLV� OHDGV� WR�

negative� effects� on� employees’� credibility� to�
WKH�SHUIRUPDQFH�DSSUDLVDO��WKXV��LW�FDQ�LPSDFW�

QHJDWLYHO\�XSRQ�WKH�FXOWXUH��)RU�H[DPSOH��VRPH�

RUJDQLVDWLRQV�VXFK�DV�)RUG�0RWRU�DQG�0LFURVRIW�

KDG� WR� IDFH� WKH� OLWLJDWLRQ� EHFDXVH� RI� ORZHU�

UDQNLQJ� ROG��PLQRULW\� DQG� IHPDOH� HPSOR\HHV��

$QRWKHU� QHJDWLYH� LPSDFW� RI� DSSUDLVDO� LV� WKDW�

DSSUDLVDO�ZKLFK� IRFXVHV�RQ� LQGLYLGXDOV� UDWKHU�

WKDQ� WHDPV� RU� JURXSV� PD\� FUHDWH� QHJDWLYH�

FRPSHWLWLRQ� DQG� D� KDUPIXO� HQYLURQPHQW� LQ�

WKH�ZRUNSODFH�ZKLFK� LPSHGH�FXOWXUDO� FKDQJH��

IRU� LQVWDQFH�� RQH� RI� WKH� IDLOXUHV� RI� (QURQ�

&RUSRUDWLRQ� EHFDXVH� RI� UHODWLYH� UDQNLQJ��

0RUHRYHU��%RZOHU�DQG�&RDWHV��������SRLQW�RXW�

WKDW�DFWXDO�SHUIRUPDQFH�RI�HPSOR\HHV�PD\�QRW�

EH�HYDOXDWHG�YLD�DSSUDLVDO�EHFDXVH�RI�FUHDWLQJ�

IDYRXUDEOH� LPSUHVVLRQV� RU� VXLWDEOH� LPDJHV�

WKDW� RUJDQLVDWLRQV� H[SHFWHG�� )RU� H[DPSOH�� DQ�

HPSOR\HH�VHQGV�PHVVDJHV�WR�WKH�PDQDJHU�ODWH�

or�leaves�the�coat�at�the�of¿ce�to�show�that�he�
RU� VKH� LV� KDUG�ZRUNLQJ�DQG� FRPPLWWHG� WR� WKH�

MRE��$Q\ZD\��GHVSLWH�WKHVH�FULWLFLVPV��DSSUDLVDO�

LV�VWLOO�XVHG�LQ�FXOWXUDO�FKDQJH�VXFK�DV�LQ�%3�DV�

PHQWLRQHG� DERYH�� $GGLWLRQDOO\�� SHUIRUPDQFH�

DSSUDLVDO�LV�DOVR�XVHG�WR�UHZDUG�VWDII�ZKLFK�LV�

DQRWKHU�WHFKQLTXH�LQ�FXOWXUDO�FKDQJH�

5HZDUG�

Reward� is� also� one� of� HRM� techniques�
WKDW�FDQ�VXSSRUW�FXOWXUDO�FKDQJH�WKURXJK�WKH�

SD\PHQW� V\VWHPV� WKDW� RUJDQLVDWLRQV� XVH�� ,Q�

WKLV� SDUW�� ,� ZDQW� WR� IRFXV� RQ� � SHUIRUPDQFH�

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

can� be� modi¿ed� successfully� if� the� reward�
V\VWHP� LV� FRQVLGHUHG� FDUHIXOO\�� 7KH\� DUJXH�

WKDW� WKH�YDOXHV� DQG�QRUPV�RI� RUJDQLVDWLRQDO�

FXOWXUH�FDQ�EH�UHLQIRUFHG�E\�UHZDUG�V\VWHPV��

DV�D� UHVXOW�� UHZDUG�FDQ�EH�XVHG�DV�D�ZD\�RI�

VHQGLQJ� PHVVDJHV� WR� HPSOR\HHV� ZLWKLQ� DQ�

RUJDQLVDWLRQ� DERXW� GHVLUHG� EHKDYLRXUV� DQG�

attitudes.� Speci¿cally,� Lewis� (2005)� argues�
that� PRP� or�merit� pay� has� some� objectives�
DQG�RQH�RI�WKHP�LV�WR�DVVLVW�RUJDQLVDWLRQV�ZLWK�

cultural�change.�Similarly,�Amstrong�(2001)�
FLWHV� WKDW� FXOWXUDO� FKDQJH� FDQ� EH� DFKLHYHG�

by� PRP� because� it� encourages� employees�
WR� IRFXV� RQ� NH\� REMHFWLYHV� DQG� HQKDQFHV�

DFFRXQWDELOLW\�� KRZHYHU�� LI� WKH� VKLIW� LV� WRR�

UDSLG�� LW� PD\� OHDG� WR� D� IDLOXUH�� (PSOR\HHV�

DUH� SDLG� EDVHG� RQ� WKHLU� SHUIRUPDQFH�� WKH\�

JHW� SDLG� IRU� ZKDW� WKH\� JLYH�� VR� WKH\� NQRZ�

ZKDW� FDQ� KHOS� WKHP� WR� EH� SDLG�� 7KHUHIRUH��

WKURXJK� WKLV�PHWKRG��RUJDQLVDWLRQV�PHVVDJH�

WR�HPSOR\HHV�ZKDW�WR�GR��ZKLFK�YDOXHV�WKH\�

ZDQW� WR� SURPRWH�� DQG� ZKLFK� FRPSHWHQFHV�

WKH\�ZDQW�WKHLU�VWDII�WR�KDYH��

Although� PRP� can� shown� its� support� in�
FXOWXUDO�FKDQJH��LW�LV�VWLOO�GLVDSSURYHG�EHFDXVH�

RI�VHYHUDO�UHDVRQV��)LUVWO\��DFFRUGLQJ�WR�/HZLV�

�������� LQ� IDFW�� SHUIRUPDQFH� DQG�PRWLYDWLRQ�

are�affected�inconsiderably�by�PRP.�If�the�pay�
ULVH�RI�KLJK�SHUIRUPHUV�LV�QRW�PXFK�GLIIHUHQW�

IURP� ORZ� SHUIRUPHUV�� LW� ZLOO� GHPRWLYDWH�

HPSOR\HHV�ZKR�SHUIRUP�ZHOO��$V�D� UHVXOW�� LW�

will�lead�to�a�‘culture�of�fear’�and�conformity�
LQ� ZKLFK� HPSOR\HHV� IRFXV� RQ� RQO\� ZKDW�

WKH\� DUH� HQFRXUDJHG� WR� IRFXV�XSRQ� DQG�PD\�

FRQFHQWUDWH�OHVV�RQ�RWKHU�REMHFWV��WKH\�GR�QRW�

want�to�be�innovative.�Second,�if�performance�
RI�HPSOR\HHV�LV�QRW�FRQQHFWHG�WR�WKHLU�UHZDUG��

WKH\�ZLOO� QRW� WUXVW� WKLV�SURJUDPPH� �.UHVVOHU�

DQG� 3XUFHOO�� ������� 7KXV�� LW� FUHDWHV� D� EDG�

IHHOLQJ�LQ�HPSOR\HHV�ZLWKLQ�WKH�RUJDQLVDWLRQV�
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ZKLFK� FDQ� DIIHFW� WKH� FXOWXUH�� 7KLUG�� EHFDXVH�

of� relating� to� performance� appraisal,� PRP�
PD\� KDYH� D� VLPLODU� GLVDGYDQWDJH� ZLWK�

DSSUDLVDO�ZKLFK�LV�FR�RSHUDWLRQ�DQG�WHDPZRUN�

GLVFRXUDJHPHQW� DQG� QHJDWLYH� FRPSHWLWLRQ�

dangers� (Storey� and� Sisson,� 1993).� Finally,�
the�assumption�of�PRP�about�motivation�force�
LV�WRR�VLPSOH��,W�LV�DUJXHG�WKDW�PRQH\�LV�QRW�WKH�

only�way�to�motivate�everyone.�Some�people�
DUH� LQWHUHVWHG� LQ� RWKHU� IDFWRUV�� )RU� H[DPSOH��

PDQ\� SHRSOH� ZKR� ZRUN� LQ� IDVKLRQ� VXFK� DV�

IDVKLRQ�GHVLJQHUV�ZDQW�WR�GR�WKDW�MRE�EHFDXVH�

LW�LV�WKHLU�LQWHUHVW��WKHLU�GUHDP��RU�WKHLU�GHVLUH��

7KHUHIRUH��LI�HPSOR\HHV�DQG�WKHLU�GHVLUHV�DUH�

QRW�XQGHUVWRRG�ZHOO�� UHZDUG�FDQQRW� UH�RULHQW�

WKHP�WR�FKDQJH�WKH�FXOWXUH�

One� example� of� using� PRP� to� change�
WKH� FXOWXUH� LV� )LQEDQN� �D� KLJK� VWUHHW� EDQN��

ZKLFK�ZDV�FLWHG�LQ�UHVHDUFK�RI�/HZLV���������

7KLV�EDQN�ZDQWHG� WR�FKDQJH� LWV�FXOWXUH� IURP�

‘bureaucracy� to� openness’,� from� an� inertial�
system�to�a�dynamic�one,�and�from�‘ef¿ciency�
to�effectiveness’.�Lewis�cites�that�PRP�played�
DQ�LPSRUWDQW�UROH�LQ�FXOWXUDO�FKDQJH�LQ�)LQEDQN�

WKDW� LW� LQFOXGHG�QHZ�YDOXHV�DQG� DVVXPSWLRQV�

ZKLFK�DUH�GHVFULEHG�LQ�)LJXUH���EHORZ�

However,�the�promises�of�the�PRP�systems�were�
not�ful¿lled�with�a�decrease�in�the�amount�of�
PRQH\�LQ�SD\��,Q�DGGLWLRQ��PDQDJHUV�ZHUH�QRW�

KDSS\�ZLWK�WKH�ZD\�RI�VHWWLQJ�WKH�JRDOV�RI�WKHLU�

performance,�and�they�were�also�not�satis¿ed�
ZLWK� WKH� ODFN� RI� RSHQQHVV� LQ� SHUIRUPDQFH�

IHHGEDFN� DQG� WKH� IDLOXUH� RI� FRPPXQLFDWLQJ�

LQIRUPDWLRQ�DERXW�WKH�DZDUGV��$V�D�UHVXOW��WKLV�

FUHDWHV�D�ODFN�RI�WUXVW�LQ�WKH�V\VWHPV�

)LJXUH����)LQEDQN¶V�353�ZLWK�YDOXHV�DQG�DVVXPSWLRQV

��6RXUFH��/HZLV�������



5(6($5&+�21�(&2120,&�$1'�,17(*5$7,21

�� (;7(51$/�(&2120,&6�5(9,(: 1r�������������

7UDLQLQJ�DQG�GHYHORSPHQW

Another� HRM� technique� to� be� used� in�
SURJUDPPHV�RI�FXOWXUDO�FKDQJH�LQ�RUJDQLVDWLRQV�

LV� WUDLQLQJ� DQG� GHYHORSPHQW�� 7UDLQLQJ� � DQG�

GHYHORSPHQW� KDV� EHHQ� FRQVLGHUHG� DV� D�

method�for�HRM�to�demonstrate�its�capacity�
RI� GHDOLQJ� ZLWK� FKDQJH�� LQFOXGLQJ� FXOWXUDO�

FKDQJH�� 2UJDQLVDWLRQDO� REMHFWLYHV� VKRXOG� EH�

LQWHJUDWHG� LQ� WUDLQLQJ� DQG� GHYHORSPHQW�� IRU�

H[DPSOH�� LW� FDQ� EH� XVHG� DV� D� SURJUDPPH� RI�

FXOWXUDO�FKDQJH��*LEE�DQG�0HJJLQVRQ���������

7KXV��FXOWXUDO�FKDQJH�FDQ�EH�DFKLHYHG�WKURXJK�

WUDLQLQJ� SURJUDPPHV�� ,QGHHG�� HPSOR\HHV�

FDQ� WUDLQHG� ZLWK� NQRZOHGJH�� VNLOOV� WKDW�

RUJDQLVDWLRQV�H[SHFW�WKHP�WR�KDYH��7R�VXSSRUW�

FXOWXUDO� FKDQJH�� WUDLQLQJ� SURJUDPPHV� DGG�

YDOXHV�� QHFHVVDU\� VNLOOV� WR� KHOS� HPSOR\HHV�

WR� LPSURYH�� $Q� H[DPSOH� RI� XVLQJ� WUDLQLQJ�

DQG� GHYHORSPHQW� SURJUDPPHV� WR� DFKLHYH�

FXOWXUDO� FKDQJH� LV� %ULWLVK� $LUZD\V� �%$�� LQ�

WKH�����V�ZKLFK�ZDV�JLYHQ�LQ�WKH�UHVHDUFK�RI�

*UXJXOLV� DQG�:LONLQVRQ� �������� %$� IDFHG� D�

lot�of�dif¿culties�at�the�end�of�the�1970s�and�
the� beginning� of� the�1980s� such� as�¿nancial�
ORVV�� ORZ�SURGXFWLYLW\� LQ�FRPSDULVRQ�ZLWK�LWV�

ULYDOV�� DQG� FXVWRPHU�GLVVDWLVIDFWLRQ�� 7KLV� OHG�

WR� WKH� QHHG� RI� FXOWXUDO� FKDQJH� DW� %$��7KHQ��

a�training�programme�named�‘Putting�People�
First’�was�implemented�in�1983�with�the�aim�
at� revolutionising� employees’� attitudes� and�
PRGLI\LQJ� WKHLU� EHKDYLRXUV�� 7KH� FRQWHQW� RI�

WKLV� WUDLQLQJ� SURJUDPPH� ZDV� KRZ� WR� VHW� XS�

SHUVRQDO� JRDOV�� KRZ� WR� GHDO� ZLWK� VWUHVV� DQG�

build�con¿dence.�Simultaneously,� there�were�
WKH�FRPPLWPHQW�RI�WKH�H[HFXWLYHV��WKH�&(2�RI�

%$�DW�WKDW�WLPH�DWWHQGHG�PRVW�RI�WKH�FRXUVHV��

DQG�KLV�DSSHDUDQFH�EHFDPH�WKH�V\PERO�RI�WKH�

QHZ�FXOWXUH�DW�%$��$V�D�UHVXOW��%$�RYHUFDPH�

the�dif¿culties�and�became�the�most�pro¿table�
DLUOLQH�LQ�������%$�ZDV�DOVR�WKH�PRVW�IDYRXULWH�

GHVWLQDWLRQ� RI� PRVW� JUDGXDWHV�� DQG� LQ� ������

%$�JRW�WKH�VHFRQG�SRVLWLRQ�LQ�WKH�OLVW�RI�PRVW�

DGPLUHG� FRPSDQLHV� LQ� (XURSH�� ,Q� WKLV� FDVH��

WUDLQLQJ�SURJUDPPHV�VKRZ�WKHLU�DGYDQWDJHV�LQ�

VXSSRUWLQJ�FXOWXUDO�FKDQJH�

+RZHYHU�� WUDLQLQJ� LV� FULWLFLVHG� IRU� LWV�

FRPSOH[� UHODWLRQVKLS� ZLWK� SHUIRUPDQFH� DQG�

FRPPLWPHQW��$QWRQDFRSRXORX� ������� DUJXHV�

WKDW� ZKHQ� REMHFWLYHV� DUH� FRPSHWHG� ZLWK�

SULRULWLHV�� WUDLQLQJ�PD\� ORVH� LWV� HIIHFWLYHQHVV�

LQ� LPSURYLQJ� SHUIRUPDQFH�� ,Q� DGGLWLRQ�� WKH�

bene¿t� of� employers� and� employees� within�
DQ�RUJDQLVDWLRQ�LQ�WUDLQLQJ�PD\�LQFRPSDWLEOH��

$QWRQDFRSRXORX� DOVR� FLWHV� WKDW� HPSOR\HUV�

WHQG�WR�LPSOHPHQW�WUDLQLQJ�SURJUDPPHV�ZKLFK�

VXSSRUW�FHUWDLQ�REMHFWLYHV�RU�NHHS�HPSOR\HHV�

ZLWKLQ� WKHLU� RUJDQLVDWLRQV� UDWKHU� WKDQ�

SURJUDPPHV� WKDW�HQKDQFH� WKHLU�FUHGHQWLDOV�WR�

EH�FRPSHWLWLYH�LQ�WKH�ODERXU�PDUNHW��$OWKRXJK�

WKHUH� DUH� VWLOO� VHYHUDO� DUJXPHQWV� DJDLQVW�

WUDLQLQJ��LW� LV�VWLOO�D�OHYHU�IRU�FXOWXUDO�FKDQJH��

HVSHFLDOO\�LQ�WKH�FDVH�RI�%$�PHQWLRQHG�DERYH�

7KH�DERYH�GLVFXVVLRQ�KDV�PHQWLRQHG�VRPH�

main�HRM�techniques�that�are�considered�as�
key�levers�for�cultural�change�and�‘a�messenger�
for�change’�(Watson�and�Green,�1996).�Besides,�
WKHUH� DUH� VRPH� RWKHU� WHFKQLTXHV� WKDW� FDQ� EH�

XVHG� LQ� RUGHU� WR� VXSSRUW� FXOWXUDO� FKDQJH� LQ�

RUJDQLVDWLRQV�VXFK�DV�FRPPXQLFDWLRQ�WKURXJK�

PHHWLQJV��VXUYH\V��RUJDQLVDWLRQDO�SXEOLFDWLRQV��

JURXSV�� LQIRUPDWLRQ� VKDULQJ� VHVVLRQV�� HWF��

SURPRWLRQ�DQG�UHGXQGDQF\��/HJJH���������RU�

manpower�Àows�(Guest,�1987).�From�the�above�
GLVFXVVLRQ��LW�FDQ�EH�VHHQ�WKDW�WKHVH�WHFKQLTXHV�

KDYH�EHHQ�XVHG�WR�VXSSRUW�WKH�FXOWXUDO�FKDQJH�

LQ�PDQ\� RUJDQLVDWLRQV� WR� KHOS� WKHP� LPSURYH�

WKHLU� SURGXFWLYLW\� DQG� UHVSRQG� HIIHFWLYHO\� WR�

WKH� FKDQJHV� LQ� WKH� EXVLQHVV� HQYLURQPHQW� WR�

VXUYLYH�DQG�GHYHORS��DQG�WR�REWDLQ�FRPSHWLWLYH�

DGYDQWDJHV� �:DWVRQ� DQG�*UHHQ�� ������� (DFK�
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HRM� technique� has� its� own� disadvantages,�
EXW� REYLRXVO\�� WKHVH� WHFKQLTXHV� FDQ� VXSSRUW�

FXOWXUDO�FKDQJH�LQ�RUJDQLVDWLRQV�HIIHFWLYHO\��

&rQFoXvlrQ

7R� VXP� XS�� WKLV� SDSHU� KDV� UHYLHZHG�

VHYHUDO� SUHYLRXV� UHVHDUFKHV� RI� VRPH� DXWKRUV�

about� cultural� change� and� the� use� of� HRM�
WHFKQLTXHV� WR� DFKLHYH� WKH� FKDQJH� LQ� FXOWXUH�

LQ� RUJDQLVDWLRQV�� )URP� WKLV� OLWHUDWXUH�

UHYLHZ�� WKLV� SDSHU� JLYHV� D� GLVFXVVLRQ� DERXW�

some� main� HRM� techniques� that� can� be�
XVHG� LQ� SURJUDPPHV� RI� FXOWXUDO� FKDQJH� LQ�

RUJDQLVDWLRQV� LQFOXGLQJ� UHFUXLWPHQW� DQG�

VHOHFWLRQ��SHUIRUPDQFH�DSSUDLVDO��UHZDUG��DQG�

WUDLQLQJ�DQG�GHYHORSPHQW��,W�FDQ�EH�VHHQ�WKDW�

WKHVH�WHFKQLTXHV�KDYH�VKRZQ�WKHLU�DGYDQWDJHV�

LQ�VXSSRUWLQJ�FXOWXUDO�FKDQJH�WKURXJK�VHYHUDO�

H[DPSOHV�LQ�SUDFWLFH�VXFK�DV�%ULWLVK�$LUZD\V��

,%0��DQG�%ULWLVK�3HWUROHXP��&XOWXUDO�FKDQJH�

UHTXLUHV� WKH� LQYROYHPHQW� RI� LQGLYLGXDOV�

within�an�organisation,�and�HRM�techniques�
DIIHFW� DOO� HPSOR\HHV� LQ� DQ� RUJDQLVDWLRQ�� WKXV�

WKHVH� WHFKQLTXHV� VKRZ� WKHLU� VWUHQJWKV� RI� UH�

HGXFDWLRQ�� UHSODFHPHQW�� UH�RULHQWDWLRQ��RU� UH�

organisation�which�can�impact�on�employees’�
EHKDYLRXUV��DWWLWXGHV�DQG�YDOXHV��$V�D� UHVXOW��

WKHVH� LPSDFWV� FDQ� VXSSRUW� FXOWXUDO� FKDQJH�

ZLWKLQ�RUJDQLVDWLRQV��$OWKRXJK� WKHUH� DUH� VWLOO�

VRPH�DUJXPHQWV�DJDLQVW�WKH�XVHIXOQHVV�RI�WKHVH�

WHFKQLTXHV�� LW� FDQQRW� EH� GHQLHG� WKDW� FXOWXUDO�

FKDQJH� LQ� RUJDQLVDWLRQV� FDQ� EH� DFKLHYHG�

successfully� without� these�HRM� techniques.�
7KHUHIRUH��LW�LV�QHFHVVDU\�IRU�RUJDQLVDWLRQV�WR�

XQGHUVWDQG�ERWK�DGYDQWDJHV�DQG�GLVDGYDQWDJHV�

RI�WKHVH�WHFKQLTXHV�WR�XVH�WKHP�HIIHFWLYHO\�LQ�

SURJUDPPHV�RI�FXOWXUH�FKDQJH�q�
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