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INTRODUCTION

TheAdvancesinHumanResourcesManagementandOrganizationalDevelopment(AHRMOD)Book
Seriespublishesthelatestresearchonallaspectsofhumanresourcesaswellasthelatestmethodolo-
gies,tools,andtheoriesregardingorganizationaldevelopmentandsustainability.TheAHRMODBook
Seriesintendstoprovidebusinessprofessionals,managers,researchers,andstudentswiththenecessary
resourcestoeffectivelydevelopandimplementorganizationalstrategies.

The Handbook of Research on Human Resources Strategies for the New Millennial Workforce is
thelatestadditiontothelistofbookspublishedinthisBookSeries.Humanresourcedepartmentsand
professionalshavestrategicrolesandresponsibilitiesinmanaginghumancapitalissueswithinfirmsand
organizations.Duetoimpactoftheeconomicandfinancialcrisisoneconomiesacrosstheglobe,HR
professionalneedtore-thinktheirtraditionalstrategiesanddevelopmentnewonestomeettherequire-
mentsoftheneweconomiclandscape.Universitiesarealsofacingdauntingchallengestoadapttheir
academicprogramstothenewneedsoffirmsandorganizations.

Thesubjectareaofthebookfocusesonhumanresourceprioritiesandchallengesandalsoanalyzesthe
roleofknowledgemanagementandinformationtechnologiesinthefieldofhumanresourcemanagement.

OBJECTIVE OF THE BOOK

Thebookoffersacollectionofchaptersoncrucialhumanresourcepriorities,challengesandstrategies
inthenewglobaleconomicenvironment,suchasculturalissues,developingleadership,expatriates’
management,genderissues,humanresourcemanagementinSME’s,informationtechnologiesforthe
managementofhumancapital,innovationandlearning,intellectualcapitalmeasurement,jobsatisfac-
tion,managementofdiversity,organizationalperformance,unlearningprocesses,worklifebalance,just
tonameafewtopicsexaminesinthebook.

Thebookaimstobeaninternationalplatformtobringtogetheracademics,researchers,experts,deci-
sionmakers,policymakers,andpractitionerstosharenewtheories,researchfindingsandcasestudies,
toenhanceunderstandingandcollaborationinissuesofhumanresourcemanagementandknowkeyHR
prioritiesnowandinthefuture.ThebookwillpayspecialattentiontoHRMpracticesincountrieslike
Indonesia,Italy,Sweden,TurkeyandUKandUSAandalsocoveringtheMiddleEast.Thiswillbeone
oftheuniquefeaturesofthisbook.
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TARGET AUDIENCE

Professorsinacademia,deans,headsofdepartments,directorofmasters,students(undergraduateand
postgraduatelevel),politicians,policymakers,corporateheadsoffirms,seniorgeneralmanagers,man-
agingdirectors,informationtechnologydirectorsandmanagers,libraries,etc.

STRUCTURE OF THE BOOK

Thebookpresentsacollectionof22chapterswrittenbyleadingexpertsonhumanresourcemanage-
mentpracticesaroundtheworld.

Chapter1,“CultureandManagersinaGlobalisedWorld”(byCharalamposGiousmpasoglouand
EvangeliaMarinakou),arguesthatthedynamicnatureofthemanagementfunctioninglobalbusiness
todayandtherealisationthatwhatworkseffectivelyinonecountrymaynotbeasefficientinanotherhas
ledmanagementscholarsandpractisingmanagersincontinuouseffortstoenhancetheirunderstanding
ofthisenvironmentanditseffectstomanagers.Thischapterexploresmanagementacrosscultures.The
discussionstartswiththeoriginanddefinitionofcrossculturalmanagement;thenitisfocusedonthe
studyoftheinternationalhumanresourcesmanagement(IHRM).Thefinalpartdiscussestheprofileof
theinternationalmanagersandthecompetenciesneededtocopewiththemultiplechallengestheyare
facedwithinoverseasassignments.

Chapter2,“ChallengesEnhancingSocialandOrganizationalPerformance”(byAnaMartins,Isa-
belMartins,ZirveUniversity,andOrlandoPereira),recognizesthatavitalcomponentinthenewage
organizationalparadigmisevidentinspiritualcapital,albeitmanyoccasionsleadershipoverlooksits
importance.Nevertheless,thisspiritualdimensionisgainingacceptanceincontemporaryorganizations
assustainabilityisverymuchdependentonthiscapital.Theaimofthischapteristoanalyzetheprin-
ciplesofspiritualcapital,itsapplicabilityintheorganizationalcontextandtoreflectontheimportance
ofthisconstructincontributingtoorganizationalsustainability.Thisstudyaimstogaugethepercep-
tionofemployeesabouttheirspiritualcapitalanditsimportanceintheworkplace.Wedistributeda
questionnaireasadatacollectionmethodtoasampleinhighereducationinstitutionsinordertocreatea
referencetoidentifythespiritualresourcesintheorganization.Thischapteralsoanalyzestherelevance
ofthespiritualcapitalconstruct,withspecialfocusonspiritualleadershipinorganizationswhichare
anintegralpartofthehighereducationsector.

Chapter3,“ChangeManagementandLeadership:AnOverviewoftheHealthcareIndustry”(byKallol
Basu),observesthattheincreasingconvergenceoftechnologyandhealthcareisusheringinanewera
ofdigitaltransformationinthewaypatientsinteractwithhealthcareprofessionals.Thesurgingmarketis
forcinghealthcareorganizationstocontinuouslyleveragetechnologytomodernizemedicalcare,reduce
manualhandoffs,andreducecosts.However,thesuccessrateshavenotbeenveryencouraging.This
issignificantlyduetolackofproperattentiontoorganizationchangemanagementbyleadership.By
performinganin-depthanalysisofaffectedleadinghospitalchainsinIndia,thischapterdeduceshow
leadershipcanhelpfosterbetterchangeadoptionthroughoutthelifecycleoftechnologyimplementation
inhealthcareorganizations.

Chapter4,“DeterminingtheNeedsforEmployeeAssistancePrograms(EAPs)–AComparativeStudy
onPublicandPrivateSectorEmployees:EmployeeAssistancePrograms(EAPs)”(byFilizYildirim,
BilgeAbukanandDuyguOztas),developedastudytocomparetheneedsforassistanceprogramsof
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employeeswhoworkinprivateandpublicsectorandtovalidatetheTurkishversionoftheneedsfor
employeeassistanceprograms(EAPs)scale.Itwasconductedon198employees,whoworkinAnkara,
Turkey.Asdatacollectingtool,theneedsforEAPsscaleandpersonalinformationformwereused.The
resultsshowedthattheTurkishversionofthescalewasvalidandreliable.Theneedsofindividualsfor
theassistanceprogramsonpersonalandworkingissuesdidnotindicatesignificantvariationbythesec-
tors.Itwasfoundthatgenderandhavingchildrenvariableshadeffectonthevariationoftheneedsfor
assistanceprogramsoftheemployees.Althoughthisstudyhasfilledasignificantgapintheliterature
inTurkeyintermsofemployeeassistanceprogramsneedsandthefactthattheservicesinthescopeof
programsshouldbestructuredinaccordwiththeproblemsofemployees,moreresearchisneededon
thetopic.

Chapter5,“DistinctiveLeadership:MoralIdentityasSelfIdentity”(byKasturiRohitNaikandSrini
R.Srinivasan),exploretheroleofsocialcontext,personality,intrinsicmotivationandlearningagilityon
leadershipdevelopmenttakingintoconsiderationbothcollectiveandrelationalleadershipdevelopment
alongwithindividualleadershipdevelopmentwithretentionofmoralidentityasselfidentity.Afterthe
studyonleadershipdevelopmentliteratureindetailsthischapterisanattempttobridgecertaingapsfound
inliteraturebymeansofqualitativeempiricalresearchtoconnectleaderdevelopmentwithleadership
development.Bygivingdetailswithrespecttoformativeyears,careercourse,personality,leadership
highlightsetc.ofMr.SuryakantSarjoshiownerofchainofrestaurantslocatedinIndiaandwinnerof
FoodieHubGlobalAwardheldinLondon,2015thischapterfocusesonhowdevelopmentalexperiences
shouldbearrangedovertimeandhowtheseexperiencescanreinforceeachother.

Chapter6,“DoesEmployeeOwnershipReducetheIntentiontoLeave?”(bySaraElouadiandTarek
BenNoamene),recognizesthatemployeeownershipisanimportantelementtodevelopemployees’sense
ofbelongingtotheircompanyandtounitethemaroundstrategicobjectives.Thiskindofinvolvement
reflectstheinternalcohesionandpridethatuniteemployeeswiththeircompany.Awareofthedevel-
opmentofemployeeownershipandinanticipationofthedeepimplicationsofthispracticeinFrance,
thisstudyproposestoexaminetheimpactofemployeeownershiponworkattitudes.Weconducted
aquestionnaire-basedsurveyamongemployeesof theSBF250.Thecollected responseswere then
analyzedbyastructuralequationmethod.Theresultsindicatedthatdirectemployeeownershiphelps
to significantly reduce intention to leave.Similarly,organizationalcommitmentand jobsatisfaction
correlatepositivelyandsignificantlywiththegrantingofsharestoemployees.

Chapter 7, “Embracing Innovation andCreativity through theCapacityofUnlearning” (byAna
Martins,IsabelMartins,andOrlandoPereira),proposesthatthecapacityforunlearningisimportant
fororganizationstoembraceinnovationandcreativity,duetotheurgentneedgiveupobsoleteknowl-
edge.Acritiqueoforganizationallearningmodelshighlightstheunlearningcapacityinorganizational
learningprocesses.Weanticipatenewpathsfororganizationallearningarisingfromacritiqueofthe
models.Researchshowsthatalackoftheunlearningcapacityintheorganizationallearningmodelscan
beregardedasaweakness.Weproposetheinternalizationphasebeincluded,anintermediatestepthat
absorbs,reflectsuponandinternalizesallthepreviousphases,accommodatingthisadditionalphase
andintegratingitintotheorganizationincreasingthevalueoftheorganization’sheritage.Thelevelof
internalizationshouldbebackedbyaspecificleadershipandassociatedwithhumanizingorganizational
values.Theself-efficacyconstructplacedatthecenterofthismodelindicatesitsumbrellacapacity
embracingarangeofeffortsneededtoobtainthebestpossibleresults.

Chapter8,“ExaminingtheRolesofJobSatisfactionandOrganizationalCommitmentintheGlobal
Workplace”(byKijpokinKasemsap),conceptualizesthetermsjobsatisfactionandorganizationalcom-
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mitment;therelationshipbetweenjobsatisfactionandorganizationalcommitment;thesignificanceof
jobsatisfactionintheglobalworkplace;andthesignificanceoforganizationalcommitmentintheglobal
workplace.Jobsatisfactionisimportantfromtheperspectiveofmaintainingappropriateemployeeswithin
theorganization.Organizationalcommitmentplaysanessentialroleindeterminingwhetheremployees
willstaywiththeorganizationandenthusiasticallyworktowardorganizationalgoals.Retentionofem-
ployeesisoneofthemostsignificantoutcomesoforganizationalcommitment.Thechapterarguesthat
encouragingjobsatisfactionandorganizationalcommitmenthasthepotentialtoincreaseorganizational
performanceandgainsustainablecompetitiveadvantageintheglobalworkplace.

Chapter9,“ExpatriationintheAgeofAusterity:AnAnalysisofCapitalMobilizationStrategiesof
Self-InitiatedExpatriates”(byTasawarNawaz),proposesarelationalperspectivetoexaminecapital
mobilizationstrategiesofskilledmigrantsfromrecessionravagedWestern-andimpoverishedEastern-
Europeanmemberstateswhennavigatingtheirwaythroughstructuralconstraintsthataffecttheirca-
reerchoices.Itisamultilevelapproachthatallowsovercomingtheindividual(micro)emphasisinthe
self-initiatedexpatriationliterature,organizational(meso)andcontextual(macro)focusintheskilled
migrationstudies.Basedonqualitativeresearchinvolvingself-initiatedexpatriatesfromtheEuropean
Union(EU)inEdinburghthestudyextendsourunderstandingbeyondthenarrowdiscourseofhuman
capitalandoffersamoreholisticpictureofskilledmigrationintheageofausterity.Thestudyalso
exposesthatEUcitizenshipisnotenoughtoundertakesuccessfulcareermobility.Finally,ithighlights
theneedofproactiveandpurposefulpoliciestoretainthebrainwhilenotimposinganydraconianon
freemovementofhumancapital.

Chapter10,“GenderedLeadershipasaKeytoBusinessSuccess:EvidencefromtheMiddleEast”
(by Evangelia Marinakou and Charalampos Giousmpasoglou), suggests that although there is clear
evidenceoftheimportanceofwomeninleadershippositions,researchstillshowsthatwomenarestill
underrepresentedinmanagementandleadershiproles.ThepercentageofwomendirectorsinFortune
500companieshasbeenbetween16%and17%since2011.Thislackofwomeninseniormanagement
positionsdemonstratesthatorganizationsstillfailtonoticethatleadershipnowadayshasnewrequire-
ments.Today’sorganizationsarefacingaturbulentconstantlychangingenvironment,inanopen,social
andinterdependenteconomy,whichrequiresspecificskillsandcompetenciesforleadingthechange.
Hencecompaniesshouldvaluewomen’stalent.Thepurposeofthischapteristopresentgenderissuesin
leadershipandmanagementwithafocusontheArabcontextandthepositionofwomenintheMiddle
East.Finally,itdiscussesthemosteffectiveleadershipstyleexhibitedbymaleandfemalemanagersin
theMEforinclusioninHRpracticesandstrategiesforthenewmillenniaworkforce.Themainconcerns
areHRpracticesandexamplesintheMiddleEast.

Chapter11,“i-Leadership:LeadershipLearningintheMillennialGeneration”(byIvanBarronand
DanielAlexanderNovak),statesthattheUnitedStates’workforceisgoingthroughanenormousgen-
erationalshiftasBabyBoomersexittheworkforceandMillennialslaunchtheircareers.Theawareness
ofgenerationaldifferencesinlearningstylesandattitudeshasbeenparticularlyacuteincollegesand
universitiesasMillennialsmaketheirwaythroughhighereducation.Inthisregard,institutionsofhigher
educationareinauniquepositiontobeginshapingtheleadershipvalues,identities,andexperiencesof
thefutureleadersofoursociety.Thischapterseekstofillsomeofthegapsintheliteratureaboutthe
designofeducationprogramstoincreaseleadershipexpertiseinMillennialsthroughobservationofa
leadershipprogramdesignedandtaughtbyundergraduatestudentsatalargeuniversityinthePacific
NorthwestoftheUnitedStates.FindingsincludeinsightsintohowMillennialstudentsdefineandvalue
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leadership,self-organizedtocreatesystemsofpeerlearningandmentorship,andhowthesedigitalna-
tivesdid(anddidnot)usetechnology.

Chapter12,“InsightsandRuminationofHumanResourceManagementPracticesinSMEs:Caseof
aFamilyRunTourOperatorinLondon”(byAzizulHassanandRoyaRahimi),focusesonsomespe-
cificareasofhumanresourcemanagement(employeerelations,psychologicalcontract,recruitmentand
selection)inasmall-scalefamilyownedtravelagency.Thestudyconductedviaqualitativeapproach
andusinginterviewsandobservations.Resultsshowthat,inasituation,whereasortoftypicalfamily
relationexistsbetweentheowners/management,externalemployeesarelesslikelyofferedanyformof
preferences;eventhispersonpossessedtwocriteriaasqualificationsorexperiencesandinnateabilities.

Chapter13,“IntellectualCapitalReportintheHealthcareSector:AnAnalysisofaCaseStudy”(by
GiovanniBronzetti,MariaAssuntaBaldini,andGraziellaSicoli),statesthatinthehealthcaresector
thegrowinginterestinintellectualcapitalbeginswiththeunderstandingthattheabilitytomaintainand
developknowledgewithinitisoneofamajorreasonforthesuccessofthestructure.Knowledgepresent
inhealthcareorganizationsareavaluableasset,essentialtoensureagoodqualityofservices,which
hasnotonlyenhancedbutalsocontinuouslydeveloped.Inthissense,analyzingtheintellectualcapital
inhealthcaremeansputatthecentreofattentionknowledge,theprocessesthatmakeitpossibleand
thosethataregeneratedfromit.Thisexploratorystudyaimstoinvestigatetheimportanceofintellectual
capitalinthehealthcaresector,thoroughtheexaminationandinterpretationofIntellectualCapitalReport
inaspecificrealty:thehospitalinUdine,whichsystematicallybyfewyearspreparesthisreport.The
analyzedmodelcanhelpprovidestrategicdirectionregardingthepotentialhealthofthecompany,its
distinctiveandparticulartoidentifytheCompany’sabilitytoproducehealthvalue.

Chapter 14, “LeadershipConvergence andDivergence in theEraofGlobalization” (byShinhee
Jeong,DooHunLim,andSunyoungPark),proposesthattosustainorenhancecorporatecompetitive-
nessinthe21stcentury,itisimportantfororganizationstocomprehensivelyunderstandtheinfluences
ofglobalizationontheirbusinesses.Thepurposeofthisstudyistoreviewandanalyzeexistinglitera-
tureaboutglobalizationtrendsandtheirimpactonleadership,andtointegratemajorthemestopresent
whatconstituteseffectiveleadershipbehaviorsemergingasconvergentanduniversal,ordivergentand
contingent.Thischapterprovidesanoverviewofglobalconvergence,divergence,andcrossvergencein
HumanResourcepracticeandleadership.Italsosuggestsadefinitionofgloballeadershipandreviews
globalleadershipcompetencymodelsinthecurrentliterature.Utilizingcontentanalysis,thischapter
analyzes theexisting literatureandpresentsemergingthemesforeffective leadershipbehaviors that
includeuniversalandconverging,andcontingentanddiverging.Finally,futureresearchdirectionsas
wellaspracticalimplicationsarepresented.

Chapter15,“OrganizationalLearningandChange:StrategicInterventionstoDealwithResistance”
(byJieunYou, JunghwanKim,andDooHunLim),examinesorganizational learningasa strategic
approachfororganizationalchange.Inthefaceofturbulentanduncertainenvironments,continuous
involvementinorganizationalchangeisnecessary.However,mostorganizationsencounterresistance
tochange,thusfailtoaccomplishorganizationalchangedespitechangeefforts.Previousliteratureex-
plainsthatresistancetochangeresultsfromcognitiveandpsychologicalprocesses,socialandpower
relationships,andorganizationalstructuralinertia.Giventhefindingsfromthepreviousresearch,orga-
nizationallearningtheoriescanprovidestrategicinterventionstoeffectivelydealwithresistanceandto
achieveorganizationalchangegoals.Thelearningorganizationembracelearningactivities–unlearning,
experimentation,exploration,double-looplearning,andactionlearning–todeveloptheadaptabilityto
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environmentalchanges.ThischaptersuggeststhatHR/HRDshouldplayaroleinbuildingthelearning
organizationandfacilitatingorganizationallearningforchangeasachangeagent.

Chapter16,“RetentionFactor:WorkLifeBalanceandPolicies–EffectsoverDifferentCategory
ofEmployeesinCeramicManufacturingIndustries”(byUmamaheswariSivashanmugamandJeyasree
Krishnan),recognizesthatglobalizationhasincreasedthemobilityofskilledemployeesinsearchof
betteropportunities.Alsoduetotoughcompetitionworldwide,welldevelopedcountriesalsofaceturn-
overproblemsThisnecessitatedtheorganizationstoretainthetalentedandskilledemployeesfortheir
survivalAmongthevariousfactorsinfluencingemployee’sretention,thisarticleexplorestheeffectsof
worklifebalanceandpoliciesoverdifferentcategoryofemployeesinceramicmanufacturingindustries
in India.Statistical toolswereusedforanalysiswhichconcluded that there issignificantdifference
betweenyearsofserviceofemployeesanddepartmentstheyworkwithworklifebalanceandpolicies.
Butagegroupsofemployeeswerenothavinganysignificantdifference.Thestudyalsorevealedthat
higherlevelofsignificanceisexertedby10-15yearsofexperiencedemployeesandworkinginproduc-
tiondepartmentandleastsignificantbyemployeesof5-10yearsofexperienceandworkinginfinance
department.Suggestionsfortheorganizationswerealsoincorporated.

Chapter17,“RoutinesasaPerspectiveforHR-Professionals:DiversityasaDriverforRoutines”
(byRobertJ.BlommeandXanderD.Lub),studieshoworganizationalbehaviourisrootedinroutines
andhabits.Usinginsightsfromsociologyandcognitivepsychology,theauthorsdevelopaframework
whichaddressestheinfluenceofthebroaderenvironmentonorganizationalbehaviour,includingso-
cietalandgenerationaldevelopments,over time isdiscussed.Thechapterargues that thesebroader
environmentaldevelopmentsexertagreaterinfluenceonorganizationalbehaviourthanmanymanagers
andHR-professionalsrealize.Toassisttheseprofessionals,theauthorspresentthreeinsightsoffering
themafurtherunderstandingoforganizationalbehaviourandhowthismaybeaffectedbyHRpolicies.

Chapter18,“ACaseofPhasedRetirementinSweden”(byKristinaPalm),pointsoutthatgradual
retirementhasbecomemorecommon,yetpreviousresearchhasneglectedtostudymanagerialandor-
ganisationalaspectsofphasedretirement.Baseduponteninterviews,itwasfoundthat,whenmanaged
successfully,phasedretirementisbeneficialforboththeindividualandtheorganisation.Theorganisation
cansuccessfullytransferknowledgebetweenemployees,whiletheindividualsenhancetheirwell-being
andobtainabetterbalancebetweenworkandleisure.However,inorderforboththeorganisationand
theindividualtobenefitfromphasedretirement,managerialactionandplanningisrequired.

Chapter19,“TheMeasurementofHumanCapitalinFamilyFirms”(byGiovanniBronzetti,Maria
AssuntaBaldini,andGraziellaSicoli),considersthatintangiblesarethekeyelementsunderpinning
thecompetitivenessofenterprises.Amongthemadecisiveroleiscertainlyrepresentedbytheskills,
knowledge,skillsandexperiencepossessedbymemberswithinorganizations,asfundamentaldrivers
thankstowhichdelineateidentityandstrategicobjectives.Intangibleassetsbecamethedeterminants
andforemostsourcesofcompanysuccess.Theliteratureonhumancapitalproposedthatfirmsrequire
torecruit,nurtureandretaintalentssothattheknowledgebasecanbeextended,whichhasthecapacity
toimproveanorganization’soverallproductivity.Themanagementofhumancapitalasanimportant
component of intangible assets often creates and sustains an organization’s wealth and competitive
advantage.Themainaimofthischapteristodefinealistofindicatorsthatcanbetomeasurehuman
capitalintangiblesIdentifiedinfamilyfirms.

Chapter20,“UsingIT-SupportedKnowledgeRepositoriesforSuccessionPlanninginSMEs:OrHow
toDealwithKnowledgeLossintheCaptureProcess(bySusanneDurstandLenaAggestam),analyses
thecontributionofIT-supportedrepositoriestosmallandmedium-sizedenterprises(SME)succession
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planningasapromisingapproachtobettercopewiththeriskofknowledgeloss.Moreprecisely,theaim
ofthischapteristoanalyzedifferenttypesofknowledgelossinthecaptureprocesswithSMEsucces-
sionplanningtodemonstratethepotentialsanddeficiencieswithIT-supportedknowledgerepositories.
Thefindingspresentedinthischapterwillhopefullycontributetoabetterunderstandingofhowtodeal
withknowledgelossinthecaptureprocesswhenusingIT-supportedknowledgerepositoriesforSME
successionplanning.

Chapter21, “PerspectiveofManagingTalent in Indonesia:RealityandStrategy” (byRatriWa-
hyuningtyasandGrisnaAnggadwita),postulatesthatasuperiororganizationisusuallysupportedby
systematicallymanagingtalent.Theeffectivetalentmanagementwillincreaseemployees’commitment
andsatisfactionthatleadtoemployees’engagement.Someoftheissuesthatledtotheineffectivenessof
managementtalentarealackofunderstandingoftheconceptinmanagingtalent,lowcommitmentfrom
everydepartment,andgoingsofthebesttalentsoftheorganization.Thisstudyaimstoidentifyeffective
talentmanagementprocessesinanorganization,especiallyinIndonesia.Thisstudyalsofocusedonhow
toretainemployeeswhobelongtotheYgeneration.Aqualitativeapproachisusedtoexplorethecondi-
tionsthatoccurineveryprocessofmanagingtalentin12majorcompaniesinIndonesiawereobtained
throughinterviewsandsurveys.Thisstudyproposesaconceptualframeworkthatshowsseveralstepsas
asolutiontotheproblemassociatedwithmanagingthetalentedemployee.Therearethreemajorgroups
inthetalentmanagementprocessincludingattractingtalent,developingtalent,andretainingtalent.

Finally,Chapter22,“FromDemocraticParticipationtoSharedValue:AWin-WinEmployee-Employer
Interaction”(byWenzhiZheng,Yen-ChunJimWu,andMeizhiXu),proposesthatthereisalow-level
equilibriumbetweenemployer’slowinvestmentandemployee’slowloyaltyinprivateenterprise.Because
enterprisesfollowlawofmarket,andwaitthelabortochangetheirrelationssituation.Basedontheo-
reticalanalysis,thepaperbuildsaprocessmodeltoachieveemployee-employerhigh-levelequilibrium
andwin-winsituation.Firstly,enterprisesshouldfollowsocial-exchangelawandbuildmanagement
philosophy,andexplorecollectivetargetssetalsoincludingtheirinteractionpath.Secondly,enterprises
shouldbeactiveandtakethefirststeptochangethelaborrelationssituationbydemocraticparticipation
management.Employeecognitionwillbechangedduetochangedsituation.Theythereforegenerate
positiveorganizationalbehaviorwhichcomestopositiveinteractionandcouldrealizemutualbenefit
andthewin-winsituationfinally.Democraticparticipationmanagementisanecessaryandsufficient
conditiontowin-win,whichcaneffectivelyavoiddisequilibriumofhighinvestmentandlowloyaltyin
theshortageofchinalabormarketaswell.

Insumthiscollectionofchapterswilldefinitelyhelpreaderstounderstandcurrentchallengesand
trendsoftheHumanResourceManagementaroundtheglobe.Thebookwillbeavaluablesourceof
updatedinformationandknowledgeforstudents,academics,policymakersandgeneralreadersinterested
ingettinganewinsightsandpracticesonHumanResourceManagement.

Patricia Ordóñez de Pablos
University of Oviedo, Spain

Robert D. Tennyson
University of Minnesota, USA

xxvii


	Preface

