HRM

network.nl
Call for Abstracts
10" Biennial International Conference of the Dutch HRM Networl

“Sustainable HRM”

9 &10 November 2017

Organized byhe Institute for Management Research (IMR), Radddniversity, Nijmegen,
the Netherlands

On behalf of the DutchiRM Networlk:

Prof. dr. Tanya Bondarouk, University of Twentee tlietherland

Prof. dr. Paul Boselie, Utrecht University, the Netands, Chai

Prof. dr. Dirk Buyens, Vlerick Business School, gdem

Prof. dr. Deanne Den Hartpgniversity of Amsterdam, the Netherlar
Prof. dr. Beatrice van der Heijden, Radboud Unitgisijmegen, the Netherlanc
Prof. dr. Paul Jansen, VU University Amsterdam,Nle¢herland:

Prof. dr. Eric Molleman, University of GroningehgtNetherlanc

Prof. dr. Jaap Paauwe, Tilburg University, the Nd#nds

Prof. dr. Luc Sels, KU Leuven, Belgiu

Prof. dr. Bram Steijn, Erasmus University Rotterdéme Netherland
Prof. dr. Marc van Veldhoven, Tilburg UniversitiigtNetherland

Deadline for abstract proposals:
1% of May 2017

Via info@hrm-network.nl




Dutch HRM Network Conference 2017: “Sustainable HRM

The biennial conference of the Dutch HRM networkfeoence welcomes all kinds of papers
on the topic of HRM. In particular, this year's BhtHRM conference will have a special
focus on Sustainable HRM.

Since the 2008 economic crisis and the late 201&rrational Climate Change Agreement
(the Paris agreement) on a decrease and final btre aise of carbon energy resources, the
debate regarding sustainability of organizationd afhpeople working in these worldwide,
initiated by the Brundtland report (WCED, 1987)s hiatensified. Organizations are urged to
take full responsibility for both individual andgamizational behavior outcomes, and should
be prepared to make ‘dirty hands’. “Issues of emvinental degradation, marginalization of
significant social groups, radicalism and protesgminst capitalism, and the search for
innovations in public and private sectors that dedh these dilemmas have increasingly
become imperative nowadays” (Jabbour & Santos, 2p02133). Corporations in various
sectors and industries, such as oil and gas industiergy, financial services, and pension
funds, are expected to actively lead transformatido more sustainable organizations and
investments. Universities might be responsible @lming research and educating new
generations about sustainability. Therefore, acketor development criteria which include
economic, social, and environmental elements idexte

Although all stakeholders in organizations needplay their role in this transformation
process, there is a special role for strategic HRW regard to developing sustainable people
management policies. Boudreau and Ramstad (20(#g9dsl foresaw the need of a paradigm
shift to integrate Human Resource Management wagiiagnability, moving from a traditional
economic profit perspective to a new sustainabiigrspective. Although there is ample
interest in making organizations more economicatglogically and socially sustainable, up
until now, research on HRM and sustainability iarse. Ehnert and Wes (2012) stressed two
directions in which the need for sustainable HRMIdde underpinned. At the macro-level,
an organization is perceived in its larger envirentrand HRM may contribute to the societal
discussion about corporate sustainability and seesponsibility (e.g. regarding vulnerable
groups). Simply said, HRM cannot stay out of thiscdssion (Jackson et al., 2011). At a
micro and meso level, the focus is on the intepratesses of HRM. Here “the debate is
linked to the observation of scarce human resouafeaging workforces, and of increasing
work-related health problems and the argumentasfthstering the sustainability of the HRM
system itself becomes a ‘survival strategy’ for amgations dependent on high quality
employees” (Ehnert & Wes, 201, p. 223).

Defining Sustainable HRM

Research on linking sustainability to HRM origircaound the turn of the millennium from
different countries, such as Germany (e.g. Mullari€ & Remer, 1999), Switzerland (e.qg.
Zaugg, Blum & Thom, 2001), and Australia (e.g. Wibon, Hill & Gollan, 2001).
Wilkinson, Hill and Gollan (2001) focused on theoskterm use of human resources in
organizations. The authors spoke about ‘consumptibpeople instead of ‘reproduction’; a
distinction earlier already recognized in criticahnagement studies (see e.g. Legge, 1995),
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implying that HRM is mainly concerned with the Mthrar than the H in HRM (Bolton &
Houlihan, 2007). Zaugg, Blum and Thom (2001) toolomg-term perspective in linking
sustainability to HRM and claimed that a sustaieale of the capabilities of people in
organizations can lead to a competitive advantadigit labor markets. These initial studies
on sustainability and HRM provided the first defimns of sustainable HRM (Ehnert & Wes,
2012). For instance, Zaugg, Blum and Thom (2001indé sustainable HRM as “long term
socially and economically efficient recruitmentyd®pment, retainment and dis-employment
of employees” (p. II). Most definitions in this @il were focused on the long-term survival,
on the viability of organizations, and on a futoreentation (Ehnert & Wes, 2012).

Later studies used terms such as ‘sustainable systems’, ‘HRM’, ‘talent management’,
and ‘HRM and stakeholder theory’ (Ehnert & Wes, 20XLohen et al. (2010, p. 1) defined a
sustainable organization as an “enterprise thaulsameously contributes economic, social
and environmental benefits — known as the “triptegtcam line” — to society while also
ensuring its own long-term sustainability as anaargation.” Sustainable HRM in their view
is the use of the tools of HR to create a workfoittat has the trust, values, skills and
motivation to achieve a profitable triple bottomdi

Conference theme

The biennial conference of the Dutch HRM networkfeoence welcomes all kinds of papers
on the topic of HRM. In particular, this year's BhtHRM conference will have a special
focus on Sustainable HRM. The need to link HRMHhe issue of sustainability is apparent,
however research on the topic is still scarce. Arahy research questions, theoretically and
empirically, still need further exploration. Althgln several authors tried to define the concept
of sustainable HRM, there is not yet consensus taiheucontent and scope of the topic. As a
result, we both need further theorizing of the t¢omind exploration of its practical
implications.

The aim for the 18 International Conference of the Dutch HRM Netwisrko map efforts in
linking HRM to sustainability and to bring togethiaternational scholars to reflect on the
progress, to present state-of-the art current aclyolvork in the field, and to define avenues
for further research.

Call for abstracts

In this edition of the Dutch HRM Network Confereriogite we invite participants to reflect
on these, and related, questions. Conference ssimmssare preferably focused to, yet not per
se limited to, the conference main theme. The ¢enfie covers the complete field of HRM
research and abstract proposals from any subfrelccansidered (e.g. strategic HRM; HR
practices; HRM outcomes; employer engagement; tmpleyment relationship; talent
management; leadership; workplace and job desigreecs; employability; international,
institutional, cultural and contextual issues in M{Rorganizational behavior and HRM
issues). The width of proposals received will deiee the final list of conference subthemes.
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Abstract proposals which explicitly or implicitlytisiulate discussion around the central
theme are especially welcome. Issues which couleteered to include, but are certainly not
limited to the following conference subthemes:
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Careering OrganiZatiONS .................ees e eeeeeeeeesnnnnnnnaaeeaeaeeeeeeereeeernrrrerrrmm..- 9
Changing Employer-Employee Relationships ......ccccccceeeiiiiiieiiiiiiccccce e 10
Equality, Diversity and Inclusion: Matters of sustble HRM? .............ooovvvvviiviiinnnnnn. 11
Examining the intersection of Sustainable HRM ar@hptivity ............cccccceeeiiiiineeeennn. 12
Flexibility and entrepreneurialism in future labonarkets; What about sustainability? 13
From Digital to Smart HRIM ..........ouuiiiiiiceieeieiseee e 14
HR Analytics: How numbers can help organizationtsiexe sustainability.................... 15
HRM and INNOVALION .....uuiiiiiiiiiiiiiiie ettt e e e e e e e e eesess bbb e e eees 17
HRM and the alignment of employee well-being angboisational performance ......... 18
Inclusive HRM for vulnerable (potential) WOrkers..............eeiiiiiiiiiiiiiiiiiiiiiiiiie 19
Learning, development and talent management fdamability ................cccceeeeennnn. 20
Managing the Sustainable Career: Who is ResponsbM/hat?.......................occe. 21
Performance Management & Sustainability ...........cccoooviiiiiiiees 22
Principles and strategies for sustainable HRM. ..............ccooiiiiiiiieees 23
Recruitment & Selection for Meaningful Work ... 24
Sustainability and HRM: an international perspeEiiV.........cccceeeevieeeeeeeiiiieiiieiiiinn 25
Sustainable HRM for all: A multi stakeholder perspee............ccooeeeiiiiiiiiiiiiiiinnnnd 6 2
Sustainable HRM for the public sphere ..., 27
Sustainable HRM in healthcare organizations . .....eeccenninieeeeeeeiieeeeiiiiieen.. 28
Sustainable HRM: Sustaining Employee Motivation wu........cccoeeeeieeeeeeeieeeeeeeiiiinnnns 29
Sustainable HRM: the measurement iSSUE. .. cveeeeeeeeeiieeeeeeesennnnninnsiiiieeees 30
Sustainable Talent Acquisition and Employer Bragdin.............cccoevvvvvvvvivvininnnnn. 31
The Implementation and Value of Innovative HRM...............ccooviiriiiiiiiiiccceee e 32

The role of leaders and managers in (sustainakle)edy and outcomes of HRM..... 33
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Organization and preliminary schedule

The conference has been designed as a two-dayapnogg (9 and 10 November 2017),
preceded by a one-day PhD student consortium (8eidber, organized by Phresh). A
detailed conference programme will be made availahlthe websitevww.hrm-network.nl

Venue and travel

The venue of the conference will be the InstiteeManagement Research (IMR), Radboud
University, Nijmegen. The (IMR) is the researchtitose of the Nijmegen School of
Management. The researchers carry out state-adstheesearch into complex problems of
governance and management, in order to explainahses of these problems, and to use that
knowledge to create potential solutions. The IMRsthoresearchers from business
administration, economics and business economasgrgphy, planning and environmental
sciences, and political science and public admatisin. The problems they study often call
for a combination of knowledge and expertise frondtiple disciplines, and for collaboration
with societal relevant actors. IMR aims to createwledge for society.

The city of Nijmegen is easily accessible by caintor bus from all parts of the country. For
nation-wide travel, trains are the best option.réhere several airports in the neighbourhood,
so when planning your trip to Nijmegen check whadiport is the most convenient for you.

The IMR is located at the University campus andlgascessible by train, bus and car. There
is a direct train connection between Nijmegen Gen8tation and Schiphol Airport
(approximately 90 minutes).

For More information please consult: http://wwwiilenglish/about-us/contact/how-get/

Procedure for submitting abstracts

Conference submissions are preferably focusedetongt per se limited to, the conference
main theme. Contributors are asked to submit atradisof their proposed paper (with a
maximum of 400 words, including references) befBtef May 2017 via emailinfo@hrm-
network.nl Please follow the guidelines to ensure your absis reviewed:

» Submissions instructions
0 Please indicate for each abstract your first acdrs# subtheme of preference.
o No changes in the paper title, abstract and autipizan be madafter the abstract
deadline.
0 The Dutch HRM Network board has decided to limie thumber of abstract
submissions to three per person, regardless therasgquence.
* Format instructions
0 Report the submission ID number and full name afryist subtheme of preference
as a headeupper righ) on the first page of the abstract.
o Please indicate the title, authors and their affdins on the first page of the uploaded
abstract.
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o The maximum length of the abstract is 400 wordsling references; excluding
title, information on the authors and their affiitas).

0 Please save your document as a .pdf file.

o Please name your .pdf file as follows: “submissiomber of your first subtheme of
preference_First author_Title of your abstract’r Egample:1_Jansen_Careering
organizations.pdf

NOTE: Abstracts that do not follow these formattingtructions will NOT be reviewed.

Contributors will be informed whether their abstrlas been selected by the beginning of
July 2017. Final papers must then be submittedhbyft of October 2017, to compete for the

best paper award. Detailed instructions regardimgl fsubmissions will be sent once

proposals have been accepted.

Best paper and best dissertation award

To compete for theest paper awarda full paper must be submitted before tAe@flOctober
2017.

To compete for thbest dissertation awarthe following criteria apply:

* The topic of the dissertation should be HRM orterlao HRM,;
« The dissertation should be defended betwe¥nof August 2015 and1of August
2017,
* The dissertation should be defended at a DutchemniBh university;
* An electronic copy of the full dissertation should sent by e-mail tanfo@hrm-
network.nlbefore £ October 2017.
We look forward to receiving your contributions!

If you have any questions, please do not hesitatentact us vienfo@hrm-network.nl

The organizing committee

Prof. Beatrice van der Heijden, PhD Chair
Rutger Blom, MSc

Joost Bucker, PhD

Sascha Kraus-Hoogeveen, MSc

Pascale Peters, PhD

Erik Poutsma, PhD

Roel Schouteten, PhD
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Radboud University

Institute for Management Research
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NL-6500 HK Nijmegen

The Netherlands

Tel.: +31 (0)24 3611854

Web: www.hrm-network.nl
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Key dates and deadlines

Deadline for submitting abstracts:

Deadline for decision and selection of selectedrabis:

Deadline for submitting full papers:
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Abstract submission via email:
Registration and payment system opens:

Registration and payment deadline:

staf May 2017
beginning of July 2017
S'bf October 2017

St &f October 2017

February till MaylZ0
St ofIMarch 2017

to be announced
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1. Careering Organizations

Convenors: Svetlana Khapova, Paul Jansen, Michadliriur

A growing body of literature suggests that indivatlpast career experiences and individual
unfolding career trajectories define organizatiarsd their performance. Weick (1996)
proposed to view this as *“career enactment,” orividdal agentic behavior upon
organizations. In turn, Higgins (2005) has coingéran “career imprinting” to describe how
individual career experiences in one firm can definwhole industry through individuals’
consequent startup initiatives.

Indeed, research shows that a variety of careegreqres of CEOs makes their present firm
more innovative and strategically agile (Crosslatying, Hiller & Hambrick, 2014). In turn,
career experiences of entrepreneurs define theisida making and risk taking behavior, and
therefore influences the future of start-ups (Engah Burg, Kleijn & Khapova, 2017). There
is also research signaling that through proactigbaliior at work, employees bring more
innovation into their firms (Montani, Odoardi & Bstelli, 2014).

The key purpose of this track is to explore thatrehship between individual careers (of
individuals of various occupational groups and poisitions) and organizational outcomes, be
those outcomes of large organizations or start-aps, to advance theory and empirical
evidence in this regard.

Therefore, we welcome both empirical and conceppaplers addressing one or more of the
following topics:

* How individual careers influence organizations #malr structures?

* At which organizational levels, are individuals @lib influence what happens in
organizations?

 How do organizations account for individual careansl opportunities careers can
provide for organizational change and strategiewsi?

* How do careers shape industries?

* How do careers become organizational resources ¢auger scripts)?



2. Changing Employer-Employee Relationships

Convenors: Jos Akkermans, Maria Tims, Svetlana Kiap

Due to major changes in today’'s labor market, sash reorganizations, the rise of
entrepreneurship and startups, and increasinglyibfee work, the relationship between
employers and employees is fundamentally chandihs creates a complex situation where
on the one hand sustainability of work and careenscreasingly emphasized (De Vos & Van
der Heijden, 2015), whereas at the same time masw mnovations and changes are
redefining the way in which people work and mantgér career. Such changes are reflected
in currently popular themes in science and practteh as job and career crafting (e.g.,
Akkermans & Tims, 2016), changing psychological tcacts (e.g., Bal et al., 2013), and
studies on particular groups on the labor marked. (eentrepreneurs, dual career earners,
contingent workers). This track aims to elucidgte: what the major changes are in the
relationship between employer and employee, (2) tloege changes have influenced the
contemporary forms of employment and work, andwBat the consequences are of these
changes for how people work.

We welcome all kinds of papers where in some watherother the changing relationship
between employer and employee is addressed, fi@anice (but not limited to):

* Which changes are evident with respect to the eyaplemployee relationship?

* What are the consequences of the changing empégpleyee relationship for the
employer and/or employee?

* How can employees manage their job and career@xXaonple, the role of job crafting
and career crafting, self-management behaviors, etc

* How has the psychological contract changed and dmwmployees respond to these
changes? How can employers and employees managedhanges?

* How can employers manage and support contingentogegs, dual career earners,
etc. and what do they expect from these employees?

Akkermans, J., & Tims, M. (2016). Crafting your ear: How career competencies relate to career ssicia
job crafting.Applied Psychologyn/a-n/a. doi:10.1111/apps.12082

Bal, P. M., De Cooman, R., & Mol, S. T. (2013). @ynics of psychological contracts with work engageime
and turnover intention: The influence of organiaaél tenure.European Journal of Work and
Organizational Psychology, 2P), 107-122. doi:10.1080/1359432X.2011.626198

De Vos, A., & Van der Heijden, B. I. J. M. (201%)andbook of research on sustainable care€iseltenham:
Edward Elgar Publishing.
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3. Equality, Diversity and Inclusion: Matters of sustanable HRM?

Convenors: Yvonne Benschop (Radboud Universityjldyldanssens (KU Leuven), Channah
Herschberg (Radboud University)

Contemporary organisations face increasingly hgtreous workforces. Responsible
organisations have to take care of employees \ifitbreint identities to the benefit of society,

the organisation, and the employees. Despite oggefforts by many stakeholders (e.qg.,
government, HR managers, diversity professionafs] diversity scholars) to manage
diversity in the workplace, multiple inequalitieadaproblems with sexism, racism, ageism,
ableism, and heteronormativity remain. One of tek$ of sustainable HRM should be to
ensure equality, diversity, and inclusion. It hagib argued before that in spirit, HRM would
be the ultimate location for diversity managemeBér(schop, 2001), but that many HR
practices (re)produce inequalities rather than tayutmhem. Furthermore, traditionally, HRM

tends to deal with inequalities as separate areaersonnel policy, yet many studies have
shown the complexity of multiple intersecting inatiies (Zanoni & Janssens, 2015). This
track is concerned with designing, implementing) amaluating organisational practices and
interventions that do justice to this complexitjwdawork towards equality, diversity and

inclusion. We are interested in research about HiRAdtices that can contribute to this goal.

For this track we invite papers that engage with,ave not restricted to, the following topics:

* Inclusionary HR practices and its (un)intended cffe

* Blind spots in HR practices and interventions airaedquality, diversity, and inclusion;

» Relations between equality, diversity, and inclasio

» Criteria for the social performance of organisasida contribute to “social benefits” to
society;

* The (im)possibility of organisational change towsedjuality, diversity, and inclusion;

* The role of multiple stakeholders in implementimgiege;

* Interventions that can counter intersecting ineitjeal

* The concept of intersectionality in HRM theory gndctice;

* Employees’ perspectives on equality, diversity, arotlision.

Benschop, Y. (2001). Pride, prejudice and performearelations between HRM, diversity and perforneaiitie
International Journal of Human Resource Managem#?(7), 1166-1181.

Zanoni, P. & Janssens, M (2015). The power of ditgerdiscourses at work: On the interlocking natafe
diversities and occupation®rganization Studies36(11), 1463-1483.
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4, Examining the intersection of Sustainable HRM and poactivity

Convenors: Dirk Buyens (Ghent University; VlericksBiess School), Tina Davidson (Ghent
University; Vlerick Business School), Bert SchrglMaastricht University)

A key characteristic of Sustainable HRM is its faradrthinking and anticipatory focus with
the objective of proactively addressing organizalotensions (e.g., employee-employer,
organization-environment) to ensure continuity (Pens, Van Beirendonck, De Vos, &
Segers, 2014). From this perspective, SustainaBlEl lHears similarities with the concept of
proactivity, broadly defined as self-initiated afutiure-focused action to bring about change
and improvement (Grant & Ashford, 2008). Acknowledpthe interconnection between
Sustainable HRM and proactivity (Van Dam, Bipp, &V Ruysseveldt, 2015), this track is
concerned with novel and relevant research exmdhe intersection between these research
streams. On the one hand, proactivity at diffeaginizational levels may contribute to the
realization and effectiveness of Sustainable HRM nhbgking future-focused changes to
reconcile tensions and interests. On the other ,h&ndtainable HRM and leadership could
promote proactive participation of stakeholdersustain positive outcomes at the individual,
team, organizational, and environmental levelssum, proactivity can contribute to as well
as follow from Sustainable HRM and we thereforadwe that fruitful research efforts lie at
the intersection of these domains.

We welcome empirical and theoretical papers thgage with, but are not restricted to, the

following topics:

e The relationship between proactive behaviors arstagwable outcomes: Do proactive
behaviors (e.g., job crafting) motivate employees postpone retirement and stay
engaged?

e Sustainability of proactive endeavors: To what ektéo proactive behaviors increase
work engagement vs. the stress that may come wéhkisg to change the work context?
When and why do leaders support vs. hinder proadiehaviors? How to regulate the
good and the bad of proactivity in order to benafitl balance personal and organizational
interests? Is there an optimal level and/or digtrdm of proactivity in teams?

e The relationship between HR and proactivity: Wha¢siHR need to do to promote and
sustain proactive work behaviors at the individuahm, organizational, and societal
level?

e Boundary conditions for proactivity’s impact on wisability: Are proactive behaviors
equally important to sustaining organizational efifeeness and employment across
cultures? Are sustainable HR and leader practicpsally effective in supporting
proactive behaviors in all team/organizational elies?

e Trainability of proactive behaviors: To what exte@n employees (un-)learn to behave
proactively and what can organizations do to faat#i the learning process?

De Prins, P., Van Beirendonck, L., De Vos, A., &8es, J. (2014). Sustainable HRM: Bridging theand a
practice through the ‘Respect Openness ContinR@C)’-model.Management Revue, &5, 263-284.

Grant, A. M., & Ashford, S. J. (2008). The dynamadgroactivity at work. In A. P. Brief & B. M. Sta(Eds.),
Research in Organizational Behavi@rol. 28, pp. 3-34). New York: Elsevier.

Van Dam, K., Bipp, T., & Van Ruysseveldt , J. (2D1bhe role of employee adaptability, goals striyvend
proactivity for sustainable careers. In A. De VosB&B.1.J.M. van der Heijden (Edshlandbook of
Research on Sustainable Care§pp. 190-204). Cheltenham, UK: Edward Elgar Piitig Limited.
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5. Flexibility and entrepreneurialism in future labour markets; What about
sustainability?

Convenors: Pascale Peters, Caroline Essers, BeaWwiin der Heijden (Radboud University)

Enabled by new information and communication tetbgies, hierarchies are flattened and
new business models have emerged, in which orgemsaare deploying human capital in
increasingly flexible manners. Particularly the ldgment of agency workers, temporary
contract workers, sub-contracting, outsourcing,rpidipng, and self-employed workers have
become much more common. In view of emerging NewysMaf Working, also workers’
flexible and intra-organisational entrepreneurighdéviour is being promoted. Flexibility
implies that a growing number of workers have tange tasks, jobs, or principals on a more
regular basis. Whereas some may opt themselvesrfare flexible, boundaryless, or protean
career, others may feel rather uncertain aboutriing reality. ‘Organizing for new security’
is acknowledged to be a collective responsibility.

Taking up this shared responsibility is a challeggiand complex task which internal
(organization/employer/supervisor and employees) external organisational stakeholders
have to accomplish jointly. At the organizationalvél, this may be translated into the
adoption of innovative and sustainable employménattegies and practices (De Prins et al.,
2015; Ehnert, 2014). It is not known, however, h@rganizing for both flexibility and
security’ will be translated into concrete HRM padis and practices, and what the impacts on
and results will be for organizations and individud herefore, this stream invites papers that
seek an answer to questions such as:

* How do market and institutional trends affect fldgi working and careers? And what
are the implications for HRM policies? How sustailesare these?

* How do organizations focus on internal and/or exkflexibility and mobility as a
solution to market uncertainty? Which factors eeabid constrain internal and external
flexibility and mobility?

* How do flexible working and careers affect orgatimas and individual workers?

* To what extent does this flexibility on the labauarket lead to more people starting
their own business? To what extent is there a m@iffee between male/female, ethnic
minority/ethnic majority self-employed people, imet way they approach their
entrepreneurship and deal with flexibility and threertainty attached to this?

Ehnert, 1. (2014). Paradox as a lens for theorizZogtainable HRM. IrSustainability and human resource
managemenpp. 247-271). Springer Berlin Heidelberg

De Prins, P., Van Beirendonck, L., De Vos, A., &8s, J. (2014). Sustainable HRM: Bridging theond a
practice through the ‘Respect Openness ContinR@)’-model.Management Revug5(4), 263-284.
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6. From Digital to Smart HRM

New Developments in Technology and Consequences féRM

Convenors: Tanya Bondarouk (University of Twentayl &tefan Strohmeier (Saarland
University)

Recent technological developments have a major ¢imga society and our private lives —
think of the opportunities but also potential issubat arise due to the introduction of
smartphones, drones, (care) robots or augmentéty rggaplications in gaming. The role and
impact of technological developments are, howenmet, limited to the social and personal
field. Its influences are just as noticeable fosibhasses, specifically the HR function. The
increasing dominance of digital technologies agaiises the issue of changing, or even
disappearance of the HR function. In particulag, dimgoing digitalization of physical objects
within the frame of the “Internet of Things” is eegied to exert disruptive changes of HRM
by making its future organization “smart”. Moreovers some pioneering applications in
HRM, such as “wearables”, indicate HRM itself migiunstitute an application domain of
smart technologies. This track therefore invitdso$ars to discuss questions like:

* Which theory(ies) explain the best current techgclal developments and the
consequences for HRM?

* What are dark and bright sides of technologicaldgmess” for individual employees,
teams, organizations and the HRM function?

* What are new roles and competences expected fromM pifefessionals in the smart
era? What are the consequences of new technoltigi¢$R data, HRM analytics,
and HR information provision, and HRM decision nmagj?
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7. HR Analytics: How numbers can help organizations dtieve sustainability

Convenors: Sasa Batistic (Tilburg University), Mars Verhagen (Tilburg University),
Martin R. Edwards (King's College London), and Maen Veldhoven (Tilburg University)

This track wishes to focus its attention on the i/ analytics can be used by organizations
to enhance their competitive position while alsswgmg its own long-term sustainability as
an organization. The sustainable HRM view useddbés of HR to create a workforce that
has the trust, values, skills and motivation toieah a profitable triple bottom line
simultaneously contributing economic, social andiremmental benefits (Cohen et al., 2010).
Against this overarching theme, the specific foofighe track is on the role of what HR
analytics can do in order to achieve this triplédmo line.

Empirical evidence showing the beneficial role d® Hnalytics in the HR function and in the
organization in general is scarce (e.g., van denvele& Bondarouk, 2016; Marler and
Boudreau 2016). This scarcity of evidence leadsesaathors to speculate that HR analytics
might be considered a fad or destined to fail (Ress®an & Ulrich, 2015; Angrave et al.,
2016), yet anecdotal evidence from practice sugipastHR analytics is gaining momentum
in everyday business. As a consequence HR anabitgdy starts to look beyond the HR
function boundaries and it tries to connect itssiois with big data methods (e.g., George et
al., 2014) in order to more effectively explore Roblems. Indeed, HR analytics involves
complex multistage projects requiring question folation, research design, data
organization, and statistical and econometric modebf differing levels of complexity and
rigour but it usually fails when results of suctases need to presented to decision makers
(Rasmussen & Ulrich, 2015; Angrave et al., 2016).

The lack of empirical and theoretical evidence &st§)that more research is needed in the
HR analytics field, especially looking at how HRahrics can help organizations to achieve
competitive advantage as well as a sustainableigosh society. HR analytics projects tend
to focus on the analysis of performance, employgeotver and talent management, often
with an implicit emphasis on helping organizaticashieve better financial performance.
However, what scope is there to explore wider HRldit models that provide a fuller
picture of sustainable HRM that help us understahdther an organization is focusing on
the triple bottom line?

In this track, papers are welcome that:

» Investigate and/or conceptualize how HR analytas leelp the organization achieve
the triple bottom line of sustainable HR, compe#itadvantage;

» Deal with various issues related to HR analytidee how to sell results, the role of
HR analytics in the HR function, how to build theRHanalytics function in
organizations, etc.

Angrave, D., Charlwood, A., Kirkpatrick, I., Lawres, M., & Stuart, M. (2016). HR and analytics: WHRR is
set to fail the big data challengéuman Resource Management Journal;1261-11.
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Cohen, E., Taylor, S., & Muller-Camen, M. (2010)RYW role in corporate social responsibility and
sustainability. Society for Human Resource Managernf®8HRM) Report, SHRM, Virginia, available at:
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George, G. Haas, M. and Pentland, A. (2014). ‘Bitadand managemenfcademy of Management Journal
57(2), 321 - 326.

Marler, J. H., & Boudreau, J. W. (2016). An evidefmased review of HR Analytics. Theternational Journal
of Human Resource Managemehi?4.

Rasmussen, T., & Ulrich, D. (2015). Learning fromagiice: how HR analytics avoids being a management
fad. Organizational Dynamict4(3), 236-242.

van den Heuvel, S., & Bondarouk, T. (2016). TheeRiand Fall) of HR Analytics: A Study into the Freu
Applications, Value, Structure, and System Supp®aper presented at 2nd HR Division International
Conference (HRIC), Sydney
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8. HRM and Innovation

Convenors: Tanya Bondarouk (University of Twentgj &lelen Shipton (Nottingham Trent
University)

Innovation is the cornerstone of many economiessaeteties and being innovative is crucial
for businesses to gain a competitive advantage@bdcome sustainable. Therefore, all firms
are looking for the holy grail of innovation by selsing for means to create new products and
services before competitors even thought of itc&iemployees are the ones who create new
ideas and translate them into innovative produeteises, both researchers and practitioners
agree that employees are at the root of a firrmewation success. As such, they are seeking
for sustainable human resource management ingmtihat foster innovation at different
levels in organizations.

We know that it is not only R&D departments thatamate, but that every employee can be
engaged in the innovation process, consideringthal-changes in every-day work can lead
to organization-wide new products and processegqld&ymes are particularly well-positioned
to develop new ideas given their knowledge abowdin®ss processes in practices, their
customer interactions, and their understanding akviloor problems. Following this, HRM
researchers have been examining the impact of Bme@lDriven Innovations (EDI) and
Innovative Work Behavior (IWB) on individual andrh performances, and the role of HR
practices in innovation. This track invites schelér discuss such questions as whether it is
desirable for all employees to be innovative; whiohovations in HRM practices can
stimulate the expected innovative behavior of elygds; whether innovative work behaviors
lead to sustainable organizational performanceckvkemployee competences and motivation
are required to generate innovations; and whateloeed to implement innovations?

* The role of sustainability in the relationship beam HRM and innovation outcomes

* Innovative HRM solutions for different dimensioné tbe innovation process (idea
generation, promotion, realization)

» Effects of sustainable HR practices on innovativekabehaviour

* Managing and leading innovative work behaviour

 The impact of individual innovation performance enstainable organizational
performance

* New conceptual and empirical challenges for Emmeeiven Innovations
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9. HRM and the alignment of employee well-being and @anisational performance

In pursuit of internally sustainable organisations

Convenors: Marc van Veldhoven (Tilburg Universitidarina van de Voorde (Tilburg
University), Riccardo Peccei (King's College Longalaap Paauwe (Tilburg University)

In this track we wish to focus attention on the waywhich HRM can contribute to the

development of what might be termed ‘internally tairable’ organisations. These are
organisations that manage to combine high levelsrgénisational performance with high
levels of employee well-being. More generally, ihierest is in understanding how HRM can
contribute to the pursuit of organisations that siraultaneously economically viable and
internally socially responsible (towards their eoyges) (Paauwe, 2009). Against this
background, the specific focus of the track is loe HRM-employee wellbeing- performance
relationship and on the many forms that this reftethip can take in practice.

More specifically, the empirical evidence to dab®at the triangle of relationships between
HRM, employee well-being and organisational perfange shows that HRM has a positive
effect on different aspects of organisational penfince (including productivity, profits,
customer satisfaction) through establishing pasi@mnployee happiness effects (including job
satisfaction and commitment) (Jiang et al., 201an\De Voorde et al., 2012). However,
despite this rosy pattern of results, empiricall&s also indicate that HR practices involve
higher levels of work intensification, which negally affect the health-related well-being
(including exhaustion, stress, and burnout) of wieekforce (Jackson et al., 2014; Van De
Voorde et al., 2012; Ogbonnaya et al., 2016). THasBngs indicate the possibility of a
complex pattern of effects and trade-offs betwed&ivHand different aspects of employee
and organisational performance outcomes: HR pexticnay, for example, benefit
organisational performance and one type of welhdpevhile harming another type of well-
being (Peccei et al., 2013). Whenever such traftfe-afe present, they may threaten
sustainability, either by undermining the interestshe employees or by undermining the
interests of management.

In this track, we welcome papers that investigat/@ conceptualize how HR practices:

 can help to jointly optimize and align employee Mmding and organizational
performance;

« are more likely to be associated with win-win siiias for both employees and
management;

* involve complex trade-offs between multiple stakdbcos and their various stakes.
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10. Inclusive HRM for vulnerable (potential) workers

Convenors: Charissa Freese (Tilburg University) ¢gand Borghouts (Tilburg University),
Rik van Berkel (Utrecht University)

Organizations’ mainstream HRM activities are predantly oriented at core employees,

with a focus on HRM'’s contributions to organizatrperformance and their employees’

well-being. HRM activities however, also contribtitesocietal challenges. Given the greater
diversity of types of labor contracts, confrontimganizations with an increase of transitions
in- and out of the organizations’ workforce, thi®R Hocus is of growing importance. The

‘traditional’ concept of HRM policies agrganizationalpolicies is under pressure as more
people on the labor market have no formal bondk wigjanizations (jobseekers), have loose
ties with organizations (the flexible workforcey, loave different bonds with organizations

because they are not employees .

One of societies’ major challenges is the exclusibmulnerable groups from work, income
and personal development. These vulnerable groupseen:

» jobseekers who are vulnerable and need suppontéo and retain jobs;
» workers with flexible contracts who often lack angaational HRM support promoting
employability and facilitating work-to-work trangins;
» self-employed people who are no employees in thal lsense and therefore lack the
organizational support that employees receive buéhHR needs;
* employees at risk of losing their jobs (forced wtokwvork transitions)
Securing and developing human capital within thierkforce is essential for a well-
functioning labor market and worker and societalveing. There is an increasing necessity
to focus on the HRM needs and HRM support of matteerable groups on the labor market.
These inclusive HRM activities have to be inter@dnwith active labor-market policies to
become most effective. An interdisciplinary apptoatthis theme is therefore essential.

This track focuses on the issue of inclusive HRM tfeese groups. It specifically calls for
interdisciplinary contributions. Papers contribugao this track may address questions such
as:

* What initiatives to provide HR support to theseup® do organizations initiate and
why, and what triggers or hampers these initiatves

 What types of ‘supra-, ‘inter-* or ‘extra-‘orgarazional forms of providing HR
support to these groups exist (such as sectot#tiaes, public-private partnerships,
mutual support)?

» What are the effects of inclusive HRM activitiestiwiregard to organizational
performance and societal impact?

* What do vulnerable groups expect from HR and winclusive HRM initiatives meet
these expectations?
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11. Learning, development and talent management for st&inability

Convenors: Rob Poell, Luc Sels, Marianne van Waarko

Many organizations spend a lot of money on trairamgl development in order to remain
sustainable over time, to upgrade employee skill$ kenowledge, and to improve positive

work-related attitudes. In practice, however, the getween what is learned in training and
sustained workplace performance is not easy tabri€haracteristics of the learners, of the
intervention design and delivery, and of the wankieonment all play a role in the transfer of

training to the workplace. The most important seust learning however, is the work itself

and the interactions with other people in the wake.

Managers play an important role in stimulating deeelopment of their employees. In doing
so, they often focus on the deficits of their engpks, aiming at assessing and fixing
individual weaknesses. In contrast, organizatioith & strengths-based approach target the
achievement of exceptional individual and orgamizetl outcomes by a process of
identifying and valuing employee talents, develgpimem into applicable strengths and
putting these strengths into practice. This is atdated to the talent management practices
that are employed in a particular organization.sehpractices may have an exclusive focus,
aiming at a small group of talented employees,noinalusive focus, addressing the strengths
and talents of all employees.

Learning in organizations does not only take placean individual basis but also on a
collective basis. Many organizations have adoptedmtbased structures. Since team
members can interact with one another, knowledgkeskill gathered by one team member
can be transferred to the other team members. @ajamal learning processes that lead to
knowledge creation have become important for impigva firm's competitiveness and

sustainability. Organizational learning presuppasapecific organizational climate in which

there is commitment to learning and a tolerancdaiture.

This track will accept high-quality submissionstie areas mentioned above and on related
topics in the field of learning, development anléiiamanagement for sustainability.
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12. Managing the Sustainable Career: Who is Responsibfer What?

Convenors: Jos Akkermans, Ans De Vos, and Beataoeder Heijden

Recently, the concept alustainable careerfDe Vos & Van der Heijden, 2015) has gained
momentum in both scientific and professional discuss on career management. What
makes this perspective especially valuable in amdito other existing frameworks, is its
perspective on both the individual and the orgamma One crucial question underlying the
concept of sustainable careers that needs furtaleomation is related to the responsibility for
sustainable careers. Although the majority of recseholarly literature has emphasized
individual agency as the core mechanism for conteary career success (e.g., Eby et al.,
2003; King, 2004), some researchers have recetdlyed to argue that the organizational
perspective should also be considered more exigsfe.g., Baruch, 2015; Clarke, 2014),
over and above focusing solely on the individualspective. This poses some fascinating
guestions that are in urgent need for more thewyiand empirically-based answers, such as:
In which ways are individuals and organizationsp@ssible for creating, maintaining and
fostering sustainable careers, how can both partiesefit from it and how do these parties
interact with each othér

This track welcomes submissions that aim to couatelto answering these questions. We
welcome contributions that address topics includgimg not limited to):

» The individual level of sustainable careers, foaraple studies that aim to elucidate
what workers in today’s career landscape can dorgéate a sustainable career for
themselves

 The organizational level of careers, for exampledigts examining the role of
organizations in stimulating sustainable careersrgmtheir workers, thereby also
considering the role of the line manager

* Integrated perspectives in which both are constjefer example exploring the
interaction between organizational career policesd individual career self-
management behaviors or the role of i-deals in miagasustainable careers.

e Sustainable career management among all kinds pdlatons, such as — but not
exclusively —young workers transitioning into ttebdr market or ageing workers,
blue and white collar workers, public and privagéetsr workers.

Baruch, Y. (2015). Organizational and labor mad®icareer eco-system. In A. De Vos & B. I. J. Mn\&zer
Heijden (Eds.)Handbook of Research on Sustainable Carépps 164-180). Cheltenham: Edward Elgar
Publishing.

Clarke, M. (2013). The organizational career: neadibut in need of redefinitiohe International Journal of
Human Resource Management(4#4 684-703. doi:10.1080/09585192.2012.697475

De Vos, A., & Van der Heijden, B. I. J. M. (201%)andbook of research on sustainable care€liseltenham:
Edward Elgar Publishing.

Eby, L. T., Butts, M., & Lockwood, A. (2003). Prettirs of success in the era of the boundarylessecar
Journal of Organizational Behavior, @8), 689-708. doi:10.1002/job.214

King, Z. (2004). Career self-management: Its natcagises and consequencksirnal of Vocational Behavior,
65(1), 112-133. d0i:10.1016/S0001-8791(03)00052-6
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13. Performance Management & Sustainability

Convenors: Adelien Decramer, Mieke Audenaert & Mdyens (Ghent University)

Whether performance management is effective isrdar@eersial topic in literature and in
practice. The urge for increased efficiency ancgaiveness has pushed organizations to
consider the adoption of performance managemerierags These systems serve to plan,
monitor and evaluate the performance of employBed{si & Smith, 2014). Over the years,
performance management has moved from a single HRattice (i.e., performance
appraisal) to a variety of HRM activities througthieh the organization seeks to assess
employees and develop their competences, enhamfermance and distribute rewards
(Decramer, Smolders, & Vanderstraeten, 2012). Redoce management can be defined as a
continuous process in which employees and theiersigors jointly identify, measure and
develop performance in accordance with the stratggals of the organization (Aguinis,
2013). In addition to employee performance, pertoroe-management systems are theorized
to result in affective well-being (i.e., job sa#istion and affective commitment), and,
ultimately, in organizational performance (Fletch&r Williams, 2016). However, the
effectiveness of these systems is controversiahmse employee performance-management
systems may generate unintended side-effects. m&iance, it may drive performance
improvements at the expense of the employees’ betlg (Fletcher & Williams, 1996;
ordo’'n"ez, Schweitzer, Galinsky, & Bazerman, 2009).

This track aims to advance our understanding oftindreand how performance management
may deliver sustainable outcomes (without genegatimntended side-effects). For instance,
we welcome submissions on the following topics:

* The relationship between employee performance nemmegt and HRM outcomes
such as psychological and physical wellbeing, susiaity and performance.

* The role of leaders in affecting employees’ HRM amumes by implementing and
applying a sustainable approach to employee pedoce management such as
continuous and informal feedback systems and dindogsed approaches to
performance management.

Aguinis, H. (2013)Performance management (3rd edpper Saddle River, NJ: Pearson Prentice Hall.

Decramer, A., Smolders, C., & Vanderstraeten, A1@). Employee performance management culture and
system features in higher education: relationshtp employee performance management satisfaction.
The International Journal of Human Resource Managreni242), 352-371.

DeNisi, A., & Smith, C. E. (2014). Performance appal, performance management, and firm-level
performance: a review, a proposed model, and neectiins for future researciithe Academy of
Management Annals(B), 127-179.

Fletcher, C., & Williams, R. (2016Appraisal: Improving Performance and Developing thdividuat Taylor
& Francis.

22



14. Principles and strategies for sustainable HRM

Convenors: Judith Semeijn, Ina Aust and Mandy arvelde

In the past decades, academic interest in issugsenung sustainability in management has
grown. Inspired by societal developments, and itspam the importance of sustainability for
our future lives, already dating back to the welbkwn Brundtland report (WCED, 1987),
management scholars have integrated knowledgernaights on sustainability in their work.
A rather dominant logic has focused on instrumentidtomes in the context of sustainability,
mainly prioritizing economic interests over envinoental and social interests. An emergent
perspective is aimed at a more integrated, systemiw (Hahn, Pinkse, Preuss, & Finke,
2015). In this view, questions arise on how differenterests of the triple bottom line for
sustainability can be integrated in a more systemag. Moreover, this view acknowledges
possible tensions and paradoxes that result fromra integrated approach.

In this track, we welcome contributions on framekgoithat help to understand
different interests, possible tensions, and strasefgr sustainable HRM.

One possible framework to understand tensionsenctintext of sustainable HRM is
based on paradox theory (Ehnert, 2009). Studies soistainable HRM from a paradox
perspective have already revealed first insights what tensions are relevant in HRM and
what coping strategies are used and might be Hdlpbst, Brandl, Keegan, 2015). However,
multiple frameworks might be helpful in pursuing v@able future in facilitating and
nourishing a more sustainable HR management irbatwdeen organizations.

Possible questions for contributions for thistrack are therefore:
» What principles are pursued by sustainable HRMraowl can we frame them?
* What theoretical frameworks can help to better wtdad and analyze tensions and
strategies in sustainable HRM?
* What tensions and issues are (most) importantdeead?
* What coping skills and capabilities are needed fdiffierent actors for this purpose?
» Wat is the role of organizational routines for sirstble HRM?

This track welcomes submissions that can help anshese questions, as well as further
develop, and alsahallengeknowledge and insights concerning different perpes on
sustainable HRM. Contributions can include thevrdiial level, team level, the level of HR
policies and practices, the more strategic manalgeri organizational level, and also the
broader societal level. Hence, both qualitative apdntitative contributions are kindly
invited, as well as conceptual analyses and coatipa approaches.

Aust, I., Brandl, J., & Keegan, A. (2015). Statetoé-art and future directions for HRM from a parad
perspective: Introduction to the Special IssBerman Journal of Human Resource Management:
Zeitschrift fir Personalforschung@9(3-4), 194-213.

Ehnert, I. (2009)Sustainable Human Resource Management: A concephdlexploratory analysis from a
paradox

perspectiveHeidelberg: Springer Science & Business Media.

Hahn, T., Pinkse, J., Preuss, L., & Figge, F. (30I8&nsions in corporate sustainability: towardsraagrative
framework Journal of Business Ethics, 12297-316.United Nations (2016)Global Sustainable
Development Report 201Bepartment of Economic and Social Affairs, Newk.o0

WCED (World Commission on Environment and Developth€1987).Our common futureReport of the
World Commission on Environment and Development.
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15. Recruitment & Selection for Meaningful Work

Convenors: Janneke Oostrom, Paul Jansen, and Exdssiova

Recruitment and selection lie at the heart of haganizations obtain human resources
required to become more sustainable. But how cayamzations make sure that their
recruitment and selection strategies really coantalto building their sustainability? Given
the growing importance that today’s employees planemeaningful work, a promising
avenue seems to be to identify those job candidatggpursue purpose and meaning in their
work. Indeed, Pratt and Ashforth (2003) suggest tezruitment and selection might
contribute to workers’ experiences of meaningfutkvd&Employees who express the need for
meaningful work are likely to engage in behavidratthave a positive impact on both the
organization and society, they could help orgaiomat become more economically,
ecologically, and socially sustainable. However, kmew little about how organizations can
make sure that they are successful at attractimgrataining high quality employees that
search for meaningful work and how such stratedielp organizations become more
economically, ecologically, and/or socially sus#édile. This track thus aims to explore the
role of recruitment and selection in fostering workaningfulness and sustainability.

We would like to welcome contributions that in oway or another address the topics of
recruitment and selection and/or meaningful wordk. &ample, the following questions can
be addressed:

* How could organizations attract applicants thatl wiklp them become more
economically, ecologically, and/or socially susédale?

* How could organizations increase workplace divergitough recruitment and hiring
practices?

* How could organizations provide realistic job peavs in their recruitment and
selection procedures so that they will attract lgghlity employees?

» Which selection instruments/procedures could omgdmns use to screen out those
candidates that will harm the organization and rthgoals to become more
economically, ecologically, and socially sustaire&bl

 What do employees find meaningful in their work amldich individual differences
predict attitudes and perceptions related to megminvork?

* The implementation of which recruitment and setettprocedures can facilitate
hiring those employees that pursue purpose andingeantheir work?

* How can recruitment and selection facilitate empks/ work meaningfulness?

* Which individual differences predict positive/nagatorganizational behaviours that
will help/prevent an organization become more eaunally, ecologically, and
socially sustainable?

Pratt, M. G., & Ashforth, B. E. 2003. Fostering migyfulness in working and at work. In K. S. Camerd. E.
Dutton, & R. E. Quinn (Eds.Rositive organizational scholarship: Foundationsaohew disciplingpp.
309-327). San Francisco, CA: Berrett-Koehler.
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16. Sustainability and HRM: an international perspective

Convenors: Ina Aust, (Université Catholique de lany Joost Blcker, (Radboud
University, Nijmegen), Erik Poutsma (Radboud Ursitgr Nijmegen), Chris Brewster
(University of Reading), Michael Muller-Camen (Wigiha)

This Track explores international and nationallynparative perspectives on ‘sustainability
and HRM'. A growing global trend towards extersation in labour relations through

outsourcing and labour contracting (race to theodnof, emphasises the relevance of the
global context. The increasing numbers of peopleking outside their own home countries

as assigned or self-initiated expatriates and trewigg tides of migration have been

addressed in the HRM literature, but insufficienfiere is much that we do not know.

Further, given that sustainable HRM is in its imdgninternational comparisons are so far
rare. The impact of the context on sustainable HRllities and practices has gained limited
attention and only recently have comparative stdtarted emerging in the area of CSR, for
example, arguing that different forms of compamatoapitalism tend to develop different
approaches. Do these approaches substitute fbratlaer or are they complementary? Does
the recent move of countries towards more liberal shareholder-oriented forms of
governance also lead companies adopt more marieetted and competitive forms of
Sustainable HRM instead of social solidarity forms?

Another theme consists of sustainable HRM pracacel policies in multinational or
transnational companies and how these practicepalices are influenced by transnational
and global institutions. Recent critical events dmhsters in the supply chain have boosted
institutionalisation of sustainable HRM in diffeteforms. The sustainability and CSR
discourses suggest that it is not only ethical dagnomically rational for MNEs to control
labour and ecological standards in their supplyrchaVith regard to labour standards human
rights are a major concern. A related theme ofareteaddresses the possibility of transfer of
sustainable HRM practices by MNCs to their subsie$a

Directly under the purview of HRM in MNEs are intational assignments. Research is now
addressing all the international workforce in whateguise it is found. There is still a need
for further understanding of assigned expatriatiperticularly its effect on careers, and we
welcome papers in that area, but other forms anegberought into the spotlight. In this
theme, we are interested in how members of thenatenal workforce are managed: how
sustainable is the management of the internatipnalbbile employees and what is the
contribution of HRM in this process?

An exemplary but not exhaustive list of topics nmigitlude:

* International comparative development of sustam&tiRM

* HRM, Employability and wellbeing in an internatior@ntext

» Country specific varieties of institutional presssiand sustainable HRM

* The development of sustainable HRM in MNEs

» The management of international assignments, cataening, career development
» Work-life balance for international assignees dradrtfamilies

» The range of internationally mobile employees aow they are managed
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17. Sustainable HRM for all: A multi stakeholder perspective
Convenors: Paul Boselie (Utrecht University) andritpue Veld (Utrecht University)

The Harvard model of the early 1980s, one of tlassit HRM models, is somewhat lost in
contemporary HRM research and HRM in practice. Hie research community has lost
sight of the possible multiple stakeholders andr timerests in the shaping of employment
relationships and human resource management imiaegeons (Beer, Boselie and Brewster,
2015). Stakeholders include employees (those eradldyy organizations), workers (not
necessarily employed by the organizations; for gtanself-employed people), employee
representatives (works councils), trade unions, agars, customers, suppliers, local and
national governments, external interest groups fmanciers. The interests of different
stakeholders can be conflicting and the relevanicaones of organizations therefore
multidimensional (for example employee health, piivity, sustainability and public
value). In terms of the Harvard model the ultimatsiness goals can be grouped into three
broad categories: Organizational effectiveness,l@yep well-being and societal well-being.
Sustainable HRM for alis focused on multiple possible stakeholders,rtiméiuence on the
shaping of employment relationships and HRM, tlmipact on the nature of the HR value
chains in organizations, and the effects on muitehsional performance outcomes as
suggested in the Harvard model. HR issues andleogas that can be explored by
theoretical and empirical papers include:

* Mapping the different stakeholders in various gitues and how they affect HRM; but
also the interaction between different stakehotders

» Corporate social responsibility (CSR) and HRM;

» Alternative research methods in studying multigkksholders and sustainable HRM
such as action research, qualitative researchialideixperiments;

» Stakeholder interests and multidimensional perfoleamodels (mutual gains and
conflicting outcome approaches), for example emgdowell-being (health and stress)
versus organizational effectiveness (productivitgl aervice quality demands);

* The impact of institutions, regulations, laws, cdiaipce and normative mechanisms
(professional norms) on stakeholders and HRM;

* Performance management and sustainable value ¢hachsding HRM and multiple
stakeholder interests (for example living wagesvabminimum wages).

Beer, M., Boselie, P., & Brewster, C. (2015). Baokthe Future: Implications for the Field of HRM tfe
Multistakeholder Perspective Proposed 30 Years Agonan Resource Managemgebd(3), 427-438.
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18. Sustainable HRM for the public sphere
Convenors: Bram Steijn (EUR) and Eva Knies (UU)

HRM'’s contribution to Public Value Creation and tsuisable societies

Public sector organizations have a special reldb@sustainable HRM. According to Farnham
and Horton (1992) public sector organizationssangposed to act as a model employer with
respect to HR practices and employment conditiéihthis is still the case, public sector
organizations have nowadays a lead in promotintasadility in both the own as well as —
by setting the example — in other organization.

However, sustainability can also be important oa thicro level. Research shows that
prosocially motivated people are attracted to mubtganizations and that this motivation can
be enhanced by the organization (Grant, 2007). l&fge amount of research on PSM and
Public Value Creation within public administratidnus fits with the wider contemporary
interest in sustainability.

This track therefore especially welcomes all kioflpapers where in some way or the other
sustainability in the public sphere is addressedinistance:

* The relation between HR practices and public vaheation

* Public service motivation

* Public sector organizations as model employers repect to sustainability
» Sustainable HR practices within public organizagion

» Changing public organizations to sustainable ozgtions

» Public sector employees as change agents

Farnham, D., & Horton, S. (1992). Human resourcasagement in the new public sector: leading op¥alhg
private employer practice?ublic Policy and Administratiqrv(3), 42-55.

Grant, A. M. (2007). Relational job design and thetivation to make a prosocial differenckcademy of
Management Review82(2), 393-417.
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19. Sustainable HRM in healthcare organizations

Convenors: Patrick Flood (Dublin City University)asmijn van Harten (Utrecht University)
and Peter Leisink (Utrecht University)

According to Boxall & Purcell, “the most sustainatshodels of HRM over the long run are
those that enjoy high levels of legitimacy amongpde within the firm and in wider society”
(2016, p. 74). The term, sustainable HRM, itsedfs been interpreted somewhat broadly. It
can be considered to include sustainable engagedaietite workforce, sustainable talent
flows, and the sustainable development of both raegdional and individual purposes. This
panel aims to examine what sustainable (model&iBiY in healthcare organizations might
imply. For example, the implications of sustainadiRM for healthcare employees, involving
the provision of sustainable jobs that offer amdeelopment opportunities, possibilities to
balance work and family demands, and that help tteecheal with the ever-changing work
environment. Also, the implications of sustainabtd®M for people in wider society,
enhancing their safety and quality of care throdghent people management. Additionally,
we consider how the experience of meaningful woak contribute to the purposeful
motivation of healthcare workers and how the insirea managerialism in healthcare can be
balanced with the need for empathetic patient peseision.

Issues that can be explored by theoretical andresappapers are among others:

» Creating sustainable jobs for healthcare workers

» Engaging healthcare workers through meaningfulpmrgoseful work

» Error management in healthcare and psychologidatysa

* Public service motivation in healthcare

» A stakeholder perspective on sustainable care imesgioce

* Managing heterogeneous (e.g. different generatiangd)rofessional workforces
» Patient engagement through advocacy structures

28



20. Sustainable HRM: Sustaining Employee Motivation
Convenors: Rachel Gifford (RUG). Gepke Veenstra@Q®)| Eric Molleman (RUG)

The literature on Sustainable HRM needs to exphteat type of HR practices are
detrimental to human health and also what typect¥ities can foster employee well-being
(Ehnert & Wes, 2012). One strategy for organizaimto examine how employers can best
and most effectively motivate employees. It hasnb&®own that individuals thrive and have
increased well-being in autonomy supportive condgi (Gagne & Deci, 2005; Deci et al.,
2001; Ryan & Deci, 2000) although, the questionhoiv HRM can produce such an
environment is open to theoretical and practichladie.

Of particular interest is how organizations maytéosvhat has been called “autonomous
motivation”, which has been associated with sustality of work behaviors (Gagne, 2005).
Employees may also be sustainably extrinsically ivated with the use of innovative
incentives and by the development of a workplacgrenment which supports and contains
the nutriments for psychological well-being. Thiack aims to encourage scholars to revisit
the topic of motivation, hereby taking into accouhé importance of sustainable HRM
practices.

We welcome theoretical and empirical papers adoirgssnong others, the following issues:
e Which factors of the work environment trigger andtain (autonomous) motivation
e \What workplace conditions are necessary to fosgchological well being
e How does psychological well-being relate to orgatianal sustainability

Deci, E. L., & Ryan, R. M. (1991). A motivationgbgroach to self: Integration in personality. InRenstbier
(Ed.), Nebraska Symposium on Motivation: Vol. 3&répectives on motivation (pp. 237-288). Lincoln:
University of Nebraska Press

Deci, E. L., Ryan, R. M., Gagné, M., Leone, D. Bsunov, J., & Kornazheva, B. P. (2001). Need Satisin,
Motivation, and Well-Being in the Work Organizat®of a Former Eastern Bloc Country: A Cross-
Cultural Study of Self-DeterminatioRersonality And Social Psychology Bulle7(8), 930-942.

Gagné, M., & Deci, E. L. (2005). Self-determinatiireory and work motivationJournal of Organizational
Behavior, 26 331-362.

Ryan, R. M., & Deci, E. L. (2000). Self-determimatitheory and the facilitation of intrinsic motiiat, social
development, and well-beingmerican Psychologist, 568-78.

Ehnert, 1., Wes, H. (2012). Recent developments &ndre prospects on sustainable human resource
management: Introduction to the special isdl@nagement Revug3(3), 221-238.
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21. Sustainable HRM: the measurement issue.

Convenors: Alex Vanderstraeten (Ghent University)

These days, a new approach is emerging in the BéldHuman Resource Management
(HRM). Where strategic HRM has been the main apgrdar the last decades, nowadays
more and more scholars are connecting sustainatwliHRM (Ehnert, 2009, 2014, Kramar,

2014). There are many different conceptualizatimmssustainable HRM, but most scholars
agree on defining it as an extension of stratedggdvHEhnert, 2009; Kramar, 2014). Thereby
they agree that sustainable HRM has a broader fmeuke organization’s performances than
only accounting for the financial success of thgaoization. In fact sustainable HRM

incorporates the triple bottom line, namely peoplenet and profit (Elkington, 1997) and

tries to balance these three different aspecta Ehvaugh literature (Ehnert, 2009, De Prins et
al., 2014) provides different models about sustadm&RM, we face a lack of practical tools

to explore and exploit sustainable HRM in an orgation.

Firstly, making sustainable HRM more concrete,itlea of the HR value chain (as an input,
throughput and output model) can be used as agictadpproach to sustainable HRM (den
Hartog, Boselie & Paauwe 2004; Vanderstraeten, ROBkcondly, to increase the
applicability of sustainable HRM, strategic mappistarting with Kaplan & Norton (2004)
and further developed in the field of HRM by Beck2001) and Huselid (2005), may be used
as a guideline for implementing sustainable HRM.

The following topics can be addressed:

* How can sustainable HRM be measured in an orgamivat

* What is the concrete value chain of sustainable RRM

* The relationship between sustainable HRM and catpayovernance
* The mix of green HRM, people management and pedooa

* Models of sustainable HRM measurement

Becker, B. E., Huselid, M. A., & Ulrich, D. (2001The HR scorecard: Linking people, strategy and
performance. Boston: Harvard Business School Press.

De Prins, P., Van Beirendonck, L., De Vos, A., &8s, J. (2014). Sustainable HRM: Bridging Theand a
Practice Through the ‘Respect Openness ContinRiyG)’-model. Management Revue, 25 (4), 263-284

Den Hartog, D.N., Boselie, P., & Paauwe, J. (20@4jture directions in performance management, &gpli
Psychology: an International Review, 53(4), 556-569

Ehnert, 1. (2009). Sustainable Human Resource Memagt: A Conceptual and Exploratory Analysis From a
Paradox Perspective. Berlin: Physica-Verlag

Huselid, M. A., Becker, B. E., & Beatty, R. W. (Z0)0 The workforce scorecard: Managing human capital
execute strategy. Boston: Harvard Business SchesisP

Kramar, R. (2014). Beyond strategic Human Resoukt&nagement: Is sustainable Human Resource
Management the next approach?. The Internationahdbof Human Resource Management, 25, 1069-
1089.

Vanderstraeten, A; (2017) The HRM Cockpit. An instent for developing and evaluating sustainable HRM
an organization. McMillan, Palgrave, Forthcoming
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22. Sustainable Talent Acquisition and Employer Brandirg

Convenors: Greet Van Hoye (Ghent University) ank Biuyens (Vlerick Business School)

Due to increased labor market mobility, job seaschow an integral part of people’s work
life. At the same time, the “war for talent” conigs as organizations struggle to strike a
balance between keeping a lean workforce yet &tigaend retaining the necessary talent to
ensure organizational success and survival. Intiadgdidemographic trends suggest that
valuable human capital will be even more scarcéhen future. As a result, the traditional
recruitment function of identifying and attractimgw employees has evolved to a more
strategic and sustainable process of human cautplisition. To win the war for talent in an
increasingly tight labor market, organizations need only be attractive employers, they
should also differentiate themselves from other leygrs, and they have to live up to their
promises as job seekers turn into applicants, ness;hand eventually long-term employees.

As a more sustainable approach to talent acquisiemployer branding is defined as “the
process of creating and communicating — both inaittk outside of the organization — a clear
image of what is attractive and distinctive of thrganization as a place to work”. So far,
research on employer branding has mainly focuseddentifying the key components of
organizations’ perceived image as an employer aow these relate to organizations’
attractiveness for (potential) applicants and ewygds (i.e.image audit. However, much
less is known about how the perceptions that cistthis influential employer brand image
can be created, managed, or improved (m&age management

We welcome submissions addressing questions such as

* What are effective ways to communicate the orgaioza desired employer brand?
* How can social media be used in employer brand gemant?

* How can organizations differentiate themselves father employers?

* How can negative employer brand perceptions beaugul?

* How can external and internal employer brand perm@ep be aligned?

* How can employees be stimulated to become emplogeid ambassadors?

* How does employer branding affect organizationalgesance?
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23. The Implementation and Value of Innovative HRM

A Multi-Actor and Multi-Level Perspective

Convenors: Anna Bos-Nehles (University of Twedilpen Meijerink (University of Twente)
and Jordi Trullen (ESADE Business School)

Organizations invest vast amounts of money andrteffothe design of innovative HRM
practices (e.g. employer branding, self-managemejub crafting). HRM practices manifest
at multiple levels: the design level (intended HRMctices), the implementation level (actual
HRM practices) and the experience level (perceid&M practices). However, employees
may not perceive HRM systems as innovative and aidéu when line managers fail to
implement them at the operational level and when pt&fessionals fail to translate the
system into valuable practices and processes. éruntire, due to recent developments in
decentralization and employee self-management, riRIyl innovations require the active
participation of employees. Accordingly, the valaeeated by innovate HRM practices
depends on the active use by line managers andogegd. As such, the outcomes of the
HRM implementation process depends on the involvémeommitment and joint
participation of multiple HRM actors at differemiviels in the HRM value chain.

This track invites scholars to discuss such questias how can we sustain the
implementation of innovative HRM policies and prees; how to implement innovative

HRM practices sustainably? What is the value obwative and sustainable HRM solutions at
different levels; how do HRM actors co-create tladue of innovative HRM practices; and

what is the impact of HRM innovations on the susthility of the HR function? Therefore, it

welcomes papers on topics such as:

» The implementation of innovative HRM practices atious organizational levels

* New conceptualizations of the stages of HRM impletaion (design / development
vs. implementation / evaluation) and the HRM impdertation process and levels
(intended / actual / perceived)

* Employee responses to innovative HRM implementation

» Co-creation of innovative HRM practices by differ&RM actors

* The sustainable role of the HR function and linenagers in the HRM implementation
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24. The role of leaders and managers in (sustainableetivery and outcomes of HRM

Convenors: Deanne Den Hartog & Corine Boon (Uniitgref Amsterdam Business School)

While the leadership field has long recognized ith@ortance of the role of leaders for
employee outcomes, recently in the strategic HRMifthere has also been growing attention
for the role of leaders or managers in deliveringnaplementing HRM, and its effects on
employees. Research has suggested that consistpl@nentation of HRM and aligning
employee perceptions, attitudes and behaviors gmamut the organization is a major
challenge, which is influenced greatly by manadBesn Hartog & Boon, 2013; Den Hartog,
Boselie, & Paauwe, 2004; Nishii & Wright, 2008). Magers act as agents of the organization
(Rhoades Shanock & Eisenberger, 2006), and theynareasingly responsible for executing
HRM (Purcell & Hutchinson, 2007). Therefore, empey are likely to be influenced by their
direct managers in two ways; first, by the quality managers’ implementation of HR
practices, and second, by the managers’ leadessyig (Den Hartog & Boon, 2013; Purcell
& Hutchinson, 2007). Both can have a large impacemployees’ perceptions of HRM, and
their attitudes, and behaviors at work. Also, managcan help to deliver HRM in a
sustainable way by taking into account employeer@#ts alongside those of the organization,
and to achieve outcomes that help to ensure lomgn teurvival and flourishing of
organizations.

Although attention for the role of managers in HRMncreasing, many questions still remain
unexplored. This track, therefore, aims to advangeunderstanding of the role of leaders and
managers in HRM. Papers may focus for example on:
* The role of managers in implementing HRM
« The role of leader behavior and leadership styldésRM perceptions and outcomes
* The role of managers/leaders in affecting empldyeesk experience, attitudes, and
outcomes, including performance, well-being andasnability.

Den Hartog, D. N., & Boon, C. (2013). HRM and leesdép. In S. Bach & M. Edwards (EdsNlanaging
Human Resource®©xford University Press.

Den Hartog, D. N., Boselie, P., & Paauwe, J. (20@£rformance Management: A model and researchdagen
Applied Psychology: An International Reviédg(4), 556—569.

Nishii, L. H., & Wright, P. M. (2008). Variabilitywithin organizations: Implications for strategic rhan
resource management. In D. B. Smith (E@he People Make the Place: Dynamic Linkages Between
Individuals and Organization@pp. 225-248). Mahwah, NJ: Erlbaum.

Purcell, J., & Hutchinson, S. (2007). Front-line magers as agents in the HRM-performance causah:chai
theory, analysis and evidend¢duman Resource Management Jourdal(1), 3—20.

Rhoades Shanock, L., & Eisenberger, R. (2006). Whepervisors feel supported: Relationships with
subordinates’ perceived supervisor support, peeceiwganizational support, and performankmirnal
of Applied Psycholog®1(3), 689-695.
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