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Integrating strategy, performance and
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Change from "output” to more "input”
driven, from HR to line managers, from
PRP to development
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"Soft" HR Reward architecture

Organisational performance

deals with people |
elicit commitment
Performance development

all elements must be in balance!!!!
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Developmental-humanism

"soft" HRM L .
people dislike work and are not ambitious X Communication pivotal
Theory
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Based on trust
HR policies in alignment with business \
objectives --> competitive advantage Utilitarian-instrumentalism
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tight managerial control
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