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Note to Participants

I am actively updating the web material in adding exercises and notes linked to the book Strategic Human Resource Management in the Public Arena. If you have questions, please feel welcome to send me a note and I will try to respond. bcunning@uvic.ca


If you have an interesting exercise which you think others might find useful, please feel welcome to send it to me and I will see if we can include it on the website and we will, of course, recognize your contribution. 

[bookmark: _GoBack]Preface: The Public Arena and Strategic Human Resource Management
[bookmark: _Toc283123521]
Content
Chapter Objectives (CO)	2
CO 1: Strategic Human Resource Management and the public sector	2
CO 2: Human Resource and Strategic Human Resource Management	2

[bookmark: _Toc326051170]Chapter Objectives (CO)
After reading this chapter you will be able to:
CO 1: Summarize the context affecting HRM in the public arena. 
CO 2: Define a framework for strategic human resource management in the public arena

[bookmark: _Toc326051171]CO 1: Strategic Human Resource Management and the public sector 
While it is dangerous to make oversimplified distinctions between public and private management, central to our understanding of the distinctiveness of public organizations is the nature of their goals and constraints. The strategic context affecting HRM in public organizations is affected by their raison d’être. Public organizations have a general responsibility to implement (i) strategies and goals that serve the general public interest and (ii) provide services and programs that are value creating. The strategies and objectives of public organizations are influenced by forces that are not as central to private organizations, such as accountability to the public at large, responsiveness to public demands, and being open to scrutiny and criticism in a “fish bowl” like environment.
[bookmark: _Toc326051172]CO 2: Human Resource and Strategic Human Resource Management
HRM can play a valuable ‘partnership’ role in assisting managers achieve their strategic priorities by articulating the implementation framework – the culture, competencies, work designs and the underlying recruitment, selection, training, performance management and labour relations processes. The Balanced Scorecard provides a useful framework to show how various HR strategic objectives and processes can be aligned with an organization’s strategic themes and goals. The general Balanced Scorecard framework summarizes four perspectives – the customer/client, internal process, financial, and innovation and learning (learning and growth) – arranged in a semi-causal chain. The chapters of the book are organized within this framework.


