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Networking and registration for workshops

CONFERENCE SCHEDULE | 05 DECEMBER 2018

Close

1A: Job quality workshop
 
Job quality is a longstanding focus of research on work 
and employment, yet the 2017 Taylor Review reinvigorated 
interest in this crucial area within policy and practice. 2018 
has seen the CIPD launch a new survey of job quality, UK 
Working Lives (UKWL), another wave of the influential 
Skills and Employment Survey (SES) and local initiatives 
promoting good work. This workshop brings these things 
together: we present findings from the 2018 SES and 
UKWL and discuss the Good Work Nottingham initiative.
 
1B: Journal writing workshop
 
This practical workshop will focus on writing for peer-reviewed academic journals and provide insights into 
engaging with editors and the review process. It is being run by Dora Scholarios, an editor-in-chief at Human 
Resource Management Journal (HRMJ) and Denis Fischbacher-Smith, editor of research and practice at 
the Journal of Organizational Effectiveness: People and Performance (JOEPP). HRMJ and JOEPP are both 
sponsors of the Applied Research Conference.  
 
 

 
1C: Research impact and evidence-based decision making
 
This workshop will explore the nature of research impact and the opportunities that lie in evidence-based 
practice. We will consider the nature of challenges in managerial decision making, how research evidence 
tends to be used to inform decisions and how this can be improved. The workshop will be of interest to 
academics looking to increase the impact of their research and also to practitioners and policy makers 
looking to engage with research to make better decisions. 
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An ageing population and changing work demographic has focused attention onto recruiting, retaining 
and retraining more over-50s, often referred to as ‘older workers’. Much of the policy focus has put the 
impetus onto the older workers themselves and onto employers. 
Research carried out in Scotland and England has revealed a mixed picture, both in terms of employer 
attitudes and policies towards an ageing workforce and in relation to older worker motivations and 
willingness to work into later life. Crucially, the research has revealed some key gaps between employer 
and employee perspectives. This presentation will explore those gaps before outlining work done in 
partnership with several organisations (including CIPD Scotland) to promote a more age-inclusive 
approach to workforce management. 
Professor Wendy Loretto, University of Edinburgh

CONFERENCE SCHEDULE | 6 DECEMBER 2018

Soft skills in computer games: working with geeks?  
This presentation will draw on an ethnographic study of the computer games industry to argue that 
soft skills are collective and relationship based.  Workers’ relationship with their employer and their 
colleagues was a key element in the skills they chose to exercise and geeks, who would never pass an 
assessment centre and who might, on the basis of soft skill deficiencies, be considered liabilities, were in 
fact workplace stars, high prized by their colleagues.  This has both practical and theoretical implications 
for soft skills. 
Professor Irena Grugulis, Leeds University  
 
Managing Asperger Syndrome in the workplace; considerations for line managers.  
The experiences of those managing someone with an autistic spectrum condition in contemporary 
workplaces are unexplored. This is despite increased public awareness of autism and the recognition 
that employment concerns are integral to wider health and social policy issues surrounding autistic 
people.  Adopting a social relational approach to disability, interviews with managers and autistic 
employees reveal how HRM policies, managers’ own approaches to management and perceptions of 
skills and disability impact employment experiences for autistic people. Recommendations for how 
employers and managers can build understanding of autism and optimise autistic talents are made.
Anne Cockayne, Nottingham Business school

10:30 - 12:05  | 2A: Neurodiversity

09:35 - 10:20  | Plenary: Mind the Age Gap: Employer and employee perspectives on  
                           working into later life
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Using Virtual Reality (VR) technology to Increase Staff Retention.  
The use of Virtual Reality (VR) technology is a new concept for the majority of companies and it is a 
concept that is not yet part of their strategic planning. This dynamic has to change if companies want 
higher levels of staff retention. 
VR is being utilised with staff teams in order to create awareness and understanding about 
Neurodiversities. This technology is also being utilised to provide simulations of how people with 
Neurodiversities experience the environment. This two pronged approach to the use of VR will bring 
about greater accessibility for people and will in turn increase staff retention. 
Miriam O’ Sullivan, myAccessHub 
Gearoid Kearney, myAccessHub

Women and Career Advancement: A case study of Women of African Origin in the UK.  
The incessant reality of the existing gender gap in the workplace, in relations to career advancement, 
creates an enormous need to understand further, the causes and effects of the gender gap 
phenomenon. Though we understand that there are many challenges that affect women advancement 
in the workplace, I apply positioning and social theory to explain critically, how and why work life 
prioritisation patterns can suggestively influence the career advancement process of women of African 
origin in the UK. I examine 15 women of African origin; why and how they make choices that affect their 
work life patterns, and the role of mentoring in advancing their careers across different sectors. 
Dr Loliya Akobo, Liverpool John Moores University
 
It’s time we stopped dismissing reproductive health conditions as ‘women’s issues’ and treated them 
as serious workplace concerns. 
Reproductive health is an urgent public health issue according to Public Health England (2018). This 
is not surprising, as every day, millions of women battle reproductive health conditions, which cause 
extreme physical and emotional symptoms. For example, 1 in 10 women live with Endometriosis, 1 in 10 
have Polycystic Ovary Syndrome and 3 in 10 suffer from Fibroids. Yet, little is known about the impact 
of these conditions in the workplace, or how women actually cope in a professional setting. In the first 
study of its kind, this research will expose female reproductive health as an urgent workplace issue.  
Clare-Louise Knox, SEE HER THRIVE™ Women’s Health at Work
 

10:30 - 12:05 | 2A: Neurodiversity, continued

10:30 - 12:05  | 2B: Gender
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Ethics and contemporary HRM: A survey of HRM/D practitioners.  
This paper examines how HRM/D practitioners view ethics in their work, focusing on how they perceive: 
- the potential to emphasise employee versus organisational objectives; 
- the policies related to ethical issues to have impact; there to be ethical infringements 
Evidence is presented that shows HRM/D practitioners perceive themselves to be able to seek a 
compromise between organisational and staff objectives. They see that policy related to ethical  
issues has a good impact. They also identify recruitment and selection, setting of pay and rewards,  
and competence and capability challenges as the areas where they most frequently encounter  
ethical infringements. 
John Hepworth, University of Gloucestershire  
David Dawson, University of Gloucestershire
 
The Power of We: Using Co-Operative Inquiry to build a new blueprint for Organisational 
Development & the future work for Organisation Development Professionals.  
A group of 15 OD practitioners in the National Health Service (NHS) worked together in a research 
group for two years, exploring how to build the OD professional of the future using a Co-Operative 
Inquiry approach, rooted in Action Research.  Part of their research was recently published in the OD 
Practitioner Journal as a New OD Architecture for the English NHS.  This is the story of their research 
journey and offers reflections on working in an Action Research Group, new models for the OD 
professionals of the future and how to strengthen practice and presence in self and group. 
Sarah Morgan, Guy’s and St Thomas’ NHS FT  
Paul Taylor-Pitt, NHS Employers
 

10:30 - 12:05  | 2C: Principles & strategies for HR and OD

APPLIED RESEARCH CONFERENCE
THE SHIFTING LANDSCAPE OF WORK AND WORKING LIVES

Host and Event partners:

Can Inclusive Leadership Save the NHS?  
Inclusion and diversity have become a big strategic priority for the National Health Service, as it has 
long been recognised that the make-up of senior leadership positions does not reflect the diversity of 
the workforce and patients. Recent evidence suggests that there is a correlation between diversity and 
patient outcomes; meaning that inclusion is now an imperative for the NHS in delivering high-quality 
patient care. This paper utilises thematic analysis, qualitative interviews and a literature review to 
explore the evidence for inclusive leadership and understand how it is practiced in healthcare; asking if 
it really can save the NHS. 
Emily Miles, University College London  

10:30 - 12:05  | 2B: Gender, continued 

6 December 2018
Nottingham Conference Centre 
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The impacts of organisational commitment on employee and organisational outcomes: a review of 
the research  
This literature review examines research studies that sought to identify links from organisational 
commitment to employee health, sickness absence, turnover and job performance, and to organisational 
outcomes such as customer satisfaction, productivity and financial results. The review found good 
research evidence that commitment predicts organisational outcomes, and useful evidence that 
commitment is also an antecedent of employee health, sickness absence, turnover and job performance.
Anthony Stanton, Leadership Research Analyst
 
Confronting Disengagement. 
The HR community are expressing increasing concern about persistently low levels of employee 
engagement. Separately, scholarly accounts of workplace resistance document a range ofcontemporary 
‘non-sanctioned’ employee attitudes and behaviours.   This paper brings together these practitioner 
trends and academic theory to explore the manifestation and impact of failed engagement.  In doing 
so, we connect employee attitudes (buy-in) with behaviours (do-in) and explicate the relationship 
between engagement and the material effort bargain.  Finally we offer a typology of dynamic ‘engaged-
resistant’ attitudes and behaviours incorporating the ‘engaged performer’, ‘wary performer’, ‘acquiesced 
complier’ and ‘withdrawn avoider’ along with the conditions prompting these outcomes.  
Dr Jean Cushen, Maynooth University  
Dr Niall Cullinane, Management School, Queens University Belfast.

10:30 - 12:05  | 2D: Employee engagement 

APPLIED RESEARCH CONFERENCE
THE SHIFTING LANDSCAPE OF WORK AND WORKING LIVES

Host and Event partners:

Working with External Quality Standards and Awards: Some Strategic Implications for Human 
Resource and Quality Management.  
This paper explores some of the reasons why organisations choose to work with external quality 
standards and awards; how decisions are made about their value to their sector/industry and impact 
on overall performance; and what strategic implications might arise from pursuing such an agenda. By 
adopting a strategy of continuous improvement to guarantee business excellence, an organization can 
ensure that best use is made of resources including its people. That strategy should be aligned with one 
for the management and development of human resources to ensure that the two functions support 
and complement each other.   By adopting externally accredited standards and awards outcomes 
achieved can be measured and benchmarked against competitors.  
Angela Mulvie, Corporate Elevation Coaching

10:30 - 12:05  | 2C: Principles & strategies for HR and OD, continued

6 December 2018
Nottingham Conference Centre 
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Using 360 assessment to inform interventions in leadership capabilities –  
a case study of over 900 managers in a large public sector organisation.  
Social, economic and political forces of the last 6 years have significantly re-shaped how local Councils 
function. Local authorities have been under immense pressure from central government to reduce 
their expenditure since 2010. Council employees - particularly frontline staff - have felt the burden the 
most. Yet in this climate, employers are more than ever reliant on a high performing workforce and can 
face a critical need to re-structure job roles, talent management structures, values and behaviours. 
The organisation used in this case study has responded to these new challenges and expectations by 
creating 6 distinct leadership capabilities it feels are vital for the future success of the organisation. 
It approached these areas with a focus on the right calibre of leaders, capable of performing in their 
roles through these unprecedented times, and developed a range of leadership ‘capabilities’. The term 
capabilities encapsulates processes, tools, skills, behaviours and organisational support that deliver 
specified outcomes. These are specific to the organisation being studied and describe how leaders and 
managers can create value for customers through their actions, energies and efforts. 
Fatima Elmi, Martin Reddington Associates  
Martin Reddington, Martin Reddington Associates

10:30 - 12:05  | 2E: Performance management and reward

APPLIED RESEARCH CONFERENCE
THE SHIFTING LANDSCAPE OF WORK AND WORKING LIVES

Host and Event partners:

Examining the implementation of employee engagement initiatives: are line managers the linchpin to 
success?  
The following paper examines the development of employee engagement initiatives and their 
implementation into practice. Exploring two health sector organisations, the research considers 
contrasting organisational strategies to the implementation of engagement initiatives, examining the 
operation of organisation wide and localised initiatives. Conducting interviews and focus groups with key 
stakeholders, senior management, HR professionals, line managers and employees, the paper highlights 
the fundamental role of line managers in maintaining and sustaining employee engagement initiatives. 
This highlights the importance of ‘doing engagement’ to help facilitate employees ‘being engaged’. 
Dr Sarah Pass, Nottingham Business School, Nottingham Trent University 
Dr Maranda Ridgway, Nottingham Business School, Nottingham Trent University

10:30 - 12:05 | 2D: Employee engagement, continued

6 December 2018
Nottingham Conference Centre 
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Which version of me are you talking to?  
Identity and faces at play in Performance Appraisals with a focus on a UK retail organisation.  
The Performance Appraisal (PA) assesses individual’s performance against; objectives/goals 
(competence), working with others (relationships), acting in line with organisational expectations/values 
(company) and personal aspects/attributes (personal).  We take Goffman’s (1976) notion of face and 
use an adapted version of Archer’s (2015) Facework Scale to analyse the facets of face in the PA’s in this 
data set.  We show that interlocutors used a variety of facework strategies that; emphasized different or 
multiple facets of face, attempted to safeguard/support relationships and managed impressions while 
maintaining credibility for multiple people.  Finally, we argue that businesses would benefit from an 
understanding of face(work). 
Phil Willcox, Emotion at Work Consulting 
 
Rewarding Employees in an Age of Austerity: Challenges Faced by Line Managers in the  
UK Public Sector  
Previous literature has highlighted challenges managers may face in rewarding employees (e.g. Brown 
and Purcell 2007; Harris 2001; Makinson 2000), however the focus of this literature has predominantly 
focused on the role played by line managers in financial rewards, particularly performance-related-
pay.  Further, in a context of pay restraint and austerity measures, managers in the UK public sector are 
arguably facing a unique challenge.  The current research aims to not only identify the challenges faced 
by line managers in rewarding their employees, but also to recommend practical steps organisations can 
take to support their line managers in this integral role.  
Dr Lesley-Ann Gunton, Northumbria University

Over the last 30 years, national governments have insisted that skills are vital to international 
competitiveness, productivity and social cohesion, and can help to deliver ‘more and better jobs’. 
However, surveys indicate high levels of over-qualification and skills wastage across many national 
economies, with the UK towards the top of the 22 countries in the 2013 OECD Survey of Adult Skills. It 
is estimated that nearly 30 percent of workers in England and Northern Ireland are over-qualified for 
their jobs and 23 percent of jobs require only primary education or less. Given the scale of the problem 
in the UK, what would encourage organisations to make better use of the skills and capabilities of an 
increasingly qualified workforce and are there lessons to be learnt from other countries? 
Professor Caroline Lloyd, Cardiff University

10:30 - 12:05  | 2E: Performance management and reward, continued

13:00-13:45 | Plenary: Over-qualification - is job redesign the answer?

6 December 2018
Nottingham Conference Centre 

cipd.co.uk/events/arc/
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The Changing Nature of Knowledge and Service Work in the Era of Artificial Intelligence and 
Advanced Robotics  
One of the most significant recent technological developments concerns the application of AI and 
robotics to jobs previously considered safe from automation (knowledge and service work). There has 
been considerable debate on the impacts that the adoption of these technologies could have for these 
occupations. This paper reviews the current state of academic knowledge. A key finding is that much 
of the research talks about the role of these technologies in complementing and extending human 
capabilities, rather than replacing humans. The implications for a range of practitioners including HR 
professionals, organizational managers, and government policy makers, are considered. 
Professor Donald Hislop and Crispin Coombs, School of Business & Economics,  
Loughborough University 
 
What does the future hold? Investigating the benefits and challenges of agile and  
remote working  
This study explores the benefits and challenges of agile and remote working in a large UK energy 
company.  Findings from 741 responses to an on-line survey revealed the benefits experienced by 
this growing workforce (i.e. increased work engagement) as well as resultant positive organisational 
outcomes (i.e. increased organisational commitment).  Challenges surrounding newer ways of working 
were also captured, including levels of workplace isolation and loneliness experienced by different 
demographic groups.  Insights on how this workforce is overcoming challenges and ‘making new ways 
of working work’ were also sought.  Practical implications for the organisation, for managers and for 
individuals are discussed. 
Dr Claire Stone, City, University of London

The shifting terrain of commercial aviation: Implications for HRM. 
Safety is of paramount importance in commercial aviation. Human factors account for up to 80% of 
aviation accidents and incidents. Commercial aviation is experiencing rapid growth and change while 
facing intense competition from a large number of new entrant, low cost carriers. These changes have 
a profound impact on the HRM model utilised by airlines, with many resorting to harder models of 
HRM and more low cost work practices. This changing HRM landscape raises important concerns in 
relation to pilots’ readiness and ability to deal with unpredictability and critical incidents. Our paper 
explores personal accounts of critical incidents narrated during in-depth interviews with 28 UK-based 
commercial airline pilots. We identify key emergent implications for HRM in aviation and beyond. 
Dr Kirsteen Grant, Edinburgh Napier University 

13:55- 15:00  | 3A: Work futures

13:55- 15:00  | 3B: Managing risk

6 December 2018
Nottingham Conference Centre 
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Managing the threats from within: organisational Balkanisation and the challenges for HR practices 
around ‘insider threats’.  
As many of the traditional areas of human resource management have been devolved to line managers, 
the potential exists for the creation of fractures in organisational controls around the identification and 
management of insider threats. This generates potential problems for the relationships between the 
HR professional and colleagues within the general management and corporate security functions. This 
paper considers the challenges that insider threats generate for organisations and how fractures in 
responsibilities around vetting, behavioural changes, and the identification of early warnings associated 
with misbehaviours can embed vulnerabilities for organisations and do so at multiple  
levels of accountability. 
Professor Denis Fischbacher-Smith, University of Glasgow

Do employers own the skills agenda?  
Since 2010, UK skills policy has emphasised the importance of employers ‘owning’ the skills agenda and 
leading policy developments in this area. This paper presents evidence from an ESRC-funded project 
that raises fundamental questions about the extent to which employers believe they have any influence 
over skills policy and reflects on the consequences of that finding both for individual employers and for 
the development of effective skills policy more widely. 
Professor Melanie Simms, University of Glasgow
 
Addressing the skills utilisation challenge: The knowledge, role, and capability of Local  
Enterprise Partnerships.  
How effectively skills are used in workplaces has important economic and social implications. Evidence 
suggests that the UK has a relatively high skills mismatch and employer skill demand and their workplace 
usage is under increasing scrutiny. Here we explore how Local Enterprise Partnerships (LEPs) influence 
skill supply, demand and utilisation. We conducted documentary analysis of LEP Strategic Economic 
Plans and interviews with skills and employment policy leads in 15 LEPs. Our findings suggest an ongoing 
emphasis on skills supply and somewhat limited attempts to influence skills demand/utilisation. An 
effective local skills ecosystem is needed to address skills supply and demand. 
Professor Carol Atkinson, Manchester Metropolitan University 
Professor Ben Lupton, Manchester Metropolitan University

13:55- 15:00  | 3B: Managing risk, continued

13:55- 15:00  | 3C: Skills

6 December 2018
Nottingham Conference Centre 
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13:55- 15:00  | 3D: Harassment and conflict

13:55- 15:00  | 3E: Interventions in flexible working and job crafting

Lifting the lid on sexual harassment and power in the workplace.  
There should hardly be a bigger shift in the landscape of our working lives than the impact of 
recent allegations of sexual harassment. These revelations ignited a massive response from women 
working in many different fields, sharing their own experiences through avenues such as the #MeToo 
movement. Yet HR departments have long known about it and that organisations prefer to keep it 
secret, so that unsurprisingly only one in five women report sexual harassment to their employers. 
Critical research directs our attention to the context of unequal power in the employment relationship. 
Organisations with steep hierarchies, patriarchal patronage and cultures of entitlement are breeding 
grounds for sexual harassment. This paper presents some initial findings from an in-depth project 
researching sexual harassment in the workplace. The primary aim of this project is to lift the lid on 
the uncomfortable link between sexual harassment and power in organisations, which should help 
understand why so many organisations fail to tackle it and to suggest how they might succeed. 
Dr Virginia Fisher and Dr Sue Kinsey, University of Plymouth 
 
Estimating the workplace impacts of dispute resolution interventions.  
This study tests the causal relationship between Acas engagement and the state of workplace 
employment relations in organisations. Using data from the Workplace Employment Relations Study 
(WERS) we track 989 workplaces from 2004 to 2011, focusing on indicators of Acas engagement and 
levels of workplace disputes. Unobservable and observable differences between treatment and control 
groups typically confound studies of impacts from workplace dispute interventions. To overcome 
this, we adopt a matching-with-difference-in-differences approach with the longitudinal WERS panel 
data. This is one of the few studies to date that identifies a statistically significant causal impact from 
workplace dispute resolution interventions. Our findings provide strong support for wider use of a 
range of dispute resolution interventions. 
Professor Peter Urwin, Westminster Business School, University of Westminster  
Jonny Gifford, CIPD

An introduction to Micro Job Crafting – How job crafting for 12 minutes or less a day contributes to 
sustainable positive behaviour change 
Job crafting is an intentional activity undertaken by employees to redesign and shape elements of their 
work. Research on job crafting is growing, but to date, how to effectively encourage job crafting and 
more broadly the make-up of job crafting in terms of motivations, time investment and impact on work 
is limited. We address each of these factors in our intervention study, with a key finding being that over 
74% of the job crafting examples we collected took employees less than 12 minutes a day. This has clear 
implications for practitioners and organisations looking to encourage people to take a personalised 
approach to work. 
Rob Baker, Tailored Thinking  
Dr Gavin Slemp, University of Melbourne - Centre for Positive Psychology

6 December 2018
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13:55- 15:00  | 3E: Interventions in flexible working and job crafting

15:25- 16:30  | 4A: Work hours and extended working lives 

Work-life balance supports can improve employee well-being.  
Work–life balance supports provided by employers, often known as family–friendly practices or flexible 
working arrangements, are commonly thought to enable employees to better juggle the demands of 
care and domestic responsibilities, and perhaps reduce job demands. While this research finds they do 
improve well-being, its novelty is in showing these are not the reasons why work–life balance supports 
improve well–being. They do so by increasing the job autonomy of those that use them and enhancing 
their perception that their management are supportive. 
Professor Stephen Wood, University of Leicester

Will an ageing workforce affect the bottom line? 
Older individuals account for an increasing proportion of the UK workforce but the consequences of 
employing larger numbers of older workers are uncertain. We use nationally representative data to 
examine whether changes in the proportion of older workers employed at the workplace are associated 
with change in workplace performance. We find that that the age composition of the workplace does not 
have a sizable role to play in explaining workplace productivity, quit rates, absenteeism, quality of output 
or financial results. The findings suggest that employers should not be overly concerned that employing 
older workers will impact negatively on business performance. 
John Forth, Cass Business School
 
 The impact of extended shift hours on employee and organisational outcomes as employees adapt 
and respond to change.  
Our mixed methods study examines the impact of a recent change in work patterns for staff working 
on wards in a large mental health trust.  Staff moved from a flexible shift pattern to mandatory 12 hour 
shifts and this study evaluates how staff and wards are adapting and responding to this change and the 
unforeseen consequences for employee well-being. Research evidence suggests that extended shifts can 
negatively affect health and well-being yet paradoxically can benefit both employers and employees. 
Dr Jane Suter and Dr Tina Kowalski, University of York Management School 

6 December 2018
Nottingham Conference Centre 
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15:25- 16:30  | 4B: HR operating models 

15:25- 16:30  | 4C: Gauging employee capability

What are the implications of an increasingly complex and fast-moving working environment on the 
opportunities for HR to play its ‘more strategic’ role?  
There is a well-rehearsed view that the HR profession is not fulfilling its ‘more strategic’ mandate. 
Our paper describes a proposition that, while conceptually valid, much of the available academic 
theory and guidance for HR fails to take sufficient account of the increasingly complex and fast-paced 
organisational environment in which HR operates today. Our research adopts a qualitative design using 
Q-sort methodology, drawing on the experiences of 69 HR managers across 19 organisations. We 
identify strategic role constraints and opportunities for HR professionals as multidimensional and  
inter-related. A key contribution is a responsive model of strategic HR practice capturing active 
contextual factors. 
Dr Kevin Delany, Norwich Business School, University East Anglia 
 
The Evolution of HR’s role: Reclaiming and Rewriting Line Manager Partnership  
Drawing on a longitudinal study comprising interviews with 78 HR practitioners, this research explores 
the evolution of the daily activities in which HR professionals engage, and their perceptions of the 
contribution they make to organisations. Our research finds that significant value is perceived in 
supporting and enabling line managers as they execute their people management responsibilities,  
and in ensuring the creation and maintenance of a positive employment relationship and organisational 
values. We find that this aspect of HR work, which has often been denigrated as reactive, low-level and 
operational, provides an essential yet unconsidered strategic dimension to the contribution of  
the function. 
Dr Sue Kinsey and Dr Virginia Fisher, University of Plymouth 

First Rumblings of an HR Earthquake? Competencies May Not Be Measurable. 
Competences and competency frameworks, commonly used in a variety key organizational processes 
including staff selection, development, training, and appraisal, play a central role in human resource 
management systems globally. However, research reported here on the use of competencies in 
assessment centres, situational judgments tests, and 360-degree appraisals suggests that, contrary 
to accepted wisdom, competencies are not reliably measured even when best professional practice is 
adopted. This research is presented and its far-reaching implications for HR practice are discussed.. 
Dr Chris Dewberry, Birkbeck University of London  
Duncan Jackson, Kings College London

6 December 2018
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15:25- 16:30   | 4C: Gauging employee capability, continued

15:25- 16:30   | 4D: Employee voice

The Presentation of the Employable Self: The Talent Spotter’s Perspective. 
Talent management and employability are enduring concerns for graduate employment. Building 
on Brown and Hesketh’s (2004) study into employability and the mismanagement of talent, and 
Goffman’s (1959) work about the dramaturgical presentation of the (employable) self we examine 
graduate selection as a ‘talent spotting’ and ‘audition’ process. We identify employers expectations of 
an employable graduate and the ‘performance’ required of a graduate to ‘stand out’ and be successful 
in the selection process.  Graduate recruitment is an important point in the talent pipeline and the 
study has implications for policies concerning diversity, social inclusion, capability development and 
organizational performance. 
Dr Valerie Anderson, University of Portsmouth 

The paradox of managerial silencing regulations for employee voice. 
This paper advances the concept of ‘managerial silencing’, developed from analysis of European 
institutional regulations designed to enhance employee voice opportunities. The findings show 
that regulations initially deployed to enhance employee voice were found to produce the opposite 
effect, namely employee silence. The findings are explained from an analysis of agency capacity of 
management actors to re-formulate structures and narratives for particular voice arrangements at 
workplace level, promoted initially by institutional context changes. The data are drawn from three case 
studies in different sectors of economic activity in the Republic of Ireland and United Kingdom. 
Dr Eugene Hickland, Dublin City University
 
Worker perspectives on having a voice.  
Practitioners and organizational scholars have long been interested in employee voice, for its promises 
of increased performance through harnessing the knowledge, insights and creativity of employees; as 
well as a social-justice tool for increasing participation in the decisions that impact employees’ working 
lives. Yet research to-date tends to overlook the individual worker perspective, as well as the impact of 
external changes (such as platform-based work systems and growing automation) on the ability 
to have voice at work. In this paper, we aim to understand how organisations can create the 
environment for people to have effective voice, by examining the antecedents and outcomes of  
 voice in the modern economy. 
Louisa Baczor, CIPD  
Professor Helen Shipton, Nottingham Business School
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Host and Event partners:

15:25- 16:30  | 4E: Health and well-being

An exploratory and conceptual study of common mental health conditions  
and sustainable working lives.  
The paper offers fresh theoretical perspectives on employment in relation to common mental health 
conditions. Experiences of employees with a common mental health condition are explored through 
a lens based on sustainable working lives and social model of disability. Semi-structured interviews 
were conducted with employees reporting long-term common mental health conditions. The findings 
highlight realities of self-coping strategies, support from external/third-parties to the employment 
relationship, and employer-led HRM and occupational health practices. Analysis reveals a range of 
disabling forces undermining employment sustainability. A key contribution is unifying conceptual 
frameworks to advance HRM theory related to common mental health and employment. 
Dr James Richards, Heriot-Watt University  
Professor Wendy Loretto, University of Edinburgh
 
15:55 | Sickness Presenteeism: Friend or Foe?  
Sickness presenteeism (SP) – working whilst unwell - is a growing concern due to its potentially 
damaging effects on employee health and productivity.  However, since work can be restorative to 
health, SP should not be viewed as an inherently negative phenomenon. This paper explores the extent, 
nature, and impact of SP in a UK sample.  Consistent with international research, SP in this UK sample 
was significantly more prevalent than sickness absence (SA).  Although it’s commonly assumed that SP 
is used as a substitute for SA, the findings suggest instead that when unwell employees tend to engage 
in both SA and SP.  
Dr Zara Whysall, Nottingham Trent University

Talent Management: From practice to theory and back again 
Talent management is now a key focus for HR practitioners and c-suite executives alike and often 
regarded as a major challenge. It has also become an emerging area of focus within the academic 
community slowly gaining legitimacy and a stronger evidence base, but the influence of this research 
on practice is limited. In this session, Professor David Collings will chart the emergence of talent 
management as an area of practice and consider some of the challenges it faces in both practice and 
theory. He will outline a framework of talent management, present key research findings which should 
aid practitioners in designing effective talent programmes and discuss the future research agenda in this 
crucial aspect of people management. 
Professor David Collings, Dublin College University

16:40-17:25 |   Plenary; Talent Management: From practice to theory and back again
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