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Chapter 1 Continuity and Change in HRM: A (Slightly) Subversive View  

Chris Brewster and Carolina Feliciana Machado  

 

Abstract Human resource management plays a fundamental role in organizations and can be seen as a strategic program 

or a more humanistic field of study. In the current context, marked by disruption and the VUCA world (volatility, uncer 

tainty, complexity, and ambiguity), HRM faces increasing challenges. The Covid-19 pandemic has accelerated changes 

in work, making so-called “wicked problems” more evident, that is, complex issues with no single solution. The 

CRANET database provides insights into HRM practices at a global level, contributing to adaptation to new realities. 

Furthermore, technological transformation continues to reshape the relationship between work and talent management. 

Stakeholder HRM is gaining relevance in academia, highlighting the need to align organizational practices with social 

and scientific expectations. With this dynamic scenario, HRM must balance efficiency and well-being, adopting innova-

tive approaches to managing people in times of constant change. The challenge we set ourselves with this chapter is to 

know whether, in disruptive times, such as the ones we are living in, we need to rethink HRM.  
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C. Brewster and C. F. Machado 1.1 Introduction Human Resource Management (HRM) in a disrupted world faces un-

precedented challenges and opportunities driven by factors such as digital transformation, automa tion and globaliza-

tion, and de-globalization. Among some of the main challenges that have been most frequently manifested, digitaliza-

tion and automation are perhaps the most significant, with artificial intelligence (AI) and automation redefining tasks 

and functions, requiring human resource management to adapt to new requalifica tion strategies (reskilling) and skills 

improvement (upskilling) (Parry & Battista, 2019). Remote and hybrid work is a growing modern reality. The tradi-

tional work and employment model is giving way to, or taking us back to, more flexible formats, requiring, for many 

businesses, a rethinking of organizational culture, with new approaches to leadership and employee engagement. Issues 

related to diversity and inclusion, and continuous adaptation and organizational agility may be needed to face these 

challenges within organizations. Shortage of specialized labor are pressuring governments in relation to migration and 

forcing organizations to adopt new tech nologies and innovative attraction and retention strategies, such as employer 

branding and well-being programs. Although they have faced a major push-back in the USA recently, diversity and in-

clusion may be a valuable tool for organizations, enabling them to develop more varied workforces and requiring the 

development of active policies and an open mindset to change (O’Higgins & Zsolnai, 2017). To develop continuous 

adaptation and greater agility, organizations in certain sectors at least will be required promote agile HRM, capable of 

responding quickly to changes in the market and society in general, promoting a mindset of innovation and continuous 

learning. These challenges are a constant concern in many organizations today, but they also constitute a source of op-

portunities for HRM. The increasing use of technology in human resources, such as People Analytics, AI, and automa-

tion, at least in larger organizations, contributes to optimizing processes such as recruitment, onboarding, and perfor-

mance management. Creating work environments that prioritize employee experience and well-being helps to increase 

productivity and talent retention (Parry & Battista, 2019). At the same time, it is essential that HRM promotes a culture 

of continuous learning and adaptation, thus helping employees remain relevant assets in the market. Leadership, from 

transformational leaders who inspire, communi cate well, and are adaptable will play a fundamental role in leading 

teams in the challenging times in which we live. In short, in a disrupted world like ours, HRM must be proactive, inno-

vative, and people-centered to ensure that organizations thrive in a constantly changing environment. Following these 

challenges and opportunities, this chapter seeks, in a critical way, to address the issue of HRM in a disrupted world, so 

the central question that arises is whether, in these disrupted times, do we need to rethink HRM? 1 Continuity and 

Change in HRM: A (Slightly) Subversive View 5 1.2 Human Resource Management: Construct Clarity Human Re-

source Management is a multifaceted field that can be analyzed both as a proposed action program and as an academic 

and professional field of study. The aim below is to explore both aspects with a focus on strategic HRM and its connec-

tion with organizational performance. 1.2.1 HRM as Program HRM can be seen as a set of strategic policies, processes, 

and practices that an orga nization implements to manage its employees effectively. Within this perspective, the ap-

proach that has been (somewhat redundantly) titled Strategic Human Resource Management seeks to align HRM prac-

tices with the company’s strategic objectives. Strategic Human Resource Management The “hard” perspective of HRM, 

initially associated with the Michigan School, emphasizes human resource management as an instrument for achieving 

organi zational efficiency. In this approach, workers are seen essentially as resources that must be managed rationally to 

ensure the company’s productivity and competitive ness. Like other resources, the objective is to obtain the best possi-

ble quality at the lowest possible price, to develop them as much as possible and to get rid of them when they are no 

longer productive or can be replaced by some other person or technology capable of doing the work more cost-effec-

tively. This approach notes that the labor force is, in nearly all organizations, the largest single element of variable 

costs–and the source of innovation and customer service. The Michigan model is based on a unitarist logic, where the 

interests of the organization are seen as the same as, or (where that is not possible) prevail over, labor force interests, 

with HRM focused on structured processes such as recruitment, performance evaluation and results control. The main 

objective of SHRM is to align management practices with the company’s strategy, ensuring that employees contribute 

effectively to organizational success (Boselie et al., 2009). This perspective is characterized by a strong emphasis on 

quantitative indicators, such as performance targets, operational efficiency and return on investment in human capital. 

The training and development of workers are seen as means to maximize their usefulness within the company, while 



motivation and individual well-being receive less attention. Thus, the Michigan School represents a pragmatic and 

mechanistic view of people management, in which employees are considered productive factors to be optimized. 6 C. 

Brewster and C. F. Machado 1.2.2 HRM as a Field of Study On the other hand, what was initially termed the Harvard 

School adopts a “soft” approach to HRM, focused on people and their appreciation as strategic assets of the organiza-

tion. This perspective argues that workers should not be seen simply as resources but rather as stakeholders, partners in 

the organizational process, whose well-being and personal development directly influence the company’s performance. 

The Harvard model is based on a more pluralistic logic, recognizing that the interests of employees and the organization 

are not always perfectly aligned, and it is neces sary to find a balance between business objectives and individual needs 

(Beer et al., 2015). Human resource management, in this view, is not limited to obtaining short term results but is also 

concerned with aspects such as motivation, involvement, orga nizational culture, and employee satisfaction. To achieve 

this, organizations focus on open communication, active participation of employees in decision-making, and the contin-

uous development of skills. This softer approach to HRM recognizes that more humane and integrated management 

practices contribute to better organiza tional performance in the long term, as satisfied and committed workers tend to 

be more productive, innovative, and loyal to the company. Although they are different approaches, the perspectives can 

be complemen tary. The “hard” vision ensures a clear alignment between organizational strategy and people manage-

ment, guaranteeing efficiency and measurable results, and the “soft” approach promotes a healthier and more sustaina-

ble work environment, where workers feel valued and motivated to contribute to their maximum potential (Boselie et 

al., 2009). Today, many organizations seek a balance between these two views, combining the discipline and structure 

of the Michigan model with the appreciation of human capital advocated by the Harvard model. This way, they can 

achieve both their strategic objectives and a more harmonious and productive work environment. This fundamental dif-

ference of views is just one of many debates in HRM: the field has generated much discussion about its real effective-

ness. Criticisms are frequently heard, for example, about the disconnect sometimes felt between theory and practice, 

where models developed in the research are not always applicable to the organiza tional context; the growing challenge 

in terms of measuring the impact of developed HRM (as the relationship between HRM practices and organizational 

performance is very often neither linear nor immediate); or even the growing influence that tech nology and automation 

have been exerting in challenging the traditional role of HRM, while at the same time raising ethical questions about the 

future of work. In short, HRM can be seen both as an organizational program applied mainly in large private sector or-

ganizations (with a strategic focus on talent management and creating value for the company) and as a field of study 

(which seeks to understand and optimize the relationship between people and organizations in every context). However, 

its effectiveness depends on the ability to overcome challenges such as the lack of a clear connection between HRM 

practices and business results, as well as the need to continually adapt to new market and technology demands (Boselie 

et al., 2009). 1 Continuity and Change in HRM: A (Slightly) Subversive View 7 1.3 A Disrupted World The future of 

work and human resource management (HRM) is being shaped by emerging technologies, globalization, and changing 

workforce demographics. Arti f icial intelligence, robotics, and digitization are automating tasks and enabling more f 

lexible work arrangements (Parry & Battista, 2019). This technological disruption presents increasing, and increasingly 

complex, challenges for HRM professionals, who must help businesses to decide on the impact of the technology on the 

amount of human labor that will be required–whether redundancies will occur–and help those employees who will re-

tain their jobs to update skills. They will also have to address potential negative effects on wellbeing (Parry & Battista, 

2019). The evolving land scape requires new HRM strategies to manage global workforces, balancing flexi bility with 

employee well-being, and developing the needed skills for the digital age (Brewster et al., 2000; Burke & Cooper, 2006; 

Holland et al., 2024). Organizations are exploring innovative approaches to employee engagement, performance man-

age ment, and workplace ethics in technology-driven environments (Gupta & Sharma, 2016; Hough et al., 2015). While 

these changes offer opportunities for efficiency and new occupations, they also raise concerns about job obsolescence, 

job loss, and working conditions in the ever expanding gig economy (Wilkinson & Barry, 2020). 1.3.1 The VUCA 

World The concept of VUCA emerged at the end of the Cold War and was popularized in the 1990s to describe a Vola-

tile, Uncertain, Complex, and Ambiguous world. This model is currently widely used in the business and management 

contexts to describe a constantly changing and highly unpredictable environment. Taking a closer look at the dimen-

sions of the VUCA world (Taskan et al., 2022), we can highlight that each of them presents specific challenges for or-

ganizations and for HRM (Hamid, 2019). When we talk about volatility, we are referring to changes that occur quickly 

and unexpectedly (such as pandemics, financial crises, or disruptive technological advances). In terms of HRM, this 

volatility implies a growing need for rapid adaptation with regard to labor strategies, as well as the promotion of greater 

flexibility in ways of working. The difficulty in predicting the future, given the few historical references that help antici-

pate trends, is at the root of uncertainty. Often resulting from the development of new digital business models that chal-

lenge traditional industries, and traditional ways of working, this uncertainty leads to the need to promote greater invest-

ment in continuous learning and organizational resilience. Complexity results from the interaction of forces at a global 

level, which brings multiple, inter-connected, challenges that are difficult to understand and resolve. The impact of so-

cial networks on organizations, as well as the use of global supply chains, are examples of this complexity, which leads 

to a greater need for knowledge and specialization, as well as the existence of leaders capable of 8 C. Brewster and C. F. 

Machado developing systemic thinking. Finally, we are faced with the ambiguity resulting from the difficulty in obtain-

ing clear and/or objective answers to the different situations that organizations face. The interpretation of data itself be-

comes increasingly subjective. To deal with this disrupted world, organizations need to develop new approaches to peo-

ple management. Specifically, it is urgent to promote the development of agile and resilient leaders capable of making 

quick and effective decisions (Raja, 2021). Agile organizations (with less hierarchical and more flexible structures to 



respond to environmental changes), the strategic use of technologies (using, for example, artificial intelligence to make 

data-based decisions), continuous training (based on promoting lifelong learning and flexibility of skills), as well as a 

focus on well being and culture (through the construction of a strong organizational culture that supports employees in 

times of change), are some of the possible strategies that can be developed by HRM as a way of responding to the 

VUCA world (Hamid, 2019). It is important to highlight here that more recently some researchers (Koman et al., 2024; 

Vinutha et al., 2024) have begun to emphasize the need to replace the VUCA concept with the BANI (Brittle, Anxious, 

Nonlinear, Incomprehensible) model, arguing that the world, in our days, is not only volatile but also fragile, anxious, 

nonlinear and incomprehensible. However, whether VUCA or BANI, the fundamental thing that is emphasized is that 

organizations and HRM professionals need to adopt a mindset of continuous adaptation and innovation, contributing to 

organizations being able to prosper, even in uncertain scenarios. 1.3.2 But is that Really the Case? Whether we are liv-

ing in a VUCA or a BANI world where HRM is more diffi cult to manage is a moot point–people have been saying this 

for centuries (Grint, 2022). In his critical article, “Wicked Problems in the Age of Uncertainty”, Grint (2022) explores 

the concept of “wicked problems” in the context of the contempo rary era, marked by significant uncertainties. He ar-

gues that we are living in unprece dented times, where complex and difficult-to-solve problems, such as the COVID-19 

pandemic, challenge traditional approaches to leadership and management. Origi nally introduced by Rittel and Webber 

in (1973), the term “wicked problems” refers to issues that are difficult to define and lack clear or definitive solutions. 

These problems are characterized by multiple interconnected causes, stakeholders with divergent perspectives, and un-

predictable consequences. The COVID-19 pandemic is a contemporary example of a wicked problem requiring adap-

tive and collaborative responses. Grint (2022) suggests that tackling wicked problems requires a form of leadership that 

goes beyond traditional command and control approaches. In this context, he advocates for leadership that involves 

multiple stakeholders (thus recog nizing the diversity of perspectives and experiences needed to address complex prob 

lems), that promotes experimentation and continuous learning (since there are no pre defined solutions, it is crucial to 

test different approaches and learn from the results), 1 Continuity and Change in HRM: A (Slightly) Subversive View 9 

and that focuses on building organizational resilience (preparing organizations to adapt to rapid and unexpected 

changes). In short, Grint’s (2022) article highlights the importance of recognizing the complex nature of contemporary 

problems and the need for leadership and manage ment approaches that are flexible, inclusive, and oriented toward con-

tinuous learning. The COVID-19 pandemic provided an exemplary case. 1.3.3 The COVID-19 Pandemic The COVID-

19 pandemic was an extreme example of the VUCA reality, accel erating transformations in work, the economy, and 

society. Organizations had to respond quickly to unforeseen challenges, and, especially in larger organizations, HRM 

was central to that. As one of the most disruptive events of the modern era, the COVID-19 pandemic accelerated social, 

technological, and organizational transformations, forcing organizations and professionals to adapt quickly (Caligiuri et 

al., 2020; Machado & Davim, 2022a). HRM took on a central role in this adapta tion by promoting new ways of work-

ing, employee well-being, and organizational resilience strategies. The pandemic triggered changes that were already 

underway, but which ended up being accelerated by the crisis. As an example, remote work, and hybrid remote/office 

work, became the norm in a significant number of organi zations, requiring new forms of collaboration and leadership. 

At this level, digital acceleration, based on technologies such as artificial intelligence, automation, and People Analyt-

ics, has assumed a crucial role in the management of remote teams (Amankwah-Amoah et al., 2021). As issues related 

to mental health and well-being begin to take on particular prominence, some organizations have begun to invest more 

in the emotional and psychological support of employees (Henke, 2022). It has been argued that reskilling and up-

skilling and the promotion of adaptive leadership have become more of a reality (Hüsing et al., 2021). Indeed, if, on the 

one hand, the increased need for new skills led to greater investment in ongoing training, on the other hand, in terms of 

leadership, managers needed to develop their skills in terms of empathy, resilience, and agile decision-making capacity. 

As a result, even of there may be evidence that the pandemic effects o management are rec3ding and in many cases 

things have reverted to pre-pandemic approaches, the crisis emphasized that HRM must be more strategic and agile in 

order to face future disruptive scenarios. The pandemic was a resilience test for organizations and employees, accelerat-

ing trends that were already underway. In the context of a disrupted world, HRM plays a fundamental role in creating 

flexible, innovative and people-centered companies, capable of facing future uncertainties with greater capacity for suc-

cess. 10 C. Brewster and C. F. Machado 1.4 HRM in a Disrupted World As we have observed, HRM in a disrupted 

world requires agility, innovation, and a strategic focus on human capital driven by technology, socioeconomic changes, 

and new ways of working (Minbaeva, 2021). Leaders must prioritize continuous adaptation, fostering flexible organiza-

tional cultures, digital skills development, and employee well-being. Artificial intelligence, automation, and hybrid 

work models are redefining careers, requiring skills-based recruitment, continuous learning, and empathetic leadership 

(Machado & Davim, 2023; Machado & Davim, 2022b). Furthermore, despite what has been happening in the USA, di-

versity, inclusion, and sustainability become fundamental pillars for engaging talent and maintaining competitiveness in 

a dynamic and uncertain environment. But if it is true that many challenges are faced, it is also true that there are many 

questions that are raised. Let’s look at some of them. 1.4.1 The Cranet Database (https://cranet.la.psu.edu/) The Cranet 

database is an international initiative that aims to collect and analyze data on HRM policies and practices in organiza-

tions in different countries. Established in 1989, Cranet has become the largest and most consolidated scientific research 

network in the field of HRM, currently covering more than 40 universities and busi ness schools worldwide (CRANET 

Research Network, 2025). The network conducts regular surveys, usually every four or five years, to collect compara-

tive data on topics such as HRM structure and policies, recruitment and selection, staff development, compensation and 

benefits, and labor relations. The results of these surveys provide a valuable basis for comparing the activities of differ-

ent organizations, both nation ally and internationally. This allows for a systematic analysis of trends in HRM, with the 



results disseminated through academic publications, conferences and semi nars. Aware of all the challenges and oppor-

tunities faced by HRM specialists, the latest executive report (CRANET Executive Report, 2023:1) highlighted that “the 

rise of disruptive trends, such as automation and the algorithmization of HRM, often promoted through HRM or people 

analytics tools, has gained momentum. These trends have significantly affected the daily work of HRM professionals 

worldwide, prompting questions about the enduring changes in core HRM activities and respon sibilities. Additionally, 

there is growing interest in comparing how different countries manage the impact of these challenges.” Nevertheless, in 

many of the basic areas of HRM, the surveys show that change is limited and slow. Despite the scholarly and consul-

tancy rhetoric, most of the basic aspects of HRM have continued to operate with only limited change. 1 Continuity and 

Change in HRM: A (Slightly) Subversive View 11 1.4.2 Technological Change Technological change has been a con-

stant throughout history, but it has not always been linear or homogeneous. Since the Industrial Revolution, through 

electrifica tion and the digital age, innovation has brought disruptive leaps that have trans formed societies and econo-

mies. However, adoption of these changes varied signif icantly across countries, sectors, and companies. While some 

nations and industries have thrived on new technologies, others have lagged behind, stuck in outdated infrastructure or 

business models that resist transformation. The technological acceleration of recent years is not unprecedented. Since 

the 1950s, we have envisioned automation and artificial intelligence as forces that could replace human labor and recon-

figure markets. What changes now is the depth and scale of the transformation. Generative Artificial Intelligence (GAI), 

with models like ChatGPT, marks a possible turning point: it is no longer just about machines that automate repetitive 

tasks but about systems that create, analyze, and interact in an increasingly sophisticated way (Budhwar, 2023). This 

new paradigm raises critical questions about the concentration of power in the technology sector. Large companies in 

WEIRD (Western, Educated, Industrialized, Rich, and Democratic) countries (Wooliscroft & Ko, 2023) have the capital 

and access to talent to dominate this revolution, reinforcing oligopolies and making it more difficult for new companies 

or emerging economies to compete. The asymmetry in the development and control of these technologies can intensify 

global inequalities, both between nations and within countries themselves. In the job market, the impact will be pro-

found and ambivalent. While automa tion and AI can increase productivity and create new opportunities, many roles 

will become obsolete or reconfigured. Creative, legal, and even technical professions are under threat as a new balance 

between humans and machines is sought. The question is not just “Which jobs will disappear?” but rather “How will the 

concept of work itself be restructured?”. This latest technological change is different. In previous industrial revolutions 

jobs that disappeared were (eventually, and usually after many years of misery and stress) replaced by other jobs. In the 

AI revolution jobs that were done by human beings will be replaced by tasks that the AI can complete itself: there may 

be no alternative roles for humans to go into. It is too early to be able to say what the new AI world will look like and 

how it will affect work, employment, and our societies more generally, but never before have we faced such broad and 

rapid change, driven by machines that learn and create. The challenge is not just technological, but political and ethical: 

how to regulate, distribute benefits and mitigate risks, without stifling innovation? The answer will determine whether 

this inflection point results in a future of greater prosperity or a new era of inequality and instability. 12 C. Brewster and 

C. F. Machado 1.4.3 HRM and Work HRM has traditionally focused its studies on employment–a formal contract for 

work to be done between an employer and an employee. This is a pattern that historically has only existed for a couple 

of hundred years, that sectorally only applied to certain industries and people, and that geographically does not apply to 

most people in the world who do their work in the informal economy. Only a relatively narrow range of jobs fit into for-

mal models of wage employment and standardized employment relationships. This analytical limitation has become 

even more evident in a context of accelerated disruption, where the concept of traditional employment is being eroded. 

In the developed economies, however, employment has dominated the debate amongst governments, businesses, and 

individual workers. Employment has always played a central role for multiple stakeholders: employers, investors, retir-

ees, employees, employees’ families, governments, and supranational bodies such as the European Union. The stability 

and predictability of formal employment have supported social protection systems, pension financing, tax collection, 

and the func tioning of national economies. However, this centrality is decreasing. Automation, the platform economy, 

temporary work, and the growth of the informal sector ques tion the viability of employment as a structuring axis of the 

economic and social system (Janampa et al., 2022). In the WEIRD countries, there has always been a substantial 

amount of work that does not occur through formal employment. Domestic, voluntary, care work, creative work, and 

especially the unpaid work of (mainly women) carers and charity workers often escape the metrics of HRM and tradi-

tional economics. In the so-called “majority world”, the situation is even more extreme: a large part of the population 

has never been part of the classic model of wage employment, depending on informal economies, subsistence, or com-

munity dynamics to survive (ILO, 2018). The current disruption is merely making this reality more evident, rather than 

being an entirely new phenomenon. The proportion of work outside formal employment is increasing substantially, both 

in WEIRD countries and in the majority world. The precariousness of work, the rise of freelancers and platform work-

ers, as well as the growth of unpaid work, indicate that the classic employment model is losing strength (Pathiranage, 

2024; Sutherland et al., 2020). HRM, by remaining focused on the traditional employer employee relationship, risks 

becoming obsolete and irrelevant to understanding and managing new work realities. Stakeholders appear uncertain 

about the response to this structural change. Governments hesitate between trying to regulate new forms of work or let-

ting them f lourish without interference. Companies benefit from flexibility but face challenges in retaining talent and 

creating organizational culture. Social protection systems remain designed for an era of stable employment, while citi-

zens increasingly find themselves responsible for their own livelihoods without conventional safety nets (Vandevenne & 

Vanroelen, 2024). The lack of a strategic vision worsens uncertainty and increases inequalities. 1 Continuity and 

Change in HRM: A (Slightly) Subversive View 13 Perhaps it is time to change the focus of HRM studies. Instead of 



studying jobs, we should study work in all its forms. This would imply a more comprehensive and interdisciplinary ap-

proach, which recognizes the different types of work that sustain society and the economy. By expanding the analysis 

beyond the boundaries of formal employment, we can better understand how people work, how they create value, and 

how they can be supported in a world where employment is no longer the norm. 1.4.4 The Rise of Stakeholder HRM (in 

Academia) The stakeholder perspective has always been part of the tradition of human resource management as a field 

of study, being central to the Harvard model proposed by Beer et al. (1984). This innovative model highlighted that 

HRM should not be seen solely as a business function focused on the interests of employers but rather as a system that 

balances the needs of multiple stakeholders, including employees, investors, govern ments, and society at large. How-

ever, despite this initial vision, mainstream HRM practice has been captured by a more instrumental and one-dimen-

sional approach, focused on organizational performance and maximizing productivity, often at the expense of the well-

being of workers and other stakeholders. Three decades later, Beer et al. (2015) reassessed this multi-stakeholder per-

spec tive, arguing that HRM should return to its roots to address contemporary work challenges. Their critique points to 

the field’s failure to effectively integrate social and ethical concerns at a time when job insecurity and economic ine-

qualities are on the rise. Although stakeholder rhetoric has been revived in recent discourses, in practice, HRM remains 

largely dominated by short-term metrics and an emphasis on organizational performance, to the detriment of a genuine 

commitment to balancing interests. Thus, the rise of stakeholder HRM in academia seems more like a belated return 

than a true innovation, highlighting the need for a renewed effort to make this approach an effective reality in work 

management. In recent years, academia has seen a proliferation of ‘adjectival’ HRM, with subfields such as Green HRM 

(Alcaraz et al, 2017;Harris&Tregidga, 2012; Renwick et al., 2016), Socially Responsible HRM (Aust et al., 2020; 

Raubenheimer & Rasmussen, 2013; Sarvaiya et al., 2018; Shen & Benson, 2016), Sustainable HRM (Brewster & 

Brookes, 2024; Guerci & Carollo, 2016; Ren & Jackson, 2020; Stahl et al., 2020) and Common Good HRM (Aust et al., 

2020). These approaches seek to expand the role of HRM beyond traditional business interests, incorporating envi ron-

mental, social, and ethical concerns. However, this fragmentation raises critical questions about the coherence of the 

field. Rather than representing a solid concep tual advance, this multiplication of terminologies can dilute the impact of 

HRM by dispersing research efforts and hindering its practical implementation. Furthermore, despite the increasing fo-

cus on social responsibility and sustain ability, the actual influence of these approaches on labor management remains 

limited. Many of these variants are superficially adopted by companies as part of 14 C. Brewster and C. F. Machado 

branding and institutional legitimacy strategies, without causing significant struc tural changes in the relationship be-

tween labor and capital. Models such as Triple Bottom Line HRM (Bush, 2020; Elkington, 2018) and Quadruple Bot-

tom Line HRM (O’Higgins & Zsolnai, 2017) promise to balance economic, social, and environmental objectives, but 

they often end up being instrumentalized to reinforce existing busi ness practices. Thus, the rise of stakeholder HRM in 

academia reflects more of a rebranding trend than an effective transformation of working practices in a disrupted world. 

Finally, it is important to highlight that the rise of stakeholder HRM in academia reflects different perspectives on the 

role of employment in a disrupted world. Some scholars take an interest congruence view, suggesting that it is possible 

to align the needs of employers with those of workers and other stakeholders without deeply ques tioning the founda-

tions of the capitalist system (Buchanan et al., 2025). This approach often emphasizes strategic talent management, 

worker well-being, and corporate social responsibility, but remains rooted in a market logic where employment remains 

the main vehicle for wealth distribution and social stability. On the other hand, some perspectives adopt a broader view, 

recognizing that technological transformations, the precariousness of work and the growth of the informal sector chal-

lenge the centrality of traditional employment (Song, 2024). These scholars argue that HRM needs to expand its focus 

beyond formal employ ment relationships and consider new forms of work organization and value redistri bution (Lynn 

et al., 2023). At the more radical end of the spectrum, some advocate a complete overhaul of existing capitalist systems, 

instigated by HRM experts them selves. They argue that structural inequalities, exacerbated by the erosion of stable em-

ployment, require a redefinition of economic and social institutions, including the redistribution of work and wealth in a 

more equitable way (ILO, 2021). However, this view faces significant resistance, both in academia and in business prac-

tice, as it directly challenges the interests of the economic and political elites that traditionally shape labor policies. 1.5 

Final Remarks … So, in these disrupted times, do we need to rethink HRM? In a disrupted world, HRM faces the chal-

lenge of reinventing itself. For decades, the field has focused primarily on the relationship between employers and em-

ployees in the context of formal wage labor, ignoring the multiple ways in which work is organized and performed. To 

remain relevant, HRM needs to expand its scope and examine work in all its manifestations–not just traditional employ-

ment but also informal, voluntary, domestic, and digital work. This expansion of the field of study does not mean aban-

doning organizational analysis, but recognizing that work management transcends the limits of the conventional com-

pany and extends to multiple sectors and forms of organization. 1 Continuity and Change in HRM: A (Slightly) Subver-

sive View 15 Furthermore, a critical rethinking of HRM requires the inclusion of all stake holders. For a long time, the 

discipline has predominantly served the interests of employers and managers, treating workers as resources to be opti-

mized for produc tivity and profit. However, a more holistic approach would recognize that the impacts of HRM extend 

to families, communities, governments and society as a whole. The current crisis of precarious work and labor inequali-

ties highlights the need for a model that not only optimizes organizational efficiency, but also promotes social justice 

and sustainability. HRM must also go beyond its geographical boundaries and recognize the diver sity of work contexts. 

Many of the relevant theories and practices were shaped in the big private sector businesses of Western industrialized 

countries (WEIRD), disre garding realities not only among most businesses in those countries but also of most busi-

nesses, large and small, in the “majority world”, where formal employment is often the exception rather than the rule. 

Applying the same models to such different contexts without recognizing their specificities results in a limited vision 



and, some times, in the imposition of values that do not reflect local needs. By adopting a global and inclusive perspec-

tive, HRM can become more relevant and applicable to different economic, social and cultural realities. Finally, we 

must recognize the tensions and power relations inherent in HRM, without illusions about its transformative potential. 

The field of academic study alone will not change the world, but it can provide analytical tools for better understanding 

of the inequalities and contradictions of contemporary work. Accepting this limita tion does not mean giving up criti-

cism, but adopting a realistic stance on the role of academia in constructing a more informed and conscious discourse 

about work. Rethinking HRM is not just a theoretical necessity–it is an essential step towards understanding and navi-
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