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rencontrons peu d’hypothéses, d'opinions, en
un mot de prise de risque et d’engagement.
Nous ne nous attendions pas a cela sur un
theme aussi... engageant ! En outre, la struc-
ture méme du livre (autant de chapitres que
d’articles d'auteurs différents) conduit a des
redondances, sans qu’une ligne directrice
majeure puisse étre dégagée. De fait, les
chapitres peuvent étre lus dans n’importe
quel ordre, donnant lieu a une mosaique
d’'idées et non une progression logique,
chronologique ou méme thématique. Par
conséquent, la lecture se heurte a des répé-
titions et en devient parfois ennuyeuse. En
troisiéme lieu, bien que parmi les auteurs se
trouvent des spécialistes du sujet de la valida-
tion des acquis de I'expérience ou VAE (par
exemple, A.F. Bender), ce théme n’a pas été
traité dans le cadre de cet ouvrage alors qu'il
aurait pu apporter des éléments intéressants
du type : quelle est la proportion masculine
et féminine de candidats a la VAE ? La VAE
constitue-t-elle un levier pour |'égalité des
chances ? Cette nouvelle modalité d'acces
au dipldme qu'est la VAE constitue un
facteur important de changement potentiel
en matiére d'accés a des emplois qualifiés en
France, ainsi qu’une différence clé par rapport
aux deux autres pays francophones étudiés
dans l'ouvrage, le Canada et la Belgique. Or,
selon le ministére de I'Emploi, les femmes
sont les plus nombreuses a vouloir profiter
du dispositif puisque 60 % d’entre elles
s'informent surla VAE et que 67 % posent leur
candidature (en particulier pour les diplomes
relevant des Affaires sociales, de I'Education
nationale ou des ministéres de I'Emploi),
se servant de la VAE pour faire reconnaitre
leur métier et réclamer une augmentation
de salaire. Enfin, nous aurions également
trouvé intéressant d'introduire des éléments
de psychologie cognitive pour expliquer la
situation de discrimination décrite. A titre
d’exemple, la théorie sociale cognitive offre
un modeéle puissant et empiriquement valide
de la facon dont les stéréotypes fabriquent
de la discrimination. Au final, I'ouvrage méle
évidences et éléments contre-intuitifs — et
par conséquent intéressants : est-ce parce
que le théme est galvaudé ou empreint de
préjugés ?
Hédia Zannad
Groupe ESC Rouen
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The Handbook of Human Resource
Management Education: Promoting
an Effective and Efficient Curriculum

Edited by Vida Gulbinas Scarpello,
Thousand Oaks, Calif.: Sage Publications,
464 pp., ISBN 978-1-412954-90-7.

In this comprehensive reference book on Hu-
man Resource Management (HRM) Educa-
tion, the editor combines a wide-ranging mix
of thought-provoking articles, research and
pedagogical papers from thirty-five authors,
each with an academic background shaped
by varying practical experiences in HRM.

The book openly confronts a recognized
difference between educational qualifica-
tions and the demands of the field by clearly
addressing various forms of and issues in HRM
education at both undergraduate and gradu-
ate levels, including behavioural sciences,
competencies, globalization of education,
micro- and macro-organizational concepts
and stakeholder views.

Acknowledging that there are gaps
between academicians and the HRM profes-
sion, the book includes articles which address
some topics usually neglected in HRM educa-
tion. One such chapter offers a model of
knowledge transfer in HRM based on the inte-
gration of practice, research and education.
This approach offers a solution to some of
the editor’s own criticism of the gulf between
traditional and multidimensional approaches
to HRM education. The model bridges the
gulf between those barriers which prevent
research-based knowledge from being applied
to HRM practice, and those which preclude
changes in HRM practice from influencing
research and education.

The editor is unapologetic about the
emphasis on academic input, detailing the
credibility these particular academic authors
enjoy because of their various experiences
in organizationally relevant issues, a focus
Scarpello suggests is lacking in HRM generally.
Of equal significance must be the fact that
academicians might be best placed to under-
stand curricula and training issues applicable
to HRM needs.

The various chapters of this book cover
training and practice from the historical and
current perspectives, accounting for the
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variety of education programs on offer —
undergraduate, graduate and international;
in face-to-face, distance and online delivery
models. Roughly half of the book analyses
different approaches, emphases, and compo-
nents in HRM education. It is in this first
section that we find a chapter devoted to
“What We Should Know but (Probably) Never
Learned in School” (by Klein et al.), reporting
on HR education in psychology departments.
Crossing the divide between academia and
practice, this research reviewed the relevant
academic literature and interviewed profes-
sionals, in the process developing five themes
which they argue address the disconnect
between “what is taught in, and what is
desired from,” Masters-level programs. The
authors challenge academic and business to
take up these themes in a joint effort to bridge
the gaps.

The latter half of the book focuses on prac-
tice, comprising research findings and articles
which address micro- and macro-organiza-
tional concepts, stakeholder views, and issues
of success and failure relevant to HRM. This
section includes some cases where research
and practice have converged. For example,
in “Some Psychological Concepts Essential
for Human Resource Managers,” Murray and
Dulebohn cover psychological theories they
believe have already influenced or have poten-
tial to impact successfully on HRM practice. In
a practical approach, the theories are indi-
vidually assessed for their HRM implications,
and applied to the principal activities of HRM
— staffing, compensation and performance
management — thus offering realistic and
useful illustrations of successful theory-prac-
tice relationships.

In another example of a practical nature,
Scarpello relates HRM management directly
to the organizational context, demonstrat-
ing the need for HRM practice to match the
needs of the organization. “Fundamentals of
Organizing” describes implications which the
organizational structure may have for HRM
personnel, functions, policies and processes.

Given its focus on the divide between
education and practice, the book offers an illu-
minating section reporting stakeholder views
of HRM education. Through interviews, focus
groups and surveys, three chapters describe
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research projects which convey the assess-
ment of HR executives, employees, unions and
accreditation bodies on HRM education and
its fit to their various needs. Shore, Lynch and
Dookeran explore the opinions of the business
community in “HR Executives’ Views of HRM
Education.” Coming from an alternative angle,
in “Labor Stakeholder Views of HR Profes-
sionals,” Graham and McHugh canvassed
union leaders and unionized workers for their
views on the strengths and weaknesses of
HR professionals with whom they work. One
of the comments they report from a union
leader, “I think we can learn from each other
absolutely” encapsulates the message which
this editor conveys throughout the book.

It is entirely appropriate therefore that
the following chapter explores “Strategic
Partnerships between Academia and Prac-
tice.” Describing the essential problem — that
academicians dictate courses of study, faculty
expertise significantly influences the content,
and university processes are too slow to
respond as HR practice may shift — Cohen
seeks to learn what knowledge is required
when starting a career in HR. With such a
direct question asked of practitioners, acade-
micians and students, the data reported in
this chapter provide an effective foundation
on which HRM curricula might be developed.
They show common denominators described
by the informant groups, and the author
prescribes clear steps for action to address the
gap between education and the field.

Possible constraints for success which
confront HRM educators and practitioners
are discussed in three chapters. In one of
them, “Why Human Resources Managers
Fail as Players in the Strategic Management
Process,” Bereman and Graham focus on the
lack of involvement of HR professionals in stra-
tegic management. This may be seen as an
extension of the gap between education and
practice — effectively, as Bereman and Graham
indicate, corporate executives tend not to
appreciate the range of skills available among
HR personnel. Similarly, in “Why Knowledge
of Core Business Functions is Crucial for HR
Managers,” Theeke suggests that manage-
ment need to better appreciate the skills and
breadth of training which HR managers bring
to the organization.
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From their various perspectives, the chap-
ters in this book point to the need for an
approach to HRM education which is more
integrated with professional practice. This
is demonstrated by highlighting the gaps
between graduates and business expectations,
between HRM curricula and the workplace,
and between HR managers and perceptions
of what they may offer the organization. In
the positive context contrived by this editor,
all are cavities rather than chasms, potentially
breached by collaboration and cooperation
between the HR profession and the HRM
education sector.

This is a book which actually does what
it sets out to do — aids in the discussion on
curriculum appropriate  for HRM educa-
tion, whilst at the same time informing HR
professionals and offering selection criteria
for positions in the field. But it goes further
than that. Whilst it may be aimed particularly
at the education professional with a view to
curriculum considerations, it also provides for
the student of HRM an excellent overview of
relevant issues, and an awareness of the need
to be constantly open to research findings and
to apply them as organizational needs evolve.

Among the extensive references available
in HRM education, this book stands out as
one focused on bridging the divide between
education and the profession. It places useful
and relevant cases before both sectors, chal-
lenging them to reduce the differences
between training and practice.

Helen Lancaster
Griffith University

Un débat en analyse du travail : deux
méthodes en synergie dans I'étude
d’une situation d’enseignement

Par Daniel Faita et Bruno Maggi, Toulouse :
Octareés Editions, 109 p., 2007,

ISBN 978-2-915346-47-3.

L'objectif de cet ouvrage est de rendre compte
d’'un débat visant a confronter deux cadres
théoriques et méthodologiques d'analyse
du travail, a savoir la méthode d'auto-con-
frontation proposée par Daniel Faita (Institut
universitaire de formation des maitres, Aix-
en-Provence) et la méthode des congruences
organisationnelles, développée par Bruno
Maggi (Faculté d'économie, Université de Bo-
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logne). Lintention des auteurs est de mettre
ces deux démarches en perspective, d'un
point de vue méthodologique mais aussi du
point de vue de leurs visées et de leurs fonde-
ments épistémologiques. De facture originale
quant a sa forme, I'ouvrage reproduit textuel-
lement les discussions s'étant engagées entre
les deux équipes de recherche a I'occasion
d'un séminaire d'une journée. Cette forme
a été retenue pour son intérét pédagogique,
notamment pour les jeunes chercheurs, qui
peuvent ainsi non seulement mieux connaitre
ces deux méthodes mais aussi étre témoins,
a posteriori, d'une démarche systématique
de comparaison entre celles-ci. Afin de fa-
ciliter la comparaison entre les méthodes,
I'ouvrage se centre sur I'analyse d'une activité
d’enseignement-apprentissage. Cependant,
ces deux méthodes peuvent étre mobilisées
pour I'étude de toute activité de travail.

La premiére partie de I'ouvrage porte donc
sur la méthode d'auto-confrontation propo-
sée par Daniel Faita et I'équipe de recherche
Ergape. Cette méthode s'appuie sur une
conception selon laquelle I'activité de travail
est d'abord sociale, et que son analyse ne peut
faire abstraction de ses dimensions subjecti-
ves. Cette explicitation de I'objet d'étude de
la méthode d'auto-confrontation est suivie
d'une description des étapes de la mise en
ceuvre de la démarche. Ainsi, la méthode
d'auto-confrontation se déroule en quatre
phases. La premiére est celle ou l'activité est
filmée et ol une séquence particulierement
problématique ou intéressante est sélection-
née par le participant. La deuxieme est celle
ou, face a l'enregistrement vidéo de son
activité lors de cette situation, le participant
entre en dialogue avec le chercheur au sujet
de cette activité (auto-confrontation simple).
La troisiéme phase est celle ol la séquence
d'activité fait I'objet d'une discussion entre
le chercheur, le participant et un de ses pairs
(auto-confrontation croisée). Dans les deux
cas (auto-confrontations simple et croisée),
celles-ci font I'objet d'un enregistrement vidéo.
Enfin, lors de la quatriéme phase, I'équipe de
chercheurs produit un montage de ces diffé-
rentes auto-confrontations et le soumet au
collectif de travail, qui en débat et se I'appro-
prie. De la mise en ceuvre méthodologique,
la discussion passe ensuite aux fondements
théoriques : la méthode d'auto-confrontation



