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à l’égard d’autres acteurs (collègues, ges-
tionnaires) et les intentions qui les motivent 
(protection, protestation, désir d’améliorer 
la situation). Les auteurs tentent également 
de réhabiliter le cynisme en mettant de 
l’avant trois de ses effets positifs (amorcer la 
réflexion, envoyer un signal d’alarme, mieux 
faire passer le changement). Les derniers 
chapitres du livre amènent la discussion sur 
les compétences attendues d’un leader dans 
un contexte rempli de contradictions (para-
doxes) et sur l’importance de la communica-
tion. Pour les auteurs, il s’agit de contester 
les démarches linéaires et séquentielles de 
la gestion du changement afin de promou-
voir les habiletés d’un leader authentique 
(conscience de soi) dans le processus de 
création et de communication du sens. En 
dernier lieu, les auteurs abordent la ques-
tion classique du rôle de la communication, 
en particulier sa dimension constitutive à 
travers une étude empirique. Cette dernière 
permet de présenter la communication non 
seulement comme un moyen d’expression, 
mais surtout comme un processus au cours 
duquel les événements et les changements 
pourront avoir lieu.

En guise de conclusion, force est de 
constater que tant par la forme, la variété 
des sources de son contenu (théorique et 
empirique), les origines des 26 auteurs 
(des deux côtés de l’Atlantique), et aussi la 
perspective critique empruntée et le renou-
veau proposé, l’ouvrage devrait intéresser 
autant les académiciens que les praticiens. 
Toutefois, les thèmes abordés intéresseront 
plus particulièrement un lectorat plus initié 
à la littérature sur le changement organi-
sationnel.

Sur le fond, l’ouvrage aborde le thème 
du changement comme domaine de con-
naissances, comme pratiques managériales 
et comme réalité qui teinte le quotidien 
de plusieurs, tant les acteurs que les des-
tinataires du changement. Les chapitres ne 
contribuent pas d’une manière égale à la 
promesse d’un renouveau annoncée dès les 
premières pages de l’ouvrage. En fait, la dis-

cussion sur l’industrie 4.0, ses impacts sur la 
nature des changements à venir, ainsi que la 
tendance vers une conduite du changement 
‘bottom-up’ et/ou polyphonique envoie un 
signal fort aux praticiens sur la nécessité de 
changer de paradigme. Cependant, la nou-
velle grille d’analyse de la littérature (cha-
pitre 1, Tableau 1.3) se recoupe largement 
avec la grille issue des travaux d’Armena-
kis et Bedeian (1999)1 et mobilisée dans la 
littérature antérieure : on se demande où 
réside le renouvellement à ce niveau. Les 
thèmes de l’éveil et de la transposition des 
connaissances académiques dans la pra-
tique constituent un apport majeur de la 
deuxième partie de l’ouvrage. Toutefois, il 
convient de reconnaitre que dans un cadre 
institutionnel, l’acte d’apprentissage réside 
dans ce que communique l’enseignant à 
son apprenti au-delà des manuels utilisés, 
et que la praxéologie, l’actionnabilité et la 
dialectique savoir-action dépassent large-
ment les établissements d’enseignement. 
En somme, à travers les 12 textes, le lecteur 
se sent guidé dans une logique d’entonnoir, 
bien réussi, lui permettant d’aller du général 
(grille d’analyse, paradigme) jusqu’au spéci-
fique (contenu et acteurs du changement). 
Cet ouvrage peut également se lire en pas-
sant d’un à l’autre, selon la séquence qui 
conviendra le mieux au lecteur.

note

1 Armenakis, A. A. et Bedeian, A. G. (1999) 
“Organizational Change: A Review of Theory 
and Research in the 1990s”, Journal of Man-
agement, 25 (3), 293-315.
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George Saridakis and Cary L. Cooper, 
the editors of Research Handbook on 
Employee Turnover, argue that employee 
turnover can be considered an ‘indicator 
of stability.’ Indeed, employee turnover 
research has become more important in the 
present era of instability shaped by increas-
ing inequality, global warming, outbreaks, 
demographic shifts and economic crises. 
The goal of this handbook is to bring 
together studies that explore the impact of 
employee turnover on employees, organi-
zations and the economy as a whole. 

Turnover is a very interdisciplinary 
research area that has drawn attention 
from industrial relations, human resources, 
management, economics, psychology and 
other social science disciplines over the 
years. Thus, turnover is a multi-level and 
complex concept with several definitions. 
Addressing this complexity, one of the prin-
cipal themes of the book is the conceptual-
ization and measurement of turnover. 

This handbook includes 16 chapters. 
While the majority of the contributors 
are from the U.K, the book also includes 
chapters prepared by researchers from 
other countries such as Germany, Taiwan, 
Norway, Malaysia and the USA. Thus, the 
book has an international orientation. 
The background of the contributors of 
this handbook reflects the interdisciplinary 
nature of turnover. The authors are schol-
ars from management, human resources, 
labour economics, psychology, and other 
social science disciplines. 

Besides the introduction chapter, there 
are eight review and seven empirical 
research chapters. Chapter 2 has a macro 
approach and discusses the relationship 
between employee turnover and economic 
growth. Chapter 3 is a review chapter 
introducing the definition, measurement 
and schools of thoughts of turnover litera-
ture. Chapter 4 investigates the employee 
retention and turnover trends in the UK 
between 1993 and 2014. Chapter 5 is 

practitioner-oriented and provides sugges-
tions for measuring, monitoring and cost-
ing employee turnover. The next chapter, 
Chapter 6, provides a brief interdisciplin-
ary literature review of the antecedents 
and effects of turnover. I believe Chapters 
3 and 6 can be beneficial for researchers 
who are seeking a gentle introduction to 
employee turnover literature. Chapter 7 
focuses on a concept closely related to 
employee turnover: inter- and intra-orga-
nizational mobility of workers. This chap-
ter contributes to the intellectual depth of 
the handbook. 

Chapter 8 introduces a conceptual 
model that links training perceptions to 
turnover intentions of employees. Prac-
titioners will find Chapter 9 interesting 
as it focuses on compensation policy and 
turnover relationship. Chapter 10 takes 
a generational perspective and examines 
the turnover behaviours of millennials who 
have a higher turnover rate than other 
workforce generations. Chapter 11 is an 
empirical study that explores how work 
engagement, organizational citizenship 
behaviour and work-family conflict are 
related to turnover intention. Chapter 12 
provides a brief introduction to theoretical 
development of turnover from a histori-
cal perspective and presents two organi-
zational examples using an event-based 
model of turnover. Chapter 13 reviews 
recent job search and matching discussion 
in the labour economy literature to suggest 
possible market failure mechanisms. Chap-
ter 14 is an empirical study examining the 
impact of 2008 economic crisis on promo-
tions and turnover patterns in Portugal. 
Chapter 15 investigates the relationship 
between turnover and organizational 
expansion and contraction using German 
data. The final chapter, Chapter 16, exam-
ines the mediating role of employee human 
capital, autonomy and motivation in the 
relationship between high-performance 
human resource practices and turnover 
using data from Spain.
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This handbook provides a balanced 
overview of employee turnover. The 
volume includes review and empirical 
research chapters examining turnover 
and related topics from micro and macro 
perspectives with research, manage-
rial and policy implications. While this 
wide scope of the handbook prevents 
the readers from developing an in-depth 
understanding of specific turnover issues, 
this is likely not the goal of this volume. 
I believe providing an overview of the 
issue at the expense of covering specific 
turnover topics rather superficially can 
be appropriate given the interdisciplinary 
and multilevel nature of turnover research. 
Nevertheless, I think the handbook is miss-
ing two key elements. First, all empirical 
studies of the book employ quantitative 
methodologies. I believe a qualitative chap-
ter could add value to this handbook 
by providing an interesting perspective 
to employee turnover. Second, turnover 
intention is a strong indicator of turnover 
behaviour. While there are a few chapters 
that discuss turnover intention, a theo-
retical chapter devoted to the relationship 
between turnover intention and turnover 
behaviour would enhance the handbook’s 
contribution to the literature. 

I would recommend this handbook to 
researchers, policymakers and practitioners 
who are interested in employee turnover 
issues. I believe the book is a valuable read 
to those who would like a well-rounded 
introduction to employee turnover from an 
interdisciplinary and international perspec-
tive. Canadian readers should be aware 
that the handbook does not include any 
studies in the Canadian context. The read-
ers of RI/IR who are interested in a thorough 
investigation of specific turnover issues can 
benefit more from other resources.

Firat K. sayin
Assistant Professor 
Sobey School of Business
Saint Mary’s University
Halifax, Nova Scotia
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The emergence of management has 
been a perplexing development worldwide 
for intellectuals, labour leaders, politicians, 
and the worker. No group has produced 
as much or generated as much hatred and 
fear as the manager. Marxian and Critical 
theorists deprecate managers; mainstream 
business thinkers praise them. Gerard 
Hanlon entered into the debate regard-
ing the “dark side” of management and 
analyzes the impact that management has 
on the worker. Unlike other management 
historians, Hanlon does take the worker’s 
views and values seriously, citing labour 
and management historians alike. Like-
wise, Hanlon takes the agency of labour 
to accept, collaborate, and resist manage-
ment as an important consideration in 
understanding the process and evolution 
of management. I believe that these contri-
butions are important and noteworthy. I 
believe a work of management history that 
takes into consideration historians, such as 
Herbert Gutman and David Montgomery, 
would produce a management history of 
greater nuance. I also believe that there is 
great importance to link management to 
social democracy and liberalism as a hedge 
against capital.

However, Hanlon fails at this nuance, 
revealing a lack of understanding of manage-
ment, economics and history. Mostly, it is 
difficult to take any book on manage-
ment history that does not have a single 
citation of Daniel Wren, Arthur Bedeian, 
or Ronald Greenwood. If those scholars 
are too conservative, Hanlon also fails to 
cite Milorad Novicevic, Albert Mills, John 
Hassard and Michael Rowlinson. Even 
though he cites the work of Chris Nyland, 
Hanlon misses the connection that Nyland 
made between Taylorism and liberalism. 


