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Abstract

During the recent years there has been a research focuses on
shifting from microcosmic individual level to macro-organizational
level and increased recognition of the importance of the human
resource management practices. Researchers have showed great
interests and enthusiasm on the human resource management
practices.

Reviewing the domestic and abroad researches in the human
resource management practices, we find that the researches on
using the strategic human resource management theory to explain
human resource management practices is relatively mature.

Scholars interpret the human resource management practices
with the strategic human resource management theory on the ba-
ses of contingency perspectives. In other words, they believe that
the selectiveness of human resource management is influenced by
some external and internal factors such as strategy. It is very pop-
ular 1o interpret human resource management practices in the
field of management theory. On the other hand, there has been a
few researches applying institutionalism theory to interpret human
resource management practices. During the transitional period,

China is more influenced by institutional factors compared with
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other countries in market economy.

Therefore, some researches began to explore the impact of
some factors such as ownership and size on the human resource
management practices based on the theory of institutionalism.

Although the existing literatures have made great achieve-
ments, there are still some disadvantages which mainly reflect in
the following three points.

First of all, although it is widely recognized that human re-
source management practices is the source of organizational com-
petitive advantage so far, researchers have not yet reached con-
sensus on the definition. Secondly, many foreign researchers ex-
plore the typology of the human resource management practices
under the background of mature market economy. We don’t know
which one is suitable in china. The studies of the foreign coun-
tries on the human resources management practices are mainly
based on the theory of strategic human resources management be-
cause they are under the background of the market economy. It is
not comprehensive to explain the human resources management
practices purely with the strategy human resources management
theory as our country is being in the middle of transitional econo-
my.

Thus, this book provides answers to the following questions:

(1) What is human resource management practices?

(2) What is the typology of human resource management
practices?

(3) Which factors influence the practices of human re-

source and how the main factors influence the practices of human
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resource?

This book is composed of six chapters. In chapter one, we
begin with an introduction of the study, putting out the research
context, research questions, research methods, the significance
of the research and the contribution of our study; In chapter
two, we review the theory of strategic human resource manage-
ment and institutionalism, the classification of human resource
management practices and it’s determinants; In chapter three,
we define the human resource management practices and explore
the typology of human resource management practices; In chapter
four, the determinants of human resource management practices
are discussed theoretically; In chapter five, we testify the deter-
minants of human resource management practices on the back-
ground of Chinese transitional period empirically. In chapter six,
we draw some conclusions of the study, make recommendations
and research implications.

The answer of question one and two are mainly focus on the
chapter three.

First of all, we define the conception of human resource
management practices, and differentiate and analyze it with other
similar conceptions. We believe that human resource management
practices are series of human resource management activities with
the same value and philosophy aiming at the improvement of or-
ganizational effectiveness.

Then, we classify human resource management practices
into internal type and external type of human resource manage-

ment practices with the criteria of the enterprise’s dependence on
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the internal labor market.

The difference of internal type and external type are as fol-
lows. With regard to employment, the enterprises adopting the in-
ternal type are more likely to sign a long-term contract with the
employees, and vice versa. With regard to internal career oppor-
tunity, when there is a positions available, the enterprises adop-
ting the internal type are more likely to look for the suitable per-
sonnel in the organization, whereas the enterprises adopting the
external type are more likely to select from external labor mar-
ket. With regard to training, the enterprises adopting the internal
type are incline to provide a large amount of formal and systemat-
ic trainings for employees, whereas the enterprises adopting the
external type of human resource management practices are not
likely to provide systematic training for employees. With regard to
performance appraisal, the enterprises adopting the external type
emphasize on taking quantitative outcome which can be measured
easily and directly in the short-term as the criteria; whereas the
enterprises using the external type pay more attention to the be-
havior of employees. With respect to salary, the enterprises adop-
ting the external type of human resource management practices
tend to pay the salary according to the employee’s performance,,
and vice versa.

The chapter four and the chapter five mainly answer the
question three of the study.

In chapter four, we mainly explore the determinants of hu-
man resource management practices theoretically.

First of all, the book analyzes the factors such as enterprise

.10 -
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strategy , ownership, size, age, life cycle, information structure,
culture and industry characteristics which influence the practices
of enterprise human resource management.

Then, we deeply explore and analyze the two important de-
terminants; strategy and ownership.

Strategy is one of the most important determinants of human
resource management practices. The relationship between strategy
and human resource management practices maybe bilateral rela-
tion to some extent. However, we believe that the relationship be-
tween them is unilateral relation from up to down in most cases. It
is necessary for the enterprise to match the human resource mana-
gement practices with the corporate strategy to meet the need of
organizational object once the strategy is formulated. Therefore,
strategy exert profound. influence on the selection of human re-
source management practices.

Ownership is another major factor that influences the selec-
tion of human resource management practices. As for the state-
owned enterprise, on the one hand, the SOE have more right to
make decision of the power of management and power of person-
nel, the impact of formal institution on the human resource man-
agement practices become less gradually. On the other hand, the
informal institution like traditional human resource inertia, which
replaces the formal institution, continues to exert profound influ-
ence on the human resource management practices in the long
run. The pre-reform human resource management practices. of
SOEs which characterized by the “three iron” have become

deep-rooted in people’s mindset. And it has become a kind of or-
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ganizational inertia, which influence the human resource manage-
ment practices in China at present to a large extent. in general,
SOE tend to adopt internal type human resource management
practices.

As for private owned enterprises, they tend to adopt external
type human resource management practices for it’s clear property
right and short-term oriented object. At the same time, foreign
enterprises depend more on the external labor market to acquire
the human resource, which take the two-way selection as their
employment rule. Therefore, we can conclude that foreign enter-
prise prefer to use the external type human resource management
practices.

In chapter five, some main determinants of human resource
management practices are testified empirically. We select some
determinants such as strategy, ownership, age, size to testify
whether the factors could influence the human resource manage-
ment practices.

The questionnaires were sent out to the MBA and EMBA
students and members of senior managers seminar. Through col-
lecting and analyzing the data, we found that ; ownership posi-
tive influence on the internal type human resource management
practices ;@defender strategy only predict the internal human re-
source management practices partially; (@ size and age can ex-
plain the internal type human resource management practices par-
tially.

Besides, this book discusses the results. Ownership can pre-

dict the human resource management practices. The pre-reform
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human resource management practices of SOEs which character-
ized by the “three iron” have become deep — rooted in people’s
mindset. And it has become a kind of organizational inertia,
which influences the human resource management practices in
China at present to a large extent. Generally speaking, SOEs tend
to adopt internal type human resource management practices com-
pared with the non-SOEs.

Seen from the aspect of strategy, the strategy’s influence on
internal career opportunity, employment security and systematic
training is not well testified. The reasons are as follows: Firstly,
many enterprises in China haven’t explicit strategy; Secondly,
the human resource management practices, which is still in its
infancy, can not consistent with the corporate strategy. Lastly,
the prospector strategy oriented enterprise tends to attract the em-
ployee through employment security, internal career opportunity
and systematic training, because most of their employees are
knowledgeable workers characterized by high value and immitiga-
ble.

Seen from the influence of the enterprise size, it could pre-
dict the influence of internal career opportunities, position based
compensation, employment security, systematic training, and
could not predict the behavior oriented appraisals. The reason of
why size didn’t have the significant influence on the appraisals
maybe that the implementation of performance appraisals can not
be observed well by outsiders. Therefore, the enterprise didn’t
have enough motivation to implement the behavior oriented ap-

praisals.
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Seen from the enterprise age, the reason behind the result
that age couldn’t predict the behavior oriented appraisals/position
based compensation maybe that the enterprises tend to adopt the

“ best practices” which are widely recognized in business
world. In addition, the influence of systematic training on the hu-
man resource management practices are not confirmed. Maybe it
is caused by mis-understanding of the concept of training by the
employees. There are many methods of training, it not only in-
cludes classroom teaching but also includes job rotation and ap-
prentice as well. Compared with the explicit classroom teaching
method, job rotation and apprentice are implicit. Even if the en-
terprise provide the implicit training, maybe the employee does
not realize that they are given the training. As the staffs may not
fully understand the training concepts, some errors may exist in
filling the questionnaires. However, it may also indicate that our
questionnaire is not well-designed.

Several suggestions are given in the chapter 6 after the three
research questions have been explored.

(DAvoiding the path dependence which is conflict with the
corporate human resource management object. @Making sure that
the human resource department should serve as the strategic part-
ner of the enterprise. 3 Making sure that the human resource
management practices are vertical and horizon fit. @®Quickening
the pace of the construction of the labor market.

The book has four parts of contributions, which are as fol-
lows.

(1) Comprehensively utilizing multiple perspectives to ex-
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