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Abstract 

Recent research attention has been devoted to examining the effect of human 
resources and their contribution to the organizational performance. In this study, we examined 
the impact of the strategic human resource management (SHRM) on financial/market 
performance and operational performance in the context of Turkey. Empirical results from a 
sample of Turkish larger firms demonstrate that SHRM has direct and positive effect on 
financial/market performance and operational performance. Our results support the recent 
assumption that the strategic role of HR and its impact on organizational performance are not 
only widespread, but also valued by Turkish firms. 

 
Keywords Strategic human resource management, human resources practices, 
organizational performance, organizational outcomes. 

Introduction  

The Strategic Human Resource Management (SHRM) involves designing and 
implementing a set of internally consistent policies and practices that ensure source of 
sustainable competitive advantage and its impact on organizational performance has recently 
been the focus of considerable interest in the academic and business world. In the West, the 
conceptual link between SHRM and firm performance has been well established in the 
literature and there are adequately published studies on the issue (Huselid, 1995; Huselid, 
Jackson and Schuler, 1997; Wright and Gardner, 2003). It is suggested in the literature that 
the SHRM is positively related to financial and operational performance of organization 
(Delaney and Huselid, 1996; Becker and Huselid, 1998; Khatri, 2000). On the other hand, 
there are limited empirical published studies (Bae, Chen, Wan, Lawler, and Walumbwa, 
2003; Von Glinow, Drost, and Teagarden, 2002; Akhtar, Ding, and Ge, 2008) on applicability 
of SHRM, its impact on organizational performance in different economic and cultural 
context comparing to the west. It is therefore, essential to explore potential the impacts of 
SHRM on organizational outcomes in different settings. The present study aims to extend the 
above line of research by examining the links between the SHRM and organization 
performance in the context of Turkey with the scope of largest 500 firms.  
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The relationship between SHRM and organizational performance has been a focus of 
attention since the early 1990’s and continues to stimulate interest among researchers. 
Although there is no consensus on the definition of SHRM in the literature, there is broad 
agreement that SHRM is “the pattern of planned human resource deployments and activities 
intended to enable an organization to achieve its goals” (Wright and McMahan, 1992: 298).  
This definition has focused on how firms develop and align HRM practices in a way that 
supports a firm's strategy.  In general, leading theorists and researchers focus on three 
different approaches on theoretical explanation of HRM-organizational performance linkage.  
These include; “Universalist” or “best practices” approach, “fit” or “contingency” approach, 
and “resource-based view” approach. 

“Best practices” approach suggests that some HRM activities are better than other 
ones and, therefore, organizations should identify and adopt these activities (Pfeffer, 1994, 
1998; Kochan and Osterman, 1994). In other words, when organizations adopt the best 
practices, their organizational performance will be enhanced. These practices include internal 
career opportunities, formal training systems, results-oriented appraisals, employment 
security, participation, and profit sharing (Colbert, 2004). The “fit” or “contingency” 
approach is based on the synergistic impact of particular HRM practices on organizational 
performance (MacDuffie, 1995; Becker and Gerhart, 1996). The particular HRM practices, 
also known as the high-performance work system are used in bundles rather than as isolated 
practices, which have synergistic impact on organizational performance. The contingency 
approach recognizes that particular HRM practices may enhance organizational performance 
when HRM practices are consistent with each other and with the firm’s strategic goals. The 
consistency among HRM practices represent a horizontal fit while the alignment between 
those practices and firm’s larger strategic objectives represents vertical fit (Baird and 
Meshoulam, 1988; Wright and McMahan, 1992; Huselid, 1995). The third one, the” resource-
based view (RBV)” approach is the theoretical underpinning to the notion of SHRM that has 
gained much attention recently (Barney, 2001; Wright et al., 2001). RBV focuses on 
organizational competencies and the roles of HRM on development of these competencies. 
According to the RBV, rare, valuable, inimitable, and nonsubstitutable resources can provide 
sustainable competitive advantages for organizations (Barney, 1991). HRM practices or 
polices that meet these criteria can provide sustainable competitive advantages and enhance 
organizational performance (Wright, McMahan, and McWilliams, 1994; Lado and Wilson, 
1994).   

Human resource management in Turkey 
A series of economic transformations starting from 1983, increasing rate of 

international trade and foreign investment, and beginning full membership negotiations with 
the European Union in 2005 contributed to development of HRM in Turkey. Through 
interactions with its foreign Western counterparts, Turkish business organizations had the 
opportunity to import know-how on management and HRM systems (Aycan, 2001). As for 
cultural context, Turkey has some peculiar characteristics, which are different from Western 
norms. In Turkey, most of business life consists of private holding companies that are run by 
family members and state economic enterprises. In general, family members hold top 
positions in companies and are still responsible for the relations with state officials.  Relations 
with government are important because companies are largely dependent on the government 
for financial fringe/incentives and the government often puts into practice unpredictable 
policy changes (Kabasakal and Bodur, 1998). Turkish societal culture has been described as 
being high on power distance, uncertainty avoiding, and collectivism (Hofstede, 1980; 
Gurbuz and Bingol, 2007). In Turkey, the effectiveness of HRM practices and the quality of 
HR activities are predominantly dependent on top management support and dedication. Being 
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represented on the board of directors, the HR department has begun to work with top 
management. Recently, HR managers are also ever-increasingly included in the strategic 
decision making in some Turkish organizations. It can be said that the roles of HRM 
departments and the existence of HR strategy has begun to head for strategic approach, but it 
is still not widespread in Turkish companies in the light of findings of relatively limited 
researches on the issue (Aycan, 2001, Caspi, et al., 2004; Ozcelik and Aydinli, 2006). 

The research hypotheses 

Prior empirical works (e.g. MacDuffie, 1995; Delery and Doty, 1996; Huselid and 
Becker, 1997; Guthrie, 2001; Wright et al., 2005; Akhtar et al., 2008 )  reveal that SHRM 
practices, when properly implemented and vertically/horizontally integrated, should enhance 
various organizational outcomes. There are many empirical researches concerning the link 
between SHRM and firm performance in the west where the concept of the SHRM was 
developed. However Turkey, as a developing and a European Union candidate country, has 
relatively limited research on HRM. Given these recent empirical results, the following 
hypotheses will be proposed: 

H1: The SHRM is positively and significantly correlated with financial and market 
performance. 
 
H2: The SHRM is positively and significantly correlated with operational 
performance. 

Hypothesized model of the study is presented in Figure-1. 
  

Figure 1: Hypothesized model of the study 
 

 
 
 SHRM 
 
 
 
 
 
 
 
 

Method 

Sample and data collection 
The study was conducted in Turkey’s Top 500 firms-2007 which was published on 

website of Istanbul Chamber of Industry as of November 2008. The surveyed firms in 
Turkey’s Top 500 firms-2007 represent nearly all of the main sectors in Turkey, including 
automotive, iron and steel, electronics, oil and gas, food and drinks, textile, chemical and 
pharmaceuticals, and construction products. We chose the larger firms, since the strategic role 
of HR in larger firms may be more widespread than small and medium size firms. Because of 
financial restrictions and time constraints, the research sample size was found to be 165 by 
using the formula (n=Nt2pq/d2 (N-1) + t2pq). Systematic sampling method was used for 
random distribution of samples. 

Financial 
and market 
performance 

H1 H2 

Operational 
performance
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The research data was colleted from both HR managers and employees who work in 
the surveyed firms. We prepared two types of questionnaires: “A” for HR managers and “B” 
for employees (blue collars). Questionnaire-A comprised the SHRM measure and some 
demographics aside from questionnaire-B. Before sending the questionnaire to the firms, we 
were telephoned and informed of the basic purpose of the research with HR managers of the 
selected firms. HR managers of 40 of selected firms returned that they did not want to be 
involved. Then, 10 unanimous questionnaires were mailed to each of senior HR managers of 
115 firms accompanied by a cover letter and pre-paid envelope. The blue-collar employees 
filled in the questionnaire from the surveyed firms and were selected randomly by the senior 
HR managers. Of the 115 firms that received the questionnaire, 98 were returned, with a 
response rate of 85 percent. We excluded some returned questionnaires due to incompletion 
and inconvenience. As a result, a total of 412 questionnaires were determined as usable and 
entered into statistical analysis. Among the participants, 41.7 percent (172) were HR mangers 
while 58.3 percent (240) were employees.  Most of the participants were male (74.8 percent), 
and the average tenure was 8.3 years.  

Measures 
 
SHRM:  The SHRM was measured by a 9-item scale modified from Devanna, Fombrum, 
Tichy, and Warren (1982); Huselid and Becker (1997) that has been used in many researches 
on SHRM. The HR managers were asked to assess the extent to which HR policies integrated 
vertically and horizontally with the firm’s strategy on a five-point Likert-type scale ranging 
from 1 (strongly disagree) to 5 (strongly agree). A sample item is, “HR strategies are 
effectively integrated with this organization’s strategy.” 
 
Organizational performance: To measure the organizational performance of the firms, we 
used perceptual measurements. Both managers and employees of surveyed firms were asked 
to organizational performance scales.  
 
Perceived financial and market performance: The 4-item financial and market performance 
scale was adapted from by Green, Medlin, and Medlin (2001). Both the HR manager and 
employees were asked to evaluate the firm’s performance compared to the following industry 
averages over the past three years: sales volume growth, net profit, market share growth, and 
return on investment. The scale is a 5-point Likert scale with 1 (very low) and 5 (very high) 
anchors. As an example: “Average sales volume growth over the past three years”. 
 
 Perceived operational performance: Items of the perceived operational performance scale 
were developed by researchers based on the related literature. We tried to measure the 
operational performance by asking the HR manager and employees to assess the operational 
performance of their organizations over the past three years as compared to the industry 
average: company image and reputation in public, product and service quality, efficiency of 
customer expectancy, and customer satisfaction. The four items of the scale range from 1 
(very low) to 5 (very high).  A sample item is, “Degree of product and service quality of the 
firm”. 

Control variables  
We included the firm size and sector as the control variables that could potentially affect firm 
performance in the Turkish context.  Firm size was measured as the sum of the number of 
full-time employees and part-time employees. 
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Validity and reliability 

Content validity of the scales results from developing scale items based upon expert 
opinions of knowledgeable researchers and practitioners. Exploratory factor analysis using 
principle component analysis with varimax rotation was applied to all the scales to check 
construct validity. Factors with eigenvalues greater than 1.0 were identified. Cronbach’s alpha 
coefficient was used as reliability criterion. 

First, nine-item of the SHRM measure was assessed. In the final varimax rotation, one 
item was dropped because it was not logically appropriate for the inclusion despite passing 
.50 criterion. All nine items of SHRM satisfactorily summed in one factor. Internal 
consistency reliability of the measure was excellent, with a Cronbach’s alpha coefficient of. 
91. The ‘perceived organizational performance’ measure consisted of 8 items factor analyzed; 
all items of the measure loaded satisfactorily on two factors. The first factor was named ‘the 
perceived financial and market performance’ (alpha= .74) because the item related financial 
and market performance.  The other was labeled as the ‘the operational performance’ (alpha= 
.86) which represented customer satisfaction, quality of product, and company image.   

Results 

The means, standard deviations, and intercorrelations of the study variables were provided 
in Table 1.  

 
Table 1:  Means, standard deviations, and intercorrelations among the study variablesa 

 
Variables M SD 1 2 

1. SHRM 3.81 .68   
2. Financial and Market Performance 3.78 .58 .28**  
3. Operational Performance 4.14 .66 .45** .36** 

   Notes 
     a N = 412,  except for SHRM, where N= 172 (HR managers), ** p < .01, * p< .05 
 
It can be observed that SHRM correlated moderately with operational performance (r = .45; p 
< .01). The SHRM have positive correlations with perceived financial and market 
performance (r = .28; p < .01).  

Tables 2 report the results of regression analysis on perceived financial-market 
performance and operational performance, respectively. In Table 2, the perceived financial 
and market performance was the dependent variable for the first two models. Model 1 showed 
the effects of control variables, which were the sector and firm size.  Only the firm size had 
significant impact on the perceived financial and market performance. In Model 2, the SHRM 
was added to the equation. The model improved significantly and the beta coefficient was 
positive for the SHRM (.228, p < .001). In the model 3 and 4, the dependent variable was the 
perceived operational performance. As seen in Model 3, the controls did not have any impact 
on the operational performance. Model 4 incorporated the effect of the SHRM variable on the 
perceived operational performance. It had a statistically significant positive effect on the 
perceived operational performance (.428, p < .001). By way of summing finding, consistent 
support was obtained for both H1 and H2.  
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Table 2:  Regression analysis with perceived financial-market performance and 

operational performance as dependent variable. 
 

 Financial and Market Performance Operational Performance 

Variables Model 
1 

Model 
2 

Model 
3 

Model 
4 

Sector 
.012 
(022) 

 

.002 
(.021) 

.010 
(.023) 

 

.011 
(.021) 

 

Firm size . 107* 
(.049) 

.089 
(.042) 

.084 
(.054) 

.083 
(.051) 

     

SHRM  .228*** 
(.062)  .428*** 

(.062) 
     

Adjusted R-square .016 .083 .005 .219 
F value 2.401 6.127** 1.442 16.959*** 
Notes  

  *** p < .001, **  p< .01, *  p< .05 (Standard errors in parentheses) 

Discussion and Implications 

This study examined the relationship between SHRM and firm performance in Turkey 
in order to extend emerging empirical literature on firm level outcomes of the SHRM. It has 
been widely accepted that people are key to achieving organizational performance. Aligning 
the HR system vertically and horizontally would be reflected in better organizational 
performance. This belief has been the black box of the SHRM for decades. The findings of 
the study contributed to the growing empirical evidence that the notion of HR as a 
competitive advantage for organization is not a myth, but credible. 

As revealed in our analysis, the SHRM was found to have a positive effect on the 
organizational performance indicators, which were the perceived financial and market 
performance, the organizational performance (consisting of customer satisfaction, quality of 
product, and company image). Thus, our evidence suggested that effective implementation of 
the SHRM should be able to bring in higher levels of organizational performance. In other 
words, when a firm HR practices are consistent with each other (internal fit) and with the firm 
strategy (external fit), organizational performance will be enhanced as suggested by Wright 
and McMahan (1992); Huselid (1995).   

Although previous studies have used different indicators as the measure of 
organizational performance (Huselid, 1995; Guthrie, 2001), the findings of our study were 
consistent with the general consensus on a positive linkage between the SHRM and firm 
performance.  

The findings of the study support the mounting body of evidence pointing to the idea 
that HRM is an increasingly developing field in Turkey. Because, mean of SHRM variable is 
moderately high (Mean=3.81) and HR managers in surveyed firms perceive the HR to have 
implications for performance. Our study reveals that like Western firms, in general, firms in 
Turkey are able to reap the benefits of the SHRM in terms of higher financial/market and 
operational performance. It can be said that HR has begun to be equally critical to 
organizational performance in Turkey that have social, economic, political as well as cultural 
characteristics which are somewhat distinct from those in Western industrialized societies. 
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Limitations and Future Research Directions 
Several limitations suggest that the research be viewed cautiously. Firstly, common 

method bias is always an issue in survey research due to gathering data from a single 
respondent. Gerhart et al. (2000), Wright et al. (2001) raise the question that single respondent 
measures of HR practices may have led to large amounts of measurement error.  In this study, 
we tried to minimize this bias (partially) by collecting information from different respondent 
(HR director and professionals, employees (blue-collar workers) on the research variables (the 
perceived organizational and financial performance, the organizational performance) except 
the SHRM scale. In the future, in order to lessen the potential for bias data concerning both 
SHRM and other organizational variable should be collected from even more different 
sources (i.e., CEOs, Finance director). 

The second limitation of the study was that it was a cross-sectional one. The study was 
conducted in Turkey's Top 500 firms-2007 which published on the website of the Istanbul 
Chamber of Industry.  Almost all of the Turkey's Top 500 firms are larger organizations with 
more than 250 employees. High-performing firms may give more importance to HRM and 
introduce more new HR practices than other Turkish firms. Hence, the result of the research 
may not be considered as representative of all Turkish firms. In Turkey, small and medium 
sized enterprises (which are known in Turkish as KOBI) count for 99 % of all firms and 
constitute approximately 80 % of the total   employment (KOSGEB, 2008). Conducting 
future research using a longitudinal design and including small and medium sized enterprises 
might contribute to the generalizability of link between SHRM and organizational 
performance and bring about more reliable results. 

Thirdly, the data regarding organizational performance measures were collected using 
the subjective reporting of the respondent based on their evaluation of company’s 
performance in comparison with other firms for a period of three years. In other words, 
perceptual measure of organizational performance was used instead of objective measures 
such as the ratio of profit to sales, return on assets, and return on equity. However, our 
findings are generally consistent with the findings of the researches using financial indicators 
(e.g., Huselid, 1995; Huselid et al., 1997).  It would still be worthwhile for future studies to 
investigate the impact of SHRM on financial measures of firms. 

Conclusions 

This study examined the HR-organizational performance relationships in Turkey in 
order to understand the relative impact of SHRM and HR practices in different economic and 
cultural context. Our results support the recent assumption that the strategic role of HR and its 
impact on organizational performance are not only widespread, but also valued by Turkish 
firms.  We extended the current line of research in the SHRM area by incorporating Turkish 
context where there are limited published studies on HRM. Given our current results, 
managers in Turkey should be aware of the fact that vertical alignment and horizontal 
integration of the HR function and effective implementation of some HR practices may bring 
in higher organizational performance. 

References 

Akhtar, S.,  Ding, D.Z., and  Ge, G.L. (2008) ‘Strategic HRM Practices And Their Impact on 
Company Performance in Chinese Enterprises’, Human Resource Management, 
47(1): 15-32.  

Aycan, Z. (2001) ‘Human Resource Management in Turkey: Current Issues and Future 
Challenges’, International Journal of Manpower, 22(3): 252-60. 

 7

http://www3.interscience.wiley.com/journal/32249/home
http://www3.interscience.wiley.com/journal/117924922/issue


Bae, J., Chen, S., Wan, T. W. D., Lawler, J.J. and Walumbwa, F. O. (2003) ‘Human Resource 
Strategy And Firm Performance in Pacific Rim Countries’, International Journal of 
Human Resource Management, 14(8): 1308-1332. 

Baird, L. and Meshoulam, I. (1988) ‘Managing two Fits of Strategic Human Resource 
Management’, Academy of Management Review, 13(1): 116–128. 

Barney, J. (2001) ‘Is the Resource-Based View A Useful Perspective For Strategic 
Management Research? Yes’, Academy of Management Review, 26(1): 41–56. 

Barney, J.B. (1991) ‘Firm Resources and Sustained Competitive Advantage’, Journal of 
Management, 17(1): 99-120 

Becker, B.E. and Huselid, M.A. (1998) ‘High Performance Work Systems and Firm 
Performance: A Synthesis of Research and Managerial Implications’, In G. R. Ferris 
(Ed). Research in Personnel and Human Resources Management, Greenwich: JAI 
Press, 16, 53-101. 

Becker, B.E. and Gerhart, B. (1996) ‘The Impact of Human Resource Management on 
Organizational Performance: Progress and Prospects’ Academy of Management Journal, 
39 (4): 779-801. 

Caspi, A., Hador, B., Weisberg, J., Uyargil, C., Dundar, G., and  Tuzuner, V.L. (2004) 
‘Turkey and Israel: HRM as a Reflection of Society’, in Brewster, C., Mayrhofer, W., 
Morley, M. (Eds), Human Resource Management in Europe. Evidence of 
Convergence?, Elsevier Butterworth-Heinemann, Oxford, 385-404 

Colbert, B.A. (2004) ‘The Complex Resource-Based View: Implication for Theory and 
Practice in Strategic Human Resource Management’, Academy of Management Review, 
29(3): 341-358. 

Delaney, J.T. and Huselid, M.A. (1996) ‘The Impact of Human Resource Management 
Practices on Perceptions of Organizational Performance’, Academy of Management 
Journal, 39(4): 949–969. 

Delery, J.E. and Doty, D.H. (1996) ‘Modes of Theorizing in Strategic Human Resource 
Management: Tests of Universalistic, Contingency and Configurational Performance 
Predictions’, Academy of Management Journal, 39 (4): 802–835 

Devanna, M. A., Fombrum, C., Tichy, N. and Warren, L. (1982) ‘Strategic Planning and 
Human Resource Management’, Human Resource Management, 21: 11–17 

Gerhart, B., Wright, P.M., McMahan, G.C., and Snell, S.A. (2000) ‘Measurement Error in 
Research on Human Resources and Firm Performance: How Much Error is There and 
How Does It Influence Effect Size Estimates?’, Personnel Psychology, 53 (84): 803–
834 

Green, K,W.,  Medlin. B., and Meldin, R. (2001) ‘Strategic Human Resource Management: 
Measurement Scale Development’, Academy of Strategic and Organizational 
Leadership, 5(2): 99-112 

Guthrie, J.P. (2001) ‘High-Involvement Work Practices, Turnover, and Productivity: 
Evidence from New Zealand’. Academy of Management Journal, 44(1): 180–190. 

Gurbuz, S. and  Bingol, D. (2007) ‘Cesitli Orgut Yoneticilerinin Guc Mesafesi, Belirsizlikten 
Kacınma, Eril-Disil ve Bireyci-Toplulukcu Kultur Boyutlarına Yonelik Egilimleri 
Uzerine Gorgul Bir Arastirma’, KHO Savunma Bilimleri Dergisi, 6(2): 68-87 

Hackman, J. R. and Oldham, G.R. (1975) ‘Development of the Job Diagnostics Survey’, 
Jourmal of Applied Psychology, 60(2): 159-170 

Hofstede, G. (1980) ‘Motivation, Leadership and Organizations: Do American Theories 
Apply Abroad?’, Organizational Dynamics, 9(1): 42-63.  

Huselid, M.A. and Becker, B.E. (1997) ‘The Impact of Higher Performance Work Systems, 
Implementation Effectiveness and Alignment with Strategy on Shareholder Wealth’, 

 8

http://books.google.com/books?hl=tr&lr=&id=341MHxbRHY4C&oi=fnd&pg=PA385&dq=Caspi,+Hador,+Weisberg,+Uyargil,+Gonen+and+Tuzuner,+2004&ots=J6yOh1lQx-&sig=E2O-hBOhldOzzi37FiwmUXL4IS8


Working Paper Available At: Http://Www.Rci.Rutgers.Edu/�Huselid/Papers/1997 
Shareholder Wealth.Pdf. 

Huselid, M.A., Jackson, S.E., and Schuler, R.S. (1997) ‘Technical and Strategic Human 
Resources Management Effectiveness as Determinants of Firm Performance’. Academy 
of Management Journal, 40:  171–188. 

Huselid, M.A. (1995) ‘The Impact of Human Resource Management Practices on Turnover, 
Productivity, Corporate Financial Performance’, Academy of Management Journal, 
38(3): 635–672. 

Kabasakal, H. and Bodur, M. (1998) ‘Leadership, Values and Institutions: The Case of 
Turkey’, Paper presented at Western Academy of Management Conference, Bogazici, 
İstanbul. 

Khatri N. (2000) ‘Managing Human Resource For Competitive Advantage: A Study of 
Companies in Singapore’, International Journal of Human Resource Management, 
11(2): 3–36. 

Kochan, T.A. and  Osterman, P. (1994) The Mutual Gains Enterprise: Forgoing a Winning 
Partnership among Labor, Management, and Government. Boston, MA: Harvard 
Business School Press. 

KOSGEB Stratejik Planı 2008-2012, p.6, Retrieved February 10, 2008 from 
http://www.kosgeb.gov.tr/dosyalar/StratejikPlan/KOSGEB_STRATEJIK_PLANI_2008
-2012.pdf 

Lado, A.A. and Wilson, M.C. (1994) ‘Human Resource Systems and Sustained Competitive 
Advantage: A Competency-Based Perspective’, Academy of Management Review, 
19(4): 699–727.  

MacDuffie, J.P. (1995). ‘Human Resource Bundles and Manufacturing Performance: 
Organizational Logic and Flexible Production Systems in the World Auto Industry’, 
Industrial and Labor Relations Review, 48(2): 197-201. 

Ozcelik, O.  and Aydınlı, F. (2006) ‘Strategic Role of HRM in Turkey: A Three-Country 
Comparative Analysis’, Journal of European Industrial Training, 30(4):  310-327. 

Pfeffer, J. (1994) Competitive Advantage through People. Boston, MA: Harvard Business 
School Press. 

Pfeffer, J. (1998) The Human Equation: Building Profits by Putting People First. Boston, 
MA: Harvard Business School Press.  

Von Glinow, M. A., Drost, E. A., and Teagarden, M. B. (2002). ‘Converging on IHRM Best 
Practices: Lessons Learned From A Globally Distributed Consortium on Theory and 
Practice’, Human Resource Management, 41(1): 123–140. 

Wright, P.M. and Gardner, T.M. (2003) ‘Theoretical and Empirical Challenges in Studying 
the HR practice–Firm Performance Relationship’. In Holman D,Wall TD, Clegg C, 
Sparrow P, Howard A (Eds.), The New Workplace: People Technology, and 
Organization. Sussex, UK: Wiley. 

Wright, P.M. and McMahan, G.C. (1992) ‘Theoretical Perspectives for Strategic Human 
Resource Management’, Journal of Management, 18(2): 295–320. 

Wright, P.M., McMahan, G.C., and McWilliams, A. (1994) ‘Human Resources and Sustained 
Competitive Advantage: A Resource-Based Perspective’, International Journal of 
Human Resource Management, 5(2): 301-326. 

Wright, P.M., Dunford, B.B. and Snell, S.A. (2001) ‘Human Resources and the Resource-
Based View of the Firm’, Journal of Management, 27(6): 701-721. 

Wright, P.M., Gardner, T.M., Moynihan L.M., and Allen, M.R. (2005) ‘The Relationship 
Between HR Practices and Firm Performance: Examining Causal Order’, Personnel 
Psychology, 58(39): 409–446 

 

 9



 

 10


