Indian Journal of Fundamental and Applied Life Sciences ISSN: 2231— 6345 (Online)
An Open Access, Online International Journal Available at http:// http://www.cibtech.org/sp.ed/jls/2014/01/jls.htm
2014 Vol. 4 (S1) April-June, pp. 1458-1466/Janatifar et al.

Review Article

INTRODUCTION TO STRATEGIC FIT BETWEEN THE
ORGANIZATION AND HUMAN RESOURCES

*Hossein Janatifar', Masoud Bakhtiari®, Ali Asghar Daneshpajooh®, Seyed Masoud Tahanian-
Qomi
'PhD Student of Industrial Management, University of Tehran, Tehran, Iran
®Instructor, Department of Accounting, Payam Noor University, Iran
*Instructor, Department of Accounting, Payam Noor University, Iran
“Ph.D Student, Payam-e-Noor University, Tehran, Iran
*Author for Correspondence

ABSTRACT

In recent years, human resources has a pivotal role in the organization and administration is a strategic
factor. The strategic role of human resource strategies and practices of human resources in line with the
organization's strategy is focused. In order to play this role, the human resources department tries to
ensure the organization's strategy, strategic partners, and with this role, the organization's capacity to
implement strategies to increase. So today, as a crucial human resource strategy to improve organizational
performance is known and addressing it, to increase the effectiveness and efficiency of management
activities and human resource development organizations that have achieved the level of maturity in this
field is essential. The purpose of formulating and implementing human resource strategies, policies and
procedures related to human resources with strategic goals and human resources.
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INTRODUCTION

The more unstable the environment caused by several factors such as the speed of technological change,
increased competition and the growth of globalization and the rapid changes in economic, political,
social, or organizational strategies of the company, whether in the enterprise work and the jobs have
changed greatly. Under these conditions, complex variables, survival and effective performance of the
organization require employee participation in organizations. Therefore, the management of human
resources in any organization, given the dynamic and constantly changing environment can not be fixed
in a static phenomenon. (Arabi and the izadi, 2002)

The strategic management of human resources is a process of shaping human resources strategy will be
achieved. (Sohrabi, 2007). Strategic human resource management within the organization can be
optimized to exploit the opportunity. Strategic human resource management enabling coordination
between the various activities of the organization, improve opportunities and provides prevention of
possible threats. Strategic integration, human resources and organizational strategy necessary to create
consistency between the strategies is undeniable. Strategic coherence between the goal of coordinating
human resource management goals and objectives of the organization. (Dachler and Wipert, 1978). The
logic of strategic management of human resources and agree on the design of the presented approach is
robust to manage the long-term employability.

Human Resource Management from the 1990s onward, human oriented features and has work-based.
This feature highlights the strategies and institutional resources should be interwoven in the fabric of the
organization and should be supported to achieve their goals. But these characteristics also recognizes the
fact that human resources can not be treated the same as other resources. Managers, especially human
resources managers should actually have a deep understanding of human values and staff are guided and
motivated. (Macmaham and Mytle, 1994)

Organizations gradually accepted that personnel management is one of the main communication loop to
create a competitive advantage. In this logic, the fact that accepts and applies the application of strategic
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human resources management, human resources in an organization will determine the shape and content
will vary. Have been so immersed in the June issue of their survival or overall business strategy and
management have determined that no one is. Strategic approach to human resource issues can and will be
applied in an environment where there is a corporate environment, strategic approach to the issues of. In
many organizations, human resources department runs a mainly administrative and service role plays and
strategic issues not addressed at all. (Armstrong, 2005). Development and implementation of human
resources strategies can be developed to help organizations deliver high quality services and products and
to achieve its performance goals and objectives. Human resources, particularly in specialized jobs, as the
engine is one of today's strategic plans So a set of coherent, effective and efficient human resource
management policies and programs organized (sanayei and etal, 2010). The Human resources strategy
because of its prominent position that could create competitive advantage and improve the effectiveness
of management tools provide. (Dyer,1983; Dyer and Holder, 1983; Wright and McMahan, 1992)
Therefore, this article is the meaning of strategic management of human resources and human resource
strategies, is explained. Then discuss strategic fit, it is difficult to achieve and approaches proposed to
address this problem and, ultimately, to express the relationship or proportion between the different
strategies, different strategies have focused on human resources.

Strategic Management of Human Resources

Strategic management of human resources has attracted much attention in recent years, the attention of
human resources management, organizational behavior and industrial relations have considered
(Chadwick, 2005). The overall strategic management of human resources as "tools for creating balance
and harmony between human resource management and strategic business content™ is defined.(Arabi and
izadi, 2002). From the perspective of strategic management of human resources, human resources,
potentially, the only source of competitive advantage, organizations are, in a way to create value for the
organizations that are rare, inimitable and is irreplaceable (abbaspour, 2002). Shuler's definition of
strategic management of human resources, it includes all activities affecting the behavior of individuals,
stimulated them to design and implement the strategic needs of the company knows (Arabi and
armanpour, 2004)

The strategic management of human resources, a method for deciding the intentions and plans of the
organization, and the relationship between human resource management and strategic management of the
company and also universal issues and macro-organization Deals (mohammadi ghahan, 2003)

Strategic human resource management, human resource management tries to work with the organization's
strategic objectives, is aligned. (Verreault and Hyland, 2005). Virtually all human resource management
activities to provide appropriate and coordinated human resources to achieve organizational goals, is
executed (mahmodi, 2008). Based on the perspective of strategic management of human resources, imply
that different competitive strategies require different behaviors and thus have different actions on human
resources management (Ginn and Henry, 2003)

Human resources Strategies

In1980, a strategic approach to human resources was highlighted by a number of experts and a change in
thinking and practice, increased specialization and less use of the phrase in human resource management
was staff management (Miller, 2006). Indeed, the future, all based on the power of human thought
form(Thurow,1999) And the effectiveness of the organization, human resource strategy must change the
vision of human resources, environmental investigation, detection capabilities, mission and goals to form.
Human resource strategies, policies and practices of human resource decisions about patterns that are
used by management. (Bratton,2001)

Indeed, human resource strategies, policies and objectives of the organization on various aspects of
human resource management practices, should be regulated (Sohrabi, 2007). Sustainable strategies for
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human resources should help the company to make its human resources to achieve an "optimal system" of
the company's objectives and sustainable society, to manage (Mariappanadar, 2003)

Types of Human Resource Strategy

Typology of scholars have presented a strategy for human resource (Osterman, 1987, Delery and Doty,
1996, Baron and Kreps, 1999) or personnel management is based or resource-based (Schuler and Jackson,
1987 ,Dyer and Holder,1998 , Snell ,1992, Arthur,1992, MacDuffie, 1995)

Typology based on sources, which is a spectral raised its head and focus on the utilization of internal
forces and external forces on the other side of it, focusing on the use of the (market) is located and
Species based on one-dimensional control strategies in a range of species that control the efficiency and
results of work on the other side it is process control. Bamberger and meshoulam with the integration of
model-based control and model-based employees in the labor market (source) matrix to select a checkered
human resource strategies have been proposed (Bamberger and Meshoulam, 2000). Figure 1 has four
strategies, "committed", "contractor", "fatherhood" and "secondary" is.

Inside Attentio QOutside

Type of Type of ::é
committed contractor ;_;g
strates strategy =

=

Type of Type of ,3
fatherhood secondary o
strategy strategy i

Figure 1- Types of Human Resource Strategy

Secondary strategy for simple ,repetitive and estandard jobs fit that their requirements adequately in the
labor market outside the company and the employee does not need to be nurtured and maintained.
Fatherly strategy "for simple ,repetitive and estandard jobs is applied to the difference in the
Management's willingness to maintain and upgrade existing employees and coordinate them with the
company's organizational culture. contractor strategy "for those jobs is a complex and specialized experts
to participate in the recruitment of permanent and official high cost ,Since the company's portion of these
jobs are temporary needs. Hence ,these experts usually have high amounts merely to perform consulted or
invited to be a part of a project. Commitment strategy "is used for specialized ,complex jobs with

different experts in the jobs needed to permanently are our trademarks And since in many cases the

specific knowledge needed for complex network produced and mastered ,replacing them is not so easy.
Therefore ,effective approach to the labor market within the organization. The development and training
of experts and reinforce their commitment and loyalty to the organization in a way that caused them to

ensure their future career ,salary and benefits out of the market higher than that of. (Sohrabi2007 ,).
Bamberger and Meshoulam suggest that strategies are applied contractor and fatherly lower because of
internal contradictions and possible link of type "transition strategies" which are organizations for the
transfer of most of the human resources strategy - secondary and committed Strategy - another strategy,
used to (Bamberger and Meshoulam, 2000).

Strategic fit

Strategic fit is the degree of correlation or coherence between competing priorities, the distribution
system and infrastructure performance and strategic fit concept is based on the integrated approach taken
by the pioneers of strategic management, Kndler (1962) and esnof (1965) has been proposed. (Hill and
Brown, 2007). This concept reflects an open systems approach in which the organization as a collection
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of interacting components, one of which is larger than the interaction with the environment, is considered
And its theoretical framework, based on the belief that the fit between strategy and the proportion of
organizational and environmental compatibility, is to increase business performance. (Santala and
Parvinen, 2007).

The basic assumption of a constant in all the definitions and conceptualizations of (fitness) or peers is that
when organizations achieve compliance, will operate effectively and efficiently (compared to when such
compliance in the organization does not) (Farahi, 2006). Companies can even through strategic alignment
and investment in human resources policies and practices to profit financially. (human resources, 2004).
Accordingly, strategic integration, to create consistency between strategy and human resources strategy is
necessary. Because these two strategies are complementary. (Arabi and izadi, 2002) and Need to develop
a comprehensive link between these two strategies, has led a decisive factor in the selection of human
resources strategies, the general strategy of the organization (Mirsepasi, 2001). If only such a proportion
that can be set to a process of formal guidelines (Friday and Friday, 2002) to guide all the programs (in
sectors different levels) achieved.

Although not much time has passed since the theory, but always in respect to the appropriateness of the
companies are visible. Japanese companies in the 1980s, for example through employee management
system based on favorable business environment, achieving much success. But during the 1990s and the
severe global competition, they changed their human resources management systems and circuit
performance brought (Asadi, 2006). General theory of proportion, has two dimensions: the proportion of
external (foreign) on how to create consistency (relevance) between human resources management
processes with the organization's overall strategy, is related more closely resembles a vertical connection.
Indicating that the proportion of internal coordination between the components and processes of human
resource management and is similar to the horizontal connections. (Way and Johnson,2005). What is
certain is that low levels of fitness, has a negative effect on organizational effectiveness. Although the
relationship between strategic management of human resources and firm performance based on our
attitude towards cooperation ,mainly between the universal school of attitude and the coordination of the
School are ,will be different (Chang and Huang,2005). But what proportion of this will be taken into
research to investigate why and how the proportions and external consistency that it will broadly:

External consistency means that human resources strategies with corporate strategies are compatible with
the associated development stage company ,the organizational dynamics and organizational
characteristics are consistent. The link between human resource strategies and the coordination strategy is
defined ,it can be" vertical seamless integration "clergy ,but creating this type of coordination ,challenges
that these challenges can be examined from four dimensions are:

» compatible with company strategies: human resource strategies must be integrated with the company's
strategy. To bring about such integration, the area of human resource management practices, with the
decision Activities and analyzing the market position of the product match. Coordination and agreement
between company strategies, can mean balancing strategies, human resources and strategic orientation of
the target company.

» Compatible with the wheel of life: adapting development stage company, means balancing strategies,
corporate strategy, human resources company, so it is appropriate, that the strategy of the organization, at
every stage of the beginning stages of a company's life cycle, maturity, decline or dissolution, probably to
deformation. Among the activities is beginning to form now that is changing, there are differences in this
respect.

« Dynamics: The dynamics of organizational change, will have a profound impact on human resource
strategies. Managing the process of moving from the current state to the future state, meaning the
development of change strategies, and may mean creating a new strategic approach to the relationship
between the job.
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+ Organizational Profile: An alternative method of determining the needs of human resource strategies,
and connecting them with an overview of the organization. The best kind of classification in this regard is
provided as follows:

- Defenders, which seeks to control the stability of the organization and believed to be accurate.

- opportunists, who are looking for new opportunities, the development and continuing education rely on
and believe in flexibility.

- analysts, which seeks to achieve the benefits of "opportunists” and "The Defenders™ (the Arabi and the
izadi, 2002).

Problems in achieving strategic fit

Although the achievement of strategic coordination between human resource strategy with overall
corporate strategy, which is optimal for all organizations, but the following reasons, it is not easy to
achieve:

1 - The variety of processes, levels and styles of strategic planning strategies as well as different levels of
organization, style, and will accept a variety of strategies. Thus creating a coherent vision about the kind
of human resource strategies consistent with company strategies and engagement on human resources
planning process is difficult. Billior (1978) has as to achieve competitive advantage in each of the units of
a diversified firm (in terms of activities) should be according to market conditions and its products are
developed its own human resource policies, regardless of this policy may be used to participate in other
wards. If so, should be placed within each unit cohesion, not across the organization. The strategies focus
on the human resources needs of the company, will be difficult.

2 - the complexity of strategic planning: design and implementation, is a complex process that is strongly
influenced by environmental factors and historical. In such circumstances, the adoption of a consistent
model of the strategic management of human resources, which means a direct and linear relationship
between corporate strategy and human resource strategy there. But this theory can not exist between and
within complexity to justify the strategy and human resource management, organization and individuals is
based on a logical model of power, politics and culture ignores.

3 - The nature of strategy development: human resource strategies must constantly evolve. If it is not,
because we are looking for strategic cooperation, implying a lack of flexibility that is inconsistent with
the realities of organizational life and cause chaos in the organization?

4 - Lack of strategies (specify) Company: If the strategy is exactly the nature of its evolution and it is not
explicitly stated, this strategic problems of fundamental issues, will be added. The concept of "defining
clear and explicit" meaning that the company strategies, fully understood by the audience and the
meanings of writing and not writing them, although this can help them to understand.

5 - qualitative nature of human resource issues: corporate strategies, usually either by necessity or
language statistics and detailed information on issues of growth, market share and profitability are
expressed. Human resource strategies may be expressed in the language of quantitative, qualitative issues,
such as the allocation of resources and skills could attract or qualitative issues such as commitment,
motivation and also take heed.

6 - Integration with what? The concept of strategic human resource management, human resource
strategies Implicitly means is that you should be fully integrated into the company's strategy. The
influence of these two together. But as Browster (1993) argues, human resource strategies, will be under
heavy pressure environment. Therefore we can say that human resource strategies can not be
implemented in coordination with the corporate strategy (Arabi and the izadi, 2002).

Approaches to address this problem
To overcome these problems by the custodian of human resource strategy, it will be difficult. However,
efforts in this direction are necessary and for this purpose, we used the following approaches:
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1 - Understand the formation of business strategies: responsible for human resources strategy must be
closely with higher levels of management in planning business strategies to be able to participate on the
side of the business strategy to gain the necessary information to.

2 - to invite the participation of stakeholders to invite the participation of senior managers, line managers,
employees and other stakeholders and considering their views on human resources strategies from other
approaches to creating harmony and alignment with the goals. In addition to this partnership creates an
alignment of human resources strategies will have a positive cycle. Participation of stakeholders in the
integration and alignment strategies which help make the alignment of strategies and commitment to
make a commitment to establish their results will be obtained, and so the cycle continues.

Stakeholder
involvement in the
development of human

// resource strategies .

s

/ \
Establishment Align human

and resources
implementation strategies with

of the strategy the
. Organization
—
Commitment to
strategies

Figure 2- Cycle of human resources strategies

3 - Understanding the key business issues: One of the most important requirements for human resource
strategies to develop awareness of business knowledge and organizational issues. Including organizational
issues that affect the human resource strategies are rapidly moving into new markets, engineering quality,
increase cash flow, diversification, product development and marketing, cost reduction, build a
performance oriented culture, reduce production time product, organizing around customer needs .

4 - Using mechanisms for creating harmony in order to create mechanisms to establish the link between
strategic alignment and the creation of mechanisms can be used strategies based on organizational
capabilities. In short, if the mechanism of action that human resource managers analyzing the
organization's business and affairs of the extract and the next step is to identify the capabilities required to
resolve issues and corporate purposes, and strategies are human resources developed then the various
human resources processes that are typical human resources instrument for creating and implementing
human resources strategies take advantage of that capability (Shirazi, 2012).

v" Review this business and other organizational aspects

v'extraction capabilities necessary to meet the business issues and achieve organizational goals
v’ Codification HR strategy

v HR processes and to exploit the capabilities and implementation strategies
v' Caodification short-and long-term goals

v' Codification Operational plans
v’ Compilation of qualitative and quantitative measures

v" Implemented programs

Figure 3- Mechanism for creating harmony
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use this mechanism must answer three main questions as follows:

What are the major issues of our business?

Organizational capabilities needed to achieve business goals, what are they? In other words, what works
is critical that organizations should be able to do it, is to implement the strategy?

How human resource practices for creating, maintaining and enhancing these capabilities should be used?
The answers to the three questions before we start analyzing the business environment. It seems that
while the current strategies presented can be easily re-examination of the business environment, but in
vain, given that in practice, errors may exist current strategies and business changes in happened.
Therefore, the logical starting point, a clear understanding of the internal and external environment of the
company, customers and stakeholders, investors and other items. Thus, issues, problems and most
important objectives of the organization are derived. Continue with the analysis capabilities required to
analyze issues and strategies, human resources extracted and according to various processes that create
human resources the ability to reaffirm the plan.

Conclusions

Strategic resource management an important part in improving the efficiency and effectiveness of the
organization's overall impact is considered. In this regard, the establishment of strategic fit - to create a
sense of harmony between corporate strategy, human resources strategy - one of the main tasks of this
section is organized on the basis of the organization's human resource strategy, taking into consideration
the overall strategy company's done. However, to achieve this fitness course is also faced with the
problem that most of the problems and paying the mentioned approaches. As a result of this study is the
sum of what is offered: the necessity of mutual influences and common orientation of human resources
(as a major investment organizations), with overall company strategy, human resource managers need a
comprehensive effort the establishment of a link between strategy and organizational strategy, human
resources departments and various subsystems (such as hiring practices, evaluation and promotion, etc),
as requires.

REFERENCES

Abbaspour, A. (2002), Trends in human resource management functions, management excellence, No. 1.
Asadi, E., (2006), human resource management in Japanese companies entering global competition,
Journal of Management, No. 116.

Arabi, M, izadi, D. 2002, Strategic human resource management, operations manuals, Tehran: Office of
Cultural Research.

Arabi, SM, Armanpour, R. (2004), Human Resource Strategy Approach to QFD in the nation's
transport terminals, Journal of Technology Management, No. 7.

Arabi, M., Moghaddam, Ali R. (2007), coordinating human resources strategy with business strategy
and organizational culture, Journal of Management Science, Second Year, No. 8, pp. 103-135.
Armstrong, M. and Baron, A, (2005), Handbook of Strategic HRM: The Key to Tm Proved Business
Performance, CIPD, London.

Arthur, J. B, (1992), The Link Between Business Strategy and Industrial Relations Systems in American
Steel Minimills, Industrial and Labor Relations Review, 45: 488-506

Baron, j. N. and Kreps, D. M, (1999), Strategic Human Resources: Frameworks for General Managers,
New York: John Wiley.

Bratton, John. (2001), Experiencing turbulence: competition, strategic choice and the management of
human resources in British Airways, reports on restructuring in the airline industry, September 11.
Bamberger, P. and Meshoulam, I, (2000), Human Resource Strategy: Formulation, Implementation,
and Impact. Sage Publications, Beverly Hills,CA.

Chadwick, Clint, (2005), the vital role of strategy in strategic human resource management education ,
human resource management review , pp.200-213.

© Copyright 2014 | Centre for Info Bio Technology (CIBTech) 1464




Indian Journal of Fundamental and Applied Life Sciences ISSN: 2231— 6345 (Online)
An Open Access, Online International Journal Available at http:// http://www.cibtech.org/sp.ed/jls/2014/01/jls.htm
2014 Vol. 4 (S1) April-June, pp. 1458-1466/Janatifar et al.

Review Article

Chang, Wan-Jing April , Huang , Tung Chun, (2005), Relationship between strategic human resource
management and firm performance , International Journal of Manpower , Vol 26, No 5, pp 434-449.
Dachler H. peter & Wipert, Bernhand, (1978), concetual dimention & boundaries of participation in
organization: A critical evaluation , administrative science quarterly,vol.23, No.1.

Dyer, L. ,(1983), Bringing human resources into the strategy formulation process, Human Resource
Management, Vol. 22 No. 3, pp. 257-71.

Dyer, L. and Holder, G. ,(1988), Toward a strategic perspective of human resource management, in
Dyer, L. (Ed.), Human Resource Management: Evolving Roles and Responsibilities, ASPA BNA
Handbook of Human Resource Management, Vol. I, Bureau of National Affairs, Washington, DC.
Delery, J. E. and Doty, H.D, (1996), Modes of Theorizing in Strategic Human Resources Management:
Test of Universalistic, Contingency and Configurational Performance Predictions, Academy of
Management Journal, 39: 802- 835.

Dyer, L. and Holder, G. W., (1988), A Strategic Perspective of Human Resources Management, In L.
Dyer & G. W. Holder (Eds.), Human resources management: Evolving roles and responsibilities,(pp. 1-
45), Washington DC: American Society for Personnel Administration.

Friday, Earnest, Friday, Shawnta s. (2002), Formal Mentoring : Is There a Strategic Fit ? ,
Management Decision , Vol 40, No 2, pp 152-157.

Farahi, Mohamed M., (2006), the effect of strategic alignment of HR strategy and overall organizational
performance, thesis for a master's degree in public administration, human resource trends, Tehran
University.

Ginn, Gregory o. , Henry , L.Jean , (2003), Wellness Programs In The Context of Strategic Human
Resource Management, HOSPITAL TOPICS: Research and perspective on healthcare, VVol. 81, Nol ,
witer2003, pp 23-28.

Hill, Alex, Brown, Steve, (2007), Strategic Profiling, A Visual Representation of Internal Strategic Fit in
Service Organizations, International Journal of Operation & Production Management, Vol 27, No 12 , pp
1333-1361.

Human Resource Management, (2004), Maximizing The Return on HR Investment, Vol 12, No 3,pp 8-
10.

Macmaham, Gary C .Bell. P. Mytle, meghnavirich, (1994), SHRM: Employment involvement
diversity and international issues, Human resource management review, Vol. 8, No.3.

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: 197-221.

Mariappanadar, Sug Umar, (2003), Sustainable Human Resource Strategy, the sustainable and
unsustainable dilenmas of retrenchment, international journal of social economics, Vol 30, No 8, pp 906-
923.

Mahmoudi, M., (2008), taking advantage of the strategic management of human resources management
information system, management, No. 194.

Mirsepasi, N., (2001), Human Resource Management and Labor Relations, Tehran, Mir Publishers.
Miller, Dale (2006), Strategic Human Resource Management Stores, Journal Of Retailing and Consumer
Services 13, pp 99-1009.

Osterman, P, (1987), Choice of Employment Systems in Internal Labor Markets, Industrial Relations, 26
(1): 48-63.

Qahan Mohammadi, A., (2003), Strategic Management of Human Resources, Journal administrative
change, Supplement VVolume VI, Issue 41.

Santala , Matti , Parvinen, Petri, (2007), From Strategic Fit to Customer Fit, Management Decision ,
Vol 45, No, pp 582-601 .

Sohrabi, A., 2007, Human resource management in action, first edition, Qom: Ode knowledge.

© Copyright 2014 | Centre for Info Bio Technology (CIBTech) 1465



Indian Journal of Fundamental and Applied Life Sciences ISSN: 2231— 6345 (Online)
An Open Access, Online International Journal Available at http:// http://www.cibtech.org/sp.ed/jls/2014/01/jls.htm
2014 Vol. 4 (S1) April-June, pp. 1458-1466/Janatifar et al.

Review Article

Shirazi, Mohammad M., (2011), Human Resource Strategies, Monthly Message for February, No. 89.,
Pp. 28-31.

sanaiee, Ali, Nadian, M., Amyralsadat Hfshjany, N., pourmostafa, M., (2010), to develop and
prioritize strategies for human resource composition models Topsis BSC and fuzzy, First International
Conference on Management, Innovation and Entrepreneurship .

Schuler, R. and Jackson, S. (1987), Organizational Strategy and Organizational Level as Determinants
of HRM Practices, Human Resource Planning, 10 (1): 32-48.

Snell, S. A. (1992), Control Theory in Strategic Human Resources Management: The Mediating Effect of
Administrative Information, Academy of Management Journal,35: 292-327.

Thurow, L. (1999) ,Changing the nature of capitalism, In R. Gibson (Ed.) Rethinking the future (pp.228-
249), London: Nicholas Brealey.

Verreault , Daniel A , Hyland , Mary Anne ,(2005), Evidence for Increasing the focus on strategic risk
in HRM audits , Managerial Auditing Journal, VVol. 20, No 5, pp 524-543.

Way , Sean A, Johnson , Diane E, (2005), Theorizing about the impact of strategic human resource
management , Human Resource Management Review, 15, 1-19.

Wright, P.M. and McMahan, G.C., (1992), Theoretical perspectives for strategic human resource
management, Journal of Management, Vol. 18 No. 2, pp. 295-320.

© Copyright 2014 | Centre for Info Bio Technology (CIBTech) 1466



