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  Table 1 

Key Characteristics of Mediation Studies on Human Resource Management and Organizational Performance 
 

 

1. Study 2.  Term (System 

concept) 

3. Unified perspective 

on research stream 

4. Choice of HRM 

measure 

5. Nature of 

items & 

Respondent 

6. Practices in composite 

measure (coverage of 

AMO) 

7. Mediators  8. Theory of 

mechanisms 

9. Results 

1. Allen, 

Ericksen, and 

Collins (2013) 

Strategic human 

resource 

management is 

about systems of 

human resource 

practices. Focus is 

on commitment-

based human 

resource 

management 

(complementary). 

Limited overview of the 

field. Stress is on the 

need for understanding 

of mediating 

mechanisms. 

 

Additive index is used 

with no discussion of 

rationale, except that 

elements are used 

regularly.  

Based on rating on a 

Likert-scale of the 

extent to which 

respondents agreed the 

company use an HR 

practice. Evaluation 

required for assessing 

Predominately 

evaluative. 

Agreement 

scale. 

Manager and 

employees – 

same questions 

to each.                                                                                                                                                                                                                                                                            

Nine practices to cover 

three dimensions: a) 

attachment based on 

relationships and 

company identification 

(covers M and one 

question on O, 

information sharing), 

coordination based on 

autonomy and informal 

control (O, all three 

questions on role 

Employee 

involvement (uses a 5-

item scale adapted 

from Lodahl and 

Keijner, 1965) and 

quit rates.  

Positive 

exchange 

relationships. 

Employee 

involvement and 

quit rate partially 

mediate the 

commitment-based 

HRM–

performance 

relationship. 
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1. Study 2.  Term (System 

concept) 

3. Unified perspective 

on research stream 

4. Choice of HRM 

measure 

5. Nature of 

items & 

Respondent 

6. Practices in composite 

measure (coverage of 

AMO) 

7. Mediators  8. Theory of 

mechanisms 

9. Results 

extent of practice. involvement e.g. 

employee autonomy in 

monitoring own 

performance), and 

selection based on values 

and cultural fit (M). 3 

questions on involvement   

                                                          

2. Bartram, 

Karimi, 

Leggat, and 

Stanton (2014)  

High-performance 

work systems. 

Mutually 

reinforcing bundle 

of practices. 

Blanket statement about 

the field: Multiple uses 

of a mutually-

reinforcing bundle of 

practices. associated 

with superior 

performance. Rider that 

there is no agreement on 

an ideal bundle.  

Single, higher-order 

score, based on items 

adapted from Zacharatos 

et al. (2005) requiring 

agreement with a 

statement such as 

“Providing employment 

is a priority in this 

organization”. 

Mixed. 

Agreement 

scale. 

Employees 

(clinical staff). 

Items in the seven 

subscales of HPWS are 

not given. The subscales 

are: Job security (M) and 

O – as support for 

involvement. Selective 

hiring is centred on M and 

A with one O item 

(employees involved in 

Psychological 

empowerment, 

(measured by 

Spreitzer's (1995) four 

dimensions: Meaning, 

autonomy, 

competence, and 

impact) and social 

identification (Hinkle 

Social identity, 

psychological 

empowerment. 

HPWS increase 

patient care 

through 

psychological 

empowerment as 

measured by 

meaning, 

autonomy, and 

competence, but 
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1. Study 2.  Term (System 

concept) 

3. Unified perspective 

on research stream 

4. Choice of HRM 

measure 

5. Nature of 

items & 

Respondent 

6. Practices in composite 

measure (coverage of 

AMO) 

7. Mediators  8. Theory of 

mechanisms 

9. Results 

Introduced by simply 

acknowledging its origin 

and its adoption is in 

line with the notion that 

practices are mutually 

reinforcing (synergistic). 

extensive training on A, 

Self-management team 

and decentralized decision 

making, and information 

sharing, Good quality job 

O. Transformational 

leadership is the seventh 

dimension but is not a 

practice.  Job security (M) 

and O– as support for 

involvement.  

et al, 1989) not by impact. 

3. Beltrán-

Martín, Roca-

Puig, Escrig-

Tena, and Bou-

Llusar (2008) 

High-performance 

work systems 

(conflation of 

complementary 

and synergistic). 

Studies lumped together 

under HPWS concept 

and terms like high-

involvement 

management are treated 

as synonymous. No 

Latent variable model 

(using exploratory and 

confirmatory factor 

analysis) is used, 

assuming that internal 

fit implies covariation 

Mixed. 

Intensity scales 

e.g. percent of 

employees, 

very little – a 

great deal, few 

Five types of practices 

measure with multiple 

items: selective staffing 

(A), comprehensive 

training (A), 

Developmental 

HR flexibility 

measured by 3 

subsets: Functional 

flexibility (using 

Volverda (1998) and 

Verdú  (2002)), skill 

Resource-based 

theory, focused 

on skills and a 

flexible 

workforce. 

 

Human-resource 

flexibility mediates 

a relationship 

between HPWS 

and customer-

service 
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1. Study 2.  Term (System 

concept) 

3. Unified perspective 

on research stream 

4. Choice of HRM 

measure 

5. Nature of 

items & 

Respondent 

6. Practices in composite 

measure (coverage of 

AMO) 

7. Mediators  8. Theory of 

mechanisms 

9. Results 

consensus on what high-

performance practices 

are. 

 

that is explained by a 

latent factor. Five-

dimensional measure of 

HPWS based on 

adapting Snell and 

Dean’s (1992) 4-

dimensional measure. 

– wide variety 

Manager. 

performance appraisal (O 

& A) equitable reward 

systems (M) and 

performance-based pay 

(M). 

 

malleability (Pulakos 

et al., 2000), and 

behaviour flexibility 

(Frese et al., 1996) – 

including involvement 

behaviour, e.g.  

employees voluntarily 

problem-solve. 

effectiveness 

4. Bonias, 

Bartram, 

Leggat, and 

Stanton (2010)  

High-performance 

work systems as 

interconnected HR 

practices, which 

are also referred to 

as high-

commitment 

systems and high- 

involvement 

Unified view based on 

findings of a positive 

HRM–performance 

relationship.  

Mechanisms linking 

these elements are 

unclear, although most 

studies are in 

manufacturing. Variety 

Measure is introduced in 

measures section.  

Initially Cronbach 

alphas are used to assess 

the validity of subscales. 

The average of these is 

then used to create a 

composite item. One 

group, reduced status 

Mixed, 

Agreement 

scale. 

Manager and 

Employees 

Index is based on 

Zacharatos et al.'s (2005) 

as in Bartram et al (above) 

covering employment 

security (M), selective 

hiring (A), extensive 

training (A), self-managed 

teams & decentralized 

decision-making (O), 

Psychological 

empowerment, 

measured using 

Spreitzer's (1995) four 

dimensions, as in 

Bartram et al (above)  

Limited theory, 

but focus is on 

HPWS 

influencing 

employee 

attitudes, and 

empowerment, 

which is simply 

posited as a 

HPWS increase 

patient care 

through social 

identity and 

empowerment.  
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1. Study 2.  Term (System 

concept) 

3. Unified perspective 

on research stream 

4. Choice of HRM 

measure 

5. Nature of 

items & 

Respondent 

6. Practices in composite 

measure (coverage of 

AMO) 

7. Mediators  8. Theory of 

mechanisms 

9. Results 

systems 

(complementary). 

of practices across the 

studies is 

acknowledged.  

differentials, is omitted 

due to a low alpha. 

information sharing (O), 

high-quality work (O), 

transformational 

leadership 

mediator of 

HPWS’s link to 

performance. 

5. Chen and 

Huang (2007)  

Strategic human 

resource practices 

(complementary). 

Past studies are lumped 

together as showing HR 

practices to be linked to 

performance measures, 

but with innovation 

neglected as an 

outcome. The study fills 

this gap. 

Subscales are used for 

analysis – staffing, 

training, participation, 

performance-appraisal 

and compensation. A 

principal component 

analysis is conducted to 

examine the 

dimensionality of the 

measures. Cronbach’s 

alphas are used to assess 

the internal consistency 

of the five components 

Predominantly 

descriptive. 

Scale of 

intensity used 

but nature is 

not unspecified. 

Manager. 

Staffing (A), training (A, 

Training for problem-

solving O), participation 

(A), performance-

appraisal (A, 

Development focus O), 

and compensation (M).  

Participation (O) is one of 

five groups of practices 

measured independently 

by multiple-item 

measures. This is done 

through three items – 

Knowledge 

acquisition, sharing, 

and application. 

Knowledge shared 

between colleagues is 

an item in the 

knowledge-sharing 

component. There are 

no involvement items 

in the measures of 

these. 

Knowledge-

based view of the 

firm. 

All three 

dimensions of 

knowledge 

management 

mediate the 

relationship 

between strategic 

HR practices and 

both innovation 

measures, with the 

exception of 

training. 
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1. Study 2.  Term (System 

concept) 

3. Unified perspective 

on research stream 

4. Choice of HRM 

measure 

5. Nature of 

items & 

Respondent 

6. Practices in composite 

measure (coverage of 

AMO) 

7. Mediators  8. Theory of 

mechanisms 

9. Results 

(called factors).  opportunities to make 

decisions, suggest 

improvements, and 

exercise a voice. Training 

for problem-solving 

ability is also measured. 

6. Choi and 

Lee (2013) 

High-performance 

work systems. 

Unified perspective on 

studies united by 

positive results, and 

dominance of AMO, but 

also by a neglect of 

mediators and 

moderators. 

Contingency and 

configuration 

perspectives are 

acknowledged but the 

Additive scale of 8 

practices used in 

previous studies. The 

total score of items, 

coded 1 or 0, is used and 

simply presented in the 

measures section. 

Acknowledges that 

additive indexes 

assumed that practices 

have additive effects 

Descriptive. 1= 

existence of 

practice, 0 = 

otherwise.  

Manager for 

existence. 

Employees 

asked to rate 

effectiveness of 

practices using 

an agreement 

Eight items: off-the-job 

training & on-the-job 

training A), Flexible job 

assignment, suggestion 

schemes, quality circles, 

project teams (O) , 

mentoring, and career 

development (O & A)  

Job satisfaction.  Development of 

the mediation 

chain is rather 

mechanical and 

based on the job-

satisfaction 

performance link 

and mutual gains 

model of HRM – 

implicitly, this is 

a need-

HPWS are related 

to firm 

performance 

through job 

satisfaction. 
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1. Study 2.  Term (System 

concept) 

3. Unified perspective 

on research stream 

4. Choice of HRM 

measure 

5. Nature of 

items & 

Respondent 

6. Practices in composite 

measure (coverage of 

AMO) 

7. Mediators  8. Theory of 

mechanisms 

9. Results 

account given is on the 

universal best practice 

model, seen as the focus 

of the field. There is no 

consensus on what 

constitutes HPWS. 

and practices can be 

substituted for one 

another. 

scale, to 

measure this as 

a moderator. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

satisfaction 

model. 
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1. Study 2.  Term (System 

concept) 

3. Unified perspective 

on research stream 

4. Choice of HRM 

measure 

5. Nature of 

items & 

Respondent 

6. Practices in composite 

measure (coverage of 

AMO) 

7. Mediators  8. Theory of 

mechanisms 

9. Results 

 

. 

7. Chow 

(2012)  

High-performance 

work systems 

(complementary, 

integrated and 

synergistic practice 

assumed to be the 

same, conflated). 

Unified view of studies 

as showing bundles of 

practices producing 

positive performance 

effects and of AMO 

dimensions as 

explaining this. HPWS 

HRM produces shared 

perceptions of 

supportiveness, of 

formal rules, and of 

what produces 

competitiveness. 

Additive index based on 

9-items summed to form 

a “composite index” 

index is simply 

introduced in the 

measures measured on a 

5-point scale from very 

low to very high to 

assess “the most 

appropriate description 

of their company’s HR 

practices” P. 3122). 

Confirmatory factor 

analysis on items 

reported.  

Predominantly 

Descriptive. 

Rating of low –

high 

appropriateness 

of description 

of company’s 

HR practices. 

Manager. 

9-item index: internal 

recruitment & training 

budget (A), performance 

appraisal as a 

development tool & 

communication networks, 

(O) linking of 

performance evaluation to 

pay, linking of pay 

incentives to job 

performance, internal 

equity in compensation, 

competitive pay package 

in the job market & job 

security (M) 

Three dimensional 

organizational culture 

– competitive culture, 

bureaucratic culture & 

supportive/sharing 

culture. Involvement 

include in supportive/ 

sharing culture (e.g. 

focus on employee 

participation and 

sharing).  

Organizational 

culture – seen as 

producing shared 

perceptions of 

supportiveness, 

of formal rules, 

and of what 

produces 

competitiveness. 

Organizational 

culture and HRM 

implementation 

mediate HR 

systems–

performance 

relationship. 
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1. Study 2.  Term (System 

concept) 

3. Unified perspective 

on research stream 

4. Choice of HRM 

measure 

5. Nature of 

items & 

Respondent 

6. Practices in composite 

measure (coverage of 

AMO) 

7. Mediators  8. Theory of 

mechanisms 

9. Results 

 

8. Elorza, 

Aritzeta, and 

Ayestarán 

(2011) 

System that 

maximizes the 

three AMO 

dimensions. 

Practices are 

assumed to 

reinforce each 

other and produce 

synergistic effects. 

Unified perspective on 

studies being black-box, 

giving a need “to throw 

light on the …black 

box” (p. 1401). 

Consensus exists on the 

“validity of a system” 

based on the AMO 

dimensions and this is 

assumed to be what the 

studies have 

investigated. However, 

there is no consensus on 

the specific practices 

constituting this. 

HRM practices to cover 

AMO dimensions. 

Scales are developed 

from three items for 

seven types of practices. 

The average of these 

scores is then used to 

create an overall 

measure. There are no 

tests of their 

discreteness, but each 

factor is assumed to be 

the same as that from 

analysis of employee 

perceptions of the same 

practices where factor 

Mixed. 

7 -point 

agreement 

scale. 

Manager for 

both perceived 

and actual 

system.  

Training (A), 

Contingent compensation 

& job security (M), 

autonomy in decision-

making and customer-

focus practices (O), 

participation in strategic 

decision & information-

sharing (O & M))  

Perceived system and 

Commitment. 

Involvement – as 

“willing to invest in 

personal effort for the 

sake of the 

organization” – is one 

of three dimensions of 

commitment, which is 

the mediator (using 

Cook and Wall’s 1980 

measure). The others 

are identification 

(internalization of 

goals) and loyalty. 

Social exchange 

theory, with a 

motivation/  

commitment 

focus. 

HR system –> 

commitment –> 

reduced 

absenteeism. 

There is no 

mediation of the 

HR system–

productivity 

relationship. 
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1. Study 2.  Term (System 

concept) 

3. Unified perspective 

on research stream 

4. Choice of HRM 

measure 

5. Nature of 

items & 

Respondent 

6. Practices in composite 

measure (coverage of 

AMO) 

7. Mediators  8. Theory of 

mechanisms 

9. Results 

analysis was conducted.  

9. Farouk, Abu 

Elanain, 

Obeidat, and 

Al-Nahyan 

(2016) 

Human resource 

management. 

Unified perspective on 

studies being black-box 

leading to need to 

“unlock the black box”. 

Simply state that HRM 

measure was based on 

23 items, “adopted” 

from Delery and Doty 

(1996) and Lee (et al. 

not referenced). The 

items cover 5 types of 

practices, which load on 

a single higher-order 

factor. 

Mixed. 

7-point scale. 

Manager 

No information given. 

Details of practices are 

not given; the types are 

recruitment & selection & 

training & development 

A); compensation, 

appraisal, employment 

appraisal and employment 

security (M);. Appraisal 

might include 

involvement items (O). 

Organizational 

innovation, and no 

involvement is 

included in its 

measurement.  

 

Limited theory as 

mediation model 

is constructed in 

a mechanical 

way. 

HRM–

performance 

relationship fully 

mediated by 

organizational 

innovation. 

10. Fernandez 

and 

Moldogaziev 

(2013)  

 

Employee 

empowerment (a 

term Bowen and 

Lawler (1992) 

used prior to the 

Unequivocal focus on 

high-involvement 

management; there is no 

discussion of the HPWS 

literature. Presents 

Higher-order latent 

variable based on four 

latent variables: 

Information provision, 

rewards linked to 

Predominantly 

evaluative. 

5-point 

agreement 

scale. 

12 items to capture four 

dimensions of 

empowerment including 

method autonomy and 

satisfaction with 

Job satisfaction and  

innovativeness, which 

has two items 

concerned with 

encouragement for (or 

Empowerment 

theory: It 

enhances 

employees’ 

innovativeness 

Empowerment 

associated with 

performance, 

mediated by 

innovativeness and 



11 
 

1. Study 2.  Term (System 

concept) 

3. Unified perspective 

on research stream 

4. Choice of HRM 

measure 

5. Nature of 

items & 

Respondent 

6. Practices in composite 

measure (coverage of 

AMO) 

7. Mediators  8. Theory of 

mechanisms 

9. Results 

coining of high-

involvement 

management) 

covering all four of 

Lawler's 

dimensions of 

high-involvement 

management 

(orientation). 

empowerment/ 

involvement literature as 

united in showing 

positive links to 

performance and 

employee outcomes. 

Identifies the gap as lack 

of studies of attitudes 

shown as mediating 

empowerment-

performance link.  

performance, skills-

acquisition, and 

discretion to change 

work processes.  

Employees. involvement practices to 

help employees 

accomplish organizational 

goals and knowledge 

sharing.  

actual) suggestion- 

making. 

 

and job 

satisfaction, 

which are linked 

to performance. 

job satisfaction. 

11. Fu, Flood, 

Bosak, 

Rousseau, 

Morris, and 

O’Regan 

(2015)  

High-performance 

work systems 

(complementary). 

Unified view of HPWS 

as being associated with 

performance, with AMO 

the dominant 

explanation of this. The 

gaps to be filled are 

Average across 16 items 

on proportion of staff 

who experience a given 

practice. Cronbach’s 

alpha is given.  There is 

little discussion of the 

Descriptive.  

Proportion of 

staff involved 

in each practice 

e.g. are asked 

to complete 

Little detail of items 

(example given: 

proportion of staff 

included in a formal 

information sharing 

programme.). More detail 

All items in the 

mediator (innovative 

behaviour) relate to 

involvement – e.g. 

whether employees 

search for new 

AMO theory –

increasing skills, 

motivation and 

opportunities for 

participation 

increase 

HPWS related to 

firm innovation 

mediated by 

innovative staff 

behaviour. 
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1. Study 2.  Term (System 

concept) 

3. Unified perspective 

on research stream 

4. Choice of HRM 

measure 

5. Nature of 

items & 

Respondent 

6. Practices in composite 

measure (coverage of 

AMO) 

7. Mediators  8. Theory of 

mechanisms 

9. Results 

innovation as a 

performance measure 

and the lack of studies 

of mediators. 

choice of measure. 

Same measure as in Fu 

et al (2017) below.  

attitude 

surveys. 

Manager. 

given in Fu et al. (2017). methods or create new 

ideas to address 

difficult issues. 

employee 

contribution to 

innovation.  

12. Fu, Flood, 

Bosak, 

Rousseau, 

Morris, and 

O’Regan 

(2017) 

High-performance 

work systems 

(complementary). 

Unified view of HPWS 

as being associated with 

performance. The gap 

identified is the lack of 

attention to mediators, 

as well as exploring 

dimensions of HPWS 

identified by AMO.  

 

Additive measure: 

average across all items 

on proportion of staff 

who experience a given 

practice. Cronbach’s 

alpha is given.   

Descriptive. 

Proportion of 

staff involved 

in each practice 

e.g. are asked 

to complete 

attitude 

surveys. 

Manager  

16 item cover selective 

recruitment, training and 

development (A), 

performance 

management, 

remuneration (M), 

information sharing, 

participation (O)  e.g. 

proportion of staff 

participating in QWL, 

Quality Circles or 

participation teams. 

 

5-item measures of 

human capital & 

social and 

organizational capital. 

4-item measure of 

exploitation. 

3-item measure of 

exploration. 

 

Dynamic 

capabilities and 

AMO theory. 

Two stage 

theory: 

1) Intellectual 

(human, social 

and 

organizational) 

capital. 

2) Organizational 

ambidexterity 

(exploitation & 

Skill-enhancing 

practices affect 

performance via 

human capital 

while  

motivation and 

opportunity-

enhancing 

practices affect 

performance via 

social capital. 

Opportunity-

enhancing 
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1. Study 2.  Term (System 

concept) 

3. Unified perspective 

on research stream 

4. Choice of HRM 

measure 

5. Nature of 

items & 

Respondent 

6. Practices in composite 

measure (coverage of 

AMO) 

7. Mediators  8. Theory of 

mechanisms 

9. Results 

exploration). 

 

practices affect 

performance 

through 

organizational 

capital and through 

exploitation and 

exploration. 

13. Gardner, 

Wright, and 

Moynihan 

(2011) 

“General system of 

HR practices” is 

equated with high-

performance work 

systems and 

differentiated by 

AMO into three 

types: skill-, 

motivation- and 

opportunity- 

HR practices generate 

collective commitment 

through need-fulfilment 

(self-determination 

theory). 

All AMO dimensions 

are covered. 

Formative index is 

explicitly used for skill-, 

motivation- and 

opportunity-enhancing 

practices, with clear 

justification and 

understanding of 

differentiation from 

reflective scales. 

Domain congruency is 

Descriptive.  

Use = 1, Non-

use = 0.  

Manager. 

18 items reflecting the 

three AMO dimensions. 

E.g. performance 

evaluation process used to 

determine training needs 

(A), pay raises based on 

job performance (M), 

employees are involved in 

formal participation 

processes such as quality-

Affective 

organizational 

commitment. 

Self-

determination 

theory:  

HR practices 

generate 

collective 

commitment 

through need-

fulfilment.  

The relationship of 

motivation- and 

opportunity- 

enhancing 

practices with 

labour turnover is 

mediated by 

affective 

commitment, while 

that between  
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1. Study 2.  Term (System 

concept) 

3. Unified perspective 

on research stream 

4. Choice of HRM 

measure 

5. Nature of 

items & 

Respondent 

6. Practices in composite 

measure (coverage of 

AMO) 

7. Mediators  8. Theory of 

mechanisms 

9. Results 

enhancing. used to test the 

distinctiveness of the 

factors. Items drawn 

from MacDuffie (1995), 

Huselid (1995) and 

Bailey (1993). 

improvement 

groups…suggestion 

schemes. 

There is no measure of 

role involvement. 

All AMO dimensions are 

covered. 

skill-enhancing 

practices and 

labour turnover is 

not mediated by 

commitment. 

14. Gittell, 

Seidner, and 

Wimbush 

(2010)  

High-performance 

work systems 

(complementary). 

Unified perspective, as 

studies show HPWS 

practices are linked to 

performance. Different 

labels are seen as 

synonymous and 

practices are seen as 

most effective when 

bundled. Focus has been 

on human capital and 

Additive measure used 

as synergy is not 

hypothesized and all 

practices are assumed to 

be equally important. 

Principal component 

analysis with 

Cronbach’s alpha is 

used. 

Low 

evaluative. 

Items rated on 

a 

5-point 

intensity scales  

(frequency or 

extent). 

Manager. 

Index is based on an 

assessment of whether 6 

practices are slanted 

towards cross-

functionality: Selection 

(A), conflict resolution 

(O?), performance 

measurement (A & M)), 

rewards (M), meetings 

and boundary spanning 

Relational 

coordination. It is 

assessed by a 7-item 

measure: Frequency, 

timeliness and 

accuracy of 

communication, level 

of problem-solving 

communication and 

extent to which 

Post-bureaucracy 

theory with 

relational 

coordination as 

core. 

For HPWS, quality 

and efficiency 

relationships are 

mediated by 

relational 

coordination. 
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1. Study 2.  Term (System 

concept) 

3. Unified perspective 

on research stream 

4. Choice of HRM 

measure 

5. Nature of 

items & 

Respondent 

6. Practices in composite 

measure (coverage of 

AMO) 

7. Mediators  8. Theory of 

mechanisms 

9. Results 

motivation/ commitment 

to explain the link. The 

gap identified is 

addressed by the focus 

on relationships between 

employees.   

(O). Cross-functionality 

can be viewed as building 

involvement into key 

areas of HRM. 

relationships involve 

a) shared goals, b) 

shared knowledge and 

c) mutual respect. 

All 7 items are 

indicators of enhanced 

involvement. 

15. Gong, Law, 

Chang, and 

Xin (2009)  

Performance- and 

maintenance- 

oriented HR 

subsystems 

(complementary). 

Unified perspective, as 

studies show systems of 

HR practices are linked 

to performance. The gap 

to be filled is the 

mediators of the 

relationship. 

Measures are presented 

in the measures section 

with no justification.          

Maximum likelihood 

exploratory factor 

analysis is used to 

establish 8 factors. Two 

Mixed. 

Agreement 

scale.   

Manager. 

 

Employment security and 

reduced status 

differentials (M) for 

maintenance-oriented HR. 

Selective hiring , 

extensive training (A), 

high contingency pay, 

Affective and 

continuance 

commitment measures 

(adapted from Meyer 

et al., 1993).  

Social exchange 

theory. 

 

The relationship 

between 

performance-

oriented HR and 

performance is 

mediated by 

affective 
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reflect maintenance-

oriented HR, 6 reflect a 

performance-oriented 

HR subsystem. 

(Confirmatory factor 

analysis is used to 

confirm the 2-factor 

model.   

career planning and 

performance appraisal 

(M) 

participation in decision 

making through teams (O) 

for performance-oriented 

HR subsystem. The 

subjects of the study are 

managers, so employee 

involvement means 

management involvement. 

subsystem.  

commitment. 

Maintenance-

oriented HR is 

related to 

continuance 

commitment, but 

not to 

performance. 

16. Hauff, 

Alewell, and 

Hansen (2018) 

High-performance 

work practices. 

Unified perspective on 

field with diversity in 

practices, but 

“researchers usually 

refer to the AMO 

Formative scale is used 

to measure the three 

AMO dimensions of 

HPWS with 10 

practices. 

Predominantly 

low evaluative. 

5-point 

agreement 

scale. 

Comprehensive 

recruitment/selection, 

continuous training (A); 

profit-based pay, 

extensive benefits, career 

Employee attitudes, 

measured by 3 items: 

managers assessment 

of employees’ 

motivation, job 

AMO: human 

capital and 

employee 

attitudes are key 

mechanisms. 

All types of 

practices affect 

employee 

performance and 

human capital, and 
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framework”. 

Understanding of 

mediators “remains a 

work in progress”. Gaps 

arise because studies 

have considered single 

mediators and been US-

biased.  

Manager. paths, job security(M); 

task variety, semi-

autonomous work groups, 

empowerment, 

information-sharing (O0.                                                                                                                                                      

satisfaction and 

commitment. 

employee attitudes 

mediate this. In 

turn, these effects 

impact on 

operational and 

financial 

performance. 

17. Heffernan, 

Harney, 

Cafferkey, and 

Dundon (2016)   

High-performance 

work systems or 

HR bundles are 

mutually 

reinforcing sets of 

complementary 

practices. 

Relationship between 

HRM and financial 

performance is well 

established. Authors 

acknowledge calls for 

mediation studies, 

including those made by 

some existing studies. 

Additive index of 28 

items is used based on 

Guthrie (2001), which 

means it is “validated in 

previous research” (p. 

445).  

Predominantly 

descriptive. 

Proportion of 

staff involved 

in each 

practice. 

Manager 

Index items include 

multiple questions for 4 

types of practices: 

employee resourcing, 

training and development 

(A); performance 

management and 

remuneration (M); 

communication and 

Creativity climate 

measured by a 6-item 

creativity climate scale 

(Amabile et al., 1996), 

which includes 

elements of 

involvement climate 

e.g.Extent of 

agreement with: “New 

HPWS under 

AMO create 

motivation and 

opportunities to 

perform, as well 

as increasing 

cohesive 

interaction and 

communication, 

The relationship 

between HPWS 

and performance is 

partially mediated 

by the creativity 

climate, and tests 

for moderation 

using Porterian 

business strategy 
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involvement (O). e.g. 

employees are involved in 

programmes designed to 

elicit participation and 

employee input” (p. 447). 

A 5th type, Work-life 

balance is included with a 

single item, The overall 

proportion of workforce 

covered by family-

friendly or work – life 

balance practices. 

ideas are always 

encouraged and 

rewarded”, “an 

individual’s creative 

ability is respected in 

this organization” and 

“people in this 

organization generally 

feel challenged by 

their work”. 

and this leads to 

a climate that 

fosters creativity. 

concepts suggest 

this is universal, or 

at least not 

contingent on 

strategy. 

18. Katou and 

Budhwar 

(2010) 

System that 

produces three 

human resource 

management 

outcomes – skills, 

Studies are unified by 

evidence that HRM is at 

least weakly related to 

performance, but no 

consensus exists on: the 

Three-dimensional HR 

system is used: 

Resourcing & 

development 

compensation & 

Insufficient 

detail given. 

Manager. 

Resourcing & 

development (A), e.g. 

training and development; 

compensation & 

incentives (M), e.g. 

Mediators are: a) 

ratings of skills by 

competence, 

cooperation between 

managers & 

AMO Resourcing and 

development are 

related to skills, 

rewards and 

relations to 
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attitudes and 

behaviour 

(complementary). 

complete set of HRM 

practices, the relevance 

of business strategy as a 

moderator, or the 

mechanisms through 

which this relationship 

operates. Diversity 

exists between best 

practice and best fit 

models. There is a 

US–UK bias to research, 

so necessary to find out 

if context is important. 

incentives, involvement, 

and job design. 

Confirmatory factor 

analysis is used to test 

discreteness and the 

latent construct for each 

policy type is assumed 

to be the extent to which 

the firm has policies in 

these areas. 

compensation, benefits; 

involvement, and job 

design (O), e.g. work 

design, participation. 

employees and 

cooperation among 

employees, b) ratings 

of attitudes by 

motivation, 

commitment and 

satisfaction, and 

c) behaviour by 

turnover and 

absenteeism. 

motivation, and 

involvement to 

behaviour. These 

factors mediate the 

relationship 

between each of 

the systems and 

performance. 

19. Latorre, 

Guest, Ramos, 

and Gracia 

High-commitment 

HR practices 

(complementary). 

Unified view taken 

based on achievement of 

positive results and a 

consensus that 

Additive indices are 

seen as the dominant 

approach, and one with 

8 high-commitment 

Descriptive. 

1 = experienced 

practice = not. 

E.g. have you 

8 practices; training and 

development, merit pay, 

performance appraisal, 

interesting/varied jobs, 

Mediators are 

perceived to be 

organizational support, 

psychological contract 

Social exchange 

theory. 

High-commitment 

HR practices are 

related to both 

employee 
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(2016) mediators have been 

neglected. AMO is seen 

as dominating 

discussion of these 

mediators, and an 

emphasis on 

organizational benefits 

at the expense of 

employee outcomes. A 

contrast is made with 

social exchange theory 

which emphasizes 

positive reciprocal 

relationships and mutual 

benefits. 

practices is used, 

including such novel 

(“more employee-

centred”) ones as an 

environment free of 

harassment and equal- 

opportunities support for 

nonwork 

responsibilities. 

received a 

formal 

performance 

appraisal in the 

past year. 

Employees. 

environment free of 

harassment, equal 

opportunities, support 

with nonwork 

responsibilities and 

participation. 

fulfilment, job security 

and job satisfaction. 

 

performance and 

absence, mediated 

by perceived 

organizational 

support, 

psychological 

contract fulfilment 

and job security 

and, in turn, job 

satisfaction. 

20. Liao, Toya, 

Lepak, and 

High-performance 

work systems 

Limited to an opening 

statement that: “A large 

Unitary index is used, 

justified through its 

Mixed. 

5-point 

Multiple items for 6 

dimensions: extensive 

Human capital, 

Perceived 

Human capital & 

motivation, 

HPWS (both 

measures) –general 



21 
 

1. Study 2.  Term (System 

concept) 

3. Unified perspective 

on research stream 

4. Choice of HRM 

measure 

5. Nature of 

items & 

Respondent 

6. Practices in composite 

measure (coverage of 

AMO) 

7. Mediators  8. Theory of 

mechanisms 

9. Results 

Hong (2009) (complementary 

but value added 

“by linking the 

practices within a 

system toward 

some strategic 

anchor” (p. 372). 

Study centres on 

HPWS for service-

quality-focus 

strategy  

body of strategic HRM 

research” shows a link 

between systems of HR 

practices and company 

performance.  

wide recommendation. 

It is calculated by 

aggregating subsystem 

scores confirmed by 

one-component 

principal component 

analysis. Core items are 

adapted from Zacharatos 

et al. (2005) (minus 

selective hiring), 

complemented by 2 new 

types, internal service 

and service discretion.  

agreement 

scale. 

 Manager 

(existence of 

practices) and 

employees 

(personal 

experience and 

understanding 

of HR practices 

e.g. my job is 

designed to be 

simple and 

repetitive) 

service training (A), 

training and performance 

appraisal, contingency 

pay M); self management 

service teams, job design 

for quality work, internal 

service, service discretion 

(O). Involvement 

measures included are: 

information sharing, self-

managed teams & 

participation, job design 

and performance appraisal 

being based on service 

quality. Other elements 

include extensive service 

training and contingency 

organizational support, 

Psychological 

empowerment, using 

Spreitzer’s (1995) 12-

item scale. 

 

empowerment, 

and 

organizational 

support treated as 

motivation 

constructs. 

service 

performance 

relationship is 

mediated by 

human capital and 

organizational 

support. 

HPWS–

knowledge-

intensive service 

performance 

relationship is 

mediated by 

human capital and 

psychological 

empowerment. 
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pay. 

21. Lopez-

Cabrales, 

Pérez-Luňo, 

and Cabrera 

(2009)  

Knowledge and 

collaborative 

human resource 

management 

practices 

(complementary). 

 Focus is on innovative 

activity and on the 

capability of HRM 

practices to develop 

human capital, with 

emphasis on Lepak and 

Snell’s (2002) HRM–

human capital link. 

Adapted from Lepak 

and Snell’s (2002) 

knowledge and 

collaborative HRM 

measures, with the 

justification that past 

literature shows they are 

linked to innovative 

behaviour. 

 

Descriptive but 

requiring some 

interpretation 

e.g. Employees 

participate in 

the decision-

making 

process.  

7-point 

agreement 

scale, from 

total 

disagreement to 

total agreement 

Manager 

Adapted from Lepak and 

Snell’s (2002). 

Knowledge HRM 

measured initially by 12 

items, (A, M, O) but 

factor analysis reduced to 

5: internal promotions, 

tutoring, mentoring, 

socialization programs 

and performance appraisal 

(A, M).  

Collaborative HRM 

initially measured by 9 

items, reduced to 4: 

selection for interpersonal 

skills, training for team 

Valuable and unique 

knowledge – which 

are focused on skills, 

using measures 

adapted from Lepak 

and Snell (2002).  

Human capital, 

which creates 

core capabilities 

which in turn 

give competitive 

advantage as in 

resource-based 

theory. 

 

 

The collaborative 

HRM–innovative 

activity 

relationship is 

mediated by 

uniqueness of 

knowledge. 

Valuable 

knowledge does 

not mediate the 

relationship. 

Knowledge HRM 

is unrelated to 

innovative activity. 
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building, appraisals based 

on team performance, 

ability to work in groups. 

Items dropped from the 

original knowledge scale 

include empowerment 

participation in decision-

making.  

22. Mansour, 

Gara, and Gaha 

(2014)  

High-performance 

work systems 

(complementary). 

Unified view based on 

an acceptance that 

HPWS (seen as bundles 

of practices) have a 

positive effect. 

However, it is necessary 

to unlock the black box.   

No consensus exists on 

the nature or number of 

HR practices but 

typically include 

rigorous hiring 

practices, merit-based 

pay, extensive training 

and flexible work 

arrangements. Described 

Predominantly 

evaluative 

(mixture of low 

and high). 

5 -point 

agreement 

scale.  

Manager. 

21 items initially but 

principle component 

analysis reduced to 19 

covering 5 types; selective 

hiring, extensive training 

(A 9 items)); performance 

management, merit-based 

pay (M, 8); and flexible 

work design (O, 2) . Items 

Organizational 

commitment &  

human capital. 

Resource-based 

theory and social 

exchange theory. 

Human capital & 

organizational 

commitment 

mediate the 

HPWS–

performance 

relationship. 
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in the measures section, 

with no justification, the 

unitary 19-item scale is 

taken from Takeuchi et 

al.’s (2007, below) 21-

item measure (itself 

derived from Lepak and 

Snell (2002). Principal 

component analysis is 

used to impose a single-

factor solution, with two 

items eliminated from 

the original scale.  

include employees are 

empowered to make 

decisions, jobs are 

designed around 

individual skill, selection 

emphasizes teamworking 

capabilities.  

23. Martínez-

Del-Río, 

Céspedes-

Lorente, and 

High-involvement 

work practices –

mutually 

reinforcing and 

 Unified view based on 

an acceptance that 

HPWS (seen as bundles 

of practices) have a 

A 13-item scale is 

described in the 

measures section, based 

on Huselid’s (1995) 

Descriptive. 

Percentage of 

employees, e.g 

taking in 

19 items in original 

measure but 7 omitted due 

to low loadings. Items 

cover all AMO including 

Proactive 

environmental 

strategy. 

AMO. 

Resource-based 

theory. 

Focus is on all 

Proactive 

environmental 

strategy mediates 

relationship 
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Carmona-

Moreno (2012)  

synergistic 

practices intended 

to acquire, train, 

retrain, involve and 

motivate 

employees.  

Practices assumed 

to be synonymous 

with high-

performance work 

systems. 

(Conflation of 

complementary 

and synergistic). 

positive effect. The 

requirement is identified 

as studying mediators. 

measures. (Several of 

Huselid’s items are 

omitted due to low 

loadings in factor 

analysis). All AMO 

dimensions are covered. 

quality circles, 

internal 

communication 

Manager. 

training % of people 

considered in the selection 

process (A) incentive pay, 

appraisals (M), internal 

promotion (A & M) 

quality circles, internal 

communications, job-

satisfaction evaluations, 

information sharing, and 

attitude surveys (O). 

Some items e.g. formal 

job descriptions are hard 

to classify.  

dimensions of 

AMO.    

between high-

involvement work 

practices and 

performance. 

However, no test 

of synergy is 

conducted, despite 

its inclusion in the 

definition of the 

HRM concept. 

24. 

Messersmith, 

Patel, Lepak, 

High-performance 

work systems 

(synonymous with 

Unified perspective, 

centred on past results 

showing the importance 

A 20-item measure 

based on Datta et al. 

Mixed. 

Agreement 

scales. 

A 20-item measure is 

used, based on Datta et al. 

(2005). No details given.  

Chain through Job, 

satisfaction, 

organizational 

Social exchange 

theory and AMO. 

There is a 

Job satisfaction, 

organizational 

commitment and 
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and Gould-

Williams 

(2011) 

high-involvement 

or high-investment 

management. 

(Complementary, 

“internally 

coherent 

practices”, p. 

1107). 

 

of aligned practices. 

Importance of unlock 

the black box identified 

as key issue.  

 

 

(2005) – itself derived 

from Guthrie (2001) and 

Huselid (1995 – is 

described in the 

measures section. 

Flexible work 

arrangements and 

family-friendly policies 

are added to the 

measure.  

Manager. 

Employees 

surveyed on 

different scales 

to validate the 

managerial 

responses.  

commitment and 

psychological 

empowerment (using 

Spreitzer’s (1995) 12-

item scale) all through 

organizational 

citizenship behaviour. 

Commitment, which 

uses Smith et al.’s 

(1983) 

motivational/ 

commitment 

focus, but all 

AMO practices 

contribute to 

increasing 

motivation to 

engage in 

discretionary 

behaviour. 

 

psychological 

empowerment are 

related to 

organizational 

citizenship 

behaviours, and 

this chain mediates 

the HPWS–

performance 

relationship. 

25. Patel, 

Messersmith, 

and Lepak 

(2013)  

High-performance 

work systems. 

Two sets of human 

resource practices: 

Alignment and 

adaptability 

No reflections on the 

field, aside from 

acknowledging the 

HPWS concept has not 

been “consistently 

defined…[but} it has 

Unitary, additive index 

used derived from Sun 

et al. (2007 below), 

based on items from Bae 

and Lawler (2000), 

Bamberger and 

Predominantly 

evaluative. 

5-point 

agreement 

scale. 

Manager. 

Six elements of the 

unitary measure: 

Staffing training staffing 

A) mobility (M), appraisal 

(A & M) & Participation 

(O). and job descriptions 

Organizational 

ambidexterity, with 

two dimensions,  

exploration and 

exploitation. 

Organizational 

ambidexterity 

theory. 

Organizational 

ambidexterity 

mediates the 

relationship 

between HPWS 

and firm growth. 
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practices. generally be utilized to 

describe a system of 

horizontally and 

vertically aligned 

employment practices 

designed to affect both 

the ability and the 

motivation of 

employee”. 

Meshoulam (2000) and 

Delery and Doty (1996), 

and justified by Becker 

and Huselid’s (1998) 

advocacy of unitary 

indexes. Principal 

component analysis is 

used, and the average 

for each component is 

aggregated for the 

index. 

(?). Participation – which 

includes questions on role 

involvement (being 

allowed to make 

decisions) and 

organizational 

involvement (opportunity 

to suggest improvements 

in methods) – is used. 

Internal mobility and job 

security – potential 

supports for involvement 

– are included in the 

measure. Appraisal is also 

included, but the measure 

is of result-oriented 

appraisal. 
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26. Paul and 

Anantharaman 

(2003)  

Human-resource 

management  

(simply a set of 

practices). 

Unified perspective 

based on consistent 

positive results in 

studies. The stated need 

is to identify intervening 

processes in the link 

between HRM practices 

and performance.  

A 9-dimensional model 

(measured by 63 items) 

is outlined with little 

justification in the 

measures section. 

Predominately 

evaluative with 

some 

questionably 

not practices. 

5-point 

agreement. 

Employees. 

63 items to cover 9 

subscales used in the 

analysis, selectivity in 

hiring, value-based 

induction, comprehensive 

training, career 

development (A), 

performance appraisal (A 

& M), total approach to 

compensation (M), 

employee-friendly work 

environment, team-based 

job design and employee 

ownership (O).  

Competence,  

organizational 

commitment and  

customer orientation 

Teamwork (using 

Cammann et al.’s 

(1979) 14-item scale). 

 

No strong theory, 

just a model of 

intervening 

variables linking 

9 types of HR 

practice to 

performance. 

Competence, 

teamwork, 

commitment and 

orientation are 

key to 

performance, and 

these are affected 

by HRM. 

 

40 significant 

paths from HR 

practices to 

financial 

performance, via 

one or more 

mediator and an 

operational 

performance 

measure. 

Work environment 

is the only factor 

that influences 

financial 

performance 

through all four 

mediators. 
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Compensation and 

training are not 

mediated by 

employee 

outcomes. As an 

example, team-

based job design 

influences 

employee retention 

via teamwork and 

speed of delivery, 

in turn via 

customer 

orientation. 

27. Raineri 

(2017) 

High performance 

work systems seen 

as a group of 

Unified perspective used 

with diversity in 

theoretical approaches 

A 24-item measure is 

presented in the 

measures section as 

Predominantly 

evaluative. 

5-point scale of 

Empowerment is one of 

the 5 HR practice sets. 

The others are personnel 

Affective commitment 

and human capital. 

Combination of 

human capital 

(resource-based 

Relationship 

between four out 

of five HR practice 
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separate, 

interconnected HR 

practices or a 

system of 

internally coherent 

practices which 

“work in an 

interrelated 

manner” (p. 3150)  

High-performance 

work systems, 

high-involvement 

management and 

high-commitment 

management seen 

as interchangeable. 

to mechanisms – 

motivational approach 

and human capital are 

considered. AMO is 

“frequently accepted”. It 

is acknowledged that 

different practices may 

be associated with 

different mediators, and 

that mediation studies 

have arisen in the 

literature. 

 

adapted from Sun et 

al.’s (2007) and Wright 

et al.’s (2003) scales. 

Principal component 

analysis that included 

mediators and a 

dependent variable 

revealed 5 HPWS 

“factors” (actually 

components). Three 

relate to skills-

acquisition, one to 

motivational 

enhancement and one to 

empowerment. 

agreement. 

Employees. 

selection, performance 

evaluation & training (A) 

job descriptions, 

compensation and 

incentives (M)  

empowerment practices 

(O), job descriptions (?). 

Empowerment includes  

role and organizational 

involvement (e.g. 

individuals are allowed to 

make decisions, provided 

with opportunities to 

make suggestions, and 

involved in participation 

processes). 

theory) and 

motivational 

theory. Mediators 

are affective 

commitment and 

human capital. 

sets (including 

empowerment) and 

performance was 

mediated by 

commitment and 

human capital; 

incentives–

performance 

relationship was 

mediated only by 

commitment. 
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28. Riaz (2016) High-performance 

work systems, 

treated as 

synonymous with 

high-involvement 

work systems. 

There is little discussion 

of the field. HPWS is 

taken as a given concept 

– the emphasis in the 

introduction is on its 

impact on potential 

mediators and the “issue 

of ‘Black Box’ (p.422)  

A unitary scale is used, 

based on 20 items from 

Takeuchi et al. (2009, 

below) which are based 

on Lepak and Snell 

(1999). It is introduced 

in the measures section 

with no discussion. 

Principal component 

analysis is used to 

establish 

unidimensionality. One 

of the 2 appraisal items 

is dropped from 

Takeuchi et al.’s scale.    

 

Mixed 

5-point 

agreement 

scale 

Manager and 

Employees 

used for 

different tests 

20 items covering, all 

AMO dimensions 

including, selection (6 

items), training (A):, 

performance 

measurement, appraisal, 

incentives based on team 

performance, individual 

performance, skill-based 

pay (M); job rotation, 

employees being 

empowered to make 

decisions, job design (O).  

Human capital 

measure 

(Subramaniam and 

Youndt, 2005), social 

exchange, relational 

coordination and 

employee outcomes 

[attitude (job 

satisfaction and 

motivation) and 

organizational 

citizenship behaviour 

measure, which 

includes whether 

employees make 

suggestions. 

 

Incorporates 

human capital 

(resource-based 

theory), social 

exchange,  

relational 

coordination and 

employee 

attitudes 

(job satisfaction, 

motivation and 

organizational 

citizenship 

behaviour). 

Manager measure 

of HPWS–

performance 

relationship is 

mediated by 

human capital. 

Employee measure 

of HPWS–

performance 

relationship 

mediated by social 

exchange, 

relational 

coordination, 

job satisfaction, 

motivation, and 

organizational 
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citizenship 

behaviour. 

29. Sun, Aryee, 

and Law 

(2007)  

High-performance 

human resource 

practices “defined 

by their 

combination of 

single practices 

that collectively 

affect 

organizational 

performance” 

(p.560) which can 

be a strategic asset.  

Unified view of HPWS 

as being associated with 

performance; there is 

little consensus on the 

practices to be included 

in HPWS. Gaps to be 

filled include 

developing reliable and 

valis measure of HPWS, 

exploration of 

mechanisms, and studies 

in the neglected service 

sector. Contingency 

theory is introduced as 

having attracted 

An additive index is 

justified by the 

advocacy of Becker and 

Huselid (1998). It 

measures intensity of 

use and investment in 

high-performance HR 

practices. Principal 

component analysis is 

used to identify that the 

questions are loaded on 

components and the 

average for each 

component is 

determined and then 

Predominantly 

evaluative. 

5-point 

agreement 

scale. 

Manager. 

Eight subscales include: 

selective staffing,  

extensive training, (A); 

rewards, employment 

security (M); results-

oriented appraisal, 

internal mobility (A & 

M); participation (O) is 

measured – both role 

involvement (being 

allowed to make 

decisions) and 

organizational 

involvement (opportunity 

to suggest improvements 

Service-oriented 

organizational 

citizenship behaviour,   

includes an item on 

whether employees 

make constructive 

suggestions for service 

improvements. 

Relational theory 

of employment 

relations and 

signalling theory 

– HPWS signal a 

long-term 

investment and 

commitment to 

mutual 

expectations.  

HPWS are related 

to productivity and 

labour turnover, 

and the 

relationship is 

mediated by 

service-oriented 

organizational 

citizenship. 
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attention, though the 

universal approach has 

dominated the area. 

aggregated to form the 

index. 

in methods); clear job 

descriptions (?). 

30. Takeuchi, 

Lepak, Wang, 

and Takeuchi 

(2007) 

High-performance 

work systems are 

defined as a set of 

“interconnected 

human resource 

practices” (p. 

1069). 

Unified perspective – 

positive results have 

generally been found, 

but there is some 

questioning of them, 

perhaps reflecting that 

the underlying 

mechanisms have not 

been established. 

Acceptance that high-

commitment and high-

involvement 

management and HPWS 

have been treated as 

Unidimensional 21-item 

scale based on Lepak 

and Snell (1999) is used. 

It is introduced in the 

measures section 

without discussion, and 

confirmed by principal 

component analysis. 

Mixed. 

7- point 

agreement 

scale. 

Manager and 

employees. 

21 items covering 5 types; 

selective hiring, extensive 

training (A 10 items)); 

performance 

management , merit-based 

pay (M, 8); and flexible 

work design (O, 3), 

including. job rotation, 

and employees 

empowered to make 

decisions.   

Human capital and 

social exchange Shore 

et al.’s, 1999, 5-item 

measure). Employees 

develop new ideas & 

are creative is 

included in a 5-item 

measure of human 

capital (Subramaniam 

and Youndt, 2005). 

measure. 

Resource-based 

theory and social 

exchange theory. 

HPWS (both 

measures)–

performance 

relationship is 

mediated by 

human capital & 

social exchange. 
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synonymous.  

31. Wood and 

Ogbonnaya 

(2018) 

Two-dimensional 

high-involvement 

management: role- 

and organizational 

involvement 

management. 

Little discussion of 

HPWS stream – focused 

on two dimensions of 

high-involvement 

management. 

Acknowledgement that 

it is a distinctive HRM 

concept. 

De Menezes and 

Wood’s (2006) 

measures of enriched 

jobs (for role-

involvement 

management), and 

organizational 

involvement, both 

measured by latent trait 

scores. 

Descriptive. 

1 = have 

practice, 0 = no 

practice (with 

some based on 

median level of 

the proportion 

of staff covered 

by the practice 

(e.g. formally 

designated 

teams). 

Manager. 

Role involvement 

measured by task variety, 

time control and methods 

control; organizational 

involvement by functional 

flexibility, quality circles, 

suggestion schemes, 

teamwork, induction 

interpersonal skills 

training, team briefing, 

information disclosure, 

appraisal (all O directly or 

supports for it).  

 

Job satisfaction and 

Well-being (anxiety– 

comfort). 

Mutual gains & 

social exchange 

theory 

Job satisfaction 

mediates 

role-involvement 

management and 

workplace 

economic 

performance 

(financial 

performance, 

labour productivity 

and quality). Well-

being not related to 

performance. 

Organizational 

involvement 

management is 
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related to 

performance but 

the relationship is 

not mediated by 

job satisfaction or 

well-being. 

32. Wood, Van 

Veldhoven, 

Croon, and De 

Menezes 

(2012) 

Two-dimensional 

high-involvement 

management: 

Enriched jobs and 

organizational 

involvement.  

Little discussion of 

HPWS stream – focused 

on Lawler (1986) & 

Walton’s (1985) high-

involvement/ 

commitment 

management and job 

design theory.  

De Menezes and 

Wood’s (2006) 

measures of enriched 

jobs and organizational 

involvement are 

introduced in the 

measures section. A 

unidimensional latent 

trait model was fitted to 

the practices for each 

measure, but one model 

As in Wood 

and  

Ogbonnaya 

(above). 

 

As in Wood and  

Ogbonnaya (above). 

 

 

Job satisfaction and 

well-being.  

Competing 

theories were 

tested with job 

satisfaction and 

well-being 

mediators in each 

(with differing 

signs): Mutual 

gains theory, 

conflicting 

outcomes theory 

Job satisfaction 

mediates 

enriched jobs–

productivity & 

financial 

performance 

relationship, but 

not the 

organizational 

involvement–

productivity & 
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combining them could 

not be fitted. 

and 

counteracting 

effects theory. 

financial 

performance 

relationship.  

33. Zhang and 

Morris (2014)  

High-performance 

work systems 

(seen as a bundle 

of mutually 

reinforcing HR 

practices). 

Positive results noted 

across the studies, at 

least outside China; 

non-supportive results 

are mentioned. Need for 

mediation studies 

acknowledged as is that 

they are emerging but 

the black box still 

requires study. 

Contingency and 

configuration 

perspectives are 

acknowledged, but the 

A unidimensional 

additive index is used, 

based on 18 practices. It 

is presented in the 

measures section with 

no justification. 

Cronbach’s alpha is 

given. 

Predominantly 

descriptive but 

in broad terms 

e.g. Self-

managed teams 

are widely 

used.  

5- point scale 

from very low 

to very high. 

Manager. 

18-item measure of the 

extent and nature of use of 

practices, covering all 

AMO dimensions, 6 As 

(e.g. external recruitment 

is preferred and capability 

and skill-orientation 

criteria used in 

recruitment), 4 Ms e.g. the 

design of compensation 

package is 

merit/performance 

oriented), 6s Os e.g. self-

managed teams are widely 

Employee outcomes 

measured by 6-item 

composite variable 

based on managers’ 

assessment of  

staff turnover, 

absenteeism, staff 

morale, employee 

commitment, job 

satisfaction, and 

ability of staff to move 

between jobs. 

Involvement is 

neglected completely. 

AMO, but with a 

stress on ability 

and motivation. 

O is included as 

the opportunity 

to contribute. 

Employee 

outcomes fully 

mediate the 

relationship 

between HPWS 

and performance. 
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focus of the field, and 

the account given, is on 

the universal best-

practice model. 

used; plus job analysis (?). 

34. Zhou, 

Hong, and Liu 

(2013) 

Commitment-

oriented human 

resource 

management 

system and 

collaboration-

oriented or 

alliance-based 

human resource 

management 

system concerned 

with encouraging 

external 

Limited discussion but 

assumes research has 

shown link between 

HPWS and variants of it 

(high-involvement/-

commitment 

management) and a 

need to “unravel” the 

black box (p. 263)      . 

AMO is seen as the 

central argument of 

HPWS. However, a 

need exists to address 

A 15-item measure of a 

high-commitment HRM 

system is outlined in the 

measures section, with 

little justification. It is 

based on a synthesis of 

others’ items and some 

“creativity-related” 

items such as egalitarian 

participation. 

Descriptive. 

7-point scale. 

Manager. 

A 15-item index of 

commitment-oriented 

HRM is used, covering all 

AMO dimensions, 2 As, 6 

Ms, 6 Os, (e. g. job 

enrichment, self-managed 

teams, job rotation, 

development-oriented 

feedback and employee 

proposal mechanisms. 

A six-item measure of 

collaboration-oriented 

HRM is also used, 

Firm innovation. AMO. 

Social networks. 

Ad hoc 

theorizing using 

ambidexterity 

theory to explain 

unexpected 

negative 

interaction effect 

between 

commitment-

oriented & 

collaboration-

Innovation 

mediates the 

relationships 

between 

commitment-

oriented & 

collaboration-

oriented HRM and 

performance. The 

two systems may 

act as substitutes 

for each other.  
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connections. the possibility of 

multiple HRM systems 

and the role of social 

relations – especially 

external – in innovation. 

adapted from Lepak et 

al.’s (2003) which is 

externally oriented, e.g.  

formal external learning 

programme, extensive 

social networks and 

professional HR 

outsourcing. 

oriented HRM. 
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