E-Leader Sovenia 2013

Human Capital asa Contributor to Organization Competitive

Advantage

Winsome Greenwood
Assistant Professor, Department of Business & Hal#y
Northern Caribbean University

MEeville, Jamaica

Frederick Will, Nancy Wood, and Dr. John Zelano
University of Phoenix
School of Advanced Studies
Phoenix, Arizona, USA

Abstract

The purpose of this quantitative correlagiostudy was to determine if a correlation existed
between career management, organizational leageesid organization performance in
Jamaican financial institutions. The problem consdow productivity in Jamaican service
organizations. The explorative study used Pegpsotuct-moment correlation to investigate the
relationship between organization career managearehteadership as independent variables

and organization productivity as the dependenitdei The study included executives, human
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resource managers and managers in four finang@ahaations- a large commercial bank, two
investment banks and a major building society Wehd offices in the Kingston Metropolitan
Area. The findings revealed that there is a refetiop between organizational career
management and productivity in Jamaican finanaigaoizations. However, there is no
relationship between training and productivitylese organizations. Organizational leadership
tends not to be involved in the provision but ia tareer management process. The findings
indicate that leadership styles did not seem tieceain awareness of the potential of providing
and managing organization career management im trdieenefit from its outcome as a source

of sustained competitive advantage.
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Contemporary management recognizes humannesactivities as having the possibility of
contributing to sustainable competitive advantagerganizations. Competitive advantage in
organizations was identified with the combinatidihee concepts of rareness, inimitability,
value, and non- substitutability (Barney, 1991heTesource-based view proffered that
organizations may use three resources: physicalahyand organizational, to achieve sustained
competitive advantage in their industry (Barney &idhit, 1998). Two of these resources:
physical capital and organizational capital hawa/pn to be duplicable by the competition and
hence less likely to be sources of inimitabilitya(Bey & Wright, 1998). Inimitability was
regarded as a prerequisite for competitive advantBgrney, 1991; Chadwick & Dabu, 2009).

Human capital in addition to being regardsdn organization’s main strategic resource
(Bartlett & Ghoshal, 2002) has been recognizedsagly the potential to be inimitable because
each employee had the ability to contribute in gueway. The concept of inimitability is

related to the theory of human free will. The iépilo contribute in a unique way would allow
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human capital to be linked with the resource-baged (Reed, Srinivasan, & Doty, 2009). The
resource-based view proffers that when an orgdaoizatinternal resources were inimitable they
could contribute to, and helped to maintain a sngtde competitive advantage (Castanias &
Helfat, 1991; Chadwick & Dabu, 2009; Sariolghaldoyuzi, & Rahimi, 2010).

The human resource function when allowed to doumtie to organization strategy has the
potential to contribute to improved organizatiomfpenance. The resource-based model claimed
that employees could be regarded as the most \alaabet that an organization possessed to
increase organizational competitiveness, if managy@degically (Becker, Huselid, & Ulrich,
2001; Downes, 2007; Kazlauskai& Buciunierg, 2008). Strategic human resource
management has the ability to link human developraed organization performance (Jacobs &
Washington, 2003). Scholars (Bartlett & Ghosh@02 Baruch, 2004; Ordonez de Pablos &
Lytras, 2008) agreed that the core assets of agistiganizations were not buildings, equipment
nor their finances but the people who worked imthe

I mportance of problem

The specific problem is the observed lowdpiaivity of the Jamaican workforce (Jamaican
Productivity Report, 2009). The general problamolved using available labor force to
improve productivity levels in Jamaican organizasio This problem has been observed in all
sectors of the economy (Jackson & Wedderburn, 20Q0@w productivity levels in the service
sector could be linked to poor education (Jacksdé&dderburn, 2009) which resulted in low
skill levels in a service economy (Crick, 2007)t the firm level this low productivity appeared
to coexist alongside the non awareness of mandyartheir employees had the potential to be a

competitive resource (Cowell, 2007; Crick, 2007).
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The purpose of this quantitative correlagicstudy was to determine the effects of
organizational career management and leadershgagyndependent variables, in Jamaican
financial organizations and to observe the effiearganizational performance with productivity
level as the dependent variable (Creswell, 200&sHaHansen, 2007). The Jamaican financial
industry is being used to represent the servicestrg in a country that is viewed as having a
service economy.

The significance of this quantitative coatednal study was to present human resource
management from the perspective of employers.udeand Peiperl (2000) averred that such
studies were rarely done. The results of thidystiould be valuable to human resource
practitioners in Jamaican financial organizationd ather service organizations. A gap has
been identified in the literature on training imsee organizations: More studies were done on
manufacturing industries (Crick, 2007; Hitt, Bierm&himizu, & Kochhar, 2001; Liu et al.,
2007). This study intended to examine the linkagéoking at knowledge transfer in
organizational career management as a moderattgy fia organization performance
(Liebeskind, 1996).

Literature Review

This quantitative correlational study inahadan overview and analysis of independent
variables, career management, and leadershiphandkpendent variable, organization
performance. A gap has been observed in thetliteran the contribution of human capital to
organizational competitive advantage in serviceigtdes: More studies were done on
manufacturing industries (Crick, 2007; Hitt, Bienrm&himizu, & Kochhar, 2001; Liu et al.,
2007). Few studies tend to be done from thepeets/e of employers (Baruch & Peiperl,

2000). The human resource literature concersiungdies that took cognizance of different
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cultural and economic development differences ifledta gap in the literature (Cheng, Sculli,
& Chan, 2001; Crick, 2007; Punnett, Dick-Forde, &dson, 2006; Stone, Stone-Romero, &
Lukaszewski, 2007).
Strategic human resour ce management

The strategic importance of human capitpleaped to be more pronounced in human-
capital intensive industries (Carpenter & Sand20€9). Human-capital intensive industries
including financial organizations require acceskrtowledge to perform their functions
(Carpenter & Sanders, 2009). Employees in sexiganizations collectively, could be
perceived as sources of competitive advantageKC2@07; Liao et al., 2009). In support of this
theoretical proposition, Holland, Sheehan, and i2ei 2007) supported Crick, (2007) in
comparing physical capital, organizational capiald the potential of human capital to make
sustainable and substantial contribution to cortipetadvantage in service organizations.
Pilbeam and Corbridge (2006) later expanded theeamtrstating that focus should not only be
on the behavior of human capital input but on tielfs, knowledge, attitudes, and competencies
that people brought to the organization” (p. 52hese skills could enhance organizational
competitiveness and growth when used with firm-ggetraining programs (Chadwick & Dabu,
2009; Kang et al., 2007). Knowledge transfer cdagdmportant to skills enhancement in firm-
specific training programs.
Knowledge

Human capital with the potential to accurnteiland to share knowledge could be a resource
to create sustainable competitive advantage imlaagjlenvironment (Haas & Hansen, 2007).
Organizational career management allowed organizsitio provide employees with firm-

specific knowledge to contribute to organizatioo@npetitive advantage (Koch & McGrath,
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1996). Knowledge in this context is best viewethagprocedure of facilitation and
dissemination of individual knowledge through ongations (Nonaka & Von Krogh, 2009).
Knowledge in organizations was perceived as hatimgaspects, explicit and tacit (Nonaka,
1994; Nonaka & Von Krogh, 2009).

Explicit knowledge was formal knowledge theats spoken and captured in manuals and
drawings (Nonaka & Von Krogh, 2009). Tacit knowgedhough difficult to articulate (Droege
& Hoobler, 2003; Giju, Badea, Lopez Ruiz, & Nevd@ena, 2010; Polanyi, 1966) was
considered to be more pervasive. Tacit knowledge “know- how” and is recognized as a
facilitator of competitive advantage (Nonaka, 19849 was associated with individuals (Grant,

1996).

Tacit knowledge in organizations could bedit add to the inimitability of skills learnt in
the organization (Chadwick & Dabu, 2009). Sonszagchers regarded knowledge as the key
ingredient in gaining competitive advantage bec&nssvledge was the main inimitable
resource (Murray & Peyrefitte, 2007). Expandingtteknowledge to explicit knowledge was
considered important for expanding knowledge imargations (Nonaka & Von Krogh, 2009).
The transference of knowledge within organizatiwas regarded as a social function (Nonaka
& Von Krogh, 2009). The social aspect of tacit Wiedge contributed to its perception as a
team activity.

Tacit knowledge when perceived as a funabibteam activity could be less problematic
when a team member left with firm-specific knowled@ubramaniam & Youndt, 2005). The
importance of teams in contemporary organizati@mot be over emphasized. Tacit knowledge
is held by the team and not by any single individu@ollins and Clark (2003) contended for

recognition of teams in the creation of sustainabl@petitive advantage in organizations.
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Purvanova, Bono and Dzieweczynski (2006 )padted the view that transformational
leadership influenced the way followers interpreteslr work and contribution to organizational
performance. The relationship between leadersiipfallowers was seen as an integral part of
leadership (Bennis, 2007). Leadership was impbttastrategic human resource management
input in both planning and implementing strategy.

Career management practices include onjdhetraining to improve worker contribution
(Baruch & Peiperl, 2000; Vos, Dewettinck, & BuyeB806). Leaders in organizations have the
option to introduce career management procesgéginorganizations as part of their strategy to
improve organization performance. Two scholarsic{C 2007; Scott, 2005) advised that career
management with an emphasis on training could tné to reducing the problem of low
productivity in Jamaican organizations. Bartlettl@&hoshal (2002) stated that the top human
resource executive should take the initiative teettep a social network for the transfer of
knowledge within the organization.

Knowledge sharing by itself is not considkesefficient to improve performance (Choi, Lee
& Y00, 2010; Haas & Hansen, 2007). It was propabed it was the utilization of knowledge
that was of more importance. However, Haas andsétan2007) conceded that the
measurement of the contribution of knowledge talpotivity in organizations was difficult to
measure. The main finding of Hass and Hansendyg®007) was that “different types of
knowledge affected task performances differen{ly.”1149).

Organizational performance was viewed in geafithe company’s average employee

profits: The ratio of the firm’s profit divided the number of employees. Guest, Michie,
Conway, and Sheehan (2003) defended the use dgevemployee profits as a gauge of

profitability because it reflected the intentionuge a gauge that connected employees to the
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firm. Public archival data such as financial iepavere used to measure organizational
performance.
M ethodology
This quantitative correlation study aimedl&termine in what ways if any, career
management and leadership as independent vargides productivity, as the dependent
variable, in Jamaican financial institutions. Refipoint Likert scale was used to quantify the
independent and dependent variables with ‘strodgiggree’ as one and ‘strongly agree’ as five.
The general population proposed was theitam financial sector, which included
commercial and investment banks, and building siesie The sample frame consisted of the
employees of five Jamaican financial institutiotisee investment banks, and the largest
commercial bank and the leading building society.
The following research questions were used tat fhiis study:
1. What relationship exists between productivity lsvend organization career
management?
2. What relationship exists between productivity levahd training within the
organization?
3. What relationship exists between organization caremagement activities and
internal promotion opportunities?
4. How is the career management process associateargénizational leadership

style?

5. How is career management provision in Jamaicamdilahorganizations correlated

with organizational leadership?

The five research questions drove ten hypotheses.
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Hol There is no relationship between career manageand productivity in Jamaican

financial organizations.

Hal There is a relationship between career managieamd productivity in Jamaican
financial organizations.

Ho2 There is no relationship between training pradiuctivity levels in Jamaican financial

institutions.

Ha2 There is a relationship between trgrand productivity levels in Jamaican financial
institutions.
Ho3 Internal promotion opportunities are ted to career management participation.
Ha3 Internal promotion opportunities asgltio career management participation.
Ho4 Organizational leadership style is nebagted with career management process in
the Jamaican financial institutions.
Ha4 Organization leadership style is assediatith career management process in the
Jamaican financial institutions.
Ho5 the provision of career management imalean financial organizations is not
correlated with organizational leadership.
Ha5 the provision of career management inagam financial organizations is correlated
with organizational leadership.
Sampling
Stratified random sampling method was uséttuman (2009) advised that stratified
random sampling would provide a more representativeple than a simple random sampling.
The stratified random sampling method will ensina the representation of male and female in

the sample reflect their proportional representaiiineach institution in the study. The list of
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employees of each firm was assigned a number.nlitrder was used in random sample
selection.

Survey data on career management, and aagam leadership were triangulated with
archival data from the four participating compani@schival data were used to measure
organization performance as measured by grosspmifer staff (Guest et al., 2003) for the
previous year (2009) of the quantitative correladicsurvey.

I nstrumentation

Instrument distribution was done by two noeldt email and special delivery. Special
delivery was necessary to provide hard copiesdspondents who may not be computer literate.
Completed hard copies were collected by couriericer A record was kept of instrument
delivery to aid timely follow up. The data collent process involved instrument design, pilot
study, refining of instrument, identifying respont& communicating with respondents,
determining agreement, distribute instruments anlécting completed questionnaires

Findings

Data collection was characterized by two eventse Major investment bank had to defend
a hostile takeover attempt by one of the largermoensial banks. The other event concerned the
job stability of financial employees which madertheeluctant to participate in a survey.

Pilot Testing.

A pilot study was conducted to discover flow of questions in the survey instrument, that
is, in terms of word clarity, format, and lengthtwhe it would take to complete the survey
guestions. The pilot study had two intentionsistrito determine whether the instrument

communicated at the level of respondents; andteriohine the effectiveness of the data
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collection techniques. Ten persons participatdtienpilot study. They were selected from
similar Jamaican financial institutions.
Sample Demographics.

The sample demographics reflect twice asynfeamale employees. These employees are
executives and senior managers. The sample con$i88% females and 32% males.

Participants were mainly university gradsg&6%) with 30% reporting to have done
studies after graduating from university. Morertealf (60%) of the sample were female
graduates as opposed to 26% male graduates; 228efeaspondents had postgraduate
qualifications.

Research question 1 (RQ1): What relationship exists between productivity lsvand
organization career management in Jamaican finlaorigjanizations? The data indicated that a
relationship existed between productivity leveld anganization career management.
Organization career management for the purposeiofiuantitative correlational study is
interpreted as internal organization training. f@#nces in organization productivity could not
be attributed to career management within thesanzgtions when productivity archival data
were triangulated with survey data. Some orgaizatith few staff members had higher
productivity.

Research Question 2 (RQ2): What relationship exists between productivity levend
organization training within the organization? Tdea indicated that there was no relationship
between employee education levels and organizatioductivity within the Jamaican financial
organizations that participated in the study. @t in addition does not indicate a significant
relationship between employee’s education levelagdnizational productivity in Jamaican

financial institutions.
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Research Question 3 (RQ3): What relationship exists between organizationerare
management activities and internal promotion oppuoties? There is a statistically significant
positive relationship between the variables ofrimiépromotion and organization productivity in
Jamaican financial organizations. If internal podion is associated with organizational career
management, internal training, there is a positationship with organizational productivity.

Research Question4 (RQ4): How is the career management process associated wit
organizational leadership style? The data indet#tat there was a weak positive relationship
between leadership style in Jamaican financialrirgéions and the career management process.

Research Question (RQ5): How is career management provision in Jamaicantial
organizations correlated with organizational leatlgr? The provision of career management in
Jamaican financial organizations is not influenbgarganizational leadership style. The
provision of career management in Jamaican finhooganizations may be influenced by other
factors not considered in this quantitative desgpcorrelational study.

Triangulating archival data with survey fingls reveal that there appeared to be objective
support for staff perception that training aidsdurctivity, performance was highest in
organizations with the highest perceptions.

This quantitative descriptive correlatiosfldy resulted in two findings: The first concerns
career management and organizational leadershigan@ational leadership is important in
career management in Jamaican financial organimatilowever organizational leadership in
Jamaican financial institutions does not appe&etmfluential in the provision of organizational
career management. Organizational leadershipmateseem to influence the career management
process within the Jamaican financial organizations

Implications of the findings
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Employees of an organization could be itstimmportant asset (Bartlett & Ghoshal, 2003;
Baruch, 2004; Ordonez de Pablos & Lytras, 2008nplByees contribute to organization
performance and productivity and could provide stanable competitive advantage because
they are a repository of organizational knowledgbgdwick & Dabu, 2009; Kang, Morris, &
Snell, 2007). Stroh and Caligiuri (1998) haveaoned that employees could be a source of
sustained competitive advantage that could befggni as a source of competitive advantage in
successful organizations. The characteristicefice organizations collectively could be
perceived as sources of competitive advantageKC2@07; Liao et al., 2009).

Service organizations are often judged leysrvice they provide. Service organizations
employees can be regarded as differentiators. bJaod Washington (2003) have pointed to an
observed link between employee development anchaa@ion performance but observed a gap
in the literature to support this relationship.atership provision of organizational career
management could improve employee skills and kndgéddevels and thus enhance organization
productivity.

This quantitative correlational study corntcefized organizational career management as
management providing internal training, on thetjamning (Baruch & Peiperl, 2000; Kang et al.,
2007). The findings of this quantitative corredal study indicate that some management
practices observed in Jamaican financial orgaminathad some influence on organizational
performance. This influence can be observed imptins within organizations- Research
Question 3.

The data indicate that leadership stylesndidseem to reflect awareness that the skillddeve
which employees took to an organization could enbamganizational competitiveness (Pilbeam

& Corbridge, 2006). Employees did not agree thairtfinancial organizations were using the
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training that they brought to the organization etifeely. The skills which employees brought
to an organization could be used to augment orgéioiral competitiveness and growth when
combined with firm-specific training programs (Chack & Dabu, 2009; Kang et al., 2007).

The findings indicate that organization@ders are perceived as being involved in the
process of organization career management alththeyhwere not perceived as being
instrumental in providing career management inrtbganizations.

Jamaican financial organizational leadeedrte be aware of the potential of providing and
managing organization career management in ordagrefit from its outcomes as a source of
sustained competitive advantage. Organizatiorecananagement could be a source of
retaining tacit knowledge in their organizationscs it tends to be associated with promotion
within the organization.

This quantitative correlational study aintedbe significant on two levels: First to
practitioners and second to scholars. At the lef@kactitioners in Jamaican financial this
guantitative correlational study provides exploratdata on the contribution of organizational
career management, leadership style and orgamzdipooductivity. On the level of
management scholars the quantitative correlatistualy provides exploratory data for further
studies on the relationship between organizaticaser management, leadership style and
organizational productivity. The study was explorg and provided groundwork for further
studies.

Limitations

This quantitative correlational study mamitation was the economic environment in

which the study was conducted. Jamaican finamtséikutions were reacting to changes in

global financial economies and the implicationshaf Jamaican government entering an
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agreement with the International Monetary Fund (JMEmployees were more protective of
their jobs and consequently were reluctant to glewnformation about organizational
relationships. The absence of an organizationgreatiously volunteered and expressed interest
in the findings could not participate because nfcttiral changes within the institution.

Findings were affected by the reluctancprtivide information Jamaican organizations
tended to be characterized by this but more gdgetélas been observed that financial
institutions tend to be reluctant to provide d&adst et al., 2003). A longitudinal study could
provide more robust information by being able axk possible external effects on the
relationship of the variables of this study but sheuld be aware of the possible effects of
collecting data during environmental changes sgsobcanomic downturns in small states trying
to meet IMF requirements. Data collection for tusntitative correlational study was affected
by these environmental factors.

Future Research

The results of this quantitative correlatibstudy indicate four areas for future research on
organization career management. The first areatafd research could be investigation to
determine the role of organizational leaders aedtiovision of organizational career
management in service organizations. Researdtatratea could further help to position human
capital development in the knowledge economy.

The second area of future research coutd determine the implications to human resource
management when organizational leadership was avfdine benefits of nurturing tacit
knowledge within their organization. The third@mncerns the use of employee educational
level at the point of employment and the nurtuifigacit knowledge within the organization.

The fourth area could be a longitudinal study tovpte data on the relationship between career



E-Leader Sovenia 2013

management, leadership, and organization compateiss in Jamaican financial organizations.
This fourth area should be able to provide explanain the levels of organization performance
observed in the archival data.
References
Barney, J. (1991). Firm resources and sustainegettive advantagelournal of
Management, 17(1), 99-120.
Barney, J. B., & Wright, P. M. (1998). On becomamgtrategic partner: the role of human
resources in gaining competitive advantageman Resource Management, 37(1), 31-
46.
Bartlett, C. A., & Ghoshal, S. (2002). Building cpetitive advantage through peopi®.T
Soan Management Review, 43(2), 34-41.
Baruch, Y. (2004)Managing Careers. Theory and practice. Harlow, Essex: FT Prentice Hall.
Baruch, Y., & Peiperl, M. (2000). Career managenpeattices: An empirical survey and
implications.Human Resour ce Management, 39(4), 347-366.
Becker, B. E., Huselid, M. A., & Ulrich, D. (200Ihe HR scorecard: Linking people,
strategy and performance. Boston, MA: Harvard Business School Press.
Bennis, W. (2007). The challenges of leadershinémodern worldAmerican Psychologist,
62, 2-5. doi: 10.1037/0003.066X.62.1.2
Carpenter, M. A., & Sanders, W. G. (2008y.ategic Management: A dynamic perspective,
concepts & cases (2" ed.). Upper Saddle River, NJ: Pearson Prentide Ha
Castanias, R. P., & Helfat, C.E. (1991). Managegaburces and rentkurnal of

Management, 17(1), 155-171.



E-Leader Sovenia 2013

Chadwick, C., & Dabu, A. (2009). Human Resourcesnan resource management, and the
competitive advantage of firms: Toward a more cahpnsive model of causal
linkages.Organization Science, 20, 253-272. doi: 10. 1287/0rsc.1080.0375

Cheng, T., Sculli, D., & Chan, F. S. (2001). Relaship dominance: Rethinking management
theories from the perspective of methodologicabretlism.Journal of Management
Psychology, 16(2), 97-105.

Choi, S. Y., Lee, H., & Yoo, Y. (2010). The impadtinformation technology and transactive
memory systems on knowledge sharing, applicatiod,team performance: A field
study. MIS Quarterly 34(4), 855-870.

Collins, C. J., & Clark, K.D. (2003). Strategic hamresource practices, top management team
social networks, and firm performance: The roléwihan resource practices in creating
organizational competitive advantageademy of Management Journal, 46(6), 740-

751.

Cowell, N. M. (2007). Human resource developmet amterprise competitiveness in
JamaicaJournal of Eastern Caribbean Sudies, 32(4), 31-56.

Creswell, J. W. (2008} ducational research: Planning, conducting, and evaluating
quantitative and qualitative research. (3% ed.). Upper Saddle River, NJ: Pearson Merrill
Prentice Hall.

Crick, A. P. (2007). Managing service workers: Exptory insights from a sample of
Jamaican service organizatiodsurnal of Eastern Caribbean Sudies, 32(4), 8-30.

Downes, A. S. (2007). Human resource developmeahtn@amagement in the Caribbean: An

introduction.Journal of Eastern Caribbean Sudies, 32(4), 1-7.



E-Leader Sovenia 2013

Droege, S. B., & Hoobler, J. M. (2003). Employemuayer and tacit knowledge diffusion: A
network perspectivelournal of Managerial Issues, 15(1), 50-64.

Giju, G. C., Badea, L., Lopez Ruiz, V. R., & Nevdéeia, D. (2010). Knowledge management
— the key resource in the knowledge econofmgoretical and Applied Economics,
17(6), 27-36.

Guest, D. E., Michie, J., Conway, N., & Sheehan{2A003). Human resource management
and corporate performance in the WBitish Journal of Industrial Relations, 41(2),
291-314.

Haas, M. R., & Hansen, M. T. (2007). Different kredge, different benefits: Toward a
productivity perspective on knowledge sharing igamizationsStrategic Management
Journal, 28, 1113-1153. doi: 10.1002/smj.631

Hitt, M., Bierman, L., Shimizu, K., & Kochhar, R2Q01). Direct and moderating effects of
human capital on strategy and performance in psajaal service firms: A resource
based perspectivAcademy of Management Journal, 44, 13-28. doi: 10.2307/3069334

Holland, P., Sheehan, C., & De Cieri, H. (2007 )rddting and retaining talent: Exploring
human resources development trends in Austrdlianan Resour ce Devel opment
International, 10, 247-262. doi: 10.1080/13678860701515158

Jackson, J., & Wedderburn, J. (2009). Gender & BR&Alysis. IMF ReporCaribbean
Development Report, 2. 166-181.Retrieved from
http://www.eclac.cl/publicaciones/xml/3/38253/LCARU5part3.pdf

Jacobs, R. L., & Washington, C. (2003). Employeestigpment and organizational
performance: a review of literature and directiorSfuture research;luman Resource

Development International, 6. 343-354. doi: 10.1080/13678860110096211



E-Leader Sovenia 2013

Jamaica Productivity Report (2009amaican productivity summary 1972-2007. Kingston,
Jamaica.

Kang, S., Morris, S. S., & Snell, S. A. (2007). &ainal archetypes, organizational learning,
and value creation: Extending the human resounc@tacture Academy of
Management Review, 32, 236-256. doi:10.5465/AMR.2007.23464060

Kazlauskai, R., & Bwianierg, I. (2008). The role of human resources and tin@inagement
in the establishment of sustainable competitiveaathge Engineering Economics,
60(5), 78-84.

Koch, M. J., & McGrath, R. G. (1996). Improving tatproductivity: Resource management
policies do matterStrategic Management Journal, 17(5), 335-354.

Liebeskind, J. P. (1996). Knowledge, strategy, #wectheory of the firmStrategic
Management Journal, 17(Winter Special Issue), 93-107.

Liao, H., Toya, K., Lepak, D. P., & Hong, Y. (20090 they see eye to eye? Management and
employee perspectives in high performance worlkesystand influence processes on
service qualityJournal of Applied Psychology, 94, 371-391. doi: 10. 1037/a0013504

Liu, Y., Combs, J. G., Ketchen, D. J., & Ireland,0R (2007). The value of human resource
management for organizational performarigsiness Horizons, 50, 503-511.
doi:10.1016/j.bushor.2007.07.002

Murray, S., & Peyrefitte, J. (2007). Knowledge tygred communication media choice in the
knowledge transfer proceskurnal of Management Issues, 19(1), 111-133.

Nonaka, I. (1994). A dynamic theory of organizatibknowledge creatiorOrganization

Science, 5(1), 14-37.



E-Leader Sovenia 2013

Nonaka, I., & Von Krogh, G. (2009). Tacit knowledgenversion: Controversy and
advancement in organizational knowledge creatieorh Organization Science, 20,
635-652. doi: 10.1287/0rsc.1080.0412

Neuman, W. L. (2009Exploring research. (7" ed.). Upper Saddle River, NJ: Pearson Prentice
Hall.

Ordonez de Pablos, P., & Lytras, M. D. (2008). Cetapcies and human resource
management: implications for organizational contpetiadvantagelournal of
Knowledge Management, 12, 48-55. doi: 10.1108/13673270810913612

Pilbeam, S., & Corbridge, M. (2008)eople resourcing: Contemporary HRM in practice. (3
ed.) Harlow, England: Pearson Prentice Hall.

Polanyi, M. (1966)Personal Knowledge. (1% ed.). Garden City, NY: Doubleday & Co. Inc.

Punnett, B., Dick-Forde, E., & Robinson, J. (20@jective management and culture: An
analysis of three English- Speaking Caribbean cesmdournal of Eastern Caribbean
Sudies, 31(2), 44-71.

Purvanova, R. K., Bono, J. E., & Dzieweczynsk(2D06). Transformational leadership, job
characteristics, and organizational citizenshiggrerance Human Performance, 19, 1-
22. doi: 10.1207/515327043hup1901_1

Reed, K. K., Srinivasan, N., & Doty, D. H. (2009dapting human and social capital to
impact performance: Some empirical findings from th S. personal banking sector.
Journal of Managerial Issues, 21(1), 36-57.

Sariolghalam, N., Noruzi, M. R., & Rahimi, G. RO@D). The enigma of physics’ quantum

skills strategies in the area of managemiglader n Applied Science, 4(4), 147-154.



E-Leader Sovenia 2013

Scott, E. B. (2005). Trade and Wages in SIDS: Jdmaaican Cas&ocial & Economic
Sudies, 54(4), 144-165.

Stone, D. L., Stone-Romero, E. F., & LukaszewkkiM. (2007). The impact of cultural
values on the acceptance and effectiveness of hoesanrces management policies
and practicesduman resour ces Management Review, 17, 152-165. doi:
10.1016/j.hrmr.2007.04.003

Stroh, L. K., & Caligiuri, P. M. (1998). Strateghuman resources: A new source for
competitive advantage in the global arerlaternational Journal of Human Resource
Management, 9, 1-17. doi: 10.1080/095851998341161

Subramaniam, M., & Youndt, M. A. (2005). The infliee of intellectual capital on the types of
innovative capabilitiesAcademy of Management Journal, 48, 450-463.doi:
10.5465/AMJ.2005.17407911

Vos, A. D., Dewettinck, K., & Buyens, D. (2006).g&nizational versus individual
responsibility for career management: Complemenssibstitutes®Vorking Paper.

HRM Centre, Vlerick Leuven Gent Management School.



