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Abstract

In this qualitative article, the main goal is temdify and sort main elements and gaps in humawsures
structure of Islamic Azad University (IAU) which rcabe barriers to create strategic contribution.
Furthermore this research shows evolution of amg woncepts. In the other hand the paper focused on
elements one by one to emphasize on their podiigolve problems better and overcome the chalkenge

in front.
Key words: Human resource, RBV, Human practices, Human Capital, and Social Capital.
Introduction

Nowadays all researchers and managers think bethenpast, and for this purpose they study firms and
companies in many different aspects. The vital oblenowledge in any organization that is relat@tHR

is powerful evidence for paying more attention R ebncepts.

Mark L, Lengnick-Hall et al (2009), after studyiagd analyzing researches in last 30 years, idedtifi

and highlighted seven themes:

1) Contingency perspectives and fit: It refers to the connection between HR policied practices
to various elements of strategy. Snows & Miles @)9&esented a typology of strategy includes
Analyzers Defenders, prospectors, and Reactorsatad about matching specific sets of human
resource practices to each considered strategy.

2) Shifting from a focus on managing people to creating strategic contributions: In this theme
more focus emphasizes on ensuring that employeks$heacapacity and motivation to achieve

organizational goals and targets.
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3)

4)

5)

6)

7

Elaborating HR system components and structure: Schuler (1992) defined and identified
components and structure by focusing on philosoghglicies, programs, practices, and
processes. Arthur (1994), Dyer and Reeves (1998) Huselid (1995) also work on HR bundles
and its relation with high performance work syste@s the other hand, some researchers such as
Tsui et al (1997), Lepak and Snel (1999, 2002), Liepak, Takeuchi, and Sims (2003) talked
about human resource architecture.

Expanding the scope of SHRM: It discusses about the relationship between HRtiom and
competitive advantage, including: SHRM in an ingrrcontext and outside the focal
organization. Schuler and Mcmillan (1984), Lengriitidl (1999), Gardner (2005), Milliman et
al. (1991), martin & Beaumont (2001), Ngo, Lau, d&ualey (2008). Some researchers such as,
Martin and Beaumont (2001) Som (2007) and etc dg@exl SHRM concepts to multinational
and national environment.

Achieving HR implementation and execution: Concern of firms to achieve HR implementation
motivated many researchers to pay more attentiooutakbhis. Truss and Gratton (1994)
differentiated between intended business strategyrealized business strategy. Boswell (2006)
introduced a new construct as consisting of two mmments: (1) understanding strategic
objectives of an organization, and (2) understagtiow to help to specified objectives.
Measuring SHRM outcomes. One of the important concerns in companies anehsfiis
measuring SHRM activities. For this purpose Ka@aorton (1996), Kay (1999), and Way &
Johnson (2005) proposed different methods and eetisps.

Evaluating methodological issues: Gerhart, Wright, McMahan and Snell (2000) arguwat ain
important component of measurement error —ratéerdifices-had been ignored, and could lead
to inaccurate inferences about the magnitude andatity of relationship between variables of

substantive interest (. Mark L, Lengnick-Hall e2al09)

In second theme in above, several issues such ¥s RB practices, Human capital, and Social capital

with their contribution are discussed that the nafngome researchers shines more than other résearc
for example Wright, Dunford, and Snell (2009), Bibxand Purcell (2000), Barney and Wright (1998),
Ahmad and Schroeder (2003), Leana and Van Buref@j18ad etc.

An educational industry as an important busineas télated to HR components needs more focus on

strategic human resource management. Therefordifideg main elements have potential to create

strategic contribution can be helpful.
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One of the biggest private universities in the wad Islamic Azad University (IAU) that has some
problem originated from HR. Weakness in identifylngman capital because of variety on types of jobs
in educational industry is the important challengberefore real human capital must be identified
although there are some barriers for this purp@sethe other hand, another problem is about “being
neglected from importance of human capital, socégdital and its relation with SHRM”. Since famous
researchers (Hatch & Dyer, 2004) believe that itnaeat in human capital have a significant effect on
learning and firm performance, it is implied hownoaducational industry (IAU) uses human capital for
strategic contributions. By focusing on strategracture especially high turnover in IAU we can sagt
using and identifying main indicators in human rgse and capital has problem.

Importance of HR practices is clear, but knowing kiest method of HR practices in IAU needs paying
more attention. In addition losing market sharenternal market is another concern for IAU, andsthi
problem is independent to existence of competitAssresearchers said, knowing RBV characteristics

can be useful to sustain competitive advantage.

Literature Review

Tichy, Devanna, and Formburn (1982) by making cd#saut role of the human resource department in
driving organizational performance argued: (1) tH& activities have a significant effect on indivad
performance, and also productivity and organizaiqrerformance, (2) the cycle of HR activities is
interdependent, and (3) effectiveness strategicagmment comes from effective HRM.

Evans (1986) also identified strategic outcomes $trategic human resource: equity and human
relations, competitive performance, innovation dledibility, and interunit integration. Wright and
Snell (1991) used open systems theory that inclugmga, throughputs, and outputs to Strategic HRM

and proposed two important foci are behavior andp=ience.

According to above, there are four important issme$Shifting from a focus on managing people to

creating strategic contributions”, and they willdiscussed with paying attention their literature:

1- TheRBYV of thefirm and strategic contributions
Wright, Dunford, and Snell (2001), and also BoxalPuurcell (2000) separately noted that RBV of
the firms converge the fields of strategy and sg@athuman resource management.
In the earlier, Lado & Wilson (1994) showed thatrbgking easy and utilization of organizational
competencies human resource systems can conttibgtestain competitive advantage.( This result

comes from RBV and open systems theory)
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Also there is another view about RBV applying toR3W that proposed by Kamoche (1996). He
said the mutually interaction between the stockSkifils, knowledge, and expertise makes HR
competencies whose strategic value is understamdalthe extent that they are linked with core
competencies.

Taylor, Beechler, and Napier (1996) by using RBMhe firm and Resource dependence theory
extended a model of the strategic international daumesource management in multinational
corporations. They assumed these corporationsat@n3 approaches to managing thesisociates:
integrative, adoptive, and exportive.

In 2004 another view of SHRM was suggested by Golihat asserted rather than testing impacts afaru
resource practices ( e.g. selection), researatensld concentrate on the process by which theegltsrof the
social system (e.g. choices, people actions insysem, and intentions) socialize and interact. Kag

features of suggested complex systems are norrilipeanpredictability, and emergent properties.

2- HR practicesand strategic contribution

Empirical studies have shown there is a relatigndlétween human resource practices/systems and
organizational performance, and also some resesrofiered a HR practices menu that illustrated

significant strategic outcomes.

Khatri (2000) showed the links between strategy hathan resource practices and human resource
practices and firm performance. On the other harmghd®d & Johnson (2001) asserted that SHRM

reduces turnover, which in order increase overallket performance assessment.

In relationship between human resource managenaatiges and OP (operation management), Ahmad
and Schroeder (2003) examined across three indasulyfour countries. They found a relationship
between organizational performance and Pfeffel298) seven best human resource management. The
seven best HRM includes: (1) employment securi®y, delective hiring of new personnel, (3) self-
managed teams and decentralization of decisionn@ais the basic principles of organizational desig

(4) comparatively high compensation contingent oyanizational performance, (5) extensive training,
(6) reduced status distinctions and barriers, tholy dress language, office arrangements, and wage
differences across levels, (7) And extensive shasirfinancial and performance information througho

the organization. Huang (2000), found firms witlghiperformance levels were more likely to adopt
certain strategic human resource management peactsuch as staffing, planning, compensation,
training and development, and appraisal. Howevetetlare many researches about human practices and
different issues, recent studies focus more onréfationship between HR practices and competitive

performance.
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3- Human capital and strategic contributions

During 1997 to 2006, there are many researchest &luwnan capital and strategic contributions. In any
research some issues were studied that causediendabout it. Researchers almost worked on samples

to prove or ignore their claims.

Green et al (2006) found that SHRM is related tman resource professionals’ individual performance,
job satisfaction, and organizational commitment.difidnally they results a positive and important

relationship between SHRM and performance of owgiun.

Hitt, Bierman, Shimizu, and Kochhar (2001), assedke direct and moderating human capital effects
on service firm performance. They found human ehpitas a U-shaped curvilinear effect on
performance, and leveraging human capital has iiy@sffect on performance. They also found anothe
issue in supporting the contingency perspectivBlRM that was human capital has a moderating effect

on the relation between firm performance and sate

Kor & Lebebici (2005) in one research found than$ profited separately from human capital (expert
leveraging strategies or service and geographieatgification strategies, but at high level haegative

impact on firm profitability.

Hatch and Dyer (2004) found that investing in hun@apital has significant effect on and firm
performance and learning. They also found humaiiatagelection, development through training, and
deployment as three factors significantly improleatning by doing, that in turn improved performanc
Furthermore, firms that have high turnover perfgoorly in comparison to their rivals because ofetim

compression diseconomies and failure to protewt &ipecific human capital from imitation.

Another research by Carmeli and Schaubroeck (2@0gued that having higher levels of human capital
is strongly associated with performances when tapagers perceived these resources provided separate
value in terms of being rare, inimitable, valuataegd nonsubstitutable, thereby reinforcing linkghwthe

RBV of the firm.

Lewis and Heckman (2006) presented a decision dieciramework for a systems analysis of talent
decisions in the organization. They actually mal@maceptual framework that acts as a bridge between
academic Strategic Human Resource Management cbsead practical Strategic Human Resource

Management applications.

4- Social capital and strategic contributions
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Actually social capital theory (SCT) offers an aimial and different view to examine SHRM and
strategic contributions. The first researches ia od SHRM in making social capital were done byha

& Van Buren (1999). Their definition was about amgational social capital (OSC) as a resource
reflecting the character of social relations. Rcamy Employments promote strong norms, stable

relationships, and specified roles create OSC. & beactices yield benefits and costs:

Benefits include: intellectual capital, commitmejuistification, collective organization, and work

flexibility
Costs include: foreign innovation, institutionalWgr, and maintenance costs.

On the other hand in some researches, can seedmgltisional construct called intellectual capital
involves human capital and social capital. Moreoveundt & Snell (2004) proposed three elements of
intellectual capital include: social capital, huneapital, and organizational capital. According eropl
studies, they could find selection and training &elopment are related to human capital, the use of
collaborative HR activities is related to sociapital, and accessible IS (information systems) gierth
human resource activities encourage KD (knowledgriohentation) are related to organizational capital

HC and SC have strong relationships with OP (omgditinal performance).

M ethodol ogy
As above topics and elements, all related issues t@ RBV of firm, HR practices, human capitaldan

social capital, so by using the main sub issuekash this qualitative research was done.

Questionnaires and interview in different levelsAf) highlighted main elements in each part. Sample

was four branches of 1AU include 28 people such@smanagers, official staff, and lecturers.

Shifting from a focuson
managing people to creating
strategic contributions

1- The RBV of the firm 2-  HR practices and 3-  Human capital and 4- Social capital and
and strategic strategic strategic strate.gu:.
contributions contribution contributions contributions

Figure 1- Theoretical Framework
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After using statistical method by NVIVO and SPS8ware to test reliability, and also expert conisgjt

to test validity following result were obtained asatted.

(1) Lack of centralized unit to identify effective pens such as lecturers, and official staff, (2) High
turnover because of weakness in job security ealhedor lecturer, (3) Weakness in lecturer’s
training, (4) staffing, (5) wasting knowledge besawf lack of plan to extend programs (master,
PhD,...) in all branches, (6) low spending moneyffoeign innovation, (7) no accessibility to

information system.

Conclusion

There are four issues in shifting from Shiftingrfra focus on managing people to creating strategic
contributions, and they are The RBV of the firm atditegic contributions, HR practices and strategi
contribution, Human capital and strategic contiitmg, and Social capital and strategic contribwgtion
After analyzing and investigating each part andrthelationships with IAU, seven challenges are
identified and sorted, they are related to ideitifyhuman capital, turn over, training, staffingogram
extending, innovation, IS. Therefore by improvinR idlanning and considering these elements, IAU will
be able to use strategic contributions. Also plagnio make motivation in sections above and using
appropriate HR practices can be helpful in givénasion. As improving HR elements can be effective

human capital development, IAU can reach sustagnedainpetitive advantage using effective and
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