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DESCRIPTION
The performance impacts of Human Resource (HR) systems
rather than specific HR practises are increasingly the focus of
Strategic Human Resource Management (SHRM) study. Since
employees are exposed to multiple interconnected HR practises
at once rather than just one, and since the outcomes of HR
practises are likely to depend on those of other practises within
the system, researchers generally agree that the accent should be
on systems. The idea of complementarities or synergies between
activities in an HR system is commonly acknowledged as the
basic rationale behind the efficacy of HR systems. Study does
actually consistently reveal a favourable correlation between HR
systems and performance. Despite this agreement, it is unknown
to what extent this fundamental premise in the area of system
interactions and synergy is accurate. In other words, despite the
substantial amount of literature on HR systems, our knowledge
of the "systems" component of HR systems appears to be more
limited than one might anticipate.

Our initial goal is to analyse the empirical research that is
currently available on HR systems and to compare studies across
time to determine how far the field has come in addressing these
concerns. It is also unclear whether or how the discipline has
advanced in terms of understanding how interactions within HR
systems that is supposed to be complementary or synergistic
work despite the fact that there is agreement regarding the
interactive nature of HR practises. In light of this and in
addition to earlier study our second goal is to evaluate the many
practises that have been combined in past HR system studies in
order to determine whether and if so how the field has advanced
in determining the synergistic impacts of HR systems. The
measurement of HR systems has received relatively little
attention in the HR profession, and prior evaluations have not
yet given attention to these measures in great depth. While it is
important to use various measures of the same underlying
construct in order to advance theory, the question arises as to
whether these measures still accurately capture the same
construct and, consequently, whether the findings of such

studies are sufficiently comparable when the same HR system is
measured in vastly different ways without interpretation.

Human resources system component

The fundamental premise of research on HR systems is that each
activity inside the system affects the effectiveness of the others.
Practices reinforce one another and work together more
effectively when they fit into a cohesive system. When practises
clash, the results of each one may be diminished. As a result,
rather than separately, HR procedures should be reviewed as a
whole. A system's practises may link to one another in several
ways. An additive relationship, for instance, posits that HR
policies have independent effects that add up without interfering
with one another. On the other hand, in an interacting
relationship, the existence or intensity of additional practises
affects how effective one practise is. Practices may act as
substitutes or exhibit positive or negative synergy for instance.
Assuming that practises have an additive relationship often
entails generating an HR system score by adding or averaging the
results of each practise into a scale score or index. This strategy
makes the assumption that HRM is best understood as a
consistent system that has the greatest impact when all practises
convey the same messages about the organization's fundamental
goals. An additive index is thought to have the benefit of
allowing for several strategies to reach a high system score.

However, many argue against the use of additive indices since
they cannot capture the ostensible synergies between practises
and instead support the use of techniques that can, like cluster
analysis or interactions. The few studies that evaluate several
analytical methods to look for synergies demonstrate that the
various methods provide various outcomes and represent various
underlying concepts about fit. There is dispute over how to
integrate HR practises into a system, and conceptual approaches
to merging generally vary greatly. In order to investigate whether
"systems" actually influence expected outcomes, it is crucial to
understand how the components of an HR system interact. It is
unclear how much empirical attention various combinations of
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techniques have received over time; as a result, we analyse this
and examine field patterns across time.

In order to determine where the discipline has advanced and
where it has not, as well as to make suggestions for how to
proceed with this study, our goal was to analyse three decades of
HR systems research with a focus on the "systems" component of
HR systems. As previously said, the majority of study on HR
systems points to an association between HR systems and
performance. The results of this evaluation, however, indicate
that it might be inaccurate to draw the conclusion that HR

systems are efficient based on the available evidence. The
primary theoretical assumption of complementarities or
synergies across HR practises in a system is typically not
supported by conceptualization and measurement in most
research. Therefore, even while the empirical data to date may
lead us to believe that we can draw the general conclusion that
"investments in some wide collection of HR practises yield
returns," it is still unclear exactly what practises this implies and
whether or not practises together effect outcomes.
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