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Abstract:  

The Vietnamese construction industry is growing rapidly, competition is intense. There is high staff 
turnover, and additionally, it is costly to train new employees and to get them "up to speed" with the same 
level of ability as those who have resigned. In this context, this study seeks to examine the relationship 
between the current Human Resource Management (HRM) practices, and the macro-environmental 
factors in this sector of the Vietnamese construction business in order to assess their impact upon HRM 
outcomes. Four propositions are presented on the relationships between HRM practices, macro-
environmental factors, and the HRM outcomes. This study comprised two major phases. Prior to 
conducting in-depth interviews with seventy-two individuals from twenty-four construction firms, five 
case studies were conducted involving interviews with five senior managers from five major construction 
businesses in Vietnam to explore specific variables relative to HRM practice sand HRM outcomes. A 
qualitative methodology was employed through semi-structured interviews questions. The seventy-two 
target respondents in the second phase of the research focused on managers and non-managers from 
fourteen small-sized and ten medium-sized firms which are either subsidiary of Construction Corporation 
No.1 Joint Stock Company or joint venture (JV) partners. The results of interviews show that rewards 
create the greatest job satisfaction for employees within the firms while the organizational characteristics 
(internal factor) were ranked as secondary factors. The study showed that environmental factors (external 
factor) influenced managers of medium-sized firms because they were seen as beneficial to employees 
and promoted organizational growth while the non-managers stated that these factors were less important 
and did not influence their decision to remain with a particular firm. This is because the non-managers 
considered that organizational characteristics (internal factor) impacted on firm performance and 
competency to a greater degree than the environmental factors (external factor). In addition, new graduates 
entering the construction industry preferred medium-sized companies which were seen as efficient rather 
than entering family-owned businesses. New graduates also sought to maximize salary and other 
allowances. Once graduates gained three or more years of working experienced they often joined family-
owned businesses. A lack of awareness of these influential variables can lead to inefficient practices and 
negative HRM outcomes in the management of small and medium size firms within the Vietnamese 
construction industry. 

Keywords: construction industry, employee retention, human resource management, HRM practice, 
HRM outcomes, small and medium size construction firms. 
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I. INTRODUCTION 
The construction market in Vietnam, while of limited size, is set for above average growth rates 

through to the end of the decade. Construction spending in 2012 was some US$18.6 billion, which 
accounted for roughly 20 percent of the country’s GDP. The property market in Vietnam is currently 
subdued, challenging market conditions including a lack of capital resources have resulted in developers 
being unable to complete projects, while buyers are finding it difficult to afford property because of a lack 
of access to loans. There are also signs of distressed property assets throughout the country. There is 
currently a mismatch between demand and supply in the Vietnamese property market. Demand persists 
for affordable housing but developers of mid to high end properties are struggling to attract buyers. 
Meanwhile it was estimated that the total value of inventory in housing development projects as of May 
2013 was at more than VND125 trillion (US$6 billion) in 55 cities and provinces. A further problem is 
high land prices, which have increased due to speculative activities at the peak of the market. As a result, 
developers are holding on to land purchased Vietnam overview at relatively high prices and are unwilling 
to sell at a loss during the current downturn. To address the over-supply problem, adjustments to the 
apartment size and level of development are essential.  

Infrastructure investment, particularly transport infrastructure, such as highways, rail and ports, will 
be a major growth area through to the end of the decade. However, the government is likely to have limited 
capacity for funding much of this because it is likely to be constrained by public debt levels. As a result, 
Vietnam is set to offer significant opportunities through privately financed infrastructure projects, with 
the funding likely to take the form of foreign direct investment or public-private partnership (PPP) joint 
ventures. 

Figure 1: Distribution of construction output in Vietnam in 2014, by sector 

(Source: https://www.statista.com) 

Geographically, much of the investment will be focused on the cities of Ho Chi Minh and Hanoi and 
the North-South corridor in between. Construction is a large, labor - intensive sector in the Vietnam that 
accounts for twenty percent of the GDP and employs approximately 21 million people (GSO, 2007). It is 
project- based where individual projects are usually custom-built to client specifications (Bresnen, 1990; 
Loosemore et al, 2003), and one of the most dynamic and complex industrial environments. There are 
considerable variations in the number, size and type of projects undertaken by construction organizations; 
these variations in the organizational workloads cause significant challenges for construction FIRMs in 
their strategic intention and staffing needs. 
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A key characteristic of the industry's output is that the finished product is largely non-transportable 
and therefore has to be assembled at a point of use, usually outside, and often geographically dispersed 
(Bresnen, 1990; Fellows et al, 2002). This requires construction organizations to establish temporary 
organizational structures at dispersed geographical locations, frequently at a distance from central 
management. The project team thus forms the focus of working life in construction, operating with a 
significant and necessary degree of independence. Delegation and empowerment have become essential 
to the effective management of construction work (Dainty et al, 2002; Nesan and Holt, 2002), however, 
the characteristics of staff allocated to project teams also have a crucial effect. Because every construction 
project is different, a bespoke team is usually created for each project. However, the time available 
between contract award and the mobilization of the project is usually extremely limited (Druker et al, 
1996), making strategic planning complex. 

Construction projects form autonomous business units with their own multifunctional teams and 
objectives. Within project teams, line managers thus become partially or completely responsible for the 
Human Resource Management (HRM) function as well as many other technical and financial aspects. 
This devolution often occurs without any proper training or central support and is a unique characteristic 
of the industry. Loosemore et al (2003) confirm that due to this approach, tension occurs between the 
short- term objectives of the project and the longer-term strategic needs of the wider organization, often 
resulting in people-related issues adopting a lower priority to the core procurement challenges of meeting 
project targets. 

 The sensitivity of the level of construction industry economic activity to wider economic activity 
creates a further challenge for HRM. Construction has always suffered from being one of the first 
industries to be affected by economic downturn and one of the last to recover from it. This cyclical 
construction demand makes it very difficult for companies to retain directly employed workforce and 
make long-term investments in its core professional staff (Lingard, 2002) as well as defend against 
uncertainty of workload, economic slump and unstable demand (Langford et al, 2000). 

 Whilst the increasing use of subcontractors has acted as a defense against this cyclical demand and 
has allowed contractors to pass on risk and achieve greater organizational flexibility, it provides a number 
of challenges. It further fragments the industry, as these firms and individuals are not directly employed 
by the main contractor, and there is no responsibility for them apart from payment for work completed, 
resulting in the creation of more small firms and higher levels of self-employment and casual labor 
(Langford et al, 2000). In turn this has consequently made project co- ordination more complex and has 
increased the need for highly skilled and experienced management (Druker and White, 1995; Fellows et 
al, 2002; Loosemore et al, 2003). 

 The above characteristics make HRM extremely difficult within the context of the construction 
industry. In particular, the current competitive recruitment climate has increased the need for construction 
organizations to retain their professional employees in order to remain competitive. Those companies who 
fail to meet the psychological expectations of employees stand to lose their most able and ambitious 
personnel to their competitors in an increasingly competitive marketplace for good people (Druker and 
White, 1996). Employee turnover is an extremely important issue for the strategic HR planning of 
construction companies, however, a culture of mobility has emerged and often employees drift from job 
to job with little sense of loyalty to their employers. Within the Vietnam, there are concerns that staff 
turnover may continue to increase as staff shortages intensify and competition between different 
employers intensifies. In a survey of construction professionals, forty-two percent stated that they were 
actively looking for new positions (Ford, 1997). The need for companies to retain staff has thus become a 
major HRM issue throughout the construction industry.  
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 The construction industry presents challenges that have the potential to undermine the applicability 
and effectiveness of HRM. Construction activity relies on skilled manual labor supported by an integrated 
project management and design team. Despite this, these functions often remain disjointed right up to the 
point of delivery causing fragmentation within the project delivery process that makes construction one 
of the most difficult project-based industries in which to apply good Human Resource Management 
(HRM) practices (Moore and Dainty, 2001).  

 GDP from Construction in Vietnam increased to 224464 VND Billion in the fourth quarter of 2018 
from 57511 VND Billion in the third quarter of 2018. GDP from Construction in Vietnam averaged 
94422.46 VND Billion from 2013 until 2018, reaching an all-time high of 224464 VND Billion in the 
fourth quarter of 2018 and a record low of 24018 VND Billion in the first quarter of 2013. 

 
Figure 2: Vietnam GDP from Construction - General Statistics office of Vietnam  

(Source: Tradingeconomics.com) 

II. SIGNIFICANCE OF THE STUDY 
Vietnamese companies are currently viewed as having a cheap and dispensable labor supply; however, 

increases in the standard of living locally, followed by the increasing minimum wage, the stronger role of 
local government and labor unions, global exposure and competition demands, are causing a shift that 
warrants a more strategic focus. 

Understanding which factors are being utilized offers not only a significant contribution to our 
knowledge of the strategy - human resource link, but will also have significant implications for HRM 
practice in Vietnamese construction industry. 

It is important to understand the situation of employee retention and the challenges that Construction 
Corporation No.1 Joint Stock Company has to address in attracting and retaining talent in view of the stiff 
competition faced by the industry. 
III.  STATEMENT OF PROBLEM 

The operation of construction businesses in Vietnam, be the small-medium or large-sized, depends 
heavily on ample available manpower. Therefore, in the construction business, apart from capital 
equipment and construction technology, human capital is integral to achieving a firm's goals. 

As there are high levels of competition in the construction industry, the importance of good HRM 
practices is a key to effective management. In this competitive environment, employees have a chance to 
pick and choose jobs offering better remuneration and security. Consequently, HRM practices are a key 
ingredient to successfully competing and surviving in this highly competitive market environment. 
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The research questions are to examine HRM practices and their influence and effect on HRM 
outcomes with reference to how they influence the ability of construction companies’ to compete 
successfully. The research questions are twofold: 
• General Question 

To examine how both organizational characteristics and environmental factors affect HRM practices 
and HRM outcomes in Vietnamese construction industry. 
• Specific Questions 
- How may the current state of HRM practices worldwide be described? 
- How an integrated framework for HRM practices related to organizational characteristics and 

environmental factors, consistent with achieving good HRM outcomes in Vietnamese construction 
industry is developed? 

- What can be recommended to HRM practitioners in Vietnamese construction industry in relation to 
their HRM practices? 

IV.  SCOPE AND DELIMITATION 

The study uses Construction Corporation No.1 Joint Stock Company as the object of the case study. 
Also the method of study is interview only. Therefore, the result may not be generalized and cannot apply 
to all industries. 

V. RELATED THEORIES, LITERATURE REVIEW AND CONCEPTUAL FRAMEWORK   
• Related theories: 
1. The Michigan model of HRM 

 
2. The Warwick model  
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3. The integration of HRM systems model  

 

• Literature review 
1. Five types of employee involvement (Marchington, 1995; Corbridge and Pilbeam, 1998)  
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2. Relevant Literature on HRM Practices 

 
3. Strategic approaches to managing human resources in the construction industry 
• The personnel' perspective  
• People management strategies  
- Training and development  
- Employee relations.  
4. Environmental Factors and Organizational Characteristics on HRM Practices and Outcomes 

According to Paauwe (1998) model, firms are constrained by several factors when developing their 
HRM policies. These factors are grouped into three categories: factors concerning the nature of the 
product, market, and the technologies used, factors concerning the organizational configuration and 
administrative heritage, and social, cultural and legal factors. Within these constraints, the 
stakeholders of the firm determine the final choice of HRM policies. 

Budhwar and Khatri (2001) analyzed the influence of a number of contingent variables, such as 
age of the organization, size, life-cycle stage, ownership and presence of unions. Driven by significant 
internal and external forces, HRM has grown from being perceived as a purely maintenance function, 
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often dismissed as a cost of doing business, to what many scholars and practitioners now regard as a 
source of sustained competitive advantage for organizations. 

The following four propositions are put forward:  
- The greater the practices of HRM, the better the HRM outcomes for both managers and non-managers 

in Construction Corporation No.1 Joint Stock Company’s offices. 
- The greater the practices of HRM, the better the HRM outcomes for both managers and non-managers 

in Construction Corporation No.1 Joint Stock Company’s partnership companies.  
- The greater the impact of both organizational characteristics and environmental factors, the greater the 

practices of HRM as perceived by both managers and non-managers of Construction Corporation No.1 
Joint Stock Company’s offices. 

- The greater the impact of both organizational characteristics and environmental factors, the greater the 
practices of HRM as perceived by both managers and non-managers of Construction Corporation No.1 
Joint Stock Company’s partnership companies. 

• Conceptual Framework    
1. HRM Strategy, Practices and Outcomes 

HRM Strategy HRM Practices HRM outcomes 
Differentiation (Innovation) 

 
Focus (Quality) 

 
Cost (Cost-reduction) 

Selection 
Training 
Appraisal 
Reward 

Job design 
Involvement 

Status and Security 

Commitment 
 

Quality 
 

Flexibility 

2. HRM Activities in Relation to HRM Outcomes and Firm Performance  

 
3. Conceptual Model 
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IV.  RESEARCH DESIGN, POPULATION AND SAMPLE 
• Research design 
- Qualitative methods provide rich opportunities to explore viewpoints, allowing the researcher to gain 

a better initial understanding of the problem and to identify phenomena, attitudes, and influences 
(Healy and Perry, 2000; Maxell, 1996). Other works have shown that a qualitative case study approach 
works quite well for exploring how HR develops in firms (MacMahon and Murphy, 1999). 

- The study comprised two major steps. Prior to conducting in-depth interviews a pilot study using five 
case studies was conducted to identify the key variables with respect to HRM practices and HRM 
outcomes in the construction industry in Vietnam. 

- The second phase of the research involved case studies using twenty-four construction businesses 
within the group of Construction Corporation No.1 Joint Stock Company and its joint venture partners. 

• Population and Sample 

Type of 
Firms/ 
Position in 
Firms 

Small-sized enterprises Medium-sized enterprises Total 
Managers/managing 
directors/ owners 
(one interviewee per 
firm) 

Non-managers 
(two 
interviewees 
per firm) 

Managers/managing 
directors/ owners 
(one interviewee per 
firm) 

Non-managers 
(two 
interviewees 
per firm) 

Subsidiary 
Companies 

7 14 5 10 36 

JV 
Partnership 

7 14 5 10 36 

Total 14 28 10 20 72 
 

V.  RESEARCH INSTRUMENTS AND DATA COLLECTION 
• Research Instruments 

Semi-structured Interviewing Process 
- Interviews were conducted with those who managed construction firms and those who were in a sense 

"at the coal face" supervisors and site managers who interfaced directly with the labourers on 
construction sites. 

- HRM practices in this research were measured at two different strata within organizations: managerial 
employees and non-managerial employees  

• Data Collection 
Pilot Study Process 
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- The pilot study indicated that there were four key success factors common to successful construction 
industry in Vietnam, namely, reward, involvement or participation, training and performance 
appraisal. 

- The results identified HRM outcomes as motivation, commitment, satisfaction, capability, loyalty and 
trust. 

- The environmental factors identified were, government rules and regulations, globalization, 
economics, politics and technology were key factors  

- The key organizational characteristics were identified as labor unions, decentralization, organization 
capability, age, business life cycle, management style and size 
Interview Process 

- The interview process involved a semi-structured interview style, and interviews were conducted with 
one manager and two non-managers from each business. 

- Overall a total of seventy-two interviews were conducted over a period of one year. 
VI.  PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA 
1. HRM Practices and HRM Outcomes 

 
2. Findings with respect to the Relationship between HRM Practices and HRM Outcomes in the 

Construction Industry in Vietnam.  
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3. The Relationship HRM Practices and HRM Outcomes based on Environmental Factors 
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4. The Relationship between HRM Practices and HRM Outcomes based on Organization Characteristics 

 
5. Findings with respect to the Impact of both the Organizational Characteristics and Environment 

Factors between HRM Practices and HRM Outcomes 
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The analysis of HRM practices within Vietnam construction industry in terms of rewards, levels 

of participation or involvement, training, and individual performance appraisals are as follows:  

• Rewards 
- Generally, both managers and non-managers in the construction industry see remuneration levels as 

important.  
- This research indicates that non-managers and managers in medium-sized subsidiary companies seek 

to which change of employment by moving to small-sized organizations, generally to a medium-sized 
JV partnership. This is because the management of small-sized and medium-sized JV partnerships can 
offer employees a range of compensation packages. Small-sized JV partnerships can be more flexible 
in terms of wages and functionality than small-sized subsidiary companies.  

- Small-sized and medium-sized JV partnerships are able to motivate staff and offer job satisfaction in 
return for trust and loyalty. This raises core competencies more easily and quickly than occurs in the 
small-sized and medium-sized subsidiary companies. 

- Small-sized construction companies aim to train employees on-the-job rather than through structured 
training courses. In contrast larger companies run structured training programs and will seek to 
motivate and retain employees through incentives programs and promotion. 

• Involvement or Participation  
- The managers of small-sized and medium-sized subsidiary companies and medium-sized JV 

partnerships place importance on their level of involvement within their organizations. In contrast to 
small-sized or medium-sized JV partnerships, small-sized and medium-sized subsidiary companies 
and JV partnerships in the construction industry place a lot of emphasis on teamwork in circumstances 
where projects are bigger, involve larger workforces, and hence, require more systematic and 
coordinated effort. 
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- Employees in smaller organizations have the opportunity to show their ability, and their managers and 
supervisor are better able to evaluate their performance. Such evaluation can then result in increased 
compensation relative to the employee's individual ability. Job promotions may come more quickly. 
Correspondently, those who cannot perform efficiently are weeded out. 

- Non-managers and managers in small-sized and medium-sized JV partnerships have greater 
involvement in projects and this gives them the opportunity to show their abilities. This in turn results 
in ongoing performance evaluations and compensation adjustments relative to their abilities. 
Additionally, greater levels of involvement result in higher levels of commitment and satisfaction in 
the work place.  

• Training 
- Training in medium-sized subsidiary companies is more systematic than in small-sized and medium-

sized JV partnerships. 
- Systematic management training for both managers and non-managers in large organizations entitles 

them to receive higher compensation. 
- Training expenses are often deemed to be compensation for employees in small-sized and medium-

sized JV partnerships. As discussed earlier, small-sized and medium-sized JV partnerships and small-
sized subsidiary companies offer higher rates of salary to get employees who already have skills and 
so place less importance in the training programs than do medium-sized or larger firms. 

• Performance Appraisal 
- Small-sized and medium-sized JV partnerships and medium-sized subsidiary companies, which tend 

to be more flexible than their larger counterparts, are able to adjust rates of compensation depending 
on each employee's ability. 

- In small-sized and medium-sized JV partnerships, most of which do not have a systematic HR 
management evaluation regimes, performance appraisals depends solely on the business owner and 
may be haphazard, not reflecting ability of employees. 

- The larger organization the greater the emphasis placed by employees' performance evaluation as 
higher compensation as well as promotion is directly dependent on formalized appraisal 

• Impact of environmental factors on HRM practices and HRM outcomes 
- The current research indicates that HRM in the Vietnam construction industry is affected by a range 

of environmental factors and organizational characteristics in particular, government legislation and 
regulations, and government policy initiatives. 

- Vietnamese firms may be able to look overseas for projects and workers, both skilled and unskilled, 
can work overseas. This increases levels of competition in the employment market which in turn is 
beneficial to employees. 

- The Vietnam economy is relatively healthy and the government is currently funding a number of large 
infrastructure projects; these include the new airport, train extensions, the road system, and 
expressways, intersection bridges and underpasses both in Hanoi and regionally. 

- The use of technology is now essential and is also cost effective on larger projects. Employees need 
to learn new techniques and manage complex technology more than ever before. Thus, especially in 
the firms, construction industry, job training to enable employees to master new technology is 
essential. With greater skill comes the chance of higher compensation. 

• Impact of organizational characteristics on HRM practices and HRM outcomes  
- The construction industry is different from most other businesses in Vietnam, given the importance of 

teamwork and the fact that the success or failure of a project in terms of customer's satisfaction is 
immediately assessable. 

- There are higher levels of participation in smaller organizations, in contrast to the medium-sized 
subsidiary companies. 
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- The smaller organizational management structures in construction industry firms, with fewer levels of 
managers enables decisions to be made more quickly and increases overall efficiency. Thus, quick 
decision making promotes efficiency and this will influence remuneration outcomes for employees. 

- In the smaller the organizations training is less formal but more hands-on for employees. 
- The age of employees is not a factor which influences job security. Levels of compensation relate to 

ability and age does not directly affect this.  
- The size of the organization directly affects HRM practices. HRM outcomes suggest that employees 

feel that working in a larger organization offers more security. The employees may also have better 
training opportunities. 

- Working in a smaller organization, or family-partnership may offer considerably less security, 
dependent on the business owner or supervisor's personal assessments of an employee abilities. 

- There are both advantages to employees in choosing to work in small-sized or medium-sized 
subsidiary companies or correspondingly small-sized or medium-sized JV partnerships. 

• HRM Practices towards HRM Outcomes of Managers and Non-Managers 
- Managers who come from large firms have more opportunity to successfully apply for positions in 

small-sized and medium-sized construction firms because they gain valuable experience through well-
organized and gain training through structured training programs. 

- In contrast, managers from small-sized firms have the possibility of successfully applying to work in 
larger companies but gaining higher compensation may be difficult.  

- Career development prospects for managers in both small-sized and medium-sized JV partnerships 
are still ambiguous. It depends on the owners' relationship with individual employees as to how they 
fare.  

- Managers who need long-term career development, training courses, and know-how, especially with 
respect offered by teamwork and technology need to consider small-sized or medium-sized subsidiary 
companies as their priority. 

- Managers who have long-term work experience should consider the prospects offered by small-sized 
and medium-sized JV partnerships. 

- Fresh graduates as managers in the first year of work experience appear to adopt a pattern of behavior 
in seeking employment in either small-sized or medium-sized subsidiary companies to gain work 
experience for 3-5 years prior to moving to work for small-sized or medium-sized JV partnerships. 

- Non-managers with 1-3 years work experience working in small-sized and medium-sized subsidiary 
companies have the chance to learn the basic work systems and practices in the construction industry 
through work and training programs. With 3-5 years work experience, they are in an excellent position 
to change their jobs and move to the level of supervisors or managers in small-sized and medium-
sized JV partnerships.  

VII. CONCLUSION 
• Reward, Involvement or Participation, Training and Performance Appraisal 

As the analysis of the interview results with the managers and non-managers indicated, reward is the 
most important HRM factor motivating the managers and non-managers of small-sized and medium-sized 
subsidiary companies and JV partnerships. Reward emerges as the most important factor in creating 
motivation and satisfaction for employees in each category of organization. However, this finding is less 
clear with respect to small-sized JV partnerships due to the absence of structured management systems 
and formalized performance appraisal, and where reward levels may be at the discretion of the owner. 

Managers of small-sized and medium-sized subsidiary companies and small-sized and medium-sized 
JV partnerships considered involvement the second most important HRM practice which directly relates 
to firm outcomes. In contrast, in small-sized and medium-sized JV partnerships the dominant role of the 
owner manager may prelude high levels of involvement on the part of managers and non- managers, yet 
managers and non-managers still considered it the second most important factor. Managers and non-
managers of small-sized and medium-sized subsidiary companies stated training as the third most 
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important aspect of HRM practices directly related to HRM outcomes. Small-sized and medium-sized 
subsidiary companies generally have systematic procedures for training employees in a wide range of 
skills; both on-the-job and off-site. Managers and non-managers in small-sized and medium-sized JV 
partnerships rated training as less important. A characteristic of partnerships, particularly small-sized JV 
partnerships, is the lack of formalized training procedures; training may be sporadic and then only task or 
project specific. Managers and non-managers of small-sized and medium-sized JV partnerships and small-
sized and medium-sized subsidiary companies expressed the view that performance appraisal as the least 
important factor influencing HRM outcomes. In small-sized and medium-sized subsidiary companies, 
employees may be systematically evaluated by supervisors who report to more senior managers who take 
decisions. In contrast, effective, objective or systematic evaluation is not common practice in small-sized 
or medium-sized JV partnerships. 
• Organizational Characteristics and Environmental Factors 

Managers of small-sized and medium-sized JV partnerships and small-sized and medium-sized 
subsidiary companies view organizational characteristics as important, however, the larger the business 
the more important the environmental factors. Organizational characteristics are seen as more important 
to managers and non-managers in small-sized and medium-sized subsidiary companies as small-sized and 
medium-sized JV partnerships tend to lack systematized management. In terms of environmental factors, 
managers see issues related to economics and politics, which may result in larger infrastructure projects 
being approved and funded, as of greater significance than non-managers in companies and managers and 
non-managers in partnerships. Managers and non-managers in small-sized and medium-sized JV 
partnerships consider government rules and regulations as important because they influence basic salary 
levels, termination payments and social security entitlements. Such environmental factors, as 
globalization, foreign investment in Vietnam and the prospect of workers being employed overseas, 
influence all construction industry employees in Vietnam. Furthermore, employees are influenced by the 
use of technology, which brings with it training and the prospect of higher reward, and hence this factor 
is of greater significance to managers and non-managers in small-sized and medium-sized subsidiary 
companies than to their counterparts in the smaller businesses where new technology is less frequently 
adopted.  
• Other Factors 

Small-sized and medium-sized JV partnerships offer higher levels of salary but lower levels of training 
and lower levels of job security. As a consequence of new graduates tend to be employed initially in small-
sized and medium-sized subsidiary companies but within a relatively short period of time may move to a 
small-sized or medium-sized JV partnership as they seek to improve their levels of remuneration. Small-
sized and medium-sized JV partnerships seek to employ pre-skilled employees and do not run training 
courses. Another factor that emerges from the current research is that small-sized and medium-sized 
subsidiary companies, which have systematic and organized management structures, have a greater chance 
to expand and grow further. 

  

IJSER

http://www.ijser.org/


International Journal of Scientific & Engineering Research Volume 10, Issue 2, February-2019                                                                               206 
ISSN 2229-5518 

IJSER © 2019 
http://www.ijser.org 

REFERENCES 

Adut, D, Cready, W & Lopez, T 2003, 'Restructuring and CEO cash compensation: are examination', The 
Accounting Review, vol. 78 (1), pp. 169-192. 

Allen, DG, Shore, LM & Griffeth, RW 2003, 'The role of perceived organizational support and supportive 
human resource practices in the turnover process', Journal of Management, vol. 29(1), pp. 99-118. 

Annette, K & Marilyn, M 1999, 'The small business of developing people', International Small Business 
Journal, vol. 17(2), pp. 65-74. 

Appelbaum, SH & Mackenzie L 1996, 'Compensation in the year 2000: pay for performance?', Health 
Manpower Management, vol. 22, no. 3, pp. 3 1-49. 

Applebaum, E, Bailey, T, Berg, P, & Kelleberg, AL 2000, Manufacturing advantage: why high-
performance work systems pay off Ithaca, NY: Cornell University Press. 

Appelbaum, SH & Fewsters, BM 2003, 'Global aviation human resource management: contemporary 
compensation and benefits practices', Management Research News, vol. 26, pp. 59-71. 

Armstrong, M & Murlis, H 1994, Reward management: a handbook of remuneration strategy and practice, 
3rd edn, London, Kogan Page. 

Arthur, JB 1994, 'Effects of human resource systems on manufacturing performance and turnover', 
Academy of Management vol. 37, no. 3, pp. 670-687. 

Atkinson, J & Storey, DJ 1994, 'Small firms and employment', in Employment, the small firm and the 
labour market, eds J Atkinson & DJ Storey, Routledge, London. 

Bacon, N, Ackers, P, Storey, DJ & Coates, D 1998, 'It's a small world: managing human resources in 
small-to-medium sized business units', International Journal of HRM, vol.1, no.1, pp. 82-98. 

Baker, G 1992, 'Incentive contracts and performance measurement', Journal of Political Economy. June, 
vol. 100 (2), PP. 598-614. 

Bamberger, P, & Meshoulam, I 2000, Human resource strategy: Formulation, implementation, and impact, 
Thousand Oaks, CA: Sage. 

Bandura, A 1997, Self-efficacy: the exercise of control, New York: Freeman. 

Bartol, KM & Locke, EA 2000, 'Incentives and motivation', in Compensation in organization, eds SL 
Rynes & B Gerhart, San Francisco, CA: Jossey-  Bass, pp. 104-150. 

Bart, CK, Bontis, N & Taggar, S 2001, 'A model of the impact of mission statements on firm performance', 
Management Decision, vol.39, no.1, pp. 19-35. 

Bartlett, KR, Lawler, JJ, Bae, J, Chen, 5, & Wan, D 2002, 'Difference in international human resource 
development among indigenous firms and multinational affiliates in East and Southeast Asia', Human 
Resource Development Quarterly, vol.13, no.4, pp. 383-405. 

Becker, B & Gerhart, B 1996, 'The impact of human resource management on organizational performance: 
progress and prospects', Academy of Management Journal, vol. 39, no.4, pp.779-801. 

Beer, M, Spector, B, Laurence, P, Mills, D & Walton, RE 1984, Managing human assets, Free Press, New 
York.  

IJSER

http://www.ijser.org/


International Journal of Scientific & Engineering Research Volume 10, Issue 2, February-2019                                                                               207 
ISSN 2229-5518 

IJSER © 2019 
http://www.ijser.org 

Beer, M, Spector, B, Lawrence, P, Mill, QD, & Walton, R 1985, Human resource management: a general 
manager's perspective, New York, Free Press. 

Begin, JP 1991, Strategic employment policy: an organizational systems perspective, Englewood Cliffs, 
NJ: Prentice-Hall. 

Bernadin, HJ, Hagin, CM, Kane, JS & Villanova, P 1998, 'Effective performance management: a focus 
on precision, customers, and situational constraints', in Performance appraisal: state of the art in practice, 
eds JW Smither, San Francisco,pp. 3-56. 

Boxall, P & Purcell, J 2003, Strategy and human resource management, Hampshire, UK: Paigrave-
Macmillan. 

Brent, B, Ichniowski C & Shaw K 2001, Teams and the effectiveness of production incentives, NBER 
Working Paper No. 8306, May. 

Brush, CG & Vander Werf, PA 1991, 'Measuring performance of new ventures', Journal of Product 
Innovation Management, pp. 4-17. 

Buckley, MR, Beu, DS, Frink, DD, Howard, JL, Berkson, H, Mobbs, TA & Ferris, GR 2001,'Ethical 
issues in human resources systems', HRM Review, vol. 11, no. 1, 2, pp. 11-29. 

Butler, JE, Ferris, GR, & Napier, NK 1991, Strategy and human resource management, Cincinnati: South-
Western. Cable, DM, & Judge, TA 1994, 'Pay preference and job search decisions: a person-organization 
fit perspective', Personnel Psychology, vol. 47, pp. 317-348. 

Campion, MA 1991, 'Meaning and measurement of turnover: comparison of alternative measures and 
recommendations for research', Journal of Applied Psychology, vol. 76, pp. 199-212. 

Carroll, M, Marchington, M, Earnshaw, J & Taylor, 5 1999, 'Recruitment in small firms: processes, 
methods and problems', Employee Relations, vol. 21, no.3, pp. 236-250. 

Cascio, WF 1991, Costing human resources: the financial impact of behavior in organizations, Boston, 
PWS-Kent.Cassell, C, Nadin, S & Gray, MO 2001, 'The use and effectiveness of benchmarking in SMEs', 
Benchmarking: An International Journal, vol. 8, no.3, pp. 212-222. 

Cawley, BD, Keeping, LM & Levy, PE 1998, 'Participation in the performance appraisal process and 
employee reactions: a meta-analytic review of field investigation', Journal of Applied Psychology, vol. 
83, pp. 6 15-633. 

Chandler, GN & McEvoy, GM 2000, 'Human resource management, TQM, and firm performance in small 
and medium-sized enterprises', Entrepreneurship: Theory and Practice, vol. 25, no.1, pp.43-57. 

Chiu, RK & Kosinski, F 1995, 'Chinese cultural collectivism and work related stress: implications for 
employment counselors', Journal of Employment Counseling, vol. 32, no. 3, pp. 98-110. 

David, FR 1989, 'How companies define their mission', Long Range Planning, vol. 22, no.1, pp. 90-97. 

Delery, JE & Doty, DH 1996, 'Modes of theorizing in strategic human resource management: tests of 
universalistic, contingency, and configurationally performance predictions', Academy of Management 
Journal, vol. 39, no.4, pp. 802-836. 

Delery, JE 1998, 'Issues of fit in strategic human resource management: implications for research', Human 
Resource Management Review, vol. 8, pp. 289-309. 

IJSER

http://www.ijser.org/


International Journal of Scientific & Engineering Research Volume 10, Issue 2, February-2019                                                                               208 
ISSN 2229-5518 

IJSER © 2019 
http://www.ijser.org 

Deshpande SP & Goihar, DY 1994, 'HRM practices in large and small manufacturing firms: a comparative 
study', Journal of Small Business Management, vol. 32, no. 2, pp. 49-56. 

Diamond, DW & Verrecchia, RE 1982, 'Optimal managerial contracts and equilibrium security prices', 
Journal of Finance, vol. 37, pp. 275-287. 

Dirks, KT 2000, 'Trust in leadership and team performance: evidence from NCAA Basketball', Journal of 
Applied Psychology, vol. 85, pp. 1004-1012. 

Dirks, KT & Ferrin, DL 2002, 'Trust in leadership: meta-analytic findings and implications for research 
and practice', Journal of Applied Psychology, vol. 87(4), pp. 611-628. 

Dowling, B & Richardson, R 1997, 'Evaluating performance-related pay for managers in the national 
health service', International Journal of Human Resource Management, vol. 3(8), pp. 348-366. 

Dulebohn, JH, & Martocchio, JJ 1994, 'Employee perceptions of the fairness of work group incentive pay 
plans', Journal of Management, vol. 24, pp. 469-48. 

Evans, J & Weir, C 1995, 'Decision processes, monitoring, incentives and large firm performance in the 
UK', Management Decision, vol. 33, no.6, pp. 32-38. 

Facteua, JD & Craig, SB 2001, 'Are performance appraisal ratings from different sources comparable?', 
Journal of Applied Psychology, vol. 86, pp. 215-227. 

Fernald, L, Jr, Solomon, G & Bradley, D 2000, 'Small business training and development in the United 
States', Journal of Small Business and Enterprise Development, vol. 6(4), pp. 31-325. 

Fey, FC, Bjorkman, I & Prvlorskaya, A 2000, 'The effect of HRM practices on firm performance in 
Russia', The International Journal of Human Resource Management, vol. 11, no.1, pp. 1-18. 

Fisher, GB & Hartel, CEJ 2003, 'Cross-cultural effectiveness of western expatriate - Thai client 
interactions: lessons learned for IHRM research and theory', Cross Cultural Management, vol.10, no.4, 
pp. 4-28. 

Foulkes, FR 1991, Executive compensation, Harvard Business School, Boston, MA. Fraza, V 1998, 'No 
small feat', Industrial Distribution, vol. 87, pp. 48 -49. 

Gibb, AA 1997, 'Small firms training and competitiveness: building upon the small business as a learning 
organization', International Small Business Journal, vol. 15, no.3, April-June.  

Gerhart, B 2005, 'Human resources and business performance: findings, unanswered questions, and an 
alternative approach', Management Revue, vol. 16, pp. 174-185. 

Geringer, JM, Frayne, CA & Milliman, JF 2002, 'Human resource management', Spring2002, vol. 41,no. 
"Pp. 5-30. 

Gopinath, C & Becker, TE 2000, 'Communication, procedural justice, and employee attitudes: 
relationships under conditions of divestiture', Journal of Management, vol. 26, pp. 63-83. 

Goss, D 1991, Small Business and Society, Routledge, London. Graham, PG 1998, 'Small business 
involvement in the global economy', European Journal of Marketing, vol. 33, no. 1, 2, pp. 88-102. 

Guest, D 1987, 'Human resource management and industrial relations', Journal of Management Studies, 
vol. 24, no. 5, September, pp. 503-522. 

Guest, DE & Peccei, R 1994, 'The nature and causes of effective human resource management', British 
Journal of Industrial Relations, vol. 2(3 2), pp. 219-241. 

IJSER

http://www.ijser.org/


International Journal of Scientific & Engineering Research Volume 10, Issue 2, February-2019                                                                               209 
ISSN 2229-5518 

IJSER © 2019 
http://www.ijser.org 

Guest, DE 1999a, 'Human resource management: the workers' verdict', Human Resource Management 
Journal, vol. 3(9), pp. 5-25. 

 

GH, & Tzafrir, SS 1999, 'The effect of human resource management practices on the perceptions of 
organizational and market performance of the firm', Human Resource Management, vol. 38, pp.185-200. 

Hendry, C, Jones, A, Arthur, M & Pettigrew, A 1991, Human resource development in small 
organisations, Department of Employment Research Paper No. 88. 

Hill, N & Stevens, K 2001, 'Structuring compensation to achieve better financial results', Strategic 
Finance, vol. 82(9), pp. 48-52. 

Hiltrop, JM 1996, 'The impact of human resource management on organizational performance: theory and 
research', European Management Journal, vol.14, no.6, pp. 628-637. 

Huang, TC 2001, 'The effects of linkage between business and human resource management strategies', 
Personnel Review, vol. 30, no.2, pp. 132-151. 

Huang, TC 2001, 'Succession management systems and human resource outcomes', International Journal 
of Manpower, vol. 22, no. 8, pp. 736-747. 

Hughes, C & JM 2002, 'HRM and universalism: is there one best way?', International Journal of 
Contemporary Hospitality, 14, pp. 22 1-228. 

Huselid, MA 1995, 'The impact of human resource management practices on turnover, productivity and 
corporate financial performance', Academy of Management Journal, vol. 38, no. 3, pp. 63 5-672. 

Huselid, MA & Becker, BE 1996, 'Methodological issues in cross-sectional and panel estimates of the 
human resource-firm performance link', Industrial Relations, vol. 35, no.3, pp. 400-422. 

Indjejikian,R 1999, 'Performance evaluation and compensation research: an agency perspective', 
Accounting Horizons, vol. 13(2), pp. 147-157. 

John, R, Letto-Gillies, G, Cox, H & Grimwade, N 1997, Global Business Strategy, International Thomson 
Business Press, London.  

Johnson, S 1999, Skills Issues for small and Medium Sized Enterprises, Skills Task Force Research Paper 
No. 13, DfEE Publications, Nottingham.  

Kathuria, R & Partovi, FY 1999, 'Work force management practices for manufacturing flexibility', Journal 
of Operations Management, vol. 18, pp. 2 1-39. 

Kay, J 1999, Strategy and the Delusion of Grand Designs, Mastering Strategy, pp. 2-4. 

Kim, D 1999, 'Determinants of the survival of gain sharing programs', Industrial and Labour Relations 
Review, vol. 53, pp. 2 1-42. 

Kitching, J 2000, 'Abstracts and commentaries', International Small Business Journal, vol. 18, no. 2, pp. 
101-103. 

Koch, MJ & McGrath, RG 1996, 'Improving labor productivity: human resource management', Strategic 
Management Journal, vol. 17, no. 5, pp. 335-355. 

Lado AA & Wilson MC 1994, 'Human resource systems and sustained competitive advantage: a 
competency-based perspective', Academy of Management Review, vol. 19, no. 4, pp. 699-727. 

IJSER

http://www.ijser.org/


International Journal of Scientific & Engineering Research Volume 10, Issue 2, February-2019                                                                               210 
ISSN 2229-5518 

IJSER © 2019 
http://www.ijser.org 

Le Soir References 2004, Le soir references la motivation dope le travail, pp. 24-25, p.2. 

MacMahon, J & Murphy, E, 1999 'Managerial effectiveness in small enterprises: implications for HRD', 
Journal of European Industrial Training, vol.23, no.1, pp.25-35. 

Marchington, M & Goodman, J 1992, New developments in employee involvement, Sheffield, UK: 
Employment Department. Marchington, M, & Grugulis, I 2000, 'Best practice: human resource 
management: perfect opportunity or dangerous illusion?', International Journal of Human Resource 
Management, vol. ll, pp.1104-1124. 

Matlay, H 1999, 'Employee relations in small firms', Employee Relations, vol. 21, no. 3, pp.285-296. 

McDougall, PP, Covin, JG, Robinson, RB & Herron, L 1994, 'The effects of industry growth and strategic 
breadth on new venture performance and strategy content', Strategic Management Journal, vol. 15, pp. 
537-554. 

McEvoy, G 1984, 'Small business personnel practices', Journal of Small Business, pp.1-8. 

McMeekin, A & Coombs, R 1999, 'Human resource management and the motivation of technical 
professionals', International Journal of Innovation Management, vol. 3, no. 1(March 1999), pp.1-26. 

McNabb, R & Whitfield, K 1997, 'Unions, flexibility, team working and financial performance', 
Organization Studies, vol. 5(18), pp. 821-38. 

Meyer, JP, Stanley, DJ & Herscovitch, L 2002. 'Affective, continuance, and normative commitment to the 
organization: a meta-analysis of antecedents, correlates, and consequences', Journal of Vocational 
Behavior, vol. 61, pp.20-52. 

Miceli, M & Mulvey, PW 2000, 'Consequences of satisfaction with pay systems: two field studies', 
Industrial Relations, vol. 39, pp. 62-87. 

Milkovich, GT & Newman, JM 2002, Compensation, 7th edn, New York: McGraw-Hill Irwin. Milkovich, 
G, & Newman, J 2005, Compensation, 8th edn, Boston: McGraw-Hill Irwin.  

Miles, MB & Huberman, AM 1994, Qualitative Data Analysis, 2nd edn, Sage Publications.  

Ohkusa, Y & Ohtake, F 1997, 'The productivity effects of information sharing, profit sharing and ESOPs', 
Journal of the Japanese and International Economy, vol. 11, no. 3, pp. 385-402. 

Olomolaiye, P0, Jayawardane, KW & Harris, FC 1998, Construction productivity management, Harlow, 
Essex, England: Addison Wesley Longman. 

Ornatowski, G 1998, 'The end of Japanese-style human resource management', Sloan Management 
Review, vol. 39(3), pp. 73-84. 

Paauwe, J & Richardson R 1997, 'Introduction', The International Journal of Human Resource 
Management, vol. 8, no. 3, pp. 257-262. 

Palmeri, C 1999, Home building plus, Forbes 163 (March 8, 1999), p. 89. Patton, MQ 1990, Qualitative 
evaluation and research methods, 2nd edn, Sage, Newbury Park, California.  

Paul, AK & Anantharaman, RN 2003, 'Impact of people management practices on organizational 
performance', International Journal of Human Resource Management, vol. 4, pp.1246-1266. 

Pearce II, JA & David, F 1987, 'Corporate mission statements: the bottom line', Academy of Management 
Executive, vol.1, no.2, pp.1 09-116. 

IJSER

http://www.ijser.org/


International Journal of Scientific & Engineering Research Volume 10, Issue 2, February-2019                                                                               211 
ISSN 2229-5518 

IJSER © 2019 
http://www.ijser.org 

Pfeffer, J 1998, 'Seven practices of successful organizations', California Management Review, vol. 4 1-2, 
no.2, pp. 96-124. 

Pongpeng, J & Liston, J 2003, 'Contractor ability criteria: a view from Thai construction industry', 
Construction Management and Economics, vol. 21, no. 3, pp. 267-282. 

Poole, M & Jenkins, G 1990, The impact of economy democracy, profit sharing and employee-
shareholding schemes, Routledge, London.  

Porter, ME 1985, Competitive advantage: creating and sustaining superior performance, New York: Free 
Press.  

Purcell, J 1999, 'Best practice and best fit: chimera or cul-de-sac?' Human Resource Management Journal, 
vol. 3(9), pp. 26-41. 

Reid, RS, Morrow, T, Kelly, B & McCartan, P 2001, People management in SMEs: ananalysis of human 
resource strategies in family and non-family businesses, Mimeo. 

Ritchie, J 1993, Strategies for Human resource management: challenges in smaller and entrepreneurial 
organizations, in R Harrison, Human Resource Management, Addison-Wesley, Wokingham, pp.1 11-135. 

Roberts, 11997, 'Remuneration and rewards', in Human resource management.' A contemporary 
perspective, eds I Beardwell & L Holden, London: Pitman. 

Roth, K & Ricks, DA 1994, 'Goal configuration in a global industry context', Strategic Management 
Journal, vol.15, pp.1 03-120. 

Rowden, RW 2002, 'High performance and human resource characteristics of successful small 
manufacturing and processing companies,' Leadership and Organizational Development Journal, vol. 
23(2), pp. 79-83. 

Rowley, C, Benson, J & Warner, M 2004, International Journal of Human Resource Management, vol. 
15, p. 4, June/vol. 15, p. 5, August 2004, pp. 9 17-993. 

Russell, JS, Terborg, JR & Powers, ML 1985, 'Organizational performance and organizational level 
training and support', Personnel Psychology, vol. 38, pp. 849-863. 

Ryan, RM & Deci, EL 2000, 'Self-determination theory and the facilitation of intrinsic motivation, social 
development, and well-being', American Psychologist, p. 55, pp. 68-78. 

Sawhney, R & Piper, CJ 1999, Improving plant performance through labor flexibility: management 
actions that work, Proceedings of the Decision Sciences Institute, pp. 1063-1065. 

Shepards, J & Mathews, B 2000, 'Employee commitment: academic versus practitioner perspectives', 
Employee Relations, vol. 22, no. 6, pp. 555-575. 

Schmitt, N & Schneider, B 1983, Current issues in personnel selection, Greenwich, CT: JAI Press. 

Schuler, RS & Jackson SE 1987, 'Linking competitive strategies with human resource management 
practices', Academy of Management Executive, vol. 1, no. 3, pp.207-219. 

Schuler, RS & Jackson, SE 2005, 'A quarter-century review of human resource management in the U.S.: 
the growth in importance of the international perspective', Management Revue, vol. l6, pp. 11-35. 

Segal, JA 1999, 'Performance management for Jekyll and Hyde', HR Magazine, pp.130-135. 

IJSER

http://www.ijser.org/


International Journal of Scientific & Engineering Research Volume 10, Issue 2, February-2019                                                                               212 
ISSN 2229-5518 

IJSER © 2019 
http://www.ijser.org 

Snell, SA 1992, 'Control theory in strategic human resource management: the mediating effect of 
administrative information', Academy of Management Journal, vol. 35, pp. 292-327. 

Steers, RM, Mowday, RT & Shapiro, DL 2004, 'The future of work motivation theory', Academy of 
Management Review, vol. 29(3), pp. 379-3 87. 

Storey, J 2001, Human resource management: a critical text, 2nd edn, Thompson Learning, London. 

Thor, C 1998, 'Productivity implications for compensation programs', in New strategies and innovations 
in compensation, ed. F Caropreso, the Conference Board Inc., pp.11. 

Tyson, S 1999, 'How HR knowledge contributes to organization performance', Human Resource 
Management Journal, vol. 3(9), pp. 42-52. 

Tzafrir, SS & Dolan, LS 2004, 'Trust me: a scale for measuring employee management research', vol. 
2(2), pp. 117-134. 

Valverde, M, Tregaskis, 0 & Brewster, C 2000, 'Labor flexibility and firm performance', IAER: 
November, vol.6, no.4, pp. 649-661. 

Vinten, G 2000, 'Training in small and medium-sized enterprises', Industrial and Commercial Training, 
vol.32, no.1, pp.9-14. 

Wagar, TH 1998, 'Determinants of human resource management practices in small firms: some evidence 
from Atlantic Canada', Journal of Small Business Management, vol. 36, no.2, pp. 13-23. 

Wagner. JA 1994, 'Participation's effect on performance and satisfaction: a reconsideration ofresearch 
evidence', Academy of Management Review, vol.19, pp.3 12-331. 

Wagner, J 1997, 'Firm size and job quality: a survey of the evidence from Germany', Small Business 
Economics, vol. 9, pp. 411-425. 

Wallace, JE 1995, 'Corporatist control and organization commitment among professionals: thecase of 
lawyers working in law firms', Social Forces, vol. 3(73), pp. 8 11-840. 

Wan, D, Ong, CH & Kok, V 2002, Compensation and benefits review, HR Management, Sage 
Publications, July/August 2002, pp. 33-42. 

Weitzman, ML & Kruse, DL 1990, 'Profit sharing and productivity', in Paying for productivity, ed. AS 
Blinder, The Brookings Institute, Washington, DC. 

Weitzman, ML 1984, The share economy, Harvard University Press, Cambridge, MA. 

Whitener, EM 2001, 'Do high commitment human resource practices affect employee commitment? A 
cross level analysis using hierarchical linear modeling', Journal of Management, vol. 27, pp. 5 15-536. 

Wilkinson, A 1999, 'Employment relations in SMEs', Employee Relations, vol. 21, no. 3, pp. 206-217. 

Wooten, K C 2001, 'Ethical dilemmas in HRM: an application of a multidimensional framework, a 
unifying taxonomy, and applicable codes', HRM Review, vol. 11, no.1, 2, pp.159-175. 

Wright, PM & McMahon, GC 1992, 'Theoretical perspectives for strategic human resource management', 
Journal of Management, vol. 18, pp. 295-320. 

Wright, PM, Gardner, TM, Moynihan, LM & Mathew, RA 2005, 'The relationship between HR practices 
and firm performance: examining causal order', Personnel Psychology, vol. 58, pp. 409-446. 

IJSER

http://www.ijser.org/


International Journal of Scientific & Engineering Research Volume 10, Issue 2, February-2019                                                                               213 
ISSN 2229-5518 

IJSER © 2019 
http://www.ijser.org 

Wyer, P & Mason, J 1998, 'An organizational learning perspective to enhancing understanding of people 
management in small businesses', International Journal of Entrepreneurial Behavior and Research, vol. 4, 
no. 2. Yahya, S & Goh, W 2002, 'Managing human resources toward achieving knowledge management', 
Journal of Knowledge Management, vol. 6, no. 5, pp. 457-468. 

Yin, RK 2003, Case Study Research, 3rd edn, Applies Social Research Methods Series, Sage Publications.  

Yankov, L & Kleiner, BH 2001, 'Human resource issues in the construction industry', Management 
Research News, vol. 24, no. 3,4, pp.101-105. 

Youndt, MA, Snell, SA, Dean, JW Jr. & Lepak, DP 1996, 'Human resource management, manufacturing 
strategy, and firm performance', Academy of Management Journal, vol. 3 9(4), pp. 836-866. 

Zenger, TR 1994, 'Explaining organizational diseconomies of scale in R and D: agency problems and the 
allocation of engineering talent, ideas and effort by firm size', Management Science, vol. 40, no. 6, pp. 
708-729. 

 

 

IJSER

http://www.ijser.org/



