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INTRODUCTION

Human resource management (HRM) The policies,
practices, and systems that influence employees’
behavior, attitudes, and performances.
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DAVE ULRICH HR MODEL

Future/Strategic Focus
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Ulrich HR Model

Source: https://www.slidesalad.com/product/dave-ulrich-hr-model-
powerpoint-template



STRATEGIC HRM
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HR planning
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STRATEGIC ROLE OF THE HRM
FUNCTION

Shared service Self-service Outsourcing
model
A way to organize
the HR function that . e
includes centers of Giving employees An organization’s
exoertise or online access to use of an outside
! P : human resources organization for a
2AcElEics, Isiics information broad set of service

centers, and
business partners.
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Globalization

COMPETITIVE CHALLENGES
INFLUENCING HUMANRESMQUIRE

have relationshigs with eonsequantly,
IAANACGEMENT
(e.g. "etrploytes, Su , ormners;

shareholders, community).

Sustainability The ability of a company to make a profit without
sacrificing the resources of its employees, the community, of the
environment. Based on an approach to organizational decision making

that considers the long-term impact of strategies on stakeholders (e.g.,
employees, shareholders, suppliers, community).



S NDERSTAND AND ENHANCE THE

VALUE PLACED ON INTANGIBLE ASSETS
AND HUMAN CAPITAL

Intangible assets Knvgc\;\/rlfeorl?e Empowering
Learning Change Employee
organization engagement
Talent Nontraditional G
management employment 'g economy




DER LEGAL AND ETHICAL
ISSUES

Figure 1.1 Principles of Ethical
companies



COMPETING THROUGH
TECHNOLOGY
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Global Challenge

MEETING COMPETITIVE CHALLENGES
THROIIC-H HRM PRACTICES

l

Q HRM strategy is matched to business
strategy.

Q Continuous learning environment is
created.

Q Knowledge is shared.

Q Work is performed by team:s.

Q Discipline system is progressive.

Q Pay systems reward skills and
accomplishments.

Q Customer satisfaction and quality are
evaluated management system.

Q Selection system is job-related and
legal.

Q Skills and values of a diverse workforce
are valued and used.

Q Flexibility in where and when work is
performed.

O Employee engagement is monitored.

QO Technology is used to reduce the time
for administrative tasks and to improve
HR efficiency and effectiveness.

Technology
Challenge
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Abstract

Talented people are viewed as one of the main sources of competitive advantage. Losing these high
performers can be a great cost to organizations in terms of both monetary and non-monetary drawbacks.
Therefore, organizations should realize the impertance of talent retention. This article aims to present the
factors affecting talent retention by analyzing data from related literature reviews and research findings
conducted on the industrial estates in eastern part of Thailand. It was revealed that the key factors that
affect talent retention are culture and work environments, supervisor’s role, growth and eamning potential,
learning and development, and compensation. It is therefore suggested that the relationship among
organization members, flexibility in working, and good communication be encouraged. In addition, the
supervisory role is another crucial factor in talent retention
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Abstract

The world’s transition to knowledge society and knowledge-based economy has been started in the
current years. In fact, knowledge and innovation play the important roles in creating competitive advantages.
This article aimed at presenting knowledee management concepts to create oreanizational successful. It
also presented a successful organization as an example in using knowledge management. Regarding the
knowledee, it has been developed from basic knowledee to wisdom knowledege. Suitably, the knowledge
management is used as the transitional process to generate new knowledee in the organization and also
develop organizational innovation. However, the creation of knowledge management requires several
components as well as the understanding between knowledee and management in order to further creating

organizational successful.
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ARTICLE INFO

ABSTRACT

Keywords:

Organizational resilience

Strategic human resource management
HR principles

HR policies

Individual contributions

Resilient organizations thrive despite experiencing conditions that are surprising, uncertain,
often adverse, and usually unstable. We propose that an organization’s capacity for resilience
is developed through strategically managing human resources to create competencies among
core employees, that when aggregated at the organizational level, make it possible for organi-
zations to achieve the ability to respond in a resilient manner when they experience severe
shocks. We begin by reviewing three elements central to developing an organization's capacity
for resilience (specific cognitive abilities, behavioral characteristics, and contextual condi-
tions). Next we identify the individual level employee contri needed to achieve each of
these elements. We then explain how HR policies and practices within a strategic human
resource management system can influence individual attitudes and behaviors so that when
these individual contributions are aggregated at the organizational level through the processes
of double interact and attraction-selection-attrition, the organization is more likely to possess
a capacity for resilience.

© 2010 Elsevier Inc. All rights reserved.

1. Introduction

In turbulent, surprising, continuously evolving marketplace environments only flexible, agile, and relentlessly dynamic
organizations will thrive. In fact, firms often must be able to move beyond survival and actually prosper in complicated, uncertain,
and threatening environments. Unstable environments create frequent challenges and even relatively stable marketplaces
experience occasional jolts or undergo periodic revolutionary shifts. Often these events are viewed negatively, but as Sutcliffe
and Vogus (2003) explain, resilient organizations are able to maintain positive adjustments under challenging conditions.
Resilient firms actually thrive and become better in part because they faced and overcame serious challenges. Similar to a firm's
efforts to encourage strategic flexibility (i.e., the ability to change direction on short notice at low cost), efforts to build a capacity
for resilience presume that change and surprise can be sources of opportunity as well as signs of potential threat, but that to
capitalize on these opportunities often requires organizational transformation. In this paper we explain how firms can develop a
capacity for resilience, why this capacity enables a firm to more fully realize the benefits that changing opportunities present, and
we highlight the important role that strategic human resource management plays in both developing and using a firm's capacity

for resilience.
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Responses to COVID-19: The role of performance in the relationship

i

between small hospitality enterprises’ resilience and sustainable

tourism development
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ARTICLEINFO ABSTRACT

Keywords:

Small hospitality enterprises
COVID-19 pandemic
Enterprise resilience

Planned and adaptive resilience

Tourism is one of the hardest-hit industries by the global pandemic of Novel Coronavirus (COVID-19). Small
tourism enterprises have been heavily affected and have had d.ilﬁcully in ‘business mmi'ery This research is an
early attempt to explore the direct impact of small i il tourism
deudapmenl as well as indirect impact r.hmugh performance. A pre-tested qusliunnnjle survey was self-

Enterprise performance o
Sumtairsable tourism development
(planned and adapti

of small in Greater Cairo, Egypt. The results of struc-

tural equation mndell.m{ (SEM) usmg AMOS showed a positive, direct, and significant impact of resilience
b The

le tourism and indirect infl through

results of the mull:l-ﬂmup analysis showed that enterprise type has a significant effect on the results, where

restaurant

acholars) and practical i

muore than their hotel counterparts. Several theoretical (for

elaborated.

for tourism policy-makers and have been discussed and

1. Introduction

The global pandemic of Novel Coronavirus (COVID-19) has hit the
international economy. , tourism industry is one of the hardest-

COVID-19, with a special impact on tourism industry, which is a great
component of the Egyptian economy. The Egyptian tourism generated
income of $13 billion last year (2019) (Central Agency for Public
Mobilization and Statistics (CAPMAS), 2020), presenting indications of

hit by this pandemic since it is one of labor-intensive industries with
millions of workers at risk. Additionally, the fundamental people-to-
people nature of tourism makes it more vulnerable and adds more dif-
ficulties to adapt to this pandemic. For instance, a recent report by
UNWTO (2020) showed a sharp decline of 22% in the international
tourism in the first quarter of 2020 and expected a decline of 60-80%
over the current year. The super-fast spread and presence of COVID-19
in nearly all nations have forced the countries to take unprecedented
actions, such as nationwide curfews and locking almost all tourism
for both ional and international travel. In additi

recuy ion after the long periods of political disturbance that followed
the Egyptian revolution 2011 (Elshaer and Saad, 2017). The industry
income is expected to reach $11 billion in the current financial year
(2019/2020) rather than the $16 billion, which was expected before the
spread of COVID-19 (Central Agency for Public Mobilization and Sta-
tistics (CAPMAS, 2020). The Egyptian government has started a pro-
gram to control the COVID-19 infection by designating EGP 100 billion
($6.3 billion). The government has likewise instituted tax cuts for
tourism organizations, diminishing the expense of electricity and gas to

"l\‘hzlfm‘dnsmﬂb!ﬂtm:pwmjrﬂwckm’u!nngm trend? is still an
unanswered question” (UNWTO, 2020).
Like other countries, Egypt has been affected by the outbreak of

the busi and giving salaries to full-time workers. However, little
support has been provided to most affected industries, e.g. small tourism
business (The International Food Policy Research Institute (IFPRI),

2020). The Egyptian government has made several interventions that
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JEL Abstract Rapid changes in demographics, technology and globalization have considerable
CLASSIFICATION global implications for work and the worker. This new context is also disrupting talent mana-
J24 human capital; gement as known for the last two decades. Progressive companies in all sectors realize that

M10 business their talent management practices are no longer meeting the needs of their workers. Instead,
administration employers focus their attention on developing a meaningful employee experience to attract
general and nurture the talent they need. A new breed of talent management practitioners is devel-
oping an HR stack that includes other management frameworks such as design thinking, agile
KEYWORDS management, behavioral economics and analytics to augment their HR competencies. Organi-
Talent management; zations will be unable to reinvent their existing talent management practices in a sustainable
Disrup[-ion; way unless they broaden the talent management conversation.
HR stack; © 2019 ACEDE. Published by Elsevier Espafia, 5.L.U. This is an open access article under the CC

Design thinking;
Agile management;
Behavioral
economics;

HR analytics;
Global HR.

BY-NC-MD license (http:/ /creativecommons.org/licenses/ by-nc-nd /4.0/).
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ARTICLE INFO ABSTRACT
Keywords: In our introduction to this special issue on the gig economy, we provide some context to how and
Gig economy why this phenomenon should be studied, with a particular emphasis on Human Resource
Gig wark Management. We then describe the four articles that comprise the special issue, and we note
Digitized econamy some common themes. Our introduction concludes with some suggestions for future research on
Crowdsourcing . .
= the gig economy.
owdwork

Independent work
Platform wark
Algorithmic control

1. HRMR introduction to the special issue: human in the gig

Work and Human Resources (HR) are experiencing a period of rapid change. As digital and social technologies advance, orga-
nizational processes and the nature and meaning of work continue to evolve, thereby rendering work increasingly granular, modular,
and decontextualized (Ashford, Caza, & Reid, 2018; Corporaal et al., 2019; Stone, Deadrick, Lukaszewski, & Johnson, 2015). It is
important to understand how digital and mobile technologies are shaping organizational phenomena (Boswell & Olson-Buchanan,
2007; Butts, Becker, & Boswell, 2015; Ramarajan & Reid, 2013; van Knippenberg, Dahlander, Haas, & George, 2015). This evolution
has led to the emergence of a new “gig economy” that enables both menial tasks (e.g., usability testing, image tagging) and complex
endeavors (e.g., design, user testing, or consultancy work) to be broken down into smaller tasks that can be distributed among an
external’' workforce (Lehdonvirta, Kissi, Hjorth, Barnard, & Graham, 2019; Paolacci, Chandler, & Ipeirotis, 2010; Wood, Graham,
Lehdonvirta, & Hjorth, 2019). These external work relationships are frequently known as gig work, platform work, digital / digitized
work, crowdwork / crowdsourced work, and eLancing, and they are largely a product of technological innovation. Moreover, these
new external work arrangements are accompanied by other recent technological innovations that have led to the development of
internal platforms designed to influence the work attitudes and performance of traditional, internal employees.

The development of these internal platforms has resulted in several HR challenges. The boundaries between the internal labor
market of an organization and the external workforce is becoming blurred, and questions arise about to Lhn: appropriate role of HR
management in shaping the function of information technology in hiring decisions and how technol the way work is
structured and carried out (Colbert, Yee, & George, 2016; Kellogg, Valentine, & Christin, 2019%; Stone & Deadrick, 2015). It is not yet
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Abstract: The primary objective of this research is to investigate the role of strategic human resource
management practices in developing resilient organizational behavior. This research aims to test
the mediating function of individual resilient behavior between strategic human resources man-
agement practices and resilient organizational behavior. Data was collected from 780 managerial
level employees working in small and medium Chinese enterprises in Hubei Province through
a self-administrated questionnaire. The Smart partial least square structural equation modeling
technique was used for data analysis. The analysis showed a significant positive relationship among
SHRM practices, employee resilient behavior, and resilient organizational behavior. Results also
show that employee resilient behavior partially mediates the relationship between SHRM practices
and resilient organizational behavior. Individual resilient behavior is needed when an organization
is in crisis, restructuring, transformation, turbulent, and unfavorable conditions. Without individual
resilient behavior, it is difficult for an organization to be resilient. Therefore, strategic human resource
management practices are essential to develop an employee’s resilience. This research contributed to
the body of knowledge by bringing new concepts together. The main contribution was testing the
role of individual resilient behavior between strategic human resource management practices and
resilient organizational behavior.

Keywords: organizational resilient behavior; individual /employee resilient behavior; strategic
human resource management practices; open innovation; SMEs of China
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ABSTRACT Figure 1. Empirical Model
Digital transformation in SMEs has become a necessity in the Industrial Revolution 4.0 era. The ASEAN Economic Community
will be more established if SMEs are able to take the benefit of information technology advancement in its business process. This
research aims to test the role of agile leadership and strategic flexibility to improve digital transformation in SMEs among ASEAN
countries. The data from this research were from 539 SMEs in Indonesia and Malaysia as representatives of ASEAN community
and tested using Smart PLS 3. A total of 519 usable surveys were collected. Data testing results showed that agile leadership be-
comes the key to success in implementing digital transformation. Moreover the strategic flexibility, which comes from workforce
transformation and dynamic capability, is also the determining factor in the creation of digital transformation in SMEs. The fast
response of the leader followed by strategy flexibility, play a significant role to the success of digital transformation implementation.



