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ABSTRACT

This chapter focuses on examining the human resource management (HRM) practices 
that are used in human capital-intensive firms (HCIFs). In the specialized literature 
on HCIFs, human resources (HR) are recognized as constituting an infinite value 
potential. Nevertheless, we know little in the literature about “how to manage” 
these HR in the specific context of HCIFs. First of all, in this chapter, a literature 
review provides a clarification of the HR’s key concepts (human capital, competence, 
and talent) on the one hand and introduces the relevance to study HRM practices 
underlying human capital management on the other hand. Then, based on the case 
study of IBM Corporation, a synthesis of the wide variety of HRM practices is 
proposed into three processes: identifying, assessing and developing, and finally, 
motivating and retaining human capital. The IBM case is representative of the HCIFs 
insofar as the company puts its human capital at the heart of its overall strategy 
and, in order to do this, provides a sophisticated HRM policy and, in addition, has 
implemented formalized HRM practices. For IBM, the aim is to improve resource 
assets of its employees necessary to generate innovation, value, and performance.
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HRM Practices in Human Capital-Intensive Firms

INTRODUCTION

In the current competitive environment where intensive and repeated innovation 
plays a fundamental role (Brown & Eisenhardt, 1997; Lew & Sinkovics, 2013), many 
firms are part of a development process based on knowledge-intensive products and/
or services (Starbuck, 1992; Makani & Marche, 2010). According to Cézanne and 
Saglietto (2016, p. 62), Human Capital-Intensive Firms (HCIFs) are identified as 
“small and large innovative modern firms operating in both knowledge-intensive 
service sectors and high-tech manufacturing industries whose results in terms of the 
growth of production and/or turnover are better than those of other types of firms”. 
HCIFs are built on “resources that are, by nature, intangible, inalienable and difficult 
to reproduce instantaneously” (ibid., p. 63). In other words, they are built on specific 
human capital which is defined as the skills, knowledge and competencies that 
produce value only within the firm in which it has been accumulated (Becker, 1964).

According to Armstrong and Taylor (2014), Human Resource Management (HRM) 
includes activities covering strategic HRM (SHRM), human capital and knowledge 
management, corporate social responsibility (CSR), organization development, 
resourcing (including HR planning, recruitment, selection, and retention), learning 
and development, performance and reward management, employee relations and 
well-being, as well as international HRM (IHRM). HRM consists of a set of HRM 
practices, which, according to Ngo et al. (2008), are defined as mechanisms to 
develop HR internally in order to optimize the skills, knowledge, and ability of the 
employees and to increase their motivation. These practices are notably aimed at 
employee selection, recruitment, development, and retention (Marchington et al., 
2016).

In a context of strengthening HCIFs, the question of HRM practices has 
become a rising issue both for companies and management research. Companies 
are interested in jointly managing human resource development and developing 
innovative products and services. In the specialized literature on HCIFs, human 
resources are recognized as constituting an infinite value potential (Becker et al., 
1997; Cézanne and Saglietto, 2014). Human capital can be regarded as the prime 
asset of an organization and businesses need to invest in that asset to ensure their 
survival and growth. As explained by Armstrong and Taylor (2014), HRM aims to 
ensure that the organization obtains and retains the skilled, committed and well-
motivated workforce it needs. Studies of HRM practices in HCIFs environments 
have emphasized the difficulties of operationalizing human capital management 
(Fulmer & Ployhart, 2014; Nyberg et al., 2014). As stated by Fulmer and Ployhart 
(2014), we consider that contributions are limited in the specification of HRM 
practices that are used to manage human capital. In other words, we know little 
in the literature about ‘how to manage’ human resources in the specific context of 



 

 

21 more pages are available in the full version of this

document, which may be purchased using the "Add to Cart"

button on the publisher's webpage: www.igi-

global.com/chapter/hrm-practices-in-human-capital-intensive-

firms/218481

Related Content

The ERP Challenge: Developing an Integrated Platform and Course Concept

for Teaching ERP Skills in Universities
Florian Schwadeand Petra Schubert (2018). International Journal of Human Capital

and Information Technology Professionals (pp. 53-69).

www.irma-international.org/article/the-erp-challenge/194054

Organizational Climate as a Predictor to Employees' Behavior
Shashi Singh (2017). Strategic Human Capital Development and Management in

Emerging Economies (pp. 20-40).

www.irma-international.org/chapter/organizational-climate-as-a-predictor-to-employees-

behavior/174868

Managing a Virtual Team
Robert Jones, Rob Oyungand Lisa Shade Pace (2005). Working Virtually: Challenges

of Virtual Teams  (pp. 114-119).

www.irma-international.org/chapter/managing-virtual-team/31473

Collaborative Solutions to Software Architecture Challenges Faced by IT

Professionals
Zeeshan Anwar, Nazia Bibi, Tauseef Rana, Seifedine Kadryand Hammad Afzal

(2024). International Journal of Human Capital and Information Technology

Professionals (pp. 1-29).

www.irma-international.org/article/collaborative-solutions-to-software-architecture-challenges-

faced-by-it-professionals/342839

Key Dimensions on B2C E-Business: An Empirical Study in Malaysia
T. Ramayah, Simona Popaand Norazah M. Suki (2013). International Journal of

Human Capital and Information Technology Professionals (pp. 43-55).

www.irma-international.org/article/key-dimensions-on-b2c-e-business/78901

http://www.igi-global.com/chapter/hrm-practices-in-human-capital-intensive-firms/218481
http://www.igi-global.com/chapter/hrm-practices-in-human-capital-intensive-firms/218481
http://www.igi-global.com/chapter/hrm-practices-in-human-capital-intensive-firms/218481
http://www.irma-international.org/article/the-erp-challenge/194054
http://www.irma-international.org/chapter/organizational-climate-as-a-predictor-to-employees-behavior/174868
http://www.irma-international.org/chapter/organizational-climate-as-a-predictor-to-employees-behavior/174868
http://www.irma-international.org/chapter/managing-virtual-team/31473
http://www.irma-international.org/article/collaborative-solutions-to-software-architecture-challenges-faced-by-it-professionals/342839
http://www.irma-international.org/article/collaborative-solutions-to-software-architecture-challenges-faced-by-it-professionals/342839
http://www.irma-international.org/article/key-dimensions-on-b2c-e-business/78901

