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Knowledge-based Human Resource Management Practices, Intellectual Capital and Innovation: An exploratory study in high-technology industry in China


[bookmark: _Hlk38082952]The content of my research plan in this video will cover six parts. The first one is my positionality and reflexivity. The second part is research rationale and the third part is theoretical background and research question. The fourth part is research philosophy. The fifth part is research methodology and finally I will emphasize research ethics. 

1. Positionality 
[bookmark: _Hlk37103481]I finished my mater degree majoring in management in New Zealand in 2006 and the topic of my mater thesis is the Effect of Training on Employee Retention. During the past ten years, as a lecturer in Economics and Trade School of Jiangxia University, I have published several journal articles regarding the perspective of training, development and retention of knowledge-workers in SMEs in China. Since I show great interest in the area of human resource management, I hope to go on with my doctor research which remain focused on human resource management. After conducting some literature review, I raise my doctor research question--Knowledge-based Human Resource Management Practices, Intellectual Capital and Innovation: An exploratory study in high-technology industry in China, which is combined with my interest and context significance. 
2. Research Rationale
There is a growing awareness that productivity, quality and, hence competitive advantage are directly linked to the ability of organizations to learn and innovate, because the one sure source of lasting competitive advantage is knowledge (Yasuda, 1991; Solow, 1997; Thurow, 1996; Stewart, 1997; Sveiby, 1997). Because  people who develop and implement ideas, innovation will depend on effective human resource management (HRM). Faced with the knowledge-driven economy era now, innovation plays a more and more important role and it also depends on knowledge. Innovation implies the development of new knowledge as both an input and an outcome. Thus, both HRM and knowledge are key enablers of innovation for organizations.  
3. theoretical background and research question 
3.1 Intellectual capital (IC) and innovation
IC consists of Human capital, structural capital, relational capital
3.2 Enhancing Intellectual capital (IC) and innovation through knowledge-based HRM practices
[image: ]
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My research wants to fill the gap. The need for further studies on the relationship between HRM, IC and innovation performance. I raise my research question and six hypotheses. 
4. Research Philosophy (Paradiam)
Positivism, Interpretivism, Critical Realism and Pragmatism
In the positivist paradigm, the researcher sees himself or herself as a neutral recorder.
Positivist design the work to test the informed guesses, which they call hypotheses, about what the findings will be.
Positivist position depends on pure quantitative approach, tries to uncover the one truth about how things are.
[image: ]
5. Research Methodology
Why I chose this particular methodology for my research topic?
Quantitative research method, which is related to “extent, whether” while qualitative research method is related to “how, why”.
How does my methodology help me to work towards answering me research question?
How does my chosen methodology fit with my epistemological standpoint and theoretical perspective?
Data can be used to test the hypothesis and interpretation would be made.
Why I chose this particular methodology for my research topic?
Quantitative research method, which is related to“extent, whether”while qualitative research method is related to “how, why”.
How does my methodology help me to work towards answering me research question?
How does my chosen methodology fit with my epistemological standpoint and theoretical perspective?
Data can be used to test the hypothesis and interpretation would be made.
Research reliability, validity and bias
6. Research Ethics
According to Saunders et al. (2006), research ethics refer to the principles which ensure the researchers conduct the research in the right way during the research process. It needs to ensure there is no psychological, financial and social harm when conducting the research. 
	· 
	Utilitarian
	Deontological
	Relational
	Ecological

	Recruitment
	Informed consent

The participants (including the directors, head department managers, HR managers and employees) will be provided with full details about the research. The researcher needs to get all the participants’ approval on the first page of survey. 


	Reciprocity

Hopefully the researcher and the participants will gain from the thesis. The researcher will finish the thesis successfully and the participants will help improve the organization human resource management level. 
Although maybe there are different contributions made by the director and the employees to the research, they would get the different benefit. Director will get the more management level experience via the research.
	Collaboration

High-technology organizations are identified and the researcher could be future HR consultant for the organizations. Long-term constructive relationship could be built, which is good for understanding of the research. 


	Cultural sensitivity

Different organizations (as for the age, size, R&D expense and capital) nay have different organization culture, thus the samples may have some culture bias and they may difficult to be generalized. 





	Fieldwork
	Avoidance of harm

Researcher needs to figure out and make efforts to avoid the potential harm would occur, such as the psychological, financial harm would be brought to the participants, the financial and social harm to the organizations. 

	Avoidance of wrong

Researcher needs to be open, objective and honest when collecting and analysing data. No monetary reward is allowed to apply. 
	Avoidance of imposition

All the participants are voluntary. They could participate in the survey or withdraw at any time without further contact. 

	Avoidance of detachment

The benefits of participation need to be established. The researcher contact details need to be told to the participants while the participants could be kept anonymous. The researcher could post findings on public blogs.

	Reporting
	Confidentiality

The respondents and organizations should be anonymous. The data collected should be kept securely. 
	Fairness

Reports should be fair, objective, accurate and justified. 
	Confirmation

Based on the reliability and validity of the research, the researcher needs to do reflexivity as well. 
	Responsive communication

A good academic communication is anticipated. The researcher professional contact details need to be told to the participants while the participants could be kept anonymous.


[bookmark: OLE_LINK5][bookmark: OLE_LINK6]Table 1 Adapted from Flinders’ Ethical Frameworks and Aspects of Research applied to my research on face-to-face questionnaire (Flinders, 1992)
and Aspects of Research applied to the OQ (Flinders 1992)
[image: ]
Figure 1: Research Model



















References:
Attra, M. et a. (2019). Knowledge Sharing Practices, Intellectual Capital and Organizational Performance. Proceedings of the 52nd Hawaii International Conference on System Science. pp. 5578-5587.
Bontis, N. (1998). Intellectual capital: An exploratory study that develops measures and models. Management    Decision, 36(2), pp. 63-76.
Bontis, N., Keow, W. C. C., & Richardson, S. (2000). Intellectual capital and business performance in Malaysian industries. Journal of Intellectual Capital, 1(1), pp. 85-100.
Bowen, D. E., & Ostroff, C. (2004). Understanding HRM-firm performance linkages: The role of the ‘strength’ of the HRM system. Academy of Management Review, 29(2), pp. 203–221.
Cabrilo, S. Daham. S. (2018). How strategic knowledge management drives intellectual capital to superior innovation and market performance. Journal of knowledge management. 22(3). Pp. 621-648.
Edvinsson, L., & Malone, M. (1997). Intellectual capital: Realising your company's true value by finding its hidden brainpower. New York, NY: Harper Collins.
Flinders, D. J. (1992). In search of ethical guidance: constructing a basis for dialogue. International Journal of Qualitative Studies in Education, 5(2), pp. 101-115.
Johannessen, J. et al. (1999). Aspects of innovation theory based on knowledge-management. International Journal of Information Management. 19, pp. 121-139

Kang, S. C., Snell, S., & Swart, J. (2012). Options-based HRM, intellectual capital, and exploratory and exploitative learning in law firms' practice groups. Human Resource Management, 51(4), pp. 461-485.
Lau, C. M., & Ngo, H. Y. (2004). The HR system, organizational culture and product innovation. International Business Review, 13(6),pp.  685-703.
Minbaeva, D. (2013). Strategic HRM in building micro-foundations of organizational knowledge-based performance. Human Resource Management Review, 23(4), pp. 378-390.
Nahapiet, J., & Ghoshal, S. (1998). Social capital, intellectual capital, and the organizational advantage. Academy of Management Review, 23(2), pp. 242-266.
Pannucci, C. J. & Wilkins, E. G. (2010) Identifying and Avoiding Bias in Research. Plastic and Reconstructive Surgery, 126(2), pp. 619-625. 
Roos, J., Edvinsson, L., & Roos, G. (1998). Intellectual capital: Navigating in the new business landscape. New York, NY: New York University Press.
Saunders, M.，Lewis, P. and Thornhill A. (2016). Research Methods for Business Students (7th edn). Essex: Pearson.
Subramaniam, M., & Youndt, M. A. (2005). The influence of intellectual capital on the types of innovative capabilities. Academy of Management Journal, 48(3), pp. 450-463.
Shipton, H., West, M. A., Dawson, J., Birdi, K., & Patterson, M. (2006). HRM as a predictor of innovation. Human Resource Management Journal, 16(1), pp. 3-27.
Stewart, T. A. (1997). Intellectual capital: The new wealth of organizations. New York, NY:  Doubleday/Currency
Swart, J., & Kinnie, N. (2013). Managing multi-dimensional knowledge assets: HR configurations in professional service firms. Human Resource Management Journal, 23(2), pp. 160-170.
Youndt, M. A., & Snell, S. A. (2004). Human resource configurations, intellectual capital, and organizational performance. Journal of Managerial Issues, 16(3), pp. 337-360.
Zati, M.E. (2016). The role of intellectual capital in promoting knowledge management initiatives. Knowledge management & E-Learning initiatives, 8(2), pp. 317-333. 
·  





Positivism


Deductive


Experiments,
Surveys
(online, face-to-face)


Quantitative


image3.jpeg
Ontology Epistemology ::fs:r:;::el Methodology Methods Sources
Wwhat and Whﬂ; Wh;t Whetitools What data
Wisilt e batopla s e ——- SN can we
reality? know i : to acquire 5
reality/ get acau e knowledge? colicets
knowledge? knowledge? ger

knowledge?





image4.png
Knowledge-based
HRM

Human capital

Structural capital Relational capital

Innovation
performance





image1.png
Table 1: Knowledge, HR and Innovation Literature Review Grid
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