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The Relationship between HRM Configuration and Innovation Performance:
the Empirical Analysis for the Double Mediate Effect in the Corporate Unit Level

DING Ning-ning SUN Rui
(Shandong University of Finance and Economics, Jinan 250014, P. R. China;
Chinese Academy of Personnel Science, Beijing 100101, P. R. China)

Abstract: Because of different innovation conditions in corporate units, this study was concerned
about what HRM configurations are and how they impact innovation performance in unit level. We
define HRM configurations as substructures in human resource management system. We presented
two different HRM configurations which can improve innovation: discretion oriented configuration
and innovation integration configuration. We also tested the mediate mechanisms between HRM
configuration and innovation performance, which based “uniqueness and value of human capital” and
“employee coordination”. The Empirical findings reveled several conclusion: first, two different
HRM configuration can impact innovation performance directly, “value of human capita” and
“employee coordination” have the fully-mediate effect on HRM configuration and innovation

9y

performance, but “the uniqueness of human capita” only has part-mediate effect on HRM
configuration and innovation performance. The findings of this study enrich our understanding of the
relationship between HRM and innovation output in unit level.

Key words: HRM configuration; innovation; innovation performance; unit level; mediate effect
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