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Tab. 2 The structure characteristics of differential HRM of case enterprises
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Tab. 3 The characteristics and typical examples of high relational-based HRMP of company A
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Tab.4 The characteristics and typical examples of differential HRMP of company Z
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Tab.5 The characteristics and typical examples of contractual-based HRMP of company L
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Fig.1 Proposition logic replication across cases
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Fig. 2 Theoretical model of the differential human resources management
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Theoretical Model on the Differential Human Resources Management .
Exploration Based on Multiple Case Study

LIU Xiao-lang, LIU Shan-shi, WANG Hong-li

(School of Business Administration, South China University of Technology, Guangzhou 510641, China)

Abstract: This paper explored and built a theoretical model of the differential human resources
management (HRM) with a multiple case study method. The main conclusions of the study are:
(1) the differential management structure is formed on the basis of a judgment of the employee-
organization relationship: High relationship employees constitute the core group; low relation-
ship employees fall into the loose group; the middle level is called the compact group. (2) Organ-
ization takes varying degrees of relational-based management practices on different employees.
The managment degrees descend from the core group, the highest, to the compact group, and
then the loose group, the lowest. (3) The differential human resources management practices
(HRMP) are affected by employees influence; for low-relationship and high-influence employees,

organization will enhance the degree of contractual-based management practices.

Key words: differential HRM; organization; structure; multiple case



