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Figure 1 Analytical Framework
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Table 4 Decoding of Work -oriented Employment Relationship Approach
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Table 5 Co-occurrence Coefficients of Work -oriented Employment Relationship Approach
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Figure 2 Roadmap of Key Influencing Factors of Work-oriented Employment Relationship Approach
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Table 6 Decoding of Under-investment Employment Relationship Approach
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Table 7 Co-occurrence Coefficients of Under-investment Employment Relationship Approach
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Figure 3 Roadmap of Key Influencing Factors of Under-investment Employment Relationship Approach
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Table 8 Decoding of Over-investment Employment Relationship Approach
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Table 9 Co-occurrence Coefficients of Over-investment Employment Relationship Approach
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Figure 4 Roadmap of Key Influencing Factors of Over-investment Employment Relationship Approach
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Table 10 Decoding of Organization-oriented Employment Relationship Approach
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Table 11 Co-occurrence Coefficients of Organization-oriented Employment Relationship Approach
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Figure 5 Roadmap of Key Influencing Factors of Organization-oriented Employment Relationship Approach



130 B BB (Journal of Management Science)

2017 4£9 A

R12 XBREMBERNEITSR
Table 12 Statistical Results for Key Influencing Factors
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A Multiple Case Study of Key Influencing Factors of
Employment Relationship Approach of Private Enterprises

LI Zhaomin' , HAN Xiaofang® ,ZHAQ Shuming’
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Abstract :In the past 30 years, employment relationship approach ( ERA) of enterprises in China has been transformed from a
traditional unitarist approach to a more pluralist approach which takes into account both organizational and work-oriented perspec-
tives. In previous western literature and practice of employment relationship field, organization-oriented ERA has been proved to
be optimal in some sense. However, many enterprises in Chinese context are inclined to work-oriented ERA. The formation
process of employment relationship approach of Chinese enterprise is very different from the situation faced by western enterpri-
ses. The research conclusion of western scholars can not explain the phenomenon of Chinese enterprises. It is necessary to ex-
plore key influencing factors of employment relationship approach of enterprises in Chinese context.

Previous theoretical researches and management practice have focused on outcome variables of employment relationship ap-
proach, but the analysis of key influencing factors has not heen given enough attention. Based on relevant theoretical views such
as best practice theory and upper echelons theory, this paper builds an analytical framework of key influencing factors and its
mechanism of employment relationship approach from multiple perspectives. Through the standard qualitative analysis, this paper
conducts a multiple case study to explore key influencing factors and its mechanisms of employment relationship approach of 12
typical private enterprises of communications equipment industry in Guangdong Province of China.

The results of the study show in three ways. Firstly, key influencing factors of employment relationship approach include
commitment-based human resource management practice, control-based human resource management practice, risk preference of

entrepreneurs, need of achievement of entrepreneurs, union practice of enterprise and institutional environment. Secondly, there
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are differences in key factors influencing different employment relationship approach. Thirdly, the paper describes the mechanism
of key factors influencing different employment relationship approach in details. There are differences in the mechanisms of key
influencing factors of employment relationship approach. Tt makes us a more clear understanding of the analytical framework.
On the theoretical side, the study firstly builds the analytical framework of employment relationship approach of enterprises.
Secondly, relevant conclusions enrich the results of employment relationship approach in the antecedent variables, and expand
research area. Thirdly, the study describes the roadmap of key influencing factors of employment relationship approach based on
the different types of division of employment relationship approach. The analytical framework of employment relationship approach
has been materialized. In practice, the research results provide some suggestions for enterprises to select and adjust employment
relationship approach suitable for Chinese context from two aspects of enterprise and government.
Keywords ; employment relationship approach; human resource management practice; entrepreneur; union practice of enterprise;

institutional environment
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