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The whole is more than the sum of its parts?

How HRM is configured in nonprofit organizations and why it matters?
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2. Theoretical background

A variety of theories have been used to explain the configuration of HRM and its contribution to firm performance. In order to
address the outlined research gap with respect to HRM in NPOs, we first draw on the theoretical perspectives of strategic HRM
and the resource-based view (RBV). These approaches entail that HRM responds to the organization's environment and comple-
ments other organizational systems (strategic approach) as well as generates value through the firm-specific development of
valuable, rare, and non-imitable HR (resource-based approach) (e.g. Barney & Wright, 1998; Boselie, Dietz, & Boon, 2005;
Wright, Dunford, & Snell, 2001).

2.1. Strategic approach to HRM

From a classical perspective, strategy is formed by gaining information about the environment and internal resources, fol-
lowed by identifying strategic options and implementing the strategy chosen by providing the necessary resources and systems.
The primary role of HRM is to enable a firm to achieve its strategic goals (Baird & Meshoulam, 1988; Wright & Snell, 1998). In this
respect, the strategic perspective emphasizes vertical and horizontal fit. The former refers to the alignment of HRM to business
strategy; whereas, the latter highlights that organizations must also horizontally align their various HR practices to ensure that
these practices pursue similar or complementary goals (Guest, 1997; Schuler & Jackson, 1987; Wright & Snell, 1998). The litera-
ture points to business strategies (Tichy, Fombrun, & Devanna, 1984) or additional external and internal influences such as stake-
holder interests (Beer, Spector, Lawrence, Mills, & Walton, 1985) as central factors that shape HRM.
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