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ABSTRACT  

The creative industry depends profoundly on strategic human resource management (HRM) that fosters 

creativity, adaptability, and innovation. This study critically examines the role of strategic management in 

HR practices within the creative sector, emphasizing approaches that align talent development with the 

dynamic demands of this industry. Through a qualitative analysis of case studies and existing literature, 

this research identifies core HR strategies—such as talent acquisition, skill enhancement, and employee 

retention—that are tailored to the unique requirements of the creative field. The findings highlight that a 

strategic alignment of HR practices with organizational objectives yields competitive advantages. 

However, rapid technological advancements and high turnover rates present ongoing challenges for 

sustainable HR practices in this sector. This study contributes to the understanding of how strategic HR 

management can be optimized to enhance both employee satisfaction and organizational performance in 

creative industries. 
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INTRODUCTION 

The creative industry has gained 

recognition worldwide as a significant 

contributor to economic growth and cultural 

innovation. Encompassing diverse fields such 

as advertising, media, design, fashion, and 

digital arts, the sector is known for its reliance 

on talent-driven performance and continuous 

innovation. Unlike more traditional industries, 

where systems and processes dominate, the 

creative sector relies primarily on the 

ingenuity, flexibility, and skill of its 

workforce. This dependence on human capital 

makes human resource management (HRM) a 

critical component of success in the industry. 

Strategic management of HR practices is 

crucial for aligning talent management with 

organizational objectives and fostering an 

environment that supports creative outputs. 

This study explores the intersection of 

strategic management and HR practices 

within the creative industry, examining how 

tailored strategies enhance productivity, job 

satisfaction, and overall organizational 

performance. 

The creative industry is distinguished 

by its fast-paced nature and the necessity for 

organizations to adapt swiftly to trends and 

technological advancements. In a competitive 

global market, companies within this sector 

must continuously evolve to meet consumer 

demand and remain relevant. This dynamic 

environment requires HRM strategies that go 

beyond traditional methods, integrating 

flexibility, adaptability, and innovation into 

workforce management. However, the sector 

faces unique challenges: high turnover rates, 

the necessity for specialized skills, and the 

continuous drive for originality create 

complexities that require thoughtful HRM 

approaches. Strategic HR practices within this 

context are thus not only about meeting 

immediate staffing needs but also about 

fostering a sustainable and innovative 

workforce that can support long-term growth. 

Human resources in the creative 

industry are often the most significant asset, 
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and strategic HRM is crucial in nurturing and 

harnessing this talent effectively. Strategic 

management within HR involves planning 

and implementing policies that align 

employee capabilities with organizational 

goals, ultimately contributing to competitive 

advantage. By embedding strategic 

considerations into HR practices, 

organizations can better address the evolving 

needs of the workforce and the market. For 

instance, talent acquisition strategies in the 

creative industry focus not only on finding 

individuals with technical skills but also on 

identifying those who can thrive in a highly 

collaborative and innovative environment. 

Similarly, employee retention in this sector is 

more complex, as organizations must retain 

skilled individuals in a market known for fluid 

job changes and diverse project-based work. 

Strategic HRM allows for a more holistic 

approach, creating pathways for professional 

development and recognition that align with 

personal and organizational goals. 

The emphasis on creativity and 

innovation requires HRM to adopt flexible 

and supportive policies that encourage risk-

taking and experimentation. This environment 

fosters a culture where employees feel valued 

for their unique contributions and are 

motivated to engage in creative problem-

solving. Strategic HRM in this industry goes 

beyond simply managing people; it plays an 

active role in shaping the company’s culture 

and work environment. By adopting a 

strategic focus, HR departments can create 

conditions that stimulate creativity, enhance 

employee satisfaction, and promote 

organizational loyalty. For instance, many 

companies within the creative sector provide 

opportunities for continuous learning and 

development, acknowledging that the industry 

evolves rapidly and requires employees to 

stay updated with the latest trends and 

technologies. 

While strategic HRM offers numerous 

advantages, its implementation in the creative 

industry is not without challenges. The rapid 

pace of change, combined with the highly 

individualized nature of creative work, can 

make it difficult to establish standardized HR 

practices. Additionally, companies must 

navigate issues such as job insecurity, the 

balancing of creative freedom with 

organizational structure, and the need to 

cultivate a workplace that promotes both 

innovation and accountability. High employee 

turnover rates are a prevalent challenge, as 

creative professionals often seek new projects 

or career paths that align more closely with 

their evolving interests. Therefore, HR 

strategies within this sector must consider 

retention initiatives that go beyond financial 

incentives, incorporating opportunities for 

creative growth and professional 

advancement. 

This study aims to provide a critical 

analysis of strategic HRM practices within the 

creative industry, focusing on how these 

practices can be optimized to meet the sector's 

unique needs. It examines various HR 

strategies—such as talent acquisition, skill 

development, and retention—that contribute 

to organizational success and employee 

satisfaction. Through a qualitative approach, 

the study explores how organizations can 

strategically manage human resources to 

foster a sustainable, innovative, and 

competitive workforce. By understanding the 

particular challenges and opportunities within 

the creative sector, this study seeks to offer 

insights and recommendations for HR 

professionals and organizations seeking to 

enhance their strategic HRM practices. 
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LITERATURE REVIEW 

Strategic human resource 

management (HRM) has become an essential 

element for achieving long-term 

organizational success in rapidly changing 

industries, such as the creative sector. This 

section reviews foundational theories, current 

practices, and relevant studies on strategic 

HRM, focusing on its application within 

creative industries. It covers three primary 

areas: the evolution of strategic HRM, HRM 

practices tailored to the creative sector, and 

the role of HRM in fostering innovation and 

employee retention. 

 

Evolution of Strategic Human Resource 

Management 

Strategic HRM has evolved from 

traditional HRM, which focused primarily on 

administrative tasks, to a more dynamic 

function that aligns workforce management 

with organizational strategy. This alignment 

helps businesses adapt to market changes, 

competitive pressures, and technological 

advancements, making it particularly relevant 

for creative industries. Scholars such as 

Wright and McMahan (1992) proposed that 

strategic HRM bridges the gap between HR 

functions and strategic objectives, leading to 

more cohesive, goal-driven HR practices. 

Additionally, Barney’s (1991) resource-based 

view (RBV) suggests that human resources 

can be a source of sustained competitive 

advantage if managed strategically. In the 

creative industry, where talent and innovation 

are critical, RBV highlights the importance of 

developing HR strategies that cultivate a 

unique and capable workforce. 

Over time, strategic HRM has 

broadened its focus from achieving immediate 

operational goals to fostering an 

organizational culture that supports long-term 

success. This cultural aspect is particularly 

pertinent in creative fields, where a 

company’s success often hinges on employee 

creativity and motivation. Recent research 

emphasizes that strategic HRM should 

incorporate elements of organizational 

development, such as leadership, 

communication, and learning (Ulrich & 

Dulebohn, 2015). This broader scope of HRM 

enhances its relevance to the creative industry, 

where adaptability and innovation are 

essential for success. 

 

Strategic HRM Practices in the Creative 

Industry 

The creative industry encompasses a 

wide range of sectors, including film, music, 

design, and digital media, all of which depend 

heavily on skilled professionals. According to 

Dhanpat et al. (2020), strategic HRM 

practices tailored to creative sectors differ 

significantly from traditional HRM due to the 

need for specialized skills, flexible work 

environments, and innovation-driven goals. 

Key strategic HRM practices relevant to the 

creative industry include talent acquisition, 

skills development, employee engagement, 

and retention strategies. 

 

Talent Acquisition and Development 

Talent acquisition in the creative 

industry goes beyond matching skills with job 

roles; it involves identifying individuals who 

fit within an innovation-focused culture. 

Emphasizing a collaborative and adaptable 

mindset during recruitment has become a 

critical component of strategic HRM in this 

sector (Cunningham, 2019). Furthermore, 

employee development programs are 

increasingly tailored to meet the demands of 

the creative industry, focusing on continuous 

learning and skill enhancement. Literature 

https://doi.org/10.47353/bj.v4i7.444
http://www.ojs.berajah.com/


Berajah Journal 
Volume 4 Nomor 7 (2024)  

 

 

DOI: https://doi.org/10.47353/bj.v4i7.444   1380 
Website: www.ojs.berajah.com  

highlights the importance of training 

programs that keep pace with rapidly 

changing technology and consumer 

preferences, which is essential in fields such 

as digital media and design (Campbell & 

Heriot, 2017). 

 

Employee Engagement and Retention 

Employee engagement and retention 

are ongoing challenges in the creative 

industry, where project-based work and 

freelance opportunities are common. 

According to studies by Townsend and 

Wilkinson (2019), maintaining engagement 

among creative employees requires HR 

practices that recognize individual 

achievements and provide professional 

growth opportunities. Effective retention 

strategies in this sector often focus on 

fostering a sense of purpose, community, and 

recognition for employees. Retention efforts 

are complemented by flexible work policies 

and support for a work-life balance, which are 

essential for managing the high-stress 

demands of creative projects (Swart, Kinnie, 

& Purcell, 2019). 

 

Strategic HRM and Innovation 

Innovation is at the heart of the 

creative industry, and HRM plays a pivotal 

role in cultivating an environment that 

supports innovation. Strategic HRM practices, 

such as encouraging autonomy, facilitating 

cross-functional collaboration, and supporting 

creative risk-taking, are critical for driving 

innovation (Amabile, 2018). According to 

research, organizations that emphasize 

creative autonomy are more likely to produce 

innovative outputs (Birdi, Leach, & 

Magadley, 2016). This approach aligns with 

Deci and Ryan’s (1985) self-determination 

theory, which asserts that autonomy enhances 

intrinsic motivation, a crucial factor for 

creativity. Moreover, HR policies that reward 

innovation and recognize creative 

achievements contribute to a culture that 

values original thinking. 

Some researchers argue that 

innovation within creative industries is not 

solely the result of individual creativity but 

also of collaborative efforts facilitated by 

effective HRM (Hunter, Bedell, & Mumford, 

2007). For example, structured team-building 

exercises and cross-departmental initiatives 

encourage employees to collaborate, share 

ideas, and generate novel solutions. 

Therefore, strategic HRM in the creative 

industry must be adaptable, fostering both 

individual creativity and team-oriented 

innovation. 

 

Challenges in Strategic HRM for the 

Creative Sector 

The unique demands of the creative 

industry also present challenges for strategic 

HRM implementation. High employee 

turnover rates, job insecurity, and the rapid 

pace of technological change are persistent 

issues in the sector (Gibb & Haar, 2017). 

These challenges require HR managers to 

adopt innovative solutions, such as flexible 

employment contracts and hybrid work 

models. According to De Cieri et al. (2021), 

implementing such strategies effectively is 

complex, as they must balance employee 

demands for autonomy with organizational 

requirements for accountability. 

Further complicating strategic HRM 

in this sector are the diverse professional 

backgrounds and varying levels of experience 

among employees. Researchers emphasize 

that strategic HRM must address this diversity 

by fostering an inclusive culture that respects 

different creative processes and provides 

equitable growth opportunities (Mumford et 

al., 2020). Furthermore, the sector’s project-
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based nature means that HR practices must 

accommodate fluctuating staffing needs, 

making agile workforce management a 

necessity. 

 

METHOD 

This research utilizes a qualitative 

approach to understand strategic human 

resource management (HRM) practices in the 

creative industry, exploring how these 

practices are tailored to meet the sector’s 

dynamic needs. By focusing on multiple 

organizations within creative fields such as 

advertising, media, design, and technology, 

the study aims to uncover both the strengths 

and challenges of strategic HRM in these 

environments. To achieve this, data was 

gathered through semi-structured interviews, 

document analysis, and participant 

observations, each offering a unique 

perspective on HR practices. 

Through in-depth interviews, insights 

were gathered from HR managers, team 

leaders, and employees, allowing a nuanced 

view of HR strategies like talent acquisition, 

development, and retention. These 

conversations often revealed how 

organizations shape HR practices to foster 

innovation and ensure that employee skills 

align with company goals. Document analysis 

complemented these insights by examining 

HR policies, training programs, and employee 

feedback reports, helping to validate the 

information obtained from interviews and to 

understand the formal structures guiding HR 

practices. Meanwhile, participant 

observations provided a real-time look at HR 

operations and daily interactions, shedding 

light on how strategic HRM is implemented 

and perceived by employees. 

This study selects its participants 

purposively, choosing companies with well-

regarded HR practices and individuals 

directly involved with or affected by HR 

strategies. By analyzing these perspectives 

through thematic analysis, key themes 

emerged, such as adaptability, innovation 

support, employee autonomy, and 

opportunities for professional growth. The 

process of coding and comparing data across 

organizations highlighted common strategies 

and distinct challenges unique to each 

company’s approach to HR. 

In ensuring that the findings reflect an 

accurate picture of strategic HRM in the 

creative sector, multiple sources of data were 

cross-checked, and participants reviewed 

summaries of findings for verification. Ethical 

guidelines were strictly followed, maintaining 

the confidentiality and anonymity of all 

companies and individuals involved. This 

comprehensive methodology provides a 

foundation for examining the unique role of 

strategic HRM in fostering a sustainable and 

innovative workforce within the creative 

industry. 

 

RESULT AND DISCUSSION 

The findings of this study reveal 

several critical strategic human resource 

management (HRM) practices in the creative 

industry, alongside challenges unique to the 

sector. Through an analysis of data collected 

from interviews, document reviews, and 

observations, several themes emerged, 

including strategic approaches to talent 

acquisition, skill development, innovation 

support, and employee retention. This section 

presents these findings and discusses their 

implications for fostering innovation, 

employee satisfaction, and organizational 

performance within the creative industry. 
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Talent Acquisition and Development 

One of the core findings is the 

emphasis on talent acquisition strategies 

tailored to attract individuals who align with 

an innovation-driven culture. Interview 

responses from HR managers highlighted the 

importance of identifying candidates not only 

with the requisite skills but also with 

collaborative and adaptable mindsets. For 

instance, companies in the design sector 

prioritize recruiting individuals capable of 

working fluidly across interdisciplinary 

teams, a practice that enhances collaborative 

creativity. 

Document analysis reveals that several 

organizations employ structured training and 

development programs focusing on both 

technical skills and creativity-enhancing 

activities. These programs are often ongoing, 

recognizing the rapid evolution of skills 

required in creative fields, particularly in 

digital media and technology. Employee 

feedback reports support this finding, with 

participants expressing that continuous 

learning opportunities contribute to both job 

satisfaction and professional growth. 

However, the challenges associated with 

continuous training—such as cost and 

resource allocation—remain a significant 

concern, particularly for smaller companies. 

 

 

Table 1: Overview of Talent Acquisition and Development Practices Across Organizations 

Organization Talent Acquisition Focus Development Initiatives 

A 
Interdisciplinary and adaptive 

skills 

Ongoing skill workshops and creative 

retreats 

B 
Collaborative teamwork and 

creativity 

Technical training and project-based 

learning 

C 
Flexibility and innovative 

thinking 
Cross-functional team assignments 

 

These findings underscore the 

importance of a strategic HRM approach that 

prioritizes both adaptability and skill 

enhancement to remain competitive in the 

creative sector. 

 

Innovation Support and Employee 

Engagement 

Innovation is a fundamental value in 

the creative industry, and HRM practices that 

encourage innovation have a profound impact 

on both employee engagement and 

organizational success. Observations within 

organizations revealed that structured 

opportunities for employees to engage in 

creative projects outside their usual roles lead 

to greater engagement and job satisfaction. 

For instance, employees in the media sector 

often participate in "innovation labs," where 

they can experiment with new ideas or 

technologies that may not have immediate 

applications but foster a culture of creativity. 

Interview responses also emphasized 

the importance of autonomy in fostering 

innovation. Employees who felt trusted to 

manage their projects reported a higher level 

of motivation and commitment to their work. 

This autonomy aligns with self-determination 

theory, which suggests that intrinsic 

motivation is bolstered when individuals have 

a sense of control over their work. However, 

the study also highlights challenges in 

implementing this autonomy due to the need 

for accountability and results-driven 
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structures. Balancing these elements remains 

a strategic focus for HR managers aiming to 

cultivate both innovation and productivity. 

 

 

Table 2: Innovation Support Initiatives and Employee Engagement Levels 

Organization Innovation Initiative Reported Engagement Level 

A Monthly "innovation labs" High 

B Creative autonomy in projects Moderate 

C Cross-functional idea sessions High 

 

Employee Retention and Work-Life 

Balance 

The creative industry often struggles 

with high employee turnover rates due to the 

project-based nature of work and abundant 

freelance opportunities. Retaining skilled 

professionals is thus a priority for HR 

departments. The study’s findings indicate 

that organizations with strategic retention 

practices, such as recognizing creative 

contributions and providing career 

development paths, experience lower turnover 

rates. Document reviews showed that 

companies offering flexible work 

arrangements and opportunities for remote 

work observed higher levels of employee 

satisfaction. 

Participants expressed that work-life 

balance is a critical factor in their decision to 

remain with an organization. Flexible working 

hours, mental health support, and 

opportunities for creative breaks are examples 

of retention practices valued by employees. 

However, interviews also revealed that 

providing these benefits without 

compromising productivity is challenging. 

Smaller companies, in particular, struggle to 

offer flexible options without straining 

resources. 

 

 

Table 3: Retention Strategies and Employee Satisfaction Indicators 

Organization Retention Strategy Satisfaction Indicator 

A 
Flexible work hours and creative 

breaks 
High 

B Career advancement opportunities Moderate 

C Work-from-home policies High 

 

These findings demonstrate that 

retention strategies need to address not only 

financial incentives but also work-life balance 

and professional growth, particularly in a 

sector where job satisfaction is closely linked 

to creative freedom. 

 

 

Challenges in Strategic HRM 

Implementation 

While strategic HRM practices 

provide numerous benefits in the creative 

industry, the study identifies significant 

challenges in implementing these strategies 

effectively. Rapid technological changes 

demand continuous upskilling, which can be 

costly and time-intensive, especially for 
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smaller firms with limited budgets. HR 

managers report that maintaining updated 

skills in digital tools, software, and industry 

trends is essential but challenging. 

Moreover, the diverse professional 

backgrounds of employees in the creative 

industry complicate HR practices. Employees 

from artistic, technical, and business 

backgrounds often have varying expectations 

regarding career development, job flexibility, 

and performance appraisals. Document 

analysis and observations reveal that aligning 

HR practices with this diversity requires 

flexible, adaptable policies that respect 

individual creative processes while promoting 

unity within teams. 

Another challenge is high turnover, 

with employees often moving to freelance 

roles or new projects. Strategic HR practices, 

such as creating a sense of belonging and 

providing incentives for long-term 

commitment, can mitigate this to some extent. 

However, the findings indicate that these 

practices are not always sufficient to retain top 

talent, especially in competitive fields like 

digital media and design. 

The results of this study highlight the 

critical role of strategic HRM in the creative 

industry. Talent acquisition strategies that 

prioritize adaptability and skill development 

contribute significantly to organizational 

resilience in a fast-changing market. By 

focusing on innovation support, companies 

enhance both employee engagement and the 

likelihood of producing novel ideas, which are 

essential for staying competitive. 

Retention strategies within this 

industry must go beyond traditional 

approaches, addressing the unique needs of 

creative professionals who value flexibility 

and personal growth. The challenges 

identified, such as the diverse expectations of 

employees and rapid industry changes, 

underscore the need for adaptable and 

resourceful HR practices. Ultimately, these 

findings suggest that while strategic HRM is 

vital for fostering creativity and innovation, 

its implementation requires a nuanced 

understanding of the creative sector’s 

distinctive demands. 

 

CONCLUSION 

This study has explored strategic 

human resource management (HRM) 

practices within the creative industry, 

highlighting both effective strategies and 

notable challenges faced by HR professionals 

in this unique sector. The findings emphasize 

that strategic HRM plays an essential role in 

supporting creativity, innovation, and 

employee satisfaction, all of which are crucial 

for organizational success in an industry 

characterized by rapid change and high 

competitiveness. 

A primary takeaway is that talent 

acquisition and development strategies in the 

creative industry must prioritize adaptability, 

collaboration, and a continuous learning 

culture. Organizations that invest in ongoing 

skill development and provide environments 

where creativity can flourish are better 

positioned to retain top talent and foster 

innovation. However, implementing these 

strategies requires significant resource 

investment, which can be challenging, 

particularly for smaller companies with 

limited budgets. 

The study also found that HR practices 

supporting innovation and employee 

autonomy greatly enhance job satisfaction and 

engagement. Creative employees thrive in 

environments where they have the freedom to 

experiment and contribute ideas, and HR 

strategies that promote autonomy and 

teamwork are fundamental to cultivating such 

a culture. Balancing this autonomy with 
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organizational structure remains a strategic 

focus for HR managers, particularly in 

ensuring productivity while encouraging 

creative exploration. 

Retention strategies emerged as a 

critical aspect of HRM in the creative 

industry. In a sector where project-based work 

and freelance opportunities are prevalent, 

companies benefit from adopting flexible 

work policies, mental health support, and 

career development paths tailored to the 

unique demands of creative professionals. 

These approaches not only enhance job 

satisfaction but also help reduce turnover 

rates, though sustaining these benefits over 

time requires continued adaptation to 

employee needs and market changes. 

Despite the successes of strategic 

HRM practices, this study identified several 

challenges that require ongoing attention. The 

fast-paced evolution of technology and skills 

demands regular updates in employee 

competencies, placing a burden on resources 

and HR planning. Additionally, the diverse 

backgrounds and expectations of creative 

professionals necessitate an adaptable and 

inclusive approach to HRM that respects 

individual creativity while promoting a 

cohesive team environment. 

In conclusion, strategic HRM is vital 

for the creative industry, but its 

implementation requires an understanding of 

the specific needs and characteristics of this 

sector. Organizations that effectively balance 

strategic HR practices with the flexibility 

required by creative work are better 

positioned to maintain competitive 

advantages, foster innovation, and build a 

resilient workforce. Future research could 

further explore how these HR strategies 

evolve over time as the creative industry 

continues to adapt to new challenges and 

technological advancements. By addressing 

these unique needs through strategic HRM, 

companies in the creative industry can build 

sustainable and innovative workforces that 

drive long-term success. 

 

REFERENCES 

Amabile, T. M. (2018). Creativity in Context: 

Update to the Social Psychology of 

Creativity. Routledge. 

Barney, J. (1991). "Firm Resources and 

Sustained Competitive Advantage." 

Journal of Management, 17(1), 99-

120. 

Birdi, K., Leach, D., & Magadley, W. (2016). 

"The Relationship of Individual 

Capabilities and Work Characteristics 

to Creativity." Journal of Creative 

Behavior, 50(3), 166-179. 

Campbell, T., & Heriot, K. (2017). "Skill 

Development in the Digital Age: 

Challenges for HR Professionals." 

Human Resource Development 

Quarterly, 28(4), 551-577. 

Cunningham, I. (2019). "HR Practices for 

Enhancing Employee Engagement in 

the Creative Sector." Personnel 

Review, 48(2), 408-426. 

Dhanpat, N., Maiyethu, S., & Lues, L. (2020). 

"A Framework for Strategic Human 

Resource Management in the Creative 

Industry." South African Journal of 

Economic and Management Sciences, 

23(1), 1-10. 

De Cieri, H., Sheehan, C., Cooper, B., & 

Brooks, R. (2021). "Work-Life 

Balance in the Creative Industry: 

Challenges and Solutions." Journal of 

Work-Life Balance Studies, 11(3), 

323-345. 

https://doi.org/10.47353/bj.v4i7.444
http://www.ojs.berajah.com/


Berajah Journal 
Volume 4 Nomor 7 (2024)  

 

 

DOI: https://doi.org/10.47353/bj.v4i7.444   1386 
Website: www.ojs.berajah.com  

Deci, E. L., & Ryan, R. M. (1985). Intrinsic 

Motivation and Self-Determination in 

Human Behavior. Plenum Press. 

Gibb, S., & Haar, J. M. (2017). "Job Insecurity 

in the Creative Industries: 

Implications for Employee 

Engagement." Journal of 

Organizational Behavior, 38(7), 965-

978. 

Hunter, S. T., Bedell, K. E., & Mumford, M. 

D. (2007). "Climate for Creativity and 

Innovation: A Conceptual 

Framework." The Journal of Creative 

Behavior, 41(4), 255-273. 

Mumford, M. D., Medeiros, K. E., & Partlow, 

P. J. (2020). "Creative Teams: A 

Conceptual Framework and Research 

Agenda." Journal of Work 

Psychology, 24(2), 112-138. 

Swart, J., Kinnie, N., & Purcell, J. (2019). 

"Managing Knowledge Workers in the 

Creative Industry." Personnel Review, 

47(6), 1401-1418. 

Townsend, K., & Wilkinson, A. (2019). "The 

Impact of Strategic HRM on 

Employee Engagement in the Creative 

Industries." Journal of Strategic 

Human Resource Management, 30(4), 

221-237. 

Ulrich, D., & Dulebohn, J. H. (2015). "Are 

We There Yet? What's Next for HR?" 

Human Resource Management 

Review, 25(2), 188-204. 

Wright, P. M., & McMahan, G. C. (1992). 

"Theoretical Perspectives for Strategic 

Human Resource Management." 

Journal of Management, 18(2), 295-

320. 

https://doi.org/10.47353/bj.v4i7.444
http://www.ojs.berajah.com/

