RESEARCH IN PERSONNEL
AND HUMAN RESOURCES
MANAGEMENT



RESEARCH IN PERSONNEL
AND HUMAN RESOURCES
MANAGEMENT

Series Editors: M. Ronald Buckley,

Anthony R. Wheeler, John E. Baur,
and Jonathon R. B. Halbesleben

Earlier Volumes:

Volumes 1-10: Edited by Kendrith M. Rowland and Gerald R. Ferris
Volumes 11-20: Edited by Gerald R. Ferris

Supplement 1: International Human Resources Management:
Edited by Albert Nedd
Supplement 2: International Human Resources Management:
Edited by James B. Shaw and John E. Beck
Supplement 3: International Human Resources Management:
Edited by James B. Shaw, Paul S. Kirkbridge, and Kendrith M.
Rowland
Supplement 4: International Human Resources Management in the Twenty-first

Century: Edited by Patrick M. Wright, Lee D. Dyer, John W.
Boudreau, and George T. Milkovich

Volumes 21-22: Edited by Joseph J. Martocchio and Gerald R. Ferris

Volumes 23-27: Edited by Joseph J. Martocchio

Volume 28: Edited by Joseph J. Martocchio and Hui Liao

Volume 29: Edited by Hui Liao, Joseph J. Martocchio, and Aparna Joshi
Volume 30: Edited by Aparna Joshi, Hui Liao, and Joseph J. Martocchio
Volume 31: Edited by Joseph J. Martocchio, Aparna Joshi, and Hui Liao

Volumes 32-36: Edited by M. Ronald Buckley, Jonathon R. B. Halbesleben, and
Anthony R. Wheeler

Volumes 37-40: Edited by M. Ronald Buckley, Anthony R. Wheeler, John E.
Baur, and Jonathon R. B. Halbesleben



RESEARCH IN PERSONNEL AND HUMAN
RESOURCES MANAGEMENT VOLUME 41

RESEARCH IN PERSONNEL
AND HUMAN RESOURCES
MANAGEMENT

EDITED BY

M. RONALD BUCKLEY
University of Oklahoma, USA

ANTHONY R. WHEELER
Widener University, USA

JOHN E. BAUR
University of Nevada, USA

AND
JONATHON R. B. HALBESLEBEN

University of Texas at San Antonio, USA

CEMEE

United Kingdom — North America — Japan
India — Malaysia — China



Emerald Publishing Limited
Howard House, Wagon Lane, Bingley BD16 IWA, UK

First edition 2023

Editorial matter and selection © 2023 M. Ronald Buckley, Anthony R. Wheeler,
John E. Baur and Jonathon R. B. Halbesleben.

Individual chapters ©2023 The Authors.

Published under exclusive licence by Emerald Publishing Limited.

Reprints and permissions service
Contact: www.copyright.com

No part of this book may be reproduced, stored in a retrieval system, transmitted in

any form or by any means electronic, mechanical, photocopying, recording or otherwise
without either the prior written permission of the publisher or a licence permitting
restricted copying issued in the UK by The Copyright Licensing Agency and in the USA
by The Copyright Clearance Center. Any opinions expressed in the chapters are those
of the authors. Whilst Emerald makes every effort to ensure the quality and accuracy of
its content, Emerald makes no representation implied or otherwise, as to the chapters’
suitability and application and disclaims any warranties, express or implied, to their use.

British Library Cataloguing in Publication Data
A catalogue record for this book is available from the British Library

ISBN: 978-1-83753-389-3 (Print)
ISBN: 978-1-83753-388-6 (Online)
ISBN: 978-1-83753-390-9 (Epub)

ISSN: 0742-7301 (Series)

£ ™Y
¢y
v v
¥ v
) N ,.ft

INVESTOR IN PEOPLE



CONTENTS

About the Contributors vi

Chapter 1 Forty Volumes of Research in Personnel and Human
Resources Management: Reflecting on Impactful Contributions

and Continuing Our Mission Into the Future

Anthony R. Wheeler, John E. Baur, Jonathon R. B. Halbesleben

and M. Ronald Buckley 1

Chapter 2 Cobblers, Let’s Stick to Our Lasts! A Song of

Sorrow (and of Hope) About the State of Personnel and Human
Resource Management Science

Martin Gotz and Ernest H. O’ Boyle 7

Chapter 3 Retaining Self-initiated Expatriates: Systematic

Reviews and Managerial Practices

Caleb Lugar, Jeremy D. Meuser, Milorad M. Novicevic,

Paul D. Johnson, Anthony P. Ammeter and Chad P. Diaz I1 93

Chapter 4 A Theory of Professional Touching Behavior in
Organizations: Implications for Human Resource Scholars and
Practitioners

Pok Man Tang, Anthony C. Klotz, Joel Koopman,

Elijah X. M. Wee and Yizhen Lu 127

Chapter 5 Looking Back to Move Forward: A 20-year Overview
and an Integrated Model of Human Resource Process Research
Karin Sanders, Rebecca Hewett and Huadong Yang 161

Chapter 6 Work-life Flexibility Policies: Moving from

Traditional Views Toward Work-life Intersectionality

Considerations

Ellen Ernst Kossek, Brenda A. Lautsch, Matthew B. Perrigino,

Jeffrey H. Greenhaus and Tarani J. Merriweather 199

Index 245



ABOUT THE CONTRIBUTORS

Anthony P. Ammeter (Ph.D. University of Texas) holds a joint appointment as
an Associate Professor in Management and Management Information Systems
in the School of Business Administration at the University of Mississippi, where
he also serves as an Associate Provost. His research intersects organizational
behavior issues, including leadership, political skill, trust, and accountability, and
the management of technology and technical workers. He has published in lead-
ing journals such as Information Systems Research, the Journal of Management,
the Leadership Quarterly, Information & Management, Group and Organization
Management, the Academy of Management Learning & Education, and the
Journal of Business Ethics.

John E. Baur is an Associate Professor and Director of the MBA and Executive
MBA programs at the University of Nevada, Las Vegas. He took his Ph.D.
from the University of Oklahoma and has research interests within several areas
including leadership, deviance, prosocial deviance, team dynamics, and organiza-
tional power. His work has been published in journals including The Leadership
Quarterly, Human Resource Management Review, Journal of Business Research,
Journal of Leadership and Organizational Studies, Small Group Research, Group &
Organization Management, and Organizational Dynamics.

M. Ronald Buckley is the JC Penney Company Chair of Business Leadership
and a Professor of Management and a Professor of Psychology in the Michael F.
Price College of Business at the University of Oklahoma.

Chad P. Diaz Il is a Ph.D. Candidate in Business Administration with an emphasis
in Management Information Systems at the University of Mississippi. His research
is focused on the emergence of discursive leadership in online communities. He has
conducted research using big data repositories to explore how the lexical features
of online posts affect the perception of online community members who become
leaders. He works as a Leader in Software Configuration at Corelogic.

Martin Gotz, Ph.D., is currently a Senior Research Associate in the Division of
Social and Economic Psychology of the University of Zurich’s Department of
Psychology. His primary research interests are norms and individuals’ deviation
thereof — be it at the workplace, in economics, or in science in general. His work
has been published in outlets such as Journal of Organizational Behavior, Small
Group Research, and Psychological Bulletin. He is a Member of the Editorial
Boards of the Journal of Personnel Psychology and Small Group Research.

vi



About the Contributors vil

Jeffrey H. Greenhaus is Professor Emeritus of Management in Drexel University’s
LeBow College of Business. His research focuses on work-family relationships
and career dynamics. A Fellow of SIOP and the Association for Psychological
Science, he is the Author of numerous journal articles, chapters, and books,
including most recently Advanced Introduction to Sustainable Careers with Gerry
Callanan (Edward Elgar, 2022) and Making Work and Family Work: From Hard
Choices to Smart Choices with Gary Powell (Routledge, 2017).

Jonathon R. B. Halbesleben is Dean, Bodenstedt Chair, and Tom C. Frost
Distinguished University Chair for Business Excellence in the Alvarez College of
Business at the University of Texas at San Antonio.

Rebecca Hewett is an Associate Professor in Human Resource Management at
the Rotterdam School of Management, Erasmus University, in the Netherlands.
Her research focuses on understanding the human experience of HR practices,
particularly motivation and well-being, and the role of managers in implement-
ing HR practices. Her research has been published in journals including Journal
of Management, Journal of Management Studies, Human Resource Management
Review, Human Relations, Journal of Organizational Behavior, and Journal of
Vocational Behavior. In recent years she has published a number of papers and
chapters on the role of attributions in HR processes. She is currently an Associate
Editor for Human Resource Management Review.

Paul D. Johnson, Ph.D., is an Associate Professor, the Thomas W. Colbert
Lecturer in Venture Capital and Entrepreneurial Finance, and Associate Dean in
the School of Business Administration at the University of Mississippi. He is the
Author of numerous publications on innovation, creativity, and motivational pro-
cesses in entrepreneurial teams. His work appears in the Journal of Management,
the Journal of Applied Psychology, and the Journal of Organizational Behavior,
among others. After attending the University of Oklahoma for a BS in Zoology
and an MBA, he received his Ph.D. from Oklahoma State University in 2010.

Anthony C. Klotz is an Associate Professor of Organizational Behavior in the
UCL School of Management at University College London. He received his
Ph.D. from the University of Oklahoma’s Price College of Business. His research
focuses on understanding employees’ relationship with work through the lenses
of resignations, citizenship behavior, and biophilic design. His research has been
published in top management journals, but he is best known for having coined the
phrase “The Great Resignation” in an interview with Bloomberg Businessweek in
May 2021.

Joel Koopman is an Associate Professor and TJ Barlow Professor of Business
Administration in the Mays Business School at Texas A&M University. He
earned his Ph.D. from Michigan State University. He serves on a number of
Editorial Boards and is currently an Associate Editor at Organizational Behavior



viil ABOUT THE CONTRIBUTORS

and Human Decision Processes. His research interests include organizational jus-
tice, daily employee self-regulation and well-being, and research methodology.

Ellen Ernst Kossek is the Basil S. Turner Distinguished Professor of Management
at Purdue University’s Mitchell E. Daniels School of Business. A Fellow of the
Academy of Management, SIOP and APA, she received her Ph.D. from Yale
University and is the first elected President of the Work Family Researchers’
Network. Her research focuses on relationships between leader and organiza-
tional work-life interventions and gender and work-life equality. She has won
a work-life legacy award for building the work-life movement and serves on a
National Academies of Sciences Expert Committee to provide evidence-based
guidance on how to support family caregivers working in STEMM.

Brenda A. Lautsch is the Beedie Professor and Associate Dean at Simon Fraser
University’s Beedie School of Business. She received her Ph.D. in Industrial
Relations and Human Resource Management from the M.I.T. Sloan School of
Management and an MIR from Queen’s University. Her current research exam-
ines work-life relationships, how flexibility can be implemented to enhance work-
life equality and inclusion, and how work and leisure can be more meaningful.
Her articles appear in leading journals such as the Journal of Management and
the Academy of Management Annals.

Yizhen Lu is a Ph.D. Candidate in Management and Organization at the National
University of Singapore. Her research interests are in workplace political cor-
rectness, prosocial behavior, humor, and employee well-being. Her topics tend to
explore phenomenon-driven issues, how to draw on cross-disciplinary research
to help managers address these organizational issues and close the scientist-
practitioner gap. Her research has been published in journals like Academy of
Management Journal and Frontiers in Psychology.

Caleb Lugar, Ph.D., is the Director of Oasis International School — Kosovo. He is
the Author of book chapters and journal articles in collections including Journal
of Management History, Leadership, Economics Ecology Socium, and Nova
Science Publishers. His research interests include leadership, education, and self-
initiated expatriates. In addition to research activities, he is a Practitioner who has
held leadership roles in international organizations in the USA, South America,
Africa, Southeast Asia, and Europe.

Tarani J. Merriweather is a Research Scholar in Organizational Behavior and
Human Resources in the Department of Management at Purdue University’s
Daniels School of Business, where she Co-chaired the Dismantling Bias
Conference and is co-PI on a grant funded by the NIH. She earned her Ph.D.
in Social-Organizational Psychology from Columbia University’s Teachers
College after attending Spelman College and gaining extensive experience liv-
ing and working abroad in Paris, France. Her research is focused on applying an



About the Contributors ix

intersectional lens to the work-life literature, including interrogating how systems
are embedded in contexts within and across cultures.

Jeremy D. Meuser (Ph.D. University of Illinois at Chicago, 2016) was selected
as a 2021 Western Academy of Management Ascendant Scholar, a prestigious
award given to the very best early career scholars in Management recognizing
excellence in research, service, and teaching. He brings an eclectic background to
the study of leadership, holding degrees in several different disciplines. He is an
Associate Editor for leadership articles at Group and Organization Management
and the Journal of Managerial Psychology. He also serves on the Editorial Review
Board for The Leadership Quarterly. He currently serves as Co-president of the
Network of Leadership Scholars.

Milorad M. Novicevic (Ph.D. University of Oklahoma) is an Associate Professor at
the University of Mississippi and Former Chair of the Academy of Management
— Management History Division. His research is focused primarily on the global
and historical aspects of leadership and human resource management. He has
published more than 170 articles in journals such as Organizational Behavior
and Human Decision Processes, Leadership Quarterly, Academy of Management
Learning and Education, Human Relations, Journal of World Business, Strategic
Management Journal, Human Resource Management, International Journal of
Human Resource Management, Human Resource Management Review, Journal of
Vocational Behavior, and Career Development International.

Ernest H. O’Boyle is a Professor of Organizational Behavior and Human
Resources and holds the Dale M. Coleman Chair of Management in the Kelley
School of Business at Indiana University. His work on such topics as the Dark
Triad of personality, workplace deviance, superstar effects, and research integ-
rity has been published in leading outlets such as Journal of Applied Psychology,
Journal of Management, Personnel Psychology, and Psychological Bulletin. His
work has also been featured in such popular press outlets as NPR’s Morning
Edition, Wall Street Journal, and Bloomberg Businessweek.

Matthew B. Perrigino is an Assistant Professor of Management at Baruch
College’s Zicklin School of Business. He completed this work as an Assistant
Professor of Management at lona University’s LaPenta School of Business. He
previously served as an Assistant Professor of Management at Elon University’s
Love School of Business and earned his Ph.D. from Purdue University’s Krannert
School of Management. His research focuses on the work-nonwork interface
including how supervisors engage in leadership styles that support employees’
well-being and the implementation of work-life balance policies in organizations.

Karin Sanders is a Professor of Human Resource Management and Organizational
Psychology at the School of Management and Governance, University of
New South Wales (UNSW) Business School, UNSW Sydney, Australia. Her
research focuses on the human resource (HR) process approach, in particular,



X ABOUT THE CONTRIBUTORS

the impact of employees’ understanding and attributions of HR practices on
their attitudes and behaviors. She published on these and other topics in journals
such as Human Resource Management (Wiley), Human Resource Management
Journal, HRM Review, Journal of Vocational Behavior, Academy of Management
Learning and Education, Organization Studies, and Organization Science. She is
an Associate Editor for Human Resource Management (Wiley) and Human
Resource Management Review. Finally, she is on the Editorial Boards of several
(HR) management and organizational psychology journals.

Pok Man Tang is an Assistant Professor of Management in the Terry College
of Business at University of Georgia. He received his Ph.D. from Texas A&M
University. His research interests include human-nonhuman interactions at
work (i.e., interaction with artificial intelligence, robots, algorithms, animals, and
nature), behavioral ethics & stereotypes, and emotions & well-being. His research
has appeared in internationally renowned journals, for instance, Academy of
Management Journal, Journal of Applied Psychology, Personnel Psychology, and
Organizational Behavior and Human Decision Processes.

Elijah X. M. Wee is an Assistant Professor of Management in the Foster School
of Business at University of Washington. He received his Ph.D. from University
of Maryland. He examines the conditions that disrupt hierarchies in organiza-
tions and its downstream consequences. He studies social hierarchies, employee
creativity, and inclusion in organizations. He has published in top-tier manage-
ment journals and received recognition for his research, including the Williams
A. Owens Scholarly Achievement Award, and the S. Rains Wallace Dissertation
Award.

Anthony R. Wheeler is Dean of the School of Business Administration and
Professor of Management at Widener University. He completed his Ph.D. in
Industrial-Organizational Psychology at the University of Oklahoma and is
known for his research in employee turnover and retention. He has published
peer-reviewed research in outlets such as Journal of Applied Psychology, Journal
of Management, and Journal of Organizational Behavior. He recently published
a book that examines the future of HRM in an age of automation, artificial intel-
ligence, and machine learning.

Huadong Yang is a Reader at the Management School, University of Liverpool in
the UK. His current research interests are on HRM process, in particular,on HRM
strength, HRM implementation by line managers, and employee HRM sense-
making. His work has appeared in journals such as Human Resource Management
(Wiley), the International Journal of HRM, and Journal of Organizational
Behavior. He is one of the Associate Editors of the International Journal of HRM
and sits on the Editorial Boards of Human Resource Management and Human
Resource Management Journal.



CHAPTER 1

FORTY VOLUMES OF RESEARCH
IN PERSONNEL AND HUMAN
RESOURCES MANAGEMENT:
REFLECTING ON IMPACTFUL
CONTRIBUTIONS AND
CONTINUING OUR MISSION INTO
THE FUTURE

Anthony R. Wheeler, John E. Baur,
Jonathon R. B. Halbesleben and M. Ronald Buckley

This volume celebrates a milestone for Research in Personnel and Human
Resources Management (RPHRM) as the oldest and most prestigious annual
series in human resources management (HRM). For 40 years, leading scholars
within various domains of HRM have published their work which has helped
to shape the body of knowledge used by researchers around the globe. This cur-
rent volume, the 41st in the series, continues that legacy. As the current editors
of this series, we take this opportunity to reflect on the history of the series from
the original inception and founding editor. We then particularly celebrate five
articles that we believe typify the quality, and trendsetting nature, of articles that
RPHRM publishes each year. Selecting five manuscripts that represent more
than 40 years of collective research presents challenges, as we cannot judge a
manuscript as being qualitatively or quantitatively better than another. Rather,

Research in Personnel and Human Resources Management, Volume 41, 1-6
Copyright ©2023 by Anthony R. Wheeler, John E. Baur, Jonathon R. B. Halbesleben and M. Ronald Buckley
Published under exclusive licence by Emerald Publishing Limited
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we chose to highlight these five manuscripts as representing the types of research
that have made RHRM the premier HRM annual series.

William Glueck, a distinguished professor at The University of Georgia, was
contracted by JAI Press to be the first editor of this series. He passed away in May
1980 before producing a volume. The ubiquitous unfilled need for this research
series was then passed on to two world-class scholars who became the editors of
the initial volume — the late Kendrith M. Rowland (Professor of Management
at the University of Illinois) and Gerald R. Ferris (then a doctoral student in
Management at the University of Illinois — who developed into one of the most
important contributors to research and a celebrated thought leader in HRM).
Their vision was to create an annual series dedicated to publishing long-form,
conceptual research for HRM scholars, analogous to the annual series Research
in Organizational Behavior. Although organizational behavior and HRM comple-
ment each other, each field has distinct bodies of knowledge that are independent
of the other.

The focus of the new research series was that every published RPHRM manu-
script must prominently address HRM issues.

Since its inception, the editors of RPHRM have maintained two key require-
ments for authors who seek to publish a manuscript. One, RPRHM only pub-
lishes conceptual HRM research. Readers of the series will not see empirical
research in any of the published volumes. Two, authors must commit to pub-
lishing more-than-typical-journal-length manuscripts, which typically amount
to 20,000- to 40,000-word monograph-length manuscripts and published impor-
tantly in 1983. RPHRM seeks to publish conceptual research that does not just
summarize past research on a given topic but pushes theory and research forward
in new, important, fecund, and provocative ways. Thus, readers should notice
that most RPHRM articles contain novel research questions or frameworks that
establish and suggest future directions for research.

Folger and Greenberg (1985) perfectly demonstrated how scholars have used
the series to not only summarize previous research but also to extend research
in new directions. They selected a nominally organizational behavior topic —
organizational justice — but extend research into an HRM domain. Both Folger
and Greenberg established robust research streams on social comparisons and
perceptions of equity that arise from those comparisons. Until their RPHRM
publication, HRM scholars focused more attention on equity perceptions, often
distributive equity perspectives, in compensation settings. After all, it is in the
compensation setting that employees most often experience justice considerations
early in their employment in terms of monetary exchange. Folger and Greenberg
widened the lens on justice and HRM to explicate how procedural justice percep-
tions infiltrate entire HRM systems. They also expanded the consideration of
procedural justice throughout total HRM systems. That focus on process and
systems also laid the foundations for strategic HRM research that abounded in
the early 1990s through the early 2000s.

Employers and managers who standardize discrete HRM processes develop
more trust between employers and employees. Folger and Greenberg (1985) later
published multiple empirically based articles that provided evidence to support
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their conceptualizations in their RPHRM manuscript; simply put, if companies
strengthen their processes around selection, performance management, and even
decisions whereby employees receive training opportunities, employees will expe-
rience a greater sense of fair treatment. That in turn tends to increase positive
employee and company outcomes such as stronger organizational commitment,
improved job satisfaction, and reduced turnover. From a 2023 vantage point,
these findings seem mundane; but at the time, Folger and Greenberg’s concep-
tualization created a framework that they and others used to create a common
body of knowledge around the interplay between fairness perceptions and HRM
systems.

RPHRM has published several manuscripts that advanced the body of knowl-
edge for strategic HRM, but the manuscript by Delery and Shaw (2001) stands
out for several reasons. RPHRM published this manuscript as the early empirical
research on strategic HRM was peaking. Several strategic HRM theories, such
as the resource-based view of HRM (e.g., Boxall, 1996), agency theory (e.g., Tosi
& Gomez-Mejia, 1994), and transaction cost theory (e.g., Wright & McMahan,
1992), had gained empirical support. Delery and Shaw systematically summa-
rized the empirical findings supporting the various theories, while also clearly
identifying opportunities for scholars to address voids in the literatures of those
theories.

The Delery and Shaw (2001) manuscript has been cited more than 1,000
times since its publication, and it has served as the foundation of meta-analyses
(e.g., Jiang et al., 2012), multilevel models of strategic HRM (e.g., Ployhart &
Moliterno, 2011), and explorations of international HRM (e.g., Takeuchi et al.,
2007). A more underappreciated aspect of the Delery and Shaw manuscript is the
identification of commonalities among the various strategic HRM theories. It is
this type of conceptual research that advances fields of study by breaking down
silos and pushing for more comprehensive, perhaps even meta-theories that again
kickstart new empirical research.

Whereas RPHRM has published several highly cited strategic HRM manu-
scripts, the series also has published functional HRM manuscripts that have
pushed respective bodies of knowledge forward. Bauer et al. (1998) advanced
newcomer socialization research into new directions. Notable in Bauer et al.’s
summary of previous research on newcomer socialization was the work they did
to fully summarize the costs associated with unsuccessful orientation programs.
Increasingly, in the 1990s, and perhaps spurred by the connections that strategic
HRM research made to the value and costs of HRM systems, HRM researchers
even in the functional area made specific attempts to connect those functions
to what were viewed as important organizational performance metrics, namely
productivity and turnover. Bauer et al. provided a comprehensive review of the
linkages between organizational socialization and employee productivity and
turnover cost estimates.

Bauer et al. (1998) then systematically identified voids in the research around
organizational socialization. From methodological issues to often ignored tempo-
ral aspects to process issues to newcomer learning issues, Bauer et al. highlighted
voids and noted opportunities for scholars to advance the body of knowledge for
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organizational socialization. From the view of the field in the early 2020s, Bauer
et al. also specifically address a topic that is at the forefront of researchers’ minds
now, but one that was not often addressed two decades ago: the role of diver-
sity. They highlighted research not only on cultural diversity (e.g., how newcomer
socialization occurs in the USA vs. Japan) but also on how individual diversity
characteristics can affect newcomer socialization. Bauer et al. laid out a series
of propositions around cultural and individual diversity that would go on to be
tested over the decades to come.

RPHRM also has published manuscripts on emerging bodies of knowledge in
HRM. Glomb et al. (2011) published a manuscript on the confluence of mindful-
ness and HRM. Whereas research on mindfulness has become mainstream, even
to the point of popular media attention on the topic, mindfulness research in
organization in the early 2000s was not considered mainstream. The application
of an emerging body of knowledge such as mindfulness to HRM represented
boundary expansion to an even greater level at the time.

Glomb et al. (2011) begin their chapter discussing the emergence of mind-
fulness, particularly noting that the topic had gone mainstream in such a rapid
period of time that a backlash had already emerged, which was fueled in part by
beliefs that mindfulness had explicit religious connotations. Perhaps the rapid
ascent of interest in mindfulness as a popular media panacea for workplace stress
and employee burnout coincided with the full maturation of the internet era, that
is, mindfulness went viral, especially in the realm of mental health and individual
well-being.

Glomb et al. (2011) sought to formulate this increased popular and research
attention into a coherent theoretical framework that explained how and why
mindfulness impacted employee performance and well-being. They connected
research previously siloed outside of the organizational context with research
emerging inside of the organizational context. It is this type of theorizing in
which RPHRM manuscripts shine. Authors can utilize the monograph-length
parameters of RPHRM to make theoretical connections, propose connective
processes and mechanisms, and proffer testable propositions for empirical schol-
ars and approaches to evaluate. In the decade since Glomb et al. connected dis-
parate literatures to organizational literatures, their manuscript has been cited
nearly 500 times.

We have focused attention on four manuscripts that have become the founda-
tions for now established research. However, the final RPHRM manuscript we
highlight here focuses on a topic that dominates the consciousness of individuals,
organizations, and societies across the world. The topic is social media. Kluemper
et al. (2016) provided one of the first extensive explorations into the role that
social media plays in how organizations and HRM can operate. Although ubig-
uitous now, back in 2016, very little research existed on the topic of social media
in organizations, and almost none existed on the topic of social media and HRM.
This pushed Kluemper et al. to delve into myriad emerging literatures to theorize
about a future where social media would in fact make significant impacts on how
organizations run and HRM systems connect with social media applications.
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How do you forecast the impact of social media on organizational operations
when limited research exists on that topic? That was the challenge for Kluemper
et al. (2016). At the time when RPHRM published their work, Facebook had
yet to turn 10 years old. Twitter existed but did not have the same cache as it
does now. LinkedIn functioned more like an online recruiting platform instead of
the true social network, backed by artificial intelligence, we see today. Kluemper
et al. (2016) summarized disparate literatures around organizational branding,
employee recruitment and selection, communication channels, and counterpro-
ductive work behaviors to then project forward the power of social media in the
organizational context. We take this for granted now due to pervasiveness of
social media in every aspect of daily life, but Kluemper et al.’s work in the mid-
2010s required the ability to see trends and play them forward.

What is next for RPHRM? In the near term, we as editors have consciously
committed to seeking out researchers who can provide manuscripts on nascent
or emerging topics that will become mainstream research topics over the next
decade. To do so, we actively work to identify thought leaders, nascent scholars,
and area experts within HRM. We endeavor to help the field get ahead of the next
wave. We have lived through a once-a-century global pandemic that reoriented
how modern organizations function. Although telework has existed in some form
for multiple decades, work-from-home policies have expanded to the point where
some companies have started to develop work-from-office policies. What does the
future hold for HRM scholars who study how HRM functions and HRM strat-
egy works in an in-person, remote, or hybrid workplace?

The pandemic also accelerated the adoption of technologies associated
with the “Fourth Industrial Revolution” — automation, artificial intelligence,
machine learning, and the internet of things. We should expect the adoption
of those technologies to accelerate over the next decade as those technolo-
gies mature. Inevitably, this will lead to disruption across jobs, organizations,
industries, and societies. How will HRM adapt to this disruption, and how will
HRM scholars develop an understanding of the causes, effects, mechanisms,
and processes around this disruption? The pandemic and “Fourth Industrial
Revolution” coincide with a larger macro trend, that of climate change. This
exogenous, multidimensional threat will reorient every aspect of society. Expect
more manuscripts in RPHRM that will seek to explicate the relationships
between climate change and how organizations strategize and operationalize
their HRM systems.

Taking a step back and looking at the broad scope of RPHRM over the
past 40 years, this important research series has provided HRM scholars with
the opportunity to describe what, when, how, and why the future of work
will exist. In this current volume of RPHRM — number 41 of the series —
we present five manuscripts that again push the study of HRM forward in
thought-provoking ways. As the current editors of this series, we take great
pride in continuing the tradition of moving HRM research forward; a trend
that Professor Kendrith M. Rowland and Professor Gerald R. Ferris estab-
lished over 40 years ago!
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CHAPTER 2

COBBLERS, LET’S STICK TO OUR
LASTS! A SONG OF SORROW (AND
OF HOPE) ABOUT THE STATE

OF PERSONNEL AND HUMAN
RESOURCE MANAGEMENT
SCIENCE

Martin G6tz and Ernest H. O’Boyle

ABSTRACT

The overall goal of science is to build a valid and reliable body of knowledge
about the functioning of the world and how applying that knowledge can change
it. As personnel and human resources management researchers, we aim to con-
tribute to the respective bodies of knowledge to provide both employers and
employees with a workable foundation to help with those problems they are con-
fronted with. However, what research on research has consistently demonstrated
is that the scientific endeavor possesses existential issues including a substan-
tial lack of (a) solid theory, (b) replicability, (c¢) reproducibility, (d) proper
and generalizable samples, (e) sufficient quality control (i.e., peer review),
(f) robust and trustworthy statistical results, (g) availability of research, and
(h) sufficient practical implications. In this chapter, we first sing a song of sorrow
regarding the current state of the social sciences in general and personnel and
human resources management specifically. Then, we investigate potential griev-
ances that might have led to it (i.e., questionable research practices, misplaced
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incentives), only to end with a verse of hope by outlining an avenue for better-
ment (i.e., open science and policy changes at multiple levels).

Keywords: Academic-practice divide; credibility of science; open science;
philosophy of science; replicability crisis; reproducibility crisis; science-
practice gap

Cordwainer. (Old-fashioned) A person who makes new shoes from leather.

Cobbler. (Old-fashioned) A person who repairs shoes.

The health of an applied science, such as personnel and human resources man-
agement (PHRM), and, more generally, industrial and organizational psychology
(I/OP), can be broadly captured as a multiplicative function of its (a) relevance to
practitioners, (b) rigor of its methodology, (c) accuracy of its findings and claims,
and (d) ability to build cumulative knowledge. We stress multiplicative because if
any one of these four hallmarks is absent or lacking, then the health of the entire
scientific field will be poor, regardless of the strength of the other hallmarks. We
put forth that all of these hallmarks are present in the PHRM field. Further, in
many respects, each hallmark has increased the overall health of PHRM research
over time. For example, advances in statistical analysis, increased grant funding
for PHRM research, open access (OA) publishing, and growing membership in
both PHRM academic and practitioner societies all suggest the current scientific
paradigm is robust and relevant. However, improvements in the questions we ask,
the advances in methodologies and statistics we employ, and greater access to the
cumulative knowledge of the field for both researchers and practitioners are not
the only changes seen in PHRM. For each of these improvements to the PHRM
health, there are detriments and unintended consequences.

These detriments and unintended consequences manifest as (a) academic navel
gazing in the form of research with little chance (or interest) in practitioner impli-
cations or implementation, (b) insufficient forethought in study design and meas-
urement, which leads to (c) an overreliance on statistics to analyze what should
have been designed around, and (d) a rose-tinted literature containing a non-triv-
ial amount of findings that appear rigorous and relevant but are in fact tainted by
non-ideal research and reporting practices.

In this chapter, we review and, at times, critique the current state of PHRM
rigor and relevance. We begin with a review of the PHRM science along with the
four hallmarks of a healthy science introduced above. We then propose a set of
impeding factors that detriment PHRM research by adversely affecting one or
more of the four hallmarks. We then offer a set of recommendations that reflect
both strategies successfully employed in other social sciences as well as the unique
features of the PHRM and I/OP domains.

In framing this paper, we use the distinction in the English language between
a cordwainer and a cobbler: While the former makes new leather shoes, the latter
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