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Human Resource Issue in Global Entrepreneurial Multinational High Technology Firms

Extended Abstract

In spite of the fact that high technology organizations are consistently rated as excellent organizations for which to be employed, we know relatively little about the human resources management practices that have been instrumental in facilitating this belief.  In this study we examine the concerns of human resource managers from four samples (one domestic and three global) about their concerns with respect to managerial and professional employees.  We conclude that more information is needed specifically geared toward this group of employees in this type of environment, that organizations need to spend more time seeking to accurately assess the performance of professional and managerial employees, and that many high technology firms have not changed practices since Sept. 11, 2001.

Although a majority of the positions in high technology organizations could be classified as blue-collar, there has recently been a dramatic increase in the attention given to human resources management issues in high technology organizations as they pertain to the professional (e.g., scientists, engineers, and R & D specialists) and managerial occupational groups (Spreitzer & McCall, 1997; Sullivan, 1999).  Additionally, work in entrepreneurial high technology organizations is considerably different than that in any of the other environments in which professionals and managers typically practice (Parnell, Carraher, & Odom, 2000).  The external and internal environments in which high technology organizations exist are neither well defined nor are they well understood which can create a set of unique demands on the activities of both supervisors and those supervised (Eisenhardt, 1989).  In fact, the environment in high technology organizations results in a fundamental dilemma for management practitioners because there is a need to be both structured (in terms of making timely decisions concerning rapidly changing technology) and flexible (able to shift rapidly due to changes in technology).  We must conclude, then, that surprisingly little is known about high technology organizations and that what we believe to be true may well be based upon a number of misunderstand​ings and assumptions that have been made in terms of the transferability of generic management practices to high technology environments (Ferris, Hockwarter, Buckley, Harrell-Cook, & Frink, 1999).

     The purpose of this paper is to look at several human resource management areas where processes in high technology environments may different from other environments and to examine these issues as they pertain to the management of human resources in multinational entrepreneurial high technology organizations.

METHODS

Samples

In order to shed some light on issues of interest to multinational entrepreneurial high technology organizations we solicited the responses of the human resources directors of three groups of high technology organizations [all groups of firms focus on computer hardware and software].  For sample 1 (domestic firms) we surveyed 104 human resource directors from the Midwest in the late 1980's.  For sample 2 (multinational firms) we surveyed 318 human resource directors attending 3 technology conferences 10 years later.  For sample 3 we surveyed 155 human resource directors in late 2001.  For sample 4 we surveyed 138 of the human resource directors in early 2006.  The organizations represented were from (in order of number in the sample) the U.S.A., Japan, Canada, South Korea, Mexico, China, Taiwan, and Malaysia and had been in existence from 2 weeks to over 100 years with over 56% having been created within the last 10 years.

Data Collection
The first group of organizations was sampled via surveys mailed through the U.S. postal service.  The second group of organizations was sampled at three technology conferences as were the respondents from the third sample.  Members of the forth sample were contacted via e-mail.  Using open-ended questions respondents were asked to answer questions about their primary concerns with professional and managerial employees within their organizations.  Over 97.5% of individuals approached chose to participate in the survey.

Results
In terms of differences between our samples the primary differences were between the North American and Asian samples.  In the North American samples a greater percentage of professional employees were being hired from Pakistan and India than had been the case in the 1980's and than was the case with the Asian samples.  For the organizations which had been in existence for over 10 years, over 87% of the respondents had reported a large change in their recruiting sources within the last decade.  For instance in the Mexican sample a large number of the professional and managerial employees come from Japan, but respondents reported that the percentage coming from Japan had decreased in the last ten years.

Overall, our surveys found that within both domestic and multinational entrepreneurial organizations the concerns of the human resource managers focused on three major issues:  (1) the measurement and appraisal of performance, (2) the proper reward structures for employees, and (3) the attraction and retention of high quality employees.  These three issues were of equal concern to both domestic and international organizations and all three had as their focal point how to differentiate between levels of performance both of current employees and potential future employees.  We also found that there were no statistically different results from human resource directors before and after September 11, 2001 – whether months after the attack or years later.
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