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Abstract

Purpose — The purpose of this paper is to examine the influence of the emotional intelligence (EI) of the person
in charge of making human resource management (HRM) decisions on the adoption of high-performance human
resource (HR) practices in small- and medium-sized enterprises (SMEs).
Design/methodology/approach — This study takes evidences from 157 HR decision makers in SMEs
who autonomously make the decisions in the HR area and were responsible for the HR practices in their firm.
The authors used multiple linear regression analysis to test the hypotheses.
Findings — Results show that both the EI and the different EI competencies of which it is comprised affect
the adoption of various HR practices. Thus, the main theoretical contribution of this work stems from the
incorporation of a psychological variable (EI) as an antecedent of HRM. Managers of the SME will find
guidance about which emotional competencies are the most important for them to be more successful in their
roles and for improving HRM.
Research limitations/implications — First, the sample of firms the authors studied is limited to
a specific geographic area in one country — Spain (Canary Islands) — that will necessarily limit
generalisation of the results obtained to other populations of SMEs. Researchers should replicate the
current model in other geographic areas. Second, and with regard the methodology, researchers could
explore other tools to measure EI and emotional competencies. It would be interesting to measure this
construct using qualitative analytical techniques, with 360 — or 180 — degree tools. Finally, the current
study is cross-sectional in nature, which limits our ability to draw causal inferences from the data. This
cross-sectional design prevents us, for example, from analysing El's influence on the continued
development of high-performance HR practices over time. Future research using longitudinal
methodologies to study these variables could provide additional advances in this area. This work makes
important contributions to both the literature and the business world. With regard to the theoretical
implications, results confirm that EI as a whole, as well as in terms of its specific emotional competencies,
affects the decision making related to the adoption of high-performance HR practices, which is known to
contribute to the organisational performance.
Practical implications — With regard its practical implications, SMEs’ owners-managers and HR
practitioners may find our results and conclusions interesting. Indeed, recommendations in business
management have often been accompanied by new approaches in HRM (Kent, 2005), as this study
proposes. In particular, managers will find evidence of how a decision-maker’s higher EI propitiates
the adoption of high-performance HR practices, thus being able to improve HRM in their SMEs. Moreover,
managers will obtain guidance on which emotional competencies are the most important for adopting each
‘ HR practice, and so find greater success in their HRM roles. SMEs could organise programmes to develop
I the HR decision-maker’s emotional competencies, as large firms do for their executives.
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Originality/value — Thus, the main theoretical contribution of this work stems from the incorporation of a
psychological variable (EI) as an antecedent of HRM. Managers of the SME will find guidance about which
emotional competencies are the most important for them to be more successful in their roles and for
improving HRM.
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Introduction

During the past few decades, and building on Huselid's (1995) study, research on
high-performance human resource (HR) practices has primarily focused on testing the impact
of these practices on employees’ and organisations’ performances, as some meta-analyses
(e.g. Subramony, 2009) and further works (e.g. Kehoe and Wright, 2013) show. According to this
research, these practices give rise to a number of intended work outcomes, so becoming relevant
to firms. The academic interest in showing the positive outcomes of high-performance HR
practices contrasts with a few studies interested in identifying organisational and individual
antecedents of the adoption of these fruitful practices (Liu ef al, 2009). The antecedents, which
arguably fall into the categories of market-related factors, business characteristics and access to
HR expertise (Wu et al, 2014), are: sector of activity (e.g. Hunter, 2000), firm size and the relative
proportion of HR departments’ employees within a firm (Huselid and Rau, 1997), competitive
strategy and exposure to the HR profession — participation of HR managers in decision making
and their position in the company hierarchy — (e.g. Horgan and Muhlau, 2003), organisational
culture (e.g. Mavondo et al, 2005), employee union membership rates (Liu ef al, 2009) and age of
the firm (e.g. Geary, 1999).

However, despite organisations existing within emotional contexts (Radhakrishnan and
UdayaSuriyan, 2010), to the best of our knowledge no previous theoretical or empirical study
addresses the influence of managers’ emotional intelligence (EI[1]) on the adoption of high-
performance HR practices. Certainly, some previous studies have been interested in
relationships between leaders’ EI and followers’ outcomes, such as motivation, job satisfaction
or willingness to make an extra effort, but those studies recommend additional research along
this line (e.g. Alston et al, 2010; Miao et al, 2016; Sy et al., 2006), and its association with the
adoption of HR practices in the firm has been not previously been considered. Authors’ claims
have raised the point that research should analyse the importance of managers’ EI (e.g. Jamali
et al, 2008), and particularly of each individual factor that it is comprised of (Alston et al, 2010;
De Haro et al, 2018), in workplace contexts (Hwa and Amin, 2016). The present study aims to
fill this gap. Whereas rationality — based on qualities such as the manager’s academic
background and technical knowledge — was traditionally considered as the key element of
effective management (Brotheridge and Lee, 2008), some researchers put emotions at the heart
of all work relationships (Goleman, 1998; McClelland, 1973).

Understanding emotion to be the individual systematic responses to stimuli, which
includes biological, cognitive, motivational and experiential systems and psychosomatic
subsystems (Salovey and Mayer, 1990), emotional displays during interactions at work can
have a significant impact on employees’ behaviour (e.g. Zampetakis and Moustakis, 2011).
Workplaces need emotionally intelligent individuals “who are able to identify, manage, and
focus their emotions effectively, and cope successfully with the demands of daily life”
(Nafukho and Muyia, 2014, p. 625; in Farnia and Nafukho, 2016). Along with this line,
managers with high levels of trait EI may regulate their emotional states by supporting
effective courses of action to deal with situations in ways that create more positive
emotional responses from subordinates. A manager who is poor at perceiving emotions may
unknowingly miss important emotional signals from his or her team members. Similarly, a
manager who is poor at managing his or her own emotions may allow emotions to interfere
with effective action (Zampetakis and Moustakis, 2011).

EI of the HR
decision-maker

53




EJMBE
28,1

54

According to this approach, emotions are the essence of the manager’s work. Thus, EI is
seen as a variable that affects the manager’s decisions (Cherniss and Goleman, 2001),
improves workplace performance, and helps to develop the individuals within
organisations. All this has made it an attractive construct for HR development scholars
and practitioners (Farnia and Nafukho, 2016).

Based on the above, and taking into account that recommendations in business
management are usually preceded by the incorporation of new approaches in HRM
(Kent, 2005), we propose that the HR manager’s perception about the utility of adopting
high-performance HR practices could be influenced not only by rational criteria — e.g., the
balance between the additional labour costs and productivity-enhancing benefits associated
with using such practices — but also by his/her EI. This proposal might be especially
relevant for the setting of small- and medium-sized enterprises (SMEs). SMEs’ management
is often exercised by a single person who centralises decision making and makes a large
number of decisions of hugely varying types and degrees of importance, among them those
related to HR (Kotey and Slade, 2005). Since this type of firm does not usually form part of a
business group, the owners are frequently entirely responsible for practically all the decision
making (Suarez-Nufiez, 2003. In addition, in SMEs, management is characterised by
proximity, since the decision maker is physically and emotionally close to his or her
subordinates (Suarez-Nuiiez, 2003; Kotey and Slade, 2005). This personal contact may affect
the way HR policies and practices are applied, the impact of this proximal management
being important for the development of the labour force within the firm. Based on all the
above, we pose the following question:

RQI1. Does the HR decision-maker’s EI directly affect the adoption of the different high-
performance HR practices in SMEs?

However, EI is a multi-dimensional construct consisting of different emotional competencies
(e.g. Boyatzis et al., 2000; Goleman, 1998) — e.g., empathy, self-control, communication — and
no previous studies examine the influence of each emotional competency on the adoption of
the various HR practices. Therefore, a second research question arises:

RQ2. Which emotional competencies directly affect the adoption of each HR practice?

In order to answer these questions, we carried out fieldwork whereby we took evidence from
157 HR decision makers in SMEs who autonomously make the decisions in the HR area and
were responsible for the HR practices in their firm.

The present study contributes to HR literature in three ways. First, it expands our
knowledge about the impact of managers’ EI in SMEs as an antecedent of the decision
making in the HR area. Second, it specifically contributes towards understanding the
impact of EI on the adoption of high-performance HR practices. Third, the variables in the
study and the conclusions reached are pioneering in the HR literature, since an analysis of
the effect of EI, and particularly of each emotional competency, is made regarding the HR
decision maker on the adoption of every high-performance HR practice.

We will proceed in the following manner: we start by briefly outlining the theoretical
issues of the study by conceptualising EI, contextualising high-performance HR
practices in SMEs, and examining how the different dimensions of EI are likely to
affect the adoption of high-performance HR practices in SMEs in the second section).
In the third section, the methodological design of the empirical study is clarified. We
analyse the empirical evidence in the fourth section, so answering the two research
questions and testing the hypotheses in the study. The discussion raised from our
research and stated in the fifth section provides new insights for research in the
HRM field. Finally, in the sixth section, we conclude with some findings and
recommendations for future works.



Theoretical framework

EI conceptualisation and models

Academics in the fields of management, psychology and health sciences, as well as
practitioners in various industries have shown increasing interest in the term EI
(Cho et al, 2015; Jamali et al, 2008; Rathore and Pandey, 2018; Ybarra et al, 2014).
Despite this interest, authors have not reached a consensus about its conceptualisation,
so do not as yet agree on its definition (Cho et al, 2015; Ciarrochi et al, 2000; Mayer and
Salovey, 1997). Nevertheless, the proposals of various authors do have similarities, so the
different definitions are more complementary than diverging (Ciarrochi et al, 2000).

Salovey and Mayer (1990) were the first authors to publish a scientific study of EI, starting
from Gardner’s (1983) intrapersonal and interpersonal intelligence. Later on, they revised their
nitial conceptualisation and proposed one of the definitions of EI that has gained most
acceptance: “the ability to perceive accurately, appraise, and express emotion; the ability to
access and/or generate feelings when they facilitate thought; the ability to understand emotion
and emotional knowledge; and the ability to regulate emotions to promote emotional and
intellectual growth” (Mayer and Salovey, 1997, p. 10). From this perspective, EI is
conceptualised as “a set of interrelated abilities possessed by individuals to deal with emotions”
(Wong and Law, 2002, p. 244). A large number of research works follow this approach
(e.g. Schutte et al, 1998; Arunachalam and Palanichamy, 2017). Another widely accepted
definition that has become dominant in the management field is Goleman’s (Joseph et al, 2015),
whereby El is “the capacity for recognising our own feelings and those of others, for motivating
ourselves, and for managing emotions well in ourselves and in our relationships”
(Goleman, 1998, p. 317). According to this conceptualisation, EI involves a set of emotional
competencies that allow people to adapt their personal functioning to the demands of their
work and the environment, so that EI is observed when a person demonstrates the correct
emotional competencies at the appropriate times and with sufficient frequency to be effective in
practice (Boyatzis et al, 2000). Focusing on emotional competencies, McClelland (1973) calls
them critical differentiators of individual performance at work. These competencies facilitate
the handling of one’s own and others’ emotions (Boyatzis et al, 2000).

The different conceptualisations of EI and its morphological structure in emotional
competencies and/or abilities have led to various theoretical models, which can be classified
into two types: ability models and mixed models (Cho et al, 2015; Mayer et al, 2000).
First, ability models study the individual's aptitude for processing affective information
(Salovey and Mayer, 1990), and consider EI as a cognitive capability founded on the real
potential of the individual to recognise, process and utilise emotionally charged information.
According to Meisler and Vigoda-Gadot (2014), the ability model involves an intellectual
understanding of emotion, and states how emotion can guide both thought and actions.
This model considers EI as a form of pure intelligence; as a set of cognitive abilities (Mayer
and Salovey, 1997; Mayer et al, 2000). Referring its structure, authors have identified four
levels of emotional abilities (Mayer et al, 1999), with each level being built on the abilities
achieved at the previous level. Moreover, each level has specific abilities: perception, appraisal
and expression of emotion; emotion as a facilitator of thinking; understanding of emotion; and
management and regulation of emotion (Day and Carroll, 2008). However, such internal
structure has stimulated debate lasting nearly a decade with authors finding competing
models, which range from one- to four-factor solutions (Fan et al, 2010).

Second, the mixed or trait, models are more eclectic in their conceptualisation than the ability
models (Day and Carroll, 2008), since they characteristically combine various personality-related
dimensions (e.g. optimism, assertiveness or empathy) with cognitive and emotional factors
(e.g. perception, assimilation, understanding and management of emotions) (Sosa-Correa, 2008).
Pérez et al. (2005) see trait EI as emotional self-efficacy since they relate EI with the individual’s
behaviours and skills, just as the individual perceives them (Petrides and Furnham, 2001).
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Their structure depends on the mixed model proposed by each author. Authors identify from
four to two dozen emotional competencies which are mainly grouped into four main areas,
although structures of three (e.g. Boyatzis et al, 2000; Nowack, 2007), five (e.g. Goleman, 1998)
and even seven areas of competencies have been also proposed. The most frequent structure is
the following (Cherniss and Goleman, 2001; Kim and Liu, 2017):

(1) self-awareness (i.e. knowing one’s internal states, preferences and feelings), which
includes competencies such as emotional awareness, accurate self-assessment and
self-confidence;

(2) self-management (i.e. skills to control emotions and recover from psychological
distress), which encompasses competencies such as emotional self-control,
adaptability, achievement orientation, initiative, optimism and transparency;

(3) social awareness (ie. knowing the emotions of people around you), which is
comprised of competencies such as empathy, organisational awareness and service
orientation; and

(4) relationship management (i.e. skills to direct emotions toward constructive
activities and induce desirable responses in others), which is comprised of
competencies such as developing others, building bonds, influence, communication,
conflict management, inspirational leadership, change catalyst, teamwork and
collaboration.

In the literature, some models have gained general acceptance and empirical support
(Jamali et al, 2008): Mayer and Salovey’s (1997) model, Goleman’s (1995, 1998) model and
Bar-On’s (1997) model. The first is an ability model, while the other two are mixed models.
After analysing their characteristics, Petrides and Furnham (2001) argued that the
distinction between EI as an individual’s trait — mixed model — and EI as an individual’s
capability — ability model — is not based so much on the theoretical model per se, but rather
on the instruments that each model uses to operationalise and measure the concept.
While the mixed models mostly use self-report measures (i.e. the individual’s evaluation of
their own behaviours and abilities), the ability models initially used only objective measures
of performance (i.e. objective evidence consisting of responses to emotional stimuli), albeit
recently an increasing number of works have also been using self-report measures
(e.g. Meisler and Vigoda-Gadot, 2014; Arunachalam and Palanichamy, 2017). Harms and
Credé’s (2010) meta-analysis on EI and leadership show that trait measures of EI
demonstrate higher validities than ability-based measures. These models also better predict
some relevant variables related to HRM, such as job performance (Joseph et al, 2015) and
career decisions (Di Fabio and Saklofske, 2014). Accordingly, recent research on EI is
heavily based on trait models (e.g. Hwa and Amin, 2016; Kim and Liu, 2017; Santos et al.,
2015) and particularly on Goleman-based models (e.g. Batista-Foguet et al, 2008;
Jamali et al, 2008; Nowack, 2007). The current research follows this trend.

High-performance HR practices in SMEs

HRM is a key area that covers all the decisions affecting the nature of the relationships
between the organisation and its employees (Boxall and Purcell, 2000). Boxall (1996)
argues that a firm’s advantage in its HR should be conceived of as the product of
excellent HR and superior processes. HR practices are seen as the principal way in
which firms can influence their employees’ skills, attitudes and behaviour so they
can do their work and help the organisation achieve its objectives (Chen and Huang, 2009).
There is some disagreement about the exact HR practices that firms can adopt with
that end. However, literature puts great emphasis on “utilising a system of management



practices providing employees with the skills, information, motivation and latitude
resulting in a work force which is a source of competitive advantage” (Guthrie et al.,
2009, p. 112). In this sense, literature has paid attention to high-performance work
systems, which improve firm performance by contributing to employee development
(Den Hartog et al., 2013).

The AMO framework of Appelbaum et al (2000) provides a basis for a stronger
conceptualisation of high-performance HR practices (Obeidat et al, 2016). The AMO model
proposes three dimensions of practices that boost employees’ abilities, motivation and
opportunities (Huselid, 1995; Jiang et al, 2013). Therefore, many research works interested in
the study of high-performance HR practices follow Appelbaum et al’s (2000) AMO model in
deciding the HR practices to include in their studies (e.g. Kroon ef al, 2013; Obeidat ef al,
2016). In particular, as the “A” dimension refers to the employee’s ability to perform, HR
practices of personnel selection and training are of interest because they contribute towards
enhancing those abilities (Appelbaum et al, 2000). The “M” dimension, in turn, deals with
motivation; HR practices of assessment, internal promotion, salary incentives or pay are of
relevance as they can enhance the employee’s desire to perform (Appelbaum et al, 2000).
Finally, the “O” dimension of AMO refers to the opportunity to perform and HR practices
that contribute to it encompass participation, teamwork or job design, as they provide
employees with the autonomy to make decisions related to their post, to work together and
share feedback about work goals and to have the opportunity to influence business
decisions (Appelbaum et al., 2000).

Because of SMEs’ size and lack of resources, some debate has existed about the factual
possibility of these firms adopting the AMO model of the high-performance work system,
but small business employers’ associations have proclaimed that their members do
(Wu et al, 2014), and some authors have found evidence of it. For example, Kroon et al
(2013) found high-performance work systems in SMEs, and although being smaller in terms
of the number of practices adopted when compared to large firms, such systems
encompassed coherent bundles of practices.

In SMEs, the manager — who is often also the owner (Lattimore et al, 1997) — usually
makes the firm’s decisions in their entirety. HR specialist advisers are often too expensive
for SMEs (Matlay, 1999). Thus, the manager must invest time in formulating a more suitable
HRM system. Consequently, he/she can be very influential in the application of HR practices
(Cassell et al 2002; Matlay, 1999). Indeed, HRM will differ between SMEs and large
firms because in SMEs it is often more informal, intuitive and simple in its application
(Nguyen and Bryant, 2004). Under this working premise, the SME’s manager plays a key
role in the employment relationship. Thus, we think it is important to ask the following
research question:

RQ3. What makes some managers adopt high-performance HR practices while others do
not in SMEs?

Some authors attribute the low level of adoption of high-performance HR practices to size,
and so the relative lack of resources available to the SME. However, according to
Kroon et al’s (2013) study, size alone is not enough to explain it. Other factors such as
managers’ perceptions of the utility of HR practices (e.g. Boudreau and Ramstad, 2003)
and their strategic decision making (Kroon et al, 2013) provide additional and, in all
likelihood, more accurate answers to the question. For example, the lack (or a low level of
adoption) of HRM practices in small firms could be due to the fact that some managers are
unaware of the importance of these practices for the effective management and
development of their HR (e.g. Singh and Vohra, 2009). In addition, such low adoption
can be related to managers’ strategic choices because their decision to adopt
high-performance HR practices will depend on their beliefs with respect to the benefits
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of such practices as a solution for business issues (Kroon et al, 2013). If this is true, we
need more research analysing the figure of the individual manager, since he/she makes the
decision to adopt HR practices in SMEs.

ET of HR decision maker and the adoption of high-performance HR practices in SMEs
Irrespective of the EI model considered, research finds that EI as a whole gives
the individual greater personal and social success. This occurs because people with
higher EI frequently use adaptive and infrequently use maladaptive coping strategies
due to their emotional abilities to appraise the circumstances and react to life events
(Petrides et al, 2007). EI involves a set of emotional competencies (Goleman, 1998) and
evidence suggests that the control of a “critical mass” of competencies is necessary for
individuals to reach a higher level of performance (Boyatzis et al., 2000). Accordingly, we
will refer below to managers with high EI as those having such a critical mass of
competencies.

Looking at the HR managers in firms, literature states that it is their responsibility to
provide a working environment that generates and maintains employees’ engagement
(Brunetto et al, 2012), that is, a work situation where employees find work meaningful,
and, consequently, they wish to — and can — invest themselves in their work in order to
achieve personal and career benefits (Kahn, 1990). Engagement is likely to be influenced
more by management practices and the work environment and climate than by the
demographic — e.g., age or gender — and personality characteristics of employees
(Richman, 2006). In this respect, HR managers are responsible for providing employees
with individual development plans, benefits such as salaries or opportunities to carry out
their tasks with autonomy, among other practices, in order to generate such engagement.
In SMEs, the HR manager mainly corresponds to the owner-manager, who is the person
that makes HR decisions (Lattimore ef al., 1997; Matlay, 1999) and is also often responsible
for implementing the adopted HR practices, so that he/she is in close contact with
employees (Kroon et al., 2013).

Focusing our attention on these HR managers, literature states that they are required to
deal with their own emotions and those of others, it being important for people in this role to
effectively generate emotions that create a positive setting and contribute to employee
satisfaction and support (O'Brien and Linehan, 2014; Santos et al., 2015). In other words, HR
managers are required to have a high EI, which is a prerequisite for inducing positive
responses from others, as well as positive emotional states, even in cases where there are
challenging circumstances (Pérez et al, 2005). In addition, managers with higher EI scores
are considered to be more motivated to offer appropriate solutions to solve the difficulties
and challenges that occur on a daily basis in a work setting (Rezvani ef al, 2016), and to
choose adaptive coping strategies (Petrides et al, 2007).

Based on this, and taking into account the challenges SMEs face, we consider that the
HR decision-makers’ perceptions about the utility of adopting HR practices and their
decisions in this regard may be related to their EL In particular, due to the small size of
SMEs, it can be expected that HR decision makers with high EI greatly value the utility of
adopting high-performance HR practices based on the AMO model. As the low number
of employees in SMEs makes each individual especially relevant for firms’ daily
operations and prospects of growth, managers with high EI will understand that the
adoption of such HR practices may bestow upon the firm employees with superior abilities
to perform, with desire (or motivation) to perform, and with opportunities to do so
(Appelbaum et al, 2000). Accordingly, authors have found that successful small firms
use innovative HR practices that support their business philosophy, quite similar to
high-performance HR practices, including the ones related to increasing ability,
motivation and opportunity (Kroon et al., 2013).



In this regard, Cherniss (2001) states that managers’ EI influences organisational
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talent and teamwork, among other things. Just by way of examples, we will refer to
managers’ EI and the recruitment, retention and development of talent. The effect of
managers’ EI on the recruitment of talent (Cherniss, 2001) is critical because
such managers make the decision of using high-performance criteria (e.g. applicants’
abilities to address and solve problems, to provide ideas for improvement, effort values,
customer orientation).

The development of talent through the adoption of HR practices of training can be
related to managers’ views about the value of having increasingly qualified employees able
to assume greater responsibilities within the SME. Therefore, they will encourage training
practices as an investment in the SME to reach more skilled employees that can solve the
challenges of their job by themselves and feel more confident to autonomously perform their
tasks. However, managers with high EI will likely understand that having superior,
qualified employees is not sufficient in and of itself. The SME must cultivate the retention of
employees and facilitate their contributions as it has invested part of its scarce resources in
increasing employees’ abilities. For example, it has been found that in successful SMEs, HR
decision makers invest more in incentive schemes (i.e. motivation practices) and have a
strong belief in the advantages of involving employees in teamwork and in designing their
job (i.e. opportunity practices) to facilitate their contribution to the SME (Kroon et al., 2013).
Thus, high-performance motivation and opportunity practices are also necessary.
Accordingly, we posit:

HI. The higher the HR decision-maker’s EI, the more they will adopt high-performance HR
practices in the SME to enhance employees’ abilities, motivation and opportunities.

EI is a multi-dimensional construct consisting of different emotional competencies that
can be organised into categories such as self-awareness, self-management, social
awareness and relationship management. According to examples provided by Boyatzis
et al. (2000), competencies within each category can: complement each other in functional
behaviour (e.g. in a changing context and referring to self-management, the combined use
of competencies of adaptability and initiative would increase individuals’ effectiveness);
alternate manifestations depending on the setting; be compensatory (e.g. a person with
high-achievement orientation may innovate new ways of accomplishing tasks, so
requiring to a lesser degree the use/availability of initiative); and be antagonistic (e.g. an
employee with a high level of self-control, who is capable of preventing impulses
and uncontrolled actions, would also face some difficulties demonstrating initiative).
It becomes of interest to identify the specific set of emotional competencies that influence
the adoption of the various high-performance HR practices in the SME as it might happen
that different competencies show positive, negative or no influence. It may also
happen because different high-performance HR practices aim at different objectives
(Appelbaum et al., 2000).

In the absence of research specifically analysing the relationships under study;
considering that HR managers are increasingly required to provide strategic leadership
in organisations (Paauwe and Boselie, 2005); and taking into account that this role
highly corresponds to the owner-manager of the SME (Lattimore et al., 1997; Matlay, 1999),
we turn when necessary to the literature on leadership to provide a theoretical foundation
for our discussion.

Given the HR decision-maker’s role in the SME, his/her competencies in the EI
dimensions of self-awareness, self-management, social awareness and relationship
management may be relevant in the adoption of high-performance HR practices.
According to Boyatzis et al (2000), the four-mentioned dimensions are expected to have a
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developmental relationship. Specifically, as self-awareness refers to knowing one’s internal
states, preferences, resources and intuitions, such a dimension is needed for sustaining the
dimension of self-management (i.e. managing one’s internal states, impulses and resources).
In other words, self-awareness can be considered a prerequisite for the competencies in the
self-management dimension to be sustained. Similarly, the social awareness dimension that
refers to the consciousness of others’ feelings, needs and concerns can be considered a
prerequisite for sustainable demonstration and use of the relationship management
category of competencies (i.e. induce desirable responses in others). Accordingly, we will
focus on the self-management and relationship management categories of competencies in
our discussion below.

Self-management refers to EI competencies such as achievement orientation (i.e. striving
to improve or meeting a standard of excellence), initiative (i.e. readiness to act on
opportunities), optimism (i.e. persistence in pursuing goals despite obstacles and setbacks),
among others (Goleman, 1995, 1998), which are related to the manager’s strategic ambition
and entrepreneurial orientation. Thus, HR decision makers high in these competencies will
likely try to implement growth-oriented activities in SMEs and will display initiatives
related to innovation and proactivity. As a consequence, high-performance HR practices will
be considered an opportunity to achieve such intended growth since these managers need to
complement their abilities with skilled employees in order to reach this growth and hence
success (Kroon et al., 2013). In terms of the AMO model, they will mainly adopt HR practices
related to ability that allows them to select and develop employees. Motivation practices,
albeit relevant, can require financial resources that SMEs often do not have and are
necessary to boost the firms’ growth. Finally, Kroon et al (2013) warn that opportunity
practices involve delegating responsibilities, which could be in stark contrast with the
preference of an SME’s manager to keep tight control in order to lead the firm to success, so
it is possible that HR managers high in the self-management competency do not show a
strong preference for HR practices of participation, teamwork and job design:

H2a. In SMEs, the higher the HR decision-maker’s emotional competencies in the area of
self-management, the more they will adopt high-performance HR practices to boost
employee’s abilities, this relationship being weaker for motivation — and especially
for opportunity-enhancing practices.

HR decision-makers’ EI competencies in the dimension of relationship management are also
likely to affect the adoption of HR practices based on the AMO model. According to Goleman
(1995, 1998), relationship management refers to EI competencies that help individuals to
induce desirable responses in others. Among them, we find inspirational leadership (i.e.
inspiring and guiding individuals and groups), communication (ie. emitting clear and
convincing messages), developing others (ie. sensing others’ developmental needs and
bolstering their abilities) and influence (i.e. wielding effective tactics for persuasion). HR
decision makers that have such emotional competencies are able to induce in employees a
sense of being part of the firm and to get them to commit to their objectives. In this respect,
Rezvani et al (2016) found that managers with a high communication competency might
connect effectively with their subordinates and facilitate both their motivation and inspiration
towards addressing challenging tasks. Thus, these HR managers are able to boost employees’
motivation as a substitute for formal high-performance motivation practices that are
expensive and often unavailable to the SME. Even more, as these managers are equipped with
the EI competency of developing others, they are aware of employees’ needs to increase their
abilities. So, they can display their communication and influence competencies to enhance
employees’ abilities through the daily and close contact they have with them, hence reducing
the need for the SME to invest in resources related to ability-enhancing HR practices — which
should be not at all or, at least, a low level of adoption.



In addition, the EI dimension of relationship management includes another set of
emotional competencies that can be related to HR opportunity practices (e.g. participation,
teamwork and job design). Specifically, competencies such as building bonds (i.e. nurturing
helpful relationships, especially with people who can help us to reach our goals), teamwork
and collaboration (i.e. working with others toward shared goals creating group synergy in
pursuing collective goals), and conflict management (i.e. negotiating and resolving
disagreements) (Goleman, 1995, 1998) may affect managers’ opinions about the desirability
and value of adopting opportunity practices. Specifically, the higher these competencies, the
better the manager will understand the added benefit of using them:

H2b. In SMEs, the higher the HR decision-maker’s emotional competencies in the area of
relationship management, the more they will adopt high-performance HR practices
to boost employees’ opportunities and the less they will adopt ability- and
motivation-enhancing practices.

Methodology

Population and sample

The population for the current work consists of SME managers responsible for the decision
making in the HR area, that is, for the adoption of the HR practices operating in the firm at
the time of the study. For the purposes of the research, we define small- and medium-sized
firms as companies of between 10 and 249 employees. With regards the sector and
geographic location, this study considers SMEs located in Spain (Canary Islands) that
operate in different industrial and service sectors from the Spanish business classification
(CNAE), but excluding public administration, education, agriculture, fishing and hunting.

The population in the study was 5,538 active SMEs. Due to the financial limitations of
the study, we stated as an objective a sample error of 5.0 per cent, so that accepting a
confidence level of 95.5 per cent, the defined sample size was 193 firms. We carried out the
data collection on the two Canary Islands where the business activity is most developed:
Tenerife and Gran Canaria. The sample selection followed a quota sampling method for the
categories of small firms and medium-sized firms, and a proportional stratification sampling
method for the sector and geographic location. The firms were contacted by phone to locate
and ask for the collaboration of the decision makers in the HR area (i.e. the person who made
the decisions about what HR practices to implement in the SME or, having arrived at
the firm after this choice, had reconsidered and updated the content of such practices as
he/she is currently responsible in this area). Finally, we achieved a valid sample of 157 HR
decision makers. Therefore, the real sample error was eventually 556 per cent. The
fieldwork was carried out in 2008, so the potential influence of Spain’s financial and
economic crisis on the results of this study can be disregarded.

With regard to the representativeness of the sample, the proportion of SMEs from the
two Canary Islands in the population (48.56 per cent in Tenerife and 51.44 per cent in Gran
Canaria) is similar to the proportion in the sample (46.50 per cent and 53.50 per cent,
respectively). The sample includes industrial and services SMEs and the profile by sector is
similar to the total population: industry 16.6 per cent (11.29 per cent in total population);
building 184 per cent (19.18 per cent in total population); services 23.6 per cent
(27.30 per cent in total population); trade 33.1 per cent (30.55 per cent in total population);
hotel and catering 8.3 per cent (11.68 per cent in total population). In addition, the firms are
small (46.5 per cent) and medium-sized (53.5 per cent), are on average between 16 and
25 years old and 75 per cent or more of their workforce are on permanent contracts.

Referring to the socio-demographic profile of the respondents, they are mostly male
(61.1 per cent) and aged between 31 and 50 years old. Most respondents have full degrees
(54 per cent), while 44 per cent have a secondary education or lower. The university
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graduates studied business administration (24.8 per cent), or another social science
degree (14 per cent), or law (14 per cent). A small percentage of the respondents is specialised
in HR (4.5 per cent).

Measures

To collect the data, we designed a self-administered questionnaire consisting of three
sections: 74 items measuring the respondent’s EIL 49 items measuring the firm’'s HR
practices; and 13 items measuring aspects to do with the respondent and his/her firm.
The EI and the HR practices were measured on seven-point Likert scales.

EI scale. Following Kim and Liu (2017), we chose a self-report scale. In particular, we
chose the People Index measure (Nowack, 2007), which is an instrument that is easy to
understand and provides a global approach to analysing the emotional competencies that
managers possess (Nowack and Learning, 2005). After studying EI in a Spanish sub-sample,
Batista-Foguet ef al (2008) warn about translation problems of scales in the self-report
measurements. Therefore, the People Index Scale was considered suitable for our research
as this instrument is available in 16 languages, among them Spanish. Being a member of
Daniel Goleman’s Consortium for Research on EI in Organisations, Nowack developed this
scale, albeit where possible, items were drawn from three previously validated multi-rater
feedback tools (Nowack, 1992, 1997). The People Index Scale is conceptually based on the
Goleman (1998) model and evaluates the same full range of personal and social
EI dimensions included in that model through 17 theoretical competencies. In line with some
previous studies that identify three dimensions of competences (e.g. Boyatzis et al, 2000),
and unlike other Goleman-based models that use four dimensions (e.g. Cherniss and
Goleman, 2001), Nowack (2007) distributes the 17 competencies among the categories of
personal conduct, interpersonal relationships and communication. These categories cover
the dimensions of self-awareness, self-management, social awareness, and relationship
management stated by Goleman et al.,. We asked Envisia Learning[2] for a copyrighted 2004
version of the scale that included some revision in item content and wording after checking
the psychometric properties of the instrument. This scale has been considered by further
studies as Harms and Credé’s (2010) meta-analysis.

Keele and Bell (2008, p. 487) warn that “[a]n unresolved but pertinent issue in the field of
El is factorial validity”. Although a large number of researchers include validity issues in
their studies (e.g. Saklofske ef al, 2003), most only analyse the existence of bivariate
correlations between the items forming each theoretically defined subscale. These
correlations are always high and statistically significant, leading the authors to conclude
that the scales are unidimensional, albeit they are built on several different emotional
competencies. This limitation also affects the People Index Scale.

So, we first ran a confirmatory factor analysis in order to test the existence of one factor
that represents the manager’s EI as a whole, based with that end on the 17 emotional
competenciesincluded in the Scale. Results indicate that Bartlett’s test of sphericity and the
Kaiser-Meyer—Olkin (KMO) test of sampling adequacy gave values of 3,312.931 (p = 0.000)
and 0.884, respectively; however, the obtained factor only explains 32.682 per cent of the
total variance. So, results cannot be considered suitable. As an alternative for reducing
the information to a global measure of the HR decision maker’s EI, we carried out a
non-hierarchical cluster analysis with the k-means algorithm, which allows us to
differentiate individuals according to their EI. The pseudo-F statistic (Calinski and
Harabasz, 1974), which identifies the optimal number of groups, confirms that the solution
that is most parsimonious and that offers the greatest explanatory power is obtained with
two groups (pseudo-F = 34.95). This solution differentiates between individuals with low
EI (48 individuals, 34 per cent of the sample) and a high EI (91 individuals, 66 per cent).



The method used allows us to work in line with McClelland (1998), who found that firms
benefit from having leaders with a critical mass of strengths in EI competencies.

Second, as the present work aims to study not only the effect of EI, but also of each
emotional competency on the adoption of every HR practice, we went beyond the use of
global measures and identified the set of emotional competencies. We carried out a
principal-component factor analysis with varimax rotation to empirically identify the
emotional competencies of EI This analysis found nine emotional competencies that explain
67.39 per cent of the total variance. These competencies cover all the three dimensions of EI
proposed by the People Index, although the 17 theoretical competencies are empirically
synthesised in 9. Specifically, the six original competencies proposed by the author for the
dimension of personal conduct are summarised in 3; the six competencies in the dimension
of interpersonal relationships in 4 and the five competencies in the dimension of
communication in 2. Bartlett’s test of sphericity and the KMO test of sampling adequacy
gave values of 3,647.220 (p = 0.000) and 0.889, respectively. The overall reliability of the EI
scale is excellent (0.944), as are the individual reliabilities of the nine factors, since their
Cronbach’s a range from 0.639 to 0.879. Appendix 1 shows the items that load significantly,
information on loadings and explained variance for each factor. Results adjust to common
magnitudes of communalities in social science, which are from 0.4 to 0.7 (Costello and
Osborne, 2005), with factor loads above 0.5 in all the cases as we followed the criterion stated
by Hair et al (2009). For the sake of the quality of the factor structure, we disregard items
under 0.5, although previous literature shows many examples of factor structures with
items whose factor loadings are higher than 0.4 (e.g. Schutte ef al., 1998; Saklofske et al.,
2003; Arunachalam and Palanichamy, 2017). The obtained EI competencies group together
in three theoretical dimensions proposed by models based on Goleman: orientation towards
success, self-control and time management (i.e. dimension of self-management); empathy
and service orientation (i.e. dimension of social awareness); and building internal
relationships, promotion of cooperation and conflict management and communication and
influence (i.e. dimension of relationship management). We did not find competencies in the
dimension of self-awareness, which can be related to Spanish cultural background, as
founded by Batista-Foguet ef al’s (2008) study. In particular, when comparing two samples
of American and Spanish people, they dealt with problems for the self-awareness
comparison and they argued a likely problem of emotional expression of self-awareness in
the self-report measurement for the Spanish context (that which is observable by others in
social and work settings).

HR practices scale. In developing a scale to measure the HR practices, we used as
reference the scales previously proposed by other authors (e.g. Arthur, 1994; Delery and
Doty, 1996; Sels et al., 2006). We combined them and proposed 49 items to measure ten high-
performance HR practices in the SME aimed at the AMO model (Appelbaum et al., 2000;
Huselid, 1995; Jiang et al., 2013). This scale was pre-tested by three SME managers and four
HRM experts, which confirmed its content validity.

The principal-components factor analysis with varimax rotation identified nine factors
that explain 75.14 per cent of the total variance. Bartlett’s test of sphericity and the KMO
test of sampling adequacy gave values of 3,007.517 (p=0.000) and 0.856, respectively.
Factors mirror the three categories of practices in the AMO model: personnel selection and
training (i.e. ability practices); assessment, internal promotion, salary incentives and equity
in fixed salary (i.e. motivation practices); and participation, teamwork and job design
(i.e. opportunity practices). Results show that the HR practice initially called internal
communication split into two, one part integrating into employee participation and the other
into Salary incentives. Similarly, the HR practice initially called Remuneration separated
into two factors: salary incentives and equity in fixed salary. Appendix 2 shows the items
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that load significantly, information on loadings and the explained variance for each factor.
We only considered variables with factor loads above 0.6, albeit 0.5 is the rule-of-thumb for
research in social science (Hair et al, 2009). Appendix 2 also shows the means and standard
deviation of these items. Mean values show that all the HR practices, except for equity in
fixed salary and salary incentives, have values higher than 4.0 on the seven-point used scale,
so evidencing their use by SMEs in our sample. In general, practices stimulating motivation
(except for internal promotion) are less frequently implemented than opportunity-enhances
practices, which are in turn less frequently implemented (except for job design) than
practices that enhance ability. Also, items in less frequently used HR practices (equity in
fixed salary and salary incentives) range from 3.75 to 5.07, which are very close to the
midpoint of 4. High values in some standard deviations indicate that whereas some SMEs
make a good use of practices, others hardly use them at all.

The validity of the scale was also analysed. The construct validity is made clear, given
that the principal-component factor analysis made it possible to summarise and synthesise
the observed phenomenon. The content validity is guaranteed with both the theoretical and
empirical literature review, as well as the pre-test of the questionnaire. The discriminant
validity is corroborated as the correlation between each pair of factors obtained in this
analysis has a correlation of 0.000, guaranteeing concepts of variance (Appendix 3). Finally,
the overall reliability of the HR scale is excellent (a = 0.932), as are the individual reliabilities
of the nine factors, since their Cronbach’s a range from 0.750 to 0.905.

Control variables. From the relevant work of Wiersema and Bantel (1992), educational
specialisation is considered a key characteristic of managers as it shapes individuals’
perspectives that condition their decision making. Thus, we controlled for the HR decision
maker’s academic background. We followed Garcia-Cabrera and Garcia-Soto’s (2009)
research on HR managers and used an ordinal variable ranging from basic science (1) —e.g.,
maths, physics — to human resource management (HRM) (4). We expect that the more
specialised in the HR area the manager is, and so aware of benefits of high-performance HR
practices, the more he/she will adopt these practices. We also controlled for gender (male is
the reference category that takes value 0) and tenure in the SME. Since previous literature
has highlighted that female owner-managers tend to operate in micro firms more than in
small and medium firms, and it is less probable that micro firms will adopt
high-performance HR practices (Kotey and Slade, 2005), we expect that where females
are concerned, the possibilities of using such HR practices will be low. In addition,
high-performance HR practices may be highly adopted by decision makers with less tenure
in the SME given the possibility that both entrepreneurs’ and HR specialists’ awareness of
such practices may have increased in recent years and hence these decision makers
introduce into the SME the knowledge necessary to adopt the practices (Wu et al.,, 2014).
With regards to the firm, we followed Kotey and Slade’s (2005) study and controlled for the
percentage of permanent employees. According to these authors, permanent employees
provide the stability in operations SMEs need to growth (as opposed to personnel on flexible
contracts that mainly assist fluctuations in growth). Permanent employees increase the
returns from investments in a high-performance HR practices (Huselid and Rau, 1997).
Therefore, we expect that SMEs with higher percentage of permanent employees will be
more likely to adopt HR practices that allow the performance of their employees to increase.

Data analysis techniques

First, in order to analyse relationships between decision-makers’ EI and the adoption of the
various HR practices in SMEs, we carried out a number of difference of means tests between
decision makers with low and high EI. Therefore, to do this, our sample was split into two
sub-samples. Second, in order to analyse the influence of each emotional competency of the



HR decision maker on the adoption of each HR practices, we estimated nine linear regression
models, where the dependent variable in each case was one of the nine HR practices
analysed. The independent variables were the nine EI factors along with the control
variables. Typified values (factor scores) obtained from orthogonal solutions of the
principal-components factor analysis for HR practices were used in the difference of means
tests and regression analyses. They were also used for correlation analysis. We also carried
out a multicollinearity diagnosis using: the variance inflation factor (VIF) and the condition
number. The higher the index in each case, the greater the dependence between the
variables concerned.

The current research is cross-sectional in nature and uses a single data source, which could
result in a common method variance (Podsakoff et al, 2003). To minimise this risk,
respondents were guaranteed full anonymity and the questionnaire was pre-tested to provide
evidence as to respondents’ understanding of the questions (Podsakoff et al, 2003). In addition,
after building the database, we ran Harman’s one-factor test to check that common method
variance unlikely affected the significance of the relationships we measured, as previous
authors have done (see, Koropp et al, 2013) introducing all 120 variables measuring EI
competences (independent variables) and HR practices (dependent variables). The results of
this analysis show the existence of 17 factors with eigenvalues greater than 1. The results
remained the same whether we used principal-components factor analysis without rotation
(total variance explained = 72.62 per cent), principal-components factor analysis with varimax
rotation (total variance explained =72.62 per cent) or principal-axis factor analysis with
varimax rotation (total variance explained = 66.94 per cent).

Analysis of results
Appendix 3 reports the results of the correlation analysis. The absence of bivariate
correlations over 0.75 indicates that multicollinearity should not be a problem in the data.
Correlations among HR practices are all zero and none of the correlations among
EI dimensions are significant because, as stated above, we used for the analysis the factor
scores resulting from orthogonal solutions of factor analysis. With respect to the estimated
correlations, it can be observed that emotional competences of influence and service
orientation have a negative and significant association to some HR practices (i.e. salary
incentives and job design). As these negative associations are also found when estimating
the regression equations, they will be discussed later on in this work.

Table I provides evidence of a significant difference in the use of HR practices of training
(ability practice), assessment and internal promotion (motivation practices) and
participation (opportunity practice) between decision makers with low and high EI, with

Mean values
HR decision makers with HR decision makers with

High performance HR practices low EI (n =48) high EI (n=91) Ftest
Ability enhancing Personnel selection —-0.013 0.116 0.645
Training -0.194 0.176 4.925*
Motivation enhancing Assessment -0.270 0.131 5.148*
Internal promotion —-0.293 0.214 8.843**
Salary incentives 0.073 —-0.108 1.007
Equity in fixed salary 0.002 0.015 0.005
Opportunity Participation -0.324 0.181 8.896%*
enhancing Teamwork —-0.049 0.031 231
Job design 0.002 0.011 0.003

Notes: *p < 0.05; **p < 0.01
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more emotionally intelligent managers demonstrating a higher level of adoption of such
high-performance HR practices. Although these tests do not provide evidence on the
relationship between EI and each HR practice under study, it is reasonable to say that they
are sufficient to support HI as such a relationship is found for practices that cover all the
three categories of the AMO model.

Table II shows the results of all the nine regressions carried out with their corresponding
co-linearity diagnostics, albeit the analyses of the Equity in fixed salary practice give
non-significant results (7= 1.261, p = 0.243). The VIF and condition number for each model
estimated are comfortably under 10 and 20, respectively — the cut-off points recommended in
the literature. These results suggest that multicollinearity is not a problem in the data. The
four control variables used to show, when significant, the expected effect in the estimated
equations with one exception. SMEs with higher percentage of permanent employees will be
more likely to adopt the HR practice of Salary incentives. The more specialised in the HR area
the manager is, the more he/she will adopt the HR practice of participation. Considerations
about the negative and significant influence of managers’ specialisation in the HR area the
manager on the practice of Equity in the fix salary must be disregarded, since according to
F-test the model estimated is not significant. As expected, men make more use of HR practices
of assessment and participation, but women of internal promotion. Finally, tenure in the SME
relates to lower adoption of practices of participation and job design.

The results show that all the emotional competencies in the three categories of
self-management, social awareness and relationship management contribute towards
positively or negatively explaining at least one HR practice. Table III summarises these
results. In particular, self-management competencies positively condition HR ability
practices and, to a lesser degree, motivating and opportunity practices, H2a therefore being
supported. Relationship management competencies positively condition the opportunity
practices of Participation and teamwork, but not job design; have almost no significant
effect on motivation practices and show low and mixed effect on ability practices. In this
respect, as expected, the EI competencies of communication and influence reduce the use of
ability practices. So H2b finds partial support.

Discussion

When comparing HR decision makers with low and high EI, we found that more emotionally
intelligent managers made greater use of some high-performance HR practices, specifically
training, assessment, internal promotion and participation. These results are relevant
because they support the expected relationships, so showing that managers’ perceptions
regarding the utility of adopting high-performance HR practices could be influenced not
only by rational criteria, but also by his/her EI. However, relationships were not found for all
the HR practices under study (e.g. teamwork, salary incentives, personnel selection, job
design and equity in fixed salary are not related to managers’ overall EI). In this respect,
Wu et al. (2014) found that the extent of the adoption of high-performance HR practices in
small businesses is positively related with workforce skill levels. Therefore, it is possible
that the manager, despite having high EI competencies in wishing to adopt several
high-performance HR practices, also takes into account employees’ talent when making HR
decisions. In addition, given that smaller firms have limited resources and deliberately adopt
smaller sets of high-performance HR practices (Kroon et al, 2013), it is possible that HR
decision-makers’ EI does not condition the choice of every practice of the whole package, but
only those that can be considered, in the manager’s eyes, the observable cues of high-
performance, based on the AMO model for the SME. In this respect, we found evidence of
positive relationships between El-training (i.e. an employee ability practice), EI-assessment
and El-internal promotion (i.e. employee motivation practices) and El-participation (i.e. an
employee opportunity practice).
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As HR practices related to different components of the AMO model are aimed at different
objectives and are adopted to varying degrees by SMEs (Kroon et al, 2013), as well as
managers’ emotional competencies being able to complement one another, alternate
manifestations, both compensatory and antagonistic, can advance the current knowledge
about HRM in SMEs from the analysis of how EI competencies condition the adoption of
such practices. Accordingly, we studied such relationships and found evidence of them.

Specifically, we identified three categories of EI competencies (ie. self-management,
social awareness and relationship management) and all of them contribute to explaining at
least one HR practice in the ability, motivation and opportunity dimensions of AMO, except
for social awareness, whose competencies of empathy and service orientation do not directly
affect ability practices. Self-management competencies positively condition HR ability
practices and, to a lesser degree, motivating and opportunity practices. These competencies
have a low level of influence on the choice of opportunity practices, only conditioning the
choice of job design. This is probably the case because the higher the EI competencies in
self-management (e.g. orientation towards success, self-control), the more confident the
managers are and the more they prefer to control SME’s activities by themselves instead of
delegating, and so guaranteeing success. On the contrary, relationship management
competencies have a greater impact on opportunity practices of participation and teamwork
and have almost no significant effect on motivation practices. It can be explained because an
HR decision maker with high relationship management abilities uses such emotional
competencies needed to motivate employees through direct contact, which is possible in the
context of an SME, so saving the limited financial resources that these firms have.
Something similar happens with ability practices, since results show that some emotional
competencies such as communication and influence reduce the manager’s adoption of
personnel selection and training.

In addition, and in order to better understand the found effects, we also looked at every
HR practice in turn and offer some arguments that justify the results. Appendix 4 shows our
extensive discussion and a final remark for each practice. In doing so, we referred to each
HR decision-maker’s emotional competency that significantly influences every HR practice.

Finally, we distinguish two groups of HR practices in our analysis: those that are explained
to a greater extent by EI competencies (2 > 14 per cent), and those that are explained less
extensively (% < 14 per cent). Examining both groups, we note that in the second group,
adopting the practices requires a higher economic investment. Specifically, personnel
selection, training, assessment, internal promotion, salary incentives and equity in fixed salary
(all corresponding with ability-enhancement and motivation enhancement practices according
to the AMO model) could be conditioned by the financial resources available to the firm, a
variable that is particularly important in SMEs. In contrast, participation, teamwork and job
design are opportunity-enhancement practices, which are less dependent on the availability of
resources because these involve lower costs (Kroon et al, 2013) and so are explained to a
greater extent by emotional competencies. The adoption of these HR practices in SMEs that
usually have scarce resources could depend more on the manager’s own criterion, on the way
he/she is and how he/she understands the value of the firm’s employees and the best way to
manage them. Along this line, Kroon et al (2013) assert that the lower than average adoption
of ability and motivation practices in smaller organisations compared to larger firms relates to
the frequent resource poverty of SMEs.

Accordingly, we can conclude that the adoption by the SME of high-performance
HR practices whose implementation is less dependent on the availability of financial
resources, that is, opportunity practices, will be determined to a greater extent by the HR
decision-maker’s emotional competencies.

Globally considered, these findings about EI antecedents of the adoption of
high-performance HR practices based on AMO corroborate the hypothesis that although
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emotional competencies enforce each other and sometimes are complementary, they also can
be antagonistic, with some of them having a positive effect whereas others have a negative
influence on the same individual decision. Our results corroborate this for the case of HR
decision makers in SMEs.

Conclusions, implications and limitations

The current research is based on the premise that adopting high-performance HR practices
in the SME depends not only on the HR decision-maker’s technical skills, but also on his/her
EL With the aim of empirically analysing this premise, we considered the EI as a whole
and as a set of different emotional competencies. Results provide evidence to confirm our
initial premise.

First, and with respect to EI as a whole, we found that in SMEs, the more emotionally
intelligent the HR decision makers were, the more they would adopt high-performance HR
practices. It is worth noting that practices affected by managers’ EI cover all the three
components of the AMO model, in particular ability with training practices, motivation with
assessment and internal promotion and opportunities with participation. According to this,
it can be expected that SMEs nurtured by managers with high EI might adopt more HR
practices that promote the abilities, motivation and opportunities of their employees. Unlike
previous studies that have inquired about the antecedents of the adoption of
high-performance HR practices in SMEs by focusing on market-related factors, business
characteristics and access to HR expertise (e.g. Wu et al, 2014), we provide an additional
antecedent related to the human factor, which is the EI of the decision maker. Additionally,
this study contributes towards clearing up doubts in relation to the adoption of
high-performance HR practices in SMEs. SMEs are not a homogenous group of firms,
although, in this regard, HR practices are almost always lacking because of the scant
availability of economic resources or the more informal character of the organisational
structure at those firms. Other reasons besides the economic ones and the non-existence of a
separated HR department (and manager), which might otherwise guarantee SMES’ success
in improving the ability, motivation and opportunities of their employees. The EI of the
persons (owners or managers) in charge of making decisions in the firm will condition the
importance attached to the adoption and ulterior implementation of high-performance HR
practices in SMEs. Thus, SMEs will be heterogeneous in their approach to HRM, as well as
in the efforts they make to implement high-performance HR practices. However, if we
consider the managers’ EI not as a whole, but rather as their different emotional
competencies, we can obtain some additional conclusions, as we present below.

We can also confirm that the emotional competencies do have a significant and
differential effect on the adoption of high-performance HR practices, as this effect can be
positive, negative or nonexistent. In general, the majority of the HR decision-maker’s
emotional competencies explain the adoption of at least three high-performance HR
practices. The competencies that must explain the use of these practices are: self-control,
orientation towards success, time management, service orientation, promotion of
cooperation and conflict management, building internal relationships and communication.
In contrast, the EI competencies that explain the adoption of a fewer number of
high-performance HR practices are empathy and influence. If we pay attention to the
theoretical dimensions in which we can classify the EI competences and the categories of the
AMO model, further considerations can be raised. Whereas managers’ emotional
self-management mainly affects the adoption of ability-related, high-performance HR
practises (i.e. personnel selection and training) and, to a lesser extent, motivation-related
HR practices (specifically, assessment and internal promotion), managers social
awareness and relationship management mainly condition opportunity-related HR
practices (i.e. participation, teamwork and job design). In addition, it must be highlighted



that the motivation-related HR practices of Salary incentives and Equity in fixed salary are
the practices that are almost always not conditioned by managers’ emotional competencies.
It likely happens because in SMEs the availability of financial resources can be more
relevant than other consideration in the choice of such specific practices. An important
conclusion for SMEs in terms of the emotional competencies of their owner-managers is that
SMEs with managers high in emotional self-management will undertake growth-oriented
activities (improving the ability and motivation of the employees) because the emotional
competencies in which they are high (self-control, orientation towards success, time
management) are related to the manager’s entrepreneurial orientation. Similarly, if
owner-managers in SMEs are high in emotional competencies related to social awareness
and relationship management (service orientation, promotion of cooperation and conflict
management, building internal relationships and communication), the SMEs will build
strong bonding internal social capital through the encouragement of participation and
teamwork as an opportunity for improving internal networks inside the firm. Given that it is
desirable for managers to have a critical mass of emotional competencies that include those
in the three dimensions (self- management, social awareness and relationship management),
it would be a guarantee for SMEs to grow based on strong internal bonds that would
constitute a very important source of competitive advantage for them.

This work makes important contributions to both the literature and the business world.
With regard to the theoretical implications, results confirm that EI as a whole, as well as in
terms of its specific emotional competencies, affect the decision making related to the adoption
of high-performance HR practices, which is known to contribute to the organisational
performance. One of the novelties of the current work lies in its analysis of the managers’
EI - and their particular emotional competencies — in the specific case of SMEs, rather than in
firms in general. Thus, this work contributes to the management literature by offering a
theoretical framework in which a psychological variable — the HR decision makers EI —acts as
an antecedent of the adoption of high-performance HR practices in SMEs, showing the
heterogeneity of SMEs in HRM. Moreover, based on the new insights provided, we shed light
on the concept of EI as applied to management and on the specific emotional competencies
that condition the use of different high-performance HR practices and in turn the success
of the SME.

However, additional contributions can be made in the future if we consider the different
roles that EI can play in explaining management decisions in SMEs, as well as certain
behaviours of their employees. If we consider that EI influences organisational effectiveness
in areas such as HRM (Cherniss and Goleman, 2001), the EI of the person in charge of
making those decisions could be understood as a mediator variable in any research that
relates some other ability or personality measure with successful management in such
areas. In that research, the proposal could be that personality traits and some other abilities
(e.g. cognitive intelligence) are related to the likelihood of being more or less emotionally
intelligent (Cavazotte et al, 2012; De Haro et al, 2018). Given that being more emotionally
intelligent is linked to achieving greater success in practically any job and particularly in
leadership positions (Adetula, 2016; Boyatzis et al., 2012; Brackett ef al, 2011; Cheung et al.,
2015; Goleman, 2001), EI dimensions would act as mediators in the relationship between the
personality or other non-emotional abilities and the successful leadership in HRM.

Moreover, the moderating role of the EI could be also considered. Some recent research
has contributed towards filling this unexplored role (e.g. Hwa and Amin, 2016) by analysing
the moderating role played by EI in the influence exerted by emotional labour — the
management of workplace emotions — on employees’ outcomes (e.g. job satisfaction,
burnout, turnover intention). Their results indicate to us that EI may act as a mechanism
that moderates the dysfunctional effects of emotional labour since it protects the firm from
high levels of deviant work behaviour. In the context of HRM, this finding invites us to
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analyse the protective role of the HR decision-makers’ EI. Their EI could exert a moderating
role on the potential negative relationship between a complex and turbulent organisational
and environmental context for the SME’s — and the resulting negative individual and team
performance — in terms of burnout, absenteeism, job dissatisfaction and turnover.

The entrepreneurial activity has its origin in both cognitive and emotional competencies
besides personality traits. Due to frequent interaction and close social and/or physical distance
between leaders and subordinates in SMESs, subordinates may feel more strongly and directly
that they can derive benefit or harm from owners-managers’ competencies (Miao et al, 2016).
Thus, inquiring into the role of each of these competencies and in the way they positively or
negatively relate to each other to define the SMES’ decisions and the behaviour of their
personnel has become crucial. Specifically, it would be interesting to discover the role that EI
plays in relation to this whole set of entrepreneurial competencies. The direct, moderator and
mediator effect of managers’ EI can open a new research avenue that provides suggestions for
improving HRM and people development in organisations in general and in SMEs in particular.

From a methodological point of view, our study supports the research proposals that
suggest analysing the specific dimensions of EI, rather than only assessing the impact of
general EI measures, which seems to have provided unclear results (Rode et al.,, 2008).

With regard its practical implications, SMEs’ owners-managers and HR practitioners
may find our results and conclusions interesting. Indeed, recommendations in business
management have often been accompanied by new approaches in HRM (Kent, 2005), as this
study proposes. In particular, managers will find evidence of how a decision maker’s higher
EI propitiates the adoption of high-performance HR practices, thus being able to improve
HRM in their SMEs. Moreover, managers will obtain guidance on which emotional
competencies are the most important for adopting each HR practice, and so find greater
success in their HRM roles. SMEs could organise programmes to develop the HR decision-
maker’s emotional competencies, as large firms do for their executives. Executive training
should emphasise managing and expressing emotions, since these abilities are directly
linked to leadership, communication and influence processes (Humphrey et al, 2008; Lopes,
2016). We also consider that SMEs can benefit from incorporating measures of emotional
competencies into managers’ selection and promotion decisions.

Likewise, designers of syllabuses for business-oriented university courses could consider
incorporating the development of emotional competencies as a fundamental objective, since
some of the students will be destined for the management posts of the future.

The current work suffers from a number of limitations, which we urge researchers to tackle
in future works. First, the sample of firms we studied is limited to a specific geographic area in
one country — Spain (Canary Islands) — that will necessarily limit generalisation of the results
obtained to other populations of SMEs. Researchers should replicate the current model in other
geographic areas. Second, and with regard the methodology, researchers could explore other
tools to measure EI and emotional competencies. It would be interesting to measure this
construct using qualitative analytical techniques, with 360 — or 180 — degree tools.

Finally, the current study is cross-sectional in nature, which limits our ability to draw
causal inferences from the data. This cross-sectional design prevents us, for example, from
analysing EI's influence on the continued development of high-performance HR practices
over time. Future research using longitudinal methodologies to study these variables could
provide additional advances in this area.

Notes

1. El is a learnable skill and a component of social intelligence (Thorndike, 1920) that enables a
person to monitor, understand and respond appropriately to emotional cues in self and others
(Salovey and Mayer, 1990).

2. www.envisialearning.com/360_degree_feedback/emotional_intelligence_view


www.envisialearning.com/360_degree_feedback/emotional_intelligence_view
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Appendix 1
Factor
Factor Items in the questionnarie load EI dimensions
Self-control Variance I manage tense situations without exaggerated or 0.790  Self-management
explained = 8.65% defensive reactions
I cope well under pressure and in stressful situations  0.750
I demonstrate aplomb and control in situations where  0.750
interpersonal challenge or threat exists
I maintain a positive and constructive point of view 0.656
although the plans are complicated
I am optimistic, and I get the best out of situations 0.598
I keep an open mind when others disagree, resisting the  0.537
urge to react defensively
Orientation towards I take risks and make impulsive decisions in the 0.699
success Variance absence of adequate information
explained =10.37% I make quality and logical decisions based on adequate 0.657
information and data
I fulfil the established commitments 0.657
I consider different options before making a decision ~ 0.628
There is consistency between my words and my actions  0.590
I use written communication in an effective and 0.570
appropriate way
1 give clear, logical and concise answers 0.521
Time management I manage time effectively and efficiently 0.831
Variance explained I am able to balance work, family and personal life 0.826
=430%
Empathy variance I understand and care for others’ feelings 0.728 Social awareness
explained = 10.56% I develop friendly and useful work relationships 0.704
I show interest in the feelings and needs of others 0.703
I work collaboratively and not in competition 0.689
I recognise and appreciate contributions and 0.591
achievements
I trust in peoples’ skills and abilities 0.555
I keep an open, honest, and friendly attitude in 0.545
interpersonal relationships
Service orientation I take time to listen to and understand others 0.570
variance I am sensitive to diversity in the workplace, and I treat  0.503
explained = 3.80% others fairly and in a consistent way
Promotion of I encourage cooperation and teamwork 0.702 Relationship
cooperation and I strive to detect and resolve interpersonal conflicts 0.644 management
conflict management I search for feedback and constructive criticism 0.631
Variance
explained = 6.38%
Building internal I initiate and strengthen strategic internal alliances 0.777
relationships Variance Iencourage others to express their opinions even if they  0.710
explained =827% are different from mine
I offer formal and informal help, training and coaching 0.655
I ask for and value others’ thoughts and opinions 0.609
Communication I clearly state and request information to/from others  0.714
Variance explained = [ ask in a receptive and diplomatic way 0.698
9.56% I communicate information quickly, and in a 0.670

timely fashion
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Table Al
Emotional
competencies




EJMBE

Factor

28;1 Factor Items in the questionnarie load EI dimensions
I maintain eye contact and I use a good non-verbal 0.662
communication
When speaking, [ clearly articulate and pronounce 0.578
the words
80 When writing, I correctly use the language (grammar, 0.545
tense, etc.)
Influence Variance I know how to convince and persuade others and how 0.858

explained =5.50% to get them to understand my ideas and perspectives
I know how to communicate and express ideas so that 0.834
I persuade and influence others
I can summarise and paraphrase, making myself 0.541
understood

Table Al Note: Factor loads from SPSS Pc 17.0




Appendix 2

Descriptive
statistics Principal-component analysis
Factor

Items in the questionnaire Mean SD  load Factor
The ability to address and solve problems is a criterionto 541 1290 0.807 Personnel selection (“A”)
consider when we select employees Variance
We select those employees who can provide ideas for 501 1540 0.738 explained =6.65%
improvement
We consider the candidates’ values relative to work (team 593 1.093 0.716
spirit, good job, effort, customer orientation) as a criterion
when we select employees
Employees participate in training programmes that allow 4.87 1.738 0.854  Training (“A”)
their continuous updating Variance
We assign to training all the economic resources that our 521 1.780 0.783 explained = 10.84%
annual budget allows us
Training programmes seek to teach new employees the 4.75 1.808 0.742
skills they need to perform their jobs
Training courses are developed for all the employees 525 1.785 0.747
Our firm offers training aimed at enabling employees to 450 1.734 0.663
assume greater responsibilities at the firm
Employees’ assessment is regularly carried out at our ~ 4.08 2.018 0.810 Assessment (“M”) Variance
company explained = 12.48%
Employees’ work performances are assessed following a 4.18 2.033  0.800
previously established procedure
Employees’ assessment is carried out on the basis of 466 1927 0.773
quantifiable objectives known by them
Employees are informed of the results obtained in 448 1902 0.756
their assessment
Employees’ work performances are assessed according 497 1761 0.674
to their results
Operational employees with high capabilities have the 548 1444 0.789 Internal promotion (“M”)
opportunity of promotion to a better position in the firm Variance explained =7.09%
When a vacancy arises in our firm, we offer current 551 1571 0.783
employees the opportunity of promotion to that position
before filling it with new employees
In our firm, employees are clear about their actual 506 1440 0.636
promotion opportunities
In our firm, we offer additional incentives to fixed salary 4.22 2232 0.785 Salary incentives (“M”)
according to the firm results Variance
In our firm, we offer additional incentives to fixed salary 3.76 2.181 0.611 explained =6.15%
according to the teams’ productivity
Economic and operational results achieved by the firm 375 1904 0.624
are shared with employees
In our firm, the fixed part of the employees’ salary is 385 2067 0.893 Equity in fixed salary (“M”)
assigned according to his/her individual performance Variance
In our firm, the fixed part of the employees’ salary is 397 2160 0.889 explained =6.06%
assigned according to his/her abilities
The suggestions of our employees are evaluated and, if 529 1533 0.772 Participation (“O”)
appropriate, implemented Variance
In our firm, the superiors ask their employees to 485 1482 0.746 explained =10.50%

participate in the decision-making process
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Table AIL

Descriptive
statistics Principal-component analysis

Factor
Items in the questionnaire Mean SD  load Factor
In our firm, we have mechanisms to achieve the 463 1982 0.702
participation of the employees and to gather their
suggestions and opinions (e.g. suggestion box, periodic
meetings, etc.)
We offer the employees the opportunity to suggest 542 1537 0.660
improvements in the way tasks are done
In our firm, we allow employees to make decisions in 499 1263 0.627
their jobs
Employees spend most of their working day working as 491 1.627 0.757 Teamwork (“O”) Variance
a team explained = 9.31%
Employees carry out a good part of their tasks organised 4.99 1.621 0.744
as a team
In our firm, we try to involve employees in the tasks 524 1438 0.710
assigned to the team
In our firm, we set up teams only to solve problems 458 1.714 0.702
Job positions have an updated description of their tasks 557 3.85 0.858 Job design (“O”) variance

explained = 6.03%

Tasks and duties of the job are clearly defined 569 397 0845

Note: “HR practices were measured on seven-point Likert scales




EI of the HR
decision-maker

Appendix 3

92) Xz
% cE
PEs
=)
E3
(panunuoo)
% dwgy
960'0— Sv0'0 7€00— €100 9810 2500 LLT°0 SL00 6200 €E00™  seuexVET0 wod
oeyq
2200 S100— 6200~ 1600~ %8730 s 8V 10— 1S0°0— 8000 9700 €100 LIT0 PEIY
HIAS ut
«8GT0— 8800~ €300~ 1100~ %9610~ L2070 EIT0 7200 100~ S100— GL00— °Ius,
G200 0L00— 8310 0200 0600~ 1200~ 00— 1210 0TIT0— Ly0'0— 9100 opuRy
960'0— 800'0— %GLT0— 00— 010 9600 1600~ 8000 6900 LeT0— 6300 6Id
1000 G000— €500 9000~  #xx00E°0 2000~ 0200 €900~ %8510 LEOO—  sepnVVT0— SId
1000 6000 8200 %6610 5%L0C 0 6000 1200 7000 L1070 «x%6V¢0 o010~ LId
7¢00— 6000~ 0800~ s##x05E°0 5%0€C°0 0€0°0 €300 1€00 s VE L0 1000 %6810 9Id
3000 0100 *I6T0—  +6LT0 6010~ 6300~ #8730~ L300~ €500 1600~ 6900 SId
0200 8000 s34 9VT0 €000— 1800 0910 6600 #8660 6010 9900 900~ VId
2000~ 8100— 9720 S10°0 0S00— 0600 9IT0— 8¢00 %0100 s53xEET0 €010 €Id
T 1100 G900~ 600~ 7100 53398 10— 8L00— %700 1100~ %L9T0 sV 10 [4(C!
T SV 10 €000~ 9¢0°0— 790°0— TET0 %5610 €010 %G9T°0 G900 I
T 0000 0000 0000 0000 0000 0000 0000 0000 6dH
T 0000 0000 0000 0000 0000 0000 0000 SUYH
T 0000 0000 0000 0000 0000 0000 LIH
T 0000 0000 0000 0000 0000 9IH
1 0000 0000 0000 0000 SIH
T 0000 0000 0000 7IH
T 0000 0000 SIH
T 0000 ¢dH
T TIH
$S900NS [01u0d uopowoxd
SpIemo) BIEN usisop JI0Mm uonjedmnred Arefes JuL0ur [BUIDIUI  JUSUI)SISSE  Sururen 109798
“JUSLIO ZTH JiiC| qol 6YH  wes) §YH LIH X1y fymby 9y ATe[es GYH 7IH SdH ¢dH ‘uos1od TYH

senuajedwod 1

soonoeld YH




T0 > Guorer 1000 > o 100 > o ‘GO0 > G 290N

% durg
1 6110 800~ ¥800— 0600 8100 SIT0 *ELT0 8700~ 6900~ 6700~ Wiod
oed
1 #xVEC 0~ ¢L00 1900 GG 10 L2800 8700 L10°0 Lv0'0 €600 Py
HAS Ut
! k686 0~ €500 sl [V10— Lv0'0 ¥50°0— 6700~ bV 10 600 SIUI,
! *191— 8900 8700~ €000 6600~ €00~ 2800 1opuay
T 0900 L10°0 9€00— 1100 0€0°0 9¢00 614
1 §00'0— 6100 §00'0— 4000— 6600~ 8Id
1 ¢100 1100- ¥100— 7000~ LA
! gl00 1100 8000~ 9I1d
! €000~ ¥100— SId
1 L100 VId
! C
o
1d
64H
84H
L4H
94H
SYH
7dH
€4H
¢dH
TdH
suone[a. Seuew
% yoeq CINS UIN[JU]  UOHBIIUNUIWIO)) [ewLuI JI[FU0d “JUSLIO Ayjedwds  jusuRSEURW
dws ued  PRY MU, 1opuaH 6Id 8Id Suppng /[ /dood 9[  S91AIeS GIY VId U} €1
so[qeLeA TOYLNOD sauedwod 1
= =
=- :
-~ 4 M}
=& o0 &




Appendix 4

EI of the HR
decision-maker

(R =R—1P) L LD
=wE32 m 78
2CoEgssEa
£8°8g% s
=5 E=&g
Mg 8 3
ERET
8
(panunuoo)
SPIeMO) UONBJUILIO ‘SN, "Suoljerado S,ULny 9y} Ul 90ueLIOdWI J9y) UDALS ‘Saako[dus Iay)
JO 3S0U[} OS[B INQ ‘93PI[MOUS| PUE S[[IS UMO oY} AJUO jou Suraoidur Jo WIe syj Ym SUOISISp
9B 0) A[OYI[ SI0W SIB SSIINS SPILMO]} UOHBIUSLIO dO[9ASD OUYM SISFRUBW ‘UOLIPPE U]
S91UR)RdW0D TH OS[E IN( ‘SAOUIRAW0D PIje[RI-¥Se) A[UO JOU IPNOUl Pnom Sururer) ‘snyJ,
“30JO3I0M TI9Y)} Ul £ous3ediiod sures ay) jetousd d[ay 03 Sururen) ssn pue SpIemino [0NU0d
J[es 1ot 109(01d At SIOSRURW YONG "SUOLBNYIS 98U} PUB PIjedr[dwiod s[puey pue sqol 1oy}
op 0} payifenb A[qeyms axe saafojdwa sy Jety) os ‘Tended uewny S,uLny 19y} dofaAsp 0} Sururel],
Ul JSOAUL 0} A[9YI] 2J0W 3¢ WIS [01UOI-J[3S JO AOU)9dWIOD ) YIM SISFRURW ‘QIOULISYLIN,]
ouLN[JuI $301N0S31 9ZPI[Mouy| SaLo[durd 0) SHUBY)
ur e S9udjedwod [euonows  sAIysuore[a. Noge| [BUIUL 91} AJB)II0B] PUB 23BM0dUS ABW JoSeuew ay) 20n0eld H S
I9Y/SIY J9MO] 9} PUB JustpSeuLW SNoIy) ‘snyJ, 9qissod se A[yomb se wuig oy 01 jdepe pue 19339q sqof 119y} op 0} pasu A3y}
9UII) PUB SS00NS SPIBMO)  9PI[MOUY 3} 91MDIB 0) SIAQUISW MU 383} Sy A[RAIOU0D saakojdurs mau J1oddns 0)
UOI)BJUALIO ‘[01JU0D-J[9S ‘SAIYSUONEB[RI WSIUBYISW B Sk SUTUTRI) ‘OSIMINIT WL J18Y) Ul PIAJOAUT A[9A1IOR SUr}3aS3 IO 90USPIJU0D PUB
[ewR)ur SUuIp[ing ur aIe sarusledwod  [enusjod Jey) Suraoxdwr 30usy pue senijiqeded 19y} SuIsesoul ‘SulfdAd91 SNONUNUOD DY)
[euonows J9y/S1y 1oysiy oy} Sururen) Sumiiad Y 9Y) JO Juawudo[aAdp [RISIIUL ) JOIJR 0) SWHdS Sururer) Siy [, ‘soniiqeded pue
doueuIofed ySIy 1dope 03 A[O¥I] S90.IN0SAX YIM Wy} Surpraoid pue suonedyijenb sakojdwe Suraoidul Jo SUBSU B Sk Suturer],
9IOWI 9q [[IM JOYBW UOISIAP YH dYJ, SN 03 Al 210U aIe A3} ‘SAIYSUOLI B[ [BUISIUL SUIP[IN JO [9AJ] YSIY B 9ARY SIOSRUBW U A Jururel],
JUSUIUOIAUS SULYIOM [NJSSI00NS B JO UONBIID I} SunueIs
JOJ UOTJBIIUNIUWIOD T8} Ul S0USPIU0D I8} JO 9snedaq AdUs)adiiod [RUOTIOWS SIY) JO [9AJ]
31y & yim srseuews Surdo@asp J10j 3010eId YH 493 B JOU SI UONII[S [Puuosiad 91019y ],
“UOLYRIIUNIITIOD 19} YSnoIy) soueuriordad ysiy 198 0) sepninie s [auuosiad 19y} spms ued
A91]) 1BY) 19PISU0D SIoSRURW UM PIAO[eAID AJ[RULIOJ SS9] 3¢ [[1M 9130Id YH SIY) ISenuod uf
UOL)EITUNIITIOD CAIERIACRIEREIES
ur St A5u9)9dwod [BUOLIOWD [PUUOSId] 9y} 0} uonud)e [erads Aed [[im A5Y) ‘Sny [, ‘WLISAS Y dourULIOLRd-USIY B
J9U/SIY JOMO[ 3} PUB ‘SSIIINS PILMO) JO BLISILID 9} SUIMO[[0F JUSUdO[SASD UMO IS} 195 A3} SBIIOUM SS900NS S ULIY 9} 0)
UOTJBJUSLIO Ul PUR JUSWIDSBURLL NQLYuod Jey) seakojdus 998 A[qrqoid [[IM SS900NS PIBMO) UONBIUSLIO Y)IM SI9SeULR
JIFu0d pue uoreIsdood Jo uonowold ‘uon)ippe U] "senIenb JYSLI 9y} YIM S30.M0sal Uewny SuLmy Aq JUSWUOIAUS SUIHIOM
ur St £5us)odwiod [eUOOWS  JUSLI 9} 9djueIens [[IM SI) Sulo(] JLuds wres) ey} pue swelqoid SurAjos pue o) dn Suroey
I9U/SIY J9YSIY 9} UOrI9[as [puuosiad 1o apnynde J9y) U0 OS[R JN( ‘S[[I¥S [BIIUYID) JIAY) UO AJUO JOU S9)BPIPURD J)BN[BAJ SIoSRURIL
douewIopRd-ysiy e ydope 01 Ay ‘889001d UO1}09[3S B U] JUSWRSRURW JOI[JU0d pue uoreradood jo uongowotd Aousjaduod UO1JOI[S soonoerd
9IOW 3q [[IM J9YBW UOISIPP JH Y], 9Y3 Ul 9I00S I3} JBYSIY 9} 9I0W BLINILID sduruLIord ySIy ypim s0noeld siy) ydope S1eSeuey [PuuosIvg Annqy
UOISN[OU0)) UOISSNISI(] IIHJH £103378
OV




EJMBE
28,1

(panunuoo)

[01u0d
-J[9S PUB $SS300NS SPIBMO) UOT)BJUILIO
‘Ayyedws ur a1e saroudjedwod
[euonIOWS I9Y/SIY I9YSIY

9y} uonjowod Teuraju] jJdope 03 Ay
9I0W 3 [[IM JOYBW UOISIOAP YH Y],

UOL)BITUNIITIOD
PUB JUSWLSRURW UL}

UL 9IR S910UR}9dW0) [BUOLIOWR I9Y]
/SIY J9YS3IY 9} UOLIDILID SdUBULIOLIRd
U3y yim Juswssassy jdope 03 Ay
9I0W 3 [[IM JSYBW UOISIAP JH Y],

SjuswR.INDbaI 3y} AJSTIRS A9} JI JFR)S SuorjeIado pajuale) JO dUBAPR ) Sunjeji[oe; ‘uorowoid
[BUIIU] A3BINOJUD OS[R [[IM SSI00NS SPIBMO) UOLIBIUILIO JO [9A9] YSIY B Y)M SIDSBUBIA
uonowoxd [euIS)UL 3SN 0} A[9YI] SS9] 9 ABW 0S PUB ‘SUOLLIINAXD JPY)

JO sIeMBUN 3¢ AJUINDISUOD [[IM ASY ], "SPISU PUR SISIISIUT IR} JO SIBME 9( IO SJUIWIDAIIYOR
Soako[dws 119t} 9SIUF00a1 Jou At Ayjedis o] Oym SIdSBURW ISRIU0D U] "paamnbax
Sepmie pue ‘sspminde ‘SanIIqe Sy} ALY A3U) moys A3y) J1 3sod juedea e 10y uondo )siiy
9} seahodwe JuaLmd SuLLpjo pue ssnruniioddo ay) Sunngrysip pue suiouueyd Ajenbape
‘ssa001d uonowoid Jrey pue aeridoidde ue dofaasp 03 aeurwt Ayjedud YSIY Yym SIOIRURIA
9340[dwd 9} JOJ PUB UL 9} JOJ

[NJOSN IO JUSWISSISSE 9} SULNEW WS} WOIJ SJUBM ULIJ U} JeyM JNOE PUE SdueuLIofRd jo
[9A9] T19Y) INOCE $99A0[dWS 9} 0} UOLJRULIOJUI JILUSUR) JIISE [[1M AJUa1adiuod SIy) JO [9A9] 43Iy B
UNM SI9SRURJA 'UOLIBIIUNUIIOD AJU9)9dtIod [BUOIOWS Y} A PIUIULINISP OS] ST JUIWSSISSE 3Y ],
Suruue[d Uo PIPUNOJ SI JUSRFLURI

ST} JOUIS ‘SIUAAS U99SAIOJUN SUIPIOAR PUB SSO[ SUI} 9IINJ SUNPaI ‘SUIYEW UOISIIP Y}

JOJ UOIJRULIONUI JO AJ[IR[IRAR 19)Ba1S oY) pue souruLiofnd s9ko[dws Iouedns Jo asnedisq ULy
9} JOJ SJUSWLAOIAWI [RIIUR)SNS UL JNSSI ABW JUSWISSISSE S99A0[dWS 0] PajedIpap sui) pue
JI0JJ9 Y, Ul SULISSAUI U1I0M 3¢ 0 90130eId YH SIU} JOPISU0d Aetl £3U9)adiiod [BUOOW SIY}
UM JoSeueW Y 901j0eId JUsssasse 9y} 1dope [[im 9ys/ay A[9Y[I[ SI0W 3Y) JUSUDSRURW SUI)
JUSIDIS PUB JATIIRJJS Ul A9U9)9dWI0d [RUOLOWS S 9SRUR JUf} JoYSIY 9} Jey) ISa53NS SINsay|
SONI[IISUOASal JOYSIY Swnsse

03 $3d80U0d SWOS M WY} IP1A0Id 0} JUSIINS 3 AL SBIPT JOY/SI PUBISIOPUN 0} SIS0 B
0} S[[IYS UMO JaU/SIY Jey) SuARI[aq ‘Jueniodur SS9 SI SUIUTel) Jey) 9PIdp ABW J9YBW UOISIISp
YH Y3 ‘S9sed sty Uy "ss9f dnoead Sururel], 3y ydope 0) pua) dUSN[FU] YSIY B UM SIoSeurul
‘)Senuod uf "syse) Iy} wiioged A[Snowouone 03 PI[[Iss a1 A3y} Sk Sqol Ty} Ul JUSPIFU0d
QI0W [397 [[IM S9aAo[dwd ‘uonippe Uy ‘suoneisdo AJrep 03 pPajeIosse swa[qoid ypm Juresp

ur seoko[duwe Suriioddns 31 Sursem Jo pedlsul ‘HA[S 9y} SULSBUBL JWI) JI9Y} JO ISN 19)19q xRt
s1odeuew 105 suondo 10w Ul NS SIYJ, ‘ol Ty} JO SASUS[[BYD A} SOA[ISWSY) A] A[OS UBD
Jet)) SeoA0[ds PIY[I3S I0W YOI 0 SHIAIS U} UI JUSUISIAUI UR Sk Sd1oeId Suturer} 93eImodus
M A3} JUSWIDSBURLU W) JO AOU}AdIOD [RUONOWS 3Y) 9ARY SI9SRUBWI USUM ‘AJ[RUL]
AJNyssa00ns y1om I8y} Suiop Jo Jqeded seafojdwe Suryew Jo une sy} Yim Jururer

0) W} PUB SAVINOSAT IMOUOIS I)JLIIPIP 0} UOMISOdSIpaid S J9Feurl 9} 3SBIIOUI ABW SSI00NS

uonowoid
[euIaIu]

JUSUISSISSY

saonoeid
UONBATIO]\

UoISN|ou0))

UOISSNISI(]

d¥HdH

A103918D
OV

86

Table AIV.




EI of the HR
decision-maker

~ .
% 2
2
i
=
(panunuoo)
I9U/SIY I9MO] 9} pue sAIysuorje[aI S)IJuod Aue 9A[0S 0} AR IRy} JO JUIPIJU0D a1k A3} 9snedsq uonedonted JO 9sn 2I0W et
[eWIdIUl SUIP[IN( PUB JUSWRSBURI  OS[B P[NOd JUSWLSSBURW JIIJU0d pue uoneiadood Jo uonowold Auajaduiod ay) yim SeSeuejy
JI[FUod pue uoneIdood SUONSIZ3NS Paseq
J0 uonowold ‘UOIRITUNIUIOD -9UIPIAd Ax[ewl A[ayenbape pue sqol 19y} op 0) UOHRULIOJUI [njasn Juatedsuer ssafojduws o)
Ul 918 S910UL)adWod [RUONOWS 19O AJ(BAIIUOD 0S PUR UOHEIIUNUILIO) YINb PUR A[SWI) 0} PASN 1. SI9SBUBLL 953U ], “ULIL AU} Ul
J9y/S1y 19y31y 9y} uonedonied uornedonred SSI[BULIOS 0 SWSIUBYISUI YSI[(BISS 0} PUR ‘SUOHNLIUOD T3} anfeA 0} ‘uoredonred
souewioyed sy jdope 03 A[ayI| S99Ao[duwd 93LMOIUS 0} AJ9YI[ SIOW 3| 0} WIS S[AAI] UOIJRIIUNUIIOD YSIY YIM SIDSRURIA saonoerd

2I0WI 9q [[IM JONBW UOISAP YH Y],

UOIBJUILIO IAISS UI ST AdUe)adwiod
[BUOTIOWS JBY/SIY JOMO] 3}
douewIofRd dnois yim pajeroosse
SaAnjuddUI Arefes jdope 01 A[ayI|
9I0W 3 [[IM JS[BW UOISIOAP YH YT,

-sonoeid Y Syl Jo uondope 9y} 199]Je I93eUl UOISIP YH Y1 JO S910UL1adiod [RUONOWS Y,
9011081d YH SIYI U0 S910UL39dwod [RUOHIOWS JO SUSN[IUL 9y} INoge uorjelaidmul

Aure S10p 1O 9M ‘0G *(%,7°g) MO[ 00 OS[E ST 37 PAISNIPE S)I AJUSIS0D JUBIYIUTIS

jou st A1e[es paxiy ut A1INb3 01 PIJBWIISI [9pOW Y} (S5 0= ¢ ‘19¢ T =4) 1891 01 SUIPI0dOY
S9ATIUROUL [ONS

9SN JOU [[IM UOI}BIUSLIO SIIAISS JOYSIY B )IM SI9SRUBW JRy) [BILSO] SWH9S )1 0S JUBAJ[SI
$s9] Suraq soueuLIorRd [enprapul yum ‘Aianonpoid dnois yim 1o s)nssi [euoneiddo
PUR [RIOURUY S,ULIJ 9} [IIM UOIJRISUNWAI 9[(BLIBA SUINUI] SW JO S)SISUOD JIOM

SIY) Ul SoARUaOUI A1e[es Surure[dxa 1030eJ 9], 'S99£0[dWd JO JUIU)BST) JULISISUOD PUE JIeJ
I19} JOJ INO PUB)S SIOSRUBW 3S9Y) ‘J0e] U] 9A1)I9dsIad [BIS9)UI 9I0W B WOJ dN[BA

PUR ULIJ 9} 0} UONNLIIUOD J9Y/SIY 0] Surje[a.l $109dS. 194)0 JopISU0d PUE ‘90IN0SI SSAUISTI]
B SB URY) J9SSE UBWINY B SB 9I0W JRUIPIOINS B SN[BA 0} Waas A9y) ‘Aousjeduiod

SIY) PIdO[oAdD 9ARY SIOSBURW USYA\ UOTJBIUILIO 9JIAIIG SI SIANULDUL ATe[es Jo uorydope
9} U0 ‘9AIJESU JuIl) SIY} ‘OOUSN[JUI UB SBY It} AOU9)odwiod [BUOOWD AJUO 3],

SJUSWOW [BITILIO ISOUL 3} UL

UAd Surpue)siopun pue sAnisod ‘pasueleq Ae)s Jogeuew 9y d[9y P[nod [0IJU0I-J[9S "SUOL NS
9SU9) puk SIOIJU0d 0} urpes] A[fenusjod ‘[PA9] BYSIY B 0) SanSes[[0d Jo uonowoid ay) jdeooe
Jou Aew S9340[dWd SWOG “(J0UO0I-J[3S) 350d 3} J0F SIJBPIPURD JUSISJJIP 9} WOJJ 9A10Iad Aetu
£9y) saassad 9y 9)1dsop AJIRI[O HUIY) 0} J[([B 3| 0} SIAOUIIAWOD [RUONIOWS JYSLI ) SUIARY
sIegeuew uo spusdsp os[e sonorId YH SIy) ‘sny ], ‘wey) SurAdnooo Jo Jjqeded ssakojdurs
9s0y) 0} suonisod [9A9] IOYSIY SULDIJO SB UorowoId [RUISU] SSUIOP [OIBISAI JUSLIND Y[,
S9A1}09[q0 191} 9ARIYIR Seako[dws pue wLly oy day

03 suonisod 19y3iy 03 a[god JySLr ay) yym savkojduws djowoid 0) ya9s Aewr Loy} 0s ‘Ajfenb
JYSLI 9} JO PUB WL} UO ‘SUOP [[9M ST JBY) JIOM SNJBA 0] WSS SIFRUBW 989y, *3s0d 3y} J0f

uonedonieg  AmumuoddQ

Axe[es poxyy
ur Aymby

SOALIUOUL
Arefeg

UoISN[ou0))

UOISSNISI(]

d¥4HdH

A103918D
OV




EJMBE
28,1

(panunuoo)

) Ul AJISIDAIP SPIEMO) AJAT)ISUSS SUNRISUOWP ‘A[JU)SISUOD PuB ALIre} s9Ao[durs I1a)

1891} 0) SI9FRURW I} PRI 0} SWLS AoU)adW0d [BUOOWS SIY [, "UOLJBIUILIO AIIAIIS JSAFIUB

SIOSRURW USUM PISRINOIUS SI JIOMUIRI) ‘A[IR[IIUIS 1X)u0d Je[nonaed ‘PajoLrsal 210w

B UI S9OUBI[[E 90U} SUI}BPI[OSUOD PUE JNO PALLIED JI0OM [} SUTYOLIUS JO TIE 3} YIIM JI0OMUIE)

Juowedun A9y ‘sdIysuonje[el [BUIUI SUIP[ING Ul PI)SOIIUI 9Tk SIOSBUBW USUM ‘OSIMINIT

donoead sy Jo uorydope 93 9)J[IOR] OS[R [[IM UOIUM D)RISUSS

ued yIomuwed) Jey) ad4) 9y Jo swvqoad J[puey 0} 9[qe 3q Aewr Aousjeduwiod [RUOOUD

JeY) UM SI9SBUBIA "SIOIJU0D [BUOSINAISIUI 9)BIoUSS SOWIIISWOS UBD UOIoRIRul 99K0jdure

UOT)BJUSLIO 9IAISS pue sdiysuorje[ar QIOW ‘SSA[AYIIRASN douewLIofIad Jo1dns Surjesuas ‘Quop are suryy moy sroxdu djay
[euIR)UI SUIp[Nq JUSWASBUBW 0} SIINSEIW PUB SUoNN[os ssnosIp 9[doad pue ‘s9819tWe AJUOUIIIOD UONIF[JaI ‘Saokds sured)
JI[FU0d pue uoneIRdood Jo uonowold UM duIS ‘Jueriodul J9PISUod AJUa)adwod SIy) YIm SIOSBURW JBY) UL 94} Ul SUIYIAISAD
Ul 1B S91UR}9dW0d [BUOTIOWS 1BY/SIY  SUIASIYIR J0J [00) B 9 3I0J910Y) ABW YI0oMUIEd) 9010eId JH 9y, ‘WSDHLD dAIONISUOD PUB
10yS1y 8y} y1omwes ], Jdope 03 A[PYI[ oeqpasj 89S PUEB ‘UONESIUESIO 9} Ul JUSWUUONAUS SULYIOM POOS B SAIIYIE 0} A1) ‘FIOMUIES)
9I0W 3(| [[IM ISR UOISIAP YH Y], SN[BA [[IM JUSWRSLULRW JOIJU0d puk uoneisdood Jo uorowold Jo [9A9] YSIY B YIim SIOSRUBIA
pasu A9y

UOLRULIOFUI 9} UIE)]O 0} SIA[SWLY) SenAo[dm 19y yoroidde 0) Ao S10W a1k SI9SeueRUl

9say) ‘uonedronred saLo[durd [PUULYD 0) SWSIUBYIIW [BULIO} Sulsn uey) Joyjey Sunedonred

pue sAnenIul SUIMOYS SaaAo[duus ay) uey) Jayel ‘seakofdus ay) seyoroidde Jegeueut sy) jey)

Sa1nbal Us)jo SuonenjIs SUIPULRISIOPUN IDA0IOJA $9ssa001d uonedonred ur Jred aye) 0) Yy3nous

d[qeidepe are ssako[dur [[ Jou Jey) pueisispun 0} way) dj9y pinod Aousjeduod siy |, ‘seafojdus

Ty} Suowre Surueddey ST jeym SUIPUR)SIPUN PUR AYNSISAID d940[dwe Ul SUr)eSHSoAUT

Ul PRJSAIBIUL (] 0} WS A0UL)9dWIod [RUOHOWN SIY} JO [9AJ] Y31 B YNM SISeur]y 9010e1d

uonedinred 9y} UO USN[JUI SAIJESIU ‘JUBIJIUSIS B SBY] UOLBJUSLIO 9IAISS SI9FBULRW ISBU0D U]

sdiysuonep1 yons jo Surpimg oy}

SurueyI3uans 3¢ PNod JeSeurwl Ay} ‘suorurdo pue suonsa3sns Jo uoissaidxa ay pue uonedonred

uado ysnoayJ, (O10z ‘Tuey] pue eidoy)) WLy 9Y) UM SSOUBI[[R PUR SUOLISUU0IIUI J153)eNsS

93LIN00US 0} SUI[[IM 9I0W JISLUBL 9} 9B 0} SWH9S AOU)adWod [RUOLOWS SIY |, ‘sdIysuone[ar

[euIR)uL SUIp[mng Jo [9A3] YSIY B dARY A3() usym djowr uonjedonied 9sn OS[e [[IM SIOSRURA

ULITJ S} JO SIOQUISW

UOLBJUSLIO 3} UdM]9(] UoneIdo0d 90J0JUIRI U9 PInod uonedoilred SIy) Jey) 9IS oIk A3() asneddq pue

QOIAISS UI 31 Saroualadiod euonoun  ‘9)emuad $9sse001d Axoyednred jey) suoruido JUSISHIP ) JO 90UsNDISUOD B Sk 3sLIe AW Jey)

SIOMUIBA T,

UoISN|ou0)) UOISSNISI(]

d¥HdH

A103918D
OV

88

Table AIV.



89

EI of the HR
decision-maker

Table AIV.

UOIJBIUALIO 9DIAIIS PUER 30USN[Jul
Ul 918 $910U919dUod [RUOOWD
19Y/SIY JOMO[ J} PUB [0.1}U0D

-J[os pue Ayjedus ‘JuswaFeuL WL}
Ul 918 S$910U939d oD [BUOLIOWD JY/SI
I9y31y ay) usisap qof ydope 03 A[ay|
9I0W 3| [[IM ISR UOISIAP YH Y],

uS1sap qof jdope 0} UOISIIBP Y} UO SDUSN[FUI SANESTIU B Sey Adujaduiod

[euonows SIy} Aym urejdxs Aew SIyJ, *sonsLajorIeyd [euosiad I9y) SULISPISU0D pue ‘99kojduws
9} 0} SUIUL)SI| pue Surpuelsiopun ‘yusunsnipe qol-uosiad Jo $3dA) JusIpIp do[eAsp 0)
9[qIssod )1 ¥R 0) SUWIPAS AJSIDAID JO JUSUDSBRUB I ], 91} AUR JB AJNSIDAID SS2IPPR 0} J[qR
9 0} SpPaau JoFeurW 9} AN[IGIXS] 9y} ULY) Joyjel AJPISLI 0} SPLI] USISSP (o[ "UONUIR SSI|
SOAINI9 USISIP O[ ‘TH S 9B UOISIIAP YH Y} SSUIISP UOLIBIUILIO SIAISG 9} UM DSIMINI'T
SUOIOUNJ JO UOIULAP 9)ep-0)-dn TBULIOJ B YIIM PAUTB)O SOy}

0) A SIU) UI S)[NSA.I TB[IIUIS 9ASIYOR 0) J0adxa At 9Seue a ], ‘seako[dws ay) 03 3sod yoes
JO SUOLOUN 3} AJBITUNUIUOD PUR AJLIE[D 0} S[([B 3 0] JUSIOYINS 1B S[[INS [BGIOA TOU/STY BT
SurAdT[aq ‘yuejzoduwr ss9f ST USISSP qo[ JeY} 9PIoSP ABW JSYBW UOISIAP JYH SY) ‘SISBD 9Say) U]
'$99[ 90130e1d USISIP (O 3y} 3dope 03 PUA) ADUSNIIUT JO [9A3] YSIY B YIM SIOSRURW ISBIUO0D U]
A79A1303[q0 310W SUOTJBNIIS ISAY) I[IL) 0} PIdu A3} amsodwiod 3y} SIgeuewr

9AIS ABUW [0JJUOD-J[OS "PAAJOSAI 3¢ SN JeY} SIONFUOD [BUISIUI 9)BISUSS URD SYSE} JO UOIULIP
A} ‘SSAAUIIDAIN USISIP (ol 93eInodus os[e [[IM A3 ‘(Aypedurs]) SIy) Surpueisepun Jo
£ou939dwod [RUOIIOWS 3Y) 9ARY SIOSRUBW 9} USYAA "SUOLRSICO [BUOISS9J0Id II9[) 918 YOIym
INOQE SIIJUIE}ISOUN JNOYIIM PUB SYSB)} JIY) JO UOIBIJI09dS Tes[d B )M 10339q [99] A[[BuLIOu
soako[duuy] “SuIop 9¢ PINOYS A3} JBYM MOUY] AS3Y]) JI JUSIOILFS SIOW (| [[1M JI9))E[ 9} 90UIS ‘Sulr}
S9a£0[dwd 1191} JO UOLBSIUBSIO 9)enbape Uk 9INSU9 AQaI9Y) ARW SISRURW 9 ], "ARp SUISIoM
II91) JO dsn [[nJ axewt 0} sydwelje sevko[dws sunuIepun jeyj suoredrdnp pue sde[ioAo
OUIY puR ‘9sLIB ABW SCO[ U99M)S] UOTOUN] JO SIOI[JUOD JOMI] ‘SUIL) SWES () I SUOLONIISUL
N0 SUIALS AJJURISUOD W) SUNISEM JOU ‘SWI) II9Y) JO 3N 19)19( B 0} WS SI9FRULRL

0S ‘pauryop ALIedd axe syse} seafojdus oy} ‘usisap qof Sundope Ag -Sursiaoidwr uey) Joyjer
uS1Sap qol 03 S} 3)eIIPIP 0} I19Ja1d A[QRAISIUOD [[IM [[9M SUIL) JIAY) 9SBUBW OYM S[ENPIAIPUL
“AJIATIOR S,uLIy 9y} Sulsiuesio A[ajenbape pue 901nosal jey) Suisiurdo JoJ [00) B Se USISop
ol 93.IN0dUS A3} JUSWDSBURI SUIL} JUIIDIJD PUR AN UR JNO ALIED SIOSRUBW U
d0eds Teuosiad SIBQUISW )0

0} SATJISUIS 3 0} PIIU A} SIGUISW [[B 0} SSANS [[IM A3} puB 909dsal IS SIOQUISW ISYJ0
3y} Jey) doeds [euOSIod B 9ARY [[IM WIES) 9Y) UI [ENPIAIPUL YOBS JBY} SIBME 3] [[IM SI9SRURW
9], "sdnois yons ul JsLIe A[RINJeU Ued Jey) Buswouayd ay) [[B SuImoys 0} a[qudaosns st
yons se pue dno3 uewny e SI Wes) B JeY} dSIUI003I [[1M SIOSBUBW 33} ‘AJISISAIP 03 UOTJUS}IE
T8} JO 9SNEIAY "UO 0S PUB 3IMIND ‘QOUSLIIAXS S OIS YOBS JO UOLOUNJ UT SPIOM I9YI0

Ul ‘SI9qUIaU 194} JO SonsLv)oeIRyD Jenonted 9y} 0} SUIPIOddR 9)eiado swed) uaym sjeraidde
Aewr Aoueadwiod SIY) UM SI9SRURW ‘PUBY IO S} U() "UOISN[OUI J0J Paau s9aho[durd

9y} Sunoddns Jo suesw € 3¢ Arw 90130e1d YIomuues) 9y} Suridope Jey) os ‘oejdyiom

u3isap qof

UoISN[ou0))

UOISSNISI(]

d¥4HdH

A103918D
OV




	Emotional intelligence of the HR decision-maker and high-performance HR practices in SMEs
	Appendix 1
	Appendix 2
	Appendix 3
	Appendix 4


