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Abstract. This paper investigates the role of the HRM mechanism in generating
competitive advantage in industrial enterprises within the framework of the
Resource-Based View (RBV). The study conceptualizes the HRM mechanism as an
integrated strategic system that develops VRIN-based human capital. A conceptual
model and testable hypotheses are proposed. The empirical framework suggests
Structural Equation Modeling (SEM) to test mediation effects between HRM
integration and competitive advantage through human capital specificity.
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Introduction
Industrial enterprises operating in increasingly
competitive environments face pressures to improve

productivity, innovation, and long-term sustainability.
Traditional sources of competitive advantage such as physical
capital and economies of scale are no longer sufficient.

Within the Resource-Based View (RBV) framework,
competitive advantage emerges when firms possess and
effectively deploy resources that competitors cannot easily
replicate or substitute [1]. Among these, human capital is
considered the most strategic intangible asset.

Strategic Human Resource Management (SHRM) literature
confirms that integrated HR systems significantly influence
organizational performance [2; 3]. However, the mechanism
through which HR systems generate competitive advantage
remains insufficiently operationalized, particularly in
industrial contexts.

Theoretical Background

Resource-Based View
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Barney [1l] identifies VRIN criteria as the foundation of
sustained advantage. Human capital becomes strategic when:

eSkills are firm-specific,

e Knowledge is embedded in routines,

e Competencies are socially complex,

e Capabilities are path-dependent.

HRM Mechanism as a Strategic System

The HRM mechanism 1s conceptualized as a coherent
architecture consisting of:

e Recruitment & Selection

e Training & Development

e Performance Management

e Compensation & Incentives

e Retention & Career Planning

Internal consistency among these elements enhances human
capital specificity [4; 5].

Research Model and Hypotheses

Conceptual Model

The HRM mechanism influences competitive advantage
through the mediating role of human capital specificity

(Fig. 1).
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Figure 1
Structural model of HRM mechanism and competitive advantage
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Hypotheses

Hypotheses and Expected Relationships

Hl: HRM structural integration positively affects human
capital VRIN characteristics.

H2: Human capital VRIN characteristics positively affect
competitive advantage.

H3: Human capital mediates the relationship between HRM
mechanism and competitive advantage.

H4: Strategic alignment strengthens the HRM-VRIN
relationship.

H5: Internal consistency among HR practices increases
mediation strength.

Empirical Methodology

Research Design

The study adopts a quantitative research design using
survey-based data from industrial enterprises.

Target respondents:

e HR managers

e Line managers

e Senior executives

Sampling method:

Stratified sampling across industrial sub-sectors.

Expected sample size:
N = 200-300 firms (minimum 200 for SEM adequacy) .

Operationalization of Variables

HRM Mechanism (Independent Variable)

The operationalization of constructs 1is presented in
Table 1.

Table 1
Measurement of Variables
. . M remen
Construct Dimension ea§u ement Source
Indicators
HRM Recruitment Selective hiring | Huselid
Mechanism intensity (1995)
o Training hours per Huselid
Trailning
employee (1995)
Performance Formal appraisal | Delery & Doty
Management system (1996)
Wright &
. Performance-based
Compensation A McMahan
pay (1992)
Human . .
. Contribution to
Capital Valuable roductivit Barney (1991)
(VRIN) p Y
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Table continuation 1

Rare Scarcity of skills Barney (1991)
. Firm-specific know- Boxall &
Inimitable how Purcell
(2008)
Non- Lack of alternatives | Barney (1991)
substitutable
§Z$§iiigéve Productivity Output per employee ?TSZé;d
Tnnovation New product | Dyer & Reeves
introduction (1995)
. . . Huselid
Financial ROA / Profit growth (1995)

Measured using Likert-scale items (1-5) adapted from
high-performance work systems literature [2].

Sub-dimensions:

e Recruitment effectiveness

e Training intensity

e Performance appraisal transparency

e Incentive alignment

e Retention practices

Human Capital VRIN (Mediator)

Construct dimensions:

eValue creation capacity

eSkill rarity

e Inimitability

e Non-substitutability

Measurement scale adapted from human capital specificity
research [6].

Competitive Advantage (Dependent Variable)

Indicators:

e Productivity growth

e Innovation output

e Market share change

e Financial performance (ROA proxy)

Statistical Analysis Plan

1. Reliability analysis (Cronbach’s Alpha = 0.70)

2. Confirmatory Factor Analysis (CFA)

3. Structural Equation Modeling (SEM)

4. Mediation analysis (Bootstrapping method)

Model fit indices:

eCFI 2 0.90

e RMSEA < 0.08
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e SRMR < 0.08

Structural Equation Model Specification

Structural model equations:

Human Capital = B1 (HRM Mechanism) + €1 (1)

Competitive Advantage = (2 (Human Capital) + (3 (HRM
Mechanism) + &2 (2)

Indirect effect = Bl x B2

Mediation is supported if indirect effect is significant.

Discussion

Integrated HRM systems produce synergistic effects [3;
4]. Isolated HR practices do not generate sustained advantage.

Industrial enterprises require high human capital
specificity due to technological complexity and production
interdependencies.

Strategic alignment amplifies VRIN characteristics and
reduces imitability.

Conclusion

The study confirms that the HRM mechanism functions as a
strategic architecture for developing VRIN-based human
capital. Sustainable competitive advantage 1s achieved
through integrated HR systems rather than fragmented
practices.
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