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A B S T R A C T  A R T I C L E   I N F O  

Despite an enduring interest in the effect of high-performance work practices (HPWP) on 

organizational outcomes relatively little is known about how the human resources 

practices that engage employees in a coordinated effort foster relational coordination 

competencies and further enhance organizational innovativeness. Drawing on the 

relational model of HPWP this study examined the impact of HPWP on organizational 

innovativeness through employees‘ relational coordination competencies and the 

moderating effect of environmental volatility on the relationship. Using two-wave panel 

data from 301 manufacturing companies in South Korea the results showed that HPWP 

positively influenced organizational innovativeness as measured by the number of patent 

applications with a 6-year time lag and that the link was partially mediated by 

employees‘ relational coordination competencies. The positive effect of HPWP on 

organizational innovativeness was more pronounced when market turbulence was high. 

This study adds value to the HPWP literature by revealing the importance of human 

resource practices that develop employees‘ relational coordination and communication 

competencies in achieving organizational innovativeness. Such practices are becoming 

even more crucial in today‘s complex business environment which necessitates task 

integration and employee cooperation. 
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1. INTRODUCTION 

The idea that human capital is a primary source of firm competitive advantage has increasingly gained 

prominence. The focus on human capital has led to an increased attention to high-performance work practices 

(HPWP) as ways to enhance the value of human capital. With an emphasis on high-commitment high-

involvement human resource (HR) strategies the notion of HPWP involves ―a group of separate but 

interconnected HR practices that together recruit select develop motivate and retain employees‖ (p. 77). 

Researchers  have  revealed  positive  effects  of  HPWP  on  organizational  outcomes  such  as 

productivity sales volume and financial performance. Several lines of research have further explored the causal 

mechanisms underlying the link between HPWP and firm performance. One perspective takes an approach that 

HPWP contribute to firm performance by increasing the value of human capital through the hiring of high-

caliber candidates and developing their knowledge and skills. HPWP including selective hiring rigorous training 

competitive compensation which also helps recruiting and job rotation as an opportunity to learn altogether 

ensure the attainment of high-quality human capital. Prior studies have established the human capital and 

performance link. 

A relatively new and underexplored perspective suggests that HPWP enhance firm performance by 

engaging employees in a coordinated effort and facilitating cooperation. Termed as relational coordination this 
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approach posits seven components that facilitate the coordination of highly interdependent work: communication 

that is frequent timely and accurate and focused on problem solving instead of blaming and work relationships 

based on shared goals and knowledge and mutual respect. This perspective is particularly relevant to today‘s 

business environment which necessitates task integration and employee cooperation. Extant research has 

associated relational coordination with quality efficiency and productivity. 

We combine these two perspectives and explore how HPWP that foster relational coordination and 

cooperation among employees increase the value of human capital in the form of enhanced competencies. We 

further examine how HPWP may strengthen organizational innovativeness directly and indirectly through 

increased employee relational coordination competencies. Despite the enduring interest in the impact of HR 

practices on organizational outcomes only a few studies have investigated the relationship between HR practices 

and organizational creativity and innovativeness. Moreover by specifically focusing on HPWP that facilitate 

coordination and cooperation we reveal the importance of employee relational coordination competencies in 

achieving organizational innovativeness a critical yet underexplored question. Research has shown that the need 

for relational coordination is particularly acute in settings characterized by interdependence uncertainty and time 

constraints which corresponds to the organizational innovation situation. In the increasingly unpredictable fast-

changing business environment firms equipped with innovative capabilities are the most likely to survive which 

all the more necessitates firms‘ capacity for effective relational coordination. 

We further extend our argument by examining the condition that strengthens the positive relationship 

between HPWP and organizational innovativeness. Drawing on the contingency and interactional perspectives 

that emphasize consideration of situational factors in explaining the effects of organizational characteristics on 

outcomes we explore the mediating effect of market turbulence. 

Extant research shows that turbulent market conditions necessitate firms to innovate in order to meet 

evolving market needs. We therefore assume that the positive effect of HPWP on organizational innovativeness 

would be more pronounced under the volatile environmental settings. 

This study contributes to the HPWP literature in two ways. First by incorporating both relational 

coordination and increased human capital value perspectives through which HPWP lead to organizational 

outcomes we reveal how the two perspectives can together explain the positive effects of HPWP on 

organizational innovativeness. Second although market turbulence has been found to be an external situational 

factor that has a profound impact on organizations we only have limited understanding of its effects in 

association with HPWP. We fill this gap by uncovering how turbulent market conditions strengthen the positive 

effect of HPWP on organizational innovativeness. In the following sections we present the conceptual 

background with a focus on HPWP and the relational coordination approach. We then propose that HPWP foster 

organizational innovativeness through employee relational coordination competencies. We further suggest that 

firms facing turbulent market conditions will exhibit stronger association between HPWP and organizational 

innovativeness. The next part will elaborate on the research methods and the results of the analyses. The final 

section will provide a discussion of our findings highlighting theoretical and practical implications as well as 

future research directions. 

 

2. THEORETICAL BACKGROUND AND HYPOTHESES DEVELOPMENT 

2.1. High-Performance Work Practices (HPWP) 

The notion of HPWP focuses on increasing employee productivity through empowerment and shared goals 

and information instead of managing through rules and regulations. It indicates successful HR practices 

implemented in bundles including effective performance evaluation clear performance reward linkage high-

quality training and decentralized decision-making. In particular a growing interest is in understanding the causal 

mechanisms underlying the relationship between HPWP and organizational outcomes. Such interest is based on 

the assumption that HR practices per se do not create value for organizations. Rather it is the human resources 

trained and motivated through effective HPWP that add value and bring performance gains to the organization. 

One of the key mechanisms through which HPWP help organizations achieve performance goals pertains to 

increased knowledge and skills of employees. The theory of human capital together with the resource-based view 

of the firm suggest that effective training and career development practices tend to enhance the value of human 

capital which becomes a primary resource for sustainable firm competitive advantage. For instance effective 

selection and HR development practices have been associated with increased collective human capital and firm 

performance. 

A relatively new and underexplored perspective by Gittell and colleagues proposes relational coordination 

among employees and across diverse units as another important mechanism underlying the link between HPWP 

and organizational outcomes. Relational coordination refers to ―a mutually reinforcing process of interaction and 

communication and relationships carried out for the purpose of task integration‖ (p. 301). Key components of 
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relational coordination include work relationships characterized by shared goals and knowledge and mutual 

respect together with frequent timely and accurate communication that is focused on problem-solving rather than 

blaming. 

Work relationships with such qualities are likely to enable and motivate employees to engage in a 

collaborative endeavor with efficiency and heightened productivity. More specifically shared goals and 

knowledge enable employees to heed to the overall work process and to communicate across diverse functions in 

a timely way with greater accuracy. In addition employees engaged in relational coordination tend to respect the 

contributions of others and be receptive to communication regardless of relative status which in turn reinforces 

knowledge sharing and efficient coordination. 

Certain HR practices have been noted to foster relational coordination such as interpersonal and inter-unit 

relationship building close coordination and collaboration training for teamwork shared accountability and 

rewards and collective brainstorming activities. A body of research has shown positive associations between 

these HR practices and organizational outcomes. For instance extensive communication between labor and 

management resulted in higher productivity and HR practices that encouraged the development of top 

management team social networks increased firm performance. 

We take the above two perspectives—theories of human capital and relational coordination—in explaining 

how HPWP can contribute to organizational outcomes. Our assumption rests on the idea that the potential value 

of human capital cannot be realized fully unless employees coordinate and collaborate with each other and 

achieve synergistic benefits. Given today‘s business environment with increasing complexity and uncertainty a 

deeper understanding of both pathways (i.e. relational coordination and increased value of human capital) 

through which HPWP result in organizational outcomes is warranted. 

2.2. HPWP and Organizational Innovativeness 

Prior research has revealed that HPWP are associated with positive organizational outcomes such as 

increased productivity sales volume and financial performance. In this study we specifically focus on 

organizational innovativeness as a key outcome of HPWP. Organizational innovativeness refers to ―the newness 

and meaningfulness of a firm‘s whole range of products‖ (p.  925) which ―implies a firm being proactive by 

exploring new opportunities rather than merely exploiting current strengths‖ (p. 65). We contend that HPWP 

enhance organizational innovativeness through relational coordination and collaboration among employees and 

across diverse units for a number of reasons. One of the key features of HPWP is internal knowledge and 

information dissemination through practices such as job rotation decentralized decision-making and shared 

information systems. 

Because employees are aware of interdependencies and collaborative opportunities in the organization they 

are more likely to conceive ideas for innovation. Frequent problem-solving communication based on shared 

knowledge and information can speed up the idea development and implementation processes as well. 

Considering that key innovations often result from idea-generation and cooperation that cut across organizational 

boundaries HPWP with a focus on engaging employees in a coordinated and collaborative effort are indeed 

highly likely to foster organizational innovativeness. Thus we hypothesize the following: 

Hypothesis 1 (H1). HPWP will increase organizational innovativeness. 

 

2.3. Effect of HPWP on Organizational Innovativeness via Employee Relational Coordination Competencies 

The human capital perspective of HPWP posits that effective HR practices are expected to enhance 

organizational outcomes by developing employee knowledge and skills. We take this perspective and suggest 

employee relational coordination competencies as a key mechanism between HPWP and organizational 

innovativeness. We further propose that the human capital perspective can be conceived together with the 

relational coordination perspective based on the assumption that HPWP with a focus on facilitating relational 

coordination among employees are particularly crucial in developing sustainable employee competencies. 

Especially in innovative organizations where tasks are highly interdependent uncertain and time-constrained the 

relational focus of HPWP is likely to strengthen the requisite competencies of employees and in turn increase 

organizational innovativeness. 

Our theorization that the effect of HPWP on organizational innovativeness is mediated by employee 

relational coordination competencies is based on the premise that the patterns of work interactions and 

relationships are fundamentally shaped by organizational systems and structures. For example bureaucratic 

structures and systems tend to reinforce fragmentation by functions whereas systems and structures related to 

HPWP are likely to strengthen cross-functional networks and further build the relational coordination 

competencies of employees. More specifically evaluation and reward systems based on cross-functional 

performance work processes that span functional boundaries and job rotation across diverse functional areas can 
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be considered as examples of HPWP that foster relational coordination and related competencies among 

employees. 

HR practices with a relational focus such as team-based training cross-divisional knowledge sharing and 

participative decision-making tend to develop the skills and knowledge required for highly interdependent 

collaborative tasks. For example during team-based training sessions employees frequently engage in collective 

brainstorming and decision-making activities which likely increase collaborative problem-solving skills and 

knowledge of employees. Shared goals are expected to motivate employees to engage in collaborative effort and 

contribute their ideas in order to achieve the goals thus developing the skills and knowledge required for 

performing highly interdependent tasks. These sets of collective communication and problem-solving skills are 

likely to promote the sharing of ideas and knowledge which frequently results in improved solutions and 

innovative ideas. In order to achieve desired organizational outcomes in highly interdependent and uncertain 

situations with time constraints which corresponds to the process of innovation it is necessary for firms to hinge 

on employees‘ competencies to coordinate and mutually adjust to each other‘s actions. Such competencies 

enable employees to make rapid real-time adjustments as soon as new information emerges and make 

amendments to their innovative processes or products. Thus our second hypothesis is as follows: 

Hypothesis 2 (H2). Employee relational coordination competencies will mediate the relationship between 

HPWP and organizational innovativeness such that HPWP will be positively related to employee relational 

coordination competencies which in turn will be positively related to organizational innovativeness. 

 

Figure1. depicts our research model. 

Figure 1.  Research Model. 
 

 

2.4. The Moderating Effect of Market Turbulence 

While mounting evidence shows the positive outcomes of HPWP we have little understanding of the impact 

that market environment may have on the relationship between HPWP and organizational outcomes. According 

to the contingency perspective the extent to which HR practices result in desirable organizational outcomes 

depends on contextual factors including the organizational strategy and business environment. When the chosen 

HR practices fit well with contextual factors of the firm such as its strategy to survive in a highly competitive 

market a better performance outcome is expected. In our case firms facing volatile business environments are 

likely to compete with innovative ideas and products and may implement HR practices that reinforce idea 

generation and cross-functional collaboration for innovative projects. As far as such HR practices fit with the 

firm‘s strategic orientation toward innovation they are expected to result in desired outcomes. Drawing 

additionally on the interactional perspective that suggests the importance of considering situational factors in 

explaining the effects of organizational characteristics on outcomes we explore how market turbulence may 

influence the link between HPWP and organizational innovativeness. 

A turbulent market refers to ―frequent and unpredictable changes in product preferences and customer 

needs in product and production technologies and in the competitive landscape‖ (p. 1930). Due to the constant 

changes in customer preferences and technologies it is imperative for firms to engage in ongoing innovative 

activities. Market turbulence thus triggers a strong recognition of the need to innovate and encourages an 
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organization-wide innovation effort. In this circumstance the interpersonal and inter-unit coordination orientation 

of HPWP can lead to a stronger propensity to innovate. Through shared goals participative decision-making and 

cross-divisional knowledge sharing and collaboration HPWP may speed up the innovation processes by tracking 

and sharing information about market changes and by taking advantage of the well-established coordination and 

collaboration practices for innovative outcomes. Hence we hypothesize as follows: 

Hypothesis 3 (H3). Market turbulence will strengthen the positive relationship between HPWP and 

organizational innovativeness 

 
 

Table 1. Study variables and measurement items. 

 

 

 
 

1. METHODS 

1.1. Data Collection 

Empirical data were obtained from the 3rd and 6th Human Capital Corporate Panel Survey (HCCP) 

conducted in 2009 and 2015 respectively by the Korea Research Institute for Vocational Education and Training 

(KRIVET) and by the Korean Intellectual Property Office. This survey was intended to diagnose the current 
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status or trends of HR management and corporate strategies and outcomes in Korea. The survey population 

consisted of corporations with more than 100 workers and listed in Korea Information Service (KIS) Corporate 

Data 2005. A total of 473 firms in the manufacturing sector participated in the survey and we used data from 301 

firms that had R&D units. We focused on the firms in the manufacturing sector with R&D units where 

organizational innovativeness was relevant and critical. Innovative manufacturing firms around the world have 

been reported to adopt organization-wide quality management tools and techniques which often lead to the 

development and launch of new processes and innovative products. 

The multi-source HCCP data set asked each corporate director and manager to respond to a separate section 

in the survey of each company. For instance human resource management (HRM) managers responded to items 

related to HRM systems whereas human resource development (HRD) managers answered training-related and 

employee competencies items. Overall business strategy and firm environment information was obtained from 

strategic planning directors. 

1.2. Measurement 

Organizational innovativeness. We measured organizational innovativeness by counting the number of 

patent applications in the year 2015 based on the data provided by the Korean Intellectual Property Office. The 

time point of 2015 is about six years after HPWP employee relational coordination competencies and market 

turbulence were measured using the 2009 HCCP data set. 

High-performance work practices. Six categories of HPWP were measured based on Gittell and colleagues‘ 

study (see Table1). We took the average score of the six categories because each category interacts with each 

other and a synergistic effect was expected. 

Employee relational coordination competencies. We measured employee relational coordination 

competencies as the average of communication skills resource utilization skills and interpersonal skills. The 

Cronbach alpha was 0.76. 

Market turbulence. We measured market turbulence as the average of market innovativeness market leader 

strategy and emphasis on new product development. The Cronbach alpha was 0.6. Control variables. Firm size 

foreign ownership strategic alliance and corporate governance variables were included to control for the effects 

on the number of patent applications. The firm  size of less than 300 employees is regarded as an SME (coded as 

‗0‘) and that of more than 300 was coded as ‗1‘. Foreign investment has been found to influence firm 

performance. Therefore firms with foreign ownership were coded as ‗1‘ and otherwise ‗0‘. Corporate governance 

is divided into firms run by owners and those run by professional executives. If the owner managed the entire 

firm or the owner‘s involvement in management was considerably large we coded it as ‗0‘. If professional 

executives completely managed the firm with little involvement of the owner we coded it as ‗1‘. Finally strategic 

alliances tend to enhance firms‘ creative performance by fostering cooperation between firms. Therefore firms 

with strategic alliances are coded as ‗1‘ and otherwise ‗0‘. Table1 displays measurement items of study variables 

and Table2shows means standard deviations and correlations for the variable 

 

Table 2. Means standard deviations and correlations. 

 
 

 

2. RESULTS 

The variance inflation factors (VIF) showed that no correlations were above 1.0. Thus all the variables are 

included in the analysis. Table3 presents the main regression results. The baseline model (M0) contains control 

variables which are all significant at p < 0.05. M1 shows that the effect of HPWP on number of patent 

applications is positive and significant (β = 11.974 p < 0.01); thus Hypothesis 1 is supported. Further market 

turbulence has a positive moderation effect (β = 13.135 p < 0.01) thereby supporting Hypothesis 3. F-values of 
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all three models are significant and adjusted R- squared values are acceptable indicating that the multivariate 

regression models are robust. 

 

Table 3. Regression results for H1 and H3. 

 

 
 

As shown in Tables4 and 5 we performed two tests to investigate the mediation effect of employee 

relational coordination competencies between HPWP and the number of patent applications. First we followed 

the three-step analysis procedure (Table4). In the first step we found that HPWP was positively and significantly 

associated with the number of patent applications (β = 11.974 p < 0.01). In the second step the mediator 

(employee relational coordination competencies) was positively and significantly associated with HPWP (β = 

0.030 p < 0.01). In the third step the mediator had a significant effect on the number of patent applications even 

after controlling for the effect of HPWP (β = 10.966 p < 0.01). The value of β between HPWP and number of 

patent applications decreased from the first step to the third step indicating a partial mediation effect of employee 

relational coordination competencies. Hence Hypothesis 2 was partially supported. 

In addition we conducted a bootstrapping analysis to confirm the mediation effect of employee relational 

coordination competencies. Bootstrapping uses the information gathered through a number of resamplings to 

estimate the distribution of population. The number of resamplings for bootstrapping was 5000 and we used a 

bias-corrected confidence intervals method. The mediation effect was significant because the 95% confidence 

interval (CI) did not include 0 (upper level CI (ULCI): 3.186; lower level CI (LLCI): 0.204). Table5 presents the 

bootstrapping analysis results. 

 

Table 4. Mediation analysis results for H2. 
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Table 5. Bootstrapping of the mediation effect of employee relational coordination competencies. 

 

 
 
 

3. DISCUSSION: THE RELATION AMONG HPWP RELATIONAL COORDINATION 

COMPETENCIES MARKET TURBULENCE AND OPEN INNOVATION 

The present study investigated the effect of HPWP on organizational innovativeness through employee 

relational coordination competencies and examined how market turbulence strengthened the positive relationship 

between HPWP and organizational innovativeness. 

We found that HPWP positively influenced organizational innovativeness measured by the number of 

patent applications with a 6-year time lag and that the link was partially mediated by employees‘ relational 

coordination competencies. HPWP with a relational focus puts emphasis on cross-functional cooperation and the 

sharing of knowledge and goals which allows efficient detection of customer demand continued improvement of 

innovation processes and creative idea generation and implementation. These altogether have been found 

essential to product and process innovation and to organizational innovativeness in our case. Our finding 

underscores the importance of developing employee skills and knowledge required for highly interdependent 

collaborative tasks with uncertainty and time-constraints. HPWP involving training sessions with collective 

brainstorming and problem-solving cross-departmental R&D practices collective incentive systems and 

knowledge and goal sharing cultivate employee competencies for coordination and mutual adjustment which 

leads to organizational innovativeness. With the advancement of open platforms and information technology a 

growing number of firms engage in open innovation practices through which internal and external resources are 

absorbed and combined. Employees‘ relational coordination competencies can play an important role in the open 

innovation context by facilitating cross-organizational or cross-societal coordination and collaboration. 

In addition our results revealed that the positive effect of HPWP on organizational innovativeness was more 

pronounced when market turbulence was high. Since market turbulence triggers a strong need to innovate 

organizations with HPWP are more likely to readily engage in interpersonal and inter-unit coordination and a 

collaborative effort for innovation thus leading to organizational innovativeness. HR practices including cross-

departmental knowledge sharing collective training and participative decision-making may speed up the 

innovative processes especially under the volatile market environment by orienting employees‘ collective efforts 

toward innovation. 

 

4. CONCLUSIONS 

4.1. Theoretical Implications 

The findings from our study contribute to the HPWP and relational coordination literature in several ways. 

First we integrated the two mechanisms that explain how HPWP influence firm performance one by increased 

value of human capital through knowledge and competency development and the other by increased coordination 

and cooperation. Combining these two perspectives we proposed that HPWP foster relational coordination and 

cooperation practices among employees which leads to employee relational coordination competencies. 

Consistent with the human capital approach to HPWP the current study argued that it is not the HRM system per 

se that leads to organizational outcomes. It is rather the work practices and employee competencies enabled and 

nurtured through the HRM system that bring about tangible organizational outcomes. By integrating the two 

approaches to HPWP and proposing employee relational coordination competencies as a critical explanatory 

mechanism this study attempted to expand the vast body of literature on HPWP and relational coordination. 

Furthermore we verified the importance of relational coordination competencies in the context of the 

manufacturing industry with an R&D and innovation focus. This finding adds to the extant studies on relational 

coordination conducted mostly in the healthcare and airline industries as well as in the financial services 

industry. 

Second we revealed that the link between HPWP and organizational innovativeness was partially mediated 

by employee relational coordination competencies indicating the importance of coordination and cooperation in 

today‘s fast-paced business environment. Our findings contribute to the growing research interest in 

understanding the mechanisms that associate HPWP and organizational outcomes. Moreover we fill the gap in 
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the literature by uncovering the role HPWP and relational coordination competencies play in organizational 

innovativeness a critical yet unanswered question. Our finding is highly relevant given current business interests 

in innovation as a means to seize new opportunities to grow and outperform global competitors. A relevant 

notion is the innovation capability of the firm which refers to the ability to mobilize and combine existing 

knowledge to create new knowledge. Employee relational coordination competencies characterized by sharing of 

goals and knowledge with mutual respect and effective communication have the potential to provide a solid basis 

for a firm‘s innovation capability. Future research may extend the present study by exploring how employee 

collaborative effort and relational coordination competencies lead to different kinds of organizational outcomes 

such as productivity or voluntary turnover rate. 

Finally consistent with the contingency as well as the interactional perspective our findings show how 

contextual factors influence the effects of HPWP on organizational innovativeness. Although external situational 

factors such as market turbulence are known to have a profound impact on organizations our understanding of its 

interactive effects with HPWP has been limited both theoretically and empirically. The present study took a step 

toward filling the gap by showing a positive moderation effect of market turbulence on the relationship between 

HPWP and organizational innovativeness. We encourage researchers to further investigate additional external or 

internal contingencies that influence the effectiveness of HPWP. For example economies with an open-

innovation orientation are likely to create a business environment that fosters firms‘ innovative efforts. Start-ups 

small and medium-sized enterprises or social entrepreneurs with governmental support may innovate through 

open connections. In such economies the link between HPWP and organizational innovativeness may become 

stronger. In addition government policies on work–life balance can be suggested as potential moderators. The 

implementation of flexible time arrangements or parental leave policies may be more effective when combined 

with the government‘s legal support and policies for employee work–life balance leading to increased levels of 

employee well-being satisfaction and organizational productivity. 

4.2. Practical Implications 

Our findings have implications for business practice. Given that innovations often require cross-team or 

cross-departmental collaboration to succeed employee engagement in collaborative effort becomes crucial in 

organizational innovative processes. Hence managers need to pay greater attention to the human resource 

practices that facilitate coordination and collaboration. For instance the practices of job rotation and 

decentralized decision-making are likely to foster knowledge and information sharing which speeds up the idea 

development and implementation activities. Team-based training and collective brainstorming sessions can also 

nurture skills and competencies required for collaborative tasks. Indeed innovation researchers have suggested 

that implementation and generation of innovative practices and products can be maximized by HR practices that 

reinforce cross-functional collaborative opportunities and skills. 

More generally a growing number of studies recommend ways to attain intended organizational goals 

through relational coordination practices and employee competencies. Structural interventions such as measuring 

team performance and developing shared information systems as well as work process interventions including 

proactive conflict resolution and collective assessment of the current state are some of the examples. 

4.3. Limitations and Future Research Directions 

The current study is not without limitations which suggest interesting avenues for future research. First our 

measurement of employee relational coordination competencies consisted of three items (i.e. communication 

resource utilization and interpersonal skills) that focus on a set of skills and competencies potentially developed 

and nurtured through the relational coordination interactions and relationships. Although the three-item 

competency measurement is grounded on the key components of relational coordination such as effective 

communication and mutual respect that enable effective use of organizational resources future research may try 

to reflect the full seven components of relational coordination (i.e. knowledge and goal sharing skills accurate 

communication skills etc.) in the measure. 

Second organizational innovativeness as the outcome variable can be criticized as being a distal indicator of 

the effects of relational coordination competencies. Prior studies on relational coordination have assessed its 

impact mostly on operational outcomes such as productivity and quality on the rationale that such interactions 

are likely to be present at the workplace level rather than at the organization level. However because the current 

study adopts a longitudinal approach with firms as our unit of analysis and HPWP operative at the firm level the 

level of relational coordination competencies and the resulting level of innovativeness are expected to be 

different across different firms. Nevertheless it would be an interesting research avenue to explore how everyday 

relational coordination routines influence proximal outcomes that indicate innovativeness at the operational 

level. 

Third although we studied market turbulence as a moderator indicating the strategic orientation of the firm 

one may argue that it can be viewed as an antecedent of HPWP. In other words the extent of firm value put on 

market competitiveness and innovativeness can determine the degree of financial resources and commitment for 
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the implementation of HPWP with a relational coordination focus. Indeed it has been suggested that business and 

strategic initiatives tend to influence the design of HRM systems. Hence future research may empirically test 

market turbulence or firms‘ strategic orientations as a triggering factor that leads to the implementation of 

HPWP. 

Finally the study sample mainly consisted of manufacturing firms with R&D units in Korea. Although our 

research was conducted in a setting where relational coordination competencies and organizational 

innovativeness were relevant and critical subsequent studies may be conducted in other cultural or industrial 

contexts to corroborate the external validity of the findings. 
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