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Executive Summary 

No one can deny the growing prominence of quality management in our American culture. From 

the president of the US down through the military branches and through other government departments the 

quality message is being expounded. Indeed big business is getting the message through also by forming 

cooperative efforts with universities to produce graduates who are literate in quality management 

(Schonberger 67). 

The Malcolm Baldrige National Quality Award (here after called Award) is our nation's top Award 

for quality and human resource management (HRM) plays a large role in the implementation of a quality 

program in corporations by making up 14 % of the total points needed to receive the Award. The HRM 

department is responsible for HRM planning and evaluation, developing a high performance work system, 

employee education and training, and employee well-being and satisfaction as described in the 1995 Award 

criteria for the Award (US 46). 

This literature review looks at the way company's use HRM practices to fulfill the requirements for 

competing for the Award. These innovative practices include participative management, incentive pay 

systems, broad banding, work redesign, performance management, compensation, benefits, education & 

training, recognition, and employee well-being and job satisfaction among other things. The term "high 

performance workplace" is used to describe the use of one or more of these practices for the Award in 1995 

by merging the criteria for sections 4 .2 and 4. 4 from the 1994 Award criteria although there is no specific 

definition for the term (US 33; Frazis, Herz and Horrigan 14; Gephart 31). This paper describes the 

optimal high performance workplace. 

These are the things that companies are experimenting with as we go through a cultural shift in our 

thinking away from blaming the employees to "employees are our most important asset" and blaming the 

processes for our quality and productivity problems. 
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Introduction 

The purpose of this research is to determine which HRM systems are most effective to produce 

optimal results for manufacturing, marketing, sales, distribution, etc. The HRM department leads the 

organization towards a quality culture because they must train, restructure, redesign jobs, and update 

performance evaluation systems to reflect quality values among other things. When you have a period of 

time and a goal, how do we systematically measure our progress towards company goals and which HRM 

systems allow for improvements in these measures? 

The goal of this literature review is to break the HRM department down into its functions of 

training, compensation, performance evaluation, benefits, job design, employee recognition, and morale and 

well being to determine what is most appropriate for a quality culture. Second, I will identify how to 

measure the progress ofHRM quality indicators that are comparable across different companies using the 

criteria for the Award. 

The Award's scoring uses three broad definitions of approach, deployment, and results. Approach 

is defined as how the company addresses the item requirements or which HRM system is used considering 

appropriateness, effectiveness, and evidence of innovation as evaluation tools. For example, what type of 

compensation system does the company use and how does it support the Award requirements? "Evidence 

of innovation" is defined as the "significant and effective adaptations of approaches used in other 

applications or types of businesses" (US 69). This literature review clearly answers this question of; what 

are the best business methods to satisfy the Award's HRM criteria? 

The delimitation's of this literature review is limited to literature available during the last five 

years. It deliberately avoids the government sector, private organizations, trade associations, and 

professional societies because they are excluded from applying for the Award. I can deduce this is because 

there is no measure of productivity (traditionally based on sales per employee), or financial performance 

measures. Quality excellence in these organizations also lacks the boundaries of restraining cost for the 
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