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ABSTRACT

This study explores the impact of types of internd fit of human resource management
system on organizationd performance index, including market performance, productivity,

and financid performance. Through literature review, we build two ided types of human

resource management system, innovetive system and traditional systems respectively. In the
perspectives of configuration theory, three types of internd fit, best types fit, ided types fit
and hybrid types fit, are distinguished. We found there are pogtive relaionships between

innovative human resource management practices and organizationa performance. Generdly,
internd fit of human resource management system has sgnificant effect on organizationd

performance or 0. Among types of internd fit, the best types fit's effect is most sgnificant,
hybrid typesfit and ided typesfit have minor but ill postive effect. Our finding support the
equifinglity concept. Besdes, among the organizational performance index, market
performance and productivity have the most Sgnificant relationships with degree of internd

fit.

Keywords: human resource management system, internd fit, configurationa theory,
equifindity, resource-based theory
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