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Abstract: This study aims to explore the evolution of the human resources field in Western 

academia during the 1970s and 1980s, focusing on the trends in research topics across 

different decades. The analysis utilizes citation co-citation analysis, multivariate statistical 

analysis, and social network analysis. The research data were drawn from the Web of Science 

(WoS) database, comprising 1278 documents. By distinguishing between different time 

periods, the study identifies shifts in the field across two distinct time frames, visualized 

through multidimensional scaling maps. The results indicate that the 1970s were dominated 

by seven major research streams, while the 1980s introduced eight research streams, with 

“human resources” emerging for the first time as a prominent research frontier. The volume 

of literature, co-citation frequency, and citation counts all increased over time, reflecting the 

growing vibrancy and expanding scope of research in the field. Although citation co-citation 

analysis provides objective quantitative insights, issues such as the purpose of citations, the 

extent to which cited documents influence citing documents, and the varying layers of 

citation impact may introduce potential errors in the co-citation analysis results. 

Keywords: human resources; bibliometric co-citation; knowledge mapping; discipline 

evolution; research frontier 

1. Introduction 

The concept of human resources was first introduced and clearly defined by 

Drucker in 1954 (Drucker, 2007). However, it was not until the 1990s that human 

resource management (HRM) theory made significant strides in practice and became 

widely accepted by business organizations. Over time, HRM gradually replaced 

traditional personnel management, leading to the continuous development and 

maturation of new theories. This evolution underscores the discipline’s growing 

impact within the social sciences (Marciano, 1995). HRM has evolved through 

several stages: traditional personnel management, HRM, human resource 

development and management, and strategic HRM. Contemporary organizations 

emphasize management practices such as talent recruitment, selection, development, 

utilization, and retention, viewing employees as human capital and strategic 

resources, which enhances organizational competitive advantage (Barney et al., 

2001; Ulrich, 1998). Additionally, Casey and McMillan (2008) found in their review 

of industrial development and labor relations from 1974 to 2006 that the importance 

of HRM has steadily increased. 

As any discipline matures, new branches typically emerge within its research 

field. In exploring these branches, two common research approaches are often 

observed. One approach involves qualitative research methods to review the 

literature, while the other employs quantitative methods, such as bibliometrics, 

scientometrics, or informetrics, to analyze literature, authors, publications, keywords, 
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and other knowledge carriers. These methods help analyze the internal mechanisms 

of the discipline’s system, track its growth and evolution, reveal its development, 

identify key research frontiers, and predict trends and activity patterns (Fang and 

Fang, 2022; Liu et al., 2008; Trujillo and Long, 2018). 

The purpose of this study is to review HRM in the 1970s and 1980s by creating 

a knowledge map and analyzing the academic sources cited during that period. The 

study aims to uncover the development processes, structures, trends, and 

relationships between various node networks, using both static and dynamic 

diagrams to extract implicit or potentially useful knowledge. This approach is dual in 

nature, serving as both a visualized knowledge graphic and a serializable knowledge 

lineage. It reveals the activities between knowledge flows or clusters in HRM while 

illustrating the networks, interactions, intersections, and evolution of the discipline’s 

structural changes. This reflects the key components of knowledge inheritance and 

diffusion (Liu et al., 2008). The graphical representation concretely reflects the 

discipline’s characteristics and inherent value, complementing and enhancing the 

results derived from qualitative research. 

Thus, the knowledge map generated through co-citation analysis will assist the 

HRM discipline in understanding the areas, responsibilities, professions, and 

academic positions it has rapidly developed over time. These findings have 

significant academic value. The research results will reveal evolutionary processes 

across different periods, identify the most influential research fronts and emerging 

subfields, and reflect the discipline’s knowledge structure, theories, issues, and 

changes. They will also provide insights into future research trends in the field and 

offer a comprehensive knowledge map for newcomers to quickly grasp the overall 

body of knowledge in this domain. Therefore, the objectives of this study are as 

follows: 

To explore the evolution of the clustering distribution (research themes) within 

the HRM discipline in the 1970s and 1980s. 

To identify the most influential research fronts and newly active subfields 

during that period through knowledge mapping. 

To provide a rapid understanding of the HRM discipline’s knowledge system 

from a macro perspective for entry-level researchers or non-HRM scholars and 

experts. 

2. Literature review 

2.1. Current research status of HRM 

As the field of HRM continues to grow rapidly, it becomes increasingly 

difficult to explore the dynamic evolution of the discipline using traditional methods 

such as literature reviews and content analysis. HRM is not a static field; new 

research areas are constantly emerging. Therefore, to investigate its evolution and 

predict future development trends, a scientific, objective, and effective approach is 

required. Bibliometrics offers valuable data on the transmission of academic 

networks and the circulation of knowledge concepts, highlighting the fundamental 

drivers behind a discipline’s internal innovations, external branching, or widespread 

dissemination. Co-citation analysis, a key tool in bibliometrics, plays a significant 
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role in quantitative research. It uncovers the relationships between newer and earlier 

literature based on mutual citation patterns. By examining these citation and co-

citation relationships, one can better understand the connections and developments 

between different disciplinary areas and the process of literature dissemination. This, 

in turn, helps to elucidate the current state of research and predict future trends 

(Trujillo and Long, 2018). 

Previous HRM research has commonly focused on reviews and prospects (Liu 

and Deng, 2009; Wang and Zhang, 2017), organizational culture and group 

characteristics (Song et al., 2018), enhancing organizational performance (Cui et al., 

2020), strategic human resource management (She and Zhang, 2016), and 

competency analysis (Zhao et al., 2019), among others. In recent years, there has 

been a growing trend of research specifically utilizing bibliometric methods. For 

example, studies have focused on the relationship between artificial intelligence (AI) 

and human resource management (HRM) (França et al., 2023). García-Lillo et al. 

(2016) analyzed journal articles published in the International Journal of Human 

Resource Management from 2000 to 2012 to explore HRM’s knowledge structure 

during that period. Contreras et al. (2024) examined 284 academic papers published 

between 2001 and 2022, discussing HRM and digitalization, with the aim of 

analyzing the development, status, and trends of HRM’s digital transformation. Kişi 

(2023) analyzed 786 articles published between 2002 and 2022 concerning the 

antecedents and consequences of employee engagement. Chae et al. (2020) 

employed co-citation analysis with keywords to examine 1158 research papers 

published in three major HRM journals in Korea from 2007 to 2018. Interestingly, 

co-citation analysis methods are frequently applied in other research fields, reflecting 

the strength of those fields. The use of bibliometric methods in HRM to explore the 

evolution of the discipline over different periods is widely recognized as an essential 

and indispensable method for contributing to the field’s development. It is also an 

innovative approach that helps reflect the core knowledge within the discipline. 

From the above discussion, it is evident that the research samples primarily 

stem from two approaches. The first involves searching for journals and literature 

indexed in a specific academic database, defining a time frame for the search, and 

using keyword searches. The second approach focuses on analyzing articles 

published within a particular time frame in a specific HRM journal indexed in an 

academic database. The first approach employs keyword searches across the entire 

academic database, spanning multiple journals, to gather samples related to a 

specific topic in the research design. However, these samples may cover a broad 

HRM domain and will require further filtering. In contrast, the second approach 

directly analyzes articles published within a defined time frame in a dedicated HRM 

journal, thus reducing the need to filter out non-HRM-related articles. Both methods 

have their advantages. However, to date, we have not come across any earlier 

research that uses bibliometric methods to analyze the development process and 

knowledge structure of HRM during periods such as the 1970s and 1980s. This 

research fills that gap. 
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2.2. Co-citation analysis 

Co-citation analysis helps reveal the knowledge structure of a specific research 

field, offering insights into how literature evolves over time and identifying potential 

emerging trends. It encompasses two main aspects: first, it relates to the impact of 

scientific advancements, with contributions evaluated based on the frequency of 

citations; second, it is presented graphically, using visual representations to depict 

the scientific structure of the research field, including its theories and knowledge 

(Noyons et al., 1999). 

The co-citation theory in bibliometrics was proposed by Small (1973) and 

Marshakova (1973) while studying the citation structure and classification of 

literature. This theory is a scientific mapping technique used to show whether cited 

publications, authors, or journals are referenced by other publications in a database. 

The more frequently they are co-cited, the stronger the connections in the scientific 

map. It refers to the relationship between two (or more) documents when they are 

both cited by another document. In this case, the two documents (the cited 

documents) share a thematic or conceptual relationship. Specifically, if documents A 

and B, regardless of their publication dates, are both cited by later works, they are 

said to have a co-citation relationship. The more frequently they are co-cited, the 

higher the relevance of their content. By comparing them over different periods, 

changes in the development patterns of disciplinary themes can be identified. This 

creates a measurable connection between the two articles (Trujillo and Long, 2018). 

Co-citation analysis is a quantitative technique that analyzes the co-citation 

relationships of representative literature within a discipline. Typically, co-citation 

matrices are formed using scientometric software, and tools such as SPSS for 

multivariate analysis and UCINET for calculating centrality are employed to 

visualize the relationships between documents through multidimensional scaling 

(MDS) and social network diagrams (Jiang and Chen, 2010; Sainaghi et al., 2019; 

Wang and Zhu, 2019). This process simplifies the complex co-citation relationships 

among numerous objects into fewer relationships within clusters and calculates the 

connection values between clusters, creating a cluster knowledge map. It provides 

researchers with a clear and efficient way to visualize potential and hidden 

knowledge structures, evolution, and progress within a particular subject, as well as 

the development trends of academic thought (Small et al.,1985). 

Co-citation analysis involves three main entities: Documents, authors, and 

journals. This method is typically divided into Document Co-citation Analysis 

(DCA), Journal Co-citation Analysis (JCA), and Author Co-citation Analysis 

(ACA). DCA involves examining co-citation-related clusters, network groups, and 

their evolution, highlighting the structural relationships between co-cited references. 

It reflects the research fields, development trends, and core literature within a 

discipline. JCA focuses on journals as the basic unit, establishing co-citation 

relationships and their intensity to determine the disciplinary nature of journals and 

identify core journals. ACA helps in understanding the authors within a given field, 

tracking changes in author groups, and inferring the development trends of the 

discipline (White and McCain, 1998). Therefore, co-citation analysis emphasizes the 

similarities between co-cited documents, authors, or journals, making it a powerful 
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tool for identifying the core literature, authors, and research topics within a 

discipline, as well as for mapping the knowledge structure of that discipline 

(McCain, 1990). 

However, ACA and JCA primarily treat individuals and publishing institutions 

as the basic units of analysis, which leads to viewing them as independent 

knowledge production entities. This approach makes it more difficult to observe the 

status of community activities and the dialogical relationships between different 

clusters within an entire discipline (Su, 2004). In contrast, DCA establishes co-

citation network relationships based on cited documents as the basic unit, grouping a 

large number of documents into clusters through citation relationships. This forms a 

disciplinary cluster network that reflects the connections and structural 

characteristics of disciplinary knowledge, revealing the development trends and 

changes in the relationships between different areas of knowledge within a field. 

This method has been widely applied across various disciplines to clarify their 

development, including HRM (Yang et al., 2022), strategic management (Rollnik-

Sadowska and Grabińska, 2024), talent training, and employee engagement (Espina-

Romero et al., 2023; Kişi, 2023). 

3. Research design and methods 

3.1. Sample data source 

Data were collected from the Web of Science (WoS) database, focusing on 

HRM literature published during the 1970s and 1980s. Three authoritative, long-

established, and representative journals in the field were selected: Human Resource 

Management, Personnel Review, and Public Personnel Management. The earliest 

publication year was 1972, from Public Personnel Management, followed by 

Personnel Review in 1975, and Human Resource Management again in 1985. A total 

of 1278 journal articles were retrieved, including 542 articles from the 1970s (1970–

1979) and 736 articles from the 1980s (1980–1989), as shown in Table 1. 

Table 1. Year of publication and number of journal articles indexed in the three 

sample journals. 

Journal Name Database Coverage 1970–1979 1980–1989 Total 

Human Resource Management (HRM) 1985-present  115 115 

Personnel Review (PR) 1975-present 132 217 349 

Public Personnel Management (PPM) 1972-present 410 404 814 

Total  542 736 1278 

Note: The count includes only article publications. 

These three journals provide an objective and comprehensive reflection of 

HRM’s development during the respective periods. The 2023 Impact Factors for 

these journals were 7.59, 5.35, and 4.99, respectively (Resurchify, 2024a, 2024b, 

2024c). To capture the evolution across two distinct periods (the 1970s and 1980s) 

and facilitate the dialogue between the literature, this study divides the timeframes 

into the commonly accepted decade units: 1970–1979 as the 1970s and 1980–1989 

as the 1980s. 



Human Resources Management and Services 2025, 7(1), 3578.  

6 

3.2. Data analysis methods 

The first step involved using scientometric software Bibexcel to compute the 

co-citation matrix, which measures the strength of co-citation between articles. 

Subsequently, SPSS software was employed for Pearson correlation analysis, cluster 

analysis, MDS, and factor analysis. These methods were used to reveal the spatial 

relationships and degrees of association between the analyzed objects. Specifically, 

cluster analysis and MDS were applied to represent the analyzed objects as nodes on 

a plane. Based on the results of factor analysis, these nodes were grouped into 

clusters. The final analysis examined the relationships between the nodes, clusters, 

and sub-clusters (Andrews, 2003). 

Factor analysis is used to identify the underlying structure of variables and 

simplify the observations while explaining the interrelationships among variables. It 

also uncovers latent variables that may influence observed changes. In this study, 

principal component analysis (PCA) was employed as part of the factor analysis, 

with the maximum variance method used for rotation. This method is suitable for the 

co-citation analysis matrix and helps generate thematic profiles, which highlight the 

distribution density of the study subjects (Chen et al., 2005). 

Cluster analysis groups samples with similar characteristics into the same 

cluster, based on their proximity. Samples that are closer together are considered 

more similar. The number of clusters is typically determined by the number of 

principal factors extracted from the factor analysis. This remains an unresolved 

challenge in cluster analysis, as the aim of co-citation analysis is not to test the 

number of clusters, but to provide information for further discussion. Consequently, 

most studies use the number of factors extracted from the factor analysis to 

determine the number of clusters (Andrews, 2003). In this study, hierarchical cluster 

analysis, cluster variables, and Euclidean distance were used to group similar objects 

into different categories. 

MDS is used to calculate distance data (i.e., dissimilarity data) to identify the 

consistency between similar or dissimilar events. By applying cluster analysis, MDS 

assigns higher similarity or variance within the same cluster, representing the degree 

of similarity in statistical terms. Based on this, variables or individuals are grouped 

into different categories, with nodes representing their relative positions. The closer 

the distance between two nodes, the more closely they are related, and the more 

central their position in the map. Conversely, more dissimilar objects will be placed 

further apart on the periphery (Chen, 2005). 

MDS analysis must ensure that the stress and RSQ values fall within a 

reasonable range to successfully explain the similarity between objects. Stress refers 

to the stress coefficient, and the lower the value, the better the fit. According to 

Kruskal (1964), when the stress coefficient is 0, the fit between the dimensions is 

perfect. A value of 0.025 indicates an excellent fit, 0.05 indicates a good fit, 0.10 

indicates a fair fit, and values greater than 0.20 indicate a poor fit. Therefore, the 

smaller the stress coefficient, the better the fit between the map and the original data. 

RSQ represents the square of the correlation coefficient between distances (R-

squared), which indicates the proportion of variance explained. A higher RSQ value 

signifies better explanatory power of the dimensions (Huang, 2001). In other words, 



Human Resources Management and Services 2025, 7(1), 3578.  

7 

the stress coefficient and the dimensional fit are inversely related: a higher stress 

coefficient indicates a poorer dimensional fit. 

Through this aggregated two-dimensional spatial map, the closeness and 

relative positions of the objects can be intuitively observed. Relationships that are 

more closely associated are grouped together, and the types of connections between 

variables can be explained. This method aggregates similar objects into distinct 

groups, helping to identify the fields of each research cluster. 

3.3. Data execution steps 

First, for the 1278 articles, any inconsistencies in author names and references 

were identified and corrected to ensure the accuracy of both author and document 

names, thereby improving the precision of the analysis data. The bibliometric co-

citation matrix was then constructed using the scientometric software Bibexcel, 

which analyzes the co-citation frequency matrices of literature across different time 

periods. There are generally three methods for determining the threshold: the 

researcher’s own experience, the recommendations of Price (1965), and the upper 

and lower bounds of Zipf’s law (Donohue, 1974). After conducting multiple tests 

with these methods and considering the differences in cumulative co-citation 

frequency distributions and the specific research context for the two time periods 

(the 1970s and 1980s), this study ultimately selected 27–51 high-frequency 

keywords as the basis for determining the sample size. 

Since the focus of co-citation analysis is not on citation counts but on the 

similarity between documents, the co-citation frequency matrix was transformed into 

a similarity matrix using Pearson correlation coefficients in SPSS. This 

transformation resulted in the co-citation analysis matrix, which guided cluster 

analysis and eliminated discrepancies caused by citation frequency differences. This 

ensured that high-frequency and low-frequency citations did not disproportionately 

influence the analysis, facilitating easier visualization and interpretation of the 

knowledge graph (McCain, 1990). The correlation coefficients were then used to 

conduct cluster analysis, MDS, and factor analysis, the most commonly used 

methods in co-citation analysis. Similarity is measured by the correlation coefficient, 

where a stronger positive correlation indicates that two journals have more similar 

research fields or perspectives, suggesting a closer disciplinary knowledge 

background. 

Following the application of cluster analysis, MDS, and factor analysis, MDS 

maps of the HRM discipline during different periods were generated. Additionally, 

UCINET and NetDraw software were used to calculate the centrality of the 

literature, identifying the key clusters and core articles within the discipline. 

Frequency and centrality are not always strongly correlated (Chen, 2011). From a 

knowledge theory perspective, key nodes are articles or topics that significantly 

influence other nodes within a specific period. These works present major theories or 

innovative concepts and play an important role in shaping new research frontiers. 

4. The evolution of the HRM discipline and discussion 

4.1. HRM in the 1970s 
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In the 1970s, a total of 542 papers and 5,206 references were published, with 

the highest citation frequency reaching 10. Of these, 27 papers, each with a citation 

frequency greater than 4, were selected for analysis. This analysis revealed seven 

principal component factors, which formed seven clusters. The clusters were further 

analyzed using MDS, resulting in a knowledge map of human resource studies for 

that period. The Stress and RSQ values of the graph were 0.16983 and 0.85882, 

respectively (as shown in Figure 1). The seven principal components together 

explained 86.788% of the variance, with the first factor explaining 19.261%, the 

second 18.801%, and the third 14.626%. The fourth through seventh factors 

accounted for 12.561%, 9.626%, 6.614%, and 5.30%, respectively. The first three 

factors cumulatively explained 52.688% of the variance, indicating that the research 

frontiers they represented were the most prominent during the 1970s. 

 

Figure 1. Knowledge map of HRM discipline in the 1970s. 

Note: The points in the figure are simplified with the code “R” followed by a number to avoid 

overlapping text due to long document titles. 

The MDS map clearly illustrates the co-citation relationships among the 

literature, forming seven distinct clusters. During this period, due to the relatively 

low number of co-citations, the spatial distribution on the map appears more 

scattered. Based on the clustering results, the top three clusters are “Cluster 2”, 

which includes 9 nodes, and “Cluster 3” and “Cluster 5”, each containing 4 nodes. 

From the perspective of related disciplines, “Cluster 1” focuses primarily on topics 

such as employment discrimination, industrial relations, and addressing racial 

discrimination within companies. “Cluster 2” pertains to effective management and 

includes fields like business, management, and applied psychology, addressing 

issues such as behavior, motivation, attitudes, and performance. “Cluster 3” centers 

on goal management. “Cluster 4” covers cognitive and behavioral theories, as well as 

labor negotiations. “Cluster 5” focuses on work motivation. “Cluster 6” pertains to 

training and development, while “Cluster 7” deals with organizational psychology 

and the study of public sector organizations. 

It is evident that the main research topics in HRM during the 1970s included 

labor relations and racial discrimination, effective management, goal management, 
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cognitive and behavioral theories, labor negotiations, work motivation, training 

development, organizational psychology, and public sector organizations. The 

number of papers in “Cluster 2”, “Cluster 3”, and “Cluster 5” was notably higher 

than in the other clusters, suggesting that effective management, goal management, 

and work motivation were the primary knowledge sources during the 1970s. From 

the perspective of centrality, core literature, and the network’s edge perspective, the 

top five works in “Cluster 2” and “Cluster 5” contributed more than those from other 

clusters. 

The 27 representative co-cited papers from this period included 20 books, 4 

journal articles, and 3 legal documents, with books being the primary source of 

knowledge references. The top five central works were R13 and R25 from “Cluster 

5”, and R07, R03, and R14 from “Cluster 2” (as shown in Table 2). These works had 

the strongest connections and were core documents that helped construct the entire 

network. They also represent the most important literature and research frontiers in 

human resources during the 1970s. 

Table 2. Top five core articles from the 1970. 

Centrality Frequency Literature Author(s) Publication Year Cluster Code 

16 10 The motivation to work. Herzberg, F. 1959 
5 

R13 

12 5 Work motivation. Vroom, V. H. 1964 R25 

11 10 Managerial behavior, performance, and effectiveness. Campbell, J. P. et al. 1970 

2 

R07 

10 5 The managerial grid. 
Blake, R. R. and Mouton, 

J. S. 
1964 R03 

8 4 Work and the nature of man. Herzberg, F. 1966 R14 

4.2. HRM in the 1980s 

In the 1980s, a total of 736 papers and 12,974 references were published, with 

the highest citation frequency reaching 36. A total of 51 papers, each cited more than 

six times, were selected for analysis. Using the same analytical approach as in the 

previous period, eight principal component factors were identified, forming eight 

clusters. These clusters were then combined with MDS to create the knowledge map 

for the discipline during this period. The Stress and RSQ values of the graph were 

0.12770 and 0.92425, respectively (as shown in Figure 2). The eight principal 

components together explained 85.498% of the variance. The variance explained by 

each factor was as follows: the first factor accounted for 30.954%, the second for 

19.830%, the third for 9.595%, the fourth for 7.219%, the fifth for 5.569%, the sixth 

for 5.250%, the seventh for 3.926%, and the eighth for 3.154%. The first three 

factors cumulatively explained 60.379% of the variance, indicating that the research 

frontiers they represented were the most prominent during this period. The node 

density in Figure 2 is much more concentrated than in the previous period, with 

greater similarity between the domains of the literature. Over time, the research 

topics gradually shifted from being diverse to more focused. 

During the 1980s, the number of co-citations increased significantly compared 

to the previous period. From the perspective of related disciplines, the clusters are as 

follows: “Cluster 1” primarily explores topics such as corporate culture, 
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organizational change, innovative management, business process reengineering, 

strategic HRM, career development, compensation, behavioral theory, and labor 

negotiations. “Cluster 2” focuses on excellence, innovative management, action-

oriented organizations, corporate culture, production efficiency, organizational 

structure, change management, cross-cultural issues, and work motivation. “Cluster 

3” involves innovation management, public administration, flexible organizations, 

and employee performance evaluation. “Cluster 4” addresses HRM, performance 

evaluation, competency grading, compensation, and organizational effectiveness. 

“Cluster 5” is concerned with effective management, leadership decision-making, 

organizational management, and work motivation. “Cluster 6” focuses on gender 

segregation and gender equality. “Cluster 7” deals with competitive strategy. 

“Cluster 8” pertains to public sector organizations. 

 

Figure 2. Knowledge map of HRM Discipline in the 1980s. 

Note: The points in the figure are simplified with the code “R” followed by a number to avoid 

overlapping text due to long document titles. 

The research results map shows that many clusters represent cross-subfield 

research, focusing on specific topics or theories. Many scholars concentrated on 

areas such as organizational management, organizational structure, corporate culture, 

production efficiency, employee performance, behavioral theory, and labor 

negotiations. These clusters were formed based on research in these areas. 

The significant increase in co-citations during this period created a more 

complex co-citation network. This suggests that the research content of the discipline 

became more active and enriched, with the scope of research continually expanding. 

Comparing this with the MDS map in Figure 2, it is evident that the clusters were 

not static but rather dynamically interconnected. The number of articles in “Cluster 

1”, “Cluster 2”, and “Cluster 4” was notably higher than in the other clusters, 

indicating that these were the major sources of knowledge and research frontiers at 

the time. 

During this period, the focus of research shifted. The dominant topic of 

“effective management”, which had been the most influential in the 1970s, dropped 

to fourth place. The scale of “Cluster 1”, “Cluster 2”, and “Cluster 4” was 

significantly larger than that of other clusters, indicating substantial progress 
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compared to the previous phase. The content covered a broader range of disciplinary 

theories. For example, the term “human resources” made its first appearance, 

contributing to the rapid development of the field and becoming the central research 

frontier of the 1980s. Furthermore, the research area of “racial discrimination”, 

which had been prominent in the 1970s, was no longer present. Instead, new areas 

such as “gender equality”, “competitive strategy”. and “public sector organizations” 

emerged. This shift signifies a clearer focus on the core research areas of HRM, 

establishing a foundational knowledge base for the discipline and highlighting its 

importance within the network. These areas also represented the most active and 

significant parts of human resource research at the time, with their academic ideas 

increasingly cited as forward-thinking literature within the field. 

The 51 representative cited works from this period consist of 41 books and 10 

journal articles, with books being the primary source of knowledge citations. From 

the perspective of the centrality of the literature network and core and edge 

perspectives, the top five core articles in “Cluster 2” (R37, R35) and “Cluster 1” 

(R31, R16, R26) suggest that these articles were the most influential and contributed 

significantly to human resource research, representing some of the most important 

literature in the field at that time (as shown in Table 3). 

Table 3. Top five core articles from the 1980s. 

Centrality Frequency Literature Author(s) Publication year Cluster Code 

84 36 
In search of excellence: Lessons from America’s best-run 

companies. 

Peters, T. J. and 

Waterman, R. H., Jr. 
1982 

2 

R37 

53 14 
Theory Z: How American business can meet the Japanese 

challenge. 
Ouch, W. G. 1981 R35 

40 11 The human side of enterprise. McGregor, D. 1960 

1 

R31 

39 10 Careers in organizations. Hall, D. T. 1976 R16 

32 7 New patterns of management. Likert, R. 1961 R26 

4.3. Discussion 

The evolution of the knowledge map in HRM reveals the research topics 

represented in the co-citation clusters of literature across different periods. In terms 

of co-citation, literature with higher centrality has a greater impact, while literature 

with lower centrality can be considered as research frontiers. Price (1965) found that 

the peak of a paper’s citations typically occurs in the second year after its 

publication, suggesting that the data in this study exhibits a certain time lag. From 

this perspective, low centrality does not necessarily indicate outdated content, and a 

high co-citation frequency does not automatically imply a central position within the 

literature network. However, highly central literature generally comes from popular 

research clusters of the time and plays a significant role in driving new research 

frontiers. In contrast, research frontiers with low centrality do not exhibit a 

significant positive correlation with those having high centrality. 

In the knowledge construction of the HRM discipline, the research topics of 

interest primarily involve interdisciplinary knowledge cited between “clusters.” The 

top three academic fields are management, applied psychology, and business studies. 

Other relevant fields include interdisciplinary psychology, social psychology, labor 
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relations, sociology, employment discrimination, training and development, 

employee selection, economics, and both quantitative and qualitative research. These 

areas have laid the foundational knowledge for HRM. 

The mapping characteristics in Figures 1 and 2, along with the clustering 

distribution of research topics, highlight the breadth and diversity of the HRM field. 

The research topics of the 1970s and 1980s form primary clusters of interconnected 

visual patterns, with topics located at the edge of the map or those with fewer nodes 

within clusters representing emerging research areas. These newly emerging topics 

are likely to attract the interest of researchers. Regarding the main evolutionary 

paths, it is clear that some clusters are more focused on social psychology, with 

psychology gradually integrating into the HRM discipline and shifting toward the 

use of psychological research methods to validate findings. 

The majority of these publications come from the United States and the United 

Kingdom. While contributions are made by researchers from many different 

countries, the most frequently cited works predominantly originate from the U.S. and 

the U.K., where they hold a dominant position in both the quantity and impact of 

academic research. For example, The Motivation to Work, first published in 1959, 

continues to influence the field today. 

4.4. Research limitations 

First, the research sample is limited to articles published in three journals 

indexed by the WoS academic database: Human Resource Management, Personnel 

Review, and Public Personnel Management. Articles from other relevant journals are 

not included in this study. As a result, the research findings are constrained by the 

scope of these selected journals and their associated citation data. Secondly, the WoS 

database used in this study is affected by the publication years available through 

school library subscriptions, and it undergoes regular updates. Additionally, 

bibliometric co-citation analysis itself evolves over time, which may lead to 

differences in the findings of this study when compared to future analyses. Third, 

while bibliometric co-citation analysis offers objectivity in quantitative research, this 

study does not explore the purposes of citations, the scope and impact of the cited 

works, or other factors that could influence the citation process. These factors might 

introduce errors into the results of the bibliometric co-citation analysis. Despite these 

limitations, the findings of this study remain representative and reliable within its 

defined scope. 

5. Conclusion 

This study employs bibliometric co-citation methods, utilizing multivariate 

statistical analysis (including factor analysis, cluster analysis, and MDS), along with 

social network analysis through UCINET and NetDraw software to examine 

centrality. It presents a knowledge map of academic clusters in the field of HRM 

from the 1970s to the 1980s, highlighting the primary knowledge sources cited 

within each cluster. Based on these findings, the study further analyzes the research 

directions of each cluster and identifies the main research trends in HRM during this 

period. From the perspectives of specialized fields and dedicated journals, the results 
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indicate that HRM research was highly active during this time, with significant 

growth in the number of publications, citation counts, and citation frequencies. These 

highly cited works had a considerable impact on the HRM field, serving as core 

knowledge sources of the era. This study provides researchers with a comprehensive 

overview of past research topics, including influential research clusters and potential 

future research directions. 

In academia, HRM is generally divided into several key areas: human resource 

planning, recruitment and staffing, training and development, performance 

management, compensation and benefits management, and labor relations 

management. These areas help business owners understand the core principles of 

employee and HRM. Throughout the research process, it becomes clear that many 

scholars base their studies on business management theory, focusing on topics such 

as organizational management, corporate culture, production efficiency, 

organizational structure, employee performance, career development, compensation, 

behavioral theory, and labor negotiations. These research areas collectively form co-

citation groups. 

In the 1970s, the major research clusters in HRM were: “Cluster 1”, which 

explored racial discrimination in corporations; “Cluster 2”, which focused on 

effective management; and “Cluster 3”, which examined management by objectives. 

Together, these three clusters accounted for 52.688% of the accumulated 

information. In the 1980s, the main research clusters included: “Cluster 1”, which 

studied corporate culture, organizational change, and innovative management; 

“Cluster 2”, which examined action-oriented organizations, production efficiency, 

and organizational structure; and “Cluster 3”, which explored flexible organizations 

and employee performance evaluation. These three clusters accounted for 60.379% 

of the accumulated information. Within the field of HRM, there were no distinct 

factions. However, several scholars were particularly active and made significant 

contributions. These scholars represent some of the most influential authors in the 

literature of the time, including Herzberg, Vroom, Campbell, Blake and Mouton, 

Peters and Waterman, Ouchi, McGregor, Hall, Likert, and others. 

Finally, since this study primarily uses bibliometric co-citation analysis to trace 

the evolutionary history of HRM, future research could expand the sample by 

including journal articles from additional academic databases, such as Scopus and 

Google Scholar, to enhance the comprehensiveness of the sample. Alternatively, 

methods such as content analysis, meta-analysis, and further bibliometric techniques 

could be applied to explore the relationships between cited and citing works, as well 

as the transitions between research paradigms. This approach would provide a more 

complete and detailed knowledge map of HRM and its related disciplines. 

Additionally, employing other bibliometric analysis tools—such as CiteSpace, 

CoPalRed, IN-SPIRE, Leydesdorff’s Software, Network Workbench Tool, Science 

of Science (Sci2) Tool, VantagePoint, and VOSViewer—could further investigate 

the development process of the field, new concepts, emerging research trends, and 

other aspects. Furthermore, in HRM professional education and training programs, it 

is recommended to offer a diverse range of courses in management, applied 

psychology, and business studies to cultivate students’ ability to integrate theory and 

practice across disciplines. 
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