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Abstract: Using literature survey and analysis, this paper scrutinised the link between corporate governance and 

human resources management in organizations. The scrutinisation of the link between corporate governance and 

human resources management in organizations stemmed from the important role that both corporate governance and 
human resources management play in organizations. The literature reviewed showed that the two phenomena, 

corporate governance and human resources management play an equal and important role for the success of 

organizations. From the reviewed literature, it emerged that, without good corporate governance, human resources 
units within organizations may not be able to realise organisational efficiency or effectiveness. The reviewed 

literature showed that corporate governance is viewed as one of the key drivers for organizational success. This is 

derived from organizational policies that are formulated and directed from top management or corporate level. At 
the same time, the reviewed literature showed that human resources management is one of the cornerstones of 

organizational efficiency due to the role it plays in any organization. The results also indicate that the effectiveness 

of human resources management is dependent on good policies and their adherence as determined by corporate 
governance. 
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INTRODUCTION 
All organizations that are formed or established 

aim to succeed in their operations and there are several 

aspects or factors that may have some bearing on their 

success, such as corporate governance and human 

resources management, among others. Arjoon (2013), is 

of the view that corporate governance plays an important 

role in the crafting of policies, injection of manpower and 

provision of resources, among other roles, which are all 

aimed at the attainment of organizational goals and 

objectives. On the same note, Campbell (2011), suggests 

that organizations with good corporate policies usually 

realise their goals and objectives. Campbell (2011), 

further contends that this is different from organizations 

with bad policies that in most cases, fail to achieve their 

goals and objectives. Relatedly, Davis (2006), avers that 

some organizations may have good policies but may fail 

to achieve their intended goals or objectives if critical 

positions within them are not occupied by the right 

people. Fournier (2017), believes that, under normal 

circumstances, it is the duty of human resources 

management units or departments to ensure that all 

positions in their organizations are occupied by the right 

people, hence the importance of human resources 

management. It is in view of this aspect that this study 

sought to scrutinise the link between corporate 

governance and human resources management in 

organizations. 

 

 

 

LITERATURE REVIEW 
In order to address the objective of this research, 

the study explored literature on corporate governance, 

focusing on its meaning, purpose and benefits, among 

other aspects. It also presented a review of literature on 

human resource management concentrating on its 

(human resources management) meaning and benefits 

among others. 

 

Corporate Governance 

In relation to literature survey and analysis 

conducted in this study, it was revealed that there is 

no definitive definition of corporate governance and 

that a number of authors have come up with varying 

definitions. In this regard, authors such as Clarke 

(2007); Dallas (2004); Monks & Monow (2010); 

Al Mutairi et al. (2012); Peter (2003); Robert 

(2010); & Hardi & Buti (2012), among others, have 

attempted to provide general working definitions of 

corporate governance, where they suggest that 

corporate governance refers to the system of rules, 

practices and processes by which a company, 

organization or entity is administered and 

controlled. In addition, Campbell (2011), says that 

many authors have jointly produced what they feel 

ought to be some guiding principles on corporate 

governance. Relatedly, Mutasa (2013), avers that 

some individuals have produced guidelines on 

corporate governance at the behest of either their 
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countries or some organizations. To this end, 

countries such as the United Kingdom and South 

Africa among others produced the United Kingdom 

Cadbury Report (1992) and the South African King 

Report (1994) respectively. Nevertheless, it 

appeared that from all the authors whose works 

were analysed, they basically define corporate 

governance as ‘the systems by which companies or 

organizations are directed and controlled. This 

study is of the view that corporate governance is 

about systems of rules, practices and processes by 

which organizations are controlled and 

administered and the system of rules, practices and 

processes have to be approved by officials at the top 

of such organizations. For the systems to be 

effective there ought to be a unit that ensures that 

the systems for such organization are put in place 

and adhered to. The unit to be put in place must 

ensure that the systems are crafted by the right 

people. The right people to craft the systems for any 

organization are supposed to be put in their 

positions or appointed by units such as the human 

resources management. This therefore brings to the 

fore the importance of human resources 

management units in organizations, in as far as the 

crafting of systems of rules for any organization is 

concerned. This study is of the view that corporate 

governance is about how organizations are run and 

controlled considering views of and directions 

given by the ones at the top level of such 

organizations. Additionally, the study is of the view 

that this applies to either private or public 

organizations. This is so because views of, and 

directions of the top most individuals or officials in 

either private or public organizations have some 

bearing on operations of the organizations. In most 

cases views of the top most officials are cascaded 

down to the last person in the organization through 

communication means that are suggested by human 

resources management. What this means is that 

without human resources management units in 

organizations, important information from the top 

may not easily find its way down to all employees 

of the organization. 

 
On the importance of the phenomenon of 

corporate governance, authors such as Arjoon (2013); 

Barker (1997); & Bhasin (2012); Ndlovu et al. (2013); & 

Cooper (2007) among others agree that corporate 

governance plays an essential role in the success of any 

organization and that, without good corporate 

governance, companies or organizations find themselves 

crumbling. Relatedly, Gugler et al. (2003), describe 

corporate governance as a phenomenon, which concerns 

the manner in which organizations and corporations are 

regulated and managed. From this definition, it becomes 

very clear that corporate governance plays an important 

role in the manner in which organizations and institutions 

are regulated and managed. For the management of 

organizations to be effective there ought to be individuals 

that play the management role. The role is done by the 

individuals in positions of authority. At the same time, 

such positions ought to be occupied by the right 

individuals if the organizations are to be successful in 

their operations. This then brings to the fore the 

importance of human resources management units or 

departments within organizations. Human resources 

management units play some essential role in helping 

organizations in the identification of the right persons for 

any post within organizations. What this means is that 

good corporate governance systems without human 

resources management input may not lead to the 

realisation of desired goals or objectives of the 

organization. This leads to the importance of human 

resources management in corporate governance. Peter 

(2003), recommend that corporate governance must 

embrace systems of governance which consist of formal 

and informal institutions, laws, values and rules that 

generate legal forms that organizations are run and 

controlled. Human resources management play some 

important role in coming up with formal and informal 

institutions that are used in organizations. This is done 

through advice and proposals that human resources 

management units or divisions give to senior 

management or the head of any organization in as far as 

the coming up with formal and informal institutions for 

organizations is concerned. This again brings to the fore 

the importance of human resources units or departments 

in corporate governance. Fisher (2010), avers that legal 

frameworks for organizations must conform to the legal 

rules and laws that are applicable to the country from 

which the organizations operate. Legal rules and laws for 

any organization are crafted by legal officers for such 

organizations. The legal officers for organizations are 

employed following some input from human resources 

units or departments. This further shows how important 

human resources management is in corporate 

governance.  

 

Dallas (2004), opines that corporate governance 

has a set of key principles, and that they include among 

others ethical conduct, openness and transparency, 

participation, fair conduct, rule of law, responsiveness, 

innovation and openness to change, efficiency and 

effectiveness and competency and capacity, among 

others. It is the responsibility of human resources 

management to ensure that all employees and officials in 

any organization conduct themselves in some ethical 

manner. Human resources management units or 

departments deal with cases of employees and officials 

that behave in some unethical manner. It is the 

responsibility of human resources management units to 

bring employees and officials who behave in some 

unethical manner before some disciplinary hearings. 

Also, it is the responsibility of human resources 

management units or departments to recommend the 
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discharge of employees and officials who behave in 

some unethical manner in organizations. Human 

resources management units or departments also have 

some role in ensuring that employees and officials carry 

out their duties efficiently and competently.  The same 

units or departments may in some cases recommend the 

discharge from the organization of employees and 

officials whose performance is deemed below the 

expected standards. The units do so after following due 

processes.  Clarke (2007), identifies six (6) pillars of 

corporate governance, namely responsibility and 

accountability, transparency, rules of law, effectiveness 

and efficiency, participation and moral integrity. Human 

resources management units or departments ensure that 

employees and officials act responsibly in whatever they 

do. The same units or departments are involved in 

processes that are done to discharge employees and 

officials from the organization who behave irresponsibly. 

The units or departments also play some role in ensuring 

that every employee or official of the organization is 

made accountable for their actions. It is also the 

responsibility of human resources management units or 

departments to ensure that every employee or official in 

the organization is of moral integrity. In concurrence 

with Clarke (2007); & Robert (2010), however limit the 

basic principles of corporate governance to 

responsibility, transparency, accountability and fairness. 

It is the responsibility of human resources management 

units or departments in any organization to ensure that all 

those in positions of authority act in a fairness manner in 

whatever they do. Where it is discovered that some 

officials act in an unfair way or manner in an 

organization, it becomes the responsibility of human 

resources units or departments to ensure that corrective 

measures are put in place. Page (2005) further widens the 

definition of corporate to include processes, mechanisms 

and structures within an organization, which ensure that 

there is stability, transparency, rule of law, broad-based 

participation, inclusiveness, responsiveness, 

accountability, empowerment and equity within the same 

organization. Human resources units or departments also 

have a role of ensuring that fairness and justice prevail in 

all areas within their organizations. Furthermore, human 

resources management units and departments have a 

responsibility to ensure that empowerment within 

organizations is done in a transparent manner. Zhou 

(2019), believes that corporate governance has some 

characteristics that mark the foundation of its basis. 

These characteristics, according to Zhou (2019), are 

equity, rule of law, consensus orientation, accountability, 

transparency, effectiveness and efficiency and 

responsiveness among others. On the other hand, Charan 

et al. (2013), opine that characteristics which form the 

basis of corporate governance are fairness to employees 

and customers, effective risk management, transparency 

and information sharing, well pronounced organisational 

strategy, constant self-appraisal, corporate social 

responsibility and discipline as well as commitment to 

work by employees. Human resources units or 

departments play a critical role in ensuring that 

appraisals are done for all employees and officials within 

their organizations. It is also the responsibility of human 

resources management to ensure that organizational 

strategies for their organizations are well pronounced. 

Laouer & Harigoyen (2013), affirm that some of the 

characteristics of corporate governance are 

accountability, effectiveness and efficiency, 

participatory, rule of law, consensus oriented, 

transparency, inclusivity, responsiveness and 

equitability. On the other hand, Robert et al. (2010), 

suggest that there are several pillars of corporate 

governance and that they include, among others, 

responsibility and accountability, effectiveness and 

efficiency, rules of law, moral integrity, participation and 

transparency. For all these pillars to be effective, human 

resources management units or departments have to play 

some role, hence its (human resources management) 

importance on all aspects to do with corporate 

governance. 

 

Human Resource Management 

Human resources management can be described 

as a function within an organisation, institution or an 

entity that has the responsibility to bring in new 

individuals or persons and taking care of them and those 

within, as well as making some leave it after having 

followed due processes (Davis 2006). When human 

resources management units hire individuals for any 

posts that arise in their organizations, they consider 

views of the ones at the top level of the organization. 

According to Marquet (2013), the human resources 

management function involves the identification of gaps 

within, which require to be filled up. When identifying 

gaps that require to be filled, human resources 

management units consider views of the ones at the top 

level of the organization. Human resources management 

units do not decide on their own, without input from 

officials at the top most posts within their organizations.  

Maxwell (2007), proposes that after establishing gaps to 

be filled within, those in the human resources 

management unit or department decide on the 

qualifications that the ones to fill the gaps should hold. 

Again, the human resources management units 

incorporate in their suggestions, views of officials at the 

top of the organizations.  After this establishment, those 

responsible decide on where the ones to fill in the gaps 

are to be recruited. On this aspect, it may be decided that 

the individuals to fill the gaps be either from within or 

outside the organization. Also, views of officials at the 

top of the organizations are considered, hence the link 

between corporate governance and human resources 

management. 

 

The next step after deciding where the 

individuals are to be recruited from, a decision on the 

method to be used to invite individuals interested in 

filling up the identified gaps is then made. The decision 

is made by the human resources management units with 

guidance from the officials at the top of the organization. 

This is usually through some advertisements. If those to 
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be invited are from within, communication channels that 

are normally used for other purposes are employed to 

relay the message to all those interested. Communication 

channels used may either be in the form of circulars, or 

e-mails among others. Human resources management 

units proceed with the process after getting a nod from 

the ones at the top of the organization. On the other hand, 

if the ones to be considered are outside the organization, 

they are notified through public print or electronic media. 

Required qualifications for the posts or gaps to be filled 

are stated when invitations are made (Wheelan & 

Hunger, 2008). Officials at the top of the organization 

give direction on the qualifications required for each and 

every post to be filled. Charan et al. (2013), aver that, 

when responses from interested persons or individuals 

either from within or outside the organization are 

received they are directed to human resources units or 

departments, which do the selection process. Any 

selection process takes the format agreed upon by the 

ones at the top of the organization. Grove (1995), affirms 

that, in selecting those that may be considered for the 

posts, the human resources officers select the ones they 

consider the best. On this aspect, they look for applicants 

with the best qualifications as well as good record. 

Horowitz (2014), proclaims that individuals found with 

criminal records are automatically left out by the human 

resources officers and that they are not considered for 

selection. Furthermore, Scott (2008), says that after the 

selection process has been done, prospective employees 

are called for interviews. Monks & Minow (2010), opine 

that   interviews that are conducted by the human 

resources units are aimed at coming up with the best 

individuals to employ. Xu (2020), submits that when 

carrying out interviews, those involved in the process are 

expected to follow some given guidelines that conform 

to rules and regulations of their organization.  Rules and 

regulations for any organization are approved by the 

officials at the top of such organization. 

 

According to Bock (2015), the next stage after 

interviews, is the hiring of the successful individuals. 

The hiring of new employees is done following approval 

by the ones at the top of the organization. When the 

individuals are hired, they are then deployed to their 

places of work. In some cases, deployment of new 

employees is done with the approval of officials at the 

top of the organization. John et al. (2005), are of the view 

that, upon deployment, new employees undergo some 

induction processes. Wheelan & Hunger (2008), believe 

that it is the responsibility of human resources units 

within organizations to ensure that new employees are 

properly taken through some induction process. 

According to Bock (2015), work induction is a process 

by which new employees are introduced to a number of 

issues at their new work place. Bock (2015), further 

mentions that, during the process the new employees are 

shown around the work place and that they are also given 

direction on how they are to execute their duties. 

Furthermore, Williamson (1970), states that human 

resources units ensure that the employed individuals are 

managed in their positions. Management of employees 

during the period of their employment is done in 

accordance with rules and regulations that are approved 

by officials at the top of the organizations. Many 

processes come to the fore in as far as the management 

of the employees is concerned. The processes include the 

provision of systems that ensure that the employees get 

paid when either their salaries or wages are due, the 

provision of materials or systems that enable the 

employees to know the happenings within their 

organization and the provision of systems and materials 

that ensure that the employees know their rights during 

the course or after their employment with the 

organizations, among others (Little, 2002). Salaries for 

any employee within an organization is determined and 

approved by officials at the top of such organization. 

 

The human resources units also ensure that all 

employees get fair treatment during the period of their 

employment. Fournier (2017), suggests that, during the 

period of employment, some individuals get promoted to 

higher posts than the ones they would have joined the 

organisation at. Any promotion within any organization 

is done with the approval of officials at the top of such 

organization. In accordance with Ibarra (2015), where 

promotions are done within an organization, it is the 

responsibility of the human resources units to accord 

equal chances to all employees eligible for promotion. In 

doing so, human resources management units follow 

rules and regulations approved by officials at the top of 

the organization. At the same time, Kirkpatrick & Locke 

(1991), advance that where proper procedures are 

followed, the best and right individuals are promoted 

within organizations. Procedures to be followed in any 

organization are crafted by units such as the human 

resources management with input from legal divisions 

and are approved by the ones at the top of such 

organization. It is the responsibility of human resources 

units to ensure that employees get some form of training 

during their period of employment (Rock, 2009).  Any 

training programmes for employees and officials are 

approved by officials at the top of such organizations, 

hence the link between corporate governance and human 

resources management. 

 

RESULTS AND DISCUSSION 
This study showed that the meaning of 

corporate governance and all its characteristics as well as 

its principles and that of human resource management go 

hand-in-glove. What this means is that corporate 

governance is of paramount importance in human 

resources management. Human resources management 

units cannot be on their own without the aspect of 

corporate governance. At the same time, corporate 

governance cannot be achieved without human resources 

management. Corporate governance, as Gugler et al. 

(2003), suggest, is a phenomenon that concerns the 

manner in which organizations and corporations are 

regulated and managed. In a related explanation, 

Williamson (1970), says human resources management 
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units within departments ensure that employed 

individuals are managed in their positions. From both 

explanations it is clear that the two phenomena have 

some roles to play in organizations. In the management 

of individuals within organizations, human resources 

management units or departments use rules and 

regulations that are crafted with guidance from the ones 

at the top of such organizations. This is in line with 

corporate governance tenets as alluded to by Bhasin 

(2012) that any rules and regulations for any 

organizations are approved by those at the top of such 

organization. Rules and regulations, according to Bhasin 

(2012), applied in organizations are formulated with 

some inputs from owners of such organizations. This 

implies that human resources management units may not 

craft rules or regulations to be applied within 

organizations without the input of the ones at the top or 

owners of such of organizations. The ones at the top of 

organizations therefore have an important role to play in 

as far as the crafting of rules and regulations to be applied 

in their organizations is concerned.  

 

Corporate governance, as Zhou (2019), opines, 

has characteristics that mark the foundation of its basis 

and these include equity, rule of law, consensus 

orientation, accountability, transparency, effectiveness 

and efficiency and responsiveness. It is apparent that, for 

these to be achieved, human resources management units 

within departments become vital components. It is 

therefore the responsibility of human resources 

management units within organizations to ensure that all 

employees are accountable for their actions or deeds. 

Without human resources management units which 

ensure that all employees and officials are made 

accountable for their actions, the rules may become 

useless. 

 

Human resources management units within 

organizations also play some important role in ensuring 

that all employees within organizations abide by the rules 

and regulations that govern operations within the 

organizations. In line with Rock (2009)’s assertions that 

it is the responsibility of human resources management 

units within organizations to ensure that employees are 

taken through some training on what they are expected to 

do during the course of their duties, this is in tandem with 

one of the characteristics of corporate governance as 

proposed by Zhou (2019). In addition, Zhou (2019), 

asserts that effectiveness is one of the characteristics of 

corporate governance. For employees to be effective, 

they ought to take part in some company orientation or 

induction. This then becomes the responsibility of human 

resources management units to ensure that all employees 

receive some form of orientation, hence the link between 

the two phenomena of corporate governance and human 

resources management.  

 

In corporate governance, the ones at the top of 

organizations may direct that there be some form of in-

service training for employees of the organizations. 

However, without implementation, such directives may 

not yield desired results. To implement the directives on 

training, the human resources management units have to 

play a role by ensuring that the ones to be trained are 

taken through the training process. This further brings to 

the fore the link between the two phenomena of corporate 

governance and human resources management.  

 

All employees within organizations are 

expected to be transparent in the way they carry out their 

duties. This is because transparency is given as one of the 

characteristics of corporate governance. Human 

resources management units have the responsibility to 

ensure that all employees within their organizations are 

transparent in the manner in which they carry out their 

duties.  

 

CONCLUSION 
This study concluded that there is a link 

between corporate governance and human resources 

management and that the two phenomena play some 

equal and important roles in organizations. The success 

of organizations is dependent upon the workers who are 

rightfully placed in in any position in an organization. 

The placing of the right individuals or officials in 

organizations is done by human resources management 

units. At the same time, placing of the right people with 

the correct and required qualifications and attributes can 

only be achieved if there are proper rules to follow by 

those in the human resources management units or 

departments. Again, the rules and regulations to be 

applied in any organization have to be approved by the 

ones at the top of such organizations. Organizations may 

have excellent rules and regulations, but may not be 

successful if there are no mechanism that ensure that the 

rules are communicated to every employee or official 

and that they are adhered to. Crafting of regulations and 

rules for organizations are done with the input from top 

officials of organizations and they are communicated 

through human resources management units. This means 

that without the other that is corporate governance and 

human resources management, organizations may not 

realize their goals or objectives. This therefore brings to 

the fore the link and importance of both corporate 

governance and human resources management in 

organizations. 
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