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Abstract: Organizational performance has been commonly used in the business world today to mean indicate
an improvement in the orgamzational activities that could mcrease its performance indicator. Thus, the
organizational performance has become the major concern of the previous scholars and has further taken a
special place among organizations. Thus, the aim of this study is to discuss the causal relationship between
HRM practices and organizational performance using affective commitment and employee retention as the
mediating variables between HRM practice and orgamzational performance based on the existing literature
review. It is also found that affective commitment mediates between HRM practices and organizational
performance. Due to the fact that organizational performance to maintain a better Key Performance Indicator
(KPT), its unicue quality in human resources management cannot be over-emphasized. Any organization that
fails to unprove its performance will lack competitive advantage.
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INTRODUCTION

Organizations come in all shapes and sizes and often
exhibit more differences than similarities. Nonetheless,
one factor, common to all orgamzations 1s that success 1s
highly dependent on the skills, knowledge and experience
of the employees within them (Anonymous, 2011). The
matters of human resource activities have been commonly
used to observe orgamzational performance. There 1s no
doubt that the distinctive feature of the human resource
management HRM, 1s its theory whereby better
performance 1s achieved through the people in the
organization (Guest, 1997). Delaney and Huselid (1996),
identify several HRM practices among which are:
Recruitment and selection, training and development,
rewards and compensation; performance appraisal and
human resource planning. These HRM practices are
usually utilized as a starting point and appear to impact
the organizational performance under all situations.
According to Al.-Damoe et al. (2012), there is a significant
relationship between HRM practices and organizational
performance.

Moreover, it is surprising then that in the present
knowledge economy, human resources are now being
recognized as strategic tools that are wvital to
orgamizational profitability and sustamability. As noted
by Myloni et ad. (2004), this realization results in human
resources’ practitioners assuming new roles as strategic

partners in formulating and implementing orgamzational
strategy. Not surprisingly, orgamzations are implementing
proactive HRM practices and activities, in order to
capitalize on the strength of this critical asset for
sustained competitive advantage i today’s knowledge
economy. HRM 18 positively associated with
organizational performance; there is still the need for
additional research to be undertaken to provide more
evidence that supports the HRM-performance
relationship from different cultural contexts. For this
reason, ever since the emergence of the concept of
strategic human resources in the mid-1970, there has been
much debate as to which of the numerous HRM policies
or practices that have been put forward, those that
actually facilitate superior organizational performance.

RECRUITMENT AND SELECTION

Recruitment and selection is the process of attracting
applicants for the positions needed in the organization
which 1s highly interdependent on other variables. It
attracts a maximum munber of highly talented candidates
and selecting the right ones to enhance organizational
competitiveness. Most organizations recruitment that is
fully mtegrated with other HRM activities, particularly the
selection phase will enable the gathering and assessment
of information about job candidates so that a good
decision can be made. The process of recruitment and
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selection involves some actions by the management in
making sure that it brings success in the implementation
of organizational strategy. As a matter of fact without
effective induction, the implementation of organizational
strategies may waver (Cascio, 2006). Thus, an effective
selection system depends on modern and need-based
tests which are actually the key in facilitating effective
selection. Moreover, substantial allocation resources are
required to make selection tests a success (Pfeffer, 1998).
Also, the merit-based and transparent induction systems
enhance organizational credibility and make subordinates
loyal to the organization. Researchers like Delaney and
Huselid (1996) have concluded that the implementation of
an effective recruitment and selection process yields a
positive relationship with organizational performance
while Terpstra and Rozell (1993) have found a positive
and significant link between recruitment and selection
procedures and corporate profits and subordinates’
productivity (Koch and McGrath, 1996; Huselid, 1995).

TRAINING AND DEVELOPMENT OF EMPLOYEE

Training and development of employee is actually an
investment for an organization with the aim to reduce
employee turnover. In this modern time, the emphasis on
traiming and acquisition of new skills is increasingly
becoming more and more pressing for orgamizations in
order to attain enduring outcomes (Blair and Sisakhti,
2007, Bitner and Zeithaml, 2004; Kundu, 2000). The
training of employees significantly increases the
competitive advantage and significantly encourages team
social networks between members (Wimbush, 2005).
Castrogiovanni and Kidwell (2010) mention that with the
training implementation, organizations will enhance the
workforce capabilities and improve their current skills for
long term purposes. According to Katou and Budhwar
(2006), the importance of training cannot be
underestimated since it enhances organizational
performance by producing high committed employees to
stay longer within the organization.

The training and development yields tangible
outcomes, such as enhanced productivity, superior
quality of products and services and resource
maximization or optimization. Tt also generates intangible
results, such as high self-esteem, enhanced morale and
satisfaction of subordinates due to of the acquisition of
additional Skills, Knowledge and Abilities (SKAs). In line
with this, Kundu (2000) notes that firms should invest a
great deal in their employee training, for the effective
implementation of customer-oriented strategies. Similarly,
Blair and Sisakhti (2007) establish the idea of making
investments on training and development to produce
enormous benefits. Scholars like Bitner and Zeithaml
(2004) conclude that expenditures on training leads to
organizational competitive advantage.
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COMPENSATION AND REWARDS

The strategic human resource management
consisting of pay-for-performance activities, may assist in
bringing out the best in people and in the process of
identifying emerging leaders or where performance
difficulties or pay imbalances may exist (James, 2005).
Nonetheless, all of these approaches
organizations are doing very thorough selection that 1s
appropriate for the orgamzation and thus, i1s worth
nurturing. Compensating employees on the other hand is
in the form of rewards and incentives; both which can be
termed as the best way to achieve organizational
performance, for they trigger the employees’ enthusiasm
to put in their best performance which in turn increases
the productivity and hence, organizational performance.
Milkovich and Newman (1999) have posited that the
activity of compensation encompasses all forms of
monetary returns and related services provided to
subordinates or employees. It 13 usually argued that a
comprehensive compensation blend complemented by an
effective disbursement system plays a valuable task in
attracting the best applicants. Matlis and Jackson (2004)
posit that a balanced, transparent and competitive reward
and compensation system influences the retention of
talents. Similarly, Dreher and Dougherty (2005) conclude
that a reward-based approach functions as the driver of
team and individual performance in organizations. The
significant evidence subsists in the existing literature
about the positive relationship between compensation
and reward systems and orgamzational performance. In
this regards, Chiu et al. (2002) state that rewards and
compensation effect
organizational outcomes. Similarly, Iyothi and Venkatesh
(2006) further establish that competency-based rewards
and pay enhance the quality of goods and services,
improve subordinates’ behavior and decrease accident
rates in organizations, thereby improving organizational
performance. Rather expectedly, studies have investigated
the link between compensation and reward and
organizational performance. As mentioned earlier,
researchers have found that an effective compensation
and reward process enhances productivity, sales and
overall orgamzational performance (Delaney and Huselid,
1996, Chiu et al., 2002; Dreher and Dougherty, 2005).

assume that

have a considerable on

PERFORMANCE APPRAISAL

Performance appraisal indicates an activity that
ensures mutual understanding between the subordinate
and the supervisor, through the process of evaluating
directly the subordinates” job-specific performance
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priorities and expectations, communication and assigned
responsibilities. The activity of performance appraisal also
denotes a process of providing episodic and scheduled
feedback that seeks to enhance teamwork and promote
greater efficiencies and abiliies. Generally, the
performance appraisal activity is utilized by the
management to help develop and nurture subordinates
within their orgamzations and m thewr supply chain
partners. In a way, appraisals can enhance job
performance by focusing and emphasizing on
organizational commumication and its shared values and
objectives. This process also systematically spells out job
duties and responsibilities as they evolve over time.
Appraisals are generally regarded as useful because they
add value to the organization. However, the main
objective of the performance appraisal process is its
emphasis on subordinates’ or employees’ job
performance. Through appraisals, decision makers can
also set goals and continuously support employees to
mnprove their work output. It 1s no wonder then that the
critical functions of performance appraisal include
deciding who should be promoted, given a pay raise, so
on and so forth (Murphy and Cleveland, 1995). Similarly,
compensation and salary decisions may depend primarily
on performance appraisals. One should note that salary
satisfaction 13 one of the key factors that shape job
performance. Tt may also show proof of the weaknesses of
the existing performance management system. Tt should
be highlighted that superior results or performance can
be attained and sustained within organizations by
individuals or groups. Thus, inter-team and organizational
competitions can be hamessed to stimulate contributions
to staff improvement schemes.

Moreover, performance appraisal is premised on
recognizing the attainment of certain objectives belonging
to a specific job within a given time period Thus, this
activity plays a crucial function in shaping the perception
of subordinates about themselves and about ther
contributions to the realization of organizational goals. In
a study, Bernardin and Russell (1993) posit that broader
commumication of policies on performance appraisal
within organizations is critical to make subordinates
understand their specific functions in organizations.
Performance appraisal has a positive relationship with
organizational — performance  because client-based
performance appraisal enhances quality and productivity,
firm performance and increase subordnates’ commitment
(Lee and Lee, 2007, Rahman, 2006). Also, Brown and
Heywood (2005) maintain that the process of performance
appraisal system has a positive association or relationship
with enhanced productivity of firms. For Cook and
Crossman (2004), the relationships formed between
employees and supervisors during the process of
performance appraisal can strengthen the relationships
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of the players involved. From the above discussion,
performance appraisal i1s an important mstrument on
which career development, recognition and promotion of
employees are based (Larsson et al., 2007).

HUMAN RESOURCE PLANNING

Empirical research shows that the establishment of
well-defined organizational goals and objectives influence
or shape employee retention and job productivity. For
instance, Kim et al. (2005) cited in Moncarz ef al. (2009)
have found that organizational direction and support have
had a major impact on employees’ job satisfaction and
overall commitment to the organization. In much the same
way, results from another empirical study indicate that
perceived organizational support strongly influences job
satisfaction and employees’ commitment to their
organizations (Susskind ez al., 2000).

AFFECTIVE COMMITMENT

Affective commitment is expected to have the
strongest positive relation, followed by normative
commitment then continuance commitment is expected to
be unrelated or related negatively, to these desirable work
behaviors (Meyer ef al., 2002). Although, Meyer and
Allen (1984) have projected three components of
commitment namely; affective, contiuance and normative
commitment, this study will focus more on affective
commitment. Thus, researchers define affective
comumitment as an emotional attachment to identification
with and involvement in the orgamization (Meyer and
Allen, 1984, 1991, 1997, Meyer et al., 1990). The
previous scholars argue that affective commitment relates
to outcome variables, others are of the opinion that
affective commitment can safeguard the negative impact
of employees’ stress at work whereas others suggest
that committed employees might experience more
negative reactions than those who are less committed
(Begley and Czajka, 1993; Meyer et al., 2002).

EMPLOYEE RETENTION

Employee retention has emerged to be the focus of
attention of talent management programs (Bairi et al.,
2011) and human resource practitioners who attempt to
integrate it mto a talent program may be shocked by the
extensive volume of research that has been dedicated to
it. Some of them include the studies undertaken by Law
(2003), Buenger (2006) and Gallagher ef al. (2006). There
is no doubt that attracting and retaining key employees
should be a top priority for any organization. However for
many orgamzations, this issue 1s not generally regarded
as very vital. Whether it is down to naivety or obduracy
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or any other possible reasons, the effects of failing to
implement effective employee retention strategies can
negatively affect the most proficient of firms or
organizations. When someone quits an orgamization, it
means that the lengthy process of identifying, hiring
and training a suitable replacement has to begin all over
again.

By and large, losing talented employees can also
have consequences on organizational performance. If a
talented employee subsequently falls into the lap of a rival
or competitor, the orgamzation will experience a double
negative impact. Swurprisingly however, many semor
managers fail to appreciate the relationship between staff
turnover and how their organization performs. One should
note that in order to enhance employee retention and
thus, help keep talented mdividuals on board,
organizations must develop retention strategies, such as
rewards, autonomy and image (Anonymous, 2011).
However, organizations need an integrated set of human
resource capabilities or assets to address employee
retention challenges (Bairi et al., 2011).

ORGANIZATIONAL PERFORMANCE

Previous scholars have utilized both non-financial
and financial metrics to measure firm or organizational
performance (Dyer and Reeves, 1995; Khan, 2010). Some
of the financial measures are sales, profit and market
share. Notable non-financial measures include efficiency,
quality, productivity and the behavioral and attitudinal
measures, such as satisfaction, intention to quit and
commitment. As is evident from the foregoing discussion,
there are different approaches that measure organizational
performance which are premised on non-financial as well
as financial measures. In this regard, Hoskisson et al.
(2000) have observed that the lack of market-focused
financial reporting, lack of fairness in financial reporting,
insufficient regulatory mechanism and enforcement about
financial reporting and the provision of fabricated
financial information are key issues that have come forth
to confront developing countries.

By and large, a non-objective measure compels
decision makers to take into consideration various
organizational goals when assessing the performance of

the organizations. One should note that several studies
have raised convincing doubts about the causal distance
between an HRM input and such output premised on
purely financial performance. To put it in another way,
somany other factors, both internal and external, influence
orgamzations that this direct link between HRM and
performance is rather lacking credibility (Boselie et al.,
2005). As such, many scholars have argued that more
proximal measures over which subordinates exert
influence are m theory more credible and easier to link.
These include productivity (Husehd, 1995, Chang and
Chen, 2002), job satisfaction (Guest et al, 2003),
employees’ turnover intentions (Batt, 2002), absenteeism
(Delbridge and Lowe, 1997), quality of product and
service (MacDuftie, 1995), trust in management (Whitener,
2001) and commuitment (Tsui ef al., 1997). Some studies
also dwell mnto the negative effect of HRM policies on
organizational performance that includes subordmates’
stress level (Ramsay et al, 2000). In extant literature,
the dominance of subjective measures still exists
(Youndt et al, 1996, Delaney and Huselid, 1996).
Significant evidence subsists mn earlier studies showing
that subjective measures and objective measures of
organizational performance link rather well (Powell, 1992,
Geringer and Hebert, 1991).

EMPLOYEES SATISFACTION

Employee satisfaction could be defined as the level
at which employees love their jobs (Antoncic and
Antoneic, 2011). When an employee derives satisfaction
on their job, the manifestation is that it will steer them to
increase production, render good services and become an
active participant of organizational growth. In return, the
employees will be rewarded with both cash and other
forms of rewards, such as incentives and promotion that
will work towards increasing organizational performance
(Miskell and Miskell, 1994; Pierce and Newstrom, 1980;
Christensen and Staines, 1990).

ORGANIZATIONAL CLIMATE

Organizational climate is defined as an enabler of
interactions between the employees and the emplovers.

Fig. 1. HRM practices and orgamizational performance model
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Tt is also an avenue where employee shares the same
perceptions and sentuments of the orgamzational goals,
policies, practices and processes. Kepes and Delery
(2006) have the opinion that organizational effectiveness
is achieved through a positive organizational climate
because it creates a strong situation which gudes
employee’s behavior (Kepes and Delery, 2006) (Fig. 1).

CONCLUSION

This research study discusses the causal relationship
between HRM practices and organizational performance,
using affective commitment and employee retention as the
mediating variables between HRM practice and
organizational performance based on the extant literature.
Tt also presents a model that can enhance organizational
performance. The ability of the organization to improve
performance through human resource management
practices avails the continuity of business and enables
them to gain a competitive advantage, especially in the era
of globalization; this in furn will increase organizational
performance.

REFERENCES

Al-Damoe, FM., M. Yazam and K. Ahmid, 2012. The
mediating effect of HRM outcomes (employee
retention) on the relationship between HRM practice
and organizational performance. Tnt. J. Hum. Resour.
Stud., 2: 75-88.

Anonymous, 2011. Putting people firstt Hmployee
retention and organizational performance. Dev. Learn.
Organizations, 25: 25-27.

Antoncic, TA. and B. Antoncic, 2011. Employee
satisfaction, intrapreneurshup and firm growth: A
model. Ind. Manage. Data Syst., 111: 589-607.

Bairi, I., B.M. Manohar and G.K. Kundu, 2011. Knowledge
retention in the IT service mdustry. J. Syst. Inf
Technol., 13: 43-65.

Batt, R., 2002. Managing customer services: Human
resource practices, quit rates and sales growth. Acad.
Manage. J., 45: 587-598.

Begley, T.M. and I.M. Czajka, 1993, Panel analysis of the
moderating effects of commitment on job satisfaction,
intent to quit and health following organizational
change. J. Applied Psychol., 78: 552-556.

Bemardin, H]. and JE.A. Russell, 1993, Human Resource
Management: An Experiental Approach. McGraw-Hill
Inc., USA.

Bitner, M.J. and V.A. Zeithaml, 2004. Service Marketing.
McGraw Hill, New York, USA.

Blair, D. and R. Sisakhti, 2007. Sales training: What makes
it work? T & D Magazine, Volume 61, No. 8, August,
2007, pp: 28-33.

Boselie, P., G. Dietzand C. Boon, 2005. Commonalities and
contradictions in HRM and performance research.
Hum. Resour. Manage. I., 15 67-94.

Brown, M. and I.S. Heywood, 2005. Performance appraisal
systems: Determinants and change. Br. I. Ind. Rela.,
43: 659-679.

Buenger, V., 2006. Talent management systems: Best
practices in technology solutions for recruitment,
retention and workforce planmng. Hum. Resour.
Manage., 45: 279-279.

Cascio, W.JF., 2006, Managing Human Resource:
Productivity, Quality of Work Life, Profits. Tata
McGraw-Hill, New Delhi, India.

Castrogiovanni, G.J. and R.E. Kidwell, 2010. Human
resource management practices affecting umit
managers in franchise networks. Hum. Resour.
Manage., 49: 225-239,

Chang, P.I.. and W.I. Chen, 2002. The effect of human
resource management practices on firm performance:
Empirical evidence from high-tech firms in Taiwan.
Int. J. Manage., 19: 622-631.

Chiu, RK., VWM. Luk and T.I.. Tang, 2002. Retaining
and  motivating  employees: Compensation
preferences in Hong Kong and China. Personnel
Rev., 31: 402-431.

Christensen, K. E. and G.L. Staines, 1990. Flextime a viable
solution towork family conflict. . Family, 11: 455-476.

Cook, J. and A. Crossman, 2004. Satisfaction with
performance appraisal system: A study of role
perceptions. I. Manage. Psychol., 19: 526-541.

Delaney, I.T. and M.A. Huselid, 1996. The impact of
human management practices  on
perceptions of organizational performance. Acad.
Manage. T., 39: 949-960.

Delbridge, R. and J. Lowe, 1997. Managmg human
resource for business success: A review of the
1ssues. Int. J. Hum. Resour. Manage., 8: 857-873.

Dreher, G.F. and T.W. Dougherty, 2005. Human Resource
Strategy: A Behavioral Perspective for the General
Manager. Tata McGraw-Hill, New Delhi, India.

Dyer, L., and T. Reeves, 1995. Human resource strategies
and firm performance: What do we know and where
do we need to go? Proceedings of thelOth World
Congress of the International Industrial Relations
Association, May 31-June 4, 1995, Washington,
USA.

Gallagher, D.R., P. Nadarajah and M. Pmmuck, 2006. Top
management turnover: An examination of portfolio
holdings and fund performance. Aust. J. Manage.,
31: 265-292.

resource

195



Int. Business Manage., 7 (3): 191-197, 2013

Geringer, M.J. and 1. Hebert, 1991. Measuring
performance of mtemational joint ventures. . Int.
Bus. Stud., 28: 249-263.

Guest, D.E., 1997. Human resources management and
performance: A review and research agenda. Int. T.
Hum. Resour. Manage., 8: 263-276.

Guest, D.E., I. Mitchie, N. Conway and M. Sheehan, 2003.
Human resource management and corporate
performance in the UK. Br. I. Ind. Relat., 41: 291-314.

Hoskisson, RE., L. Eden, C.M. Lau and M. Wright, 2000.
Strategy in emerging economies. Acad Manage. T,
43: 249-267.

Huselid, M.A., 1995, The impact of human resource
management practices on turnover, productivity and
corporate financial performance. Acad Manage. J.,
38: 635-672.

Tames, B., 2005. Staffing strategies: Can you find, recruit
and retam the talent you need? Authoma Inc.
http:/Aarww. bulldogsolutions. net/Authoria/knowle
dgebase/Staffing Strategies. pdf.

Jyothi, P. and D.N. Venkatesh, 2006. Human Resource
Management. Oxford Umversity Press, New Dellu.

Katou, A A. and P.S. Budhwar, 2006. The effect of human
resource management policies on organizational
performance in  Greek manufacturing firms.
Thunderbird Int. Bus. Rev., 49: 1-35.

Kepes, S. and I.E. Delery, 2006. Designing Effective
Human Resource Management Systems: The Issue of
Human Resource Management Strategy. In: The
Human Resources Revolution: Why Putting People
First Matters, Burke, R.J. and C.I1.. Cooper (Eds.).
Elsevier Inc., Amsterdam, pp: 55-76.

Khan, AM., 2010. Effects of human resource management
practices on organizational performance: An empirical
study of oil and gas industry in Pakistan. Eur. I.
Econ. Finance Admimstrative Sci., 24: 157-174.

Kim, W.G., K. Leong and Y.K. Lee, 2005. Effect of
service orientation on job satisfaction, organizational
commitment and intention of leaving in a casual
dining chain restaurant. Int. J. Hosp. Manage.,
24: 171-193,

Koch, M.I. and R.G. McGrath, 1996. Improving labor
productivity: Human resource management policies
do matter. Strategic Manage. I., 17: 335-354.

Kundu, 5.C., 2000. Creating Constituent Capitalized
Workforce for Delivering Service Quality: A
Challenge for the 21st century. Macmillan Limited,
Delhi, India.

Larsson, R., K.R. Brousseau, K. Kling and P.I.. Sweet,
2007. Building motivational capital through career
concept and culture fit: The strategic value of
developing motivation and retention. Career Dev.
Int., 12: 361-381.

Law, A., 2003. The aging workforce raises new talent
management issues for employers. J. Organizational
Excellence, 23: 55-66.

Lee,F. and F. Lee, 2007. The relationships between HRM
practices, leadership style, competitive strategy and
business performance in Taiwanese steel industry.
Proceedings of the 13th Asia Pacific Management
Conference, November 18-20, 2007, Melbourne,
Australia, pp: 953-971.

MacDuffie, TP, 1995, Human resource bundles and
manufacturing performance: Organizational logic and
flexible production systems i the world auto
industry. Ind. Labour Rela. Rev., 48: 197-221.

Mathis, R.1.. and JH. JTackson, 2004. Human Resource
Management. Thomson Asia Press, Singapore.

Meyer, I.P. and N.I. Allen, 1984. Testing the side- bet
theory of organizational commitment: Some
methodological considerations. T. Applied Psychol.,
69: 372-378.

Meyer, J.P. and N.J. Allen, 1991. A three-component
conceptualization of organizational commitment.
Hum. Resour. Manage. Rev., 1: 61-89.

Meyer, I.P. and N.J. Allen, 1997. Commitment m the
Workplace: Theory, Research and Application. Sage
Publications, Thousand Oaks, CA., USA ., ISBN-13:
9780761901051, Pages: 150.

Meyer, I.P., N.J. Allen and LR. Gellatly, 1990. Affective
and continuance commitment to the orgamzation:
Evaluation of measures and analysis of concurrent
and time-lagged relations. J. Applied Psychol.,
75: 710-720.

Meyer, I.P., DJ. Stanley, L. Herscovitch and L.
Topolnytsky, 2002. Affective,
normative commitment to the organization: A meta-
analysis  of  antecedents, comrelates  and
consequences. I. Vocational Behav., 61: 20-52.

Milkovich, G.T. and .M. Newman, 1999. Compensation.
MeGraw-Hill Irwin, New Yorle, USA.

Miskell, T R. and V. Miskell, 1994. Motivation at work.
Burr Ridge TT, Trwin

Moncarz, E., J. Zhao and C. Kay, 2009. An exploratory
study of US lodging properties organizational
practices on employee turmover and retention. Inter.
I. Contemp. Hospitality Manage., 21: 437-458.

Murphy, K.R. and I.N. Cleveland, 1995. Understanding
Performance Appraisal: Social, Organizational and
Goal-Based  Perspectives.  Sage  Publication,
Thousand Oaks, CA., USA.

Myloni, B.,, A’ W.K. Harzing and H. Mirza, 2004. Host
country specific factors and the transfer of human
resource management practices in multinational
companies. Int. . Manpower, 25: 518-534.

continuance and

196



Int. Business Manage., 7 (3): 191-197, 2013

Pfeffer, T, 1998. Seven practices of successful
organizations. California Manage. Rev., 40: 96-124.

Pierce, I L. and JW. Newstrom, 1980. Towards a
conceptual clarification of employee response to
flexile working hours: A work adjustment approach.
]. Manage., 6: 117-134.

Powell, T.C., 1992, Organizational alignment as a
competitive advantage. Strategic Manage. T
13:119-134.

Rahman, S.A., 2006. Attitudes of Malaysian teaches
towards a performance appraisal system. J. Applied
Social Psychol., 36: 3031-3042.

Ramsay, H., D. Scholarios and B. Harley, 2000. Employees
and high-performance work systems: Testing mnside
the black box. Br. T. Ind. Relat., 38: 501-531.

Susskind, A., C. Brochgrevink, K. Kacmar and R. Brymer,
2000. Customer service employees behavioral
mtentions and attitudes: An examination of construct
validity and a path model. Int. J. Hosp. Manage.,
19: 53-77.

i)

197

Terpstra, D.E. and E.J. Rozell, 1993. The relationship
of
measures
46: 27-48.

Tsw, A.S., JL. Pearce, L. W. Porter and A M. Tripoli,
1997. Alternative approaches to the employee-
organizational relationship: Does investment in
employee pay off? Acad Manage. J., 40: 1089-1121.

Whitener, EM., 2001. Do “lugh commitment” human
resource practices affect employee commitment? A

to organisational level

Personnel Psychol.,

staffing practices
of performance.

cross-level analysis using hierarchical linear
modeling. T. Manage., 27: 515-535.

Wimbush, T.C., 2005, Spotlight on human resource
management. Bus. Horizons, 48: 463-467.

Youndt, MA., 3.A. Snell, I W. Dean Jr. and D .P. Lepak,
1996. Human resource management, manufacturing
strategy and firm performance. Acad. Manage. T.,

30: B36-866.



