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Abstract

This study is significant to examine the impact of Human Resource Manage-
ment Practices (HRMP) of the managers on Perceived Organizational Per-
formance (POP). Employees in Managerial category at Ceylon Fisheries Cor-
poration (CFC) in Sri Lanka totaling 123 responded for the survey. The sur-
vey questionnaire had comprised with 67 items enveloping selected HRMP and
POP of CFC. This study has established that selected HRMP such as recruit-
ment & selection, training & development, performance appraisal and reward
management has a significant impact on POP in the context of CFC in Sri
Lanka. The study utilized quantitative method and cross sectional approach.
The results were derived from the survey study at the convenience of the re-
searcher with quantitative approach. It is found that CFC has enhanced its
performance to higher degree, by emphasizing more on proper recruitment &
selection procedure, implementing comprehensive training & development
programs, application of sound performance appraisal system and execution
of effective reward management initiatives. More studies on impact of HRMP
on POP have focused on private sectors in Sri Lanka. Hence, this study has
attempted to investigate the impact of HRMP on POP in CFC as an element
of State-Owned Business Enterprises (SOBEs) in Sri Lanka.
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1. Introduction

Human Resource Management (HRM) is a discipline, a professional specializa-
tion that has developed in recent years as a broad spectrum of management, en-
compassing various field incorporated and synthesis with certain element of
personnel management organizational behavior industrial and labor relationship
and so on. HRM is defined as a strategic, integrated and coherent approach to
the employment, development and well-being of the employees in respective or-
ganizations (Armstrong, 2010) [1]. HRM links with all the management deci-
sions, actions and directions which affect the nature of the relationship between
the employee and employer in respective organization (Beer et al, 1984) [2].
Guest, (1987) [3] explained that HRM comprises a set of policies and procedures
designed to maximize organizational integration, commitment of employees at-
tached, flexibility and quality of work performed by employees. HRM is “The
management of work and people towards the desired ends” (Boxall, 2007) [4].
HRM is concerned with the means and ways of managing the workforce by their
organization (Grimshow and Rubery, 2007) [5]. Redman, and Wilkinson, (2001)
[6], elaborated that HRM policies are to be entangled with strategic business
planning of the organization in order to achieve the organization’s excellence,
through the committed workforce. Thus, organizational culture should be paid
attention to value the human resources as a source of competitive advantage
which they should be tapped by the consistent policies effectively to commit
the employees’ willingness to act flexibility in the interest of the organization.
According to Storey, (2007) [7] HRM is considered as an exceptional approach
to employment management which desires to achieve competitive advantage
through the strategic deployment of capable, committed and entrusted work-
force using an integrated disposition of structural, cultural and personnel tech-
niques. HRM is the policies, procedures and systems that influence employees’
behavior, attitudes, abilities and performance. HRM is defined as a series of in-
tegrated decisions on the employment relationship in an organization that in-
fluenced the effectiveness of employees as well as the organizations (US Army
War College, 2007) [8].

Therefore, human resources have been identified as the most important asset
of an organization. It forms a greater and reasonable portion of organization’s
resources and directly connects to the success of an organization.

HRMP are dealt with all the aspects of how people are employed and managed
in particular organization. It has a strong conceptual basis drawn from the beha-
vioral sciences, strategic management, human capital and industrial relations
theories. This foundation has been built with the aid of a multitude of research
studies (Armstrong, 2010) [1]. Most of the organizations refer to HRM as in-
volving people practices. There are significant HRMP that should engage the
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organization’s business strategy such as analyzing of work and designing of jobs,
determining how many employees with specific knowledge and skills are needed
(human resource planning), attracting potential employees (recruiting), choos-
ing employees (selection), educating employees how to perform their jobs and
preparing them for the future (training & development), evaluating their per-
formance (performance management), rewarding employees (compensation)
and creating a positive and healthy work environment (employee relations). An
organization performs utmost when all of these practices are managed well. Or-
ganizations with effective HRMP, employees and customers apt to be more satis-
fied and the organizations apt to be more innovative, have a greater productivity
developing a more beneficial identity in the community of employee (Noe, et al,
2003) [9]. According to Dessler, (2007) [10] HRMPs include selecting human
resource needs, screening, recruiting, training, rewarding, appraising, attending
to labor relations, safety and health. Management of an organization can reach
the goals and objectives of human resources through the contribution (beha-
vior), composition (ratio and skill), competence (ability) and commitment (at-
tachment and identification) (Dyer and Holder, 1998) [11].

Organizational Performance (OP) being an indicator which measures the de-
gree an enterprise achieves their goals and objectives (Hamon, 2003) [12]. Ac-
cording to Delaney and Huselid, (1996) [13], OP is concerned as product or ser-
vice quality, product or service innovation, attraction of employees, manage-
ment of employees, retention of employees, customer satisfaction, interaction
between management and employees and employee relation. Bontis, (2001) [14]
states that the human elements of an organization are capable of learning,
changing, innovating and providing the thrust with motivate properly and en-
sure the organization’s sustainability. Delery, (1998) [15] identified the methods
used by an organization to manage its workforce, having a substantial impact on
many organizationally relevant outcomes. When organizations face any chal-
lenges such as an economy recession, market turbulences, it depends mainly
on trained employees who react immediately to changes in the environment
and create new strategies to overcome the problems and achieve the success.
Organization should prioritize the development of the human element to max-
imize talents, skills and ability which will automatically reflect on the organiza-
tion’s profit as the organizations need people in order to form a business which
that no business can exist entirely without people. Opatha, (2012) [16] states that
all the other resources are collected, combined and used only by HR, through
making decision. In fact other resources make things possible but only HR
makes things happen. The term HR implies that people have ability and capabil-
ity to drive organizations towards the success with the interaction of the other
resources. Further explains that an effective HRMP enables employees to con-
tribute effectively and productivity to the overall organizational direction and
the accomplishment of the organization’s goals and objectives. OP measures
how well an organization function and also an indication of efficiency and com-

petition of a single or department. In accordance with the considerations of
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Thompson (1967), and Friedlander and Pickle (1968) [17], OP is defined as the
evaluation of the elements that attempt to assess the abilities and capabilities of
an organization to achieve such components’ desire level with effectiveness and
efficiency. OP is insistent by measuring the actual outputs of an organization
against its intended outputs like the organizational goals or objectives. Accord-
ing to Richard (2009) [18], OP comprises with three areas of company outcomes
such as financial performance (return on assets, return on investment, profits),
product market performance (sales and market share) and shareholder return.
OP refers to strategic planning, operations, finance, legal and organization de-
velopments. Some researchers relate OP as financial performance, which in-
volves budgets, assets, operations, products, services, and markets (Thurbin,
1994 [19]; Subramaniam, Shamsudin, & Ibrahim, 2011 [20]). Some researchers
identify several non-financial outputs which also contribute to OP, as manage-
ment quality (De Waal and Frijns, 2011) [21] long-term orientation (Steiss, 2003
[22]; Guest, 2002 [23]), continuous improvement (Arsad, 2012) [24], workforce
quality and openness and action orientation (Storey, 1989) [7]. According to
Collins, and Smith, (2006) [25] the effective implementation of HRMP in organ-
izations is a key source of competitive advantage and it has a positive relation-
ship with OP.

State owned business enterprises are representing crucial sectors of the
economy of Sri Lanka having recorded Rs 175,555 billion turn over which is al-
most 13.22 percent of the GDP in 2017. In fact, the return on assets amounting
to only 0.64 percent of the 55 SOBEs. It is evidence that SOBEs have not been
performing to its entire potential. The government strategy is to encourage and
facilitate the SOBEs to be self-sufficient through improved corporate practices,
management reforms, innovative financing and prudent financial manage-
ment, exposure to competitiveness and international best practices and specif-
ically an effective HRM (Ministry of Finance 2018) [*]. Hence, being the state
owned organizations, SOBEs in Sri Lanka need to attract, develop and retain
their employees in order to achieve the ultimate objectives defined. They re-
quire competent employees who are trained and motivated in order to reach the
organizational success. Implementation of appropriate HRMP for SOBEs em-
ployees will promote OP in respective organizations. Therefore, considering the
significance of the factors, this research is focused to examine the impact of
HRMP on POP in the context of Ceylon Fisheries Corporation in Sri Lanka be-
ing a State Owned Business Enterprise (SOBE).

The objectives of the study are as follows:
To determine the relationship between HRMP and POP of CFC
To examine the impact of HRMP on POP of CFC

To identify the measures to enhance the CFC’s performance

To assess the effective Human Resource Management Practice strategies to
enhance the Organizational Performance of CFC.

The limitations of the study have been identified as, the study focused the
evidence for the study from CFC in Sri Lanka. The study further limited to four
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factors of HRMP as the independent variables in this study, recruitment & selec-
tion, training & development, performance appraisal and reward management
and the dependent variable was perceived organization performance. Also in this
study the sample was drawn only from the higher, middle and junior level man-
agers and the correlation study have been employed. Thus the data collection

was done as cross sectional approach.

2. Statement of the Problem

The impact of HRMP on OP has been a broadly researched area. Either devel-
oped countries or developing countries the result of studies, have been showing
that HRMPs have significant impact on OP. However, there are no studies have
been carried out in this context of Sri Lanka and even in the developed countries
insufficient amount of studies have been conducted especially in the context of
state owned organizations. This study assessed the impact of HRMP on POP and
investigates the influence of CFC’s four HRMPs such as recruitment & selection,
training & development, performance appraisal and reward management on POP.
Even though, it was accepted that HRMP are positively related to OP in different
contexts, there is a great need for additional evidence to support the relationship
of HRMP and POP in different contexts.

The observations of the researcher in CFC, the staff criticize the HRMP in
placed. Especially, they are not satisfied with their wellbeing in terms of rewards
such as salary, wages and benefits. Thus, they are unfamiliar on the performance
evaluation process. The way of absorbing employees into the organization and
the means available for them to enhance their skills and knowledge are not in the
due degree of the implementation. Due to these negative practices, talented em-
ployees of state owned organizations have been moved to private sector or other
countries. There are no significant and or comprehensive practices in placed at
public organizations’ HRM department. The main cause of that is the top man-
agement never realizes the importance of HRM and needs and wants of their
employees. In order to develop a better understanding, this research is carried
out to identify the benefits from HRMP towards the OP. Sri Lanka being a
country in the growing phase needs to know the contribution of different factors
and the intensity of their impact on OP that leads towards economic develop-
ment of SOBEs and onward benefit to the country. Therefore, it is important to
determine empirically, the contribution of different factors not other than,
HRMP towards POP.

3. Hypotheses

Five hypotheses have been developed for the study on the foundation of sub-
stantial literature review and mentioned below,

e Hypothesis 1: HRMP have significant impact on POP

e Hypothesis 2: Recruitment & Selection have positive impact on POP

e Hypothesis 3: Training & Development have positive impact on POP
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e Hypothesis 4: Performance Appraisal has positive impact on POP
e Hypothesis 5: Rewards Management has positive impact on POP

4. Methodology

A research method is explained simply as a technique for collecting data. Research
methodology is defined as a systematic approach or a procedure of studying a
research phenomenon (Kothari, 2011) [26].

5. Research Design

There are two main approaches to research study, the quantitative approach and
the qualitative approach, both methods have advantages and disadvantages; nei-
ther of them is wrong or right but each may be more or less useful for specific
research purposes (Kothari, 2011) [26]. The choice of a particular method depends
on the nature of the research and objectives of the study, which determines the se-
lection of the research methods ie qualitative, quantitative or mixed methodology
(Kothari, 2011) [26]. The strengths and weaknesses of the mixed-methods design
have been broadly discussed and understood. (Creswell, Goodchild, and Turner
1996 [27]; Tashakkori, and Teddlie, 2010 [28]; Creswell 2014 [29]). They stated
that the basic aim of mixed method research is to combine these two research
methods in a way to consider the strengths and weaknesses of each method by
enhancing the strengths and eliminating the weaknesses. The design related with
this study is quantitative approach. The rationale behind this approach is that
the quantitative data and subsequent analysis provide a general understanding of
the research.

Moses (2014) [30] stressed in his study that a correlation research is a
quantitative in nature and two or more variables are taken into consideration in
order to determine the relationship. Also correlation research can be utilized to
measure and or determine the nature and degree of the variables. In this study,
used confirmatory correlation research design as the researcher wanted to estab-
lish the relationships between closely connected variables, to employ deductive
approach and to test the hypothesis developed in this study context. Based on
the aforementioned literature, this study adopted a comprehensive research de-
sign in order to achieve the aim and objectives of the study (Tashakkori and
Teddlie, 2010 [28]; Creswell, 2014 [29]).

Therefore, the study utilized a relational research design in an effort to examine
the relationship between HRMP and POP. Correlation research methods are used
to determine relationships and patterns of relationships among variables in a sin-
gle group of subjects. In correlation studies a researcher may be able to state a hy-
pothesis about an expected relationship. If two variables are correlated, then one
variable can be used to predict the other. Four HRMP considered as independent
variables in this study were recruitment & selection, training & development, per-
formance appraisal and reward management whereas, POP was the dependent va-
riable. The research methodology was based on empirical data collected through

questionnaire surveys with the managerial level employees in CFC.
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6. Population

Population is considered as a group of individuals, objects or items among
which samples are drawn for measurement (Singh, 2007) [31]. The population
includes entire members of elaborated group of people, events or objects (Ary, et
al 2006) [32]. Sekaran and Bougie (2016) [33] defined the population as the en-
tire group of people, events or things of interest that the researcher wishes to in-
vestigate. The target population for this study was the employees of CFC. This
includes all employees in higher, middle and junior level management attached
to various regions in island wide and different departments of CFC. The target
population for this study was 1203 who were born in the books of the organiza-
tion inclusive permanent, temporary and daily payment cadres during the pe-

riod of the study from January 2019 to June 2019.

7. Sampling and Sampling Technique

The sample for this study was 123 employees selecting from the staff categories of
higher managers (5), middle managers (65) and junior managers (53) representing
all the regions and departments of CFC. Stratified random sampling technique
was used in this study. The total numbers of the workers were 1203 and out of
that 534 in managerial categories. The researcher selected all the higher level
managers, all the middle level managers and 20% of junior level managers total-
ing 123. A total of 123 questionnaires were distributed among them and col-
lected all with the duly perfected.

8. Data Sources and Instrumentation

This study was based on primarily obtained sources of data. In order to collect
the data a structured questionnaire was distributed among the respondents. The
questionnaires were distributed to the respondents by the researcher at the
common place at CFC head office premises by attending personally. Therefore,
the researcher was able to collect the majority of duly perfected questionnaires
since the doubts and clarifications were addressed and sorted out during the ses-

sion of the response. Therefore, the response rate was great.

9. Survey Instrument

The questionnaire used in this study was divided into three main sections. The
first section of the questionnaire gathered information on the profile of respon-
dents. The profiling variables were comprised with five questions such as age,
gender, education qualification, employment category, length of service. This
was placed at the beginning of the questionnaire in accordance with the on the
recommendations of Sekaran and Bougie, (2014) [34] suggested that, in design-
ing the questionnaire; the personal information should be asked at the beginning
or at the end of the survey instrument. The second section of the questionnaire

measures the extent to HRMP (recruitment & selection, training & development,
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performance appraisal and reward management) are being practiced in CFC.
The third section of the questionnaire measures the CFC’s performance. Respon-
dents are requested to rate those second and third sections based on five-point Li-
kert scale ranging from 1 = strongly disagree, 2 = disagree, 3 = neutral, 4 = agree

and 5 = strongly agree.

10. Survey Language

The questionnaire wording, types, forms and systematic flow play a major role
in keeping respondents interested until at the end of the questionnaire (Sekaran,
2000) [35]. Zikmund, (2010) [36] argued that closed ended questions are compa-
ratively preferred than the open ended questions for quantitative research due to
less time for response and easy to coding and tabulating purposes. Bryman and
Bell, (2015) [37] explained the advantages of the selection of closed ended ques-
tions with a vertical format. Also stated that closed ended questions can be pre
coded, thus turning the processing of data for computer analysis into a fairly sim-
ple. This study chose close-ended questions for the quantitative analysis. The ques-
tionnaire was designed in Sinhala and English as the most of the employees are not
competent enough to clearly understand the English which could be easy to use
for researcher to analysis process. The questionnaire was written in simple and

easy to understand language related to aforementioned HRMP and POP in CFC.

11. Response Rate

The data was collected in the month of June 2019. A total of 123 survey ques-
tionnaires were distributed. All the questionnaires were returned; a return rate of
100% (n = 123), from which (n = 13) 10.56% questionnaires were discarded due
to incompleteness and considerable number of missing values. Finally, 89.44%
(n = 110) completed questionnaires were used for the final analysis. A response

rate of 89% is considered as the highly acceptable response rate for this study.

12. Measurement

Human Resource Management Practices questionnaire

In accordance with the studies of Tessema, Mussie & Soeters, Joseph. (2006)
[38]. Rehman (2012) [39], Dechawatanapaisal and Siengthai, (2006) [40], Djaba-
tey (2012) [41] McGhee (1996) [42], Subramaniam et al (2011) [20], 32 ques-
tions of HRMP were used for this study. This questionnaire comprised with re-
cruitment & selection (6), training & development (8), performance appraisal
(11) and reward management (7).

Perceived Organizational Performance questionnaire

In this study POP was measured by 11 questions following the studies of De-
laney & Huselid (1996) [13], Kim & Kim, (2016) [43].

13. Review of Literatures

The review of literature witnessed that there have been several studies concen-
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trating on HRMP and OP in global concept. However, limited numbers of stu-
dies have been conducted on the impact of HRMP on OP in context of Sri Lanka
and not found any studies with regard to POP as the dependable variable in the
Sri Lankan context. Therefore, this study has been undertaken to bridge this

obviously identified research gap.

14. Data Analysis of the Study

Data screening and data cleaning were conducted initially in order to obtain ac-
tual and quality results. The study stressed the response rate of the respondents
and elaborated the description of demographic and organizational profiles of the
respondents of the study. Questionnaires were coded and entered into SPSS 23
to process the needed calculations. Cronbach’s alpha was calculated to determine
the internal reliability of the tools. The confirmatory factor analysis for the study
utilized as the primary tool to analyze construct validation.

SPSS can take data from any type of file and use the same to generate tabu-
lated reports, charts and plots of distributions and trends, descriptive statistics,
and complex statistical analyses. Construct validity of measures was determined
for the validation of an instrument. For accurate relationship among variables,
construct validity of measures is incredibly essential and it relies on the aptitude
of the researcher to appropriately measure the variables. Cronbach’s alpha was
calculated to determine the internal reliability of the tools. Frequency distribu-
tion was used to describe the profile of the sample. After organizing the data into
a frequency distribution, it’s presented in graphical form. The purpose of graphs
in statistics is to communicate the data to the viewers in pictorial forms. It is
easier to comprehend the meaning of data presented in graphically than numer-
ically in tables or frequency distributions. This is especially fruitful, when the
users have little or no statistical knowledge. Finally regression analysis was per-
formed. The R? value was computed to examine the goodness predictive validity

so that it can be used to predict the future behavior.

15. Response Rate

Out of the 123 sample respondents 110 successful respondents after screening
and cleaning, have been used for analysis, making a response rate of 89%. This
response rate was excellent and conforms to Mugenda and Mugenda, (1999) [44]
stipulation that a response rate of 50% is adequate for analysis and reporting, a

rate of 60% is good and a response rate of 70% and over is excellent.

16. Demographic Characteristics of the Respondents

Frequencies of occurrence of certain variables are determined, from which the
percentage and cumulative percentage are calculated. Frequency tables of demo-
graphic variables are shown bellow.

The simple majority of the respondents were male (n = 63) representing 57.3%

of the sample, whereas female were (n = 47) representing 42.7% (Table 1).
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Table 1. Gender of the respondent.

Frequency Valid Percent Cumulative Percent
Valid Male 63 57.3 57.3
Female 47 42.7 100
Total 110 100

Source: Survey data.

Educational levels of the respondents have depicted in Table 2.

Majority of the employees have a Diploma (n = 500 representing 45.46% fol-
lowed by a Bachelor’s degree (n = 33) representing 30%, Certificate Level (n =
26) representing 23.63%, and Master’s (n = 1) representing 0.91%.

The length of service of the respondents has shown in Table 3.

For the length of service period with the current employer, majority of res-
pondents indicated that they had worked for three - four years (n = 40; 36.36%),
followed by above the four years (n = 31; 28.18%), two-three years (n = 18;
16.36%) and one-two years (n = 15; 13.64%), the smallest number of employees
for less than one year (n = 06; 05.46%).

The age of the respondents has presented in Table 4.

For the age of the employees the majority of respondents mentioned that they
are aged in 41 - 50 years (n = 40; 38.2%), followed by aged between 31 - 40 years
(n = 33; 30%), aged between 21 - 30 years (n = 24; 21.8%) and the minority was
aged between 51 - 60 years (n = 11; 10%).

The employment category of the respondents has mentioned in Table 5.

For the employment category of the employees, the majority of respondents
mentioned that they are serving as the middle level managers (n = 64; 58.2%),
followed by junior level managers (n = 41; 37.3%). The lowest is higher level
managers (n = 05; 4.5%).

17. Reliability and Validity

A measurement is considered as reliable or consistent if the measurement can
produce similar results when used again in similar circumstances. Analyzed re-
sults of the reliability of variables on HRMP and POP presented at under men-
tioned Table 6 with use of 32 and 11 items respectively. Accordingly, the value
of alpha (a) is greater than 0.7 (a > 0.7) in all the variables. HRMP shows the
value of alpha is equal to 0.951 (a = 0.951), POP value of alpha is equal to 0.883
(a = 0.883). Hair et al, (2009) [45] explained that the alpha value should prefer-
ably be greater than 0.7 (a > 0.7) for reliability analysis. Thus, Cronbach value
beyond seven (a > 7) signifies acceptable reliability (Kline 2016) [46]. Therefore,
it was confirmed that the reliability of the measurement used for the study is
within the accepted standard.

The internal consistency reliability of the measurers used in the study can be
considered as good and reliable. It is observed that the scale of the present

study was highly reliable for data analysis. Validation procedures involved initial
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Table 2. Educational levels of the respondents.

Frequency Valid Percent Cumulative Percent
Valid Certificate 26 23.63 23.63
Diploma 50 45.46 69.09
Bachelor 33 30.00 99.09
Master 01 00.91 100.00
Total 110 100

Source: Survey data.

Table 3. Length of service in CFC.

Frequency Percent Cumulative Percent
Valid Less than 1 year 06 05.46 05.46
1 -2 years 15 13.64 19.10
2 - 3 years 18 16.36 35.46
3 -4 years 40 36.36 71.82
Above 4 years 31 28.18 100
Total 110 100
Source: Survey data.
Table 4. Ages of the respondents.
Frequency Valid Percent Cumulative Percent
Valid 21 - 30 years 24 21.8 21.8
31 - 40 years 33 30.0 51.8
41 - 50 years 42 38.2 90.0
51 - 60 years 11 10.0 100.00
Total 110 100

Source: Survey data.

Table 5. Employment categories of the respondents.

Frequency Valid Percent Cumulative Percent
Valid Junior Manager 41 37.3 37.3
Middle Manager 64 58.2 95.5
Higher Manager 05 04.5 100
Total 110 100

Source: Survey data.

Table 6. Reliability analyses of variables.

Variable No of Items Alpha Value
Human Resource Management Practices (HRMP) 32 0.951
Perceived Organizational Performance (POP) 11 0.883
Total 43
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consultation of the questionnaires. Hence, researcher satisfied reliability and va-
lidity of the scales used.

The researcher analyzed the data obtained in this study by correlation and
multiple regression analysis. In this context, a multiple regression was per-
formed, by making use of all the discrete variables (i.e., dependent and indepen-
dent variables) available in the dataset. The estimation process was based on Or-
dinary Least Squares (OLS) [ie. = a + bx]. For this, purpose, the researcher con-
sider the following model specifications, by taking POP as dependent variable
and by making HRMP as independent variables.

POP = 4, + /4, (RNS) + /3, (TND)+ 4, (PA)+ 4, (RM)+e---Model (1)

where £, B, £ B and i, are the regression co-efficient.

POP: Perceived Organizational Performance, RNS: Recruitment and Selec-
tion, TND: Training and Development, PA: Performance Appraisal, RM: Re-
ward Management and e: error term.

To test the mode-1 fit the data and findings, correlation (r), R, R* (Coefficient
of determination), variance, and the t test statistic were used. Correlation analy-
sis was performed to find out the pair wise relationship between variables; RNS,
TND, PA, RM, and POP.

A correlation result has shown in Table 5. Correlations amongst variables are
positive. Correlation interpretation is based on following five classical rules in-
troduced by Franzblau, (1985) [*] to interpret correlation coefficient amongst
different variables,

e (r=0to 0.20) indicates negligible or no correlation.

e (r=0.20 to 0.40) indicates positive but low degree of correlation.

® (r=0.40 to 0.60) indicates positive moderate degree of correlation.

® (r=0.60 to 0.80) indicates positive and marked degree of correlation.
e (r=0.80to .1.00) indicates positive and high degree of correlation.

All variables are treated symmetrically, ie. there is no distinction between
dependent variable and independent variables. Two variables are said to be cor-
related when they tend to simultaneously vary in the same direction. If both the
variables tend to increase or decrease together, the correlation is said to be direct
or positive. When one variable tends to increase and the other tends to decrease,
the correlation is said to be negative.

Table 7 also shows that the factors RNS, TND, PA, and RM are independently
andpositively correlated with POP and also highly significant at 1% levels. As a
result, Hypothesis 1 of this study was accepted. The maximum correlation (r =
0.463) is existed between PA and POP, followed by the association (r = 0.456)
between RM and POP; RNS and POP (r = 0.372); and TND and POP (r = 0.368).
It should be needed to pay the highest emphasis on PA for greater POP. RM also
crucial for magnificent POP followed by other HRMP (ie, RNS and TND).
HRMP are positively correlated with one to another and also statistically signifi-
cant at P-value 0.000. Among the four HRMP, the relationship (r = 0.697) be-
tween PA and RM is the highest, followed by the relationship (r = 0.556) be-
tween TND and PA.
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Table 7. Correlations of variables.

RNS TND PA RM (0)4
RNS Pearson Correlation 1 0.321** 0.362** 0.311** 0.376**
Sig. (2-tailed) 0.000 0.000 0.000 0.000
N 110 110 110 110 110
TND Pearson Correlation 0.321** 1 0.489** 0.546** 0.364**
Sig. (2-tailed) 0.000 0.000 0.000 0.000
N 110 110 110 110 110
PA Pearson Correlation 0.362** 0.489** 1 0.693** 0.472**
Sig. (2-tailed) 0.000 000 0.000 0.000
N 110 110 110 110 110
RM Pearson Correlation 0.311** 0.546** 0.693** 1 0.447**
Sig. (2-tailed) 0.000 0.000 0.000 0.000
N 110 110 110 110 110
OP Pearson Correlation 0.376** 0.364** 0.472** 0.447** 1
Sig. (2-tailed) 0.000 0.000 0.000 0.000 0.000
N 110 110 110 110 110

**Correlation is significant at the 0.01 level (2-tailed). Source: (Survey Data).

Multiple regression analysis was devised to identify the predictors of POP as
conceptualized in the model. To what extent the different types of HRMP can
predict POP? To answer this question, inferential statistical technique of Mul-
tiple Regression Analysis (MRA) was used. Kerlinger and Lee, (2000) [*] men-
tioned that regression analysis is a statistical method that relates one dependent
variable to a linear combination of one or more independent variables. Regres-
sion identifies the degree of the each independent variable has an impact on
dependent variable. For each performance indicator separate data were re-
gressed. Multiple regression analysis calculates multiple correlation coefficients,
R2; it is the proportion of variance in dependent variables explained by the in-
dependent variables. The contribution of independent variables towards depen-
dent variables is measured by the Beta value and can be explained on the basis of
p or t value.

Model summary of regression analysis has depicted in Table 8. The generally
utilized statistic to evaluate the model fit is R? which is 1 minus the ratio of resi-
dual variability. The adjusted R? also called the coefficient of multiple determi-
nations, is the percent of the variance in the dependent explained uniquely or
jointly by the independent variables. It indicates that 39% of the changes on POP
could be attributed to the combined effect of the predictor variables and
consequently hypothesis 2 is supported.

The HRMP (RNS; TND; PA and RM) in the above model revealed the ability
to predict POP (R? = 0.392). In this model value of R? denotes that 39.2% of the
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Table 8. Model summary®.

Model R R Square Adjusted R Square

1 0.588* 0.392 0.331

“Predictors: (Constant), RM, RNS, TND, PA; *Dependent Variable: POP Source: Survey data.

observed variability in POP can be explained by the HRMP explicitly RNS; TND;
PA and RM.

The remaining 60.8% is not explained which means that the rest 60.8% of the
variation of POP is related to other variables which are not depicted in the mod-
el. This variance has highly significant as indicated by the F value (F = 15.088
and P < 0.01).

Table 9 depicted that the model explains, the most possible combination of
predictor variables that could contribute to the relationship with the dependent
variable. The regression equation established that taking all factors into account
(recruitment &selection, training & development, performance appraisal and
reward management) constant at zero OP in CFC will be 1.569. The findings
presented also indicated that taking all other independent variables at zero, a
unit increase in the recruitment & selection would lead to a 0.237 increase in OP
in CFC and a unit increase in the training & development would lead to a 0.026
increase in the OP in CFC. Further, the findings exhibit that a unit increase in the
performance appraisal would lead to a 0.188 increase in the OP in CFC. Addition-
ally, the findings show that a unit increase in reward management would lead to a
0.467 increase in OP in CFC. Overall, training & development had the least effect
on the OP in CFC, followed by performance appraisal. Table 7 also shows that
RM, RNS, PA and TND are positively influencing on OP. For RNS the value of t
is 3.41 (p = 0.001, p < 0.01), for PA the value of t is 2.833 (p = 005, p < 0.01), for
RM the value of t is 3.081 (p = 0.004, p < 0.01). Thus Hypothesis 3, 5 and 6 is
supported but Hypothesis 4 is not supported as for TND the t value is 0.472 (p =
0.638, p > 0.01). Hence, it can be concluded that RNS, PA and RM have
significant impact on OP but the TND has no significant impact on OP in CFC.

18. Assessment of Linearity

Linearity assessment is considered as an implied assumption of all multivariate
techniques based on correlation measures of association, inclusive multiple re-
gressions, logistic regression, factor analysis and Structural equation represents
only the linear association between the variables (Hair et al, 2009) [45]. Lineari-
ty is the assumption that “the mean values of the outcome variable for each in-
crement of the predictor(s) lie along a straight line” (Field, 2009) [47]. Hair et al.
(2009) [45] noted that the most usual way to determine the linearity is to inspect
the scatter plots of the variables. Hence, any non linear patterns can be identified
as spotted away from the straight line. Therefore, this study examined and found
the scatter plots with a straight line, representing the linear relationship resulting
that nonlinear patterns were absent from the data and positive correlation

among the variables (Figure 1).
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Table 9. Coefficients* model.

Unstandardized Standardized

Model Coefficients Coefficients ! Sig
B Std. Error Beta
1 (Constant) 1.569 0.243 6.462 0.000
RNS 0.237 0.070 0.284 3.413 0.001
TND 0.026 0.054 0.044 0.472 0.638
PA 0.188 0.066 0.322 2.833 0.005
RM 0.467 0.151 0.485 3.081 0.004

Table 7 Coefficients®; Source: Survey data.

Normal P-P Plot of Regression Standardized Residual

Perceived organizational behaviour
1.0

0.8+

o
[}
1

Expected Cum Prob
o
5

0.24

1 I I U
0.0 0.2 0.4 0.6 0.8 1.0
Observed Cum Prob

Figure 1. Single regression analyses.

19. Finding of the Study

o The first objective of the study is the relationship between HRMP and POP in
CFC. The correlation analysis shows that HRMP have a positive relationship
with POP. The maximum correlation (r = 0.463) is existed between PA and
POP, followed by the association (r = 0.456) between RM and POP, RNS and
POP (r = 0.372) and TND and POP (r = 0.368). All the correlations between
independents and dependent variable were significant at the 0.01 level. There-
fore, Hypothesis 1 of this study was supported.

e The second objective of this study is about the HRM practices and its impact
on OP in CFC. The value of R2 denotes that 32.2 percent of the observed va-
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riability in OP can be explained by the HRM practices namely RNS, TND,
PA and RM. The remaining 67.8 percent is not explained and it means that
the balance 67.8 percent of the variation of OP and related to other variables
which are not mentioned in this model. This variance is highly significant as
indicated by the F value (F = 15.088 and P = 0.000, P < 0.01). Therefore, hy-
pothesis 2 is supported.

e The third objective of this study is the measures in order to enhance the OP
of CFC. Recruitment and selection practice on its performance the regression
analysis of RNS the value of t is 3.41 (p = 0.001, p < 0.01) shows there is a
significant impact on OP of CFC. Therefore hypothesis 3 is supported.

e The fourth objective of this study is the impact of CFC’s training and devel-
opment on its performance. TND the t value is 0.472 (p = 0.638, p > 0.01).
Although there is a relationship between the variables but the relationship
was not significant. Therefore Hypothesis 4 is not supported. Hence, the
most neglected HRM practices which employees believe that could not help
to perform better is, training and development.

o The fifth objective of this study is about the impact of performance appraisal
on OP of CFC. PA the value of t is 2.833 (p = 005, p < 0.01) this shows per-
formance appraisal has a significant positive impact on CFC’s performance.
Therefore, hypothesis 5 is supported.

o The sixth objective of this study is the impact of CFC’s reward management
practice on its performance. RM the value of t is 3.081 (p = 0.004, p < 0.01)
shows the impact is positively significant. Therefore hypothesis 6 is sup-

ported.

20. Conclusion

The study revealed that the HRMP have a significant impact on POP. It has been
found that OP can be attributed to HRMP including recruitment and selection,
training and development, performance appraisal and reward management. This
study is consistent with Qureshi et al, (2010) [48], Khan, (2010) [49], Huselid
(1995) [50], Chang and Chen, (2002) [51]. Based on the results, the researcher
concluded that the effectiveness of implementing HRM practices in CFC does
indeed have a major impact towards the POP. The findings show that HRMP
have an impact of nearly 32.2 percent on POP. Thus, this form of analysis could
help organizations to realize and be aware of the importance of HRMP and the
need to integrate and align HRMP into the organization’s strategic plan. The re-
gression analysis shows that following HRMP seem to have the highest influence
on POP during the study period, as recruitment and selection, training and de-
velopment, performance appraisal, reward management system based on expec-
tancy of employees, comparable with market packages, competency based and
performance based, benefits sharing based mechanism, covering both financial
and non-financial dimensions, which is positively correlated with POP. Re-
cruitment & selection, based on well-defined merit and unprejudiced system

developed through managerial expert opinions, using standardized test to scru-
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tinize the exact required attitude, skills and knowledge in potential candidates
showed notable significant correlation with employee performance and POP.
Results were supported by the findings of Singh (2004) [52], Katou, (2008) [53]
that identification of the right candidate with right skills to perform the right job

for achieving POP is the output of sophisticated selection procedure.

Recommendations

Human resources being the greatest asset of an organization considered that the
employees’ knowledge, skills, and abilities are utilized to create and deliver effec-
tive services rendered to the organization. Effective recruitment and selection
attract the employees with suitable quality, develop the knowledge, skills, and
abilities of employees by providing required training and development and
retain employees within the organization with proper rewordings. CFC needs to
have an effective recruitment and selection policy to promote proper scientific
selection of prospective employees. The organization should implement proper
selection process as they have different preferences in the candidates. Candidates
need to be selected based on requisite skills, knowledge, attitude and qualifica-
tion using appropriate selection techniques. Besides, appropriate training pro-
gram for both managerial and non managerial staff should be implemented to
continuous improvements. Moreover, a training and development program
should be implemented to enhance the abilities and capabilities of employees of
CFC. Investing in the improvement of the knowledge and skills of employees
would enable the CFC to develop more productive and effective employees.
Furthermore, performance appraisal should be guided by the performance
management policy. Employee’s performance should be assessed based on quan-
tifiable standards and feedback be given to employees on their performance. The
appraisal system should be explicitly described specific purpose of the appraisal.
Organizations that clearly state the purpose for the appraisal reduce the confu-
sion and ambiguity of the process. Unbiased and accurate evaluation and feed-
back require clear goals to be established. Performance-related reward system is
significant in enhancing performance; hence the organization should implement
motivate employees who achieve the set targets. Since HRMP have a significant
impact on POP, managers need to implement them in an integrated and cohe-
rent manner (Chen ef al, 2009; Wickramasinghe and Gamage, 2011 [54]). This
study has an addition to earlier research efforts in understanding the relation-
ship between HRMP and POP. The study provides new dimensions in the re-
search of HRM by opening a debate on the importance of HRMP and POP. Sta-
tistically significant correlations and regression results were indicated that dif-
ferent HRMP, such as recruitment & selection, training & development, perfor-
mance appraisal and reward management system is significantly related and

make positive contributions towards perceived organizational performance.

Suggestions for Future Research Studies

Future researchers should also consider moderating and or mediating variables
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such as organization culture, organization climate, leadership, labour market,

motivation factor and regulatory environment either similar context or different
contexts, also consider on different types of HRMP.
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