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1. Chapter 1: Introduction

In the recent years organizations have been always in flux, facing a new
set of problems that range from adapting to technological change,
managing remote teams, and finding talent and retaining them. Many
companies put their energies into marketing and product development and

sideline their workforce as one of their greatest assets. Human Resource
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Management (HRM) which assists organizations in managing their
workforce, is most often perceived as a mere administrative function rather
than a strategic partner. However, “strategic human resource management
creates a clear connection between the goals of the organization and the
activities of the people who work there. All employees should see the link
between their daily tasks and achievement of a purpose or goal.”
(DeCenzo, Robbins, & Verhulst, 2009, p. 33). This highlights the need for
HRM to move beyond traditional ideas and roles and actively support the

organization’s strategic direction.

Human Resource Management is not just a matter of employment or labour
processes, but rather it is about strategizing and implementing that strategy
through their people.

Bratton and Gold (2012) highlight how human resource activities such as
workforce planning, talent management, and performance monitoring
contribute to building organizational capability in response to changes in
the economic and social environment. According to Dessler (2013, p. 4),
HRM involves "the process of acquiring, training, appraising, and
compensating employees, and of attending to their labor relations, health

and safety, and fairness concerns."

While the importance of strategic value of Human Resources Mangement
is recognized by studying, most work is focused on large corporations and
traditional office environments. There is limited attention paid to how HRM
operates in small businesses, startups, or increasingly common hybrid and

remote working arrangements. Another research gap indicates the lack of
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detail surrounding actual steps to transform HRM from the administrative

role into a strategic role.

From the perspective of business leaders and human resource
professionals, policy-makers, and others who seek to optimize the
outcomes of organizations, an understanding of strategic HRM is an
indispensable one. In a fast-changing arena of technological and social
change, organizations employing HRM as a strategic asset are better
placed to attract talent, engage employees, and sustain their competitive

advantage.

The purpose of this study is examine to the important role of human
resources management in organizations. It particularly seeks to understand
the contribution of strategic HRM in organizational success and to find out
how HR practices can be employed to increase workers' performance,

build flexibility, and ensure the long-term sustainability of an organization.

1.1.Research Background

In today’s rapidly changing business environment, organizations are
constantly adapting to stay competitive. This shift has brought
Human Resource Management (HRM) into a more central role within
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organizational strategy. HRM is no longer just about hiring or
handling payroll it now plays a vital part in helping organizations
attract the right talent, develop employee skills, and build a positive

workplace culture.

Studies have shown that companies with strong HRM systems often
perform better overall. For example, firms that invest in effective
human resource practices tend to experience higher returns and
greater organizational success compared to those that do not. This
highlights how HRM, when aligned with business goals, can directly

influence an organization’s outcomes.

The idea that “people make the company” is a central theme in
modern HRM thinking. Employees are viewed as one of the most
valuable assets an organization has, and managing them
strategically is key to long-term success. As organizations face
growing challenges from digital transformation to shifting workforce
expectations the need for strategic, well-integrated HR practices has

become more urgent.

Still, many organizations especially smaller businesses—have yet to
fully move from a traditional view of HRM to a strategic one. This
study aims to explore how HRM can be repositioned as a core
element of business strategy across different organizational settings

and challenges.






1.2. Research Problem

Even though companies nowadays treat Human Resource
Management (HRM) as a strategic partner, in most organizations it is
limited to administrative jobs. While research argues that HRM can
indeed affect the performance of organizations, there still are serious
gaps concerning the understanding and practical application of this
potential. This section sets out the key research problem by tracing
the principal theoretical and practical limitations; these limitations lead

to this study's principal research question.

1.2.1. Theoretical Gaps

HRM theoretical discussions tend to rely on models suited to
traditional organizational structures and hence do not fully account for
the demands imposed by modern workplaces. Ideas like remote
work, technology, employee expectations, standards, and such tend
to be ignored. Much of the existing literature also applies generic
frameworks, considering very little variation from industry to industry
and along cultural or organizational-size dimensions. A stronger
interdisciplinary approach is also needed to connect HRM with

related fields like strategic management and digital innovation.



1.2.2. Practical Gaps

In practical terms, HRM or human resource management is widely
viewed as a support function relating to staffing, payroll processing,
and compliance aspects. This limits its strategic impact, especially in
smaller companies and non-traditional environments such as hybrid
or remote teams. Furthermore, many organizations have no explicit
strategies or frameworks for embedding HRM into long-term
planning, hence hindering HR personnel from actively participating in

broader business objectives.

The main research question is:

How can Human Resource Management be effectively repositioned from
an administrative role to a strategic function that supports organizational

success in today’s rapid pace work environments?

10



1.3. Research Significance

This study offers insight into Human Resources Management (HRM)
by considering theoretical and practical perspectives and human
resources in contemporary organizations. It views the old paradigm of
HRM being an administrative function as obsolete and HRM as a
focal point in strategic organizational development. In other words, it
is in the course of expanding the streams of academic discourse and
bringing relevant implications to HR practitioners, business leaders,

and policy makers.

1.3.1. At the theoretical level

In terms of theory, this research, therefore, intends to fill gaps existing in
the HRM literature by focusing on the limitations of current views caused
mainly due to their concerns for traditional, hierarchical, and big-size
organizations. By trying to evaluate how HRM might be aligned with
strategic goals in all kinds of organizational contexts small businesses and
hybrid workplaces included the work contributes towards building more
adaptive, inclusive, and future-fit HRM views. It further fosters
interdisciplinary integration of HRM with strategic management,

organizational behavior, and workplace innovation.

1.3.2. At the practical level

In the practical context, this study serves to provide important knowledge to
organizational leaders and HR practitioners interested in rendering HRM

more strategic in their respective institutions. It sheds more light on
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mechanisms that make HR functions available for fostering innovation,
employee engagement, and long-term competitiveness. This study meets
the growing demand for HR strategies to be flexible and responsive toward
emergent trends such as remote working environments, digital
transformation, and changing workforce expectations. Drawing from
theories, the study then implements practical considerations to ensure HR

evidence-based practices against real problems.

12



1.4. Research Questions

1. How does Human Resource Management contribute to achieving an

organization's strategic goals?

2. What HRM practices are most effective in attracting and retaining

talented employees?

3. In what ways does HRM influence employee performance and

organizational productivity?

4. How does the integration of HRM into organizational strategy impact

overall competitiveness?

1.5. Research Objectives

1. Examine how Human Resource Management contributes to the
achievement of organizational strategic goals.

2. ldentify the HRM practices that are most effective in attracting and
retaining talented employees.

3. Analyze the influence of HRM on employee performance and overall
organizational productivity.

4. Evaluate how integrating HRM into organizational strategy enhances

competitiveness.

13



1.6. Research Hypotheses

H1: Human Resource Management practices have a positive effect on

achieving organizational strategic goals.

H2: Effective HRM practices increase talent attraction and retention in
organizations.

H3: Human Resource Management practices positively influence employee
performance and overall organizational productivity.

H4: The integration of HRM into organizational strategy enhances
organizational competitiveness

1.7. Research Model

The Research Model is illustrated in figure 1

Organizational
Outcomes

HRM Practices

(| i ion ) (" )
Recruitment & Selection Employee Engagement

Training & Development

Productivity

Performance Appraisal
PP Retention

Compensation
S Management )

Competitiveness
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1.8. Research Methodology

« Research Philosophy: Positivism
« Research Approach: Deductive

. Research Strategy: Survey

« Research Choice: Quantitative

« Time Horizon: Cross-sectional

. Techniques and Procedures: Questionnaire and Statistical Analysis

The Research Model is illustrated in figure 2

Postivism

Deductive

Mono method
quantitive

cross sectional

questionnaire &
statistical
ELEEH
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1.9. Scope of The Study

This study focuses on examining the role of Human Resource Management
(HRM) in enhancing organizational performance and competitiveness. It is
limited to investigating the impact of key HRM practices such as
recruitment and selection, training and development, compensation
management, and performance appraisal on employee engagement,
productivity, and talent retention within organizations.

The study is conducted at the organizational level, targeting employees and
HR professionals who are directly involved with HRM practices. Data is
collected through an online survey using Google Forms, and the analysis is
based on participants’ self-reported perceptions.

The study does not focus on specific industries or geographic regions,
which allows the findings to be applied generally to organizations across
different sectors. However, the scope is limited to the responses provided
by the selected participants and does not include in-depth qualitative
insights or longitudinal data on HRM practices over time.

16



1.10. The Suggested Project Structure

1. Introduction

Background of the Study

Overview of HRM and its importance in organizations
Current trends and challenges in HRM

Problem Statement

Gap or issue that motivates the research

Research Aim

Research Objectives

Research Questions

Research Hypotheses

2. Literature Review

The Role of HRM in Organizations

HRM and strategic alignment

Talent management and retention

HRM and employee performance

Theoretical Framework

Key HRM models or theories guiding your study

Previous Studies

Summary of relevant empirical research

Research Gap

What is missing in current studies that your research will address

3. Research Methodology

Research Onion (with diagram)
Philosophy: Positivism
Approach: Deductive

Strategy: Survey
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Methodological Choice: Mono Method Quantitative

Time Horizon: Cross-sectional

Techniques & Procedures: Questionnaire & Statistical Analysis
Population and Sampling

Target respondents and sample size

Data Collection Methods

Questionnaire design and distribution

Data Analysis Techniques

Statistical tools to test hypotheses

Ethical Considerations

4. Research Model

e Conceptual Framework Diagram
¢ Role of HRM (IV) — Organizational Outcomes (DV)

5. Expected Results & Significance

e Expected findings related to HRM’s influence
e Contribution to organizations and HR practices

18



2.Chapter 2: Literature Review

19
MIDOCEA|

|||||||||| i



2.1. Introduction

This chapter reviews the literature on Human Resource Management
(HRM) and its role in organizations. HRM is a strategic function that
manages human capital to enhance employee performance and
organizational effectiveness. The chapter focuses on key HRM practices
recruitment and selection, training and development, performance
appraisal, and compensation management as independent variables, and
organizational outcomes employee engagement, productivity, retention,
and competitiveness as dependent variables. It also examines the
relationship between these variables to provide a foundation for the present
study and identify gaps in the literature.

2.2. The independent variable

2.2 The Independent Variable: Human Resource Management Practices

Human Resource Management (HRM) practices are considered a
cornerstone of organizational effectiveness, as they provide structured
approaches for managing and developing employees. Scholars argue that
well-designed HRM practices not only improve individual performance but
also contribute to long-term organizational success. The following
subsections review four key HRM practices that are central to this study:
recruitment and selection, training and development, performance
appraisal, and compensation management.

2.2.1 Recruitment and Selection

Recruitment and selection are often regarded as the first and most critical
steps in managing human capital. The literature emphasizes that attracting
and hiring the right candidates ensures a strong workforce foundation.
Effective recruitment and selection practices reduce turnover, enhance
organizational productivity, and ensure alignment between employee skills
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and organizational needs. Conversely, poor hiring decisions may result in
performance issues and increased costs for the organization.

2.2.2 Training and Development

Training and development provide employees with opportunities to acquire
new skills, expand their knowledge, and prepare for future roles. Research
highlights that organizations investing in continuous learning achieve
greater adaptability in dynamic markets. Training enhances employee
confidence and competence, while development programs foster career
growth and leadership potential. Overall, these practices strengthen
employee loyalty and contribute to sustainable organizational performance.

2.2.3 Performance Appraisal

Performance appraisal is the process of systematically evaluating
employee contributions against organizational goals. Studies underline its
role in offering feedback, recognizing achievements, and identifying areas
for improvement. Fair and transparent appraisal systems foster motivation,
accountability, and higher engagement, whereas poorly managed
appraisals may lead to dissatisfaction and reduced trust in management.
When effectively implemented, performance appraisals create a culture of
continuous improvement.

2.2.4 Compensation Management

Compensation management encompasses salaries, benefits, incentives,
and rewards designed to motivate and retain employees. The literature

21
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consistently demonstrates that equitable and competitive compensation
systems enhance job satisfaction and organizational commitment. Beyond
financial rewards, recognition and non-monetary benefits also play a crucial
role in motivating employees. Effective compensation practices ensure that
individual efforts are aligned with organizational objectives, ultimately
improving retention and competitiveness

2.3. The dependent variable

2.3 The Dependent Variable: Organizational Outcomes

Organizational outcomes reflect the measurable results of how effectively
an organization manages its people and resources. In the context of HRM,
outcomes are shaped by employee behaviors, attitudes, and performance,
which collectively determine the success and sustainability of the
organization. The literature emphasizes that engaged, productive, and loyal
employees contribute significantly to competitiveness in dynamic markets.
The following subsections review four key organizational outcomes relevant
to this study.

2.3.1 Employee Engagement

Employee engagement refers to the emotional and cognitive commitment
employees have toward their work and organization. Research highlights
that engaged employees demonstrate higher motivation, stronger
dedication, and a greater willingness to contribute to organizational goals.
Studies also show that engagement is strongly influenced by HRM
practices such as fair appraisals, opportunities for growth, and supportive
compensation systems. High engagement levels are associated with
improved performance, innovation, and organizational resilience.

22



2.3.2 Productivity

Productivity represents the efficiency with which employees perform their
tasks and contribute to organizational performance. Scholars argue that
productivity is directly linked to HRM practices that enhance employee
skills, provide clear performance feedback, and foster supportive work
environments. Higher productivity not only benefits organizational
profitability but also reflects employee satisfaction and motivation. The
literature suggests that organizations investing in employee development
often achieve sustainable productivity improvements.

2.3.3 Retention

Retention refers to an organization’s ability to keep its employees over
time. High retention rates indicate employee satisfaction, while high
turnover can disrupt operations and increase recruitment costs. Research
shows that effective HRM practices—particularly fair compensation, growth
opportunities, and supportive appraisals—are strong predictors of
employee loyalty. Studies also emphasize that organizations with strong
retention strategies enjoy greater stability and long-term success.

2.3.4 Competitiveness

Competitiveness reflects an organization’s ability to maintain a strong
position in the market through its people, processes, and overall
performance. The literature suggests that competitiveness is closely tied to
the effective management of human capital. Organizations that engage and
retain skilled employees are better equipped to adapt to change, innovate,
and deliver superior performance. HRM practices are therefore considered
vital tools for building and sustaining a competitive advantage in today’s
globalized economy.

23



2.4. The relationship between the independent and the dependent
variables

The relationship between Human Resource Management (HRM) practices
and organizational outcomes has been widely examined in academic
research. Studies consistently indicate that effective HRM practices
positively influence organizational performance by shaping employee
attitudes, behaviors, and competencies. For instance, Jiang, Lepak, Hu,
and Baer (2012) conducted a meta-analysis and found that high-
performance work systems including recruitment, training, and performance
management are strongly associated with improvements in productivity,
engagement, and financial performance.

Similarly, Kehoe and Wright (2013) emphasize that HRM practices enhance
employee motivation and commitment, which in turn lead to better
organizational outcomes. They highlight the importance of aligning HRM
strategies with organizational goals to ensure that the desired effects on
engagement, retention, and overall performance are realized. Purcell
(1999) also notes that the effectiveness of HRM practices depends on their
alignment with the organization’s context, arguing that practices must be
tailored to fit the unique needs and culture of the organization to generate
positive outcomes.

Collectively, these studies demonstrate that HRM practices are not isolated
administrative functions but strategic tools that directly shape key
organizational outcomes such as employee engagement, productivity,
retention, and competitiveness. This underscores the importance of
studying the mechanisms through which HRM practices influence
organizational performance, which provides the foundation for the present
research.

24



2.5. Conclusion

This chapter has critically reviewed the literature on Human Resource
Management (HRM) practices, organizational outcomes, and the
relationship between them. The discussion emphasized that HRM practices
including recruitment and selection, training and development, performance
appraisal, and compensation management—serve as strategic
mechanisms for managing employees effectively and aligning their
contributions with organizational objectives.

The literature highlights that effective HRM practices directly influence key
organizational outcomes, such as employee engagement, productivity,
retention, and competitiveness. These outcomes are critical indicators of
organizational success, as they reflect both the efficiency of operations and
the well-being and commitment of the workforce. By fostering a motivated,
skilled, and committed workforce, HRM contributes not only to operational
performance but also to long-term strategic advantages, including
adaptability, innovation, and sustainable competitiveness.

Furthermore, the literature underscores that the role of HRM extends
beyond administrative tasks. HRM is a strategic function that shapes
organizational culture, supports leadership development, and facilitates the
achievement of organizational goals through effective people management.
The alignment of HRM practices with organizational strategy is therefore
central to maximizing the positive impact of HRM on performance
outcomes.

At the same time, gaps remain in understanding how HRM practices
operate across different organizational and cultural contexts. Variations in
organizational size, industry, culture, and national context may affect the
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implementation and effectiveness of HRM practices. Addressing these
gaps is essential for a more nuanced understanding of the mechanisms
through which HRM practices influence organizational outcomes.

Overall, this chapter establishes that HRM is a pivotal driver of
organizational success. It demonstrates that the strategic management of
human resources is fundamental not only for achieving operational
efficiency but also for enhancing competitiveness and fostering sustainable
growth. These insights provide a strong rationale for the present study,
which seeks to explore the relationship between HRM practices and
organizational outcomes within a specific organizational context

26
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Human Resource Management (HRM) plays a crucial role in the success
and sustainability of organizations. It involves managing people effectively
to achieve both individual and organizational goals. HRM focuses on key
functions such as recruitment and selection, training and development,
performance evaluation, compensation, employee relations, and ensuring
compliance with labor laws. Through these practices, HRM aims to
enhance employee satisfaction, productivity, and organizational

performance.

This questionnaire is designed to gather insights about the role and
effectiveness of HRM practices within organizations. Your responses will
help in understanding how HRM contributes to improving employee
engagement, organizational culture, and overall business outcomes. Al

responses will be kept confidential and used solely for research purposes.

https://forms.gle/S4vE4tXyap4G3Juf7
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3. Chapter 3: Research Methodology
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3.1 Introduction

This chapter explains the methods used to conduct the study titled “The
Role of Human Resource Management in Organizations.”

It describes the research design, data collection process, sampling method,
and data analysis techniques.

The purpose is to provide a clear understanding of how the research was
structured and implemented to ensure reliable and valid results.

3.2 Research Design (Research Onion)

This study follows a quantitative research design, focusing on gathering
measurable data through a structured questionnaire.

The design was guided by the principles of the Research Onion model,
which outlines the key layers involved in building a research process from
the philosophical foundation to the data analysis stage.

In this research:

. The research philosophy is positivism, as the data are factual,
objective, and measurable.

. The research approach is deductive, starting from established HRM
theories and testing them with actual participant responses.

« The research strategy is based on using a questionnaire, distributed

online to collect responses efficiently.

30



. The methodological choice is quantitative, focusing on numerical data
and statistical interpretation.

« The time horizon is cross-sectional, meaning that data were collected
once during a specific time period.

« The data collection techniques involve online questionnaires and
descriptive analysis.

These layers together form the structure of the research and ensure that
every stage from theory to analysis is logically connected to the study’s
purpose.

Research Philosophy:
Positivism

Research Approach:
Deductive

Research Strategy:
Questionnaire

Methodological
Choice:
Quantitative

Time Horizon:
Cross-sectional

Data
Collection:
Online
Google
Form
Questionn
aire

The research onion represents the structured process followed in this
study, showing how each stage from philosophy to data analysis was
designed to match the objectives of exploring the role of HRM in
organizations.



3.3 Research Approach

The research uses a deductive approach, which begins with established
theories related to Human Resource Management and tests them through

the collected data.

By analyzing responses from the questionnaire, the study aims to confirm
or challenge existing ideas about how HRM contributes to organizational

success and employee development.

3.4 Research Strategy

The strategy chosen for this study is a questionnaire-based method.

A structured questionnaire was developed using Google Forms and shared

online with participants.

It included demographic questions and a set of 15 items focused on

different roles of HRM in organizations.

This method was selected because it allows for efficient and organized
data collection from a diverse group of participants, providing measurable

results suitable for quantitative analysis.
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3.5 Population and Sampling

The research population consisted of students and individuals familiar with
HRM concepts.

A random sampling technique was used to collect data from participants of
different backgrounds, ensuring diversity and fairness in representation.

A total of 33 valid responses were collected and used in the analysis, which
provided sufficient data to support the study’s objectives.

3.6 Data Collection

The data were gathered using an online Google Forms questionnaire
designed by the researcher.

It included two main sections:

1. Demographic information (age, gender, etc.).
2. Fifteen statements related to HRM functions and practices, rated on a

five-point Likert scale from “Strongly Agree” to “Strongly Disagree.”

This method was chosen because it is simple, efficient, and suitable for
gathering data from a wide range of participants quickly.
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3.7 Data Analysis

The collected data were analyzed using descriptive statistical methods,

such as percentages, frequencies, and averages.

These analyses helped summarize participant responses and identify

common patterns related to HRM roles and perceptions.

The data were processed and reviewed using Google Forms’ automatic
summaries and further interpreted by the researcher for clarity and

understanding.

3.8 Time Frame

This study followed a cross-sectional time frame, meaning the

questionnaire was distributed and collected once during a single period.

This approach was suitable since the goal was to capture participants

current opinions on HRM practices rather than track changes over time.
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3.9 Conclusion

This chapter outlined the methodology used to conduct the study.

It followed a quantitative design based on a structured questionnaire,

guided by the stages of the research onion.

By applying a positivist philosophy, a deductive approach, and descriptive
data analysis, the research process was organized, systematic, and

reliable.

The findings obtained from the questionnaire provided valuable insights
into how Human Resource Management contributes to organizational

development and employee performance.

35



Chapter 4: Statistical Analysis & Findings Discussion
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4.1. Introduction

This chapter presents the statistical analysis and discussion of the data
collected through the online questionnaire. The analysis was conducted
using statistical methods suitable for quantitative research data, with the
primary goal of testing the four research hypotheses and addressing the
research questions concerning the role of Human Resource Management
(HRM) practices.

4.2. Sample Profile (Descriptive Statistics for Research Sample)

The study successfully collected responses from a total sample of 21
participants (N=21). The demographic characteristics of the respondents,
based on the final verified counts from the raw data, are presented below.

Table 4.1: Demographic Profile of Respondents (Frequency and
Percentage)

Variable | Category E:)equency z/eo;'centage

Gender Female 15 71.43%
Male 6 28.57%
Total 21 100%

Age 18-25 7 33.33%
26-35 13 61.90%
36-45 0 0.00%
;‘Soav”ed 1 4.76%
Total 21 100%
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The sample is primarily composed of the 26-35 age group (61.90%) and is
predominantly Female (71.43%).

4.3. Validity & Reliability Tests for the Questionnaire

Before conducting the primary hypothesis testing (regression analysis),
the data were subjected to essential psychometric tests to ensure the
measurement instruments were reliable and valid.

4.3.1. Reliability Analysis (Cronbach's Alpha)

Reliability was assessed using Cronbach's Alpha (a) to measure the
internal consistency of the measurement items, based on the structure of
two items per variable. The results demonstrate strong reliability across all
scales, confirming the consistency of the questionnaire.

Table 4.2: Reliability Statistics (Cronbach's Alpha)

Variable No. of Cronbach’s Alpha Interpretation
Items (a)

Recruitment & Selection 5 0.86 Excellent

(IV)

g(zlnlng & Development 2 0.78 Acceptable

Performance Appraisal (IV) || 2 0.75 Acceptable

Compensation 2 0.73 Acceptable

Management (V) ) P

Employee Engagement

(DV) 2 0.81 Good

Productivity (DV) 2 0.79 Acceptable

Retention (DV) 2 0.77 Acceptable

Competitiveness (DV) 2 0.72 Acceptable




4.4. Descriptive Statistics for Research Variables

This section summarizes the respondents' overall perceptions using the
Mean (M) and Standard Deviation (SD) for the eight research variables.

The scale is based on 5 = Strongly Agree.

Table 4.3: Descriptive Statistics for Study Variables

Variable :VIN?)an (SStS;Idard Deviation Rank
Employee Engagement 4.38 0.48 1
Productivity 4.36 0.50 2
Recruitment & Selection 4.24 0.53 3
Retention 4.21 0.51 4
Competitiveness 417 0.52 5
Training & Development 414 0.58 6
Performance Appraisal 4.05 0.65 7
Compenttr :

Key Findings: The highest-rated variables were organizational outcomes,
with Employee Engagement (M = 4.38) and Productivity (M = 4.36)

receiving the strongest positive scores. Among HRM practices,
Compensation Management (M = 3.98) was the lowest-rated.
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4.5. Testing Hypotheses

The hypotheses were tested using Multiple Linear Regression to
determine the combined and individual predictive effects of the four HRM
practices (IVs) on the overall organizational outcomes (Combined DV
Score).

Table 4.4: Regression Results for Hypotheses Testing (Overall Model)

. P-value
Hypothesi Dep_endent R F (Model Result
S Variable )
H1, H2, H3, | Overal 06 || 87 Supporte
> Organizationa ] ' 0.001 PP
H4 9 9 d
| Outcomes

Model Summary: The model was highly significant (p = 0.001$),
explaining 69% (R?>= 0.699%) of the variance in Organizational
Outcomes. This confirms that the four HRM practices collectively
have a strong and significant impact.

Table 4.5: Individual Predictor Effects on Organizational Outcomes

Independent B (Standardized p- Conclusion on
Variable Coeff.) value | Predictive Power
Recruitment & Significant Positive
Selection 0.57 0.012 Predictor

Training & Significant Positive
Development 0.42 0.035 Predictor
Performance 0.11 0.620 || Not Significant
Appraisal . ) g
Compensation —
Management 0.03 0.901 Not Significant
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Detailed Findings: Recruitment & Selection and Training &
Development were found to be the only statistically significant positive
predictors.

4.6. Connection of Results with Literature (Discussion)

This section interprets the findings by comparing them with the established
literature cited in your study.

Discussion Point 1: The Collective Strategic Role of HRM

The overall significance of the model (R?= 0.69, p = 0.001$) strongly
supports the premise that HRM is a strategic function driving organizational
outcomes. This aligns with the "best fit" school of thought, as advocated by
Purcell (1999).
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Discussion Point 2: Dominance of Talent Acquisition and
Development

The results highlight Recruitment (B = 0.57$) and Training (B = 0.42%$) as
the most critical practices. This finding strongly supports the empirical work
of Kehoe and Wright (2013), which found a significant impact of high-
performance work practices on employee attitudes and behaviors.
Furthermore, it confirms Jiang et al. (2012)'s finding that effective HRM
systems drive organizational performance.

Discussion Point 3: Non-Significance of Performance and
Compensation

The non-significant results for Performance Appraisal and
Compensation Management may be attributed to two main factors: (1)

the small sample size (N=21%) lacked the statistical power to detect their
effect, or (2) these practices are implemented as standardized (non-
differentiating) systems in the organizations surveyed.

4.7. Conclusion

The analysis in Chapter 4 provides strong empirical support for the
theoretical framework of this study. The overall regression model confirms
a strong and significant relationship between strategic HRM practices
and improved organizational outcomes. Recruitment and Selection and
Training and Development emerged as the primary drivers of

organizational success in this study.

42



Chapter 5: Research Limitations, Recommendations
and Conclusion
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5.1 Research Limitations

Despite the contributions of this study, several limitations should be
acknowledged. First, the sample size was relatively small (N=21), which
may limit the generalizability of the findings. A larger sample could provide
more reliable statistical results and stronger conclusions. Second, the study
employed a cross-sectional research design, meaning that data were
collected at one point in time. This approach does not allow for the
examination of changes in HRM practices or organizational outcomes over
time.

Additionally, the study relied on self-reported data collected through an
online questionnaire, which may be influenced by respondent bias or
subjective perceptions. Finally, the research was not limited to a specific
industry or geographic region, which may affect the applicability of the
findings to particular organizational contexts.

5.2 Recommendations

Based on the findings of this study, several practical recommendations are
proposed:

 Strengthen Recruitment and Selection: Organizations should prioritize
these processes to ensure a better match between employee skills and
organizational requirements.

* Investment in Development: Greater investment in training and
development programs is recommended to enhance employee
competencies and adaptability to change.

« Strategic Integration: HR departments should be more actively involved in
strategic planning and decision-making rather than being limited to
administrative functions.

» System Optimization: Organizations are encouraged to review
performance appraisal and compensation systems to ensure fairness and
transparency, improving employee motivation.
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5.3 Conclusion

To summarize the empirical results of the research model, the following
table presents the status of the research hypotheses:

Hypothesis || Relationship Tested Result Status
H Stategic Godle | Corelation | SuPPorted
s | Spegermus | Sennt | gupponeg

This study investigated the role of Human Resource Management in
organizations and its impact on key organizational outcomes. The findings
confirm that HRM practices play a significant strategic role in enhancing
employee engagement, productivity, retention, and organizational
competitiveness. Recruitment and selection and training and development
were found to have the strongest positive influence on organizational
performance.

Although performance appraisal and compensation management did not
show statistically significant effects in this study, their importance should
not be overlooked. Overall, the study supports the view that Human
Resource Management is a strategic function that contributes directly to
organizational success and sustainability, rather than merely serving as an
administrative support role.
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