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INTRODUCTIOH

ContempoEny omanizations are constantly confronting pressures to improwve Service and
productivity. The precarousness of the extemal working environment and the rapid rate of
technological change increasingly demand innowvathve medans of impmowing business

perfiormance and securing compstitive advantags. Feople are the recognized prime
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deteminants of compstitive advantage and the need for effective manpowsr management has
become more important than ever biefore.

The task of sffective human resource manager in recenttimes has gone bevond just the
HA unit of the omanization alone. The responsibility for exploring the potentiaks of the peopls in
wiork ssttings for maximum performance is now shared between senior manajers, HH
professionals and ling managers. However, the challengas facing today's organization provides
an ideal oocasion forthe diverse HR practic es to prove its ability o contribute towands compote
performance. HA in organizations s considered a5 a critical component in th e maintenanc e and
impowvement of corporate performance (Bowen and Ostroff, 2004, Ostroff and Bowen, 20007).
Moreover, HA is assumed to affect knowledge, skills, abilties (Schuler and Jackson, 19350,
attitudes and behaviour of emplovess Guest, (2002, and may affect the performance of an
orjanisation (Den Harog et al., 2004). Hesedarch shows that the human element in
orjanisations is an indispensable variable as omanizations try 10 stay ahead of competition.
Hesedarch further reveals that HR can play a decisive role in organisational performanc s (Arthur
1924, Becker and Gerhart, 1926, Boselie ot al,. 2005, Guest ot al,. 20002 Wood, 1999, Youndt
gt al., 193&). Two factors have been assumed to be imponant factors in explaining the link
between HA and corporate pefomance. Baron and Kreps (12929 identfied th ese two factors
as.

1. The alignment of HA with the organisation strategy (strateqic fit) and

2 The alignment of the vanous HA practices, such a5 career opportu nities, tAINING

and a ppraisal, within th e o anisation (internal fit)

Baron and Kreps hypothesize that when HR within an organisation & well aligned, and
gmplovees know what is expected of them, they will invariably act similarly and have unifom
gxpectations about work and behaviour. It is on this note that this study is conceived. It strives
to find out if systems of high-pefomance HA practices will boost productivity. |t findings s
expected to indicate whether complementing high-performance HR praActices will boost
productiity in the omanization under study.

Hypol heses
Based on the findings of Arthur [1584) that firrns, which embrace 'collaborative’ HRE systems had
kwer tumonver rates and higher productivity than fimns with ‘cakulative’ systems whoss
emphasis is efficiency and the reduction of Bbour costs, it has been hypothesized (in the null
form) that:

(a) =ystems of high-perfiormance HR practices will not boost productivity.

() Complementing high-performance HA pactices will not bocst productiity .
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The above hypotheses were tested using Pearson's product-moment corrslation cosfficient at
0.01 lewel of significance for degrees of freedom 2. It was used 10 establish the relationship
betergen dependent and independent vanables. Ao, regression and iysis was used 10 medsure
the contribution of the independent vanable to the dependent vanable. Finally, the relationship

in terms of nature and strength were tested using student-t-test, beta and F-ratio.

Exposilion ol Researc h on Human Resources Managment

Hesedrchers into human resounce manajement have accentuated that HA paActices may |ead
to higher organization perfomance and be the essence of sustdined compesttive advantages
(Wright et al., 2001). Huselid, (1925) opines that thers is an increasing accond that HR policies
can, if property omanized, offer a significant contribution to corpomte peformance. The use of
High Performance Work Practices can impmve the knowledge, skils and abilties of an
orjanization's current and prospective employses. Thess practicses can incrdss smployes
motivation, decrease absentesism, and boost retention of value-driven employess while giving
room to redundant workers 1o lsdve the organization (Jones and Wright, 1992, U5 Depanment
of Labour 1883). Howeaver put, an organization’s choice of employment practices, policies and
state] ies will determine the productivity of its workes.

This study explores leading theoriss in human resource management—peformance
linkage reseamch. The HA ltemture hokds that theories whese focus are on the productivity
effects of work pactices often center on modes in which compensation policies, such as profit
sharng, sfficiency wage payments, or other forms of incentive pay, can affect workers
productiity. Other theories imphy that bringing individual but related HRA practices together in a
HA system may be vital determinants of productivity than individual work pactices.

This descourse ako sxplores diverse human resource management prctices as
evaluated in literature. Guest, (2002) agued that the effect of HR on corporte peformance s
contingent upan individual employes’s responses to constiuted HR practices. Tharsfore, the
im pact will move in direction of the perception of HAH pactices by the emplky ee. Patterson ot al.
(1997 while discussing impact of HR paEctces on performance assened that HR prActices
convering selection and tmining greathy influence performance by providing appmoprigte skills.
Their ressamch revedlsd that HR practices have prevailing impact on corporate performance
gven if measured as productivity. The crux of the discourse in this work will be the discussion of

the selected HR practices under the categories of bakulative’ or ‘oollaborative’ HR practices.

[CHoie)
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THEORETICAL INSIGHTS

The contingency approach to HA management i premised on the basis of no one best way 1o
mana] s employess for high performance. The theory holds that HH practices must be tailored
to the pariculEar cicumstances been confonted by 4an onganization. The contingency
perspective (ko called the siuational appmach) assumes that there is no universally
acceptable response 1o Esues bothering on HA systems that ensure increased performance of
employess becdus e organizations, people, and situations are dynamic and do change over time
(Baid and Meshoulam, 19%4). Thus, the appmoprats appmach towards increasing the corporate
performance rating i dependent on & complex warsty of critical environmental and internal
CONting encies.

Contingency theory bagins with the assertion of it depends,* stating that the way out to
any ong managerial impasse i dependent on the factors that impinge on the situation. For
instance, where slight distinction in materials exists in the production process, it becomes
pertin gnt 1o assign work into highly routine tasks. Howeswver, where distinction i high, requiring
many judgments conceming which material i suitable and which s not, managers will want to
avoid making tasks routing. Anoth er illustration that suppons this assertion focuses on training.
Human relations training might be more effective under what Porer, (1930) terms a
differentiator, as opposed to a cost-leade=hip strateqy. The differentiator relies heavily on
innovation and teamweork, so that the retums o human relations t&ining could be imagined o
be gredater under new cilc UMStANces.

The Contingency appmach i onjanizationally rooted on the pestulation that the choice
of a blend of Human Resoume anagement pEctices is influenced by the strateqy engaged in
the omanization. This assertion further holds that the choice of strateqy is influsnced by
business oriznted environmental factors and those organizations which achieve wedical fit'
between Human HResource hManagement pmctices, stEte]ic choices and environmental
fedtures will achieve better results than other omanizations (Baid and Meshoulam, 1965,
Youndt et al., 1928).

The effectivenass of an organization’s HR policies according to the argument of the
contingency approach demands 4 consistency with other aspects of the organization. The
primal contingency factor is considersd to be the organization's strategy; hence, HR praclices
are expected to be consistent with the organzation's strategy. Corporate pedfomance will be
enhanced when the right fit between corporate strategy and HR practice s achieved (Schular,
1983). This perspective nejates the sxistence of the best pmctices in managing human
resou ICes,

The contingency view has 4 sizeable theorstical appeal premised in the western

literature ded ling with organizational design and manag ement (Thompson, 19687). In the case of
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HA systems, Schuler, (1242 identifies a set of behavioural patterns which he proposes t1© be
detemmined by corpomte StAte]gc needs (2.9., rsk t@king versus nsk avoiddance, cooperation
vasus independant action, rule adherence versus innovation); these inturn are achisved by the
selection of appoprate HAM pmctices in such dreas as staffing, assessment, training and
development, and compensation. This suggests that no one practice can match an
orjanizational strategy to achisve an identified corporate geoal Begin, (1921) offers a
comparable fam ework, one poked to comprehend corporate HR systems acress the nation. He
identified & multitiered sst of system expectations, these expecidations range from employes
proficiency o system incorporation and financial elsticity—all of which uhltimately inform
Ccorpo™Ete perfiormance — dnving the choice of Human Resource hManagement System
COMponens.

The situational perspective of the contingency theary has been a major attraction among
resedchers. They have argued that the productivity of an organization and its HR practice must
of necessity conform to other facsts and stAtegies of the organization (Arthur, 1534, Sanz-Valles
etal, 1923; Schuler and Jackson, 1987 Sparmow ot al.,, 1224 Youndt ot al., 193, =chuler and
Jackson, (1947 having adopted the concept of synen]y, suggest that if HR paEctces are not
Cconsistent with corporate stratediss, then they can be more compstith el disadvantagesous than
advantageous by restraining both individual and corporate peformance. Indeed, one objectie
of resedanch within the contingency framework s 10 specify those dimensions and condition s that
do affect a situation and those that do not. Irmespective of the success that has been recorded in
the utilization of this approach towards incredased compomte performance, there hawve been
numemus criticisms.

The conting ency approgch was useful in recognizing that the complication attendant to
comprehending human and corpodte systems has mads it challenging to develop a universalby
acceptable swstem of management principle. A major crticism beckons on the question of
whether management can be practiced by intuition given that the contingency approach points
1o every situdtion a5 4 unigues one, thereby negating the value of prior knowledge and wisdom.

Fmom a resedanch perspective, it has been found Boking in the requirement for postu lating
a theory whose valdity of assumptions is expected to be steady and unchanging ewen when
differing assumptions are postulated. In a contingency framework, i differing results are
obtained, the contingency response would be that the stuation is unigue or that essential
dimensions affecting the siuation wers not tested. Thus, showing that contmdictony

assum ptions disprove the theory would be difficult at best.

[CHoie)
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METHODOLOGY
Research Design
The resedrch design fior this study was a descriptivie in nature using sunvey design. It elicited

responses from an array of employ ees of the organization of study.

Research nsrumenis

An smpirical investigation was conducted thmough the use of guestionnains. The guestionnaire
consist of three sections, corporate performance, human resources practices and
demog @ phics. The demographics questions consksted of tems that sought information with
reqard to. gender, age, education, number of weams' axperiznes within the industry and the
orjanization cumently which the respondent works. The corporate performance section
consisted of 2 items to measure productivity and turnover. The human resournces practices
section consisted of 20 items to measure Selection, compensdation, job definition, employes
participation, career planning, performance appraisal and training. The human resources
practices and the indicators of performance—productivity and tumower — in the guestionnaire
were scored on 4 F-point Liker-type scale (dlso known 8s the summated rating scale) with 1
gxpressing weny strongly disagres, 2 stong by disaqres, 2 disagres, 4 fairly agres, 5 agres, &
stmong by agree and 7 very stonghy agras.

Population ol Sudy and Sample Size

The staff of the multinational company at Agbara plant represents the populdation of this study.
The tota| population in figure i one hundred and eighty-five [145). Out of which one hundred
and thirty-five [125) were selected. The company was reticulated into thirteen [(12) department-
Production, Engingerng, Mutritional Health Drinks, Procurement, COwer The Counter, Finance,
Suppl & Warshouse, Occupational Harzard Categorny, Environmental Health & Safety,
Security, Human Hesources, Quality Assurance and Operational Escellence. Proportional
sample technigue was used 1o select sample from sach department. Hence, each departm ent
produced sample based on the strength of its staff.

Data Reliability

The Cronbach alpha coefficient was used t© test the reliability of the measurement scale in this
study. Dwelling on this test, the Gronbach Alpha cosfficient was 276 for the 45 tems anahysed
together as evidencied in tablel belowr.

[CHoie)

Licemead under Creal e Comimio n st Fage &



intemalional Joumal ol Economics, Commerce and Managemend, UK

Table 1: Reliability Statistics
Cronbach's Alpha M oof ltems
o976 45

This shows that these items are highly reliable. It therefore suffices to say that the individual
items in the scale have been found and adjudged to be highty reliable; hence the results that will
be derived from their analysie can be depended upon and used in policy fomulation and

stEte]y implem entation.

Condent Yalidiny
In this study, content validity was ascertained by the adoption of 4 guestionnaire by an expert.

Siatistical Analysis

The returned qu estionnaires were screened for comprehensiveness. Afterward, the responses
from the approprigte research guestionndires were captured, coded and inputted into a
database using the Statistical Pmoduct and Service Solutions (SPS55; Formedy known as
statistical Package for the Social Sciences). The following statistical methods were utilized on
the empirical data set 1o test the hypotheses: Analysis of variance, Peamon's product-moment

comelation and multiple regression.

RESULTS

The Descriplive S1alislics ol Dependend and Independeni variable is shown in Table 2
below. This table includes descrptive statistics for each vanable. Specifically, the table includes
the number of cases (M), the @nge, the medan, the standard deviation, and the wariance. Cf
gredtest interest here are the mean scores for poductivity (5.23) and for Bbour turnower (5.15)
as well as that of the cakulative HR pactices (5.1258) and colabomtive HA practices (4.9550).

Table 2: Descriptive Statistics of Dependent and Independent Variables

M Range Minimum | hdaximum hiean Sid. “Wariance
Devialion
Sidelic | Sali=slic | SaElic Sldelic Sldelic Sid. Sidelic Sidelic
Ermor
P roducdivily 136 L] 2 7 ka3 PG ALen T4
Labour 135 3] 1 v L B A0 1.175 1.281
Turnower
Zakulalive HR 135 2.0 2.53 650 bAzhE | ODE3G6 10 Lo
Fraclices
Zolaboralive 135 524 1.38 GEZ 49550 | 02355 Srora ez
HR Fraclicss
[(SRole)
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Using P35 v, 15 to determine the relationship between the calculative and collbomtive HA
practices, table 2 below reveak the results of the of the correlation analsis of the dependent

and independent vanables.

Table 3: Correlations of Cakulative and Collaborative HA Practices

M=1.35 P oo il Labour Turncwer
Zalkculslive HR Praclices FPaarson B | AL2)
Zormelalion
Sig. [2-1ailed) ulna) ulng]
Zallaboralive HR Fraclices | Pear=on 2200 SR
Cormelslion
Sig. [2-1ailed) 010 ulng]

" Corralziion = sigrficat atthe 00T lawsl [2-taied).

INTERPRETATIOHN OF RESULTS

The relationship between independent variables - calculative HR practices and collaborative HR
practices — and dependent wanables — pmoductivity and Labour turnower — having been
investigated using the Pearson product-moment correlation cosfficient revedlsd a significant
relationship between the dependent and independesnt wvariables. There was a moderate
comelation between the cakulative HR pmactices, productivity and Labour turnover [r=.237
[productivity], r=482 [Bbour turnover), n=135, p<.0005], with cakulative HR practices been
more associated with increased turnover than with productivity. O the oth er hand, collaborative
HA practices has a slight correlation with poductivity [r=220, p=<.010] and a mode=ts
comelation  with Labour Tumower [r=253, p<.0005].The collaborative system of high-
perfiormance HA pActice nejates our hypoth esis 1 when compared with the calculative system
of high-performance HA pACctice. Hence, we accept the hypothesis that assens that systems of
High-perfomance HA practices will bocst producthe ity

The standard mu tiple regression was used to generate results that will indicate how well
the set of varables representing Complementing High-perfiormance HA pmctices is able to
predict employes turnowver and productivity, In order to find the relationship between the
individual HR pactices and employes turnover and productivity, the Pearsan's product-moment
comelation cosfficient was used.

The individual HR practices used in this study have been identified in literature. The
combined HR practices that make up the independent variables in this study have been
dentified a5 the complementing HA practices for this second hypothesis.

Table 2 showed th e descriptive statistics of the dependent and independent vanables that make
up hypothesie 2, while Table 2 above showed the comelations between the dependent
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varables—productivity and labour turnower—and independent wariables—training, selection,
COoOmpensdation, career plAnning, performance appraisal, jpb  dsfinition, and employes
paricipation—-to determin e the level of relationship each HR practice bears on productivity and
turnonier. The table revedls that there are statistically significant relationships beteeen the
dependent and independent vanables.

Table 4a below & the model summary. It shows how much of the variance in the
dependent vanable (prductivity] & explained by the model (which includes the variables of
Total Selection, Total Employes Paricipation, Total Job Definition, Total Tmining, Total
Compensdation, Total Pefomance ApprRisal, and Total Career Planning). In this case the H
sgudre value s 212 Expressed by 4 percentage, this means that our model (which includes
Total Selection, Total Employes Participation, Total Job Definition, Total Trining, Total
Compensation, Total Performance Appraisal, and Total Career Planning) explains 21.2% of the

vaNANCe in productivity.

Table da: Descriptive Statistics of Dependent and Independant Variables

M Range hdini mum hMaximum | h=an 5. Warianc
Deviglion | &
Saielic | Slalelic | SlaElic Slaielic Sialislic | 5id. Error | SalElic Sialislic
Producd iwily 136 L7 2 T b33 R+ g=n] i
Labxour 135 G 1 T LT B A 1175 1.381
Tur nover
Todal Training 135 433 2.33 EE7 51506 Nuli=By| LOGED Ridli]
Taodal 136 486 1.71 EA7 bOgzs OFREF Rergshis Fr3
Parar mancs
AppraEal
Taolal Zarear | 136 529 1.43 571 49207 L8438 =ik R= B
Flanning
Tolal Employes | 135 b3l 1.33 GET 49704 L9223 107162 1.145
Fadicipalion
Taodal Job | 135 soo 200 Tao za1s 07244 L4168 Sag
Dediniion
Taodal 136 6.00 1.00 Tao 49170 09201 106907 1.143
Comperealion
TolalSeleclion | 136 425 278 Fao 519653 OFFFF A0365 L7
Walid M| 136
lelwes)

Mole: a. Prediciors: [Conslani), Tolal Selkeclion, Tolal Employes Padicipalion, Tolal Job Delinidion, Tolal
Training, Tolal Compe realion, Tolal Pedormance Appraial, Tolal Carear Flanning

Table 4b below shows the assessment of the statistical significance of the result. This

tests the null hypothesis that multiple R in the population eguak 0. The medel in this table

redch es statistical significance (Sig = .000)

Cid ()
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a Predictors: (Constant), Total Selection, Total Employee Participation, Total Job Definition,

Total Training, Total Compensation, Total Pefomance Appraisal, Total Caneer Planning
b Dependent Yanable: Product ivity
The Table 4b alsoc shows which of the variables included in the model contributed to the

pradiction of the dependent variable. The study s interested in comparing the contribution of

gach independent variable; thersfore beta values are used for the comparnson. In this table, the
Bmest beta cosfficient i -.220 which is for Total Perfiormance Appraisal. This medans that Total

Performance Appmisal makes the strongest unigue contribution o explaining the dependent

vanable — productivity — when the varance explained by all other varables in the model &

controlled for.
Table 4b: Correlations of Dependent and Independent Varnables

M-135 Producivil | Labour | Total Toal Toial Toal Toial Todal Toial

. Tumowe | Trainng | Perdoman: | Carear Employe e Job Comperr=al | Selecion

r e Appraizal | Flarming | Padicpatio | Delinitio | on
n n
Producdivity 1 SR | 34t RE=TH 243 A77[M T 2774 At
oo o0 =0 s utiin] oo fu )| oo
Labour 23t 1 2T A1 Y 2 ] 227 A5t asEtY A [*]
T urmceer
Total 24204 2aTM i et | =Tyl E57[" BOtY BE4[*Y i==h 1
Training
Toal RE==lh AT ]SRN 1 215" B51 " B == | S
P rorma nes
Apprarzal
Todal Career | 24304 C® 0 ot (O A 0 =T | A5 1 a0 =] AT ==
Aarming
Toial ATTM = ol [ ] | B51 Y = nl | 1 =L | TFETMY B9
Employes
Faric paion
Toial Job | 254 AR5 | EDi[M BT ol 55 1 E2aEtY ==y
Dedinifon
Toial 2770 AEEM | esdM =T AT TF5TM =T 1 E21["]
Comperr=atico
n
fu )| oo Joo0 000 a0 000 o0 a0
Toial Z3tY A5 | st [==F == ISETR E220Y E21[*Y 1
Se lection
)| oo JJo0 oo oo oo oo oo

fabe: Y Correlaion iz sigrificant & the 0.07 level [2-tailad).
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Table 4c below ako sesks to explain which of the variables i making a statisticaly significant
unigque contribution o the model. It is imporant 1o state here that thie & dependent on the
wardbles that are included in the model, and how much overlap there i among the independent

varnables.

Table 4c: Model Summary

Model | B R Adjusied RF|Sd. Ermor o 1hs
Square | Sgquare E=limale
1 Agdfa) | 212 JGs 02

MNoter 2 Dapente Vanzble: Crooucti iy

Further, looking at the Sig. column in table 4d below, it reweals that total training, total
perfiormance appdisl total pb dsfinition and total compensation made a unigue, and
statistically significant, contribution to the prediction of productivity level, hence, we accept the
hy pothesis.

Table 4d: AMOWVA (H)

hioda| Sum ol Squares O hMean Sguam | F Sig.
1 Regressio | 21.947 v 3136 4.87 | .000(3)
n 3
Re=zidual | 81.712 127 G 3
Todal 10368 134
DISCUSSION

Ichnicwski etal., (1887), found the impact of "cooperative and innovative’ HRE practices to have
a positive and considermble effect on firm efficiency. This finding concurs with that of Arthur,
(1] which rewsaled that firms that embrace 'collaborative’ HRE systems had lower turnowver
ratas and highar preductivity than fimns with ‘cakulative’ systems whoss emphasis is efficiency
and the reduction of Bbour costs. This assertion of Arthur, [(1934) supports our findings in this
study and helps 1o validats ourdecision o reject the null hypoth esis.

The implication of the results presented suggests that collaborative HR pactces have
contributed more significanthy towands productivity than cakculatve HR pactices, hence, for
enhanced productivity in the onjanization, manajsment 5 advised 1o foous more engaging
employes participation and career planning pmogams. This will lsad 1o the employees been
more committed 1o the task given 1o them.

This study found out that a combination of complem enting HR practices will invariablhy
lzad to enhanced productivity of the orjanization. This discovery i substantiated by MacDuffie,

[CHoie)
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[1235) whare he found that combinations’ of internally consistent HRE practices wears linked with
gredter productivity and guality in &2 automotive plants.

The HR practices identified as contributing significantly o the improved poductivity of
the organization should be suppotive, complemeanting one ancthers strengths and the degres
of contribution to the productivity level of the omanization. Baird and hMeshoulam, [1985)
asserted that corporate performance will be improved to the degres that cganizations sngag e
HA practices that support one ancther (the intemal fit).

A review of the HA practices deduced as having contributed to the improvement of
productiity revedls that they fit together, hence, they promote valus-based HH activities.
Csterman, (1924found that omanizations that place high value on employes commiment, for
gxample, are not likely to use term employess rather they are likely o invest in innovative work
practices such as skills training and incentive compensation. Huselid, (19895) posits that the
effectiveness of employves participation systems will be improved if emplovees are aware of that
their efforts will be rewarded and has the tendency to ensure their advancement.

Calculative HR practices f emphasized above collaborative HA paActices will genesmte
more [abour turnoy er than the collaborative practices. Thersfore the reduction of Bbourtumover
will demand the intensfication of collaborative HR practices in omder 1o ascertain employee
lovalty to the cause of the oganization. Calculative HR practices have been discoversd to be
individualised and performance-criented practices vet they do not pmomote pmductivity as
colaborative HR pactices do. Collaborative HR practices seek to enhance the commitment of
the employes and from this study it can be deduced that comm tment-oriented practices will
impmwve proxductivity and reduce turnover when considered agdinst the cakulative HR pRctices
which are control-criented. Therefore, the two hypotheses tested were found to be accepted as
they were statisticallyestablished to be significant. The explanation of the findings & given in the
following discuss.

Theoretical Findings
The Contingency approach 1o the discoume of HR-performance found expression in the
postulation that confirms that a blend of HR practices is influenced by orjanizational strateqy.
Further revelations indicate that the choice of strateqy 5 influenced by a determination of the
vertical fit' betwesn HRE practices, strategic choices and environmental featu res, thus a better
output in terms of pefomance wil be achieved. (Baird and Meshoulam, 198% Youndt et al.,
19287

hotivation enhancing pActices were repored o have a8 positive influence on em ploy s
commitment, and ultimately result in motivational cutcomes. Consistent with the perceived

orjanizational support arguments, HR pActces such as compensation, rewands generating
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perfiormance appraial, incentives and other rewdrds-forperformance signal a4 positive
estimation of employes efforts thus incredsing reciprocal obligation (Mewer and Allen 1937,
Fhoades =t al 2001) Furthermars, Kkein's [(1837) assers that employes’s interests in the
orjanization are aligned towands gredter commitm ent and corporate lovalty i financial rewarnds
are cakc:ulated to boost dedication to performance. However, these practices may not give an
assurance of sustained high performance unless the compensation level favours employees
even during turnower.

The resoume-based view model of human resource management confimms that high-
performanc e organizations focus basically on the development and retention of the skills and
knowled] s of workers. It seeks not o fit human resource management pACtices 10 the multiples
and emarjent stAte]ies of organisdations so that the development of complementing HA
practices can pave the way for emploves development.

Employee training as an important part of human resounces is a form of investment in
human capital. It advances further the human resoumrce practices of ecuitment and selection.
Cnce recruitment and selection pocesses dre concluded, training programs are put up o
enhance ppb skils. Training pmy@ms enable new employess 1o align their skills and knowledgs
towidrds achigwing corporate stratejies. The essence of training has been to ensure that
employess dischan]e their assignment maximally and to the best of their capacities. It ako
gives mom for employvess to correct deficiencies in performance levels (Gomez-Mejia et al,
1935,

=ingh (2004) asserts that compensation is & mechanism using financial and non-
financigl incentives, pay and benefits o align emplowes behaviour with corporate strategy.
Kallebery and hMoody, (1924) reported that compensation k& positivel associated to the
perfiormanc e of the onjanization. The compensation policy that favours higher rewa ds leads 1o
a harmonious relationship between managjem ent and employess, thus lsading to & reduction in
turnower (Kallebemy and Moody, 1924, Arthur, 1924).

Hesearch findings have indicated peositive correlation  between compensation,
performance-criented pay and comporte performance as indicated in preductivity (Delaney and
Huselid, 1226, Lazear, 1926).Performance appraisals have been revealed to be more
concerned  with emploves wellbeing, development and motwvation of staff. MoCregor,
(1957 reports that performance appraial tan]ets effective supervision that often leads to
employes development and culminate in increased productivity. Findings have identified ansas
of emphask for perfomance reviews as those vital to the performances of employvess in the
workplace with intent to know how well they dare farnng while pmoffering sujgestions for

enhanced productivity. Wrght et al., (2003) have agued that an employee will bring to bear his
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discretion to work § proper pefomance appmkal is obtainable and is pmopped up by
compensation System linked with the perfiormance manag ement system.

Job definition, if clearly outlined and unambiquousty communicated to the em ploy as will
achieve supervisory expectations in areas of task accomplishment, skill enhancement, team

coherence and redlization of corpomte goals (Qureshi et al., 2008)

Empirical Findings

The finding of Ichnicwski et al., (1997 perfecthy fits our study on compensdation a5 4 major
independent variable that impacts on employves poductivity. It discovered that performance-
driven com pensation is applied 1o both calculative and colabomtive HR systems. A distilling
factor in the study reveak the implications for industrial relations pactice. In & unionized
orjanization such as was studied in this ressamh work, perfiormance-based compensation
formed par of collaborative HR, and tRde unions gained a repres entativie role.

The resufts of the reseamch conducted by Cureshi (2008) regaming impact of HA
practices on corporate perfiormancs in Pakistan were tangential with our finding that HR practice
system affects corporate performance indicating positive em ployee outcomes. Ichnicwski et al,
[1857], found the impact of 'cooperative and innovative’ HR practices to have a positive and
considerable effect on firm sfficiency. This finding concurs with that of this assetion by Arthur
(1924) suppons our findings in this study and helps to validate our decision to reject the
proposition that systems of high-pefomance HA practices do not boost product vity.

The implication of the resufts presented sujgests that collaborative HR pActices have
contributed morne significantly towams productivity than calculdtive HH practices.  Colld borative
HA practices seek to enhance the commitment of the employvee and from this study it can be
deduced that commitm ent-criented pactices will impmey e productivity and reduce turnoy erwhen
considered against the cakulative HR pactices which are controboriented. This study has
found out that a combination of complementing HA pActices will invanably lead to enhanced
productiity of the omanization. This discovery is substantigted by hMacDuffie, (19895) where he
found that ‘combinations’ of internally consistent HR pracdtices were linked with greater
productivity and guality in 82 automotive plants.

RECOMMEHNDATIONS
Having reviewsd complementing HR pactices under the AMO framework of Ability, Motivation

and Cpportunity, it & important for managers to note that for employess o engage in
behaviours that are beneficial to the sustainability of omganizational competitive advantage the
three conditions of Al must apply.

[CHoie)
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1. There must be sufficient number of employees with the required ability (skilk,
experence, knowled]e, &ic) todo current and pot ential pbs.

2. There must be reasonable motivation for them to maximally utilize their abilities. These
mativational factors could take the form of financial or non-financial incentives but must
certdinly include social rewards (and sanctions) and recognition of input as applied by
corworkers and immediate bosses.

2. There must be an opportunity 1o engage in discretionans behaviour ithus the imponance
of job definition). Cpportunity is the invitation 1o have employess participate and g st
invalved in onjanizational tasks of godl attainment. This should occur both within the job
teaf in terms of how the job can best b= done (known as ‘on-line paricipation™ and
outside the job a5 3 member of 3 team or work arza, and a citizen’ of the organisation
[off line-participation).

From the results derived from hypothesis 1, management ks advised to focus more engaging
employee paricipation and caresr planning pmgm@ams. This will lsad to the employess been
more commited to the task given to them. Calculative HR practices if emphasized above
colaborative HR practices will g enerate morne lBbour turnoyer than the colldborative prRCces.
Thersfore th e reduction of Bbour turnover will demand the intensification of collaborative HRA
practices in order to ascentdin employ ee lovalty to the cause of the omanization. Calku lative HH
practices have been discovered o be individualised and pedfomance-griented practices yet
they do not pomeote productivity as collaborative HR practices do.

COHNCLUSION

Whikt the conclusion of this study does not differ substantially from those obtained by other
scholars, a contestual appmach, with fuller attention to & unionized organization as a whole,
enabled the researchers 1o re-apprake the relationship between HR pActices and performance.
Thus, performanc e was defined in terms of productivity and Bbour turnover that corresponds to
the HR pmaActices in plAce. hMoreover, performance was measured subjectively in int@-
orjanizational output and an effort was made to avoid undus emphasis on strctly financial or
SCONOMmic paramsters. The intention, then, was to obtdin insight on both human resource
mana] ement practices and corporate perfiormance in terms of productivity and turnower. The
methodology used was essentdlly quantitative, athough it ako entailed a level of narrative
andlysis in the ltemture review. For this reason, focus was on comparison of opposites, nam aly
‘zakulative’ HR practices an the ane hand and ‘collaborative’ HE practices on the other. This is
a stateqy gedred to highlighting wariations found in different HH swstemsi/contexts. Like

pravious reseamhers cited in this study, we can conclude that innovative HR practices has a

[CHoie)
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positivie impact on corporate pefomance, particularky i the oganization adapts comple menting
HA practices that boosts productivity while reducing turnowver.

IMPLICATIONS FOR FURTHER RESEARCH
Az g way of advancing the field of Human Hesource Management, further studies can be
camied out to address the following deficiencises in the HA-Performance neseanch.

» hilore theoretical appmaches should be tested for wide acceptability given that the
acceptable theores in this resedmh ared are concent@ted on 4 few pamgdn.

v Second, research methods differ in anakzing the linkags betwesn HA and Performance,
thus, a review of effective technigques for measuring and analyzing the variables in this
resedamh area should be advanced.

The recommendations that are derived from the previous reseanch are somewhat not applicable
to different sizes of omanizations, thus, resedarch can be advanced considering the levels of
business orjanizations such as SME's, Prvate Instiutions, Public Instiutions, Multinationals

and their subsidiaries.
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