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                                                             ABSTRACT  

The aim of this study was to examine the assessment of strategic human resource management 

practices and its effects on organizational performance: the case of manufacturing industries in 

Amhara region Debre Berhan town. The study used six SHRM practices using the 1998, Pfeffer’s 

classification. as independent variables such as recruitment and selection, training and 

development, employee participation, performance management system; promotion practices 

and compensation and reward system and organizational performance as a dependent variable. 

The research design of the study was both explanatory and descriptive research design. A total 

of 156 questions were distributed to respondents out of which 144 question were returned for 

analysis. Data was mainly collected through both primary and secondary sources. The collected 

data was analyzed by using SPSS. Version 22.00. The conceptual frame work of the study shows 

the relationship between strategic human resource management and organizational performance 

and its effects on organizational performance. The study uses correlation analysis to test the 

hypotheses. The study also used regression analysis to predict the impacts of strategic HRM on 

organizational performance in manufacturing industries. The result shows that SHRM practices 

except compensation and reward system SHRM practices are significantly affect organizational 

performance.. The R2 result of the study shows that the six SHRM practices explain 34.1% of 

organizational performance. 

Key Words: Human Resource Management, Strategic Human Resource Management practices, 

and Organizational performance, resource based view, challenges, and prospects. 
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                                             CHAPTER ONE 

1. INTRODUCTION 

                                     1.1. Background of the study 

Today, Strategic Human Resource Management (SHRM) has become more important to 

strategic management, mainly as a result of its role in providing competitive advantage and the 

rush to competitiveness. According to Wright, Dunford and Snell (2001) HR practice could not 

form the basis for sustainable competitive advantage but human capital pool has greater 

potential to constitute a source of sustainable competitive advantage. Wright et al. (2001) have 

explained human capital pool means skillful employees in the organization. With this rapid 

development of the globalized economy, both practitioners and academics have identified the 

importance of Human factor for the success of an organization. Human Resources are seen as 

“the available talents and energies of people to an organization as potential contributors to the 

creation and realization of the organization‟s mission, vision, strategy and goals (Jackson 

&Schular, 2000). 

 According to Pfeffer (1994) and Ulrich (1991), technology and capital can no longer provide 

the firm with a sustainable competitive advantage; reasoning based on these resources is a short-

term logical (Becker and Gerhart, 1996, Lawler 1995). Recent works in management assume 

that only human resources can provide the desired competitive advantage (McMahan, Virick 

and Wright, 1999; Becker and Gerhart, 1996). This implies that a good human capital 

management would undoubtedly be a key lever of organizational performance. Thus firms are 

expected to invest in their human resources and to ensure the development, stimulation and 

preservation. 

 Organizations today have increasingly become aware of the importance of strategic human 

resource management (SHRM).This awareness in a system is a critical dimension in the 

performance of organizations (Rees, 2006). The real life experiences substantiate the 

assumption that no matter how sophisticated and modern the business activities of the 
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organization may become, it will be extremely difficult to sustain its growth and effectiveness 

unless there are strategies that complement its operations. Business competitiveness is a 

recurring theme examined by academicians, consultants and practitioners. The frequent and 

uncertain changes, greater competition between firms, the need for continuous innovations, 

quality enhancement and cost reduction force companies to face the challenge of improving 

their competitiveness and consequently their performance. This realization has propelled SHRM 

as a major field of study and the renewed interest has facilitated the development of newer 

approaches in managing organizations and Strategic Human Resource (Wright, 2005). 

 Organizations needed a process of SHRM to help deal with the rate of strategic surprises that 

generated the need for flexibility and innovation, developing culture to harness creativity and 

enterprise (Kanter, 1983; Baird &Meshoulam, 1988). The firm‟s performance is a 

multidimensional concept which takes a more global logic than a financial profitability (Wright, 

2005). 

 In this research, the researcher selected ten manufacturing industries from Debre Berhan town 

for the purpose of Assessment of Strategic Human Resource Management Practices and its 

effects on Organizational Performance: The Case of Manufacturing Industries in Amhara 

Region Debre Berhan Town”.  

                1.2. Statement of the problem 

According to Burke and Cooper (2005), even if there is evidence to support the value of 

strategic human resource management, there are gaps between the theory and the actual 

practice. Strategic Human Resource Management implementation does not appear to be widely 

practiced (Burke and Cooper, 2005).They also stated organizational politics other than strategy 

determine the practice of human resource management. The use of strategic human resource 

management would imply that policies and procedures consistent to the organizations objectives 

are implemented (Bruke and Cooper, 2005). 

Despite the large amount of literature on strategic HRM produced since the late 2000s, there is 

very little solid evidence on the ways in which various types of human resource management 
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strategies and practices are shaped practice in manufacturing industries and how their 

synergistic effect can impact on organizational performance. The majority of the studies on 

strategic HRM (mostly developed countries based) focused on the impact of strategic HRM 

practices on organizational performance of the big business organizations (Ayanda and Sani, 

2010). 

However, it is rare to find that many practice innovations are actually implemented as systems. 

Pynes (2008) argues that while research has demonstrated the importance of strategic human 

resource management, a number of reasons exist as to why human resource management is still 

considered a secondary function rather than driver of the organization‟s future, especially in the 

manufacturing sector. But, the philosophy of strategic HRM is based on the resource based view 

states that it is the range of resources in an organization, including its human resources, that 

produces its unique character and creates competitive advantage (Hamel and Prahalad, 1989).  

Researchers like(e.g. Katou and Budhwar, 2007; Dimba and K„Óbonyo, 2009) shows that 

strategic human resource management practices are important for achieving competitive 

advantage and organizational performance, but little has been reported on the effect of these 

practices on manufacturing industries.  

Some authors have focused on the HR department‟s effectiveness (Teo, 2002), whilst others 

have focused on HRM in terms of skills, knowledge and competencies (Hittetal., 2001). 

However, the majority of studies and books in the field of HRM have defined the concept in 

terms of individual practices or a bundle of practices.  

  According to Noe et al. (2006), SHRM practices have direct impact on the performance 

organizations because they consider that SHRM practices have a positive relationship with the 

performance of organizations to the practices and policies affecting employees‟ behaviors, 

attitudes and performance. SHRM practices have positively impact on organizational 

performance, such as HR planning, recruiting, selection, training and development, 

compensation, performance management, and employee relations. Some others have focused on 

the impacts of strategic human resource management indirectly. 
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Way (2002) has considered the following as the most commonly applied practices in the 

literature: staffing, compensation, flexible job assignment, teamwork, training and 

communication which have a direct impact on the performance of organizations. 

Studies by Girum,(2015), Haftu(2013) and Shiferaw(2013) shows that Strategic human resource 

management practices are moderately practiced in Ethiopia  and most of the studies about the 

effects of strategic human resource management practices on organizational performance  was 

conducted on public sectors and  a shortage of research on the effects of strategic human 

resource management practices in manufacturing industries is the main reason why the 

researcher wants to conduct a research on the effects of SHRM practices in manufacturing 

organizations and it is impossible to make generalization about the effects of strategic human 

resource management practices on the performance of manufacturing industries. 

  The study mainly concentrates on the effects of strategic human resource management 

practices on the performance of manufacturing industries and the study also attempted to cover 

these gaps by examining practices, challenges and prospects of strategic human resource 

management in manufacturing industries in Debre Berha town. The study uses strategic human 

resource management practices such as Recruitment and selection practices, Training and 

development practices, Compensation and reward practices, Employee performance evaluation 

practices, Promotion practices and Employee participation and decentralization as independent 

variables mainly to assess the impacts of strategic human Resource management practices on 

organizational performance and which strategic human resource management practices affect 

organizational performance more. Organizational performance (Organizational outcome, 

Human Resource outcome, financial outcome and Market share outcome) are indicators of 

organizational performance as a dependent variable. 

                                                       1.3. Research Questions 

The study aims to address the following research questions 
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1. What is the degree of interrelationship among the individual strategic human resource     

management practices in manufacturing industries? 

2. What strategic human resource management practices mostly practice in manufacturing 

industries? 

3. What are the effects strategic human resource management practices on organizational 

performance in manufacturing industries? 

4. What are the challenges and prospects of strategic human resource management in 

relation to organizational performance in manufacturing industries? 

                                         1.4. Objectives of the Study 

                                              1.4.1. General  Objective 

The general objective of this study has tried to assess SHRM practices and its effects on 

organizational performance in manufacturing industries in Amhara region Debre Berhan town. 

                                    1.4. 2   Specific Objectives 

Specifically, the study has intended to achieve the following objectives. 

 To examine the degree of interrelationship among the individual strategic human 

resource management practices 

 To assess what strategic human resource management Practices are common in 

manufacturing industries in Debre Berhan town. 

 To examine the effects of strategic human resource management practices on the 

performance of manufacturing companies in Debre Berhan town. 

 To identify the challenges and prospects of strategic human resource management in 

relation to organizational performance in manufacturing companies in Debre Berhan 

town. 
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                                  1.5. Research Hypothesis  

In order to provide answers to the basic questions raised above, the following hypotheses were 

tested in their null (Ho) and alternative (A) form:  

Ho1: there is significant relationship between recruitment and selection and organizational 

performance. 

A1: there is not significant relationship between recruitment and selection and organizational 

performance. 

Ho2: there is significant relationship between training and development and organizational 

performance. 

A2: there is not significant relationship between training and development and organizational 

performance. 

Ho3: there is significant relationship between compensation and reward system and 

organizational performance. 

A3: there is not significant relationship between compensation and reward system and 

organizational performance  

Ho4: there is significant relationship between performance management system and 

organizational performance 

A4: there is not significant relationship between performance management system and 

organizational performance  

Ho5: there is significant relationship between employee participation and organizational 

performance 
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A5: there is not significant relationship between employee participation and organizational 

performance 

Ho6: there is significant relationship between promotion practices and organizational 

performance 

A6: there is not significant relationship between promotion practices and organizational 

performance 

                                1.6. Significance of the study 

The research has been conducted in such a way that it has certain significances for practices as 

well as literature: 

To practice: The study will help the manufacturing industries to assess  what problems will 

encounter  serious problems related with the industries‟ strategic human resource practices: 

mainly training & development practices, recruitment and selection practices, employee 

performance evaluation, compensation & reward practices, employee participation and 

decentralization and selection procedure which will have a direct or indirect impact on the 

organization„s effectiveness. 

 The finding of this study will also contribute a lot for manufacturing industries to 

sustainable growth and easily enables to bring by practicing strategic human resource 

management practices in bundles because the use of SHRM practices can create synergy 

which means the whole is greater than the sum of its part as well as enables these 

manufacturing industries on how to achieve competitive advantage over its potential 

competitors through the practice of strategic human resource management practices. 

To theory: the finding of this study will add something value for the development of theory 

since strategic human resource management practices are new concepts which are involved 

from personnel management to human resource management and then to strategic human 
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resource which is a new concept, therefore, this study will contribute its share for the growth of 

theory on strategic human resource management practices. 

To others: The finds of this study inspires other researchers to conduct a study on the effects of 

strategic human resource management practices in manufacturing industries because strategic 

human resource management practices are a sources of competitive advantage and enhance 

manufacturing industries to achieve organizational performance. 

1.7. Scope of the study 

SHRM practices are very important factor to bring competitive advantage other than financial 

and technological resources because it is impossible to imitate especially in this competitive 

world organizations that followed SHRM practices can easily enhance organizational 

performance than those who neglect SHRM practices. This is mainly supported by Barney 

(1991) in listing four criteria that govern the ability of a human resource to provide sustained 

competitive advantage, namely 1) The resource must add positive value to the firm, 2) The 

resource must be unique or rare among current and potential competitors, 3) The resource must 

be imperfectly imitable, and) 4. The resource cannot be substituted with another resource by 

competing firms.       

1.  in terms of the area the research was  carried out in north shewa  zone particularly in Debre 

Berhan town. The research will cover manufacturing industries in Debre Berhan town 

namely, Debre Berhan wood processing factory, Tikur Abbay shoe factory, Habesha Beer 

factory , Hibret Manufacturing factory, E.T.A.L. Aluminum factory ,Aqua Safe mineral 

water factory,Azila Refrigerator factory, Debre Berhan Blanket factory, Dashen Beer 

factory and  METEC Ethiopia 

2.  In terms of content, the scope of this study specifically has focused on the effects of strategic 

human resources management practices on the performance of manufacturing industries in the 

selected area and in the selected manufacturing industries. To make the research easily 

manageable the researcher limits the study on ten manufacturing industries. 
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                          1.8. Organization of the Paper 

The study was divided in to five chapters.  

The first chapter gave the general introduction and statement of the problem. It would cover the 

significance of the study, objectives, hypothesis question, research questions, and scopes of the 

study and organizations of the paper. 

The second chapter discussed definitions of terms, the key concepts of review of related 

literature with this study mainly to compare previous researches with the researcher‟s findings 

and conceptual framework of this study. 

The third chapter concentrated on the overall research methodology that this study will follow, 

and research design, Research approach, population and sampling design, methods of data 

collection and data sampling, data collection procedure, methods of data analysis, 

instrumentation of variables and reliability and validity of the research.    

The fourth chapter presented the results and discussion of the study. 

The final chapter addressed the findings, the conclusion part and recommendations in order to 

shows manufacturing industries about new ways of achieving organizational goals through 

strategic human resource management practices in the future. 
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                                                             CHAPTHER TWO 

REVIEW OF RELATED LITERATURE 

                                                               INTRODUCTION 

The literature review part was divided into three sections. The first section covers theories 

related to strategic human resource management practices and organizational performance such 

as definition of strategic human resource management practices, overview of the concept of 

SHRM practices, approaches in studying SHRM practices, relationship between SHRM 

practices and organizational performance, impacts of SHRM practices on organizational 

performance. 

The second part deals with the empirical studies. This part shows previous researches related to 

SHRM practices and organizational performance. The final section shows the conceptual 

framework of the study that shows the relationship between SHRM practices and organizational 

performance. 

                     2.1. Definition of Terms 

Strategy is the direction and scope of an organization over the longer term which matches its 

resources to its changing environment and in particular to its markets, customers and clients to 

meet stake holder expectations (Johnson and Scholes, 1993). 

Human resource management: is a strategic, integrated and coherent approach to the 

Employment, Development and Well-being of the people working in organizations (Armstrong, 

2009). 

Strategic human resource management is defined as a human resource system that is tailored 

to the demands of the business strategy. It is a pattern of planned human resource activities 

intended to enable an organization achieves its goals (Foot and Hook, 2008). 



11 
 

Organizational Performance: refers to the actual output or results of an organization as 

measured against its intended outputs, goals and objectives (Skrinjar, Bosili, Indihar and 

Stember, 2008). 

Competitive Advantage: a set of capabilities or resources that allow organizations to 

differentiate its products or service from those of its competitors to increase market share 

(Wiggins and Ruefli, 2002). 

Resource –Based view: states that it is the range of resources in an organization, including its 

human resources, that produces its unique character and creates competitive advantage (Hamel 

and Prahalad, 1989). 

HR Planning: Human Resources Planning focuses on analyzing an organization„s HR needs as 

the organization„s conditions change, and then supplying strategies to help respond proactively 

to those changes over time. HRP helps ensure that the right numbers of the right kinds of people 

are available at the right times and in the right places to translate organizational plans into 

reality (Rothwell and Kazanas, 2003). 

             2.2. The Concept of Human Resource Management 

The term “human resource management” has been commonly used for the last ten to fifteen 

years. Prior to that, the field was generally known as “personnel management”. Dessler (1991) 

had made no differentiation between personnel management and HRM and saw that the latter as 

a modern expanded version of traditional personnel management due to technological change in 

the work environment and a shift in societal values. Torrington and Hall (1998) explained the 

differences between personnel management and HRM by mentioning that personnel 

management is considered as workforce-centered while HRM as resource-centered.  

Storey (1995) considered HRM as a distinctive approach to employment management which 

seek to obtain competitive advantage through the deployment of a highly committed and skilled 

workforce, using an array of techniques. While others have defined HRM as being concerned 

with the need to achieve congruency among the various HRM policies and practices so that they 

become mutually supportive, rather than conflicting (Milliman, Von Glinow & Nathan, 1991; 

Schuler & Jackson, 1987). 
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The term “Strategic human resource management (SHRM)” was introduced, according to 

Devanna, Fombrun, and Tichy (1981). Human resource management: A strategic perspective 

which shifts the focus on perform role such as training and benefit to integration and 

organization, driven by human resource management value added.  The evolution of SHRM 

from human resource management is focused on the issue of human resource management in 

organization perspective context, instead of individual perspective context and its role to 

support the business (Liao, 2005). The main study context was proven against the relationship 

and alignment of business strategy and HRM to the organizational performance (Bao et al., 

2011; Shameem, 2011; Luna-arocas and Camp, 2008).  

 

The term strategic human resource management was well-defined by Wright and McMahan 

(1992) as “the pattern of planned human resource deployments and activities intended to enable 

an organization to achieve its goals” (p. 298).  

 

From the literature review, the principle of study has shifted from testing various human 

resource practices individually toward testing the whole human resource management systems 

as a bundle, because those practices operate with a synergistic effect. In addition, organizational 

workforce does not interact with single practice but all of practices as a systems (Ichniowski et 

al., 1997; Becker and Huselid, 1998;  Lepak et al., 2006).  

 

Therefore, the author defined strategic human resource management from literature review as 

the effective use of human resource for organization‟s strategic needs via the integration of 

planned human resource practices aligned with business strategy to achieve organizational 

performance and competitive advantages (Wright and McMahan, 1992; Chang and Huang, 

2005; Chan and Mak, 2012; Altarawneh and Aldehayyat, 2011). 

\ 
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Salaman et al (2005) offer an overview of the connection between the resource based view of 

the firm and the theoretical and practical elements of strategic human resource management. 

They argue that one aspect of strategic human resource management is concerned with the ways 

in which organizational capacity to achieve strategic objectives can be enhanced. The resource 

based view of the firm places emphasis on the role of organizational and human resource factors 

in determining organizational performance and supports the contribution of strategic human 

resource management and human resource professionals who are directly concerned with the 

management of these factors.  

 

Armstrong (2008) states that strategic human resource management is based on three 

propositions: first that the human resource of an organization play a strategic role in its success 

and are a major source of competitive advantage; secondly; that human resource strategies 

should be integrated with the business plans of the organization since the central premise of 

strategic human resource management theories lies in the belief that successful organizational 

performance depends on the alignment between business and human resource strategies. Lastly, 

that individual human resource strategy should be linked to each other to provide mutual 

support. 

Emphasis has been laid on a strategic approach to development and implementation of human 

resource policies and practices. Organizations‟ strategies are determined by consideration of 

both the internal and external environment in light of mission and purpose. Human resource 

management strategy therefore should represent an integral part of achieving this broader 

organizational strategy with strategy in various sub-fields or areas of human resource 

management supporting the overall human resource management strategy. Thus, rather than 

human resource management policies and practices representing direct reactions to the various 

external and internal forces, these forces are considered in light of organizational strategy and 

objectives and then, if appropriate, changes are made to the overall human resource 

management strategy which may affect various human resource management policies and 

practices (Kane and Palmer, 1995).  

Strategic human resource management requires a holistic approach, with not only an internal 

integration between personnel systems e.g. recruitment, selection, rewards mechanisms, 
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appraisal performance management etc., but also integration between those systems and the 

organization‟s overall strategy. Such a coherent approach to human resource management 

policies can also lead, via the generic human resource management outcomes of strategic 

integration, commitment, flexibility/adaptability of the workforce and quality, which are all 

necessary ingredients when developing a competitive edge, to the following benefits to the 

organization which has adopted strategic human resource management: high job performance; 

high problem solving, change and innovation; high cost-effectiveness; and low turnover, 

absence, grievances, attitude and behavior changes amongst the workforce, resulting in highly 

desirable increases in competitive performance. However, strategic human resource 

management will not be taken seriously unless it can be demonstrated that, like any other new 

initiative, it is worth the return on investment (Baker, 1999). 

             2.3. SHRM practices as a Source of Competitive Advantage 

In recent years, human resources have been recognized as an important source of sustained 

competitive advantage. Much of the human resources and theoretical and empirical work has 

been grounded in the resource-based view (RBV) of the firm (Barney, 1986, 1991, 1995). This 

theory maintains that in order to develop a sustainable competitive advantage, organization must 

create resource in a manner that is rare, non- imitable, and non-substitutable. Barney (1986, 

1991, 1995), Pfeffer (1994), Snell, Youndt and Wright (1996) and Wright and McMahan 

(1992), have argued that because the resources that have historically provided organizations 

with competitive advantage are easily and rapidly imitated, the human resources of the 

organization may be an extremely important source of sustained competitive advantage. 

 

The RBV of the firm is a theoretical paradigm originating in the field of strategic management. 

The RBV assumes that resources and attributes of the firm are more important to sustained 

competitive advantage than industry structure and competitors‟ actions (Barney, 1997). 

 

Resources have been defined as “the tangible and intangible assets a firm uses to choose and 

implement its strategies” (Barney, 2001). This broad definition includes human, organizational, 

financial and physical resources. Barney (1991) and Teece, Pisano and Shuen (1997) have 
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outlined a framework for determining if a resource can be considered a source of sustained 

competitive advantage. The key elements of this framework require resources to be valuable, 

rare, inimitable and non-substitutable. Technology, natural resources and economies of scale 

can create value, RBV argued that these sources of value are increasingly available to almost 

anyone anywhere and they are easy to copy, whilst human resources which is defined as “the 

pool of employees under the firm‟s control in a direct employment relationship” (Wright & 

McMahan, 1992) can provide the firm with a source of competitive advantage with respect to its 

competitors. 

 

The first of these criteria is the value added to the company‟s production processes, the 

contribution made by each employee having its effect on the results obtained by the 

organization as a whole. Also, since employees are not all the same, their characteristics are in 

limited supply in the market. In addition, these human resources are difficult to imitate. Since it 

is not easy to identify the exact source of the competitive advantage and reproduce the basic 

conditions necessary for it to occur. Finally, this human resources is not easily replaced; though 

short-term substitutes may be found, it is unlikely that they will result in a sustainable 

competitive advantage like the one provided by human resources. 

Barney (1991) argued that organizations may not obtain the maximum utility from their 

employees because the employees are not contributing to their fullest potential. It was argued 

that organizations, through the effects of their HRM practices could maximize the knowledge 

skills, and abilities of employees. The focus of the overall body of research, then, is to examine 

the contributions of HRM policies and practices to the performance of the organizations. 

 

                          2.4. Strategic Human Resource management Practices 

Strategic human resource management practices are defined as those that are theoretically or 

empirically related to overall organizational performance and include career opportunities, 

formal training systems, result oriented appraisals, employment security, participation, job 

descriptions and profit sharing - also known as best practices. In a study of managerial attitudes 

about human resource management practices, it was found that training and development is 
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perceived as the most important strategic human resource management practice. It is also a 

popular practice that each employee has clearly defined duties which are evaluated regularly to 

determine levels of compensation (Akhtar et al, 2008). 

One aspect that differentiates successful firms from less successful ones is the concept of 

Strategic Human Resource Management. Under strategic human resource management, workers 

are viewed as a source of the firm‟s competitive advantage rather than complimentary or 

limiting factors of the firm‟s success. Strategic human resource practices in any firm include: 

employment security and how it managed, selectivity in recruitment to acquire and retain best 

employees in the workplace, high and competitive wages, incentive pay, employee ownership, 

information sharing, participation and empowerment, self-managed teams, training and skills 

development, cross utilization and cross training and promotion from within (Nakayama and 

Sutcliffe, 2004). 

           2.5. Elements of Strategic Human Resource Management Practices 

 

In this study the following SHRM practices are used. Such elements are includes, Recruitment 

and selection practices, Training and development practices, Compensation and reward 

practices, Employee performance evaluation practices, Promotion practices and Employee 

participation and decentralization. 

                    2.5.1. Recruitment and selection practices 

The essence of strategic recruitment and selection is two-fold, a) to ensure that the current and 

future needs are met in accordance with the internal and external dynamic situation) to select 

potential future employees with attributes that align with the mission statement and values of 

the organization. Having a good fit between the personal attributes of the employees and the 

organization‟s goals lays the foundation for success in the long term (Millmore and 

Baker 1996). The person-organization (P – O) fit criterion of selection is defined as “the 

compatibility between specific individual attributes and comparable organizational attributes” 

(Higgins 2002). A good fit with the P – O selection model supports higher employee 

satisfaction. From a strategic perspective, the selection processes should ensure that the 

candidates have a good fit with the organization‟s culture and strategic direction (Nankervis, 
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Compton and cCarthy 1999). According to Cascio (2006:224), “a close fit between individual 

strengths and interests and organizational and job characteristics almost guarantees a happy 

marriage”. Therefore, to attract and retain talent, firms need to implement strategic recruitment 

and selection processes 

2.5.2. Training and development practices 

Training and development involves programs designed to positively enhance/change current 

knowledge, skills, attitudes and/or social behaviors to improve future performance at the 

individual, group or organizational levels. Strategic Human Resource Development (SHRD) 

aims to ensure that individual experience, attitudes and values are utilized to promote effective 

performance for the present and future critical operating and management tasks (Kiggundu 

1993; Noe et al. 2007). To be strategic and effective, SHRD should have top management 

commitment, link to business strategy (Cascio 2006) and be horizontally integrated with other 

HRM functions (Millmore et al. 2007). The aim of strategic training is to create and implement 

a career development program that benefits both the organization and the individual (Nankervis, 

Compton and McCarthy 1999). SHRD aids continuous learning and would in the long term 

eliminate staleness, boredom, burn-out and/or ineffectiveness (Gronfeldt 

and Strother 2006). Continuous learning helps both the individual and the firm meet their 

objectives. It provides greater motivation for employees and helps the organization respond to 

changes and is likely to reduce turnover (Noe et al. 2007). Developing employees strategically 

requires that development and training are proactive rather than reactive (Analoui 2007).      

                       2.5.3. Compensation and reward practices 

A reward system is what an employer offers in exchange for employee contributions and are 

designed to align organizational objectives and individual expectations. They aim to attract, 

retain and motivate the workforce. Strategic reward is defined as “the deliberate utilization of 

the pay systems as an essential integrating mechanism through which the efforts of various 

subunits and individuals are directed towards the achievement of an organization‟s strategic 

objective” (Go`mez-Mejia and Balkin 1992: 32). The strategic objectives of remuneration are to 
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reward past performance, remain competitive in the labor market, motivate future performance, 

attract and retain good staff and reduce staff turnover (Nankervis, Compton and McCarthy1999; 

Leopold, Harris and Watson 2005; Cascio 2006)      

                  2.5.4. Employee performance evaluation practices 

The appraisal system refers to the tools used to evaluate how the employees and the 

organization have performed against the overall objectives and goals of the organization 

(Analoui 2007). The process aims to improve individual‟s efficiency and effectiveness by 

providing a feedback loop and the organization can utilize the results for the entire range of 

HRM activities (Bohlander and Snell 2007) such as, decisions on employee‟s working 

conditions, promotions, termination and rewards (Go`mez- Mejia et al. 2004). Appraisal is a 

part of the performance management system and needs to be focused on improving employee 

performance to benefit both the organization and employee (Nankervis, Compton and McCarthy 

1999; Cascio 2006). Performance management includes outcomes and targets as well as the 

strategic competencies employees need. Aligning the appraisal and performance management 

practices with the organizations objectives is what makes it strategic. The process becomes the 

key to employee development and improved employee performance (Go`mez-Mejia et al. 

2004). Implementing strategic appraisal and performance management has the potential to 

identify and retain good employees and identify development needs for lower level performers.          

2.5.5. Promotion practices 

Promotion denotes that an individual has the competencies (i.e., the skills, abilities, knowledge 

and attitudes) required to perform effectively at the next higher rank. The competencies reflect 

the knowledge and skills exhibited in observable behavior in the relevant areas of work. 

Promotion provides motivation to perform well and is an important part of HRM.  Promotion 

opportunities are among the several factors that affects employees‟ job satisfaction and 

motivation. According to Boamah (2014), promotion is the advancement of an employee's rank 

or position in an organizational hierarchy system as a reward for good performance. Muda & 

Rafiki (2014) also states that a promotion is the changing of position, from one post to another 

and is evaluated based on the level of responsibility, work requirements or incomes and 
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positions. Hence, the promotion denotes a movement from a position to another position which 

has a higher status whereby the new position offers higher salaries than the former one.  

Moreover, a job promotion is a way to develop an employee‟s career. They are motivated to 

increase their knowledge or skill and to gear for higher levels of productivity. With better jobs, 

employees may decline any opportunities at other companies. Hence, promotions can increase 

employees‟ loyalty to the company and reduce career change intention at lower levels. An 

employee‟s opportunities for promotion are also likely to exert an influence on job satisfaction, 

maintain that promotions provide opportunities for personal growth, increased responsibility, 

and increased social status (Tuwei, et.al. 2013) 

There are several reasons why promotion should be used in organizations; (i) promotion is 

another career phase that can increase employees‟ personal satisfaction and pride; (ii) it refers to 

the experiences and new knowledge gained by employees and which become a driving force for 

other employees; (iii) it can reduce the number of employee turnover; and (iv) it can raise 

employees‟ morale in the achievement of organizational goals. (v) It increases interest in 

acquiring higher qualifications in training and in self- development. Thus, both variables have 

assumed to have an influence on the employees‟ performance (Muda & Rafiki, 2014). 

According to Laxmikanth (2002), there are three bases or principles of promotion namely; the 

basis of experience (seniority); skills or ability (merit); and a combination of experiences and 

skills. According to seniority this principle promotion is determined by the duration of service 

of the employees; whereas, merit principle implies that the most meritorious employee should 

be promoted. 

According to merit principle, promotion is determined by the qualifications and achievements of 

employees irrespective of the length of service.  The principle of merit is key to promotion. 

Ability, potential and experience are taken into account in the assessment. The process of 

assessment should be fair and transparent. Seniority-cum-Merit principle provides that 

promotion should be determined on the basis of both. The requirements that need to be met by 

an employee to obtain job promotion include, experience, level of education, loyalty, 

responsibility, related-skills, work performance, initiative and creativity. Whether the system of 
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promotion is seniority or merit or combination of the two, the process needs to fair and 

objective. 

2.5. 6. Employee participation and decentralization. 

More and more, employees are required to work in teams, make joint decisions, and undertake 

common initiatives in order to meet the objectives of their team and organization. Self-managed 

teams can affect firm growth in two ways:  

 

First, a surplus of junior managers in a firm may create and support dynamics of firm growth. 

The growth stage is perhaps the most dynamic stage of a firm‟s life cycle. As the business 

expands, new levels of management are added. Decision-making becomes more decentralized, 

middle managers gain authority and self-managed teams proliferate as the firm adds more and 

more projects and customers (Pfeffer, 1998). 

Second, teamwork and decentralization of decision making promotes employee commitment 

participation and create a sense of attachment, thus indirectly affecting firm performance (Tata 

and Prasad, 2oo4). 

Several studies identified self-managed teams and decentralization as important high-

performance human resource management practices (Pfeffer, 1998) found that decentralized 

teams have a positive effect on two dimensions of the performance, time and flexibility.  

                             2.6. Perspectives of SHRM Practices 

Jackson, Schuler and Rivero (1989) examined the effects of HRM systems on organizational 

financial performance through a behavioral approach. They found that it is essential for 

organizational viability that HRM systems provide the capabilities for firms to acquire, develop, 

motivate and retain employees who will enhance organizational effectiveness. 

Arthur (1994) adopted a contingency approach to this intra-industry examination of the HRM 

practices of thirty U.S. steel minimills. In addition to the impact of HRM practices on firm 

performance, the contingency approach is concern with the congruence or fit between various 

policies and practices adopted by organizations. 
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Arthur employed an empirical taxonomy identifying two types of HRM systems (i.e. control 

and commitment) to test the extent to which the specific combination of practices utilized by 

organizations could predict differences in organizational performance. His findings indicate that 

minimills using the commitment systems of HRM had higher productivity, lower scrap rates, 

and lower turnover than those minimills using control systems. 

Huselid (1995) examined the effects of the use of thirteen HRM practices on firm performance. 

Two measures of HRM practices were identified. The first of these were designated “employee 

skills and organizational structures”; with practices enhancing skills, abilities, and role 

performance, and the second was labeled “employee motivation”, with practices targeted at 

evaluating and reinforcing desired employee behaviors. His findings indicated when these two 

measures were regressed on productivity individually, both measures were positive and 

significant, but when they were entered simultaneously, only the motivation measure remained 

significant. 

Previous research in HRM has used one of the following three ways to examine the 

effectiveness of HRM practices on firm performance: universalistic, contingency or 

configurationally approach (Delery & Doty, 1996). 

                            2.6.1. Universalistic perspective 

Universalistic perspective is the simplest form of theoretical model in the HRM literature. 

Universalistic perspective seeks for “best practices”. Researches in the universalistic perspective 

are micro analytical in nature and posit that some HRM practices are always better than others 

are and that all organizations should adopt these practices. 

Huselid (1995) work reflected the “universalistic” approach to HRM. This perspective assumes 

that there are certain “best” HRM practices that contribute to increased financial performance 

regardless of the strategic goals of organizations. Further, a universalistic approach to HRM 

research assumes that HRM practices contribute to worker motivation (and thereby increased 

productivity) as well as increased efficiency (Ichniowski, Kochan, Levine, Olson & Strauss, 

1996). While other authors concurred with these assumptions (Osterman, 1994; Pfeffer, 1994), 
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different studies have utilized various assortments of these HRM practices, and there has been 

little work that provides a definitive description as to which HRM practices should be included 

in a “best practice” system. Huselid (1995), for instance, utilized thirteen HRM practices. 

Pfeffer (1994) however, advocated the use of sixteen management practices to achieve higher 

productivity and profits. In another work, Delery and Doty (1996) identified seven practices that 

are consistently considered to be strategic in nature. Practices identified were internal career 

opportunities, formal training system, appraisal measures, profit sharing, employment security, 

voice mechanism and job definition. 

2.6.2. Contingency perspective 

Contingency theorists posit that an organization needs to adapt specific HRM practices for 

different firm strategies. A number of researchers, however, have argued that contingency 

perspective is the more appropriate approach to HRM (Butler, Ferris & Napier, 1991; Dyer, 

1985; Jackson & Schuler, 1995; Lengnick-Hall & Lengnick-Hall, 1988; Schuler, 1989; Schuler 

& Jackson, 1987). The contingency theorists argue that, in order to be effective, an 

organization‟s HRM practices must be consistent with other aspects of the organization. The 

contingency approach differs from the universalistic perspective in that these studies have 

attempted to link variations of HRM practices to specific organizational strategies (Hoque, 

2000; Khatri, 2000; Youndt, Snell, Dean & Lepak, 1996). Schuler (Schuler & Jackson, 1987; 

Schuler, 1989) argued that HRM practices which are not synergistic and consistent with 

organizational strategy and, which conflict with other HRM practices are confounding in effect 

and create ambiguity which can inhibit both individual and organizational performance. 

2.6.3. Configurationally perspective 

The configurationally perspective is concerned with how patterns of multiple, planned human 

resource deployment and activities achieve the organization‟s goals. A closely related body of 

work calls for a configurationally approach to HRM, and argues that it is the pattern of HRM 

practices that contribute to the attainment of organizational goals (Wright & McMahan, 1992). 

According to the configurationally perspective, in order to be effective, an organization must 

develop its HRM system that achieves both horizontal and vertical fit. Horizontal fit refers to 
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the internal consistency of the organization‟s HRM practices, and vertical fit refers to the 

congruence of the HRM system with other organizational characteristics, such as firm‟s strategy 

(Delery & Doty, 1996) 

2.7. Challenges of Implementing Strategic Human Resource Management practices  

Although there is evidence to support the value of strategic human resource management, there 

are gaps between what is proposed and the actual practice, Burke and Cooper (2005.) While 

these practices are desirable, the question that arises is whether the practice of strategic human 

resource management really results in better firm performance or not. Studies done by Becker 

and Gehart (1996), Delaney and Huselid (1996) and Youndt et al (1996) show that strategic 

human resource management makes positive difference in firm performance, but   not without 

some challenges. One of the major challenges of strategic human resource management is that 

there is a gap between what the strategy states will be achieved and what actually happens, i.e. a 

disjoint between human resource management theory and practice, between what human 

resource function says it is doing and how the practice is perceived by employees and also 

perception of the role of human resource by Senior Management and the role it actually plays 

(Armstrong 2008). 

Pynes (2008) observes that in most Public Organizations, implementation of strategic human 

resource management often fails for various reasons including: cost associated with strategic 

human resource with most public institutions reluctant to spend additional resources on 

employees, lack of understanding on the part of Management as to what strategic human 

resource management is all about, even though they may desire greater integration of human 

resource function with other organizational strategies and the fact that Human Resource 

Professionals lack flexibility to initiate new programs or change organizational structures, 

especially where change issues may challenge existing rules and regulations as they may appear 

in the standard operating procedures. 

Budhwar and Yaw (2004) in their book on human resource management in Developing Nations 

emphasized the importance of socio-cultural context in a heterogeneous society like Kenya 

which has more than forty ethnic groups. They stated that in an era of unprecedented high 
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unemployment and political tension, people rally behind their ethnic roots, the result being that 

young people joining the labor market from schools and universities have little faith in the 

ability of the system either in public or private sector to allocate employment opportunities 

purely on merit, thus defeating the whole purpose of strategic human resource management. 

According to Sims (2002), potential challenges for the implementation of strategic human 

resource management include the fact that Senior Management may not always be able to 

communicate the overall organization strategy clearly; disagreement may arise as to which 

human resource management strategies should be used to support the overall organizational 

strategy and also the fact that large organizations may have different organizational units each 

with its own Strategic Business Units and human resource strategies.  

According to Gill (2006) strategic human resource management requires constant scanning of 

the external environment and timely changes in the human resource policies to meet emerging 

needs of customers. In reality, most human resource practices in organizations are fixed in 

nature and are rigid in some cases. Thus human resource managers often did it hard to make use 

of the market situation to gain competitive advantage.  

 

Gomez-Mejia et al (2010) state that one of the major components of strategic human resource 

management is its ability to give competitive advantage to the organization. This though, is 

hindered by several factors including; inability b^ organizations to maintain competitive 

advantage because whatever strategies organizations develop are copied by others; excess 

concentration on day-today problems resulting from the fact that managers are too busy putting 

out fires the^ they have not time to focus on long term goals; failure to translate the strategic 

plan into action.  

2.8. Organizational Performance 

Dess and Robinson Jr. (1984) indicated that organizational performance is the crucial factor of 

empirical study in the field of business policy. In the past, financial performance such as return 

on investment – ROI, and economic value analysis – EVA are widely used as performance 

indicators for executive in planning and controlling.  
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Zupan and Koše (2005) noted that most of SHRM studies measured organizational performance 

that are profit-related or market-value-related, and then proposed indicators for more balance to 

use as a measurement of organizational performance, which included both objective and 

subjective performance. Objective performance indicators included, for example, return on asset 

– ROA, EBIT per employee, and return on investment – ROI, Tobin‟s q, and market value. On 

the other hand, subjective performance included customer satisfaction, product or service 

quality, new product or service, and relative competitive position and organization reputation. 

Becker et al. (1997) also stated that market-related performance indicators are more appropriate 

for HRM study because they reflected the present value of organization cash flows.  

The author defined organizational performance from literature review as three dimensions of 

organization‟s performance consist of market performance, operational performance, and 

financial performance (Huselid, 1995; MacDuffie, 1995; Delery and Doty, 1996; Huang, 2001; 

Wright et al., 2003; Youndt and Snell, 2004; Chow et al., 2008; Bao  et al., 2011). 

  

2.9. The Impacts of SHRM practices on Organizational performance 

Strategic human resource management may bring a number of benefits to the organization 

according to Brewster, Chris et al., (2000). Such as, Contributing to the goal accomplishment 

and the survival of the company, Supporting and successfully implementing business strategies 

of the company, Creating and maintaining a competitive advantage for the company, Improving 

the responsiveness and innovation potential of the company, increasing the number of feasible 

strategic options available to the company, Participating in strategic planning and influencing 

the strategic direction of the company as an equally entitled member of top management 

Contributing to the goal accomplishment and the survival of the company, Supporting and 

successfully implementing business strategies of the company, Creating and maintaining a 

competitive advantage for the company, Improving the responsiveness and innovation potential 

of the company, Increasing the number of feasible strategic options available to the company, 

Participating in strategic planning and influencing the strategic direction of the company as an 

equally entitled member of top management and  Improving cooperation between the HRM 



26 
 

department and line managers., and Improving cooperation between the HRM department and 

line managers  Brewster, Chris et al., (2000).  

Many organizations face a volatile market situation. In order to create and sustain competitive 

advantage in this type of environment, organizations must continually improve their business 

performance. Increasingly, organizations are recognizing the potential of their human resources 

as a source of sustained competitive advantage. Linked to this, more and more organizations are 

relying on measurement approaches, such as workforce scorecards, in order to gain insight into 

how the human resources in their organization add value. The increasing interest in 

measurement is further stimulated by a growing number of studies that show a positive 

relationship between human resource management and organizational performance Voorde, 

Van De, Paauwe K. J., Van Veldhoven, M., (2010). 

There two research streams have been developed to examine the impact of SHRM on 

organizational performance. The first is based on the direct relationship between individual 

SHRM practices and/or bundles or systems of practices and organizational performance 

(Schuler and Jackson, 1999; Chand and Katou, 2007). The second research stream is based on 

the indirect relationship between individual HR practices and/or bundles of practices and 

organizational performance (Wright and Gardner, 2003). 

Ulrich and Lake (1991) defined SHRM as a process of linking HR practices to business 

strategy. Later, Bamberger and Meshoulam (2000) argued that SHRM is a competency-based 

approach to personnel management that focuses on the development of durable, imperfectly 

imitable, and other non-tradable resources. In the perspective of define SHRM as an outcome, 

for Wright & McMahan (1992), SHRM refers to « the pattern of planned HR deployments and 

activities intended to enable a firm to achieve its goals. Similarly, Wright and Snell (1991) 

considered SHRM to be « organizational systems designed to achieve sustainable competitive 

advantages through people. 

Considering both process and outcome together, Truss and Gratton (1994) defined SHRM as « 

the linkage of HR functions with strategic goals and organizational objectives to improve 
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business performance and cultivate an organizational culture that fosters innovation and 

flexibility. 

Armstrong and Long (1994) think that SHRM refers to an organization's decision making about 

its human resources; it is an organization's overall plan to pursue to achieve its goals through 

people; where human resource management and strategic management are correlated with 

people being an integral component of any organization's corporate strategy. 

Armstrong and Baron (2002) SHRM is a general approach to the strategic management of 

human resources in accordance with the intentions of the organization on the future direction it 

wants to take. It is concerned with long term people issues as part of the strategic management 

process of the business.Truss & Gratton (1994) “SHRM is the linking of human resource 

management with strategic goals and objectives in order to improve business performance and 

develop organizational cultures that foster innovation and flexibility.” 

Wright/McMahan (1992) “SHRM is the pattern of planned human resources actions and 

deployments intended to enable the firm to achieve its goals” 

2.10. Relationship between SHRM Practices and organizational Performance 

Previous empirical research on the relationship between HRM practices and firm performance 

have focused on single HRM practices (Balkin, Gomez-Mejia, 1987; Bartel,1994; Gerhart & 

Milkovich, 1990; Jackson, Schuler & Rivero, 1989; Russell, Terborg,& Powers, 1985; Terpstra 

& Rozell, 1993).  

In a study by Arthur (1994), using an empirical taxonomy of HRM practices, he found that steel 

minimills with commitment HRM systems had higher productivity; lower scrap rates and lower 

employee turnover than steel mini mills with control HRM systems. Similarly, Huselid (1995) 

using a national sample found that HRM practices had an economically and statistically 

significant effect on turnover, productivity, and corporate financial performance. Youndt et al. 

(1996) conducted a research in ninety-seven manufacturing plants and found that the human-

capital-enhancing HRM systems had a positive main effect on employee productivity and a 

positive and significant effect on customer alignment and equipment utilization. 
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Hoque (1999) explored HRM practices and a range of outcome variables from a sample of 209 

hotels. The outcome measures were of two types: “human resource outcomes” and 

“performance outcomes”. He found that, amongst the quality enhancers, commitment, job 

satisfaction, quality of work, quality of service and financial performance, as perceived by the 

respondent, were all strongly related to the use of HRM practices. Khatri (2000) using a sample 

of 200 of the largest companies in Singapore, found that HRM practices have a stronger direct 

effect on profitability than sales growth and non-financial measures. In fact, the significant 

relationship between HRM practices and profits is encouraging and is in agreement with 

findings from other studies (Gerhart & Milkovich, 1990; Huselid, 1995). 

Similarly, in a study on long-term incentives plan, Leonard (1990) found that organizations 

having long-term incentives plan for their executives had greater increase in return on equity 

over a four-year period than did other organizations. Workers‟ participation ensures 

organizational effectiveness as well. Empirical studies (Delery & Doty, 1996; Huselid, 1995) 

have showed that linking employee participation results in greater productivity, satisfaction and 

reduction in turnover. Employee turnover is often separated into categories of voluntary 

turnover, which is considered controllable, and involuntary (e.g. due to retirement or death), 

which is considered uncontrollable. Voluntary turnover and involuntary turnover of employees 

seemed to be influenced by different sets of factors.  

According to Shaw, Delery, Jenkins and Gupta (1998), voluntary turnover of employees is 

affected by factors such as dissatisfaction with current job and availability of alternative jobs, 

while involuntary turnover is influenced by staffing practices such as recruitment and selection 

processes and employee monitoring. Along the same line, Pitt and Ramaseshan (1995) found 

that individuals who displayed a higher tendency to leave their jobs were those who perceived 

that their job previews that they received during the interview process were not realistic. 

In another study by Villanova, Bernedin, Johnson and Dahmus (1994), they found that firms 

that were able to assess if individuals were compatible for the jobs they applied for, were more 

able at reducing employee turnover. In other studies related to compensation, Trevor, Gerhart 

and Boudreau (1997) found that salary growth had a pronounced effect on turnover, that is high 
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salary growth significantly reduced turnover for high performing employees. Similarly, William 

and Livingstone (1994) found that a negative performance-turnover relationship was stronger in 

organizations using performance-contingent reward systems. Employees who were 

compensated more for their high levels of performance were less likely to leave. Park, Ofori-

Dankwa and 

Bishop (1994) also found that turnover is negatively associated with levels of pay, especially 

when pay was determined by individual incentives programs. As such, the higher the levels of 

pay, the lower the levels of employee turnover. Batt (2001) study show that turnover rates are 

lower and sales growth is higher in firms that emphasize high skills, employee participation in 

decision-making and in teams, and HR incentives such as high relative pay and employment 

security. Guthrie (2001) surveyed corporations in New Zealand and found that their HRM 

practices were related to employee turnover and profitability. 

2.11. Empirical Studies on Strategic HRM 

Hofstede and Huslid. Using regression analysis, the results indicate that all the variables of 

SHRM practices, except recruitment and selection were positive and significantly correlated 

with performance; relationship between SHRM practices and firm motivation did not depend on 

employee cultural orientations when cultural values were considered; motivation mediated the 

relationship between SHRM practices and firm performance and motivation affected firm 

performance.  

Bana (2006) reported that within the public service in developing countries most activities of 

the HR offices go little beyond routine administrative tasks on record keeping, drafting 

personnel procedures, payroll, and staff welfare.  

McCourt and Ramgutty-Wong (2003) studied the applicability of Strategic Human Resource 

Management (SHRM) in the Mauritian civil service. They revealed that HRM in the civil 

service was fragmented and the SHRM model was unfamiliar with the service. The study also 

highlighted myriad pitfalls that hindered the applicability of the SHRM model in Mauritius. 

These include nontransparent staffing procedures, over centralization of HRM in the service, 
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lack of autonomy in the Public Service Commission, ministries, and line managers in staff 

management. 

 In a study conducted by Bana and McCourt (2007) in Tanzania and Uganda, findings indicate 

that while each country had a vision and a national strategy for economic growth and reduction 

of poverty, the government ministries, agencies and departments did not have HRM policies 

which were either derived from or integrated to the macro level policy frameworks. As such, the 

vertical and horizontal integrations which are essential pre-requisites of the HRM model were 

acutely missing. 

In another study, Gray and Shasky (2007), using multiple regression analysis examined the 

impact of strategic HRM practices on the performance of State Government agencies. The 

results show that when organizations employ such personnel practices as internal career ladders, 

formal training systems, results-oriented performance appraisal, employment security, employee 

voice and performance-based compensation, they are more able to achieve their organizational 

goals and objectives. 

Som (2008) sampled 69 Indian companies with a view to examining the impact of innovative 

SHRM practices on firm performance. Using descriptive statistics and regression analysis, 

results indicated that innovative recruitment and compensation practices have a significant 

positive relationship with firm performance. Their results showed that recruitment, the role of 

the HR department and compensation practices seem to be significantly changing within the 

Indian firms in the context of Indian economic liberalization. The synergy between innovative 

HRM practices was not found to be significant in enhancing performance during the 

liberalization process. 

2.12. Strategic HRM practices in the Context of Different Countries 

2.12.1 The U.S Context 

Kaufman (2012), provides a historical perspective on High Performance Work Systems 

(HPWSs), which he argues date back a hundred years (not 25), but prefaces this historical 

review with a highly critical assessment of current U.S. based SHRM empirical scholarship. 

Claiming that many of the problems with U.S. SHRM "arise from overemphasis on knowledge 

areas and ideas relating to the internal dimension of organizations and management (e.g., 
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Strategy, I-O psychology, organizational behavior) and too little attention to those relating to the 

external dimension (e.g., Economics, industrial/employment relations, the macro side of 

sociology)" , Kaufman gives SHRM research a failing grade. Although the evidence Kaufman 

provides to support his negative assessment might be highly criticized by others, his call for 

more actionable research and for applying neoclassical economic frameworks that might 

"explain the lack of congruence between what the theory predicts and what the data show" 

offers further cross disciplinary avenues for SHRM scholarship. While SHRM researchers are 

well aware of the theoretical and empirical challenges still to be overcome, Kaufman expands 

the list in a provocative way by asking questions economists would raise about the current 

distribution of HRM practices across companies. The current distribution suggests that the 

average profit- maximizing firm in the United States uses only a few HPWS practices, not the 

complete system. If using more HPWS practices translates to higher organizational 

performance, why are firms not maximizing profits? Are these practitioner failures, or is the 

failure a result of inadequate theory? Are there determinants of choice of HRM practices that 

have been neglected in the mainstream U.S. based SHRM theories? 

                     2.12.2. SHRM practices in Indian Context 

Since 1991, India has gradually liberalized its economy with reforms in the public sector, trade 

and exchange policy, banking sector, and liberalized foreign investment (Budhwar 2000; 

Venkata Ratnam 1995). The liberalization of economy and increased global competition put 

considerable pressure on HR function of domestic companies to develop their workforce to 

compete globally. Indian companies have responded positively with changes in priority of the 

HRM function from routine HR activities towards a strategic approach (Budhwar 2000; 

Sparrow and Budhwar 1997). More recently, India has capitalized on its large pool of educated 

English speaking people to become an important outsourcing destination for multinational 

corporations. India has also become a major exporter of software as well as financial, research 

and technological services. With liberalization and increased global competition there have been 

concerns for quality, re skilling and de-skilling of the work force, cultural changes, mixed 

workforce, and issues related to workforce rightsizing (Rao et al 1994; Sodhi 1994; Venkata 
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Ratnam 1995). Liberalization has created HRM issues associated with strategic expansion, 

diversification, turnaround and internalization (Ahluwalia 1994; Sodhi 1994; Venkata Ratnam 

1995). All this has direct implication on how people are managed in Indian firms (Krishna and 

Monappa 1994). This is all the more challenging because the Indian workforce has a very 

diverse socioeconomic background and the antagonist nature of trade unions makes it difficult 

to make them work as a team (Jain 1991; Jain and Venkata Ratnam 1995).  

HR managers have to continuously keep on their toes to bridge the gaps 

created by attrition as well as recruit for the growth. High attrition rates result in a shifting 

workforce making consistency in performance and keeping motivation levels high a daunting 

task. This also leads to increase in recruiting and training costs which small scale companies can 

ill afford. Inconsistent performance affects quality and revenue (Chanda and Shen, 2009). 

Indian firms are seen to be over manned and less efficient and place more emphasis on talent 

acquisition strategies. Management in these firms is adopting measures to reduce costs by 

rightsizing the workforce and making them efficient. Recruitment has become a major function 

from an imperative sub-system in HR, particularly in the knowledge industry such as IT. 

Human resources managers play a vital role in creating assets for the organization in the form of 

quality manpower. Attracting new talent is a top priority for software companies (Chanda and 

Shen,2009). Another challenge for HR managers is to put systems in place to make the people a 

perfect fit for the job. There are different ways in which compensation is practiced in Indian n 

organizations such as: (a) based on seniority or work experience; (b) based on performance (c) 

based on skills or competencies (d) a combination of the first three practices. There are some 

findings that suggest that Indian firms adopt a skill or competency based approach to reward 

their employees (Venkata Ratnam 1995). Also, there are organizations which are still unable to 

move from compensation based approaches on total work experience to performance related 

performance related compensation packages. This is an outcome of a mixture of Indian cultural 

values and legal requirements (Ramaswamy and Schiphorst 2000). A subtle transition seems to 

be taking place away from seniority-based towards performance based pay in India. Lifetime 

employment and seniority-based pay are still prevalent in Indian organizations (Venkata 

Ratnam1995).Indian organizations put emphasis on annual career 
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development interviews for the training and development of their employees. There is a 

presence of in-house training and development facilities in many Indian organizations (Sharma 

1992). 

The adoption of formal career plans, annual career development interviews, assessment centers, 

succession plans and planned job rotation depict the existence of a structured training and 

development system. Indian organizations share less information related to both strategy and 

financial performance with their staff in comparison to managerial staff.  

First, senior management does not have much faith in subordinates (Sparrow and Budhwar 

1997). Second, Indian managers prefer centralized decision making, practice tight control and 

donot like to delegate authority (Sharma 1984; Tayeb 1987). Moreover, majority of lower level 

employees in India are unaware of their rights and are exploited by management (Venkata 

Ratnam 1995). The research in various sectors (Amba Rao 1994; Sharma 1992) has shown 

significant differences in the pattern of HR practices in India. For example, Sharma (1992) 

highlights that less money is spent, less training is given and fewer employees are trained in 

public sector organizations than private ones in India. According to Singh (2000), some of the 

studies which have tried to focus on the relationship of HRM to firm performance have shown a 

low to moderate relationship between human resource practices and business performance.  

Singh (2004) conducted a study on 82 Indian firms indicating that there is a significant 

relationship between two HR practices namely, training and compensation and perceived 

organizational and market performance of the firm. Further, recent research 

highlighted that Indian organizations tend to be significantly more hierarchical (Amba Rao 

1994). Although general studies of HRM in India have been conducted, there is a scarcity of 

body of literature on comprehensive research on HRM and strategic linkage to business 

performance of the organization. 
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2.12.3. The German Context 

 Festing (2011), reviews the literature for divergence, convergence, and crossvergence, and in 

the German context applies a more advanced contextualize perspective. He describes how 

Germany's regulatory, corporate governance, capital market, and educational institutions affect 

how strategic human resource management is practiced. For example, many strategic human 

resource management practices characteristic of the HPWS (job security, extensive training, and 

employee participation) are nationally legislated in Germany, and is therefore not strategic 

differentiators that can be related to variations in firm performance.  

Other HPWS practices, such as selective hiring and profit sharing, although not legislated, are 

widespread and appear to have evolved as effective additional practices. It is interesting to see 

the diffusion of characteristically U.S. based HRM practices, such as individually based pay for 

performance and performance management. Thus, despite reviewing the compelling theoretical 

arguments for divergence of SHRM across national contexts, Festing also shows evidence of 

directional convergence. (Is this due to the "coercive" influence of US based SHRM research 

and business school education (an argument she raises and discusses), economic forces, or other 

factors)? 

2.13. Conceptual Frame Work of the Study 

Conceptual framework refers to a diagrammatical representation that shows the relationship 

between independent variables and dependent variable. In this study strategic human resource 

management practices are independent variables and organizational performance is a dependent 

variable. Therefore figure 1.1.Shows the relationship between strategic human resource 

management practices and organizational performance which is developed from general theory 

and empirical researches that states the relationship between strategic human resource 

management practices and organizational performance 
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Source: Adapted From (Guest et al., 2000) 

Figure 1.1.Shows the relationship between strategic human resource management practices and 

organizat 
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CHAPTER THREE 

                                                3. RESEARCH METHODOLOGY 

3.1. INTRODUCTION 

According to Polit and Hungler (2004), methodology refers to ways of obtaining, organizing 

and analyzing data. Methodology decisions depend on the nature of the research question. 

Methodology in research can be considered to be the theory of correct scientific decisions 

(Karfman as cited in Mouton & Marais 1996). 

Mouton (1996:35) describes methodology as the means or methods of doing something. 

According to Burns and Grove (2003:488), methodology includes the design, setting, sample, 

methodological limitations, and the data collection and analysis techniques in a study. Henning 

(2004:36) describes methodology as coherent group of methods that complement one another 

and that have the ability to fit to deliver data and findings that will reflect the research question 

and suit the researcher purpose. According to Holloway (2005:293), methodology means a 

framework. In this study methodology refers to how the research will conduct and put its logical 

sequence. 

The main focus of this study was the exploration and description of strategic human resource 

management practices in manufacturing industries in Debre Berhan town. Therefore the 

research approach was mixed approach. This chapter consists of  Research Design, Research 

Approach, Population and sampling procedure, sampling techniques, methods of data collection 

and methods of data analysis.  

                                               3.2. Research Design 

Choosing an appropriate design to gather adequate and relevant information for the study is 

very important. Hence, in order to make the research as efficient as possible to yield maximum 

information as evidence, with minimal expenditure of effort, the researcher has employed 

descriptive and explanatory research design. The reason for selecting this design is to gather the 
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relevant information from the grass root respondents of with regard to the existing situation of 

respondents view about the effects of SHRM practices on the performance of manufacturing 

industries in Debre Berhan town. The second reason why  researcher applied  descriptive and 

explanatory research design mainly to answer research questions, to measure the degree of 

association, correlation between variables and to test research hypothesis. 

3.3. Research approach 

In undertaking this study, the researcher used both quantitative and qualitative approaches 

(mixed research approach).That means mixing both approaches provides a richer pool of data 

gives broad base to the findings of the study. Using mixed research approach had the following 

advantages than using qualitative or quantitative research approach alone. 

 Involves multiple stages of data collection. 

 Provides greater breadth of perspectives around a certain issue. 

 Combining approaches helps overcome deficiencies in one method only. 

 Prevents researcher assumptions about a particular population. 

 Lends itself well to outcomes driven research (e.g. needs assessments or evaluations) 

 To triangulate data collected from both interview and questionnaires (Creswell et al 

2003). 

  3.4. Population and Sampling Design  

3.4.1. Sampling Design 

The study was conducted in the Amhara National Regional State of north shewa zone 

particularly in Debre Berhan town.  In this study ten manufacturing industries were selected 

using non probability sampling. These are Debre Berhan town namely, Debre Berhan wood 

processing factory, TikurAbbay shoe factory, Habesha Beer factory , E.T.A.L. Aluminum 

factory , Debre Berhan Blanket factory,Dashen Beer factory,  Aqua Safe mineral water 

factory,Azila Refrigerator factory,Hibret Manufacturing factory and METEC Ethiopia. 
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The sample design was also include all employees and managers of the selected manufacturing 

industries. In addition, managers of the selected manufacturing industries were purposively 

selected for the study because these bodies are very important informants of the study.  

3.4.2. Population 

Population refers to the total of items about which information is obtained. The population of 

the study was the employees and managers of 17 manufacturing industries in Debre Berhan 

town. Preliminary data were collected from HR department of each manufacturing industries 

shows managers and employees of the population of the study as follows: The study was 

conducted in the Amhara National Regional State of north shewa zone particularly in Debre 

Berhan town.  In this study manufacturing industries were selected using non probability 

sampling. All employees and managers of manufacturing industries in the town will be 

population of the study. 

 Table 3.1. Population of the study  

No Name of manufacturing industries Population 

1 DebreBerhan wood processing factory 205 

2 Dasheen Beer factory 500 

3 TikurAbbay shoe factory 78 

4 Habesha Beer factory 200 

5 DebreBerhan Blanket factory 802 

6 Aqua Safe mineral water factory 165 

7 METEC Ethiopia 105 

8 Azila Refrigerator factory 166 

9 Hibret Manufacturing factory 115 

10 E.T.A.L. Almunium factory 100 

 Total 2436 

Source: HR department of each manufacturing company, 20    
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                                         3.4.3 Sampling techniques  

For the purpose of achieving the objectives of this study, both probability and non-probability 

sampling methods were employed. To select manufacturing industries the researcher used 

purposive sampling technique this is because of four main reasons because  

Firstly, According to Zone investment office there are17 manufacturing industries in Debre 

Berhan town to make the research easily manageable the researcher purposively selected ten 

manufacturing industries in Debre Berhan town. 

Secondly, purposive sampling technique ensures proper representation of the universe when the 

investigation has full knowledge of the composition of the universe and is free from bias. 

Thirdly, purposive sampling technique is easier to get a sample of subjects with particular 

characteristics. 

Fourthly, purposive sampling technique gives better results if the investigator is unbiased and 

has the capacity of keen observation and sound judgment. 

Purposive Sampling technique will use to select managers and vice-managers of the 

manufacturing industries because these groups are very important informants of this study 

because they are familiar with the day today activities of the manufacturing industries and 

because of their better know-how and work experience on the issue and respondents will select 

purposively because of their better knowledge and experience on the issue.  

Simple Random Sampling Technique used to select members of manufacturing industries and 

this strategy has applied in order to obtain representative sample of the respondents for the 

specific population or universe. The rationale behind selecting this technique is members of the 

manufacturing industries are homogenous (more or less are similar) in their working 

experiences and working condition plus they will provide similar information concerning the 

research questions.  
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Proportional sampling technique: the researcher used this sampling technique to take 

proportional number of chance to respondents from the manufacturing industries which are 

selected for this study. 

3.4.4. Sample Size Determination  

The researcher has used the formula set by (Bartlet, et al 2001). This formula is more 

appropriate for this study and present as follows by considering the level of acceptable margins 

of error at 5%. The sample size this study decides as follows  

 

Therefore, for the population of ten manufacturing industries is 2436, the sample size is:  

                                If N ≥ 10,000 then, Sample Size       
    

  
 

If N < 10,000 then, Sample       
 

     
 

Where, N=population size  

n= desired sample size  

z= confidence level (95% = 1.81)  

p= estimated characteristics of study population (0.5)  

q= 1-p  

d= level of statistical significance set/margin of error (0.05). 

Therefore, the size of population (in the study area) is about 10,000, the sample size of the study 

would be:   
    

  
                                                

  
(    )    (   ) (   )

(          )
 

                   For N greater than or equal to 10,000. 

However, since the total population of the study is 2436 which are below 10,000, the sample 

size using 95% level of confidence is: 

    
 

     
 

Therefore, N= 2436 and n= 167, then the sample become calculated 
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=156.2865=156 

(Bartlet, et al 2001) in formal term it divided the population in to Ni, such that 

N1+N2+N3+……+Ni=N, then do proportional sampling of f=n/N in each stratum. Therefore, 

the sample representative of four manufacturing industries determined as follows in tabular 

form: 

                     Table 3.2. Sample size of employees of the manufacturing industries  

No Name of manufacturing industries Population Rate of 

sample size 

Sample size 

1 DebreBerhan wood processing 

factory 

205 8% 13 

2 Dasheen Beer factory 500 21% 32 

3 TikurAbbay shoe factory 78 3% 5 

4 Habesha Beer factory 200 8% 13 

5 DebreBerhan Blanket factory 802 33% 51 

6 Aqua Safe mineral water factory 165 7% 11 

7 METEC Ethiopia 105 4% 7 

8 Azila Refrigerator factory 166 7% 11 

9 Hibret Manufacturing factory 115 5% 7 

10 E.T.A.L. Almunium factory 100 4% 6 

 Total 2436 100% 156 

                          Source: own computation, 2018 

                   3.5. Methods of Data Collection and Data Source  

The researcher was used both primary and secondary source of data to gathered reliable and 

valid information.  This is mainly to reduce bias and reduce the subjectivity of the research 
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findings. Questionnaires and in-depth interview with the management group of the 

manufacturing industries was conducted.  

                               3.5.1. Primary Source 

The researcher used primary sources because primary sources provide current and factual 

information‟s. These sources are original and firsthand information.  The Primary sources of 

this study were  both questionnaires and interviews. 

                                 3.5.1.1. Questionnaires 

The respondents were both male and female employees of the selected manufacturing companies. The 

questionnaires items were close -ended questions. Questionnaires were first developed in English and 

later translated in to Amharic by translators who are language professionals for more clarity and to 

increase the respondents understanding and thereby reducing the difficulty of comprehensive items that 

may arise and adversely affect the quality of the research. 

                                3.5.1.2. Interviews 

Interview would be employed by the researcher in face to face with interviews through semi-structured 

questionnaire. Interview check list would be designed for interviewing the selected manufacturing 

companies which are selected purposively because, their role in Strategic human resource management 

Practices and organizational performance is important .This is useful to obtain relevant data and to 

supplement and cross-check the reliability of data that would obtained from questionnaires. 

3.5.2: Secondary Source 

Secondary source of this study were internet, books, journals annual existing reports and 

studies, analysis of documentation and different program documents.   

3.6. Data Collection Procedures 

To collect appropriate data the researcher has followed the following steps. Firstly, an 

orientation of the purpose of the research has been presented to the HR development department 

of the manufacturing industries. Secondly, the researcher has communicated with each manager 

of the manufacturing industries and from employees of the manufacturing industries to 
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distribute the questionnaires and to conduct interview especially with the management group of 

manufacturing industries.  

Finally, the researcher has collected the distributed questionnaires for analysis and presentation 

after the respondents fill it in a proper manner.                                      

                    3.7. Operational Definition of Variables 

3.7.1. Dependant Variable 

 (Dyer and Reeves, 1995, Suggests four types of organizational performance measures: Human 

resource outcomes, organizational outcomes, financial accounting outcomes and capital market 

outcomes. The dependent variable in this study is organizational performance. It consists of ten  

items, which have been measured on 5- point Likert scale ranging from 1=poor to 5= excellent.  

A sample question is the quality of products, services or programs are (adapted from Denaley 

and Huslied, 1996). 

3.7.2. Independent Variables 

The independent variables (which collectively are a measure of strategic human resource 

management Practices) in this study are, recruitment and selection, Training and Development, 

employee participation, performance management system, compensation and reward system and 

promotion practices.  

Recruitment and selection: the researcher has been measured through a scale having 5 items. 

The respondents were asked to indicate on a scale of 1 = strongly disagree to 5 = strongly agree. 

A sample question is multiple applicants are screened before position is filled to ensure the best 

person is selected for the job (adapted from Denaley and Huselid, 1996). 

Training and Development: the researcher has been measured through a scale having 5 items. 

The respondents were asked to indicate on a scale of 1 = strongly disagree to 5 = strongly agree. 

A sample question is Training and development practices= there is always formal training 

process in your company (adapted from Loo Fong Ling, 2013).      

Employee participation: variable has been measured through an instrument having 6 items; 

each will rate on a 5-point scale. The respondents were asked to indicate on a scale of 1 

=strongly disagree to 5 =strongly agree the extent to which Employee participation needs in the 
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company are identified and met. A sample question is employees are encouraged to suggest 

improvements in the way things are done (adapted from Denaley and Huselid, 1996). 

Performance management system: this variable has been measured through an instrument 

having 5 items; each has been rated on a 5-point scale. The respondents were asked to indicate 

on a scale of 1 =strongly disagree to 5 =strongly agree the extent to which their view indicates. 

A sample question is performance appraisals are used for professional development in your 

company (adapted from Denaley and Huselid, 1996). 

Compensation and reward system: the researcher has been measured through a scale having 5 

items. The respondents were asked to indicate on a scale of 1 = strongly disagree to 5 = strongly 

agree. A sample question is Organizational vision; mission, goals and strategies are clearly 

defined (adapted from Denaley and Huselid, 1996). 

Promotion practices. The researcher has been measured through a scale having 7 items. The 

respondents were asked to indicate on a scale of 1 = strongly disagree to 5 = strongly agree. A 

sample question is I am satisfied with the company‟s promotion policies (adapted from Denaley 

and Huselid, 1996)                 

                          3.8. Methods of Data Analysis 

                                   3.8.1. Quantitative Data Analysis 

To make the computation precise, dependable and time saving, all the collected row data 

through questionnaires was organized using the latest version of statistical package for social 

scientists (SPSS.22.0) .In addition to data collection, descriptive statistics, percentages, and 

tables were used to analyze quantitative data. Pearson correlation enabled researchers to know 

the strength of the relation between independent variables that is strategic human resource 

management practices and dependent variables that is organizational performance. 

Additionally, regression model was applied mainly to analyze the quantitative data,  and to 

know which independent variable have more impact on the dependent variable and to check the 

association of variables and predict the dependent variable. 
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3.8.2. Qualitative Data Analysis  

Explanatory research design was used to analyze respondents „opinion and interview results. 

Because this research design can answer why questions. These statistical analysis tools were 

employed because, they are more appropriate for Likert type questionnaires to assess the 

attitudes, perceptions and believe of respondents.  
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CHAPTER-FOUR 

                                  4 RESULTS AND DISCUSSION 

This chapter presents and analyzes the data collected and discusses it accordingly.  This chapter 

includes eight parts. This chapter tries to present the questionnaire administration of the study, 

The reliability and validity test of the research, the demographic characteristics of respondents 

using frequency and percentage. The descriptive analysis of the study.. the correlation analysis 

of the study mainly. to show the relationship between SHRM practices and organizational 

performance. The regression analysis of the study. The hypothesis test of each variables used in 

this study and the last part of this study covers with interview results of the respondents. 

                      4.1. Questionnaire Administration of the respondents 

From the total questionnaires distributed to 156 managers and employees of the selected 

manufacturing industries, a total of 144 or 92.3% were returned and which are completed and 

usable questionnaires representing a response rate of 100 percent are used for analysis. The 

remaining 12 or 7.7% questionnaires were rejected due to inadequate data 

Table 4.1. Questionnaire Administration: of the respondents 

N

o 

Name of manufacturing industries Questionnaire 

distributed 

Questionnaire 

returned 

Response rate 

1 DebreBerhan wood processing factory 13 13 100    % 

2 Dasheen Beer factory 32 29 90.625 % 

3 TikurAbbay shoe factory 5 5 100     % 

4 Habesha Beer factory 13 13 100     % 

5 DebreBerhan Blanket factory 51 48 94.118 % 

6 Aqua Safe mineral water factory 11 8 72.72   % 

7 METEC Ethiopia 7 7 100     % 

8 Azila Refrigerator factory 11 8 72.72% 

9 Hibret Manufacturing factory 7 7 100   % 

10 E.T.A.L. Almunium factory 6 6 100   % 

 Total 156 144 92.3   % 

 Source: own computation using SPSS, 2018    
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4.2. Scale Reliability and validity test 

The Reliability measures to which extent the instrument is without bias (error free) and offers 

consistent measurement across time and across the various in the instrument,(Carole L. 

Kimberlin and Almut G. Wisterstein, 2008). Cronbach alpha is a measure of the degree of 

consistency with a test. Cronbach reliability coefficient alpha indicates the degree to which 

variance is present in scale (Cronbach).Validity of finding or data is “traditionally understand to 

refer to the „correctness‟ or „precision‟ of a research ( Hair et al, 2002) 

Table 4.2. Reliability Test of Measurement Variables 

Field  Number of items Cronbach‟s Alpha test   

Recruitment and selection practices 5 0.7956 

Training and development practices 5 0.8511 

Compensation and reward practices 5 0.7523 

Employee performance evaluation practices 5 0.8135 

Promotion practices 5 0.7812 

Employee participation and decentralization 5 0.8211 

Source: own computation using SPSS, 2018 

 As table 4.2. Indicated that the reliability test for recruitment and selection is 0.7956 which is 

nearer to 0.80 which is good.  The reliability test for training and development is .8511 which is 

between .80 and .90 which is excellent. The reliability test for compensation and reward is 

.7523 which is between .70 and .80 which is acceptable. The reliablituy test for employee 

performance is also good because it .8135. The reliability test for promotion practice is .7812 

which is good according to Wallch and Wells (2003). The reliability test for employee 

participation is good because it fall .8211.  

 According to Wallach and Wells (2003) if the values of Cronbach alpha falls between 0.80 and 

0.95 it is considered as good. Therefore the reliability test of variables in this study is 0.8030 

which is considered as good. This shows that there good internal consistency among variables. 

The researcher avoided validity threat by distributing the same questionnaires to all the subjects 

and interviewing them consistently under the same conditions. Internal validity threats were 

avoided by giving the same treatment to all the respondents and interviews.  The researcher has 
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worked properly in the process of data collection by providing clarification about the questions 

for respondents to collect valid data throughout the data collection time. 

              

                         4.3. Demographic Characteristics of the Respondents  

                                        Introduction  

This part commences with the analysis of the demographic data gathered from the respondents 

using frequencies and percentages. Accordingly, the general respondents‟ characteristics 

including:  gender, age, marital status, educational level and work experience are presented in 

Table 4.3 below.  

Table 4.3. Demographic characteristics of Respondents  

Demographic variables Frequency Percentage 

Ages of respondents   

18-28 70 48.6 

29-39 43 29.9 

40-50 31 21.5 

50-60 0 0% 

Total  144 92.3% 

Gender of Respondents   

Male  99 63.5% 

Female  45 28.8% 

Total  144 92.3% 

Educational levels of respondents   

Diploma 101 64.8 

Degree 24 15.4 
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Masters 19 12.2 

PhD 0 0 

Total  144 92.3 

Work experience of respondents   

1-5 years 90 57.7 

6-10 years 33 21.2 

11-15 years 9 5.8 

16-20 years 12 7.7 

Total 144 92.3 

Marital status of respondents    

Single  38 24.4 

Married  102 65.4 

Divorced  3 1.9 

Widowed  1 .6 

Total  144 92.3 

Source: survey data from questionnaires, 2018 

 Regarding the age of respondents, the majority of the respondents of 113 (78.5 %) is between 

the age group of 18-39 years. This implies that respondents in average are young, energetic and 

they are supposed to be productive. 21.5% of the respondents are found between the ages of 40-

50 years old. 

With regard to the gender composition of respondents 99(63.5% of respondents are male and 

.45(28.8%) are female. This implies that the gender composition of the management group is 

weak as compared to the total population of females in the selected manufacturing industries.  
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 Regarding the educational level of respondents, the majority of the respondents 101  (64.8%) 

are diploma holders, 24 (15.4%) of the respondents are degree holders and .19 ( 12.2%) of the 

respondents are masters holders in their level of education. 

Regarding the service year of respondents about 57.7 percent of the respondents have 1- 5 years 

of years of work experience. Whereas, 21.2% of the respondents have 6-10 years of work 

experience. 5.8% of the respondents have service year that falls between 11-15 years.  Finally, 

about 7.7% of the respondents have work experience of 16-20 years. The majority of the 

respondents have 1-5 years of work experience. 

Regardless of the marital status of respondents the study shows that about 65.4% of the 

respondents are married. About 24.4% of the respondents are single in their marital status.1.9% 

of the respondents are divorced and 1% of the respondents are widowed in their marital status.  

                                        4.4. Descriptive Analysis  

This section tries to describe the demographic variables which include age, gender, and educational 

level, year of experience and marital status of respondents with regardless of demographic questions. 

This is mainly summarized with the mean and standard values of the study.  

Table 4.4. .Descriptive Statistics of the independent and dependent Variables 

 Mean Standard Deviation 

Organizational Performance 3.3099 .72464 

Recruitment and Selection  3.0956 .70999 

Training and Development 3.1667 .68592 

Compensation and Reward System  3.2680 .64764 

Performance Management System 3.1343 .69138 

Employee Participation 2.8146 .63389 

Promotion practices 3.1915 .80657 

Source: own computation using SPSS, V: 22.00 
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Table 4.4. Shows the mean and standard deviation values of respondents related to demographic 

questionnaires. Accordingly, the mean value for recruitment and selection is 3.0956. The mean 

value for training and development are 3.1667. Based on the data obtained from the respondents 

the mean score for compensation and reward system and performance management system is 

3.2680 and 3.1343 respectively. Meanwhile, the mean value for organizational performance is 

3.3099.  Therefore the mean value of demographic variables of the study falls between 3.0956 

to 3.3099. 

                                   4.5. Correlation Analysis 

According to (Coetzee, 2003) correlation analysis measures the degree of linear relationship 

between two variables. i.e. independent variables and dependent variable.  If correlation (r) falls 

between 0.70-1.00 the correlation is high. Whereas, if correlation (r) falls between 0.50- 0.69 

the correlation is said to be good correlation. If correlation (r) falls between 0.30-0.49 the 

correlation is said to be moderate correlation. Correlation (r) that falls between 0.10- 0.29 the 

correlation is said weak correlation Alwadael (2010). Pearson correlation is mainly conducted to 

measure the degree of linear relationship between variables in this study. 

Table  4.5. Correlation Analysis result  

 RS TD CRS PMS EP PP OP 

RS 1 0.427** 0.362** 0.480** 0.390** 0.281** 0.418** 

TD 0.427** 1 0.449** 0.323** 0.293** 0.319** 0.416** 

CRS 0.362** 0.449** 1 0.455** 0.483** 0.288** 0.197* 

PMS 0.480** 0.323** 0.455** 1 0.395** 0.297** 0.378** 

EP 0.390** 0.293** 0.483** 0.395** 1 0.359** 0.357** 

PP 0.281** 0.319** 0.288** 0.297** 0.357** 1 0.375** 

OP 0.418** 0.416** 0.197* 0.378** 0.357** 0.375** 1 

Correlation is significant at the 0.01 level (2-tailed) 

Correlation is significant at the 0.05 level (2-tailed) 

Source: own computation using SPSS V: 22.00 



52 
 

With the regard to the correlation the study shows that the correlation between recruitment and 

selection organizational performance is moderate at r= 0.418.the study also shows that the 

correlation between training and development organizational performance is moderate at r= 

0.416. The relationship between compensation and reward system and organizational 

performance is positive but the correlation is weak at(r=0.197). Performance management and 

organizational performance has a significant positive and moderate correlation at (r=0.378).  

The relationship between employee participation and organizational performance shows that 

there is a significant positive relationship between employee participation and organizational 

performance with a moderate correlation at (r=0.357) finally, the correlation between promotion 

practices and organizational performance is significant, positive and moderate at (r=0.375). 

Therefore with the exception of the correlation between compensation system all SHRM 

practices have a significant, positive and moderate correlation. This is mainly supported by the 

rule of Alwadael (2010).  If correlation (r) falls between 0.70-1.00 the correlation is high. 

Whereas, if correlation (r) falls between 0.50- 0.69 the correlation is said to be good correlation. 

If correlation (r) falls between 0.30-0.49 the correlation is said to be moderate correlation. 

Correlation (r) that falls between 0.10- 0.29 the correlation is said weak correlation Alwadael 

(2010). Lastly, the correlation analysis shows that SHRM practices are practiced moderately in 

the selected manufacturing companies except compensation and reward system. 

                                  4.6. Linear Regression Analysis 

Regression is concerned with describing and evaluating the relationship between a given 

variable and one or more other variable on which the given variable depends. The given 

variable is referred to as the dependent or response variable. The variable which are thought to 

affect it are referred to as independent (explanatory or regressed) variables. Multiple linear 

regression models were conducted mainly to determine which independent variables affect more 

the dependent variable (Evans, 1996) 
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Table 4.6.1. Regression analysis of SHRM practices and organizational performance  

Model Summary 

Model R R Square Adjusted R Square Std. Error of the 

Estimate 

1 .584
a
 .341 .312 .60087 

A. Predictors: (Constant), Promotion practices, Recruitment and Selection, Compensation 

and Reward, Training and Development, Employee Participation, Performance Management 

System. 

B. Organizational performance. 

Source: own computation using SPSS V: 22.00 

The coefficient of determination ranges between 0 and 1. R
2
 value is interpreted as the 

proportion of variation in dependent variable that is explained by the model. R
2
 = 1 indicates 

that the model exactly explains the variability in the dependent variable.On the other hand, R
2
 = 

0 indicate the model does not explain any variability in the dependent variable. R
2
 value larger 

than 0.5 is usually considered insignificant relationship. (Evans, 1996).  

 Therefore, the above table indicates that those variables have a moderate relationship except 

compensation and reward system with the R
2
 value of 0.341. The table shows that the value of 

determinant coefficient R
2 

(R Square), which is 0.341 indicates that 34.1% of organizational 

performance is explained by the six strategic human resource management practices in this 

study. Such as   Recruitment and Selection, Training and Development, Compensation and 

Reward System Compensation and Reward System, Employee Participation and Promotion 

practices, while the rest of 65.9% are described by other factors as indicated from R
2 

of the 

study. 

Table 4.6.2. ANOVA Table.  

Model Sum of Squares Df Mean Square F Sig. 

1                        

Regression 25.626 6 4.271 11.829 .000
b
 

Residual 49.464 137 .361   

Total 75.090 143    

Source: own computation using SPSS V: 22. 
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4.6.3. Coefficients  

Model Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

 

(Constant) .944 .332  2.848 .000 

Recruitment and Selection .176 .087 .172 2.016 .046 

Training and Development .281 .088 .266 3.196 .002 

Compensation and Reward -.227 .099 -203 -2.299 .023 

Performance Management 

System 
.188 .090 .179 2.093 .038 

Employee Participation .199 .097 .174 2.049 .042 

Promotion practices .166 .069 .184 2.386 .018 

Source: own computation using SPSS V: 22.00 

 

The Beta value of this study shows that the six variables in this study is (B=.176) for 

recruitment and selection practice, (B=.281) for training and development, (B=.-227) for 

compensation and reward system, (B=.188) for Performance Management System, (B=.199) for 

Employee Participation, (B=.166) for promotion practices. Among the six SHRM practices 

(independent variables) training and development (B=.281) is the strongest variable followed by 

Employee Participation (B=.199) then by then performance management system (B=.188) then by 

recruitment and selection (B=.176) then by promotion practices (B=.166) and compensation and 

reward system (B=-.227).the model summary also shows that the F change value of 11.829 is 

significant at .000. 

4.7. Hypothesis testing 

Hypothesis 1: there is significant relationship between recruitment and selection and 

organizational performance or there is no significant relationship between recruitment and 

selection and organizational performance.  Table 4.5.Shows that there is a significant positive 

relationship between recruitment and selection and organizational performance at r = 0.418. 

Therefore, the alternative hypothesis one is accepted and the null hypothesis one is rejected. 
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Hypothesis 2: there is significant relationship between training and development and 

organizational performance or there is not significant relationship between training and 

development and organizational performance.  Table 4.5.Shows that there is a significant 

positive relationship between recruitment and selection and organizational performance at r = 

0.416. Therefore, and the alternative hypothesis two is accepted and the null hypothesis two is 

rejected. 

Hypothesis 3: there is significant relationship between compensation and reward system and 

organizational performance or there is not significant relationship between compensation and 

reward system and organizational performance.  Table 4.5.Shows that there is not significant 

positive relationship between compensation and reward system and organizational performance 

at r = 0.197. Therefore, the alternative hypothesis three is rejected and the null hypothesis three 

is accepted. 

Hypothesis 4: there is significant relationship between performance management system and 

organizational performance or there is not significant relationship between performance 

management system and organizational performance.  Table 4.5.Shows that there is a significant 

positive relationship between performance management system and organizational performance 

at r = 0.378. Therefore, the alternative hypothesis four is accepted and the null hypothesis four 

is rejected.   

Hypothesis 5: there is significant relationship between employee participation and 

organizational performance or there is not significant relationship between employee 

participation and organizational performance.  Table 4.5.Shows that there is a significant 

positive relationship between employee participation and organizational performance at r = 

0.357. Therefore, the alternative hypothesis five is accepted and the null hypothesis five is 

rejected.   

Hypothesis 6: there is significant relationship between promotion practices and organizational 

performance or there is not significant relationship between promotion practices and 

organizational performance. Table 4.5. Shows that there is a significant positive relationship 
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between promotion practices and organizational performance at r = 0.357. Therefore, the 

alternative hypothesis six is accepted and the null hypothesis six is rejected. 

                      4.8. Interview results of the study 

Training and development is one important strategic human resource management practices in 

manufacturing organizations. Another SHRM practice which is common in manufacturing 

companies is recruitment and selection mainly to fit between individual strengths and interests 

and organizational and job characteristics almost guarantees a happy marriage”. Therefore, to 

attract and retain talent, firms need to implement strategic recruitment and selection processes. 

Another common SHRM practice is compensation and reward system. These practices are not 

widely used in manufacturing organizations in the selected manufacturing organizations mainly 

to motivate employees. Employee participation, promotion policies and other related practices 

are common in our organizations but they are not practiced widely.  

The role of SHRM practices includes. first that the human resource of an organization play a 

strategic role in its success and are a major source of competitive advantage; secondly; strategic 

human resource management can enhance organizational performance as well as increase the 

profitability of firms and it cannot be imitated by another competitive firms like other resources 

therefore, it is a source of competitive advantage.  

The impacts of SHRM practices on organizational performance includes,  

 Creating and maintaining a competitive advantage for the company,  

 Improving the responsiveness and innovation potential of the company,  

 Increasing the number of feasible strategic options available to the company,  

 Increase the sustainability of the firm. 

 Maintaining a competitive advantage for the company, 

 Improving the responsiveness and innovation potential of the company, 

 Increasing the number of feasible strategic options available to the company. 

The major challenges of SHRM practices are lack of resources to implement, the changing 

environment of the world, competition, technological advancement, internal work process of the 
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organizations. Basically the first strategy of manufacturing companies is scan both internal and 

external environment mainly external factors cannot managed easily so the best way is to go 

together with the change of the environment. 

The respondents show that strategic human resource management practices has a direct and 

positive relationship with organizational performance. SHRM practices are the sources of 

competitive advantage and enhancing the productivity of organizations. Therefore, strategic 

human resource management practices have positive and direct relation with organizational 

performance. 
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CHAPTHER FIVE 

5, SUMMARY, CONCLUSION AND REOMENDATION 

This study mainly conducted on the assessment of SHRM practices and its effect on 

organizational performance in manufacturing industries. The study have used recruitment and 

selection, training and development, Compensation and Reward System Compensation and 

Reward System, Employee Participation and Promotion practices   as an independent variables 

and organizational performance with four indicators as dependent variable in manufacturing 

industries in Debre Berhan town. This chapter mainly covers summary findings, conclusion, 

limitations of the study and recommendation of the study. 

5.1. SUMMARY FINDINGS  

The summary findings in this study can be concluded by answering the study basic research 

questions as follow as. 

Research question one: What is the degree of interrelationship among the individual strategic 

human resource management practices in manufacturing industries? With regard to research 

question one the study indicated that strategic human resource management practices are 

interrelated each other as indicated in table 4.5. Shows that except the correlation between 

recruitment and selection and promotion practices four the strategic HRM practices have 

significantly correlated to each other. This implies that these Strategic HRM functions identified 

have a significant interrelationship to each other and strategic human resource management 

practices have significantly correlation to each other except the correlation between recruitment 

and selection and promotion practices 

Research question two: What strategic human resource management practice is 

mostly practice in manufacturing industries? 

With regarding research question two this study shows that .on table 4.5. Except compensation 

and reward system the five strategic human resource management practices are practiced 

moderately and they have a significant positive relationship in selected manufacturing industries 
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in debre brehan tawn. . This is mainly supported by strategic human resource management 

practices have positive impact on employees‟ attitude and behavior. This led to greater 

efficiency in productivity, as well as to the overall performance (Fey et al., 2009; Messersmith 

et al., 2011; Kazlauskaite et al., 2012). Scholars argued that human resource outcomes (such as 

promotion practices, employee participation, training and development, and recruitment and 

selection) are crucial factor between strategic human resource management practices and 

organizational performance linkage (Klaas et al., 2012; Khan et al., 2013; Guthrie et al., 2009; 

Kim, 2012).  

Research question three: what are strategic human resource management practices are affect 

organizational performance? With regard to research question three the study indicated that all 

strategic human resource management practices used in this study have a significant impact on 

organizational performance. Table 4.6. Indicates that the six strategic human resource 

management practices have significant impact on organizational performance with a 

Coefficients of, 0.046 for recruitment and selection, 0.002, for training and development, 0.023 

for compensation and reward system, 0.038 for performance management system, 0.042   for 

employee participation and 0 .018 for promotion practices because P-value is this study is 0.000 

which less than 0.05.Because if P-value is less than 0.05 the independent variables have 

significant impact on the dependent variable. 

This is mainly elaborate as Strategic human resource management practices may bring a number 

of benefits to the organization according to Brewster, Chris et al., (2000). SHRM practices 

Contribute to the goal accomplishment and the survival of the company, Supporting and 

successfully implementing business strategies of the company, Creating and maintaining a 

competitive advantage for the company, Improving the responsiveness and innovation potential 

of the company, increasing the number of feasible strategic options available to the company, 

Participating in strategic planning and influencing the strategic direction of the company as an 

equally entitled member of top management Brewster, Chris et al., (2000).  

Research question four: What are the challenges and prospects of strategic human resource 

management in relation to organizational performance in manufacturing industries?  With 
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regard to research question four the study shows that there are a number of challenges that 

SHRM practices face in manufacturing industries. The major challenges of SHRM practices are 

lack of resources to implement, the changing environment of the world, competition, 

technological advancement, internal work process of the organizations. This is mainly 

concluded from interview results of the study. According to Gill (2006) strategic human 

resource management requires constant scanning of the external environment and timely 

changes in the human resource policies to meet emerging needs of customers. In reality, most 

human resource practices in organizations are fixed in nature and are rigid in some cases. Thus 

human resource managers often did it hard to make use of the market situation to gain 

competitive advantage.  

the gap between what the strategy states will be achieved and what actually happens, i.e. a 

disjoint between human resource management theory and practice, between what human 

resource function says it is doing and how the practice is perceived by employees and also 

perception of the role of human resource by Senior Management and the role it actually plays 

(Armstrong 2008). 

The other challenges includes cost associated with strategic human resource with most public 

institutions reluctant to spend additional resources on employees, lack flexibility to initiate new 

programs or change organizational structures, especially where change issues may challenge 

existing rules and regulations as they may appear in the standard operating procedures. 

                           5.2. CONCLUSION  

The study shows that strategic human resource management practices like training and 

development is perceived as the most important strategic human resource management practice.  

The study also shows except compensation and reward system the five strategic human resource 

management practices have a direct and positive relationship with organizational performance 

in manufacturing companies. This is mainly supported by According to (Armstron and Baron, 

2004)people and their collective skills, abilities and experience, coupled with their ability to 
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deploy these in the interests of the employing organization, are now recognized as making a 

significant contribution to organizational success and as constituting a major source of 

competitive advantage. The practices of strategic human resource management such as 

recruitment and selection, training and development, employee participation, promotion 

practices and performance management system these SHRM practices are thee sources of 

competitive advantage through the strategic deployment of a highly committed and capable 

workforce. 

The study shows that strategic human resource management practices have a moderate 

correlation with organizational performance in the selected manufacturing industries. This is 

mainly supported by the finding of this study shows that strategic human resource management 

practices are practiced moderately in manufacturing industries in Debre Berhan town. As 

indicated from table 4.5. Except compensation and reward system the five strategic human 

resource management practices are practiced moderately and they have a significant positive 

relationship with perceived organizational performance in manufacturing industries. The study 

shows that the value of determinant coefficient R2 (R Square), which is 0.341 indicates that 

34.1% of organizational performance is explained by the six strategic human resource 

management practices in this study. Such as   Recruitment and Selection, Training and 

Development, Compensation and Reward System, Employee Participation and Promotion 

practices. 

                        5.3. Recommendations of the study  

 The researcher forwarded the following recommendations for both manufacturing 

organizations managerial and non-managerial employees. 

1.  Recommendation goes to both  managers and employee  of these manufacturing 

organizations should understand  and identify the major  challenges of strategic human 

resource management because  a gap between what the strategy states will be achieved 

and what actually happens, i.e. a disjoint between human resource management theory 

and practice, between what human resource function says it is doing and how the 
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practice is perceived by employees and also perception of the role of human resource by 

Senior Management and the role it actually plays (Armstrong 2008). According to 

interview results managers mentioned some challenge of SHRM practices among these 

challenges failure to understand the difference between traditional human resource 

management and SHRM practices, most of the time organizations took organizational 

change unless employees are resist due to many reasons like fear of the unknown, 

economic problems mainly arises from lack of flexibility of organizations. Therefore, 

organizations should be flexible for further adjustment. 

2. In this competitive or turbulent world organizations should do better more than they are 

doing now to solve problems related to lack of  resources on employees, lack of 

understanding on the part of Management as to what strategic human resource 

management is all about, even though they may desire greater integration of human 

resource function with other organizational strategies and the fact that Human Resource 

Professionals lack flexibility to initiate new programs or change organizational 

structures, especially where change issues may challenge existing rules and regulations 

as they may appear in the standard operating procedures Pynes (2008) 

3. Managers and employees  should communicate the overall organization strategy clearly; 

According to Sims (2002), potential challenges for the implementation of strategic 

human resource management include the fact that Senior Management may not always 

be able to communicate the overall organization strategy clearly; disagreement may arise 

as to which human resource management strategies should be used to support the overall 

organizational strategy and also the fact that large organizations may have different 

organizational units each with its own Strategic Business Units and human resource 

strategies. According interview results most of the time failure to communicate among 

employees and managers of the selected manufacturing companies is one and serious 

problem of the manufacturing organization now a days. Therefore to enhance the 

performance of these manufacturing organizations and to increase the competitive 

advantages of firms both managers and employee should understand the overall strategy 

of the companies for a better result or performance. 
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4.  Manufacturing organizations should constantly scan the external environment and 

should take timely changes in their human resource policies. According to Gill (2006) 

strategic human resource management requires constant scanning of the external 

environment and timely changes in the human resource policies to meet emerging needs 

of customers. In reality, most human resource practices in organizations are fixed in 

nature and are rigid in some cases. Thus human resource managers often did it hard to 

make use of the market situation to gain competitive advantage. 

5. SHRM practices are still immature in manufacturing companies because they are not 

practiced widely therefore, managers and companies also apply fully strategic human 

resource management practices because these practices are the source of competitive 

advantage and easily enhance organizational productivity. 

6. Managers who think strategically must have a broad and long term view of where they 

are going. They are responsible first for planning, how to allocate resources to 

opportunities that contribute to the implementation of strategy and second, for managing 

these opportunities in ways that will add value to the results achieved by the firm. 

                                              5.4. Limitation of the Study 

This study was not free of limitations.  But these limitations could not hinder the overall 

completion of the study in the given time. The researcher encountered with the following 

problems 

 

1. During the data collection period, the reluctance of the respondents created significant     

challenge in collecting relevant data from the respondents and key informants. The researcher 

have tried by explain the purpose of the study to informants to afford important data in 

confident.  

2.  The shortage of prior researches and literatures in developing countries limited the detail 

investigation and triangulation of ideas was another problem of this study. 

3.   In terms of content the study would limit itself on some six practices of strategic human 

resource management and organizational performance with its four indicators namely HR 
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indicators, performance indicators, market share indicators and financial performance 

indicators. 

4. The study was concentrated on ten manufacturing companies which are found in Debre 

Berhan town only is another limitation of this study.  

5. In terms of variables the study was limited on six SHRM practices recruitment and selection 

practices, training and development practices, compensation and reward practices, employee 

performance evaluation practices, promotion practices and employee participation and 

decentralization as independent variables and organizational performance as dependent 

variable. 

Such limitations were minimized by the researcher through repetitive communication with the 

respondents to minimize the non-response rate of them. 

 

                    5.5. Recommendations for future study 

 

The study used six SHRM practices and the six SHRM practices can explain organizational 

performance using R2 in regression analysis. The study used regression, correlation and 

descriptive analysis methodologically.  The study shows that the value of determinant 

coefficient R2 (R Square), which is 0.341 indicates that 34.1% of organizational performance is 

explained by the six strategic human resource management practices in this study. Such as   

Recruitment and Selection, Training and Development, Compensation and Reward System 

Compensation and Reward System, Employee Participation and Promotion practices, while the 

rest of 65.9% are described by other factors including demographic variables and leadership 

style, working environment, motivation and other related factors this is mainly supported by the 

determinant coefficient R2 (R Square) which is 34.1% of organizational performance is 

explained by the six independent variables used in this study. Therefore, future researchers 

should look forward to factors of organizational performance in addition to strategic human 

resource management practices 
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APPENDICES 
 

ANNEX-A  

DEBRE BERHAN UNIVERSITY 

COLLEGE OF BUSINESS AND ECONOMICS  

DEPARTMENT OF MANAGEMENT 

Dear respondents! 

This questionnaire is prepared to assess the effects of SHRM practices in manufacturing 

industries in Debre Berhan town. I am a postgraduate student in Debre Berhan University. The 

purpose of the study is to assess the effects of SHRM practices in manufacturing industries in 

Debre Berhan town and to make suggestions and recommendations on anything that will 

improve the practices and the challenges of strategic human resource management practices in 

manufacturing industries. The outcome of the study is important in addressing and solving the 

challenges of the manufacturing industries. The result of these questionnaires will utilize for 

academic purpose only. Furthermore, the information you provide will not be disclosed in names 

to any other party. Thus your cooperation is highly needed to conduct this study. 

SECTION-I: Demographic Information  

Please provide me with some information about yourself: 

1. Gender of the respondent 

 Male          

Female       

 2. Age of the respondent 

18 – 28   

29-39   

40-50   

51-60    

> 61    

 

 

3.  Educational career of the respondent 
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Diploma    

BSC or BA     

MA /MSc.    

PHD          

0ther specify------------------------------- 

4.  Marital status of the respondent 

Single                

Married   

Divorced      

Widowed  

5.  How long have you been employed at this company?  

 1 year – 5 years   

6 years – 10 years  

11 years – 15 years  

 16 years – 20 years    

 21 years or longer  
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Listed below are descriptive statements about Strategic Human Resource Management and 

organizational performance. For each statement, please indicate to which degree you display the 

behavior described.  

Please make a cross (X) mark in the applicable box. 

1. Strongly Disagree (SD) 2. Disagree (D)   3. Neutral (N) 4. Agree (A) 5. Strongly agree 

(SA)     

 

Statements  SD D  N A SA 

 #1. Recruitment and Selection  1 2 3 4 5 

1.1. Multiple applicants are screened before position is filled to ensure 

the best person is selected for the job. 

     

1.2. We select individuals who believe in our core value      

1.3. We have an extensive employee selection process for jobs in this 

organization (e.g. tests, interviews etc.) 

     

1.4.  Generally, we try to fill an open position immediately, once a job 

becomes open on a unit 

     

1.5.  We involve many employees in the selection process to ensure that 

we hire individual that will fit the culture of our organization 

     

 #2. Training and Development  1 2 3 4 5 

2.1. We have an extensive training process for members of our work unit 

 

     

2.2 Employees training are the key priority in our work unit      

2.3 There is always formal training process in our organization      

2.4 There are different kinds of training programs are available for the 

members of our work unit 

     

2.5. Trainings are offered based on training need analysis translated in to 

training programs 

     

 #3. Compensation and Reward  1 2 3 4 5 

3.1 The benefit & compensation packages are designed to support 

business goals.  

     

3.2 I am satisfied with the company‟s flexible benefits programs. 

 

     

3.3 The compensation packages are linked to performance      

3.4 Managers are eligible for cash bonuses based on company-wide 

productivity/ profitability. 

     

3.5 Managers are eligible for cash bonuses based on individual      
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performance 

 #4.Performance Management System 

 

1 2 3 4 5 

4.1 Organizational vision, mission, goals and strategies are clearly 

defined.  

     

4.2.  PMS includes results, behaviors and developmental plans consistent 

with individual JDs. 

     

4.3.  PMS includes results, behaviors and developmental plans consistent 

with unit and organizational-level priorities 

     

4.4.  Performance appraisals are used for compensation decisions.      

4.5.  Performance appraisals are used for professional development.      

 #5. Employee Participation  

 

1 2 3 4 5 

5.1 Employees in their job are often asked by their superiors to 

participate in decisions.  

     

5.2 Employees are encouraged to suggest improvements in the way 

things are done. 

     

5.3 Employees are encouraged to play a proactive role in improving the 

labor-management  relationship 

 

     

5.4 There is a climate of trust and teamwork b/n employees 

&management aimed at delivering a typical service to the customer 

     

5.5 Management promotes positive attitudes that result in an engaged, 

committed and motivated workforce. 

     

 #6. Promotion practices  1 2 3 4 5 

6.1 There is a culture of promotion practices in our company.       

6.2 Promotion practices are designed based on the merits of employees.      

6.3 All Employees are encouraged to play a proactive role in 

participating in promotion practices in our company. 

 

     

6.4 Efficiency and effectiveness are the main requirements of promotion 

practices in our company. 

     

6.5 Your company‟s effort to promote employees is attractive.      
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 #7. Organizational performance  Poor  Mo

dera

te  

good Very 

good 

Excell

ent  

  1 2 3 4 5 

7.1 The quality of products, services or programs are 

  

     

7.2 The development of new products, services or programs are 

 

     

7.3 The ability to attract essential employees ( new hire) is 

 

     

7.4 The ability to retain essential employees ( existing employees) is  

 

     

7.5 The satisfaction of customers or clients ( internal\ external ) is      

7.6 Your company‟s effort to satisfy its customers is  

  

     

7.7 Service quality and infrastructures are. 

 

     

7.8  The maximum expectation level of customer satisfaction is       

7.9  The achievements of financial targets (savings and/or revenues) is   

 

     

7.10  Company‟s intellectual capital through organizational, team and 

individual learning is  
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                                                       አባሪ 1 

                                               ደብረብርሀን ዩንቨርሲቲ 

                                             የቢዝነስና አኮኖሚ ኮሌጅ 

                                             የማነጅመንት ዲፓርትመንት 

ውድ ተጠያቂዎች ይህ ጥያቄ በደብረብርሃን ከተማ ውስጥ በሚገኙ አምራች ኢንዲሰትሪዎች ላይ ስራቴጂክ 

የሰው ሀብት አስተዳደር ያመጣውን ውጤት ወይም ተፅእኖ ለመዳሰስ ነው፡፡ እኔ በደብረብርሀን ዩኒቨርሲቲ 

የድህረ ምረቃ ተማሪ ስሆን በዚህ ጥናት ዓለማ ያደረኩት ስትራቴጂክ የሰው ሀብት አስተዳደር ልምዶችና 

አሰራሮች በደብረብርሀን ከተማ በሚገኙ አምራች ኢንዲስትሪዎች ያመጣውን ውጤትና ተፅእኖ በመዳሰስና 

በመተንነተን ኢንዱስትሪዎቹ በስትራቴጂክ የሰው ሀብት አስተዳደር መስክ ማሻሻል የሚገባቸውን ነጥቦች 

በመለየትና ያጋጠማቸውን ተግዳሮቶች በማየት ወደፊት መደረግ ስለሚኖርባቸው ሀሳብና አስተያየት 

መስጠት ነው፡፡ የዚህ ጥናት ውጤት አምራች ኢንዱስትሪዎች የሚያጋጥማቸውን ተግዳሮቶች ምላሽ 

ለመስጠትና ችግርቻቸውን ለመፍታት በጣም አስፈላጊ ናቸው፡፡ 

ይህንን ጥናት ለማከናወን የአርስዎ ትብብር አስፈላጊ ነው ስለዚህ መረጃን ለመሰብሰብ የሚያስችሉ 

የሚከተሉትን ጥያቄዎችን በመመለስ ድጋፍ እንዲያደርጉልኝ በአክብሮት እጠይቃለሁ፡፡ ማንኛውም 

የሚሰጡን መረጃ በሚስጥር የሚያዝ ሲሆን ለትምህርታዊ አገልግሎት ጥቅም ብቻ ነው የሚውለው ለሌላ 

ሶስተኛ አካል አይተላለፍም፡፡ ለትብብርዎ አክብሮቴን እገልጻለሁ፡፡  

ክፍል 1 የግለ ህይወት ታሪክ  

1. ጾታ 

                  ወንድ   

            ሴት   

2. የእድሜ ክልል 
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.        18 – 28     

           29-39      

        40-50      

        51-60     

      61 በላይ    

3. የትምህርት ደረጃ፡  

  ዲፕሎማ             

   ድግሪ               

  ሁለተኛ ድግሪ          

   ዶክትሬት           

4  የጋብቻ ሁኔታ 

        ያላገባ/ባች                

       አግብቶ የፈታ/ታች       

        የፈታ/ች                    

       የሞተች በት/ባት          

5. አገልግ ሎት 

      1-5 አመት        

    6-10 አመት        

              11-15 አመት         
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 16 -20 አመት         

 ከ21 አመት በላይ      

ከዚህ በታች የተዘረዘሩት ሀሳቦች ስትራቴጂክ የሰው ሀብት አስተዳደርና ድርጅታዊ ስራ አፈጻጸም በተመለከተ 

ነው፡፡ ለእያንዳንዱ ዝርዝር ሀሳብ ከተዘረዘሩት የትኛው የባህርይ ደረጃ እንደሚመዝናቸው ይመርጣሉ፡፡ 

የመረጡትን በሳጥኑ ውስጥ ኤክስ ምልክትን ያስቀምጡ:: 

1. በጣም አልስማማም(በአ) 2. አልስማማም (አ)3. መካከለኛመ) 4. እስማማለሁ(እ) 5. በጣም 

እስማማለሁ(በእ) 

ተ.ቁ ዝርዝሮች በአ አ መ እ በእ 

1 የሰራተኛ ቅጥርና መረጣ 1 2 3 4 5 

1.1  ሰራተኛ በክፍት ቦታ ላይ የሚቀጠረው የተሻለውን ሰራተኛ 

ለመቅጠር ብዙ አመልካቾች ከተወዳደሩ በኃላ ነው፡፡ 

     

1.2 የሚመረጡት ሰራተኞች በድርጅቱ እሴት ላይ እምነት ያላቸው 

ናቸው 

     

1.3 ሰራተኞችን ለመቅጠር ሰፋ ያሉ የመመዘኛ መስፈርቶች(ለምሳሌ 

ፈተናዎች፣ ቃለመጠይቆችና የመሳሰሉትን) ይጠቀማል 

     

1.4 በአጠቃላይ ክፍት ቦታ ሲኖር ወዲያውኑ ሰራተኛ ተቀጥሮ ይሞላል      

1.5 ከድርጅታችን ባህልና ልምድ ጋር አብሮ የሚሄድ ሰራተኛ ለመቅጠር 

ብዙ ሰራተኞች ተሳትፎ ያደርጋሉ 

     

2 2. ስልጠናና ልማት 1 2 3 4 5 

2.1 ለስራ ክፍላችን ሰራተኞች ሰፊ የሆነ የስልጠና ሂደት አለ      

2.2 የሰራተኞች ስልጠና በስራ ክፍላችን ቅድሚያ የምንሰጠው ነው      

2.3 መደበኛ የሆነ የስልጠና አሰራር በድርጅታችን ውስጥ ሁልጊዜ አለ      

2.4 በስራ ክፍሎቻችን ለሰራተኞች የተለያዩ የስልጠና ፕሮግራሞች አሉ      
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2.5 ሥልጠናዎች የሚሰጡት የስልጠና ፍላጎትን ጥናት መሰረት አድርጎ 

ነው  

 

     

3 3. ማበረታቻና ሽልማት 1 2 3 4 5 

3.1 የጥቅማጥቅምና የማበረታቻ ፓኬጅ የድርጅቱን ንግድ አላማ 

ለመደገፍ ተብሎ የተዘጋጀ ነው 

     

3.2 በድርጅቱ እንደሁኔታው በሚስተካከል የጥቅማ ጥቅም 

ፕሮግራም እርካታ አለኝ 

     

3.3 የማበረታቻው ፓኬጅ ከስራ አፈጻጸም ጋር የተያያዘ ነው      

3.4 ለስራ አስኪያጆች አግባብነት 

ያለውየጉርሻማበረታቻየሚደርግላቸው በድርጅቱ ትርፋማነትና 

ምርታማነት ላይ ተመርኩዞ ነው 

     

3.5 ለስራ አስኪያጆች አግባብነት 

ያለውየጉርሻማበረታቻየሚደርግላቸው በእያንዳንዳቸው የስራ 

አፈጻጸም ላይ ተመርኩዞ ነው 

     

4 4. የስራ አፈጻጸም አስተዳደር ስርዓት 1 2 3 4 5 

4.1 የድርጅቱ ዓላማ፣ ተልእኮ፣ ግብና ስትራቴጂዎች በግልጽ 

ተተንትነዋል 

     

4.2 የስራ አፈጻጸም አስተዳደር ስርአት ውጤቶችን፣ ባህርይ እና 

የልማት እቅዶችን ከእያንዳንዱ የስራ ድርሻ ዝርዝር ጋር አጣጥሞ 

ያቀፈ ነው 

     

4.3 የስራ አፈጻጸም አስተዳደር ስርአት ውጤቶችን፣ ባህርይ እና 

የልማት እቅዶችን ከቡድንና ከድርጅታዊ ደረጃ ቅድሚያ 

ከሚሰጣቸውን ትኩረቶች ጋር  አጣጥሞ ያቀፈ ነው 

     

4.4 የስራ አፈጻጸም መመዘኛው ለማበረታቻ ክፍያ ውሳኔዎች      
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አገልግሎት ላይ ይውላል 

4.5 የስራ አፈጻጸም መመዘኛው ሙያዊ እድገትን ለማምጣት ተግባር 

ላይ ይውላል  

     

5 5. የሰራተኛው ተሳትፎ 1 2 3 4 5 

5.1 በየስራ ቦታቸው ሰራተኞች በውሳኔ አሰጣጥ ላይ ተሳትፎ 

እንዲያደርጉ በአለቆቻቸው ይጠየቃሉ 

     

5.2 ሰራተኞች በአሰራሮች ላይ መሻሻል እንዲኖር ሀሳብ እንዲያቀርቡ 

ይበረታታሉ 

     

5.3 ሰራተኞች የሰራተኛ አስተዳደር ግንኙነቶች ቅድመ ትግበራ ላይ 

የራሳቸውን ድርሻ እንዲወጡ ይበረታታሉ 

     

5.4 ለደንበኛው አገልግሎት ለመስጠት ባለው አላማ በማኔጅመንቱና 

በሰራተኛው መካከል መተማመንና የቡድን አሰራር አለ 

     

5.5 ማኔጅመንቱ ቀና አስተሳሰብ እንዲፈጠር፣  የተነቃቃና ትጉህ እና 

ስራውን በአግባቡ የሚያከናውን የሰራተኛ ሐይል እንዲኖር 

ይሰራል 

     

6 6. የስራተኞች እድገት 1 2 3 4 5 

6.1 በድርጅታችን ሰራተኞችን የማሳደግ ባህል አለ      

6.2 የእድገት አሰጣጡ ልምድ የሰራተኞቹን ዋጋና መልካምነት ያገናዘበ 

ነው 

     

6.3 ሁሉም ሰራተኞች በድርጅቱ እድገት አሰጣጥ ልማዶች ላይ 

እንቅስቃሴዎች ላይ ከውሳኔ በፊት የራሳቸውን ሚና እንዲጫወቱ 

ይበረታታሉ 

     

6.4 ውጤታማነትና የስራ ብቃት የስራ እድገት ለማግኘት ዋና 

መመዘኛዎች ናቸው 

     

6.5 ድርጅቱ ሰራተኞችን ለማሳደግ የሚያደርገው ጥረት ሳቢ      



11 | P a g e  
 

ነው 

 

 

7 7. ድርጅታዊ ስራ አፈጻጸም 1 2 3 4 5 

7.1 ምርት አገልግሎትና የፕሮግራም ጥራት      

7.2 የአዲስ ምርት አገልግሎትና ፕሮግራም ቀረጻ      

7.3 ተፈላጊ የሆነ አዳዲስ ሰራተኞችን የመሳብ ችሎታ      

7.4 ተፈላጊ የሆኑ አሁን በስራ ላይ ያሉ ሰራተኞችን ይዞ የመቆየት 

ችሎታ 

     

7.5 የውስጥና የውጭ ደንበኞች ፍላጎት እርካታ ሁኔታ      

7.6 የደንበኞን ፍላጎት ለማርካት ድርጅቱ የሚያደርገው ጥረት      

7.7 የመሰረተ ልማትና የአገልግሎት ጥራት      

7.8 የደንበኞችን ፍላጎት ለማርካት በከፍተኛ ደረጃ በሚጠበቀው ነው      

7.9 የገንዘብ ነክ ነገሮችን ከማሳካት(ለምሳሌ ቁጠባና ገቢዎች)      

7.9 የድርጅቱን አእመሮአዊ ሀብት በግለሰብ፣ በቡድንና በድረጅታዊ 

መስክ ያለው ደረጃ 

     

7.10 የድርጅቱን አእመሮአዊ ሀብት በግለሰብ፣ በቡድንና በድረጅታዊ 

መስክ ያለው ደረጃ 
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                                       Appendix 2 

APPEDIX B: INTERVIEW QUESTIONS  

This interview questions prepared for department heads Managers and employees of the ten 

selected manufacturing companies to know to what extent SHRM practices affect organizational 

performance. 

1. What SHRM practices are common in your organization?  

2. What are the roles of SHRM practices in brining organizational performance?  

3. What are the effects of SHRM practices on organizational performance?  

5. What are challenges in practicing SHRM and what strategies can be used to overcome the  

     challenges of SHRM practices in your organization?  

6. How do you evaluate the relationship between SHRM and organizational performance? 

 


