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ABSTRACT

Organizations are built and developed by the humesources with the support of technical and nalteri
resources. This has led to organizations consigdnimman resources as a high value corporate asdea @ource of
sustainable competitive advantage. Thus Human Resddanagement (HRM) practices play a vital roleétiding the
productivity of people as well as the organizatiltris crucial that the HRM practices adopted byoaganisation lead to
positive Human Resource (HR) outcomes. This cagdysaims to assess the link between HRM practices HR
outcomes in one of the reputed educational ingituin Bangalore. The human resource managemeutigga viz.,
Recruitment, Performance Management and Compensate studied in terms of three Human resourt¢eomoes viz.,
Employee satisfaction, Employee commitment and Byg# motivation. Data were collected by administgistructured
guestionnaire to the teaching faculty from engimgerand post-graduate departments of the case dhsaiijution.
Overall 96 questionnaires were analysed. The figliof this study suggest that HRM practices plagruial role in

bringing out positive HR outcomes.

KEYWORDS: Human Resource Management Practices, Employedastitmn, Employee commitment, Employee

Motivation
INTRODUCTION

Gone are the days when an organisation could eeltempetitive advantage just through its productsrently,
the situation is quite different. It is the peoplee organisation’s employees, that turns out téhieemajor differentiating
success factor. Effective organisations are inénghsrealizing that, of the varied factors thantibute to performance,
the human element is clearly the most criticalf€fg2009). An organisation’s human resources ageptbople it employs
to carry out various jobs, tasks and functionsxohange for wages, salaries and other rewards (Ar&&Ricky, 2008).
Human resource management deals with people relase@ and is defined as “the process of acquiriragning,
appraising, and compensating employees, and ofditig to their labour relations, health and safetgd fairness
concerns” (Dessler & Varkkey, 2008). Organisationthe competitive scenario are continuously faaséti the necessity
to create and sustain practices that facilitateevareation (Jyothi & Venkatesh 2009). Human rese§HR) practices
generally refer to a set of internally consisteractices adopted by firms to enhance the knowlediiis, ability, and
motivation of employees. As these practices suppod develop the HR and competencies, they add valdhe firm

(Wright et al., 1995). However, internal consistelie needed among the HR practices- for examplegnsive training
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should be complemented by compensation, performappeaisal, and promotion practices that reduci tstanover in

order to be effective (Baron & Kreps, 1999). Cossable research evidence exists supporting thémeship between
internally consistent HR practices and organizatiqmerformance (Becker & Huselid, 1998; Bowen & r0fff 2004;

Huselid, 1995), but there is little understandirighe mechanisms through which HRM practices infleee performance
(Delery, 1998). This has led to researchers refgrd the domain between HR strategies and Ord#omisd performance
as a “black box” (Becker & Gerhart, 1996; Boseli@le, 2005). The discussion on the black box problWas triggered by
Guest (1997) when he stated the need for moreyttdroren research in the area of HRM, performanue the linkages
between the two concepts. Legge (2001) reiterdtednieed to open up the ‘black box’ of the prodbss links HRM and
organizational performance’. Keeping this as a Heaj, this study attempts to examine the links ketwHR practices

and HR Outcomes.
LITERATURE REVIEW

HR Practices and Employee Commitment:Researchers have associated HR practices and paganal
performance through HR outcomes such as employeemidment, employee satisfaction, employee motivatio
organizational culture, etc. Edgar and Greare (R@déntified that HRM practices had a significamipiact on employee
attitudes such as job satisfaction, organizatienahmitment and organizational fairness. Paul andnffmaraman’s (2004)
study of software professionals showed that HRMctizas had a significant positive relationship wittganizational
commitment. HRM systems have also been found ttedb commitment in samples of frontline employ&esn car
rental, retail, and hospitality organizations inuoAmerica (Browning, 2006). Payne and Huffman0&0found in a
longitudinal study that organizational commitmerdgdiated the relationship between mentoring, an HR#attice in the
organization studied, and employee turnover oveetin a unit-level study, Wright, Gardner, & Molgan (2003) found a
positive relationship between HRM practices andanizational commitment in a study of 50 businesssunom a large
food service corporation. Lamba and Choudhary (P0&8ealed that HRM practices provide an edge to eyagl's
commitment towards an organization goal in the glalmmpetitive market. The study concluded that Hp¥elctices has

significant effect on organizational commitment amd associated with superior organizational peréorce.

HR Practices and Employee Satisfaction:Many researches have demonstrated that HRM practoel
employee satisfaction are the key factors for eggdoperformance. Katou (2008pnducted a study to measure the
impact of HRM practices on organizational perforg@m manufacturing sector of Greece. The resntticated that the
relationship between HRM practices under study arghnizational performance is partially mediatetbtigh HRM
outcomes (skills, attitudes, behavior), and inffuenced by business strategies. Awang et al (282@mined the impact
of job satisfaction of university lecturers on the&ommitment towards academic activities. The stdoynd that
promotional opportunities, workload and relatiopshiith colleagues significantly affect job satidfan of lecturers. The
study also confirmed that there is a significatatienship between job satisfaction and work commaitt. In a study of
the public sector universities of Pakistan, Pa2(d 1)conducted a study to identify the various paransefi@r employee
job satisfaction and organizational commitment. Bhedy revealed that employees have a positivenatibn in their
intensity of commitment towards their organizationock (2011) carried out a study to examine thpaaot of human
resource practices on foreign workers job satigfadn PCSB group of companies in Malaysia. Thailtesof the study
found that the independent variable, compensatias faund to have an impact on foreign workers piisfaction. Martin

(2011) conducted an investigation to find out the influenaf HRM practices on job satisfaction, organizagio
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commitment and influence on intention to quit. Thsult of research found a significant relationdbgween perceptions
of human resource practices and intention to quitliated by organizational commitment and job fati®on. Majumder
(2012) conducted a study on bank employdesgain an insight into the current HRM practicexl d@ts impact on
employee’s satisfaction on the private bankingaeirt Bangladesh. The study revealed that moshefemployees are
dissatisfied with compensation package followedréward and motivation, career growth, training alevelopment,
management style, and job design and respongilitgbal et al (2013valuated the relationship between HR practices
and employee’s job satisfaction among the emplogéesanufacturing and service sector of Pakistdne fesults of study

revealed that supervisor role has strong positifeceon job satisfaction.

HR Practices and Employee Motivation:Relationships between human resource managemecticesaand
employee motivation have been studied from divpesspectives. Motivation has been viewed as boihdgpendent and
a dependent variable. As an independent variablggus theories have been put forward to explaitivation. Atkinson
(1964), for example, defines motivation as the eomorary (i.e. immediate) influence on directiorigour, and
persistence of action; while Vroom (1964) definead a process governing the choice made by awidudil among
alternative forms of voluntary activity. Pinder @8) describes work motivation as a set of enerdetices that originate
both within as well as beyond an individual’s bethgt initiate work-related behavior, and deterniiseform, direction,
intensity, and duration. As a dependent variabletivation has been defined as ‘intention to behgdansen, 2002).
Notwithstanding all the different theories and diibns, according to Landy and Becker (1987), ¢h&s general
agreement that motivated behavior consists of anwlloof the following behavioral elements: inii@t, direction,

persistence, intensity, and termination.

The above literature review shows that there Hseen several studies on HRM practices and HR owgsoin

India, however, there is a research gap in thia aspecially in educational institutions. Hence, study is undertaken.
Objectives of the Study

In the light of the literature review, the maircis of this study is to find out the associationthwée key human
resource practices — recruitment, performance n@magt and compensation with three human resource
outcomes — employee satisfaction, employee commitraed employee motivation. This study looks toveersthe

following questions:
» Whether the employee satisfaction is based on fRendnagement practices followed in the case ststitute.
*  Whether the employee commitment depends on the Eiragement practices followed in the case studituiest
*  Whether the employee motivation depends on the lRagement practices followed in the case studifutest
Methodology and Research Design

For the research, the data was collected fromltfasuof one of the renowned institution in Bangalo
The respondents are teaching faculty of the engimge&nd management departments of Campus - 2eotdke study
institution. Data was collected through structumgestionnaire consisting of five parts. First pass relating to
recruitment practices, second part was about pedbce management practices; third part consistecbwipensation

practices; fourth was about HR outcomes i.e., eygdcsatisfaction, employee commitment and employatvation, and
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the fifth part was about demographic questionsulicly gender, age, designation and departmentfiidtdour parts of

the questionnaire was measured using 5 point Liaie.

Questionnaires were distributed to 150 faculty ners of which 96 usable questionnaires were redenith a
response rate of 64%. The demographic analysisdtel that majority of the respondents are female 79%. About
34% of the respondents are at least 35 years o & the respondents are from the Engineering Beygat and 49%
are from the Management Department. The respondeatsvell qualified holding master's degree/dodira various

academic fields. However, the demographics datanbbeen used for analysis in this study.
Concept of Research Model

Figure 1 represents an operational model linkifgptactices and HR outcomes. The proposed opeshtiondel
assumes that the HR practices (viz., Recruitmenttimes, Performance Management practices and Gwafien
practices) implemented by an organization impawtsHR outcomes (viz., employee satisfaction, enggogommitment

and employee motivation)

Independent variables . Dependent variable
Human Resomrce Practices Human Resource Outcoines
» Recruitment Practices ¢ Employee Satisfaction

* Performance Management Practices ¢ Employee Commitment

Y

» Compensation Practices ¢ Employee Motivation

Figure 1: Research Model

Results and Analysis
Reliability and Validity of Data

Cronbach’s alpha is used in this study to cheekrétiability. If the Cronbach Alpha is high (0.8 higher), then
this suggests that all of the questionnaire itereg@liable and the entire test is internally cetsit. The Cronbach Alpha

for the survey instrument was found to be 0.80@icating its reliability.
Correlation Analysis

The result of correlation analysis is shown inttige 1
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Table 1: Links between Human Resource Practices aniduman Resource Outcomes
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: . Spearman’s rho : .
Hypothesis Variables Correlation Sig. (2- Tailed)
H1 Reqrwtment Practices and Employee 0.004 967
Satisfaction
H2 CR:ecru¢ment Practices and Employee 0.071 491
ommitment
H3 Rec_rwt_ment Practices and Employee 0.084 415
Motivation
Ha Performance Management Practices and 0.502% 000
Employee Satisfaction
H5 Performance Management Practices and 0.219* 032
Employee Commitment
H6 Performance l\_/lanf’;\gement Practices and 0.410% 000
Employee Motivation
H7 Cor_npen_sanon Practices and Employee 0.637+* 000
Satisfaction
H8 Compe_nsanon Practices and Employee 0017 870
Commitment
H9 Compe_nsanon Practices and Employee 0.679% 000
Motivation
** Correlation is significant at 0.01 level (2-ted)
*Correlation is significant at 0.05 level (2-tailed
Table 2: Summary of Hypothesis Testing
Research Question Expected Outcome Result

Is there a correlation between
Recruitment Practices and
Employee Satisfaction

There is a positive
correlation between
Recruitment Practices and
Employee Satisfaction

The null hypothesis must be accepted|.

There is no significant relationship
between recruitment practices and
employee satisfaction

Is there a correlation between
Recruitment Practices and
Employee Commitment

There is a positive
correlation between
Recruitment Practices and
Employee Commitment

The null hypothesis must be accepted|

There is no significant relationship
between recruitment practices and
employee commitment

Is there a correlation between
Recruitment Practices and
Employee Motivation

There is a positive
correlation between
Recruitment Practices and
Employee Motivation

The null hypothesis must be accepted|.

There is no significant relationship
between recruitment practices and
employee motivation

Is there a correlation between
Performance Management
Practices and Employee
Satisfaction

There is a positive
correlation between
Performance Management
Practices and Employee
Satisfaction

The null hypothesis must be rejected.
Performance management practices g
Employee satisfaction are moderately
correlated in the positive direction.

ind

Is there a correlation between
Performance Management
Practices and Employee
Commitment

There is a positive
correlation between
Performance Management
Practices and Employee
Commitment

The null hypothesis must be rejected.
Performance management practices &
Employee commitment are positively

correlated.

ind

Is there a correlation between
Performance Management
Practices and Employee
Motivation

There is a positive
correlation between
Performance Management
Practices and Employee
Motivation

The null hypothesis must be rejected.
Performance management practices 4
Employee motivation are moderately

correlated in the positive direction.

ind

Is there a correlation between
Compensation Practices and
Employee Satisfaction

There is a positive
correlation between

The null hypothesis must be rejected.
statistically significant, moderately

Compensation Practices an

dstrong positive correlation was found

A
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Employee Satisfaction between compensation practiod
Employee satisfaction
Is there a correlation between | There is a positive The null hypothesis must be accepted|
Compensation Practices and | correlation between There is no significant relationship
Employee Commitment Compensation Practices andbetween compensation practices and
Employee Commitment employee commitment
Is there a correlation between | There is a positive The null hypothesis must be rejected. |A
Compensation Practices and | correlation between statistically significant, moderately
Employee Motivation Compensation Practices andstrong positive correlation was found
Employee Motivation between compensation practices and
Employee motivation.

Discussion and Implications:The study hypothesized that human resource outceime€Employee satisfaction,
Employee commitment and Employee motivation is fpady related to human resource practices vizcruigment
practices, performance management practices andestsation practices. The results of the correlaivalysis indicated
that there was a positive impact of performance agament practices on HR outcomes. Also, compemsatiactices
have an impact on employee satisfaction and employativation. However, there is no significant tielaship between
recruitment practices and HR outcomes. Interestingbmpensation practices also did not impact theroitment of

employees,
CONCLUSIONS

Limitations: Small sample size was one of the major limitatiohthe present study. Moreover, the study did not
take into account all the HR practices of the syedeeducational institution. In addition, the résulf this research must
be viewed with caution since it is a case basedlyst#is such the results of this study cannot beegdized. However, this

study could be used as a reference to find ouirtke between human resource practices and hunsaniree outcomes.

Directions for future research: In order to validate the findings of this studytuie research may be carried in
other industries. Future research with larger samjzes would be productive to provide a supparttfe present findings.
Additionally, the results of this study can be st¢el in other educational institutions, so thatré#silts can be generalised

to other economic sectors.
REFERENCES

1. Awang, Z., Ahmad, J. H., and Zin, N. M.(2010). Mbihg Job Satisfaction and Work Commitment among
Lecturers: A Case of UITM Kelantan. Proceedingstiid Regional Conference on Statistical Scienced 201
(RCSS'10), 241-255.

2. Atkinson, J.W. (1964).ntroduction to motivation. Princeton, NJ: Van Nostrand.
3. Angelo DeNisi, S. & Ricky Griffin, W. (2008 Human Resource Management. New Delhi: Biztantra,5.

4. Baron, J., & Kreps, D. M. (1999). Consistent humesource practice€alifornia Management Review, 41(3),
29-53.

5. Becker, B. E., & Huselid, M. A. (1998). High perfoance work systems and firm performance: A synshesi
research and managerial implications. In G. R. ifefEd.) Research in personnel and human resource

management, 16, 53—101. Greenwich, CT: JAI Press.

Impact Factor (JCC): 4.9926 Index Copernicus Value (ICV): 3.0



Links Between Human Resource Management Practicesid Human Resource Outcomes: An Empirical Study 87

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

Becker, B. & Gerhart, B. (1996). The impact of humasource management on organizational performance

Progress and prospecfgademy of Management Journal, 39, 779-801.

Boselie, P., Dietz, G. & Boon, C. (2005). Commoatirdi and contradictions in HRM and performance agde

Human Resource Management Journal, 15(3), 67—94.

Bowen, D. E. & Ostroff, C. (2004). Understanding MRirm performance linkage: The role of the “strémgof
the HRM systemAcademy of Management Review, 29, 203-221.

Browning, V. (2006). The relationship between HRkagiices and service behaviour in South Africarviser

organizationslnternational Journal of Human Resource Management, 17, 1321-1338.

Delery, J.E. (1998). Issues of fit in Strategic HumResource Management: Implications for resediciman

Resource Management Review, 8, 289-310.

Dessler, G. & Varkkey, B. (2008Human resource management. Pearson Education, Inc., publishing as Prentice
Hall.

Edgar, F. & Greare, A. (2005). HRM practice and myge attitudes: Different measures- different Itssu
Personnel Review, 34(5) 534-549.

Guest, D.E. (1997). Human resource management erfidrmance: A review and research agemd@rnational

Journal of Human Resource Management, 8, 263—-276.

Hock, Y. K. (2011). Impact of Human Resource Pragion Foreign Workers’ Job Satisfaction: Evidenom a

manufacturing firm in Malaysia. Research paper)ég@ of Business Universiti Utara Malaysia.

Huselid, M.A. (1995). The impact of human resournanagement practices on turnover, productivity and

corporate financial performancicademy of Management Journal, 38: 3, 635-672.

Igbal, H. K., Malik, M. A., and Ghafoor, M.M. (2013mpact of HR Practices on Job Satisfaction: Anpitical
Evidence from corporate sector of Punjab- Pakistaterdisciplinary Journal Of Contemporary Research In
Business. 5(2), 442-454.

Igbal, M. Z., Arif, M. I., and Abbas, F. (2011). WWRPractices in Public and Private Universities akiBtan:
A Comparative Studyinternational Education Sudies. 4(4), 215-222.

Jansen, P.G.W. (2002). Organisatie en mensen:dinteiin de bedrijfspsychologie voor economen en
bedrijfskundigen (Organization and people: intrddc in business psychology for economists and riass

economists). Soest: Nelissen.

Jeffrey Mello, A. (2009)Strategic Human Resource Management. Cengage Learning India Private Ltd. New
Delhi, 4, 392- 434.

Jyothi, P. & Venkatesh, D.N. (2009juman Resource Management. Oxford University press, New Delhi, 12.

Katou, A. A. (2008). Measuring the impact of HRM anganizational performancelournal of industrial

engineering and management. 2, 119-142.

www.tjprc.org editor@fjp.org



88

22.

23.

24.

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.

Surekha V. Nayak & Anjali Ganesh
Lamba, S., and Choudhary, N. (2013). Impact of HRiMctices on Organizational Commitment of Employees
International Journal of Advancementsin Research & Technology. 2(4), 407-423.

Landy, F.J., & Becker, W.S. (1987). Motivation thgwoeconsidered. Research in Organizational Belma@ip
1-38.

Legge, K. (2001)Human Resource Management: Rhetorics and Realities. Basingstoke: Macmillan.

Majumder, T. H. (2012). Human Resource Managemesmttlees and Employees’ Satisfaction Towards Peivat

Banking Sector in Bangladedimternational Review of Management and Marketing. 2(1), 52-58.

Martin, M. J. (2011). Influence of Human Resouramdfices on Employee Intention to Quit. Dissertatio

submitted to the faculty of Virginia Polytechnicstitute and State University.

Olusegun, S.0.(2013). Influence of Job SatisfactonTurnover Intentions of Library Personnel in estbd
Universities in South West Nigeria. Library Philpsy and Practice (e-journal). Paper 914.

Padala, S.R., (2011). Employees’ Job SatisfactimusOrganisational Commitment in Nagarjuna Fegrszand

Chemicals Limited, Indialournal of Research in International Business and Management. 1(1), 17-27.

Paul, A. K. & Anantharaman, R. N. (2004). InfluerafeHRM practices on organizational commitment: tAdy

among software professionals in Indituman Resource Devel opment
Quarterly, 15, 77-88.

Payne, S. C. & Huffman, A. H. (2005). A longitudinexamination of the influence of mentoring on

organizational commitment and turnovAcademy of Management Journal, 48, 158-168.
Pinder, C. (1998). Work motivation in organizatibbahavior. Upper Saddle River: Prentice- Hall.

Rathore, Kumkum, Impact of Human Resource PractmesEmployees' Motivation (September 30, 2013).
Available at SSRN: http://ssrn.com/abstract=2333654

Vroom, V.H. (1964)Work and motivation. New York: John Wiley & Sons.

Wright, P.M., Gardner, T.M. & Moynihan, L.M. (20Q3The impact of HR practices on the performance of

businessHuman Resource Management Journal, 13, 21-36.

Wright, P. M., Smart, D., & McMahan, G. C. (199B)Jatches between human resources and strategy among
NCAA basketball team#\cademy of Management Journal, 38, 1053-1074.

Impact Factor (JCC): 4.9926 Index Copernicus Value (ICV): 3.0



