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Abstract  
It has been extensively studied how human resource management techniques affect organizational performance. 

many years. Unfortunately, there haven't been nearly enough studies on this topic in the context of Bangladesh 

and other developing nations. This research project was started to fill this clear research gap. Data gathered 

from fifty manufacturing companies in Bangladesh demonstrates a significant correlation between HR practises 

and organisational performance. Only performance evaluation is found to have a significant impact on 

organisational performance among HR practices. 
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I. Introduction: 
There has been a lot of study done on the effects of human resource management strategies on 

organisational performance throughout the years. Studies in both developed and developing nations have 

repeatedly found that HR policies have a significant impact on organisational performance (Delaney &Huselid, 

1996; Katou&Budhwar, 2007; Sing, 2004; Tzafrir, 2006). Unfortunately, there aren't nearly enough studies that 

have been done on this topic in the context of Bangladesh and other developing nations. This study has been 

conducted to add to the current understanding of developing countries' HR practices.. 

 

II. Research projects 
This study was specifically conducted to investigate the response to the following research topics. (RQ): 

RQ1: Is there a connection between organisational performance and HR practises? 

RQ2: Do HR procedures have any bearing on how well an organisation performs? 

 

III. Objectives 
The study's primary goal was to determine how HR procedures affected organisational performance. The 

following specific objectives were taken into consideration in order to achieve this goal. 

• To discuss how HR procedures and organisational performance are related. 

• To determine how HR practises affect how well an organisation performs. 

• To suggest some ways to improve the organisational performance of the chosen manufacturing companies in 

Bangladesh and other nations that are comparable. 

 

1. Human Resources Practices and Organizational Performance: A Conceptual and Evaluative 

Overview 

Human resource management (HRM) is the term used to describe the procedures used to manage 

human resources. 

Human resource planning, job analysis, hiring, selection, orientation, remuneration, performance 

evaluation, training and development, and labour relations are some of the HR-related responsibilities of 

managerial positions (Dessler, 2007, p. 4). 

The structures, procedures, and policies of HRM determine how employees behave, feel about 

themselves, and perform (Noe, Hollenbeck, Gerhart, & Wright, 2007, p. 5). The Harvard Model of HRM, the 

Guest Model of HRM, the Warwick Model of HRM, and the Fombrun, Tichy, and Devana Model of HRM are 

the top four HRM models (Bratton & Gold, 1999, pp. 17–24). The Fombrun, Tichy, and Devana Model of HRM 

is regarded as the first of these models. The present study focused on HR procedures like hiring and firing, 

training, and assessment. and the interaction between management and staff. In previous studies (Delaney 

&Huselid, 1996; Harel&Tzafrir, 1999; Singh, 2004), respondents were asked to evaluate the performance of 

their organisations in comparison to that of their rivals. 
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Relationship between Human Resources Practices and Organizational Performance, It is now well-

established that HR practises have a significant impact on productivity, corporate financial performance, and 

employee turnover (Arthur, 1994; Huselid, 1995; Ichniowski, Shaw, &Prennushi, 1997; Katou&Budhwar, 

2007), despite the fact that the majority of the studies have been conducted in the western world. In an era of 

unprecedented change and rivalry, Pollitt (2004) found that Nokia's HRM policies were crucial in helping the 

company achieve its 40% market share of the worldwide handset market and industry-leading profit margins of 

20%–25%. Through an in-depth analysis of 178 manufacturing companies in Greece, Katou and Budhwar 

(2007) discovered that HR practises like hiring, training, promotion, incentives, and benefits. 

The first hypothesis holds that HR procedures significantly influence organisational performance. 

The second hypothesis is that HR practises significantly affect organisational performance. 

Which individuals receive job offers depends on the results of the recruitment and selection procedure. This 

method seeks to enhance communication between staff, the organisation, teams, and work needs in order to 

improve workplace conditions (Tzafrir, 2006). 

A more effective match between a candidate's abilities and the organization's needs can be achieved 

with a sophisticated recruitment and selection process (Fernandez, 1992). According to Hunter and Schmidt 

(1982), an ability-based hiring process can lead to employment stability. Additionally, Katou and Budhwar 

(2007) discovered that recruitment and selection had a positive relationship with every aspect of organisational 

performance, including efficiency, effectiveness, and innovation. 

The third hypothesis holds that organisational performance is favourably influenced by recruitment and 

selection: 

As far as HR practises go, training and development are thought to be the most prevalent (Tzafrir, 

2006). 

Any endeavour to enhance the knowledge, skills, and capacities of present or future employees is 

referred to as training and development (Aswathappa, 2008). Thang and Buyens (2008) concluded that training 

and development results in superior knowledge, skills, abilities, attitudes, and behaviour of employees that 

subsequently improve organisational performance after examining 66 studies carried out in various parts of the 

world. Hoque (1994) discovered that, in the context of Bangladesh, training and development had a favourable 

effect on organisational effectiveness. 

The fourth hypothesis is that training and development have a favourable impact on an organization's 

performance. 

An employee's performance is evaluated through a systematic process called performance evaluation 

(Schuler, 1981, p. 211). Other HR activities including recruiting and selection, training and development, 

compensation, and employee relations are also influenced by performance evaluation. 

The fifth hypothesis is that performance evaluations have a favourable impact on organisational 

performance. 

All forms of remuneration or benefits that employees receive as a result of their employment are 

referred to as compensation (Dessler, 2007, p. 390). Because it is one of the primary reasons individuals work, 

compensation is crucial for employees. 

The compensation also affects an employee's quality of life, satisfaction, loyalty, and productivity 

(Aswathappa, 2008). Delaney &Huselid (1996) discovered a link between incentive compensation and 

perceived market success in the USA. Better organisational performance was the result of employee 

remuneration, particularly the performance-based compensation system, in Indian irms (Singh, 2004). 

According to Moyeen and Huq's (2001) study of the HRM practises at 92 medium-sized and large-

sized businesses in Dhaka, Bangladesh (public and private sectors), compensation positively influences 

organizational performance. Only 62% of the firms they studied had an HR/Industrial Relations (IR) 

department, they discovered. Akhter looked into the HRM procedures of ten local, privately held industrial 

companies that are listed on the Dhaka Stock Exchange (DSE) (2002). She examined the relationship between 

age, education, and experience of employees and their perceptions of HRM procedures in various organizations. 

Mahmood (2004) found that institutional contexts such as the national education and training system, the 

national industrial relations system, regulatory frameworks, and the general societal context had significant 

influences on the development of HR practises in Bangladesh. These institutional contexts were noted to have 

an impact in addition to organizational contingencies. 

 

Research plan  

Below is a description of the research methodology used in this study. 

The Chittagong Stock Exchange (CSE) published a directory of 85 manufacturing companies (Chittagong Stock 

Exchange, 2010). All 85 industrial irms' HR managers received the structured questionnaire. Finally, 50 valid 

questionnaires (63% response rate) were discovered for the study. 
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Instruments and Data Sources 

Primary and secondary data were used to compile the study. In the current study, primary data were gathered 

using a questionnaire survey method. 

 
 

Elements 

Independent Variables: The following four (04) HR practises were chosen as independent variables, according 

to Fomburn, Tichy, and Devanna (1984). 

Recruitment and Selection, or RNS. 

Training and Development, or TND. 

PA: a performance assessment. 

Compensation (COM) 

Performance of the organisation is a dependent variable (Perceived). 

 

Validity and Reliability 

Testing the scale's reliability before using statistical methods is crucial since it reveals how well a scale 

delivers consistent results when measurements are repeated. This is accomplished by identifying the correlation 

between scores acquired from various scale administrations. If the relationship is strong, the scale produces 

credible results that are consistent. The most used method is Cronbach's alpha. It should be noted that although 

its value ranges from 0 to 1, a reasonable value of at least 0.6 is necessary for the scale to be considered reliable 

(Malhotra, 2002; Cronbach, 1951). Therefore, we employed Cronbach's alpha as a reliability indicator in the 

current investigation. 

 

 
 

IV. Data Analysis And Modelling 
In the current study, we performed a multiple regression analysis on our data using the enter wise 

approach. All the discrete variables (both dependent and independent) present in the dataset were used to 

construct a multiple regression in this situation. Ordinary Least Squares (OLS) was used in the estimate method, 

where Y = a + bx. For this reason, we take into account the following model specifications, using organisational 

performance as the dependent variable and HR practises as the independent variables. 

Model 1 is defined as OP=ßO+ß1(RNS)+ß2(TND)+ß3(PA)+ß4(COM)+e... where ß0, ß1, ß2, ß3, and ß4 are the 

regression co-eficients. 

Performance in the Organization 

Recruitment and Selection (RNS) 

Training and Development (TND) 

Performance Assessment 

COM: Error term compensation e 

Correlation (r), R, R2 (Coefficient of determination), variance, analysis of variance (ANOVA), and the t statistic 

were used to assess how well the mode-1 fit the data and indings. To determine the pair-wise association 
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between the variables RNS, TND, PA, COM, and OP, correlation analysis was carried out. As a result, table 2 

contains a summary of the outcomes. 

 

 

 
 

Table 2 demonstrates the independently positive correlation between OP and the factors RNS, TND, 

PA, and COM as well as how highly significant these factors are at 1% levels. As a result, the study's first 

hypothesis was accepted. Here, it is clear that there is a maximum correlation (r = 0.723) between PA and OP, 

which is followed by associations between COM and OP (r = 0.595), RNS and OP (r = 0.557), and TND and OP 

(r = 0.508). Giving PA the utmost importance is essential for excellent OP. 

In addition to other HR procedures, compensation is essential for excellent perceived organisational 

performance (i.e., RNS and TND). HR practises have positive pairwise correlations and are statistically 

significant at 0.000 P-value. The largest correlation among the four HR practises is between TND and PA (r 

=0.635), which is followed by the association between PA and COM (r =0.660). 

 

 
 

The above model's HR practises (RNS, TND, PA, and COM) showed the capacity to predict OP (R2 = 

0.570). The R2 value in this model indicates that the HR practises RNS, TND, PA, and COM can account for 

56.0% of the observed variability in OP. The remaining 43.0 percent is unaccounted for, indicating that the 

remaining 43.0 percent of the variation in OP is due to factors that are not represented in the model. The F value 

(F=14.926 and P = 0.000) shows that this variance is highly significant. [Please refer to table 4 for information.] 

an analysis of the model summary and ANOVA shown in table 3. 
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V. Conclusion 
According to the correlation matrix, the manufacturing companies that have the strongest positive connection 

between PA and OP should put a lot of emphasis on PA in order to achieve outstanding organisational 

performance. 

Additionally, the highest average point (3.760) of PA also reveals the same conclusion that was reached after 

COM, RNS, and TND (For details please see table-2). Additionally, it is discovered that PA significantly affects 

POP. 

 

Recommendations and limitations for upcoming research 

Only subjective measurements of organisational performance and HR practises were used in the study. Data was 

also gathered from a single source (HR managers). Future research could be done with a bigger sample size in 

the context of service sector businesses. It is also possible to conduct case studies, focus groups, and 

longitudinal studies. 

 

References 
[1]. Akhter, N. (2002), Human Resource Management in Bangladesh: A Study of Some Local Private Manufacturing Industries. 

[2]. Unpublished Doctoral Thesis, University of Dhaka, Bangladesh. 

[3]. Arthur, J. B. (1994), Effects of Human Resource Systems on Manufacturing Performance and Turnover: Academy of Management 
Journal, Vol.37, No.3, pp. 670-687. 

[4]. Aswathappa, K. (2008), Human Resource Management: Text and Cases, Tata McGraw-Hill Publishing Company Limited, Delhi. 

[5]. Becker, B. E., and Fuseli, M. A. (1998), High Performance Work Systems and Firm Performance: A Synthesis of Research and 
[6]. Managerial Implications: Research in Personnel and Human Resource Management, Vol.16, pp. 53-101. 

[7]. Billah, M. M., and Islam, S. (2009), Human Resource Management Practices and Organizational Commitment; A Survey on Private 

Commercial Banks In Bangladesh: Southeast University Journal of Business Studies, Vol.1, pp.153-166. 
[8]. Billah, M. M., Prince, S. A., and Islam, S. (2009). Human Resource Management Practices and Employee Turnover; A Study on 

Private Commercial Banks in Bangladesh. Journal of Business and Technology, Vol. IV, No.I, pp. 63-82. 

[9]. Bratton, J., and Gold, J. (1999), Human Resource Management. 
[10]. Theory and practice. Macmillan Press Ltd, London. 

[11]. Chittagong Stock Exchange (2010), Listed Companies. 

[12]. Retrieved January 12, 2010, from http://www.csebd.com. 
[13]. Cronbach, L.J., (1951), Coeficient Alpha and the Internal 

[14]. Structure of Tests: Psychometrika, Vol.6, No.3, pp. 297-334. 

[15]. Delaney, J. T., and Huselid, M. A. (1996), The Impact of Human Resource Management Practices on Perceptions of Organizational 
Performance: The Academy of Management Journal, Vol.39, No.4, pp. 949-969. 

[16]. Dessler, G. (2007), Human Resource Management, Prentice Hall of India Private Limited, New Delhi. 

[17]. Dyer,L., and Reeves,T.(1995), Human Resource Strategies and Firm Performance: What Do We Know and Where Do We Need 
[18]. to Go?: International Journal of Human Resource Management, Vol. 6,pp. 656-670. 

[19]. Fernandez,C.J.(1992), Solider Quality and Job Performance in Team Tasks. Social Science Quarterly, Vol.73, pp.253-265. 

[20]. Fomburn, C. J., Tichy, N. M., and Devanna, M.A. (1984), Strategic Human Resource Management, John Wiley & Sons, New York. 
[21]. Guest,D.E.(2001), Human Resource Management: When Research Confronts Theory: International Journal of Human Resource 

Management, Vol. 12,pp. 1092-1106. 
[22]. Haque, M. M., and Azim, M. T. (2008), Affective commitment and its antecedents: An empirical study in the context of 

Bangladesh. 

[23]. Paper presented at the 7th International Conference on Ethics and Quality of Work-life for Sustainable Development, Bangkok, 
Thailand. 

[24]. Harel,G.H., and Tzafrir,S.S. (1999), The Effect of Human Resource Management Practices on The Perception of Organizational and 

Market Performance of The Firm: Human Resource Management, Vol.38,pp.185-200. 
[25]. Hoque, M. J. (1994), Human Resource Development and Organizational Effectiveness. In R. B. Talukder (Ed.), Management of 

Change in South Asia (pp.433-451). Dhaka: UPL. 

http://www.csebd.com/


High Performance Human Resources Practices' Effect on Employee Attitudes and Behavior 

DOI: 10.9790/487X-2411086469                                   www.iosrjournals.org                                         69 | Page 

[26]. Horngren, C.T., Foster, G., and Datar, S.M. (2000), CostAccounting: Managerial Emphasis, Prentice Hall, New Delhi. 

[27]. Hunter, E.J., and Schmidt, L.F.(1982), Ability Tests: Economic Beneits Versus The Issue of Fairness. Industrial Relations, Vol.21, 

No.3, pp. 293-309. 

[28]. Huselid, M. A. (1995), The Impact of Human Resource Management Practices on Turnover, Productivity, and Corporate Financial 
Performance. The Academy of Management Journal, Vol.38, No.3, pp. 635-672. 

[29]. Huselid, M. A., and Becker, B. E. (1996), Methodological Issues in Cross-Sectional and Panel Estimates of The HR-Firm 

Performance Link: Industrial Relations, Vol. 35, pp. 400-422. 
[30]. Ichniowski, C., Shaw, K., and Prennushi, G. (1997), The Effects of Human Resource Management Practices on Productivity: A 

Study of Steel Finishing Lines: The American Economic Review, Vol.87, No.3, pp. 291-313. 

[31]. Katou, A. A., and Budwar, P. S. (2007), The Effects of Human Resource Management Policies On Organizational Performance In 
Greek Manufacturing Firms. Thunderbird International Business Review, Vol.49, No.1, pp.1-35. 

[32]. Mahmood, M. H.(2004), The Institutional Context of Human Resource Management: Case Studies of Multinational Subsidiaries in 

Bangladesh. Unpublished Doctoral Thesis, University of Manchester, UK. 
[33]. Malhotra, N. K. (2002), Marketing Research: An Applied Orientation (3rd ed.). Pearson Education Asia, New Delhi, India. 

[34]. Moyeen, A. F. M. A., and Huq, A.(2001), Human resource management practices in business enterprises in Bangladesh: Journal of 

Business Studies,Vol. Xxii, No.2, pp.263-270. 
[35]. Noe, R. A., Hollenbeck, J. R., Gerhart, B., and Wright, P. M. (2007), Human resource management: Gaining a competitive 

advantage, McGraw-Hill, USA. 

[36]. Nunnally, J. C., and Bernstein I.H.,(1994), Psychometric Theory, McGraw-Hill, New York. 

[37]. Pollitt, D. (2004), Nokia Connects HR Policy with Company Success. Human Resource Management. Vol.12, No.6, pp.30-32. 

[38]. Schuler, R. S. (1981), Personnel and Human Resource Management, West Publishing Company, USA. 

[39]. Singh, K. (2004), Impact of HR Practices on Perceived Firm Performance in India: Asia Paciic Journal of Human Resources, Vol. 
42, No.3, pp.301-317. 

[40]. Thang, N. N., and Buyens, D. (2008), What We Know about Relationship between Training and Firm Performance: A Review of 

Literature. Paper Presented at The 7th International Conference on Ethics And Quality of Work-Life for Sustainable Development, 
Bangkok, Thailand. 

[41]. Tzafrir, S. S. (2006), A Universalistic Perspective for Explaining the Relationship between HRM Practices and Firm Performance 

At Different Points In Time: Journal of Managerial Psychology, Vol. 21, No.2, pp. 109-130. 
 

Thilak Reddy C. “High Performance Human Resources Practices' Effect on Employee Attitudes and 

Behavior."IOSR Journal of Business and Management (IOSR-JBM), 24(11), 2022, pp. 64-69. 

 

 

 

 

 

 

 


