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Abstract

The fundamental focus of the current study is to comprehend and
examine the influence of human resource management practices (HRM)
practices on organizational effectiveness at Abbas Steel Group (AGS), Kara-
chi. The HRM practices considered for this research include recruitment &
selection, training & development, performance appraisal, compensation &
benefits, and career development. Adopting the deductive approach,
primary data were gathered via an adopted questionnaire floated among
184 employees at Abbas Steel Group. The data collected for the research
were further processed using Pearson’s Correlation and Regression Analysis
tools with the help of SPSS V23 software. The research indicates that all
predictors have a positive relationship with organizational effectiveness. On
the other side, training & development, as well as compensation & benefits
have a substantial influence on organizational effectiveness while recruit-
ment & selection, performance appraisal, and career developoment have an
insignificant impact on organizational effectiveness. The findings of the
study are considered quite helpful for the human resource department of
ASG in the understanding influence of existing HRM practices. Other
employers and industries may also seek guidance for the study and further

improve their HRM practices.

Keywords: Human Resource Management, Recruitment & Selection, Train-
ing & Development, Performance Appraisal, Compensation & Benefits,

Career Development, Organizational Effectiveness.

1. INTRODUCTION
Human Resource Management practices encompass the most essential

function of an organization to persuade employees for greater commitment,

'MBA Student, Bahria University Karachi Campus &lt;bilal &gt;. “Mr. M Bilal Arshad”
bilal9209@gmail.com

2Corresponding author and Professor, Bahria University Karachi Campus. “Dr. Rafique”
rak.bukc@bahria.edu.pk

Bahria University Journal of Humanities & Social Sciences (BUJHSS)



enhanced productivity, and sustained growth of the firm. Organizational
effectiveness depends on the performance of workers which in turn is based
on the degree to which employees are satisfied at their workplace. As
emphasized by Burma (2014), human resource management is quite import-
ant, in the era of global competition, the basic component through which
organizational efficiency can be achieved through recruitment & selection
based on merit, experience & qualification, provide training & development
to meet the current as well as future need regarding skills & behavior of the
employee, performance appraisal and compensation are key areas of HRM
which can enhance the performance of employees and fulfill their needs -

both at personal and professional levels (Niles, 2013).

Managers are always trying hard to keep their subordinates suitably motivat-
ed through a variety of HR policies and practices to ensure the achievement
of organizational goals (Cameron, 2015). As such, job satisfaction and employ-
ee involvement play a decisive role in attaining organizational goals (Gowen,
1990; Rossler & Koelling, 1993). Additionally, organizations must identify the
ways to attract as well as withholding their workers for a long time because
they are the utmost reliable resource if properly managed. Conversely, avoid-
ance, tension, and burden on the workers will not let them use their full
ability for improvement of organizational effectiveness (Kakar, Razig, & Khan,
2015).

Organizational effectiveness is closely linked with long term retention of
employees and their continuity of ongoing organizational plans. It is there-
fore important to ensure that HRM policies and practices are perceived by
the employees quite favorable. Conversely, the existence of impractical
objectives related to the execution of management practices negatively
influence the spirits of the workforce due to more letters of resignation,
reduced facilities and immoral approaches result in deprived resources
value, credit fatalities, defective staffing, and appointment procedures
(Malik, Nawab, Naeem, & Danish, 2010). Similarly, companies need workers
who are highly skilled and encouraged so that they are dedicated to their
duties for the progress of the organization (Lew, 2009). On the other hand,
the literature has revealed that the persuasive use of human resources

management practices permits the company workers to be dedicated to
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their duties intended for the effectual performance of the company (Chen,
Wang, & Yang, 2009; Shahzad, Bashir & Ramay, 2008). The HR management
should identify how to employ and hold back key workers as these are the
ones who can create or disturb the corporation’s enthusiasm as projected by
Wisnefski (2008),Rasli, Norhalim, Kowang, and Qureshi (2014).

An important reason for selecting Abbas Steel Group for the present study is
that the Steel industry, despite being an important segment of the Pakistani
business community, has not received due attention of the researchers and
practitioners. ASG is listed on Karachi Stock Exchange and comprises of a
combination of automatic and manual re-rolling mills that have the
combined capacity to produce approx. 200,000MT of steel as well as several
sales centers spread out across the country. The organizational effectiveness
hinges rigorously on the HRM practices as these contribute towards better
performance, productivity, and commitment. Employees’ satisfaction with
the implementation of HRM practices plays an influential role in improving
the effectiveness of an organization. Therefore, this study provides informa-
tion about the importance of selected practices to manage human resources
and their influence on the effectiveness of an organization, particularly in the

steel industry.

1.1 Problem Statement

ASG is facing employee turnover which is a source of concern for the
management. It is painful for the management when some key employee
leaves suddenly. ASG is making earnest effort to provide a better working
environment but employee commitment is not up to the mark. Employees
with low levels of satisfaction can be a hazard for the organization, as they
will start ignoring their responsibilities and may leave the organization. A
huge loss of information can take place with the turnover of key employees
and some confidential information might be leaked. Through this paper, an
effort was made to examine prevailing HRM practices of ASG so that
strengths and weaknesses could be identified and appropriate measures
may be proposed for further improving organizational effectiveness through

employee commitment.
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1.2 Research Questions

Research objectives are mentioned as under:

What is the effect of recruitment and selection on organizational effective-
ness?

What is the influence of training and development on organizational effec-
tiveness?

What is the influence of performance appraisal on organizational effective-
ness?

What is the effect of compensation and benefits on organizational effective-
ness?

What is the impact of career development on organizational effectiveness?

1.3 Research Objectives

The following research objectives were framed:

To find out the effect of recruitment and selection on organizational effec-
tiveness.

To investigate the influence of training and development on organizational
effectiveness.

To examine the influence of performance appraisal on organizational effec-
tiveness.

To analyze the effect of compensation and benefits on organizational effec-
tiveness.

To investigate the impact of career development on organizational effective-

ness.
2. REVIEW OF LITERATURE
2.1 Organizational Effectiveness

There has always been a strong nexus between organizational effectiveness
and prevailing HRM practices. According to Yuvaraj and Mulugeta (2013),
HRM practices unceasingly enhance employees’ competencies and efficien-
cy through existing methods of organizational development, performance
appraisal and management, career planning, and development. Organiza-
tional researchers have recognized that the essential aspect of organization-
al theory is related to the effectiveness of an organization (Noruzi
&Rahimi,2010). Trieschmann et al. (2000) and Wolfe and Putler (2002) have
highlighted that the fundamental focus of any organization is to enhance its
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effectiveness. In the management literature, numerous researchers defined
organizational effectiveness differently; for instance, according to Robbins
(2001), an organization achieves its short-term as well as long-term goals by
selecting its premeditated constituencies. As stated by Roy and Sanjiv (2005),
the remaining fulfillment of all elements during collecting and conveying
inputs into productivities in a proficient way is delineated as organizational
effectiveness. Furthermore, Absar, Balasundaram, and Jilani (2010) explicat-
ed that the performance of an organization is usually indicated by effective-
ness which is how effectually an organization can accomplish its specified
goals. Moreover, Manoharan and Singal (2019) proposed that organizational
effectiveness (OE) can be demarcated as the attainment of goals espoused in
the mission or vision statement of an organization. Through fair implementa-
tions of HRM practices, employees become lifelong loyal and generate exces-
sive commitment at the workplace (Peretz, Levi, & Fried, 2015). Besides, to
enhance the organizational effectiveness, companies need to invite, preserve
and improve their worker's performance and hire highly skilled and encour-
aged individuals to fulfill their duties for the progress of the organization
(Lew, 2009). On the other hand, the literature has revealed that influential
use of human resources management practices permits the workers to be
dedicated to their duties with a focus to enhance the performance of the
company (Chen et al., 2009). Reputed companies must identify the ways of
attracting and holding their workers, as they are the utmost energetic
resources and possessions of any organization (Kakar et al., 2015). Similarly,
Kataria, Rastogi, and Garg (2013) asserted that the effectiveness of an organi-
zation can perhaps be achieved by scheming an effective system that

includes a bundle of practices to manage human resources.

2.2 Human Resource Management Practices

Human resource, being an important stakeholder within the organization,
plays a crucial role in augmenting project performance (Imran et al., 2016).
Performance refers to what is accomplished by the human resource in terms
of quality & quantity of yield, timeliness, and within allocated budget
(Shahzadi, Javed, Pirzada, Nasreen, & Khanam, 2014). Policies and plans are
implemented in the form of human resource management practices by an
employer to make sure that human resources are managed efficiently as well

as they are successfully contributing to the attainment of organizational
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aims (Anthony, Kacmar, & Perrewe, 2002; Noe, 2003; Minbaeva, 2008). Conse-
quently, practices to manage human resources help in improving the poten-
tial of human resources for higher positions which include a selection of
competent employees, employee training, performance evaluation, reim-
bursement, and relations of employees (Dessler, 2007). Wright and Gardner
(2003) defined HRM practices as the firm’s happenings concentrating on
handling the group of individuals to make sure that the asset is engaged in
the direction to fulfill the organizational objectives. Hence, HRM practices
are a set of interrelated processes that generate an atmosphere that can
create extraordinary commitment between workers and instigates them to
do their best, which eventually directs to the advanced performance and
effectiveness of an organization (Pereira, Malik, & Froese, 2017). Also, HR
practices affect organizational effectiveness by increasing the workers’
enthusiasm, assurance, and pleasure (Robbins & Coulter, 2002). While several
analysts have considered diverse arrangements of HRM practices are signifi-
cant in creating immense organizational effectiveness which consists of
recruitment and selection, employee training as well as development, perfor-
mance appraisal, compensation, and career development. Besides, these are
measured to have an excessive influence on attaining, encouraging, and
retaining the workers, and they are accountable for refining persistent
reasonable benefit (Delery & Doty,1996; Pfeffer, 1999). This study tries to study
the influence of five dimensions of human resource management practices
namely recruitment & selection, training & development, performance
appraisal, compensation & benefits, and career development on the effec-

tiveness of an organization.

2.2.1 Recruitment and Selection

Abdul Quddus (2015) advocated that recruitment and selection of the right
employees matching with the criteria specified in the selection process
through matching the skills of an individual for the intended position are
vital functions for successful organizations (Clarke, 2011). Consistently,
recruitment is to attract qualified, experienced, and skilled people to suit the
present and future requirements of an organization (Breaugh, 2016). Recruit-
ment and selection are frequently looked like very old rooted human

resource management practices with the ever-shifting atmosphere of work-
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places (Currie, 2006). Recruitment allows an organization to find & acquire
the individual needed to ensure the attainment of organizational operations
whereas the function of selection is focused to find out the right personnel
for the work to attain the goals of the organization (Ekwoaba, lkeije, & Ufoma,
2015; Naveen & Raju, 2013). Moreover, Bohlander and Snell (2007) stated that
selection practice helps the organization in picking among those persons
who have the appropriate credentials. Without the selection and evaluation
of the right individuals, the employer will break down in attaining its goals
and will route into numerous employee complications: low retention, low
throughput, high absence of employees, and worker tension (Storey, 2007).
Lievens and Chapman (2010) consider that analysts of recruitment must
confiscate the matched results of workplaces such as organizational effec-
tiveness, training expenditures, and retention expenses to show the amenity
of the recruiting process in workplaces. Furthermore, Berkson, Ferris, and
Harris (2002) initiate that the efficacy of recruitment approaches influences
the effectiveness of an organization. Correspondingly, numerous analysts
settled that proper execution of recruitment and selection will result in
viable benefits as well as enhance the effectiveness of the organization as
clarified by Pfeffer (1994); Storey (2007); Werther and Davis (1996) and Zheng
et al. (2006). While Terpstra and Rozell (1993) found that the selection process
positively associated with the performance and effectiveness of an organiza-
tion. The subsequent hypothesis was anticipated:

H1: Recruitment & selection has a significant influence on organizational

effectiveness.

2.2.2 Training and Development

There has to be an absolute consistency in employee urge to develop and
grow, both for self and organizational prosperity and growth. Training and
development play a significant role to improve the efficiency of employees
which in turn affects the success of organizational projects (Ahmed &
Kolachi, 2013). It enables employees to remain involved and motivated (Amah
& Ahiauz , 2013). The approaches used by an employer in the form of training
as well as development practices to provide recently hired or current
employees the abilities, awareness manners, and other skills they require to
accomplish their responsibilities (DeNisi and Griffin, 2001), transform

employee's abilities or approaches to work (Herold & Fedor, 2003), improve-
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ment of worker skills and organizational growth (Youndt, Subramaniam, &
Snell, 2004; Zumrah et al., 2013). Training and development are the recog-
nized system of continuing struggles that are made inside organization to
attempt and increase the performance of their workers through using
various informative platforms and techniques (Noe, Hollenbeck, Gerhart
&Wright, 2008). On the other side, Salas and Cannon-Bowers (2001) resist
that training & development improve worker’s expertise and abilities which
in turn raise their efficiency as well as effectiveness. Likewise, training, as
well as development programs for workers, increase their wisdom of job-re-
lated effectiveness (Bartlett, 2001; Gubbins, Garavan, Hogan, & Woodlock,
2006; Clardy, 2008). Besides, training plays a vital role in enhancing organiza-
tional effectiveness (Abd Rahman, Imm, Sambasivan, & Wong, 2013). Similar-
ly, worker training, as well as development, is also a vital aspect for organiza-
tional effectiveness (Paul, 2009), consistently Mackelprang et al. (2012) and
Millar and Stevens (2012) asserted that training enhances workers’' compe-
tencies which are influential in enlightening complete organizational perfor-
mance and effectiveness. Many studies have disclosed a positive association
of training with organizational effectiveness (Qureshi, Ayisha, Mohammad,
Rauf, & Syed, 2010; Singh, 2004; Chang & Chen, 2002; Huselid, 1995; Abdullah
et al., 2009; Khan, 2010). The hypothesis framed was:

H2: Training & development has a significant influence on organizational

effectiveness.

2.2.3 Performance Appraisal

A performance appraisal measures job-related behavior by determining how
an employee is performing presently on the job and how performance can be
enhanced for the future (Mehreza & Alamirib, 2019). Performance appraisal is
an effective instrument to measure the performance outlines established by
an organization for its workers over the period (Daoanis, 2012; Koshy &
Suguna, 2014). Also, performance appraisal is an instrument to communicate
values by encouraging flexibility among the employees to take full advan-
tage of individual potential to attain the targets (Ahmad & Bujang, 2013).
Performance appraisal involves giving positive feedback as well as negative
feedback around a worker’s operations and arguing difficulties. It is directed
at recognizing parts of development beyond fastening them to benefits or

penalties (Snell & Dean, 1992). Furthermore, useless appraisal processes can
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point to several unwanted difficulties containing low determination, reduced
worker throughput, and little passion for upkeep businesses, hence drop
organizational effectiveness (Osman et al., 2011). Stone, Deci, and Ryan (2009)
suggest that adverse reactions may also encourage proficiency if it is credi-
ble and permissive to resolve the difficulty and accords workers to determine
from their faults. As a negative response in this framework is not knotted to
penalty, however, intended at refining the worker’s contribution, it might,
therefore, on the other hand, encourage capability satisfaction and perfor-
mance of an organization. Correspondingly, Hussain and Das (2015) asserted
that performance appraisal sanctions the optimal utilization of employee
talent to attain competitiveness and growth of the organization. Therefore,
the succeeding hypothesis was anticipated:

H3: Performance appraisal has a significant influence on organizational

effectiveness.

2.2.4 Compensation and Benefits

According to Premalatha (2013), compensation is defined as the remunera-
tion or reward given to people in return for the work done and services deliv-
ered for the organization as an employee devotes time, and effort (Osibanjo
& Adeniji, 2012). Moreover, Dessler, (2013) advocated that compensation
comprises two key components i.e. direct and indirect compensation. Direct
compensation includes salary, commission, bonuses, and overtime. While,
indirect compensation includes medical benefits, insurance, and vehicle
loan, etc. (Osibanjo, Adeniji, Olubusayo, & Heirsmac, 2014). Adequate
compensations/rewards such as salary, allowances in terms of housing,
health, hazard, transfer, involvement in decision making lead to promote
employee performance (Wasiu & Adebajo, 2014). Reimbursement or compen-
sation is a method a firm offers to an employee who is brilliant and outstand-
ing (Amin, Khairuzzaman, Zaleha, & Daverson, 2014). The reward method is
centered on the enactment of the workers that at last enhances the organi-
zation's performance and effectiveness (Syed &Yan, 2012). An important
association has been originating among reimbursement and organizational
effectiveness (Qureshi et al., 2010; Tessema & Soeter, 2006; Danish & Usman,
2010; Katou & Budhwar, 2006). Mayson and Barret (2006) initiate that an
organization's capability to appeal, inspire, and hold employees by proposing

reasonable wages along with suitable benefits is associated with company

Bahria University Journal of Humanities & Social Sciences (BUJHSS)



performance, growth, and effectiveness. Alternatively, the compensation
scheme employed for the employees has important responses to the perfor-
mance of workers and organizational effectiveness (Inés & Pedro, 2011). Thus,
various firms are struggling to classify advanced reimbursement approaches
that are straight associated with refining organizational effectiveness (Denis
& Michel, 2011). Currently, compensation is of great significance to the work-
ers as well as companies. Compensation is the foremost component to
impact a business’s force. Once employees are suitably and properly remu-
nerated, they will accomplish better outcomes at the same interval, the
effectiveness and performance of an organization will also rise (Bilal & Raja,
2011). The compensation structure in any business has an important
influence on the worker's efficiency and the effectiveness of a company.
Performance constructed reimbursement has a positive effect on workers
and the effectiveness of an organization (Vlachos et al., 2009). The succeed-
ing hypothesis was anticipated:

H4: Compensation & benefits have a significant influence on organizational

effectiveness.

2.2.5 Career Development

The fundamental aspect of professional growth is career development
(Rogers, Creed, & lan Glendon, 2008; Werther & Davis, 1996). Besides, career
planning to discover the possible options available to pursue a career that is
intended to achieve the goals also results in improving professional growth
(McGraw, 2014; Rogers et al., 2008). A lot of scholars such as Osman et al.
(2011), Qureshi et al. (2010),Katou and Budhwar (2006), DeNisi and Griffin
(2001) agree that career planning, as well as development, influences the
performance at individual and organization level. Furthermore, career devel-
opment and planning as a practice, bring into line the comforts and exper-
tise of the workers with the requirements of the workplace (Awa & Nwuche,
2011), which leads to improving the firm’s effectiveness. Career development
involves scheduling, controlling, and developing worker's professions in the
workplace. Career development and planning indicate workers profession
safety, hence decreasing the dangers of outer mechanism (Howard & Foster,
1999), intrinsically, career development raises the contentment level of an
individual. Furthermore, the process of career development might fulfill the

necessity aimed at relatedness by indicating workers that they are respected
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by the organization and they are eager to spend in a longstanding associa-
tion with them (Suazo et al.,, 2009). Correspondingly, Victoria, Umoh and
Amah (2018) found that career development plays a considerable role in
improving the effectiveness of an organization. The succeeding hypothesis
was anticipated:

H5: Career development has a significant influence on organizational effec-

tiveness.

3. Research Methodology

The philosophy incorporated with the study is epistemology, as it is treated
as a philosophy of knowledge. The research strategy incorporated is a survey
and the method of data collection is mono-method (Saunders & Bezzina,
2015), and the purpose of the study is correlational (Sekaran & Bougie, 2016).
The questionnaire was adapted from various past studies and circulated
among respondents to get responses, using a Likert scale. The target popula-
tion for this research includes all employees of Abbas Steel Group. These
employees comprise of skilled & unskilled workforces, supervisors, and
managers directly working on various fields of the steel manufacturing
plant. Besides, the number of employees employed at the company is
approximately 350 including technical, non-technical & administration staff.
The data were collected from various sections and departments of the
organization as the focus of this research is around the employees working at
different plant subunits. The population is comprised of 350 employees while
the sample size is calculated for this research based on Krejcie and Morgan
(1970) table which is 184. This sample size consists of a blend of all types of
employees including low level, middle level, and top-level employees. The
technique used for sampling in this research is the conventional technique.
The research instrument for this research consists of two sections: Section-A
comprises of demographic details about the respondent providing the data.
Besides, Section-B is a comprehensive part and includes all the closed-end-
ed survey questions. The questionnaire consists of 30 question statements
prepared on a Likert scale (1-5). The data was integrated into SPSS 23
software for the analysis of quantitative data by applying different statistical
tools for testing the hypotheses which involve the descriptive statistics,

regression analysis, coefficients, and Pearson correlation.
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4. ANALYSES

Reliability and Correlation Analyses

Table 1: Reliability and Correlation Analysis

Variables Cronbach's Alpha | N of Items | Correlation OE

Recruitment & Selection .675 05 R&S 744
Training & Development 750 05 T&D 757

Performance Appraisal .685 05 PA 737

Compensation & Benefits 790 04 c&B .655

Career Development .557 05 CD 226

Organizational Effectiveness .819 06 OE= Organizational

Effectiveness
Total of All Variable Items 922 30

The alpha value of all variables is displayed in table 1. The value of alpha for
recruitment and selection is a= 0.675 (n=5), for training & development, the
alpha value is a= 0.750 (n=5), for performance appraisal, the value of alpha is
a=0.685 (n=5). While the alpha value for compensation & benefits is a= 0.790
(n=4) and career development is a=0.557 (n=5). Besides, the alpha value for
organizational effectiveness is a= 0.819 (n=6). While the alpha value for all the
items of variables intricate in the questionnaire is a= 0.922 (n=30) which
shows that the survey is highly reliable for analysis of data as the alpha value
is greater than 0.5 (Chang, Tseng, Chou, & Chen, 2011). Moreover, table 1 also
shows the correlation between organizational effectiveness and HRM
practices. A significant relationship (at 1% level) has been established
between organizational effectiveness and recruitment & selection (.744),
training & development (.757), performance appraisal (.737), compensation &
benefits (.655) and career development (.226). A significant relationship (at
1% level) has been established between organizational effectiveness and

HRM practices.
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4.1 Respondents Demographics

Table 2: Age Group, Education and Tenure (Years) at ASG of Respondents

Age Frequency Percent
>50 5 2.7
20-30 104 56.5
31-40 51 27.7
41-50 24 13.0
Total 184 100.0
Education Frequency Percent
Graduate 32 17.4
Intermediate/ Diploma 124 67.4
Undergraduate 28 15.2
Total 184 100.0
Tenure (years) at ASG Frequency Percent
<1 41 223

>6 6 3.3

1-3 N4 62.0
4-6 23 125
Total 184 100.0

Table 2 expresses the age group of respondents. The figures indicate that
56.5% of respondents fall in the age group 20-30 years while 27.7% falls in the
age group 31-40 years, 13% in the age group 40-50, and 2.7% in the age group
>50. Besides, Table 2 also illustrates the education breakup of respondents.
Besides, the data specifies that the majority of the respondents have done
intermediate/diploma i.e. 67.4% while 17.4% have done Graduation and 15.2%
are undergraduates. Furthermore, table 2 also shows the categories of years
of respondents spent at ASG. The figures show that 62% of respondents fall
in the 1-3 years category, 22.3% in <1 year, 12.5% in 4-6 years, and 3.3% in >6
years category.
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4.2 Regression Analyses

Table 3: Outcomes of Regression Analyses

Model Summary R R Square Adjusted R Square | Std-Error
Model 1 794 | .630 .620 41783
ANOVA df Mean Square | F Sig.
Reggression 5 10.601 60.719 .000
Residual 178 175

Total 183

Coefficients B Std. Error t Sig.
Recruitment & Selection 193 184 1.052 294
Training & Development 330 | M7 2.822 .005
Performance Appraisal .076 | 181 420 675
Compensation & Benefits | .200 | .051 3.947 .000
Career Development .065 | .048 1.366 174

Table 3 exhibits the regression analysis (model summary, ANOVA, and Coeffi-
cients values). In the model summary, the value of R shows a correlation of
0.794. While, the R Square value is 0.630 which shows a 63% variation of all
independent variables (career development, performance appraisal,
compensation & benefits, training & development, and recruitment & selec-
tion) on the dependent variable (organizational performance). Also, the value
of F shows the frequency which is 60.719 at the level of significance 0.000. As
the significance value is less than 0.05, so the outcome of this study is signifi-
cant. Moreover, the findings of the study unveiled an insignificant influence
of recruitment and selection on organizational effectiveness as a signifi-
cance value is greater than 0.05. Furthermore, training and development has
a significant effect on organizational effectiveness because the significance
value for training and development is less than 0.05. Also, performance
appraisal has an insignificant influence on organizational effectiveness as
the significance value for performance appraisal is more than 0.05. Similarly,
compensation and benefits have a significant effect on organizational effec-
tiveness as per the significance value for compensation and benefits is less
than 0.05. While career development has an insignificant influence on
organizational effectiveness as per the significance value for career develop-
ment is more than 0.05.
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5. DISCUSSION

The fundamental focus of this study was to examine the influence of selected
HRM practices on organizational effectiveness at ASG. The research literature
identified five salient HRM practices that have a significant influence on
organizational effectiveness. The regression analysis was run for determining
the influence of IVs on DV and the results (Table 3) are found somewhat
different than the past studies. It may be due to the lack of attention being
paid by the managers at ASG to the HRM practices. The significance value of
the first IV (R&S) in table 3 is .294 which is greater than 0.05. The result is not
in conformity with the study of Thus, the first hypothesis is not accepted,
although it is a useful variable as it creates an insignificant impact on organi-
zational effectiveness at ASG. The value of significance specifies that R&S is
not being implemented effectively at ASG. In the case of the second variable
i.e. training and development, the sig value in the regression test is .005
which is less than .05; hence, H2 stands accepted. Training & Development is
a good predictor and has a significant positive impact on organizational
effectiveness. The results match with the study of Ahmed and Kolachi (2013).
The third variable (PA) is not having a significant impact on DV since its sig
value is .675, which is greater than .05. The result does not coincide with the
study of Mehreza and Alamirib (2019) perhaps appraisal of employees is not
reaping its benefits as perceived by the employees. Hence H3 stands reject-
ed. The fourth IV (Compensation & Benefits) is having sig value .000 which is
less than .05. Thus, the fourth hypothesis (H4) is accepted. The results
coincide with the study of Osibanjo, Adeniji, Olubusayo, & Heirsmac, (2014).
The value of significance for the last IV i.e. Career Development in the regres-
sion test is .174 which is greater than .05. The findings are not in conformity
with the study of Victoria, Umoh and Amah (2018). Hence Career Develop-
ment is not a good predictor since it is perhaps not being implemented
effectively at ASG as perceived by the employees. Hence, H2 and H4 are
accepted whereas H1, H3, and H5 are rejected.

6. CONCLUSION AND RECOMMENDATIONS

The study has found out the HRM practices’ influence on organizational
effectiveness. It is important because HRM practices play a significant role in
developing workers by encouraging progressive activities within the work-

place and constructing work surroundings which help organizations to keep
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competent employees in the company. The management practices related
to HR analyzed in this research involve recruitment and selection, training
and development, performance appraisal, compensation and benefits, and
career development. It is evident from the results that all the independent
variables chosen for this research have a positive association with the effec-
tiveness of an organization. Yet, two of the five independent variables i.e.
training & development, and compensation and benefits have a substantial
influence on organizational effectiveness at ASG, whereas the remaining
three independent variables i.e. recruitment and selection, performance
appraisal, and career development have insignificant influence on organiza-
tional effectiveness at ASG. It is perhaps due to the poor transparency of the
recruitment and selection process, performance appraisal system, and fewer
opportunities for career development at ASG.

To further improve organizational effectiveness, the organization must pay
more concentration to ‘training and development’, and compensation and
benefits though the workers are contented with these practices as the
company offers market competitive packages, training programs, medical
and other benefits. The detailed analysis identified several weaknesses in the
organization; to reduce the issues and improve the existing practices, it is
proposed that ASG should implement a clear and transparent performance
appraisal system to get the anticipated results and to retain the employees.
The organization should be aware of the struggle and hard work of the work-
ers and should also reward them for their exceptional performance. The
organization should also work for the career development of their employees
by creating opportunities for them. The organization should also improve its
working environment and take measures to reduce the communication gaps
between different employee levels. Regular programs related to training

should be initiated to upsurge the employee’s efficiency and performance.

7. SUGGESTIONS FOR FUTURE RESEARCH

This paper focused on one major group of steel industries and the results
may not be a true reflection of the entire steel industry at Karachi. Future
researchers may expand their research and include more organizations in
the steel industry. Moreover, this study was limited to only five HRM practices
whereas more such practices may be included by future scholars for better

comprehension about the factors responsible for organizational effective-
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ness. Similar research may also be conducted for other manufacturing and

service providing organizations.

References:

Abd Rahman, A,, Imm Ng, S., Sambasivan, M., & Wong, F. (2013). Training and organizational effectiveness:
the moderating role of the knowledge management process. European Journal of Training and
Development, 37(5), 472-488.

Abdu Quddus (2015). The impact of talent management on employee engagement: Retention and value
addition in achieving organizational performance. International Journal of Core Engineering &
Management (IJCEM), 1(12), 142.

Abdullah, Z., Ahsan, N., & Alam, S. S. (2009). The Effect of Human Resource Management Practices on
Business Performance among Private Companies in Malaysia. International Journal of Business and
Management, 4(6).

Absar, M., Balasundaram, N., & Jilani, M. M. A. K. (2010). Impact of HR Practices on Organizational
Performance in Bangladesh. International Journal of Business Insights and Transformation, 3, 15-19.
Ahmed, I, & Kolachi, N. A. (2013). Employee payroll and training budget: case study of a non-teaching

healthcare organization. Journal of Business & Economics Research (JBER),11(5), 229.

Amah, E. and Ahiauzu, A. (2013), Employee involvement and organizational effectiveness, Journal of
Management Development, Vol. 32(7), 661-674.

Amin, M., Khairuzzaman Wan Ismail, W., Zaleha Abdul Rasid, S., & Davison Andrew Selemani, R. (2014). The
impact of human resource management practices on performance. The TQM Journal, 26(2), 125-142.
Anthony, W. P, Kacmar, K. M. & Perrewe, P. L. (2002). Human Resource Management: A Strategic Approach

(4th ed.). Harcourt: Florida.

Awa, H. O., & Nwuche, C. A. (2011). Cognitive Consistency in Purchase Behaviour: Theoretical & Empirical
Analyses. International Journal of Psychological Studies, 2(1).

Bartlett, K. R. (2001). The relationship between training and organizational commitment: A study in the
health care field. Human Resource Development Quarterly, 12(4), 335.

Berkson, H. M., Ferris, G. R., & Harris, M. M. (2002). Erratum to “The recruitment interview process: persuasion
and organization reputation promotion in competitive labor markets”. Human Resource Management
Review, 13(2), 365.

Bilal J. & Raja N. S. (2011). Impact of Compensation, Performance Evaluation, and Promotion Practices on
Government Employee Performance Vs Private Employee Performance: Interdisciplinary Journal of
Contemporary Research in Business, 3, 907-913.

Biswas S (2010). Relationship Between Psychological Climate and Turnover Intentions and its Impact on
Organizational Effectiveness: A Study in Indian Organizations, IMB Management Review. Vol. 22, pp.
102-110.

Bohlander, G., & Snell, S. (2007). Managing Human Resources. Boston, MA: Cengage Learning.

Breaugh, J. (2016). Talent acquisition: A guide to understanding and managing the recruitment process,
SHRM Foundation’s Effective Practice Guidelines Series.

Burma, Z. A. (2014). Human Resource Management and Its Importance for Today's Organizations.
International Journal of Education and Social Science, 1(2), 85-94.

Cameron, K. (2015). Organizational Effectiveness. Wiley Encyclopedia of Management, 1-4.

Chang, C., Tseng, K, Chou, P.,, & Chen, Y. (2011). Reliability and validity of Web-based portfolio peer
assessment: A case study for a senior high school’s students taking a computer course. Computers &
Education, 57(1), 1306-1316.

Bahria University Journal of Humanities & Social Sciences (BUJHSS)



Chang, P.L. & Chen, W.L. (2002). The effect of human resource practices on firm performance: empirical
evidence from high-tech firms in Taiwan. International Journal of Management, 19(4), 622-631.

Chen, S, Wang, H. & Yang, K. (2009). Establishment and application of performance measurement
indicators for universities. The TQM Journal, 21(3), 220-235.

Clardy, A. (2008). The strategic role of Human Resource Development in managing core competencies.
Human Resource Development International, 11(2), 183-197.

Clarke P, (2011). Recruitment and selection practices in a selected organization. Journal of Management
Practice. 5(1), 166-177.

Currie, D. (2006). Introduction to Human Resource Management: A Guide to Personnel in Practice. CIPD.

Danish, R. Q., & Usman, A. (2010). Impact of Reward and Recognition on Job Satisfaction and Motivation: An
Empirical Study from Pakistan. International Journal of Business and Management, 5(2).

Delery, J. E., & Doty, D. H. (1996). Modes of Theorizing in Strategic Human Resource Management: Tests of
Universalistic, Contingency, and Configurational Performance Predictions. Academy of Management
Journal, 39(4), 802-835.

Denis, C., and Michel, T. (2011). Between universality and contingency: an international study of
compensation performance. International Journal of Manpower, 32 (8), 856-878.

Dessler, G. (2007). Human resource management. New Delhi: Prentice-Hall of India Private Limited.

Ekwoaba, J. O, lkeije, U. U, & Ufoma, N. (2015). The Impact of Recruitment and Selection Criteria on
Organizational Performance. Global Journal of Human Resource Management, 3(2), 22-33.

Gowen, Ill, C. R. (1990). Gainsharing Programs. Journal of Organizational Behavior Management, 11(2), 77-100.

Gubbins, C., Garavan, T.N., Hogan, C. & Woodlock, M. (2006). An examination of a public sector HRD function.
Irish Journal of Management, 27(1), 171-206.

Herold, D. M. & Fedor, D. B. (2003). Individual differences in feedback propensities and training
performance. Human Resource Management Review, 13(4), 675-689.

Howard, L. W., & Foster, S. (1999). The influence of human resource practices on empowerment and
employee perceptions of management commitment to quality. Journal of Quality Management, 4(1),
5-22.

Huselid, M. A. (1995). The Impact of Human Resource Management Practices on Turnover, Productivity, And
Corporate Financial Performance. Academy of Management Journal, 38(3), 635-672.

Hussain, A, & Das, L. (2015). Employee Performance Appraisal: Key to Success for Organizational Growth.
International Journal of Advanced Engineering, Management, and Science, 1(4), 39-43.

Inés, K. & Pedro, C. (2011). Compensation and control sales policies, and sales performance: the field sales
manager’s points of view. Journal of Business & Industrial Marketing, 26(4), 273-285.

Kakar, P., Razig, A., & Khan, F. (2015). Impact of human resource management practices on employee
retention: A case of the Banking sector in Quetta Balochistan. Journal of Management Information, 5(1),
97-119.

Kataria, A. Rastogi, R, & Garg, P. (2013). Organizational effectiveness as a function of employee
engagement. South Asian Journal of Management, 20(4), 56.

Katou, A. A, & Budhwar, P. S. (2006). Human resource management systems and organizational
performance: a test of a mediating model in the Greek manufacturing context. The International
Journal of Human Resource Management, 17(7), 1223-1253.

Khan, M.A. (2010). Effects of human resource management practices on organizational performance — an
empirical study of the oil and gas industry in Pakistan. European Journal of Economics, Finance and

Administrative Sciences, 24,157-175.

Bahria University Journal of Humanities & Social Sciences (BUJHSS)



Krejcie, R. V., & Morgan, D. W. (1970). Determining Sample Size for Research Activities. Educational and
Psychological Measurement, 30(3), 607-610.

Lew, T.-Y. (2009), “Perceived organizational support: linking human resource management practices with
affective organizational commitment, professional commitment and turnover intention”, The Journal of
International Management Studies, Vol. 4 No. 2, pp. 104-115.

Lievens, F., & Chapman, D. (2010). Recruitment and Selection. The SAGE Handbook of Human Resource
Management, 135-154.

Mackelprang, A. W., Jayaram, J., & Xu, K. (2012). The influence of types of training on service system
performance in mass service and service shop operations. International Journal of Production
Economics, 138(1), 183-194.

Malik, M. E., Nawab, S., Naeem, B., & Danish, R. Q. (2010). Job Satisfaction and Organizational Commitment
of University Teachers in the Public Sector of Pakistan. International Journal of Business and
Management, 5(6).

Manoharan, A, & Singal, M. (2019). Organizational effectiveness in hospitality: Managers' perspectives.
International Journal of Hospitality Management, 80, 123-125.

Mayson, S., & Barrett, R. (2006). The ‘science’ and ‘practice’ of HRM in small firms. Human Resource
Management Review, 16(4), 447-455.

McGraw, P. (2014). A Review of Human Resource Development Trends and Practices in Australia. Advances
in Developing Human Resources, 16(1), 92-107.

Mehreza, A, and Alamirib F. (June 2019); An assessment of performance appraisal satisfaction levels among
physicians: Investigation from the healthcare sector in Qatar: www.GrowingScience.com/msl.

Millar, P., & Stevens, J. (2012). Management training and national sport organization managers: Examining
the impact of training on individual and organizational performances. Sport Management Review, 15(3),
288-303.

Minbaeva, D. B. (2008). HRM practices affecting the intrinsic and extrinsic motivation of knowledge
receivers and their effect on Intra-MNC knowledge transfer. International Business Review, 17, 703-713.

Naveen, S., & Raju, D. D. N. (2013). A Study on Recruitment & Selection Process regarding ‘Three Industries,
Cement Industry, Electronics Industry, Sugar Industry in Krishna Dt Ap, India. IOSR Journal of Business
and Management, 15(5), 60-67.

Niles, N. J. (2013). Basic concepts of health care human resource management. Burlington, Mass: Jones &
Bartlett Learning.

Njanja, L. W,, Maina, R. N,, Kibet, L. K., & Njagi, K. (2013). Effect of Reward on Employee Performance: A Case
of Kenya Power and Lighting Company Ltd., Nakuru, Kenya. International Journal of Business and
Management, 8(21), 44-49.

Noe, R. A. (2003). Human Resource Management: Gaining a Competitive Advantage. Irwin/McGraw-Hill.

Noe, R.A, Hollenbeck, J.R,, Gerhart, B. & Wright, M.P. (2008), Human Resources Management: Gaining
Competitive Advantage, 6th ed., McGraw Hill Irwin, New York, NY

Noruzi M R and Rahimi G R (2010), “Multiple Intelligences: A New Look to Organizational Effectiveness”,
Journal of Management Research, Vol. 2, No. 2.

Osibanjo, O. A, Adeniji, A. A., Olubusayo, H., & Heirsmac, P. T. (2014). Compensation packages: a strategic tool
for employees’ performance and retention. Leonardo Journal of Sciences, 25, 65-84.

Osman, I. H., Berbary, L. N., Sidani, Y., Al-Ayoubi, B., & Emrouznejad, A. (2011). Data Envelopment Analysis
Model for the Appraisal and Relative Performance Evaluation of Nurses at an Intensive Care Unit.
Journal of Medical Systems, 35(5), 1039-1062.

Paul, L. (2009). Team training for creating performance templates. Team Performance Management, 15(5),
257-275.

Bahria University Journal of Humanities & Social Sciences (BUJHSS)



Pereira, V., Malik, A. and Froese, F.J. (2017), “Mapping the impact of asian business systems on HRM and
organisational behaviour: multi-level comparative perspectives”, Journal of Asia Business Studies, Vol. 11
No. 3, pp. 253-261.

Peretz, H., Levi, A. and Fried, Y. (2015), “Organizational diversity programs across cultures: effects on
absenteeism, turnover, performance and innovation”, The International Journal of Human Resource
Management, Vol. 26 No. 6, pp. 875-903.

Pfeffer, J. (1994). Competitive Advantage Through People: Unleashing the Power of the Workforce.
Brighton, MA: Harvard Business Press.

Pfeffer, J.,, & Veiga, J. F. (1999). Putting people first for organizational success. Academy of Management
Perspectives, 13(2), 37-48.

Quinn, R. E., & Rohrbaugh, J. (1981). A Competing Values Approach to Organizational Effectiveness. Public
Productivity Review, 5(2), 122.

Qureshi, M.T,, Ayisha, A,, Mohammad, A.K,, Rauf, A.S. & Syed, T.H. (2010). Do human resource management
practices have an impact on financial performance of banks? African Journal of Business Management,
4(7),1281-1288.

Rasli, A.M,, Norhalim, N., Kowang, T.O., & Qureshi, M.l. (2014), Applying managerial competencies to
overcome business constraints and create values evidence from small technology-based firms in
Malaysia. Journal of Management Info, 3(1), 99-121.

Robbins, S. P. & Coulter, M. (2002) Management (7th ed.). Prentice Hall: River, N.J.

Rogers, M. E., Creed, P. A, & lan Glendon, A. (2008). The role of personality in adolescent career planning and
exploration: A social cognitive perspective. Journal of Vocational Behavior, 73(1), 132-142.

Rossler, P. E., & Koelling, C. P. (1993). The effect of gainsharing on business performance at a Papermill.
National Productivity Review, 12(3), 365-382.

Roy, M. H., & Dugal, S. S. (2005). Using employee gainsharing plans to improve organizational effectiveness.
Benchmarking: An International Journal, 12(3), 250-259.

Salas, E., & Cannon-Bowers, J. A. (2001). The Science of Training: A Decade of Progress. Annual Review of
Psychology, 52(1), 471-499.

Saunders, M. N, & Bezzina, F. (2015). Reflections on conceptions of research methodology among
management academics. European management journal, 33(5), 297-304

Shahzad, K., Bashir, S., & Ramay, M. I. (2008). Impact of HR practices on the perceived performance of
university teachers in Pakistan. International Review of Business Research Papers, 4(2): 302-315.

Snell, S. A, & Dean, J. W. (1992). Integrated Manufacturing and Human Resource Management: A Human
Capital Perspective. Academy of Management Journal, 35(3), 467-504.

Stone, D. N., Deci, E. L., & Ryan, R. M. (2009). Beyond Talk: Creating Autonomous Motivation through
Self-Determination Theory. Journal of General Management, 34(3), 75-91.

Storey, J. (2007). Human Resource Management: A Critical Text. Andover, England: Cengage Learning
EMEA.

Strasser, S., Eveland, J. D., Cummins, G., Deniston, O. L., & Romani, J. H. (1981). Conceptualizing the Goal and
System Models of Organizational Effectiveness? Implications for Comparative Evaluation Research.
Journal of Management Studies, 18(3), 321-340.

Suazo, M. M., Martinez, P. G., & Sandoval, R. (2009). Creating psychological and legal contracts through
human resource practices: A signaling theory perspective. Human Resource Management Review, 19(2),
154-166.

Syed, N, & Yan, L. X. (2012). Impact of high-performance human resource management practices on
employee job satisfaction: Empirical analysis. Interdisciplinary Journal of Contemporary Research in
Business, 4(2), 318-342.

Bahria University Journal of Humanities & Social Sciences (BUJHSS)



Terpstra, E. D., & Rozell, 3. E. (1993). The relationship of staffing practices to organizational level measures of
performance. Personnel Psychology, 46(1). 27— 48.

Tessema, T. M,, & Soeters, J. L. (2006). Challenges and prospects of HRM in developing countries: testing the
HRM-performance link in the Eritrean civil service. The International Journal of Human Resource
Management, 17(1), 86-105.

Trieschmann, J. S, Dennis, A. R., Northcraft, G. B., & Nieme, A. W. (2000). Serving Constituencies in Business
Schools: M.B.A. Program Versus Research Performance. Academy of Management Journal, 43(6),
T30-141.

Victoria., O. O.,, Umoh., G. I, & Amah., E. (2018). Career Development and Organizational Success of
Government Parastatals in Rivers State Onukwufor Oluchi Victoria. International Journal of Advanced
Academic Research, 4(4), 294-319.

Vlachos, P. A., Tsamakos, A., Vrechopoulos, A. P., & Avramidis, P. K. (2009). Corporate social responsibility:
attributions, loyalty, and the mediating role of trust. Journal of the Academy of Marketing Science, 37(2),
170-180.

Wasiu, B. O., & Adebajo, A. A. (2014). Reward System and Employees Performance in Lagos StateX: A Study
of Selected Public Secondary Schools. Kuwait Chapter of Arabian Journal of Business and Management
Review, 3(8), 14-28.

Werther, W. B, & Davis, K. (1996). Human resources and personnel management. New York, NY: McGraw-Hill
Companies.

Williams, C. R, Labig, C. E., & Stone, T. H. (1993). Recruitment sources and post-hire outcomes for job
applicants and new hires: A test of two hypotheses. Journal of Applied Psychology, 78(2), 163-172.

Wisnefski, M. (2008), Employee retention in the new millennium. Business Services, 16(3), 465-507.

Wolfe, R. A,, & Putler, D. S. (2002). How Tight Are the Ties that Bind Stakeholder Groups? Organization
Science, 13(1), 64-80.

Wright, P. M, & Gardner, T. M. (2003). The Human Resource - Firm Performance Relationship:
Methodological and Theoretical Challenges. The New Workplace, 311-328.

Youndt, M. A, Subramaniam, M., & Snell, S. A. (2004). Intellectual Capital Profiles: An Examination of
Investments and Returns. Journal of Management Studies, 41(2), 335-361.

Young, E. M., Green, J. B, & Gross, M. (1995). Evaluating school library and media specialists: From
performance expectations to appraisal conference. Journal of Personnel Evaluation in Education, 9(2),
171-189.

Yuvaraj, S. and Mulugeta, K. (2013), Analysis of the strategic orientation of HRD practices and managers’
awareness towards the concepts of HRD in Ethiopia, Research Journal Social Science and Management,
Vol. 3 No. 1, pp. 186-198.

Zheng, C., Morrison, M., & O'Neill, G. (2006). An empirical study of high-performance HRM practices in
Chinese SMEs. The International Journal of Human Resource Management, 17(10), 1772-1803.

Zumrah, A. R, Boyle, S., & Fein, E. C. (2013). The consequences of the transfer of training for service quality
and job satisfaction: an empirical study in the Malaysian public sector. International Journal of Training

and Development, 17(4), 279-294.

Bahria University Journal of Humanities & Social Sciences (BUJHSS)



Terpstra, E. D., & Rozell, J. E. (1993). The relationship of staffing practices to organizational level measures of
performance. Personnel Psychology, 46(1). 27— 48.

Tessema, T. M,, & Soeters, J. L. (2006). Challenges and prospects of HRM in developing countries: testing the
HRM-performance link in the Eritrean civil service. The International Journal of Human Resource
Management, 17(1), 86-105.

Trieschmann, J. S, Dennis, A. R,, Northcraft, G. B., & Nieme, A. W. (2000). Serving Constituencies in Business
Schools: M.B.A. Program Versus Research Performance. Academy of Management Journal, 43(6),
T30-141.

Victoria.,, O. O.,, Umoh., G. I, & Amah., E. (2018). Career Development and Organizational Success of
Government Parastatals in Rivers State Onukwufor Oluchi Victoria. International Journal of Advanced
Academic Research, 4(4), 294-319.

Vlachos, P. A., Tsamakos, A., Vrechopoulos, A. P., & Avramidis, P. K. (2009). Corporate social responsibility:
attributions, loyalty, and the mediating role of trust. Journal of the Academy of Marketing Science, 37(2),
170-180.

Wasiu, B. O., & Adebajo, A. A. (2014). Reward System and Employees Performance in Lagos StateX: A Study
of Selected Public Secondary Schools. Kuwait Chapter of Arabian Journal of Business and Management
Review, 3(8), 14-28.

Werther, W. B, & Davis, K. (1996). Human resources and personnel management. New York, NY: McGraw-Hill
Companies.

Williams, C. R, Labig, C. E., & Stone, T. H. (1993). Recruitment sources and post-hire outcomes for job
applicants and new hires: A test of two hypotheses. Journal of Applied Psychology, 78(2), 163-172.

Wisnefski, M. (2008), Employee retention in the new millennium. Business Services, 16(3), 465-507.

Wolfe, R. A,, & Putler, D. S. (2002). How Tight Are the Ties that Bind Stakeholder Groups? Organization
Science, 13(1), 64-80.

Wright, P. M, & Gardner, T. M. (2003). The Human Resource - Firm Performance Relationship:
Methodological and Theoretical Challenges. The New Workplace, 311-328.

Youndt, M. A, Subramaniam, M., & Snell, S. A. (2004). Intellectual Capital Profiles: An Examination of
Investments and Returns. Journal of Management Studies, 41(2), 335-361.

Young, E. M., Green, J. B, & Gross, M. (1995). Evaluating school library and media specialists: From
performance expectations to appraisal conference. Journal of Personnel Evaluation in Education, 9(2),
171-189.

Yuvaraj, S. and Mulugeta, K. (2013), Analysis of the strategic orientation of HRD practices and managers’
awareness towards the concepts of HRD in Ethiopia, Research Journal Social Science and Management,
Vol. 3 No. 1, pp. 186-198.

Zheng, C., Morrison, M., & O'Neill, G. (2006). An empirical study of high-performance HRM practices in
Chinese SMEs. The International Journal of Human Resource Management, 17(10), 1772-1803.

Zumrah, A. R, Boyle, S., & Fein, E. C. (2013). The consequences of the transfer of training for service quality
and job satisfaction: an empirical study in the Malaysian public sector. International Journal of Training

and Development, 17(4), 279-294.

Bahria University Journal of Humanities & Social Sciences (BUJHSS)



SURVEY QUESTIONNAIRE

Respondents’ Profile:

Gender: o Male o Male o Female

Age Group: o 20-30 o0 20-30 o 31-40 o 41-50 o >50
Education: o Inter/Diploma | o Inter/Diploma | o U.G o Graduate | o Postgraduate
Tenure at ASG (Years): | o<1 o<1l ol-3 o 4-6 0>6

Instructions

Please fill-out the questionnaire and kindly check the appropriate box where it deems

necessary.

Choices are defined as: (1) Strongly Disagree (SD), (2) Disagree (DA), (3) Neutral (N), (4)

Agree (A), (5) Strongly Agree (SA)

Question Statements

SD
V)

@ [ ()

(4) | (5)

Recruitment & Selection

RS1. The organization has extremely scientific and rigorous
selection system.

RS2. The organization selects individuals
anticipated knowledge, abilities and attitudes.

having the

RS3. Departmental and HR Managers take part in selection
process.

RS4. The organization has clear
specification.

job description and

RS5. The organization has written and operational recruitment
and selection policy.

Training & Development

TD6. The organization identifies the training needs of employ-
ees through a formal performance appraisal mechanism.

TD7. The organization provides formal trainings to new hires to
perform their jobs.

TD8. The organization conducts widespread training programs
for its employees in all aspects of quality.

TD9. Training needs identified are realistic, useful and based on
the business strategy of the organization.

TD10. Training programs are provided for employees every year.

Performance Appraisal

PAT1. Performance of the employees is measured on the basis of
objective quantifiable results.

PA12. The organization provides employees the performance
based response and counseling.

PA13. Appraisal system has a strong influence on individual and
team behavior.

PAl4. Appraisal system in our organization is progress and
development oriented.

PA15. Employees have confidence in the performance appraisal
system.
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Compensation & Benefits

CB16. Compensation is decided on the basis of competence
and ability of employee.

CB17. The organization offers market competitive salary and
benefits.

CB18. Rewards in the organization are strictly associated with
the employee performance.

CB19. Job performance is an important factor in determining
the incentive reward of employees.

Career Development

CB18. Rewards in the organization are strictly associated with
the employee performance.

CD20. Each employee is aware of his career path in the
organization.

CD21. The organization favors an internal employee each time
an opening exists.

CD22. Employees and organization progress needs are
coordinated in the organization.

CD23. Career goals are achieved with the help of career
planning and development.

CD24. The organization plans for the career and improvement
of employees.

Organizational Effectiveness

OE25. The organization innovate new products.

OE26. The organization adapt quickly to unexpected changes.

OE27. The organization quickly adapts its goals and objectives
to industry changes.

OE28. The organization reacts to new information about the
industry or market.

OE29. Employees are eager to go away from their self-interest
for mutual organizational goals.

OE30. Employees show commitment thus improving
organization’s progress.
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