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Abstract

This is a compendium of the entire object whichkse® examine the association between human resourc
management practices and employee selected outcwities the organizations. Data were collected tgto
questionnaire from 100 employees. SPSS-16 was tasadalyze the collected data. In this study, desce
statistics, correlations, and multiple regressinalgsis have been applied to determine the contoibwf each
independent variable in human resource managenmaaotiges within the organizations. The study shoiveg
there is a significant relationship between indeleert and dependent variables. The result of thdysisa
revealed that HRM practices have a significantuifice on employee selected outcomes like perceived
organizational support, employee attitudes and \iehaaffective and normative commitment and ditiorery
behavior within the organization. Furthermore, fingb of this research paper emphasis on the presamnd
appearance of HR internal experts in the orgamimatiwhich helps to achieve competitive advantageé an
improving organizational performance.

Keywords. HR Practices, Employee Attitudes, Employee CommittmBiscretionary Behavior.

1. Introduction

The main motive of this research paper is to ingast the impact of human resource managementigeamh
employee selected outcomes viz. perceived orgamimdtsupport, employee attitudes and behaviogctiffe
and normative commitment, discretionary behaviohe Torganization manages in an environment that
characterized by ambiguity, vagueness, and chamagebring about the appearance of various conttaren
(Bimpitsos and Petridou, 2012). Such environmentuitles many encircle as increased globalizatiopidra
technological change, and the growing need for lapamployees and improved achievement (Lindstriéch a
Vanhala, 2013).

This forces organization to endeavor and utilize issources at its disposal in order to perpetratempetitive
advantage (Savaneviciene and Stankeviciute, 2@inan resources are enumerated critical factorscsile
to an organization’s conquest (Alvarez, 2011).

Human Resource is the most significant asset for @ganization and it is the source of acquiring th
competitive advantage. Managing human resourcesery contending with as compared to governing
technology or capital and for its efficacious magragnt; the organization requires effective HRM eystHRM
system should be upheld by sound HRM practices. HirAdtices refer to organizational functions codell at
managing the pool of human resources and ensuratgtie resources are employed towards the blee$itige
organizational objectives. Therefore, effectivelgmaging these resources is important to all orgdioiz (Juhdi,
Pa’'wan and Hansaram, 2013). This paper has beeteroplated to reconsideration the existing literatur
available on HRM Practices.

To redact this purpose, the first section discusisestheoretical background, research methodologggarch
model, and hypotheses. The next section of thergapseenting the relationship between HRM practaes its
selected outcomes based on first section and otipartant organizational variables are presentetligiing the
HR best practices. The researchers have also gk conceptual framework on the basis of a reoitthe
current studies and implications have been suggdsteHR departments. Data analysis, discussisali®and
conclusions, limitations and future work would haveen discussed in the final sections. At the ehid,
introductory part of the paper, a synthesis ofrthéew of the literature has been given.
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2. Literature Review

Numerous researchers have noted that managingeeéeophore critical than managing technology or tzdpi
(Barney, 1991; Lado & Wilson, 1994). According f&hatri, 1999) people are one of the most imporfaators
providing pliability and adaptability to organizais. However those firms that have erudite how anage their
human resources well would have a terminal oveerstffior a long time to come because attaining @nelasl
out human resources practically is smashing argstakuch longer (Wright, McMahan and McWilliams, 429

In addition, organizations crave to develop a cottadiworkforce (Yew, 2007) and finding the best wayold
their employees (Moscoso Riveros and Shir-Tau T2@i,1). According to (Tiwari and Saxena, 2012), an
organization’s behavior can be developed in sudasras staff commitment, competency, and facility b
managing the human resources available in thanaagon. More specifically, it is reported thateeal human
resource management (HRM) practices can affect@rapl commitment and motivation these practicesidel
staffing (recruitment and selection), training atevelopment, performance appraisal, compensatidmemard,
teamwork, and maintenance (Fong and Choi, 20093. fEsearch paper narrates human resources peaatitte

a focus on four major practices which include réorant, training and development, performance dpals
and reward systems (Lim and Ling, 2012). Methodijcairganizations to be successful they need txerthe
best employees through the core staffing activityeoruitment (Darrag, Mohamed and Aziz, 2010).

Therefore, various recruitment methods are usetllfdl this purpose. Recruitment methods can bthegi
internal or external (De Cenzo and Robbins, 199it) host organizations tend to focus on three eatern
methods which are advertising, online recruitmemtl the use of employment agencies which are faand
increase the probability of recruiting talented égpes (Armstrong, 2006; Lim & Ling, 2012).

In addition, studies proved that training and depeient enhance employees’ productivity and commitme
which in turn improves a firm’s performance (Vlash@009). However, according to (De Cenzo and Rahbi
1991) conducting performance appraisals serve thrmgmrtant purposes: i) providing two-way feedback
between employees and supervisors ii) developing@raes and improving their performance iii) docatireg
employees’ performance for legal reasons. Rewasdenys usually serve several purposes which include
attracting, retaining, and motivating employeesoiZh Zhang and Montoro-Sanchez, 2011)In addition,
researchers such as (Yap, Bove and Beverland, 2008 that reward systems have a positive impact o
employee performance.

After overlooking the existing literature on HRMagtices, the researchers have constructed that pidbtices
get invaded by exotic and internal factors andigittaor indirectly invade other variables such ampkyee’s
attitude, behavior, commitment, employee-employamnection, monetary performance, employee origipati
etc. On the basis of the literature reviewed, anaive framework has been developed that shows HBM
practices are associated with perceived organizatisupport, employee attitude and behavior, affecand
normative commitment, discretionary behavior.

3. Theoretical Framework

Many researchers have proved a linkage between HRlgtices leading to enhance organizational perdoo®a
through enhanced employee outcomes. Most of tlearelser tried to show how to HRM practices influetioe
organizational performance. They have not investijdow it effects on employee selected outcomés T
paper would be tackled this aspect and focusesintipact of human resource management practices on
employee selected outcomes within the organizatid@sr research consists of total ten variables sindcare
independent such staffing, training, and develogmerrformance appraisals, compensation and rewards
motivation and maintenance they have influence fiece on four dependent variables of perceived
organizational support, employee attitudes and Wehaaffective and normative commitment, discratioy
behavior. Impact of human resource managementipeacbf the organization have some backing for the
positive relationship among human resource managemetcomes like perceived organizational support,
employee attitudes and behavior, affective and atiw® commitment, discretionary behavior particylar
improve the organizational efficiency.
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Figure 3.1: Conceptual Model and associated hypothesis

Taking a lead from the growing body of literatune HRM practices, a tentative conceptual model heenb
outlined in the figure that has been developedtasigd in this study. Under the proposed model, HiR&ttices

are treated as independent variable and employeetesg outcomes are the primary dependent variabilee
proposed model. The theoretical framework is dgyediobased on the source of human resource managemen
tenth edition, international student version, DadidDeCenzo, page -34l0 achieve the goals of this study,
several hypotheses are developed.

4, Hypothesis
Hypothesis (1) Human resource management practie®s a positive and direct impact on perceived
organizational support.

Hypothesis (2) Human resource management practiee a positive and direct impact on employee
attitude and behavior.

Hypothesis (3) Human resource management pradiaes a positive and direct impact on affective and
normative commitment.

Hypothesis (4) Human resource management pradtiaes a positive and direct impact on discretionary
behavior.

5. Objectives of the Sudy
The main goal of this study is to examine the impEfchuman resource management practices on engloye
selected outcomes viz. perceived organizationalpatp employee attitudes and behavior, affectivel an
normative commitment, discretionary behavior witthie organizations. The sub-goals included arel&sAf:
< To find the linkages between HRM practices and gigerl organizational support.
* To examine the influence of HRM practices on empogttitudes and behavior
e To explore the relationship between HRM practicesl affective and normative commitment of
organization.
« The impact of HRM practices on discretionary bebavi
e The purpose is to introduce the relationship ofvabthese independent variables first time with
dependent Variable.
e To give recommendations and suggestions to impifezy¢1RM practices.

6. M ethodology of the Sudy

The purpose of this research paper is to examm@ipact of human resource management (HRM) pescon
employee selected outcomes viz. perceived orgamiedt support (POS), employee attitudes and behavio
affective and normative commitment, discretionarghdvior within the organizations. The structured
questionnaires were used to get the sufficientrinédion. However, this questionnaire is compose®bf
questions that personate all the variables of phiger. In this study as a researcher had beenapmeklthe
research tool that comprises of five points likecale questions (where 5= Strongly Agree, 4= Agfee,
Undecided, 2= Disagree, 1= Strongly Disagree) tiheyathe respondents view of a few important issires
order to experiment four (4) hypotheses and achikeebjectives of this research structured questioe had
been applied to gather primary data for analysib iaterpretation. However, a random sample (n=1083%
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selected with 120 questionnaires that were digiihiand back to ensure high response rate of 83.38%
guestionnaire contained the two sections: the 8esttion was designed to gather the informatiorutlioe
respondent’s personal background. In the secorttbeeaf the questionnaire, the respondents weredskout
salient features of company that practiced. Theasixine items have been tested as a measure deffendent
variables and the four variables are taken as ¢pemtient variables. The correlation was used wstigate the
relationship between variables. Multiple regressiovere also used to investigate the impact of iaddpnt
variables on dependent variables. Data were ardlyts®@ugh SPSS-16. At SPSS, we compute frequencies,
descriptive analysis, reliability, and correlatiand at the end, we run regression; we analyze msademary,
ANOVA, coefficient analysis and measurement modehélices.

7. Data Analysis and Resear ch Findings

7.1 Respondents Socio-demogr aphic Char acteristics

At the table exhibit socio-demographic featureshefrespondent who had participated in the sutvéy.found
that 99% of respondents are male and only 1% o thee female, included them 73% are married and 2%
unmarried. Moreover, the respondents who were satrfieir spouse was working near about 33%. In this
survey most of the respondents are doing the maiahgeb and had gotten the direct mode of appoanm
almost one- third of the total respondents belang3-40 years of age groups. However, 60% of tapaedents
had their educational background is Master’s degrdg 32% of them are doing permanent jobs, 44%daeg
contractual and some of them are engaged withettientcal job. Majority of the respondents at managyet
level has more than 5 years of corporate job egpees.

7.2 Reliability
Reliability analysis is related to the assessmétti@degree of consistency between multiple measents of a
variable and could be measured by Cronbach alpké#ficent and composite reliability (Hagt al., 2010).
Furthermore, some scholars (Bagozzi, Yi and PHillip991) suggested that the values of all indisator
dimensional scales should be above the recommeraded of 0.60. Consequently, according to the aliests,
all the research constructs in this study are cemed reliable.
Table 1: Reliability Statistics
Reliability Satistics
Cronbach's Alpha N of Items
0.846 91

According to this paper, reliability of the item tife variable is measured by cronbach’s alphahis paper,
there are four variables names as perceived om@#@mial support, employee attitude and behavifectife and
normative behavior and discretionary behavior. Gemt alpha values were calculated over 0.80 fothall
variables, which shows there is reliability in ftem of the variable.

The scale that we used in our study is reliabledfita analysis. The internal consistency of thesmeais good
and reliable because the cronbach’s alpha valu8.i5 we get the results of inter-item (perceiveghaizational
support, employee attitude and behavior, affectiwel normative behavior and discretionary behaviodt a
dependent variable (human resource managemenigasjct

The calculated values of cronbach’s alpha are givgable. The Cronbach’s alpha values that are twea=1.0

is considered more significant and value thatss aam=0.6 is insignificant. We measured the human resour
management practices (cement company) througlreliffétems and the value of cronbach’s alpha=8.846.
This value is very close t@=1.0. We measured the perceived organizational@tipprough several items and
the cronbach’s alpha value 450.827, employee attitude and behavior was meagthredgh the many items
and the cronbach’s alpha value is 0.831 which gmiicant. We also measured the affective and ntwma
behavior with more items and value of cronbachihalisa=0.831 that is reliable.
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7.3 Correlations
7.3.1 Relationship of perceived organizational support with recruitment and selection, training and

development, perfor mance appraisals, compensation and rewards, motivation and maintenance

Table 2: Relationship of perceived organizational suppati wecruitment and selection, training and

development, performance appraisals, compensatidmeavards, motivation and maintenance

ST TD PA CR MV MT
Pearson Correlation 267 588" 558" 407 881" 535"
POS Sig. (2-tailed) .007 .000 .000 .000 .000 .000
N 100 100 100 100 100 100

*. Correlation is significant at the 0.05 levelt@led).
**Correlation is significant at the 0.01 level (2iled).

The results revealed that a significant positiviatienship between perceived organizational supeord
recruitment and selection (r = 0.267, p<0.01), piexd organizational support and training and dgwslent (r
= 0.588, p<0.01), perceived organizational suppod performance appraisals (r = 0.558, p<0.01);qrezd
organizational support and compensation and reward®9.407, p<0.01), perceived organizational suppmnd
motivation (r = 0.881, p<0.01), perceived organaal support and maintenance (r = 0.535, p<0.Digrefore,

the hypothesi$i, is accepted that states the human resource managenaetices have a positive and direct

impact on perceived organizational support in stigly.

7.3.2 Relationship of employee attitudes and behavior with recruitment and selection, training and

development, perfor mance appraisals, compensation and rewar ds, motivation and maintenance

Table 3: Relationship of employee attitudes and behavith vécruitment and selection, training and

development, performance appraisals, compensatidmeavards, motivation and maintenance

ST TD PA CR MV MT
Pearson Correlation 329 57T 5707 317 817 .389"

EAB Sig. (2-tailed) .001 .000 .000 .001 .000 .000
N 100 100 100 100 100 100

*, Correlation is significant at the 0.05 levelt@led).
**Correlation is significant at the 0.01 level (@ied).

The results revealed that a significant positiviatienship between employee attitudes and behaarat
recruitment and selection (r = 0.329, p<0.01), @ypé attitudes and behavior and training and dewedmt (r =
0.571, p<0.01), employee attitudes and behavior @erdormance appraisals (r = 0.570, p<0.01), engdoy
attitudes and behavior and compensation and reward$.317, p<0.01), employee attitudes and beraand
motivation (r = 0.812, p<0.01), employee attitudaesd behavior and maintenance (r = 0.389, p<0.(igréfore,

the hypothesidi, is accepted that states the human resource managenaetices has a positive and direct

impact on employee attitudes and behavior in thidys

7.3.3 Relationship of affective and normative commitment with recruitment and selection, training and

development, perfor mance appraisals, compensation and rewar ds, motivation and maintenance

Table 4: Relationship of affective and normative commitmwith recruitment and selection, training and
development, performance appraisals, compensatidmeavards, motivation and maintenance

ST TD PA CR MV MT
Pearson Correlation .094 508" .300" 186" 547" 229
ANC Sig. (2-tailed) .353 .000 .002 .064 .000 .022
N 100 100 100 100 100 100

*, Correlation is significant at the 0.05 level tgled).
**Correlation is significant at the 0.01 level (2ied).

The results revealed that a significant positiiatienship between affective and normative committrend
recruitment and selection (r =
development (r = 0.508, p<0.01), affective and radime commitment and performance appraisals (r30@.
p<0.01), affective and normative commitment and pensation and rewards (r = 0.186, p>0.01), affectind
normative commitment and motivation (r

0.542, 40, affective and normative commitment and
maintenance (r = 0.229, p>0.01). Therefore, theothgsisH; is not rejected that states the human resource

0.094, p>0.01), ciife and normative commitment and training and

management practices have a positive and direcdtgn affective and normative commitment in thislg.
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7.3.4 Relationship of discretionary behavior with recruitment and selection, training and development,
performance appraisals, compensation and rewar ds, motivation and maintenance

Table 5: Relationship of discretionary behavior with retmgnt and selection, training and development,
performance appraisals, compensation and rewaimtsyation and maintenance

ST TD PA CR MV MT
Pearson Correlation .263 629 642" 3017 856 378
DB Sig. (2-tailed) .008 .000 .000 .002 .000 .000
N 100 100 100 100 100 100

*, Correlation is significant at the 0.05 level tgled).
**Correlation is significant at the 0.01 level (2ied).

The results revealed that a significant positivatienship between discretionary behavior and riement and

selection (r =

0.263, p<0.01), discretionary bebavand training and development (r =

0.629, p<Q.01)

discretionary behavior and performance appraisatsQ(642, p<0.01), discretionary behavior and cengation
and rewards (r = 0.301, p<0.01) discretionary ba&imagnd motivation (r = 0.856, p<0.01), discretipna

behavior and maintenance (r = 0.378, p<0.01). Toerethe hypothesisl,is accepted that states the human

resource management practices have a positiveigat tnpact on discretionary behavior in this stud

7.4 Regression Analysis

741 Impact of recruitment and selection, training and development, performance appraisals,
compensation and rewar ds, motivation and maintenance on perceived or ganizational support

Table 6: Impact of recruitment and selection, training degielopment, performance appraisals, compensation

and rewards, motivation and maintenance on perdavganizational support

R R Square | Adjusted R Square | Sandard Error of the Estimates F Sig

0.918 0.839 0.829 0.607 81.012 .000
Beta t Sig

(Constant) -.619
Recruitment and Selection (ST) -.018 -.381 .704
Training and Development (TD) 131 2.302 .024
Performance Appraisals (PA) .103 1.871 .065
Compensation and Rewards (CR) 115 2.382 .019
Motivation (MV) .649 9.865 .000
Maintenance (MT) .230 4.579 .000
f. Predictors: (Constant), ST, TD, PA, CR, MV, MT
g. Dependent Variable: POS

The result of the table revealed a statisticalynsicant impact of recruitment and selection, rirag and

development, performance appraisals, compensatidnrewards, motivation and maintenance on perceived

organizational support. The result shows that alrB8s9% of the variation in perceived organizaticagpport

could be attributed to recruitment and selectiorgining and development, performance appraisals,

compensation and rewards, motivation and maintenaviotivation was proved to be the strongest ptedicof
perceived organizational support followed by retngint and selection, training and development,goerénce

appraisals, compensation and rewards and

maintenanc
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7.4.2 Impact of recruitment and selection, training and development, performance appraisals,
compensation and rewar ds, motivation and maintenance on employee attitudes and behavior

Table 7: Impact of recruitment and selection, training deglelopment, performance appraisals, compensation
and rewards, motivation and maintenance on emplagtgedes and behavior

R R Square | Adjusted R Square | Sandard Error of the Estimates F Sig

0.841 0.707 0.688 0.831 37.426 .000
Beta t Sig

(Constant) =277
Recruitment and Selection (ST) .101 1.615 .110
Training and Development (TD) .162 2.087 .040
Performance Appraisals (PA) 177 2.345 .021
Compensation and Rewards (CR) .038 .578 .565
Motivation (MV) .592 6.572 .000
Maintenance (MT) .062 .902 .369
f. Predictors: (Constant), ST, TD, PA, CR, MV, MT
g. Dependent Variable: EAB

The result of the table revealed a statisticalynsicant impact of recruitment and selection, rirag and
development, performance appraisals, compensatidnrewards, motivation and maintenance on employee
attitudes and behavior. The result shows that &lii@s7% of the variation in on employee attitudesl a
behavior could be attributed to recruitment anda@n, training and development, performance dpais
compensation and rewards, motivation and maintanaAgain, motivation was proved to be the strongest
predictors of employee attitudes and behavior fadld by recruitment and selection, training and tguaent,

performance appraisals, compensation and rewadimamtenance.

7.4.3 Impact of recruitment and selection, training and development, performance appraisals,
compensation and rewar ds, motivation and maintenance on affective and nor mative commitment

Table 8: Impact of recruitment and selection, training degtlelopment, performance appraisals, compensation
and rewards, motivation and maintenance on affeetid normative commitment

R R Square | Adjusted R Square | Sandard Error of the Estimates F Sig

0.597 0.356 0.314 0.987 8.564 .000
Beta t Sig

(Constant) 1.541
Recruitment and Selection (ST) -.048 -.643 .522
Training and Development (TD) .265 2.877 .005
Performance Appraisals (PA) -.020 -.228 .820
Compensation and Rewards (CR) .049 .626 .533
Motivation (MV) .305 2.851 .005
Maintenance (MT) .002 .020 .984
f. Predictors: (Constant), ST, TD, PA, CR, MV, MT
g. Dependent Variable: ANC

The result of the table revealed a statisticallyndicant impact of recruitment and selection, rirag and
development, performance appraisals, compensatidirewards, motivation and maintenance on affecive
normative commitment. The result shows that alnB%6% of the variation in on affective and normativ
commitment could be attributed to recruitment aglécion, training and development, performancaapals,
compensation and rewards, motivation and maintemaficaining and development was proved to be the
strongest predictors of affective and normative eatment followed by recruitment and selection, perfance
appraisals, compensation and rewards, motivatidrMaintenance.
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744 Impact of recruitment and selection, training and development, performance appraisals,
compensation and rewar ds, motivation and maintenance on discretionary behavior

Table 9: Impact of recruitment and selection, training deglelopment, performance appraisals, compensation
and rewards, motivation and maintenance on disaraty behavior

R R Square | Adjusted R Square | Sandard Error of the Estimates F Sig

0.893 0.798 0.785 0.668 61.069 .000
Beta t Sig

(Constant) -.318
Recruitment and Selection (ST) .016 313 .755
Training and Development (TD) .189 3.036 .003
Performance Appraisals (PA) .245 4.052 .000
Compensation and Rewards (CR) .017 .322 .748
Motivation (MV) .602 8.310 .000
Maintenance (MT) .031 .563 .575
f. Predictors: (Constant), ST, TD, PA, CR, MV, MT
g. Dependent Variable: DB

The result of the table revealed a statisticaliynsicant impact of recruitment and selection, rirag and
development, performance appraisals, compensatidrrewards, motivation and maintenance on disaratip
behavior. The result shows that almost 79.8% ofvtivétion in on discretionary behavior could beilbtited to
recruitment and selection, training and developmem®rformance appraisals, compensation and rewards,
motivation and maintenance. Furthermore, motivatias proved to be the strongest predictors of eigmrary
behavior (DB) followed by recruitment and selectidraining and development, performance appraisals,
compensation and rewards, and maintenance.

7.5 Measurement M odel
Indeed, the outcomes of the measurement model resemed in table encapsulates the standardizeédr fac
loadings, measures of reliabilities and validity fiee final measurement model. The table demorstdifferent
types of the goodness of fit indices in assesdiig dtudy initial specified model. It shows thae tresearch
constructs fit the data according to the absolutdehfit measures, comprising chi-square per degféeedom

ratio (x2/df).

Table 10: Measurement model fit indices

Model

X2

df

P-value

X2 /df

Final Model

215.897

45

0.000

4.7977111

Therefore, the measurement model was modified andved a better fit to the data (as shown in Talitey.
instance, x?/df did change for the final model,itaded better fit to the data after removing the lactor
loading items. Above calculation shows that infihal model value of KMO of sampling adequacy isrsnthan
0.50 that is significantly measured and acceptaiwdel fit indices. Furthermore, the researcher& ioto the
standardized regression weights for the reseadgrisonstrators and found that some demonstrators thaa
loading towards the latent variables. Moreovergeiboth items did not assemble the minimum recondiedn
value of factor loadings of 0.50 (Newkirk and Legtei2006) and because the elementary fit indicas Viethe
sample data, then they were removed and excluded fiuirther analysis.

7.6 Summary of proposed resultsfor the theoretical model
Following the four-phase of technique, the measerénmodel results were used to test the structamalel,
including paths representing the proposed assongtimong research constructs. Furthermore, irr ¢odiest
the structural model, it is essential to inquireithe statistical significance of the measuringression weights
(i.e. t-value) of the research hypotheses (i.eptth estimations) at 0.05 level (see-Table); &edcbefficient of
determination (R?) for the research endogenousiblas as well, convey that the model tolerate ausoior the
variation of the mentioned model.
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Table 11: Summary of proposed results for the theoreticadeho

Hypothesis Research Confidence | Coefficient t-Value p-Value H1
Proposed Path Interval Value (Supported)
H, HRMP— POS 95% -0.619 -2.521 .000 Supported
H, HRMP—EAB 95% -0.277 -0.842 .060 Supported
Hs HRMP—ANC 95% 1.541 3.863 .000 Supported
H, HRMP—DB 95% -0.318 -1.178 .060 Supported
Linkage Hypothesis Output
Human resource Output (1): As the p-value is less than 0.01(intdide), so we
management practices | accept the alternative hypotheses along with calirefuthat
have a positive and dire¢tthere is a significant association between humasoue
Linkage (1) | H; | impact on perceived management practices (staffing, training and demabmt,
organizational support. | performance appraisals, compensation and rewams$/ation
and maintenance) and perceived organizational stippo
Human resource Output (2): As the p-value is less than 0.01(intdtde), so we
management practices | accept the alternative hypotheses along with calirefuthat
have a positive and dire¢tthere is a significant association between humasouee
Linkage(2) | H, | impact on employee management practices (staffing, training and demabémt,
attitude and behavior. performance appraisals, compensation and rewamti/ation
and maintenance) and employee attitude and behavior
Human resource Output (3): As the p-value is less than 0.01(intdide), so we
management practices | accept the alternative hypotheses along with caliruthat
have a positive and directthere is a significant association between humaouree
Linkage (3) | Hz | impact on affective and | management practices (staffing, training and deraént,
normative commitment. | performance appraisals, compensation and rewama$/ation
and maintenance) and affective and normative comernit.
Human resource Output (4): As the p-value is less than 0.01(intdtde), so we
management practices | accept the alternative hypotheses and concludethibeg is a
Linkage (4) | H4 | have a positive and direc¢tsignificant association between human resource geanant

impact on discretionary
behavior.

practices (staffing, training and development, @enfance
appraisals, compensation and rewards, motivatiord
maintenance) and discretionary behavior.

8. Conclusions and Recommendations
The objectives of this research was to investighte impact of recruitment and selection, trainingd a
development, performance appraisals, compensatidnrewards, motivation and maintenance on perceived
organizational support, employee attitudes and\iehaaffective and normative commitment and ditoreary
behavior. Based on the findings of this study, tuisclusion was reached. The result of the coroglahowed a
significant relationship of HRMP (ST, TD, PA, CR,Wland MT) with perceived organizational support,
employee attitudes and behavior, affective and ati® commitment and discretionary behavior. Thaulteof
the multiple regressions revealed a statisticatipiicant influence on its selected outcomes (PBSB, ANC,
and DB). It is clearly evident from the findingsnmbuded that human resource management practicethba

direct relationship with perceived organizationalpgort, employee attitude and behavior, affectivel a

normative commitment, discretionary behavibhnis study recommends to motivation practices awhbse of it
leads more positive outcomes that relating to humesource management practices. Motivation (MV) was
proved to be the strongest predictors among ofegderd organizational support (POS = 9.865, p <).01

employee attitudes and behavior (EAB = 6.572, p.&l)) discretionary behavior (DB = 8.310, p < 0.01)
followed by recruitment and selection, training aselvelopment, performance appraisals, compensatioh
rewards and maintenance. Also, this study recommémdraining and development as practices morausec
of it exponent more outcomes in order to humanwesmanagement practices. Training and developmast
proved to be the strongest predictors of affecind normative commitmenAs a result, it is recommended that

study also brought about the emphasis on the presand appearance of HR internal experts within the
organizations which helps to improve the implemtaiteof effective HR practices.
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9. Limitations and Discussion for Further Researchers

The results of this study show the direct and pasitelationship between human resource management
practices and perceived organizational support, l&yep attitude and behavior, affective and norneativ
commitment, discretionary behavior. A quantitatteehnique (questionnaire) was used as the mainaueth
collect the data this might be considered as adiimin of this study.

More qualitative techniques are recommended todeel o get more accurate data and results to acliev
goals and objectives of this study. Future reseéiah focuses on more than one industry is recordetrio
overcome the issue of generalization. This reselaasHimitations and consequently recommendationfuture
studies. Then, another limitation is that the pmedimdings are therefore indicative rather thamatosive. It
would be useful to further assess the generalinalwf the HRMP to other business environments sash
American, European and Asian countries. Moreoveth wnore explicative and creative research, a more
comprehensive conceptual framework related to HRItigs and practices can be developed in the éutur
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