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Abstract 

The present study seeks to examine the effectiveness of the practices of Human Resources (HR) on the 

performance of employees. It explores how job embeddedness and organizational commitment can have a 

mediation effect on the relation between the HR practices and staff’s performance. Moreover, this study discusses 

several dimensions of Human Resources Management System (HRMS) such as recruitment, involvement, 

performance appraisal, compensation, and training. Furthermore, task performance, the efficiency of work and 

creativity were taken as dimensions of Employee Performance. Data were collected through questionnaires from 

the participants. The study’s population consisted of 503 employees holding different positions in various sectors. 

Several results were reached by the study, the most significant of which is the finding that there is a positive 

relationship between the HRMS and Employee Performance. It was also deduced that an indirect partial mediation 

effect exists between HRMS and Employee Performance through both job embeddedness and organizational 

commitment. 
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1. Introduction 
The value of human resource management for competitive advantage has been accentuated by international 

competition, globalization, innovation and technical advances. Human capital has become more important than 

ever before. It has become even more important than modern technology and material resources. The evolving 

nature of the job, particularly the technical, operational, and competitive innovations, has meant that companies 

will still struggle to attract and maintain a sufficient supply of qualified labor market (Allui & Sahni, 2016). 

Oladipo (2011) maintains that having the appropriate resources at the right place and the right time is what 

guarantees both the success and sustainability of an organization. Both innovative administrators and technology 

experts represent a main source of competitive advantage. Therefore, at a time of exponential technological growth, 

it is only the human capital that can play a significant role in all firms' success or failure (Oladipo, 2011). 

Furthermore, the human element is considered one of the company's key components which must be improved to 

accomplish the best for it, thereby helping to achieve its goals. The organization does not work efficiently and 

successfully without taking into careful consideration the human capital and making sacrifices such as spending 

money and time to select the best (Qatawneh & Mobaideen, 2017). According to Holtom (2016), employees are 

the most critical component of an organization and they are one of the capitals which each business manages. The 

human resources department is responsible for employing and training the company’s staff. They are often 

responsible for using their technical expertise to identify employees’ points of strength, calculate salaries, and 

resolve problems resulting from employees’ complaints. In fact, they ensure the staff feel happy when striving to 

achieve good results and maintain high quality. 

Hassan (2016) maintains that there are some HR practices which play a crucial role in enhancing the 

performance of tasks. They include compensation, staff appraisals, training, career development, and employee’s 

involvement. Furthermore, several other studies that examined the role of HR practices on performance, such as 

Mahadevan and Mohamed (2014) and Munjuri (2011), suggest that it is important to continue improving these 

practices to improve employees’ performance in an organization. Also, research conducted by Kehoe and Wright 

(2013) shows that HR practices make positive contribution to the success of the workforce.  So, many companies 

that have long-term goals typically make an effort to re-examine how to handle their human capitals. This is known 

as the human resource management (HRM) which is a concept that indicates how these organizations attach great 

importance to the management of their human resources (Tabouli et al., 2016). 
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The following section investigates the effect of   HRM strategy on employees’ performance through both job 

embeddedness and organizational commitment. 

 

2. Review of Literature  

2.1 Human Resource Management Strategies (HRMS): 

One of the major developments taking place in organizations over the recent years is the increasing importance 

attached to human resources. In recent years, organizations have paid significant attention to human resource 

practices because they set the regulations governing the duties of employees who are the main driving force in 

organizational success (Ekwoaba, Ikeije, & Ufoma, 2015). 

The HRM represents a crucial source of sustainable competitiveness since it can lead to the improvement of 

companies’ capabilities (Caliskan, 2010). Additionally, Caliskan (2010) deduced that the manner in which an 

entity handles its human resources has a direct impact on the success of the organization. According to Mahapatro 

(2010), human resource management approaches have adopted HRM practices to improve employees’ 

productivity by improving departmental human resource productivity. Generally, human resources departments 

are responsible for developing, maintaining, and retaining qualified workers to effectively and efficiently achieve 

the objectives of both the company and the individuals through the HR management (Mahapatro, 2010). According 

to Alta'an (2013), the effect of HRM on strategic success can strongly influence the relationship between HRM 

strategies and strategic success.  The selection strategy and the training and development strategy ranked first in 

terms of value. At the second position came the quality evaluation strategy. The third position was occupied by 

the role review strategy. Furthermore, the study proposed various guidelines such as the necessity to develop 

interest in the techniques aiming at handling human resources. 

 

2.2 Involvement: 

Coch and French (1949) are considered pioneers in the study of employees’ participation in the workplace. They 

raised the issue of productivity and performance, believing there is a relationship between employees’ involvement 

in decision making on the one hand and achievement in work, such as rising job satisfaction and productivity, on 

the other hand. Furthermore, participation in the decision-making process meets the needs of workers thereby 

improving morale and efficiency at the workplace. 

Employees’ involvement refers to the degree to which employees are engaged in and committed to the 

organization they work in and its values (Anitha, 2014). People usually perform their job duties and at the same 

time engage physically, cognitively, and emotionally at the workplace. This eventually renders the company more 

intellectually and emotionally connected. As such, employees become able to understand the goals of the company 

and its values (Anitha, 2014). 

Performance management fulfills several significant purposes. Dajani (2015) maintains that employees’ 

involvement positively affects employees’ performance. The same point of view is emphasized by Kanten and 

Sadullah (2012) who argue that there are indications that work involvement is positively relevant to job 

performance. A study carried out by Darwish and Singh (2013) deduced that employees’ performance is dependent 

on their involvement since companies can enhance a high degree of employees’ engagement by developing 

performance management. Thus, a higher level of employees’ performance enables people to give their maximum 

potential in carrying out their work duties thereby improving the central responsibility for the job. 

The study conducted by Dajani (2015) emphasized the significance of the role of the managers who inspire 

workers and enhance their engagement. Furthermore, the research illustrated that employees’ engagement is 

considered a positive attitude towards the organization and its employee-centered work culture. 

 

2.3 Performance Appraisal: 
Performance appraisals offer an important means to present documented data about the performance of employees. 

Accordingly, these appraisals help identify ongoing employment, bonuses, payments, promotion, and pay 

increases and help improve communication between managers and staff (Ayalew, 2019).  

Performance evaluation refers to the systematic evaluation of employees’ performance when it comes to the 

fulfilment of their job duties. This type of assessment aims to promote motivation and self-esteem among 

employees (Hassan, 2016). Wan et al. (2002) confirmed that value-based performance assessment enhances 

employees’ motivation and commitment, with a significant impact on organizational performance. The key to the 

organization's success is the willingness of its employees to perform an extra (additional) role and its role in 

developing the employees’ sense of satisfaction while retaining them. 

The primary objective of the performance evaluation process is to collect accurate and concrete information 

about the results and actions of individuals (Maazouzi, 2019). Above all, Maazouzi (2019) argued that perceived 

employee performance reflects the common belief of the employees regarding both their attitudes and efforts 

aiming at fulfilling the organization's goals. In addition, the process of assessing performance needs to be based 

on achieving certain goals. 
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2.4 Compensation and Rewards: 

Reward processes focus on reward strategies and philosophies, and they include arrangements in the form of 

activities, core values, policies, and processes. They are managed and designed to deliver and maintain suitable 

types and levels of pay benefits and other kinds of reward (Amanuel, 2017). According to Armstrong (2009), the 

plan for reward management could describe the advantages of reward management according to the organization's 

purpose. Also, the strategy of reward should be connected to the organization's business strategies. In order for the 

business to remain operational, its business strategies should be linked to the reward strategies adopted.  

Mathis and Jackson (2010) mentioned that intrinsic incentives may include rewards for completing a project 

or achieving performance goals. They further stated that many kinds of compensation, both psychological and 

social, often represent inherent types of incentives. Extrinsic rewards are measurable and take monetary and non-

monetary forms. Direct pay is one concrete aspect of an incentive system, whereby the employer offers monetary 

rewards for the work done and the performance results accomplished. Njanja (2013) argued that a compensation 

strategy is necessary for every organization in this era of a competitive and dynamic market. As long as 

compensation and rewards strategy significantly influence the company’s performance, organizations should be 

aware of the association between rewards and performance by applying performance management programs. 

Furthermore, Njanja (2013) stated that the effective reward systems should be centered on improving employees’ 

performance. 

 

2.5 Employee Training and Development: 

Akter (2016) defines employee training as a learning process that seeks to change the skills, behavior, knowledge, 

and attitudes of workers. Training is vital in enabling workers to use modern techniques and strategies to perform 

their daily functions. This training helps employees develop their skills and enrich their knowledge to be able to 

perform their work duties in new environments (Akter, 2016). Employees’ development refers to a set of activities 

that lead to the acquisition of new skills and knowledge and it enhances employees’ capabilities (Maimuna & 

Rashad, 2013). 

Training and development are crucial for the organization as they have a strong effect on the effectiveness 

and performance of the organization (Ganesh & Indradevi, 2015). Thus, it is necessary that organizations create 

effective training programs that promote the long-term success of the firm. According to Ganesh and Indradevi 

(2015), a clear understanding of a company’s policies, goals, job functions, and philosophy through training 

increases productivity. Based on Ganesh and Indradevi (2015), technical and behavioral training boosts employees’ 

confidence. In order for training and development to be effective, employees need to be closely involved in the 

organization. The study conducted by Alemayehu (2017) showed that employees had had an average level of 

performance because they were not satisfied with the current structure and implementation of the training program. 

According to the study’s findings, there is a clear linear correlation between the performance of employees and 

the design and implementation of training programs in terms of the improvement of workers’ capabilities, 

knowledge, and skills. 

Mahapatro (2010) mentioned that the human resources management department of an organization should be 

involved in employee training and development to gain several benefits, such as the increase of employees’ 

engagement, job satisfaction, employees’ morale, capacity to adopt new technology and processes, operation 

performance, as well as their productivity and creativity. As a result, workers become more knowledgeable, more 

efficient, more productive, and highly motivated. 

 

2.6 Relationship between HRM Practices and Employees’ Performance:  

Several studies investigating the relationship between HRM activities and employees’ performance have been 

published by many researchers such as Arthur (1994), Huselid (1995), and Guest (1997). Carried out in various 

sectors and in different countries, these studies revealed that there is an important impact of HRM activities on 

employees’ success. Furthermore, there is a direct relationship between employees’ productivity and the 

company's results. Successful companies consider HRM activities to be a key factor that directly affects employees’ 

output. 

 

2.7 Organizational Commitment and Dimension: 

Fulmer et al. (2003) suggested that commitment-based HR activities create an internal social climate that motivates 

workers to act in the best interests of their company rather than in their own individual interests. This perspective 

is closely aligned with the Strategic Human Resources Management research which indicates that commitment-

based HR strategies have an impact on company’s success since they can develop an operational atmosphere that 

creates workplace attitudes and skills that lead to a strong competitive advantage (Gardner, Van, & Pierce, 2004). 

Meyer and Herscovitch (2001) discussed a recent review of literature addressing commitment and proposed 

that affective commitment is more related to a wider variety of outcomes and to any measure of results than to 

continuous or normative commitments. Meyer and Allen (1984) were the first to distinguish between affective and 
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continuance commitment. They proposed that affective commitment means personal commitment and 

participation in the organization whereas continuance commitment refers to employees’ willingness to continue 

working for the organization. Normative commitment refers to an implicit obligation to remain in an organization. 

Therefore, commitment can be measured by studying the affective commitment. According to Afroz et 

al.  (2013), affective commitment measures commitment through employees’ emotional attachment to an 

organization. When employees feel they are emotionally connected to the company, they are becoming affectively 

committed. Moreover, the study clarified that affective commitment influences personal behaviors as well as work 

experience. In addition, this type of commitment measures the level of general commitment of employees. 

Furthermore, workers who are emotionally attached to an organization will be happy at work and will feel 

they are part of it. Mercurio (2015) argued that affective commitment is linked to job satisfaction. This study 

further deduced that good performance originates from the emotional attachment that drives employees to work 

hard. As a result, affective commitment can be used to measure employees’ commitment. Thus, the important 

impact of affective commitment indicates its fruitful outcome. 

On the other hand, the lack of affective commitment means that employees are not committed, which 

consequently impairs performance. Vandenberghe et al. (2004) maintained that when employees invest mentally, 

emotionally, and physically, their focus is centered on achieving the organizational goals. In addition, affective 

commitment is strongly correlated with turnover and performance; so, there is a significant relationship between 

affective commitment and individual and group performance in the workplace. 

According to Jaiswal and Dhar (2017), affective commitment acts as a mediator between employee 

innovation and human resources. Moreover, affective commitment enhances understanding of the impact of HR 

practices on the level of commitment and provides evidence for the mediation of commitment between these 

practices and employees’ productivity. 

 

2.8 Job Embeddedness and Dimensions: 

In sociology, the term "embeddedness" was used to describe the mechanism by which social ties affect and limit 

economic activity (Granovetter, 1985; Uzzi, 1996 & 1997). According to Terencer, Brooks, & Thomas (2001), 

job embeddedness is the degree at which employees are stuck in the organizations. It is a key factor in 

understanding why people might want to stay in their jobs. The findings show that work embeddedness predicts 

the main outcomes of both intents to leave and volunteer turnover and explains substantial incremental variation 

over and above employee satisfaction, organizational engagement, work alternatives and employees’ quest 

(Terencer, Brooks, & Thomas, 2001). The level at which employees are stuck in the organization can be measured 

based on three concepts. The measurement could be links, fit, and sacrifice to the organization. 

 

3. Recommendations and Future Research 

As for the recommendations, the researcher suggested that a system of human resources strategy in organizations 

must be developed to upgrade the policies and procedures related to the selection, recruitment, compensation, and 

training of employees. Furthermore, a convenient work environment needs to be available to help increase 

employees’ morale and appreciate respect between managers and employees in order to carry out their work in 

compliance with the required standards and parameters. The researcher further recommends that all decision 

makers in human resource management pay more attention to employee-related policies and practices resulting in 

employees’ performance development. 

As for the future studies on this topic, researchers can use multiple sources and tools to collect data and do 

not depend on one tool. Also, further experiments with larger samples may also be carried out. Additionally, 

researchers can also discuss several dimensions related to employees’ performance, such as extra-role employee 

performance behaviors or organizational environment which can be taken into account. Thus, researchers would 

extend the study to increase the independent variables to ensure the results are more accurate and credible. In 

addition, future researchers can use other mediator variables to discuss the relationship between managing human 

resources and performing employees. 

 

4. Conclusion 
The present study has highlighted the impact of human resources management strategy on employees’ performance 

by measuring the role of job embeddedness and organizational commitment. The results revealed that HRM 

practices strongly affect task performance. That is, the HRM practices have a positive relationship with employees’ 

performance. So, it can also directly improve employees’ task performance. Better HR practices would result in 

better employees’ performance. Furthermore, job embeddedness and organizational commitment can dynamically 

play a role as mediating variables for HR practices and strongly affect performance. The results can offer help in 

understanding the necessity of adopting and applying effective HR practices with the aim to give outstanding 

performance. Eventually, the researcher recommends that investment in human capital is necessary for continuous 

innovation and creativity in the organization. Thus, this type of investments will ensure an organization's long-
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term survival and growth. 
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