CHAPTER 2

¥
LITERATURE REVIEW *
N3

2.1 Introduction

This chapter describes the literature review rela Cis 1tudy. The First

Chapter explained the concept of Human Resource agemen ) and its
oy

practices (recruitment and selection, career develo , training (fsv;e@ment,

performance appraisals and compensation). Fhi pter fevi the.literature to

support the link between Organizational Lew ultwi an RM)@Yaaer-Member
Exchange and (HRM) and (HRM) an bisfaction. cha@ﬁgbriefly describes

the research framework of this stud \T ,<\
S
2.2 The concept of Human R%Manggem t-(HRQc?
N &)
racted e

Resource Managemeni;H ) hls r@us attention, and HRM aims

to integrate all the pers ctions into niﬁe@fategy. Furthermore, it dealt with
4 $ &

employees as indivituals by@ theié(f.i.les and job-related activities. On the

other hand, it C(&d th i 'ganieéﬁfn as a focal point for analysis (Masood,
¢
2010). Ac to JAyesh (2612Q§gnd Masood (2010), Human Resources
N
Management 1§ a cuiti imperative organisational function. This function is

clasa',LAinto recruitment, ¢ @énsation, development related to the organization,
S \,motivation of employees, benefit wellness, communication and training,
erformance management and all other activities associated with the organisation's goal

chievement.
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Boselie & Harten (2021) point out that HRM involves management decisions
related to policies and practices that shape the employment relationship and?ﬂo
achieve specific goals. These goals concern performance goals defined a@ured
in multiple ways. These goals are bundled into a multidimensio formance
construct. Performance is not only regarded as organizational effectivengss (that reflects
financial performance indicators and productivity measures, OMCE) but also as

creating employee well-being (reflected in satisfied and healthy.e onfes) and societal

well-being (e.g. an organization’s impact on society). \d
X
the concept of '—If\ﬂl}other

ailed Below; \Y

pnﬂces f ma@&; people in
organizations to maximize employee pwace to mee obj@es of the business

owners. (,) >\y$ A

N
While Rao (2010) d&%RM Qs a axegiccgc?d coherent approach to

In addition to the previous discussion relate
researchers have defined HRM in different wa

Cerdin, et al. (2018) define HR

managing an organization’s_mos aluI ssets, it reE o0 the people working in an

organization who indivi and collectiveely' ce@ibute to the achievement of the
4 &

'3
objectives of the b *@ ' 8 %
Human &u ma IS dec;%d as a strategic and coherent approach to

!
¢
managing an organization’s St Vaél-lcjt? assets — the people working there who

N
individn% collgctive ?ontrib&to achieving its objectives (Fahim, 2019).
Aﬁrmstrong, 2006) bel@s’ that HRM can be regarded as a ‘set of interrelated

p %with an ideological and philosophical underpinning’. He suggests four aspects
G onstitute the meaningful version of HRM:
i.  aparticular constellation of beliefs and assumptions;
ii.  astrategic thrust informing decisions about people management;

22



iii.  the central involvement of line managers; and

iv.  reliance upon a set of ‘levers’ to shape the employment relationship.

People are employed, managed and developed in organizati BRM
originated in the 1980s as a philosophy on how people should be addr It replaced
the term personnel management. Human resources include peoplesw dge, skills,

networks and energies and, underpinning them, their phy5|cal a otional health,

intellectual capabilities, personalities and motivations (Gul‘llat, 2018).

'

Furthermore, Mondy et al. (2005) defined HR@NQI dwo achieve
organizational objectives. In addition, Noe et a% argued HR ’efe\ the
policies, practices, and systems that influen oyee [Behavigur, %ﬁlﬂdes and

desc@&. HRM as a
@E with how the

performance. At the same time, Armstrom\&, yI

strategic and coherent approach to&

>
(=]
ie]
(99}
O

organization's goals are achieved throu h its h r Ieéhrough integrated HR
R q

strategies, policies, and practlc @ QG

2.3 Importance of Human Res ce ent A

\di\ nsmn(%fe importance of Human Resources

um NiRGSOUI'CES Management was a cornerstone

was concerned Wlt

& =
Human Resourges gement waslanle ial part of the organization that
e emplo

Management stems the

of the orgam% tha contr
survwal%k Orggnl ati p!

act, and maklng;:;‘reater use of technology (Haneda & Ito, 2018;

mn., Pries & Mann, 2017, Ling & Nasurdin, 2010). As well as the importance of
a

ted &"&hlevmg innovation which maintained the
@hvatlng employees, creating opportunities for

emplo

n Resources Management represents in contributing to organizational

Qmmitment, organizational resilience, and organizational performance within the
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organization (Pasaoglu, 2015; Emadi et al., 2017; Lengnick-Hall; Beck & Lengnick-

Hall, 2009; Cherif, (2020). T

Also, human resource management plays an increasingly mpo(ag}le in

enhancing effectiveness and efficiency through the deployment of emﬂl&resources

(Batarliene, Ciziuniene, Vaiciute, Sapalaite & Jarasuniene, 2017; g, Timothy &

Pauline, 2017) and improving job satisfaction and decreas@tress (Reina &
l

There are many reasons explaining the imp ce WResources

Management. The first reason is; It advises exec on all as ts'of klng

Scarozza, (2021); Oraman., Unakitan & Selen; 2011).

individuals, helping managers formulate, ma implf ollc%‘gnd solve

\lagnqé\gg;amzatlonal

efficiency and efficiency through soméimeans/associated wi W(@J individuals and

standard indicators such as measuri adequa rf a e, rates of duties and

arrears, courses and rates of aca%n woﬂ< andrates %Q plalnts and grievances.

Finally, it helped manager ,t i ultle d the fundamental problems

related to the person mg | the rg’a on. Moreover, it provided all
'3 &

procedures associa ith wor, onneg,ensure better productivity and higher

performance. These servjces’ characterized work, prepared working

!
individuals, %d tra |n g’am&jzmd prepared and manage wages, salaries and
mcentl dltlow ensured th ordlnatlon of all activities related to the working

n the administrative @of the Organization through the discussion of the
‘é e departments on these activities (Papa et al., 2018).

: Theofanakis et al. (2017) argued that Human Resources Management had great

portance, as indicated, and represented the management of the organisation's most

important and most valuable assets, whether at the organisational or national levels.
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Theofanakis et al. (2017) explained many reasons at the organisational level.
First, the human element was the mastermind and the strength that it exploited?'ﬂle
material resources available in the institution and achieved the objectives s \/ this
organization, whether productive, marketing or financing. Also, While‘lﬂ&glue of the
material resources in the institution decreases - over time - we find th&r’he contrary,
the value of human resources is increasing, as it is initially increased day by day and
therefore, the need to make good use of it. Finally, a Y;s ent of human
resources need not impede the work of other departmen the rgw‘.

There are many vital reasons illustrated by Morrar et al. (20 at’th&‘n}ional

level making Human Resources notably imp%;he firdt W%Yﬁe recent
olution

6?e C muni@&g revolution
and the technological revolution, and wiang progre d s@‘brity of countries

due to the presence of creative hu@inds,@;&%ic @abilities, and positive

behavioural traits. The second%is thﬁt Human R(Q\ces is a solid basis for

economic strength in ter h&ir M@ﬁectively and perform the

productive work of em%Crious}I to ::i'm'sbalue-added and increase national

output in various s of ecT tivitééll%reover, human resources play an

essential role ir\.@ e \f:;ughg"bresence of human elements capable of
¢

!
developing Ei@@ovaﬁ g pr uc!g, i(riﬁ%ving quality and reducing cost in light of

revolution in the world of the information

NN
ment an R rces. Also, with the scientific progress and the

effectiv
entr ultinational compar@t’o the global markets and strong competition, there

h X&n intense competition between developed countries to attract human resources
llence. It also becomes essential for Human Resources Management to attract
ualified workers with the appropriate climate.
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According to Neighbors et al. (2016), there were several reasons explaining the
importance of human resources in organizations. The extensive industrial groanm
had taken place in the modern era and the intensity of industrial labou |\ns of
specifications and the training and preparation required make ‘I'N‘ficult to
underestimate the manpower that had been imported and trained. also needs to
maintain the workforce through continuous systems and proc dlMplemented by a

me f education and

responsible specialized administration. Also, increasing the

culture among the workers led to changing the characteristics of hel‘htgdforce as it
B

riate t0 deal with

A

anit work, where

stscgmres specialized

management to pay attention to thisf%rce an gJ y\ tential to cover these
o S

costs. 4

&

Moreover, the broaq\trzo nnI i rve$ in business and employee
i

relations, imposed on% tions
4

management working, on app'

these modern types of workers. In addition;

wages have become a high and incréasing aoportion

various hbs and sizes, provides effective

' g &
tiple&gulations and legislation relating to

individuals. Angther feasonsi ady@)%"increasing expansion in the size of the
¢

!
organization g@he e of 'ff&en{) rkers in their cultures, competencies and
% NN
nationa% ich JheCessitates thé\existence of specialized management of this
reso@

Iso, increasing the @tance of the role of workers' organizations and trade

in defending the rights of workers and increasing the conflict between

G gement and workers, which requires attention to the management of relations
e

tween management and Labor organizations, and hence the need for a mechanism to

create cooperation between management and workers. Finally, the high expectations of

26



workers due to high standards of living, awareness and culture so that workers do not
become looking for wages. Yv
2.4 Objectives of Human Resource Management (’}
While Macke & Genari (2019) indicated many objectives of Hﬂﬂk?esources
Management, it’s to help employees achieve optimal performanye;d use their
capabilities. Also, it convinces employees to do more to re chwizational goals.
Moreover, it’s to use Human Resources ideally to rea agn.lz ional goals. In
addition, it’s to meet employees' career development e tations. WS to unify

organizational plans and Human Resources strategie

to establish and @‘gn a

w{
ity. ﬁ\pro ides a\o@;gnvironment

that stimulates creativity and hidden ewaally, iten ge@&ibility to achieve
AN

learning organization. ( : \T
Parameswari, & Yuga%(zoﬁ) shows ot(f)é? objectives of Human

corporate culture. Human Resource Manageme

diti@]at foster

innovation, teamwork and the concept of toiw

s

Resources Management. It affectsthe utilization of H Resources for the benefit of
the Organization. It r% employees &clﬂ@e organizational goals. Also, it
4 2

created opportunitieSsand prov" \I‘aq ities é&:}qe organization's employees during

training, devel entyand tiond&dreover, Human Resource Management

o i
created a se longing of an(sp' it%d encouraged suggestions from employees.
One of objectives flSSls@m maintaining policies and ethical behaviour

wit d outside the organ@dn. HRM maintained positive relationships among

e %’ees within the organization. Additionally, it secured the integration of
‘%n ivi

duals and groups in ensuring organizational effectiveness by adopting a policy
at recognizes merit and equality among employees, employee contribution and

condition of employment stability. Ultimately, it increased maximum employee
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satisfaction and self-fulfilment, trying to motivate and motivate each employee to
achieve their potential. Yv
2.5 Principles of Human Resource Management (’}
There were a set of principles for Human Resources Managd'é* The first
principle was the inspection, training, formation and provision of an Resources
concerning the requirements of the scientific and technical re\%\g’dnd the concrete

needs of the organizations. The second principle was co tra'nlng of Human

Resources to provide financial resources on the one h and p ation into
“aX

human resource recruitment on the other. Also, the iple of recrui eﬁt @ction

and guidance concerning the need to ensur ency6 ugl‘ﬁtlve and

.

qualitative staffing resources and availab n ons ver, ples of staff

/Ef

assessment, physical energy, and psy a stress

g f@ he evaluation of
workstations and work performance d|t|on, %ip ,oféﬂmulatlng employees
and establishing wages and d| mg tﬂem r aadm§ weight and intensity of
work and quantitative and Me p mance encql ges and builds professional
jobs. However, the pr%&r %

protecting ork faces the risks of illness, work
accidents and socia &ctlon r i

One of ghe critical

ial t Qam that can't be examined.

S IS rmatlon and communication, personal

¢
negotiation G@esen tives ra&aucjo s, associations, councils, etc.). Additionally,

the prm% axim ?nomlsg'ficiency for using all resources in the context of

d ealth protection @ﬁghts productivity gains at workstations, individuals

OES orces. Finally, the principle of complementarily cooperation and participation
a

ff in decision-making and achievement of the objectives of the Organization

Armstrong & Taylor, 2020).
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2.6 Philosophy of Human Resource Management

According to Shani, Divyapriya. & Logeshwari, (2011), the human re?ﬂ!s
philosophy revolved around management's beliefs and the assumption@}ple's
nature, needs, values and approaches to action. The philosophy of humA@urces was
based on the following beliefs: Y~

The first belief is human beings are the central element in the Mstitution. Second,
human beings can be developed mainly because they po Y;i\f energy that is
only partially used. Additionally, People feel committe eir erbuild their

"AX
elonging if the rg@ation

beliéf <is_tHat tt@iﬁdividual

i d USQ@J“ potential.
Finally, the institution is responsib\ $0r> Ith rk environment

characterized by openness, enthusia%ust an %pe%tio @Ween its employees.
N
6 ",
&

affiliation. Moreover, people will likely create a sens
takes care of them and meets their needs.

contributes to the institution's development

4%

2.7 Modern Trends in Human ou anagem
201

3

Kaur & Fink (2017); Muttagi : Siwat_:h et al., (2019); Mushkudiani &

g &
Dzotsenidze, (2019)Wtione(i ecergends in human resources management

as follows: \& ' (__)&
[

@
2.7.1 Diversi he Workfofce:# O
- - \ - - -, -
versity in the workforce«idicates the similarities and differences between

emg}p& regarding age, cul background, physical abilities, disabilities, race,
i

r \&Q sex, and sexual orientation. It was known that no two humans are alike. The

omposition of the Labor force requires a family-friendly organization with flexible

ork schedules and many benefits to employees, such as Childcare. The organisation's

Human Resource Management should be aware of the differences in the labour force.
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It should be concerned with training people of different ages and cultural, sexual and
religious groups to manage effectively, deal with each other and respect the divw

their views. Attention to the workforce contributes to better WMk@ the

Organization. A

2.7.2 Globalization and its Implications Q

There are no national boundaries between business S,Nusinesses reach

worldwide. In multinationals, the Human Resources 'ogsho'lld include the

appropriate staff mix of knowledge, skills and cultural tabili with global
@

tasks. To achieve this goal, organizations train indi S et c[ma@es of

to
globalization, and human resources must be m le.in th

\ ctic%‘r

2.7.3 Employee Expectations V 0\ é\

Workers are now more educa moa extreme, rea@f'o express strong,

1

violent, and shared protests if their Lﬁ%expecta\&a% @he list of financial and

N
non-financial demands was growi expgndin Iesz\géfé rising rapidly in rapidly

changing industries suc‘ }SOT , ommg"l%ations, entertainment and
pharmaceuticals. If h\% ources fma fs 'db'not respond positively to staff
4

expectations, recru'stitif) éﬁ.ent costs increase steadily. Effective
regulation, ther@uir ictabilit management through human resources

i

¢

planning an g systems Ioﬁ/etk;?appropriate compensation packages.
NN

274C e Skill Réquirements

e recruitment and d@e’lopment of skilled Labor were essential to any
A ~
c interested in competitiveness, productivity, quality and managing diverse
ow!

& er effectively. Human Resource practitioners and specialists had to inform
achers and community leaders. Etc. Strategic Human Resources planning had to

balance the deficiencies and inadequacies of skills. The Human Resources Management

30



Section had to develop training programs and short-term programs appropriate to fill
gaps in skills and shortcomings. Yv
2.7.5 Corporate Downsizing (’}

Whenever an organization tried to delay, it attempted t e greater
efficiency. Cost-effective pressure has forced many companies to relyyén low amounts
of fat at every management level. The number of workers wo kWhe organization
is gradually reducing due to cost management. HR sta R-enfure that proper
communication occurs during this time. They would ce the negative effects of

"X

rumours and ensure that individuals were informed@vctual ta. ' ‘-}
2.7.6 Continuous Improvement Programs £ \Y

Which mainly focuses on quality\d%; i \best b@:tto serve its

customers. These programs at the co Iael contri to i@bving quality and

productivity. Companies seemed t('%rove ev ing t

quality people to processing r%nentlﬂ)aper to m(Q ustomer needs. Human
Mle{%

)(bid, from hiring high-

implementing continuous

Resources Management q;xze an [
improvement prograw% n Resourc I\han@ment prepares individuals for

4 2
change. This requireticlear anc‘ ensiv. (c%munication about why the change

had occurred, t exp 'whatbgﬁact will be on employees.
¢
2.7.7 Re-En ﬁ@ng sine Pléceeég?to Improve Productivity
NN
ccun@‘ when more than 70% of the organization's

businessyprocesses were evalua\@%nd changed. It required organizational members to

r \the work, how to do it and how to implement those decisions best. To change

d itecture Changes in how organizations work and directly affect the employees.
u

man resources management must therefore have in place mechanisms for staff to

obtain appropriate guidance as to what to do and what to expect, as well as to help deal
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with the conflict that may permeate the organization. To Re-Engineer its benefits, HRM

needed to provide skills training to its employees. T

2.7.8 Contingent Workforce (’)

No organization could move to the Emergency Workforce wﬂ&sufficient
planning. In making these strategic decisions, Human Resources MaWent were an
active partner in these discussions. After the Human Resour esmgement Section
was entirely responsible for locating and entering these t X/.Wfrkers With the
introduction of temporary workers, the Human ResourcessDepartme dapt them
quickly to the Organization. Human Resources Mana nt should c#)n.@’ how
to attract time quality. T
2.7.9 Mass Customization 50\ {\T

Human Resources must deve rlnaples tou tan@% optimal level of

customization in a Business Relatl In ad \l'r\& "S&tlon often means that

different groups of employees er V\Brkin nran ts based on their needs

or the way they contrlbute R as d ed principles that provide
ta Iere

leaders with an explanati ff di esl
QLR
2.7.10 Decentralize \m> {Q

Dece.gg orkplaces re entt trg;?allenge of Human Resources Management.

Mu:ﬁ%

pp e work quality and ti completion. Work at home may also require Human
sy

hallen ylves«&und training managers to create and ensure

b}

@hes Management to rethink its compensation policy.
6 1 Employee Involvement
For the organization to succeed today, concepts such as delegation, participatory

management, task forces, goal setting, staff training and employee empowerment must
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be understood. What is required is clear leadership as well as supportive management.
Human Resources Management played an important role in staff participation awﬂﬂ
Training. (’}
2.7.12 Technique A
Technological advances have led to the emergence of several computerized

systems that contributed to the management of Human esm For example,
paperwork files are replaced by Human Resources Manage i’th e'ectronic data on
computers. So, there was a need to train staff to operate e sys enwvelop the
"X
safety of those individuals to deal with the issue's @ty. ' _\C}
2.7.13 Health and Safety £ \Y
\ <

The area of safety and accident prevention u‘as ignifi concern for
Managers, as the lack of a safe pla W&( led to fin@ d even criminal

convictions for managers. Superviir;slayed a \Ciagrol j@honitoring employees

N,

for safety. The advent of heaI%anceQequi «human.resource management to
&
engage

move on to another step, s he neL % ployees in Health Insurance

Services. Engagement% oyees In he :D'in@ance is not only a productivity
4
\tr. cta

&
strategy but also a Strategy usi tain high-value employees. Human

Resource Management conti sho \i%’importance shifted to providing health

i
¢
services to e g@es thfough Health iQSJ(l.J?:lnCG, awareness, and free medical treatment
% N
bills. ThiS proeess has bnggh res&T[’s not only in performance but also in attracting
L 9
andg&ng highly qualified staff:
ety

.Xalance between Work and Family life
Though the Human Resources Department persuaded the administration to
rganize a family day for staff and their families, sometimes sacrificing long days to

enable staff members to attend family cases. One of the best ways to ensure the staff’s
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productivity is to keep his home environments happy as possible. Research shows that

employees will be more creative, energetic, and dependable when they have Stable and

N

Thriving Families. Employees will work hard, ethically and with loyalty W@ they feel

their managers care for them.

Amazing changes were noted in the organization's culture if its management

a Y
incorporated their employees' few guidelines, which encouraged happy family life. The

A
organizations can offer a little event to their employee, which leaves a good impression

{
X A
and attract their loyalties. The organizations' management may invite their employees
& VI ov° XY
to have lunch with their families once every year. Also, the management may keep an

- —

open-door policy to their employees to be available to listen direct from them.
—~ ‘\V Y;V
A\

(https://www.allprodad.com/10-ways-to-balan ce -work-and-family- Ilfe)

2.7.15 Confidentiality \' , é

Trends were seen as new ¢ ges in c tﬁ,:\éspecially in the short

term. Still, for the organizatio

m re e@rces management regarding

labour movement, it is es I %
current trends at all Ie%{e ther ﬂ\d d@'strategles for managing Human
ng pr.

Resources, there i Q@ubted‘

explosion mus ccuty Wit rent érjgﬁd in managing the organization's most
[

valuable res organizatio n{lsle?deeper to maintain them.
@— AVAES

2. 8 N resources mana e@bht and Total Quality Management.

N
I aom@‘i?ve market alongside the

m in the same organization, or an

otal Quality Management was one of the essential modules often used to

& lop Human Resource Management in organizations, leading to many employee and
r

ganisation benefits. Firstly, Total Quality Management (TQM) helped to introduce

the concept of employee empowerment in which internal control systems were raised
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and calibrated. They were also, Changing the perception of Human Resources
Management as a set of procedural actions related to implementing staff polic?md

procedures as a strategic function to deal with the organisation's mo rtant
resources and to be in line with the general objectives and strategies. N&ver, Total
Quality Management helped to spread the search and polarization to lobal Labor
Market and not to be confined to the Local Market in search of the*est elements and
the ablest to achieve the organisation's objectives. Additio Xs.enlinate the idea of
Human Resources Management among the managers an ervisors, eac e‘sponsible
for Human Resources and not only the team of specia in the organi ti’nz.a{d\-;;ion
concerned with Human Resources. However; with' t ugf{j@? Human

of th,é%.ctiveness of

f m@((fmportance. Vital

Resources Management from the lack of wark to meet

the various executive departments is gaa in the i

manages performance and achieve r higher\du?tiv'
~

and effectiveness (Kapiki & Tsakiridou,201§). 9 <§?
N ,}j K\

2.9 Human Resource ent (?lR Pl‘aetbs

The (HRM), practices i

training and development, p

#
2.9.1 Recrui %@and electi
o

and gncouraging them to app@( employment within the organization (OSOIAN &

a
Zaharie (2014). Sudin (2004) defined recruitment as staffing employees in the

G;ization that consists of finding, evaluating, and assigning individuals to work. The
S

sential concept of the recruitment process is researching and attracting candidates for

NN
ent is findi ?and racting capable applicants in sufficient numbers

the organization to fill available positions (Lengnick-Hall et al., 2009). Recruitment and
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Selection Processes were responsible for placing diversified talent at all levels within a
firm. Recruitment practices are considered the key to an organization's success

instrument enabling the organization to acquire its competitive vale}eugh
continuing supply required and desired quality and number of HR, anlzatlon
needs at the right time and place with the least possible cost (Nim al., 2011).
However, the recruiters knew about the job analysis proc% HR plan. They

determined the targeted work in the light of the required an ired capabilities, skills,

and knowledge for vacant jobs (Paauwe et al., 2020). \d¢ X
According to Johansson& Herranen (2019)gthe recruitment or‘s-éqcajld be
matched and combined with the organization's Wmiss‘m& trategél\;'i-ccording
to Azmi (2011), recruitment is very disti Nterms f ntial kaowledge, skills
and abilities because the quality of HR ements depends or@ ability to recruit

appropriate people. When the r Lﬁ@wt pomgt '&ganlzatlon may fail to
? 0 ‘-')
[

select the actual need of whet n quality or umbe(&e recruitment department

performed the essential fun dra’/mg rtar@R capital into the organization

l Q
(Kimé& Sung-Choon (Z%rwdeed,go rcipg and retaining valuable human capital has

A so ('{icated selection system tested the

become a comp e i attledrou
candidate's po for p 9? d deeggsed the organization's level of uncertainty
4
when fac ext rnalca dlda.Kg._A stringent recruitment and selection system
also ¢ se emplayees’ wh ve selected a sense of elitism, imparts high
ex A‘!S of performance, onveys a message of the importance of people to the
‘@zatlon (Sudin, 2004).
0 Despite human beings being heavily reliant on technology in every aspect of
life, the human factor still plays an incomparable role in organizational success. Though

human resources could and should be continuously enhanced, the first step toward
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ensuring employees possess the qualities, skills and knowledge to serve the organization
is to develop appropriate staffing practices (Saleh, 2016). Thus, the staffing pr

an organization is an attempt to identify a suitable candidate who possesses@&uired
qualities and attributes to fit well with the hiring organization. Mo@& effective
staffing practices minimize the level of Labor turnover and enhanceWyee morale,
eventually boosting organizational performance (Jimoh & Danla 011; Hargis &
Bradley, 2011). Osemeke, (2012) claimed that many st Yd.sf'own the causal
relationship between Human Resource Management al rgan'zaWormance.

"X
f human res ur}e@mes,

appraiga ards\a/Ra benefits

al djve ent, ~@Vﬁgvely affect

organizational performance and pro 'thand enha he e of competing

The author asserted that the effectiveness and effic

especially employee selection procedures, perf

management and employee training and#pers

among other organizations. Recruit@s\nd selecti gek ,@'ract, obtain and retain

N
the human resources the organizati eedSQO achieve its@tegic goals. It may also

&

u su%te fit with the organization’s

significantly impact the wo %om[
needs and culture and % e employment étab@y. Interestingly, Rosenfeld et al.

’ 4 ’ &
n rewé&me style positively correlated with all

managers' perfogmance: Fu ' the g&ﬁ/ found a positive relationship between
¢
merit-based Ees@ng afi pa)rt' ipiivw an resource management support.

L N
While recruitment and selection often consolidate together, it is worth being

W/ e X _ o
aware of their fundamental differences. Recruitment concerns the activities and
| T, s

a
practices organizations utilize to attract desirable candidates, and selection pertains to

—

the techniques used to select the most suitable applicants. These processes form critical

(2020) found that t artimpaii

\opportunities for an organization to change the type of staff it employs; however, such

changes may need to attend also to attrition levels to see who is leaving. As a result, HR
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professionals strive to attract and retain quality employees and face pivotal challenges.

These include: meeting organizational innovation and efficiency desires and demands

and presenting consistent and transparent information to attract those who fit or have
\'
new skill sets to the organization, especially those from minority groups; inherent in
this challenge is a balance between attracting demographically diverse, suitable
. o Ay
applicants and standardizing recruitment and selection processes without enforcing

A
stereotype threats that adversely impact certain groups (Searle, 2018). Cince the question

@

is sincerely answered, human resources should be able toystrate icWﬂt, select,

develop, motivate and retain capable and suitable e yees ta fill t ‘Ja&‘szeser

(2019). Campion et al. (2020) stated that for st ecruitim Se@)n) to be

ndaa?en chara@:z;tics. These
characteristics are Strategic IntegratN Dng-term S ar@& mechanism for

translating strategic demands i n appr\iat% r y{h‘ment and selection
N
specification. Strategic Integra%dictsnrecru' nt a{fi’.’selection as a powerful

strategic, it must display three interr d

D

organizational mechanism aﬂgninl e beg‘éour with corporate strategy.

According to Frolund % 18), strategi ;tbfﬁ@'aims to identify and choose the
d &
people who best runﬁQrganii i itsb ﬁness in the long run.
Studies @ﬂedt

¢
for organiza 'hlrstl it would éacté? front-loaded investment model. According
"

ic st féﬁ'@ would lead to many positive outcomes

to Lewig'et,al %2009); Mce tothis model is the expenditure of effort and cost to

nsngﬁective recruitment a@ection as preferable to incurring (end-loaded) costs
a \hed with managing poor performers recruited due to inadequate investment in
hewpr

ocess. Secondly, the greater financial expenditure would lead to evaluating all

e

perations, including recruitment and selection and investigating the attainment of

strategic objectives. However, to achieve this ultimate goal, the organization should
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have the capacity to forecast those human resource requirements necessary to ensure

the successful implementation of an organization’s strategic plan and develop

of staffing programs and activities to find authentic and appropriate peo@ can

effectively implement the strategies. A
Interestingly, Collins et al. (2006) found in their study that the effective

implementation of Human Resource Practices such as Recruit erthion, Training,
and Compensation in small firms was statistically linke .1%lhigher revenue
growth, 23.3% higher profit and 66.8% reduction in empleyee turnover. s‘upport of

that impl ertir@‘zr:ous
firms”i e t%ﬁrfinancial

' Festra eshar@,s:ld Allameh,

(2012), Timming, (2011), and Donaw i.)ZOZO) als cov@' that the value a
company placed on developing its l@sn Resou\a& V)@E company structured
N

its reward program were signif%dict&s of firm surxival even after factors such

these conclusions, Sels et al. (2006) empirically p

human resource management practices helpe

performance and individual employee prod

as industry, company size, d\&f
cn

Strategic Human Res%

insightful individualsand busT
(recruitment, ection, tm’u? nd é(pensation) is designed to enhance

organizationfﬁ@)rma ce o;tr}g skilled workers with a vested interest in the
compan% ss. &

2.9.“&k-Life Balance >
S

&,
1y

\ove and work are said to be the cornerstones of being human, and both are very
6 rtant for happiness. A common dilemma for many people is managing all of the
ompeting demands in work and life and avoiding letting any negative effects of work

spill over into their personal lives. Climbing the organizational ladder required
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employees to work long hours and deal with difficult and complex issues. The
employee, however, doesn’t have time to relax and recharge, their ability to do tw
decreases, and their performance level suffers. It is crucial to encourage @es to
take time off instead of putting in long hours. Creating a schedule that a ployees
to do activities they enjoy helps them be better employees, friends, an Ily members.
By thinking differently, we can perhaps find ways to have a_bettefybalance between
work and home (Byrne, 2015) BY. '

According to Sheppard, (2016), Work-Life ce pro 'i\ve been
itment,| Rete ti(’nﬁ‘g/er,

ity and ent %%5 Work-

demonstrated to impact employees in terms of
Commitment and Satisfaction, Absenteeism,

tired\fe, fessi nd Personal,

and it can be reached even while Worl\ ionahours. ife nce is defined as

the amount of time an employee spﬁ%doing t \Q&CO @d with the amount of
ﬁ z N
time spent with her family a%g erﬁoyab in ork-Life Balance is a
\ pri

comfortable equilibrium be%een erI e
position and their pri\% yle. ReSearc Péss@wn that employees who believe

’ &)
they do not have :@theirr \na.l ife g_drained and distracted while at work.
ce bo anct}%ﬁntaining supportive and healthy work

h enable e Io&ee to*have a balance between Work and Personal

NN
respons% nd thus st then@ployee Loyalty and Productivity.

chnology has improvﬁ%‘;ﬁeople’s lives; students can access vast information
N
r%\us to complete their Assignments. Also, a mother can see and talk to a daughter
housa

nds of miles away. However, people accessing information, communicating with

Work-Life Bal
K :
environmen

~

ach other, and completing tasks have allowed for flexibility in the workplace. Once the

work time is over, the employee needs to know how to be away from the laptop and not
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answer the work phone calls and emails. This type of balance is complex because some
people want to make demands on an individual’s time. Previous studies suggesv'm

improvements in people management practices, especially work time and @tion

flexibility, and the development of supportive managers contribute to A;ed Work-

Life Balance (Grant et al., 2013). ?

Wolor, (2020), al argued that long working hours dwy stressful jobs

hamper employees’ ability to harmonize work and family a are' associated with
health risks, such as increased smoking and alcohol umption,

ight gain and
X

depression. These kinds of employees aren’t availabl

riends and family bers,

and often they take their stress out on their lo

. Alsol t ffe\f/}%?n illness

t d‘sea alco@xz and even

diabetes. Without a Work-Life Balan mpiayees cann e ti <<to enjoy their life
and have to work hard to create \/\%ife Ba \ex%lf- ement is important;
N

people must control their behavi exp@ctati saegarding Work-Life Balance.

2.9.3 Career Development‘ 1 %\
A careerisap s Work-related pe’rie@s in one or several organizations
. f &
4

and physical stress-related disorders suchnas

=S

2

S

(Hall, 2004); Tzafrir, Baruch & Dolan,. (200 Q‘,areer development has moved on the
2 I
list of priorities for M) i ?niza{i;&w/that recognize planning for the future is

aif cccjo titive (Prescott & Bogg, 2011). The concept
NN

¢
necessary to Smalthy nd r
of caree%gpmeﬁ ntem@ary Practice of (HRM) practices, stressing the
ole‘g&

uman capital in o@iations and the partner relationship between the
e es and the organization (Baruch, 2004). Prescott & Bogg (2011) argued that
election, development and other (HRM) practices focus on highs, performing

mployees, but otherwise, there is little differentiation between talent management and
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embracing the creation of talent pools that are the target for career development in the
organization T
2.9.4 Training and Development (’}

The world is facing rapid change due to the fast development oﬂéqgn life and
phenomenal technological advancement. These changes and developmeénts are forcing
human beings to adapt to the rapid development in their milieusthrough rigorous
training. Although highly skilled workers possess high alifications and sound
standards of education, training is inevitable due to dramatic cha gew‘ing every
second. Training and development focus on ident , assurin nq r@g to

-

perform their current jobs. An effectivetraiw mxcan ilitat development

of a more conducive learning enviro né fa the wor e ar@ain them to cope
with upcoming challenges more e(&sxtly anﬁ\?helg "}ng generally leads to

develop, through planned learning, the key CYS cies tha le i%mduals to
gra

higher levels of employees fon@ ich pOSItlver affect their

productivity (Somu, Halid, Nasurdm Lim, &Tan 20
The concept @g' iq# 'sm@e and systematic approach to
achievement to pro and en loye nowledge and skills. Designing and
carrying out trai ng gra IVI'[I h hlgh efficiency and effectiveness may
contribute i e nt ys tolactive ej?cal advantages (Zumrah, 2012). Successful
trammg elopm t for the or zatlon the programs were revised and renewed
e mployees more er@th, connected with rewards and incentives, and
‘% a unique financial budget to support the training process (Blanchard, 2010).
Q training aimed to change behaviour at the workplace to increase efficiency and
igher performance standards. It has been defined as a function that includes all planned

experiences and activities whose purpose is to effect changes in performance through
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new skills, values, and attitudes. Thus, training reflects activities intended to influence
individual employees' ability, commitment, and motivation. If training is not co v
a vital component in realising business plans, then it is hard to accept an
organization has committed itself to (HRM) (Prescott & Bogg, 2011). A@ut a clear
understanding of needs, an organization’s training efforts may coReEly miss the
mark resulting in a total waste of valuable resources. \,

Training is an essential aspect of (HRM) practices mg rny activity that
leads to continuous learning and personal growth and contkibutes ow% both the

individual’s and the organization's objectives (Tseng & McLean ; 2008). I-‘O\./@r, the

organisation can realise enormous benefits empllo po%‘@mployee
development as a business mvestment De t cm‘ oc throué\zgocatlon job
experiences, promotions, mentoring, loyee b our ssment (Boxall,
2009). Kirkpatrick (1998) proposes eoretica gva 'on Model regarding the

conceptual training review. Th%/alu ﬂon [ eactlo@efernng to how well the

trainees were satisfied with \mlar

lr
to learning that imprm% ploye MIQ nd increases their skills because
ation

of attending traini The th' (s_/ ehaviour, assessing the trainee’s

rogr he second evaluation relates

performance a st e t|on is the result, which refers to the
assessment mes at th gﬁnléaJt n gained following the training. In addition,
all the tlon IeveE significantly influenced the organization's

Y-
perf ce (Zumrah 2012). (,)

nterestmgly, the formal training not only increased productivity and bridged the

& between company performance and industry productivity standards but also
p

roved product quality and reduced the product scrapping rate. Training is considered

one of the most significant factors in ensuring a sufficient supply of technically and
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socially competent staff to carry out the task successfully. Hence, training is an integral

part of total quality Strategic Human Resource Management. According to Sal?ﬂ.

(2015), the importance of training in the organization is influenced he@ the

intensification of competition and dramatic development of the 0rgamz€é~where the

enhancement of employee skills is emphasized. They added that technological

development and organizational change have gradually led som Moyers to realise

abilities, which means

that relative success relies on their employees' skills

considerable and continuous investment in training and

and Specific Training. General Training is an

can be useful for any other organization. It

it any,%’ogi:ion and use

onléf’ an organization;

for general purposes. Specific Tra|n| tralnlng

ﬂ\can be only used for a
\

limited purpose. Before an org congiders tneum<Q ogram strategic, it must
determine whether or not a ng sMe K;%’f an organization intends to
make training a core co% of ::y‘l‘\k gy, it must provide performance
improvement and Witwe |a A egic Training Investment Decision
Model is a tool %&be \délyze strateglc potential of a training program
(Ulferts, Wi t%’eter n,‘20 ;gulé?lrum Ahmed, Mehmood, (2012), Nguyen,
Kleln@ %\

alnlng played a ag{@éant and pivotal role in improving performance,

the content of the acquired skills is Ve peC|f|c

e g productivity and facilitating quality. Many studies have consistently
lished linkages between training and employee performance (Mahmood et al.,
2014);. Armstrong (2020) proposes that the following five steps should be considered

when designing a training programme for expatriates. First, Identify the type of
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assignment, e.g., technical, functional, tactical, developmental or strategic/executive.
The next step is to conduct a training needs analysis covering organizational a?sis
and requirements, assignment analysis of key tasks and individual analy@kills.
Moreover, establish training goals and measures — cognitive (e.g., um&wding the
role of cultural values and norms) and affective (modifying percepmout culture
and increasing confidence in dealing with individual beha ioN form adaptive
behaviours such as interpersonal skills). The fourth De \Ye.pr'ogramme — the
content should cover general and specific cultural orientation; va ioh&m@?s should
Limitetl (AT ),[arl{s@%'om
art oft ess tﬁfegy and,

empl@z{ It is one of
o

K easures to measure

be used. Finally, evaluate the training given. Apollo

company, considers training an important and i

therefore, regularly conducts internal or ex

the primary functions of HR. (Gupta, &\55 >

It is worth mentioning that revious st

organisational performance, bo%tlve Qn

include but are not Iimlted%th ratl nnoyvatio S&entlon to turnover or actual
turnover, organization% en du V|tS/ a@'profitability (McNamara, Parry,

o‘ ’ &
Lee & Pittcatsouph g@@. Tli \l'ucil ssuﬁsﬁed, with little exception, that training
&s '

c

o

N
supjectiv @asures These measures

t,

O

b}

employees led edi nd(g%ﬂuctlwty However, Shipton, Fay, West,
Patterson, a I
circums k

traum&consmered a mgmﬂ@actor in organization development, productivity and

e turnover, which consequently and positively affects the organization's

clusters. For example, training moderately affected productivity (f =.07, p =.05) for the
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Anglo-Cultural Cluster, while it was statistically insignificant for Germanic, Nordic or

Eastern European Cultures. This finding suggested that training was not w

o))

affecting productivity across nations. Moreover, Aragon and Valle (2013)@%&md
statistical difference in managers' effectiveness in firms that trained thei oyees and
firms that did not. More precisely, the study found that managers' abiliti€s, involvement
and innovativeness are higher in the firms that trained their m nMan in those that
did not. q%. l

2.9.5 Performance Appraisals .\d

"AX
Performance Appraisal can be defined as meastring work and its 'es@USing

the scale and index that can be used to measur

sir% i an(w/&'lity with

e eu?lua' n crit@s erformance
was the way employees performed wzaes and t alu@r that judged the

performance of employees (Ali et a(%z), \T ,Q\

N
The performance appraisalsi ssenﬂally ‘armatiﬁ?echanism for reviewing

precision and free of personal judgments

\ &
individual employee perfQrmance. Ir i how@ganizations seek to assess
Iittence,

employees, develop th% nhance be@nance, and distribute rewards. It
‘v 5 &
ngt

generally involvexg{anagﬁf ng gir)subordinate’s performance annually
(Szamosi, 2018)\ : (50
[
It is i%l sy em%m‘gth@ | process of assessing individuals for their

- - - \ -
behaviours, actions, th xldeas@tcomes and the progress they have made. It is a
Yv
devwntal tool used to elop the employee and the organization. The
G
p nce is measured against job knowledge, quality and quantity of output,
inftiative, leadership abilities, supervision, dependability, cooperation, judgment,
ersatility, and health. Assessment should address both past and potential performance

(Sharma, 2019).
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Regarding the content of appraisals, there is no definite ‘one best’ prescribed
approach. For example, job performance will be constantly reviewed, while perw
and behaviour may or may not. Performance management is often co@}with
performance appraisal and vice versa. Performance appraisals are ned with
individual performance, whereas performance management looks at'ifndividual, team
and organizational performance. The appraisal may be just nOMR technique an
organisation uses, while performance management atte BY'" the appraisal
process to the broader values and objectives of the firm. ever aw constitute

an integral part of the performance management proc

@
Prasanna et all, :’OE@T

ce@, ts@% and the
appu\isa stem ;é\g:;lude rating

achievement of performance goals @nstraﬂn jolé‘equired levels of

Appraisals were one-step in a holistic p

final step for the specific performance period, T

4
knowledge, skills, abilities, and o ompete\e&%het,‘ Iiatil & Chandawarkar,

(2019). The concept of perfor%prai@al is |

N
eqproa@of obtaining, analysing,
\ &
and recording information about the :Ia' rth o &employee. The performance

appraisal focuses on ing and improving ﬂh@ployees‘ actual performance and
4 $ &
potentiality. Acco%to Kr \an Nogn/(ZOOG), each organisation member
contributes somethingudifferent; [
¢ ! (.)
efforts must in the sa di(ec@)n, and their contributions must fit together to
NN
produce% e, without gaps, wi@t frictions, and with unnecessary duplication of

effoA \(.;'

herefore, comparing their performance with expected performance helps

mtsé‘c'ontribute toward a common goal. Their

evelop employee performance during work. Hence, the more successful an
rganization largely depends on its goals and its adopted strategy. (Vlachos, 2008;

Jaradat & Azaam,2013). Michael, (2019) notes that performance appraisal is a system
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that provides organizations with a means of identifying people's performance levels and
areas where levels need to be improved. In addition, every organization ensures?ﬂe
individual is clearly aware of his functions and responsibilities to make @amce
appraisal effective. Jaradat and Azaam (2013) discussed the vital roIe‘G&formance
appraisal systems, concluding that they are significant to organis&n’al outcomes.
Therefore, the performance appraisal criteria used to evaluate mana found that only
firms following a strategy contrary to the industry norm li K;r ance criteria to
their strategy. The organizational performance and ignif'ca.ﬁ'k\e\fdsncy and
effectiveness could achieve when individuals w ontinugusl pbri@v;nd
evaluated. The organisation's inability to instﬁg ffective mat:@ﬁppraisal

dvantage L@quuired now
tic @egular and were

strategy hindered them from achieving thew iti

more than ever before. Appraisal pro&@
with using confidential appraisa%s, w
m once t@ppraisals of organization in

et al., 2006). It could be d

determining eﬁiciency%&e:ess, Ird a ;dpri@ness facilitate future planning to

enhance the ability wet cus|t \‘:s\ eeds..Similarly, appraisals of individuals can
at

also provide vit@w i
[
0

The ance appraisal p(gj(':?ss can be described as the process of
\
Es

identify%

org ons. According to V@g, Kline, and Sulsky (2008), performance appraisal

ortu&n’)ﬁ!’s for organizational improvement.

ervin j\,asuri and developing human performance in

a m to determine the employee’s work results. Rather than just concentrating on
h

Q erformance results and compensation aspect, it also looks at how to create good
orking conditions, find competent management teams and develop staff successfully,

enabling the organization to guarantee high motivation and work satisfaction amongst
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staff. Turk (2008) unequivocally asserted that performance appraisal is one of the most
valuable instruments in the manager’s toolbox. No other management w!!s
dramatically influences an individual’s career and work life. Performance \I had
a crucial role in reforming the education system, increasing academic s@;@ductlwty,
and raising the overall quality of higher education (Turk, 2008). Ali, RdTand Malihe
(2012), in their study conducted on employees of a transportation organization in Iran,
found that the performance evaluation process in the orga Rn.lliences employee

intrinsic motivation (8 =.414, p =.001).

Although performance appraisal is a crucial

ement tec qlle.f}erally
s' K&ftl chas &bmotlon

transfer and pay, it could also be used for e oy de va‘op t, suq@{edback and

training. The appraisal activities were N iyased onth rais (f‘employees work

results and their contribution to ﬁ%rganlza\(Lm & Kellough (2019). The

used for making personnel decisions regarding

performance appraisal is use uate mp I rmance for appropriate
compensations and rewar eces to grant procedural justice,
accuracy and suitabilit sal pr ced es Bndbntmuously drive toward a result-
driven climate thro pmg ing izational performance appraisal and
compensatlonc ur 2008 Saleh et al., 2015).

2.9.6 Comp Jolg

tlow t }ptal fi C|al and non-financial rewards and benefits an

emg‘pAprowdes to an emplo@’m a contract to work performed as required and as

p%o n employment relationship (Aaron, Harris, McDowell, & Cline, 2013). Mondy
(¥

& d compensation as ‘The total of all rewards provided to employees in return for
eir services’ (2010, pp. 268-269). Compensation is comprised of fixed and variable

components and employee benefits and services. An optimum combination of those
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elements was ideal for maximizing influence on employee performance and

organizational competitiveness. T

A compensation system was based on excellent results to increa: \ﬂoyee

¥

performance. The compensation system contributed to the organizati formance

by enabling the organization to attract more and better candidates andretain essential

(4

employees for extended periods (Kamel, 2019). In the same wayy'a profit-sharing

system increases productivity and contributes to impro ecrmince by, among

other things, decreasing absenteeism. \d
B

ved .@rormance

of CO@E&IIOH to the

ac Qng organizational
L,

or high-skill or grading compensation benefit

(Subramony, 2009). Chew (2005) has obse

strategic integration of complementar@

performance. Shahzad, (2008) con a stu m

r)s:\hon among university

\

teachers in Pakistan. The stu It e relationship between

S»

="
%

ﬁ:

compensation and employ: |veJ 0 ance |Ie performance evaluations

practice significantly i nt withipercgiv ved onee performance.
4 .‘

Studies |nd d that f\ \ua:e and t|ve incentive compensation could
motivateindivi ale on orm than rely on fixed rewards. Studies have
found thath;; mpe satlo evgls &J d lead to higher job satisfaction. According

g

to Hesf

and chntlves while hl%@efformance firms used lower set wages and a more
sg\h&mt percentage of overall compensation as incentive pay.

in izzihi. (202 ow erforming firms used higher fixed salaries
& ‘L p g g

: Compensation is divided into three categories: Fixed Pay, Flexible Pay and
enefits. Fixed Pay Compensation was a compensation where the amount and payment

were guaranteed, such as base pay, seniority, etc. The Flexible Pay Compensation was
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a compensation which included variable pay and deferred income. Variable pay is
compensation in which the amount is variable, and its distribution is uncertain,
Gain Sharing, Bonuses, Incentives, Goal-Based Pay and Overtime. Deferr@ne is
sums that are blocked for a given period of years before becoming le (Wan,
2006). Benefits are rewards other than wages and salaries paid by the employer.

As previously highlighted, compensation was a reward given/to the employee
? Th

based on the time at work, the output produced or perfo 's compensation

would include basic pay (salary), incentive or perfor e pa aw overtime

@

payments. Compensation rewards occurred in di nd indire fc*rr@irect
Compensation refers to all earnings based on ti ed or ou odu@.- It would
include basic pay (salary), incentive or perw p her o@f;‘n:: payments.
Indirect Compensation was payment i %) had a its @%ervices provided

by the organization to its employe%ch as In\h&?

N
(Pension, Employment Insura kers’tom nsatiomand Disability Insurance),

9@(\, and Security Plans

Paid Time Off (Vacation, Holida Paili nchyand @er Rest Periods) and various
e ot

employee services an itles. On t ‘Lﬁanbemployee benefit is defined as a
d &
gangian other than Wages or Salaries paid

form of compensati rovidec‘
for in full or pa ﬁythe (Odunlade, 2012).

V4

¢ ! (,?V
It wEi ically sugg ted tt‘etji the workforce were satisfied with their job
nizat

- - \ - -
ional env Jpment-,éﬁch as colleagues, compensation and leadership,

and the %
the@d e more commit@ﬁ their organizations, more devoted and contribute

S ntly to achieve the ultimate goals of the organization (Opkara, 2004).
Consistently, Card, (2012) found compensation especially fixed pay, statistically and
gnificantly increased employees’ work, motivation and job satisfaction. The study

confirmed the significant principles of expectancy theories, according to which the
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perception of relationships between efforts and performance, on the one hand, and
performance and compensation, on the other hand, can predict employee mow
and performance. Organizational productivity and efficiency are believ be
achieved through employee satisfaction and caring for employees’ socidéqional and
physical needs. Moreover, Hamzat et al. (2018) also found tthpensation,
Performance Management and employee benefits were all p siMand statistically
correlated with organizational competitiveness. Com Yn. actices as an

antecedent of organizational effectiveness must be w por, edkbkder Human

andopmert ¥
as th@gg framework

for investigating human resource sw;w emplo jo@tisfaction. Many

theories have focused on Human @%rce Ma

organization from a different pe%e

Theory and Configurational Theery.

Theory for this stud% i

perspective of antecédent facto[

2.10 Theoretical Underpinnings of Human

Human resource management theor

%t; @theory examines the
N

niversalistic Theory, Contingency

have found empirical‘eévide eye rscftﬁat certain human resource practices can

!

[

directly aﬁic% satigfactio T'heéh%ry advocated what is labelled as “best
h

NN
practice% conctepus_yz n th ganizations adopting HR practices have always

perf better than others &?ﬁy researchers (Becker, Huselid, & Urich, 2001),
N

|%§bg micro-level human resources, posit that some human resource practices are
S

G ys better than others, and all organizations should adopt these practices. Murphy et

(2018) argued that greater use of 16 management practices, such as participation and

empowerment, incentive pay, employment security, promotion from within, training
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and skill development which, results in higher productivity and profit across
organizations. Similarly, Androwis et al (2018) posited that several innovati

practices such as teams, job rotation, quality circles, and total quality managf%\esult
in productivity gains for all American organizations. In general, the pr identified

by Murphy et al. (2018) and Androwis et al (2018) can be labelled “bgst practices”; if

an organization effectively used them, it would enhance empl Mfaction.
CS

The notion of best practices was initially adapted t nlodels of Human
Resource Management, which emerged from the assumptien thatjadaptati :)f certain
attitudes and behaviour in an organization would in the ad ce#n@?the
organization and employees’ satisfaction. T st_hum sou%%ractices

NN

lower nteeism and

manifested in improving employee attitudés,and ‘beh

turnover, higher skill levels and conse ;|y agher pro

efficiency, which eventually increa%oductiw\? A
N
s o o

The Universalistic Th ntains thatporgani

4 %
According teyWaiganjo \I\( 012), Gr.ganizational best practices are more
~ | -
idiosyncratic aw e tai 'refulty%/each firm’s industrial situation and the
¢
specific con %rovi maxifum p@o mance. These human resource practices will
§v Y
only haQs/ tegicseffec theyﬂ(‘?compatible and integrated and the total human

reso anagement system %@brts the organization in achieving its target goals.

improve if they could iden‘,ﬁ' }bim;l S
market situation, induw anization lo ‘t‘ién'(l\(larchington & Grugulis,2000)

\This theory has been considered the simplest compared to other theories in
Q an resource management. It is argued that the relationship between a given
dependent variable and a dependent variable is universal across the organisation's
population. Furthermore, developing universalistic predictions requires two specific
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steps; the first step is identifying crucial human resource practices, and the second is
presenting an argument that relates individual practices to organizational perfor ;
Human resource practices are any practices that have been theoretically o(ems ically
suggested as being related to overall organization well-being and pﬁé@ance and
employees’ job satisfaction. Thus, it is impossible to consider amtices in an
organization as best practices because not all are proven t prove overall
organizational performance and job satisfaction. Howeve Y;a tices have been
demonstrated in studies to be best in nature: recruitmeng,and Wwionin%. and

development, career development opportunities and life balanc Kr]ilj:_ifc_Wang

(2006). V_ \o’ \/Y'
- X

On the other hand, Tzafrir (2005); Nadeem and Rahat (202i),\Mahdi et al.
~/ ~
(2014) and Saleh (2016) listed the 16& ctive practiees foéﬁnaging people in

the organization. It is worth men@%g that \ksw g@msses almost all the
j y N

practices suggested by Delery a%npi (ﬂ)l?). awe\zii@rganization performance
practices are considered i %s ol i
d

summarized from ma%) tical and e pillicabtudies such as Rao (2010) and

4 f &
Sonnenfeld et al. '(@For ef \re\ feﬁe$.994) argued that employment of best
practices such artieipati pPOW; nt, incentive pay, employment security
a& ¢ ' (421
hin, and e Ioﬁee(t_rja' ing and skill development leads to greater

N

promotion fr
product%% profit acr rganizations (Wall & Wood, 2005).
is worth mentioning,t espite the criticism against universalistic theory, it
Ny 3¢

%st theory for identifying good practice. It is worth noting that strategies that

well in an organization might not necessarily work with others since each

~

rganization has its distinctive nature. Interestingly, Rao (2010) emphatically asserted

that several innovative work practices such as teams, job rotation, quality circles and
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total quality management resulted in higher productivity for American organizations.
Studies suggested that implementing these practices simultaneously and holi

instead of separately would enhance job satisfaction and organizational @ance.
For example, Tzafrir (2005) stated that Terpstra et al. (1993) posited m;gt staffing
practices and found that using these practices was moderately and pom/ associated
with organizational performance. Furthermore, Combs et al. (2006) quoted that Huselid
(1995) also found a link between organization-level out X;j Proups of high-
performance work practices. Instead of focusing on a sin pro chruitment

@

and rewards), Cookeet al., (2021); Selden, Schim ler, and T mﬁs@OlS)

evaluated the simultaneous use of multiple sophisti

d humé rce p\r/%fices and

zatio)n signiﬁ@g& related to

turnover, organizational productivity, W;performa nd @ tisfaction.
\mgh rj@g (i.e., to identify the
N

innovation and developmen ed ﬂ) g qeffeq(?elsewhere by leading

concluded that the HR sophistication of amyorg

Thus, Universalistic Theor luable

termi$“}e relevant factors that should

organizations); however, th Matllw

be considered as best%zc. Furthermore Eg? an)rganisation to employ effective
d &

\rz\alonalé@aming Culture and Leader-Member

Human Resource tices, (i

Exchange should be i pla 'e the(ﬁ&éuld pave the way for effective human
¢

all hﬁc@(?ob satisfaction. By extension, the goals of

resource pr &!@even
- \
Orgamz,%ikear }ure a@eader-Member Exchange are an exchange of
b 9

valu&nowledge leading to@ﬁvation, improved performance, effective interaction

b & leaders and followers and sustained competitiveness (Lopez et al., 2005).
6 The Factors that Influence (HRM) Practices
Many factors influence (HRM) practices in organizations irrespective of size
and location. Studies show that factors such as organisational learning culture and
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leader-member exchange significantly affect the employees and are closely influenced
by the organizational structure, resources, organizational learning, leadership )
organizational citizenship behaviour and engagement (Hassi, 2018). (’}
2.11.1 Organizational Learning Culture *

Many factors in the literature determine organisational Iearnmture and its
effectiveness. These factors and subsequent empirical evidenceW«st that if leaders

in organizations increased the amount of time and qu Z enfirgy devoted to

developing culture, then the organization would p m a W level of

kg
ement am }ch@'s and

e or howsit should_b& observed
groudy:

re ( is one such

Productivity (Schein, 2010). However, there is littl

practitioners about the concept of organization

and measured (Schein, 2010). Organizational

variable that has received much attenti@amzatlon avi ((Literature (Astin,

2000; Schein, 2010). The culture ic%veyed \M%a @n's members through
N

socialization and training, rite%\uals,ﬂcom uaica£§)networks, and symbols.
: fur@s are (1) a sense of identity,

Organizational culture has QMC“I
(2) increasing the emp% ommitment, 3)l ru’&)rcing organizational values, (4)

4 f &
serving as a contrwcha@ apigmganizational citizenship behaviour
(Nelson & Qui '&N Lu 011 {,’V
SUIPY(
Ar s&@(zoo ) sug sted t a(t?rganizational culture, organizational climate

\ - - - -
and Iea% tylessa ?s plaggcrumal role in determining levels of employee
X"
outgg& Organization Lear@JCulture (OLC) in the private and public sectors

r \ies that an organization's member largely determines its capacity to perform as

& engagement (WE). These organizations understand that the organization's value
e

pends on the value of its employees. Enhancing the value of employees is a win-win

goal for employers and employees alike (Haslinda, 2009).
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Schein (2010) argued that Organizational Learning Culture is a set of norms and
values about the functioning support systematic, in-depth approach aimed at ac
a higher level double loop (Argyris & Schon, 1996), strategic (Bhattachar@%) or
generative (Wittrock, 1990,1992) organization learning. This proces s through
phases of information acquisition, distribution, interpretation, an@’ organisational
behavioural and cogitative changes (DiBella, Nevis & G IdN; Dimovski &
Reimann, 1994; Garvin, 1993; Huber, 1991). Organizatio (Yr; C"ulture is the set
of shared values, beliefs and norms that influence how e ees irerd behave
in the workplace (Nazir et al., 2019). Curado (200 ined Qrgani ti[)n_{_-é?r:ing

Culture as an organizational phenomenon that the a&1 ISition of.@j%rmation,

the distribution and sharing of learning, ar% einhices d sup@g.contentious
learning and its application to organiz%i ';)mroveme 6

Organization Learning Culwas ﬂu

N
collective ability to accept, ma of, aﬂi respend to iq(@nal and external change.

y@ess that enhanced its

7

&
Organizational learning wa }Qhanl u ftheé@nrmation held by employees.
zn an

It required systematic % d colle i‘\‘é in@;retation of new knowledge that
’ &
led to collective Zeﬁqn\and ir |sk-ti§nq and experimentation (Giannakos,

Mikalef & Pappas, (2021). (S’Q

!
¢
Rob 's@OS) stulatés that eultlire is a concept that has a long and cheering

NN
history. % ast decade At has b® used by some organizational researchers and

maqagAto indicate the cIim@ﬁd practices that organizations develop around their

héﬁ?@ of people or to refer to an organisation's espoused values and philosophy.

Q Schein (2010) contextualized the culture as a pattern of shared basic
ssumptions that a group adapted as an external and internal integration that has worked

well enough to be considered valid. Therefore this norm is to be taught to new group
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members as the correct way to perceive, think, and feel concerning specific problems.
Further, Stephen et al. (2016) define Organizational Culture as the coIIec?vr
Traditions, Values, Beliefs, Policies, and Attitudes that constitute a Pervasiv text
for everything one does and thinks in an organization. Aswathappa ﬂ& refers to
culture as a complex whole which includes Knowledge, Belief, AWoraIs, Law,
customs, and other capabilities and habits acquired by man in socie

Organizational Culture is the Performance of an K:tlor committed to

common Assumptions, Values, Beliefs, Attitudes, and viour R%shjgdal., 2004).

Values refer to what is considered critical about how le and organi at’o@have.
Norms were the unwritten rules of behaviour. i 006)\&1" Irm\;vm—h greater
flexibility of organizational culture as tendﬁktol se mgire forma@x‘:easurement

systems through emphasizing organizational >ttention, otir@‘&rategic decision-
making, and legitimating actions. cq \T /<\
N
Ogbonna and Harris (a%ated Qhat eyof <t§f)rimary reasons for the

widespread popularity of inﬁsh org[ ional cn@stems from the argument (or
u

assumption) that certai% ational
4

performance. Uddin l. (Zf)

proclaimed thatthe rm \ orga@z‘tion is dependent on the degree to which

ltures kad@'superior organizational financial

F &y

ed gr_/many academics and practitioners

the values of t

¢
ture are wi Iygha{éd?l.e., 'strong’ (Ouchi, 1981; Pascale & Athos,

) S

was arguable that @abademic acceptance of culture, without the usual

1981;

Lzé?ﬁ)

s and scepticism associated with new concepts, is a significant indication of

(7

hevperceived importance of the concept (Ogbonna & Harris, 2000). However, this is not

(/

infer that there was consensus on the meaning and relevance of the concept. On the

contrary, there is widespread disagreement about the definition and scope of the
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organizational culture concept (Ogbonna & Harris, 2000). Consequently, Bipath (2007)
discussed three main issues. Firstly, many researchers note that treating cultlw
unitary concept reduced its value as an analytic tool (Martin, 2006; Ogbo rrls
2000). Secondly, culture cannot be equated to power, politics, or cllmatﬂ;bgm 1986).
Lastly, there is disagreement on whether organizational culture can Wlly changed
(Ogbonna, 1993). Organizational culture has been an essential Nln management
and business research for over two decades. One reason fo Yh?t organizational
culture could potentially affect various organization and jin y de5|red
outcomes. Also, Organizational culture helps firm communi t|¢n fa}!lltate
decision-making and control, and generate co n % me@uppel &

Harrington (2001). W

Several scholars, such as Bate sawneh anéﬁnch (2007), have

noted the enormous implications of cmﬂlzatlona % (@M) practices and vice

versa. Thus, HRM practices ma%t orggnlzat nal cu@ but a dominant culture
may influence the HRM pr. Mdo y the owg@aﬂon Although research on
; S

Jf

haII onsi fhex@'lowmg statement of Kusluvan et
4

al. (2010), who perw\at Tr:m of ﬁongmatlon affects the types of HRM

systems and pr ices'in the 'lsre . Jackson (2011) considered that Human
we a

both perspectives is p

Resource of tb Itural constraints on the alternatives and
relatlon ro e WI the organization. Subsequently, the model of
cult I tpresented by Bunch @07) explicitly related culture to HRM practices. The
‘% proposed that HR managers determine how human resources should be
G ed based on assumptions and beliefs of the internal work culture. An OLC's
alues, norms, and assumptions could influence several (HRM) practices, like career

development or reward systems, To Signal the Value of Training (Bunch 2007).
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However, as Bunch (2007) suggested, some organisations could use their impressive

training facilities or a large budget to provide training of no value to the organiz

the employee. For this reason, several authors stressed that for organizatio@re to

generate a climate of continuous learning, it should encourage impl ing certain
(HRM) practices that contribute to giving value, such as training evelopment
Activities (Bates & Khasawneh, 2006; Bunch, 2007). \’

In summary, culture, as the way things have xnage'd, significantly
influences how leaders establish their strategic objectiv d ho Meve them.

‘X
HRM practices are also determined by business str and organi ti*ni‘-@lture.

Implementing HRM practices that focus on trai?_j; W% p th&/%lues and

beliefs of a continuous learning culture (Ww, 2008?. In“that sen@ggganizational
learning culture could significantly higw importa f H@‘practices (Bunch,

2007; Zumrah, 2012). Based on theﬁ;sssion@iigth @bsed hypothesis.
N
An increasing body of I%(Huﬂey, 2002; Hﬁahman et al. asserted that

atio st}b affect the behaviour of

organizational learning c Melpl

s

employees. These stud%ﬂ ded that or niﬂati@l culture with characteristics like
'3 &
\fﬂu |cati$gmployee involvement, constructive

participation and empow 'ave éﬁnous effects on employees’ career
¢

developmen Wis co si::%){eo{tj] significant components of human resources

develop% ually?

benﬂj&Jm the career deve a@ﬂant process, reinforcing its relevance as a human

r development function. It is, therefore, expected that if organizations involve
oy

group cooperation, faust, open|

IS ‘gratureém)ports that employees and systems can mutually

é ees in career development activities, this will increase their level of commitment
nd satisfaction and consequently lead to performance improvement, help them stay in

the organization, and accomplish organizational objectives efficiently.
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Empirically, Haji Rahman et al. (2016) found organization learning culture
directly and indirectly predicts employees’ career development. According?ﬂe
authors, organization learning culture directly predicted career developme \36, p
=.001) and indirectly via career planning (f =.48, p=.001) and caree@emen‘[ B
=.15, p = .001), respectively. Similarly, Shuaib Ahmed (2014) ches that the
organisation's culture is essential to employee career advancemeN/as found that a
positive organisational learning culture significantly and p@si &ff’ects employees’
career development. .\d

"AX

Work-life balance is the equilibrium point bet he amount tirﬁeiﬁg“effort

(Clarke;, Koth & Hil, 2004).
N

t emp@behaviours,

an individual spends in their work and pers

Likewise, work-life balance has also been

demeanours, and emotions strongly. N Ha& Collins ha@ﬂ%) contend that

work-life balance can be categori%to threeﬁegs @asure it. Primarily is
N
balancing time, which is regardiﬁ%.lantﬂ/ of timeset t@ish the work and balance

individual or family activiti khplole : secon@participation balance, which

—

4,

includes a commitme k and lother, acfiv-i-@ or roles. Lastly is relevant to

4 s
compensation. \ ' \ %C)Q
2.11.2 Organizationaklea ture(‘l-éjﬁéory (Social exchange theory)

N
behaviou }ldies. 1s defined as “an organization skilled at creating,

!

¢

Studying organizationa uI{Jre(i_g:?onsidered to be a significant part and parcel
a iokl

of organi

Yv
acq%and transferring kn{@e'dge, and at modifying its behaviour to reflect new

K \lge and insights” (Garvin, 1993, p. 80). An organisation's culture portrays the
G d values, norms and practices the organisational members follow, which
ifferentiate one organization from other organizations in a similar industry (Hakim,

2015).
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Watkins and Marsick (1997) provided a framework that identified seven action
imperatives for a learning organization: T
(1) create continuous learning opportunities; (ﬁ\
(2) promote inquiry and dialogue; ‘x
(3) encourage collaboration and team learning; Y'
Y

(4) establish systems to capture and share learning;

(5) empower people to have a collective vision;

(6) connect the organization to the environment;

(7) use leaders who model and support lear

g .9
at the indiyi ua"@r and

es afh i nm%mn which

orlq\co oratio@e’ativity, and
knowledge processes have a collectwaing and (C@%ssore and Kops,

1998). :\? /(\
An organisation's cultu%(') fﬁ ; ‘-}

ops the pe eptlo(oan. its employees, and they

<

organization levels. Thus, learning organizati

organizational learning is structured so th

tend to behave accordinq!i. us, ' anization léulture impacts employees’

behaviours, attitudes,%w ational? acti itiés,@rd, importantly, organizational
4 $ &

\fm the agement field have also claimed that

performance. Furth any scrl
fit ac%ﬂave a proper and strong organizational

an organizationgmnus str

i
,’C&sa‘r?g, Morgan, & Robson, 2012). Likewise,

¢
culture (Sto (%%Hug es, 2
g S
dlfferen% rs have_argtied that strong organizational culture encourages those

strategies, advantageous to both\@d employees and organizational customers (Majid et

; Capuni, 2016). So, there is a need to investigate the consequences of

& izational culture on the other organizational variables.
The conception of social interaction as social exchange comes from economic

exchange (Molm, 2006). Many forms of social interaction outside of the economic
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marketplace can be conceptualized as an exchange of benefits, for example, children,
toys; neighbours exchange favours; colleagues, assistance; acquaintances, COUYH
politicians, concessions (Blau 1964:88). Economic and social exchange b Xased
on a fundamental characteristic of social life: a lot of things we need A@ue in life
(e.g., information, goods, services, status, companionship, approval)'we can only get
them from others (Foa et al., 2012). People always depend on oneMr to obtain such
valued resources and give them to one another through ex Y';e fore, the social
exchange theory mainly focuses on this aspect of social - the Wneflts that
people obtain from and contribute to social interacti the patter of'defg ence
that govern those exchanges (Molm, 2006).

In general, since 1964, social theo sb om fameus the@:qat describes
the relationships between organizatio %Ie's be utcomes. Social

exchanges theory, as described by 1964), r %Jn R_I\ﬁed obligations; when

N
a person does another person ae that'bers wHI(I‘Z?E’an expectation of some
future return, though it is qu\h wh[Mn @Id occur and in what form it
will be returned (Cro don, 2

19) ler , the obligation to reply to the
benefit obtained beféke, based |o rm o |procity, will help to strengthen the
interpersonal r 'ger eI|, Rexwinkel, Lynch and Rhoades,
2001). Em Sjat wark ten toﬂalﬁj ong- term to social exchange relationship,

\ - - -
W|th the r reciprocCit ermu the perceived balance in an exchange over time
e 2012)
\"v

% ccording to Social exchange theory (SET), the encouragement activities
e

6 een employees and the organization they work for would decide the type of
ommitment and satisfaction they would generate. It is empirically proved that the

employees would expect the organisation to provide a better working environment and
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culture, feel belongingness and satisfaction and utilize their skills and knowledge to
achieve their goals. Based on this theory favourable exchange relationship tW!m
employees and an organization would lead to employees’ satisfaction, com@ and
sense of belongingness. Furthermore, the social exchange theory ﬁ%serts the
existence of reciprocal relationships between organizational IearnirWure, human
resource management and job satisfaction which ultimatel M organizational
performance (Ahmed, Khuwaja, Brohi, Othman, & Bin, 2(‘)‘18)&.

v . |
The SET deals with three fundamental principles;which e;Wnality, 2
B

- I X
reciprocity and (3) specificity principle, to explain th tionships b e}niﬁnp oyee

and employer (Foa & Foa, 2012; Cheung, 2000;Ahmed, Khuwzga, Brohi,\?thman, &

o

Bin, 2018). According to the theory, the fikst princip lal E@:ge theory is

rationality means that employees WOUW ,sense 0

with the organization that could pr@vide desira \m&d

N
needs and wants. At the same l%ipro&ty theerizes tt@(?the social relationship is

$
always reciprocal between_em yee' plog hen caring occurs in the
organization, the em ’$ commitme dnd@tisfaction would consequently
4 $ &
NGLiple (s

sla a\atisfy its employees'

increase. Furtherm w thirdl ' eg.city) assumes that only the reciprocity
type can enduregan exehang i 'ship gm’/een the employees and an organization
¢
(Foa & Foa ’Cheung, 20 ).&o the employees, organizational learning culture
- - \ - - -, =
would be"a strategic focus ir OPgéﬁzatlonal activities, which increases employee’s
job g&ction, sense of belo@ness and commitment towards their organizations,

%’ ould enhance human resource management and consequently and significantly

N

Khuwaja, Brohi, Othman, & Bin, 2018).

ts organizational performance (Pinho et al., 2014; Aldhuwaihi, 2013; Ahmed,
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Additionally, Egan, Yang, & Bartlett (2004) also found that organizational
learning culture affects employees’ job satisfaction, consequently impacting
organisational performance. According to the researchers, organization@\siising
learning and development have found increases in employees’ j isfaction,
productivity, and profitability. It was found that organizational Iem culture has

significantly positive contributions to both job satisfaction (r =.68, p .01) and
motivation to transfer learning (r =.28, p .01). l
2.11.3 Leader-Member Exchange (LMX) \d
aX
Scandura and Meuser (2002) argued that al h role the ﬂrq@'d the
nc% e%gaed from

rocesses iu@&;d in social

exchange add further understanding lationshi or@{‘r, using norms of

framework for LMX research, the theoretical

Social Exchange theory. In particular, rw [

reciprocity in social exchange theor@sws the r\dfc%rs gaﬁ\restigate how LMX is

S
embedded in a larger network ge relationships. Qe
\Nr &
e

omJ: ecopomicexchange (Molm, 2006); many

Social exchange er‘r§~ %
forms of social interac% ide of the ec gr'nio@rketplace can be conceptualized
4

&

hildr ﬁ.exchange Toys; Neighbours exchange

as an exchange of benefits; for e'x
sista & Acquaintances exchange Courtesies;

Favours; Colleaguesexch '
¢
(éla@ 4:88). Economic and Social Exchange both

Politicians e &@e Concessi

% N . .

are basedo ndament ;\arac istic of Social Life: A lot of things we needed and
valug.in'life (e.g., Information@dds, Services, Status, Companionship, Approval) we
c \U get them from others. People always depend on one another to obtain such
valued resources and give them to one another through exchange. Therefore, the theory

f Social Exchange mainly focuses on every aspect of social life - the source of benefits
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people obtain from and contribute to social interaction and the patterns of dependence
that govern those exchanges (Molm, 2006).

Leader-Member Exchange theory suggests that an interpersonal @lship
develops between supervisors and followers against the backgrou a formal
organization (Nazir et al., 2018). The relationship between supervisors@nd followers is
based on Social Exchange when a party offers something to the Marty and sees it
as valuable. Each party considers the exchange to be reaso marle or fair (Liao,

2011). \d‘

LMX relationships appear to change regar he amounts of' tangiple or

intangible things, information, and support ex

betweée twi Vgffies. The
S

ble g and services

greater the value that is perceived of the cancre

exchanged, the higher the quality of t melations

quality of exchange to be related Qﬁential \‘iovrs K er and subordinate.
N
Gottfredson et al. (2020) have %at SLﬁ)ordi tes hzséariance in the frequency

with which they engage in activi b(:[ empl nt contract. However, there
C

are differences in err% t contracts e‘gdrd@ the nature and amount to be
4
ignificant b ﬁ;"

exchanged. MemberSawho obta" Its from their formal contracts, even

those with low leader-mem
]

i
¢
to the organi thoades et I.,éO(tZE’
% NN
% emlﬁrMnge i&tal to the organization because LMX describe

the ﬂ&\shlp between the I\/@gfer and Subordinates. In this study, it is hypothesized

t -quality relationships can have enormous value to organizations. The higher

G ity of LMX increases performance by about 20%. Satisfaction can be higher by
0

% over their low LMX counterparts. Moreover, the low quality of the LMX

ge r@énships, may feel obligated to contribute

relationship can increase enormous existent costs to organizations. Ballinger et al.
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(2010) quoted from Mayfield and Mayfield (1998) that, on average low LMX members
leave an organization after around 12 months. When there is low LMX, employT
the organization and search for an alternative elsewhere. Therefore, when @gj igh
turnover, it costs the organization training and recruitment expenses. A@/er, when

there are high LMX, employees do not move out of the organization Qt instead move

\,
Y;b rdinates could
it hMﬁidered in
It is fir bpl@‘rthat
d % mplgj%-és) could

actic Y(; between a

on for promotions (Ballinger et al., (2010).

Although the relationship between leaders an

contribute to the effective implementation of HRM prac

the strategic human resources management litera

considering the relationship quality between |

explain the difference between actual an rc

leader’s implementation of HRM an myee evaltration. \@ﬁﬂ the relationship

between leaders and employees can (eﬁaracten&%h- @Iity relationship, they
N

may have the same understandi d gcﬁls r udmg() M practices. Thus, the

perceptions might be mor m& toI C HR% actices. Not only can LMX
i zof wi

explain differential pe H in'a hb’er’s team, but it can also explain

4 F &
the differential imp entatlon| ithghe group or team.
Previous,stu ha ed a g relationship between the concepts of

LMXand H hwev r, t‘he aré. :ocig?irguments about how they are related. Many
researchers,p Iaimgblbh_g)%wx .ehonships affect employee perceptions of HRM
poligies‘and practices (e.g. Ku@& Buch, 2017; Martinson & Deleon, 2016; Sanders
@10), while others stress that it is the other way around. This group shows that
nder certain conditions, HRM can also affect LMX relationships (e.g. Stinglhamber &
andenberghe, 2003). Conversely, other scholars negate the direct relationship between

LMX and HRM but say that the interrelationship between both concepts leads to

67



positive employee outcomes because how line managers apply HRM practices depends

on their leadership behaviour. T

Studies showed that LMX could affect perceptions of the pe ance
management system. Employees with a high-quality LMX relationshﬂ!% perceive

more favourable performance appraisals (Levy & Williams, ZOOQ. l!urthermore,

employees may perceive that the goals of the performance management system cannot
e%, hey.

be changed. When employees perceive that goals are inv 'believe that the

set standards must be met without exception. Emplo in wity social
B

goals are mare ia[@t‘han

. This” impliés that the LMX
NG

their@sﬁ Moreover,

ing g@Qfor optimal work

exchange relationship with their line manager perceiv

their colleagues in a low-quality LMX relati

relationship determines how much employ:

when circumstances ask for less strinmaore chal
performance: ‘followers in a high-quality LMX r\ﬂr%é_l_q.'hi

competence to know when g%ormzﬂce iS»al ool<Q ith work performance.
However, due to the low ro m\blguitja use the@xperience less conflict when

prioritising work perfo%

FurthermorefJanssen e
A&
attitudes and perceptiens ch
\ @ ' (02[
leader sup innovatio &gacljz ional commitment, overall satisfaction,
n)%

satisfac%

bet MX, turnover intentiofs, and job search behaviours. Chun, Cho and Sosik
tiogs.

@elieve they have the
N

-
¢,

(Kuvaas & Buch, 2017: 3).

$fmented the consequences of LMX on

ch a {Z{tf problems, leader supply of resources,
\ - -
co-workers, ind paéﬁvloreover, Bowman (2009) found a relationship
( }’\Iso found a connection between LMX, in-role, and extra-role performance.
Li, Sanders and Frenkel (2012) argued that Human Resource Management
RM) consistency affected the relationship between LMX and two work outcomes
(Engagement and Job Performance). HRM can strengthen the relationship between
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LMX engagement and work engagement and affect employee performance. The authors
argued that the interaction between LMX and HRM affects employee job perfo

via the mediating effect of employee work engagement. LMX and HRM sv@usly
affect employee engagement and performance because both supervi port and

HRM motivate employees to engage in their work. High HRM sistency helps

4

employees reciprocate supervisor behaviour through superior Pe nce (Li, Sanders

and Frenkel, 2012). z '

Many studies have shown that the strength LM Mhlps can
significantly predict organisational outcomes, inc perform efre and
attitudinal variables (Kang et al.,2011). Consi h thlsfa nt oyees in
Higher Quality Dyads have been demohstrat w C itted to the

organization than employees in Lowe%rt Dyads (Zhang et @010). A study by

Reid et al. (2008) supported t%latlons YNe 'EMX and Employee
\
Commitment, specifically re fr\/

anizational Commitment. Ariani
(2012) also reported that LMX w reIT mltm.‘{}lthrough its strong influence

on satisfaction with I% d other me be‘rsxb'can be inferred, therefore, that
4

employee commrt'rg.qjty be r emogca{e reciprocation or obligation to what

their leaders o org zati 'o them This implies that High-Quality
Exchange e s who rec ved a(I_aJ e portion of formal and informal benefits
would, , be dedic zjand s&?tmrtted followers (Kang et al., 2011). Based on
the sron below is the pro@ed hypothesis.
‘é eader-member exchange theory
Q Leader-member exchange theory is a part of social theory explaining the impact
f the supervisor and the subordinate’s relationship on individual and organizational

outcomes. Leader-member exchange (LMX) theory proclaims that supervisor forms
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relationships of different qualities and degrees with their subordinates, ranging from
high to low. In high-quality relationships, subordinates receive advantages and b :
and the other subordinates in low-quality exchanges do not (Wheeler et al@

In high levels of Leader-member exchange (LMX) relationsmNdividuals
trust their managers and positively interpret the meaning and interWnanagement
initiatives. Therefore, they may direct some energies i toMnstrating their
behaviours and attitudes. Also, they may be more likely to rmh(' organization as
they feel trusted and supported by their managers. On theyother nWyees who
report low-quality relationships of Leader-member e ge (LMX a)‘ c@ﬁ to

invest energy into their jobs and enjoy carryin

tasks& 'edv@ﬁheirjob.

nt or@ggtion (Gupta

®)

Eher-member exchange

They may also invest their energy into a si

& Sharma, 2018). \C’ )

Sanders et al. argued that l(e%sic assu\'mgo
(LMX) theory is that leaders aé i
m' i , th% pend more on the terms of

employees (in-group members |Ie.’v
employment in forgin% es (out=gro n‘em@s). Positive leaders’ experiences

4 $ &
and expectations s w be af with favourable leaders’ behaviour towards

/

ity ex ges with some of their

&

employees, suchyas thewassig 'distri 1on of rewards, constructive feedback and
¢
challenging tasks. [Employees’ er{ep@&g of the helpfulness of their supervisor are
NN
to

positive%
bEhQ

s and assisting co-w@\\(ers. On the other hand, Low- quality exchange
N

th i 'ngnesé% show discretionary behaviour like cooperative

ionships are characterized by more formal, role-defined interactions that result in

| E
G rchy-based downward influence and distance between the leaders and employees.
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2.12 Job Satisfaction:

2.12.1 The Significance of Job Satisfaction to an Organization: T
In their study, Mofoluwake and Oluremi (2013) noted that the em@who

were satisfied with their jobs offered better services to the internal !ﬂ*ﬁ another

study, the researchers determined the relationship between emp&.esatisfaction,

product quality, and customer satisfaction (Sizer, 2008). It w, smmat employees

with high satisfaction quotient could perform better than ?J.

nte'parts with low-

satisfaction levels. Furthermore, Rutto (2012) mention at if mWexpressed
“AX

“they performe tjatt.(ﬂi-sftheir

om% i an.ts\g' improve

With@s}obs (Basak,

mit@% their jobs, offer

positive feelings towards their employers and their j

jobs. Thus, many researchers have contended t

its productivity, it must ensure that all its e e arexssatls i

2014). Job satisfaction allows employ: % ome mor

high-quality customer service (W ro e '\fﬁductlon (Chambers,

2010). Satisfied employees aI illin oz?fﬁa in their jobs, fulfil all
organizational goals, and b %dj:ct owork (Rutto, 2012; Turner

trf
et al., 2014). In cont oy ssati adti ads to absenteeism and higher
A4 ‘&

attrition rates. \ (_/
ignifi of

factle\)%ér An Employee:

Y'

dlff ntistudy, Rutto (2012) no@»ﬁhatprofessmnally—satlsfled people lived longer than

t satlsfled counterparts. They also experienced lesser psychological anxiety,

& ayed better social adjustment and considered themselves worthier. Sizer (2008)
S

o0 stated that professionally satisfied people led satisfied lives, and the reverse was

also true. Lee (2008) mentioned that satisfied employees were more innovative and
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creative. Thus, it is concluded that if the employees realized their professional needs are
satisfied (e.g., job security), they would willingly perform their tasks more cre
Martin (2006) noted that the workers who enjoyed their jobs we g to
improve their future careers. Additionally, if these employees were ied at their
workplaces, they would have happy and comfortable lives. This indicates that job
satisfaction affects the balance between the personal and romml lives of the
”X:

employees (Pinsker, 2012). Also, job satisfaction de m onee pressure

(Mofoluwake et al., 2013). \d

i
2.13 Job Satisfaction Theory: \/‘T
2.13.1 Maslow’s Theory: w\ .
Maslow’s theory of the hlerarc ne S (1954) @!nswe theory that

partially explains the job satlsfactlo ess. The Xha t)r@'rextenswely used and

cited by many studies related t factﬁm ow ) described five types of

bottom to top and are g% and se i IIJ ph@d, as presented in Fig. 2.1.

NS ?
K AN
% * Y s \

é}. : l% 7o\
QY e
§ Safe Needs

Physiology Needs

needs for every individual hﬁve e set m‘} hierarchical sequence from
ent

N

Y

Figure 2. 1: Pyramid of Maslow’s Hierarchy of Needs
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Maslow (1954) mentioned that the needs of every individual are intertwined and
dependent on one another. The hierarchy of human needs is based on the degrew
earlier need psychologically and physiologically. Maslow’s theory state@ any
individual aims to become satisfied with his job, he must be HAbg position
corresponding to his level on this hierarchy. Y~

The first type of the five needs described in Maslow’s theoryais the Physiology
Needs. These include survival needs, such as shelter, foo X:@? etc. (Joseph &
Wood, 2010). This is a primary type of need that helps i surv'vawltinuity of

any individual. Factors affecting the physiology n include w

2% 4
Safety needs are the second type of% esc aslo@eory. These

include all needs related to the indivic\ ;ss;se of con ce @gecurity, stability
and factors that can threaten human@ﬁ/, i.e., p_§yﬁ\hsl¥ic | ,Q\physical threats (Bilz,

environment, i.e., sufficient workspace, clean ai oper faciliti

N
2008). In their study, Snowden hat t sense@ecurity in the workplace

was based on three aspecti m tl ividual ed that his superiors were
ted

satisfied with his job S resp nd ap@ciated. Secondly, he had proper
’ 4 2 4%
knowledge of his duties an v@ne resp\ési ilities. Thirdly, he felt stable at his
job. {’V
\ ¢ I (q('j
The pe of Masl ’fneedJs heory is Love and belonging needs; These
% N
to an .indi Fual de&e to be accepted by his colleagues and friends.

needs a%
_ L %

Furthermore, social needs incl@a{sense of belonging, acceptance and friendships with

c S&ers. These directly affect his job satisfaction level (Detamore, 2007).

: Esteem Needs- is the fourth type of need described in Maslow’s theory. These
f

er to the desire of an individual to be respected and valued by other people. Robbins

(2005) noted that esteem needs are based on internal esteem factors like job satisfaction,
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autonomy, self-respect, and achievement and external esteem factors like recognition,

attention and status. Yv

The last type of need is described in Maslow’s theory of Self-actual@\sk This
refers to a human desire to fulfil his ambitions and improve his sociaﬁgsqing. Self-

actualisation allows an individual to display his best, grow, increase% potential and

succeed in the organizational hierarchy (Maslow 1954; Otournl M

2.14 Factors Affecting Job Satisfaction: é .\d
]

N Ny
Chen (2005) stated that the job satisfaction | f the emplo eeis \‘/Ee, ased

tional f suc\ﬁfas work

ma\ts, nom)@E’relationship

environment, supervision, workload, job slﬁw

with colleagues. In contrast, the secon@yfactar is indivi acté%uch as age, Sex,
work-family conflicts and employe{’,smmitme\w%). ,<\

l y N
2.14.1 Organizational Factorss 0 q Qc?

o
%]
2,

«Q

Organizational and hﬁmel g
Many researchers hav i Zed the chara eri%ti@f an organization and its working
4 2 :?
environment. A fe anizati‘) \aq rs t% ect the employees’ job satisfaction
level are auto@rela' i ith(-j r co-workers, supervision, payment,
¢
workload, jo C@and ork vi&;n@%&

2.14.2 \%ikceaw opMment:
T

orkplace environme@ers to where employees work, such as a factory or

K7

office (Badayai, (2012). Monroe (2007) described the workplace environment as the
Q ical conditions, amount of work and facilities offered. Amin (2015) stated that the
orking condition or environment affects all employees and their ability to carry out

daily tasks. Denning (2008) indicated that the physical features of the building, the type
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and condition of equipment and, the resources offered to the employees, working
standards were important aspects of any job (Sirajuddin, 2014). If the work envirwl!n\
is good, the employee becomes more productive. They have mentior@h the
employees, who were satisfied with their workplace environment, disA@ more job
satisfaction and were more creative. In the past, the researchers notemng positive

relationship between job satisfaction and workplace environme enning, 2008;

igted he relationships
n'sp cvahysical
L

health in their empirical study. Aazami et al. (201 und aj positi e'r@ship

Aazami et al., 2015). Furthermore, Aazami et al. (2015) i

between job satisfaction levels and Malaysian working

between the workplace environment and job sati on_whe in\{syaated the

association. \, 0\

2.14.3 Supervision:

Job satisfaction is significan@Sected b'_?fh_?*e&lo eeS" relationship with their

supervisors. Locke (1976) stata%lper\ﬂsors nirol <tQ ature of tasks offered to

individuals, their workloa %of’l nsibility, aromotional opportunities, pay
(Si

scale and their physica%;nditio

that an organizatio absoluf over gﬂaese factors instead of an employee’s

immediate bosséow) t to 'C%éase the productivity and success of any
@ ! (_a

organizatioE: supervisors n d&) 1@ stand the employees’ perception regarding

2y
/ )}Op
A7
4

h! 2003). The researcher also mentioned

ang’ determine th& motivation, engagement and job satisfaction

leve \C.}'T

\abakus et al. (2003) mentioned that a supervisor’s commitment to the quality

their supervi

ervices, displayed in the form of appraisals, rewards and empowerment,
1gnificantly affects the employee’s recovery performance. They stated that the effect

of commitment demonstrated by the management for quality service on their service
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recovery performance was mediated by the affective commitment of the employees
towards their organizations, which increases job satisfaction (Babakus et aI.,w.
Patricia and Leonina, (2013) carried out a study and noted that the supp@ed to
the employees by the organizations affects their job satisfaction I d service
quality. Scher (2006) further stated that conflicts between employeesy@nd supervisors
negatively influence job satisfaction. \,

The results also indicated that the employee's tSpat r'is job and job
satisfaction played a vital role in determining the custémer’s percepti (:f Sg\'/ice

quality. Thahier et al. (2014) observed that the rela ip betwee p‘er& and

employees affected their job satisfaction lev

et dl. ) noted that the
s

siTctl evels stronger this

relationship between the superviswaers and e@byees, based on

appreciation, mutual respect and brcﬁ%ood,the i &he m@oyees'jobsatisfaction
N

levels. However, if the supervi% a w@ak retationship.with their employees, the

workers would be unhappy matisl/iv ; %\
Chou (2012) c%;a studyiwher, A

'
organization affecte@hythe emp‘ \3\1 seggc%ion levels. He pointed out that a
dictatorial formeof leadership.signi cantl{éééreased the job satisfaction level of the

¢

staff. Many &@s ca be?)ftecttjpthe influence of this relationship between

Q& >

nahsu r@

employ peryisors,on, their4ob satisfaction level. Firstly, it is believed that the

marﬁg&x leader is the prin‘@’ mover in any organization. Hence, he is mainly
N
r \Nble for taking care of the junior staff or other employees and can impact their

jobwsatisfaction levels. Several researchers have stated that leadership significantly

ects the job satisfaction level of employees (Mello, 2012).
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2.14.4 Workload:

Workload refers to the demands placed by the organizations on the emwus
(Spector 1997). The researcher mentioned that workload is categorized int \lﬁtlve
and qualitative workloads. The qualitative workload is described as thﬂ&gdlfflculty
level (both mental and physical). In contrast, the quantitative Worlmefers to the

amount of work that has to be completed by an employee. Bar 013) stated that
a higher workload leads to job dissatisfaction. z l

Furthermore, Cash (2013) stated that the quali the ex ‘ork is an
essential factor that affects the job satisfaction level, ein the em y{es &F}more
satisfied if they believe that they have achieve an wha
supervisors. Hong et al. (2013) observe 0 signifi \atlons@g'etween job

satisfaction and workload. This dissati tio ouId be attribUted @“!tonswtent results

expectéd by their

noted across different studies, owm e ario ?ur
1997). T

\. " &
Workload influencei:ob S sfa tion singe ther direct relationship between

an employee and his wi il serv nt w rklhg@ work environment that contains

all material produc &per |IP ntlla equipment and a stimulating work
environment is <$~ and EaJﬁfy to work. However, if a civil servant is
forced to wo env or?n?%tlﬁt 6’& conducive to work, he is often dissatisfied.
Several rs (Grah 010 tchins et al., 2010; Stark, 2011) highlighted the

workload on the Job§étlsfactlon level of employees. According to the

% rs, employees' satisfaction could be attributed to many reasons, such as
I

& oad and workload distributions. Firstly, the workload should be based on
dividual capacity and must not depend on the time available for the jobs. As a result,

the employees should not compel to work overtime to complete their tasks and

77



workload. Another primary reason is unequal workload distribution and division
amongst employees or departments. This unequal distribution of tasks force?ﬂe

employees to carry out assignments or tasks outside their work's scope, @ently

accumulating tasks and increasing their job dissatisfaction. A
2.14.4 Job Stress: Y.

Stress is an adaptive reaction to environmental demands anNessors, inducing
a fight or flight response (Kreitner & Kinicki 2004). Specto dX;es':ribed two types
of job stress. Job stress refers to an event or condition ork t atw adaptive

response by the employee, or a job strain, which indi

reaction t eﬁo‘k@e?;sor.

Several related studies linked the job-based str

ienced’ one@z\/‘vith their
job satisfaction level. Stress negatively affe&\m} cr'ﬁ‘ca cupati Vz]‘~¢':1ctors, such

as organizational commitment, job satisfaction and empleyee \@‘drawal behaviour

(Otoum, 2010; Moura, 2014). (’) \? /C\

N
Job stressors are predicléb di&atisf tion a higher tendency to stop

working at the organizati \tnas, : Furt% re, higher work stress is
associated with low jo% tion;e:L!ﬁgHee@OlZ). A Japanese study asserted
that, although Japa a%a em" 4 eve@sfied with their jobs, they were also
highly stressed.qln congrast, Qind@eﬁ that Australian and UK academicians
¢

were stresse %)ss satisfied itlfth@' bs (Bentley et al., 2013).
- - - \ - - - - - -
a dies fighlighted t gative relationship between job satisfaction and

Yw
stre%hendran & Deyane%\ml\?). Sundaram et al. (2012) stated that acute job
s%\fﬁ ected the employees' mental state and transactive memory, which, in turn,
e

ased their job satisfaction level. This finding is consistent with previous studies

at indicated a strong connection between higher job stress and employee

dissatisfaction. Hence, it can be concluded that when employees suffered from work-
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related pressure, it affected their comfort level and led to job dissatisfaction. However,
a lack of job pressure was positively associated with the satisfaction level
employees (Skaalvik & Skaalvik 2015). It was concluded that unequal job@g}tion,
inequal incentives, high workload and manager characters are the maj ors of job
stress and pressure among employees. Y~

2.14.5 Payments: \,

Wages are regarded as an essential factor that determi SC' b s'ltisfaction. Baro

et al. (2013) mentioned that payment motivates a perso erform well continue
B
| - . | " 9
working for the organization. However, Krima and (2012) di oﬂn@ very
high effect of salary on the job satisfacti el _amo ive@;k’/- faculty

el high@g were more

th@karchers (Baro et

satisfied with their jobs than those withylow )ages
s@w or wages received

al., (2013); Maoc, (2014) proclair@%yat the \mnw
N

significantly contributed to job%!acti& amangsthe oyees. Hence, the more
\h &
th eir diss

the employees’ wages are | igT ati ion and, consequently, their
performance. z

'S
Furthermoref&Goodall (
the salary the% ' rr@jers. One of the primary reasons for
employees’ % :

members. Wang (2006) observed that emplayees,who

L Y
s
=

o
D

£ &y
éﬁbe employees were not satisfied with
factign is that the incentives offered by the employers could not
. NN
cater fog/their tife expense was«c&ervered that the employees often compared the
| X o
w. offered by different or@ﬁtlons, eventually nurturing their job dissatisfaction.

a
plays a complex role as it interacts with various factors. For instance, after
ompa

ring the wages of the male and female employees, it was noted that the female
mployees were more satisfied compared to their male counterparts, who were offered

the same salary for the same amount of work (Stringe et al., 2011).
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Researchers (Stringer et al., 2011; Maoc, 2014) proclaimed that wages and job
dissatisfaction displayed an inverse relationship. It means that when the emplo
not satisfied with their wages, it triggers their sense of dissatisfaction. Chz@et al.
(2011) discovered that if the employees dissatisfied with their wages, i increase
their overall job dissatisfaction and subsequently reduce their interest in the job.
Furthermore, they also found that low wages lower empl Mrformance and
motivation levels, increase absenteeism and attrition rates a %;e ted grievances.
It was also found that the employee's salary affected theig job s ti&\u@dsince they

2
Yw
ence, the he edt@alary

d be Satisfied with their job.

depended on their salary to fulfil their primary nee

could fulfil their requirements, the more th

omoti Y,q)onuses and

n @ncluded that job

payments and what is needed for a nt life. Thus,
AN

satisfaction is significantly affected e emplog\%y. A

N
Furthermore,acomparis%een e staffmem
re

E§s also an essential factor.
It was noted that employee mon] a

Furthermore, the employees compare their

ed a fair payment compared

to their colleagues. Aft ting their ex ert‘s&@el and specializations, if the civil

4 ’ &
servants believed t wymenis \'e\t ir, thiéwuld be more satisfied with their job

and serve their grganization the ary, if they believed that their payments

%
were unfair, 't‘ﬂ@ increase j
%I .

NN
Additiopally, this also affected the@haviour of the employees while dealing with

) T
cliem&heir colleagues. 4
g \(-)

% utonomy:
Q Autonomy refers to the level of independence and freedom offered to the

orkers to schedule their duties and decide how to do their job. It can be defined as job-

diéa@a tion, and they would leave the organization.

related independence, liberty or initiative, which is required or permitted in daily work-
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based activities (Zurmehly, 2008). Autonomy increases the feeling of responsibility,
enhancing motivation, job performance, job satisfaction and attendance (Spectow.
Carden (2007) stated that autonomy refers to the extent to which em@ feel
personally responsible and accountable for their work. Furthermore, G&&and Jones
(2008) unequivocally indicated that higher autonomy leads to higher msfaction. In
their study, Turner et al. (2014) discovered that autonomy increase en the employee
was independently asked to do various tasks, which led to eX;ct'on. However, if
an employee was asked to do fewer tasks, even increased*autono yWead to job

@ T
to highe b's@ctlon

aalyik{ 2 Ho@r, nurses

satisfaction. For instance, teacher autonomy was r

(Guarino et al., 2006; Zembylas, 2006; Skaalvi

cannot carry out their tasks without auto ing to YZr~ent patients

involves making proper choices regaro\ ;He auantity a alit@esources that can
be spent (Riccucci, 2005). cq \>T /<\
N
Autonomy for professio% entffls (a etern&q?on of the job priorities;

(b) Selection, planning and hhan a tha@rate prescribed outputs; and
Nalll]

(c) Answering the Ieac% gardin
4

used for job compleﬁgn\(Shacr
level of autonor@vnore i ', moEB&léd and satisfied with their jobs (Spector
2 ‘

It can be n ed{hatzj onomy is related to job satisfaction and the

he utﬂub@ﬂeration instead of the technique

&
y 20{@1 Thus, the employees with a higher

1986; Mack

- - \ - - - -
level of% an indivi ? possg&s while carrying out his job-related tasks. There
is a ﬁ&ence between auton@%lnd independence since the workers can depend on

tg\lﬁ&rpersonal communications to complete some interdependent duties (Dee et al.,
).

6 Turner et al. (2014) determined a significant relationship between

independence, autonomy, job freedom and job satisfaction. They observed similar
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results in different occupational sectors, such as public relations personnel, nurses,
social workers and blue-collared workers. It is concluded that a balanced autwﬂy,
where employees are offered an autonomous area for making decisions re@?&their
duties and implementing them, makes employees more comfortable a isfied with
their job. Autonomy is positively associated with job satisfaction. Many researchers

(Skaalvik & Skaalvik, 2009; Mack, 2012) asserted that this relationShip is based on

. ;owe'/er, if they have
to continue their tasks independently and without mo

- 4
satisfaction level.
2.14.7 Relationship with their Co-Workers: £ \Y

The relationship between emplong thei agues&tal for job

satisfaction. A supportive and coopera relaaonship

human nature, where employees need autonomy to do thei

can improve job satisfaction. In their,study, \hﬁe t ./@996) emphasized the
N

significance of the relationship‘éir co’-\/vork suindicating that the employee fits

\& &
within his work environm H berl - (0959) ﬁ@&sd that this relationship was
vel

used to understand the Isfaction
4 o ﬁ,&
a questionnaire HK‘Wogy afl oted that %00 of the respondents were delighted
with the behaviQQ eir 's (OEJ%oemi, 2000). They also pointed out that
¢
female acad &@s wie mo siisfdéamth their co-worker's behaviour than their
NN

male CO@%- ’D)f Yg\

&g (1997) conducte@s&udy where they noted that employees were more

sati with their jobs if their supervisors or co-workers offered them support and
& erated while completing their duties. However, Narveson, (2013) noted a minor

lationship between job satisfaction and the role played by co-workers. One of the

f UK@demicians. The researchers used

primary reasons why the relationship between co-workers affects job satisfaction is
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attributed to the concept of ‘brothers in religion’, a fundamental concept in Islam. It was
noted that co-workers belonging to the same religion tend to help one anothew
This leads to a collaborative relationship that generates harmony and unity @omes
a social connection. However, Shinko, (2011) noted that this relati between
coworkers did not affect the employee’s job satisfaction level. Y

Scher (2006) observed that nurses often derived job satisfaction based on their
relationship with their colleagues. An employee’s relati qVith'his co-workers

affects his job satisfaction since the co-workers play a v olei cWaﬁng and
B

establishing a cooperative environment. Maslow's (1

eory states that/m i@%ays

tries to form friendships and relationships with

S t@ cial %Vi—ronment.
This improves understanding between co-v% nd aitab ishes a ;@‘Egnship based
on intimacy and love. This relationshi ers.d sense o ort@?e employee, who

derives more satisfaction in his j owever % '}rployee has a bad or

competitive relationship with c%s n fhat case, it 020 ate a gap between them,
ﬂ%nj:

leading to conflicts and an1 tg%umber of complaints and,

eventually, job dissati% P} “l 0‘
N
2.16 Human Reso \ng sa Vghetor

Mediati &n as usal t} in which one variable affects a second

articulati

variable, affec th|r varla e. 'K/Iaﬁlfj on et al. (2002) argued that the hypotheses
k suraple_pr, ‘gssesié\ the mediating between the independent and

depﬁvarlables have Ion@h proposed in psychology. Moreover, Sarstedt et al.
(% xplained the mediating effect was made when a third variable interferes with
th

Q er related variables. Mediation shows the question of how the change occurred
hen a third variable was thought to be intermediate in the relationship between two

variables. Evidence for mediation appears when an intervening variable can partially or
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totally account for the relationship between two variables. (Bootstrapping the Standard

Error of the Mediated Effect). Y'
2.18 The Research Framework A

Based on the extensive literature review that has shown intercoRecfion between
the components of the current study, it was hypothesized that theréis a positive and

direct relationship between Leader-Member Exchange ) and Organization

Learning Culture (OLC) on the one hand and employees™job sati fw the other

hand. It also depicts that human resources managem lays asignif a't‘r@ating

role in mediating between OLC and LMX and

Organization

Learning Culture

satisfaction

/\
Leader
member
exchange

RN

2 onclusion
This chapter provides a literature review on organization learning culture,

Oder-member exchange, human resource management practices, and job satisfaction.

The chapter has holistically presented the influence of organizational learning culture
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leader-member exchange on human resource management. Moreover, this chapter

provides sufficient evidence that human resource management influences empvw

job satisfaction. Also, this chapter reviewed past studies and found that huma urce

management plays a significant role in mediating between organiz&;d learning

culture and leader-member exchange (independent variables) on Wﬂd and job

satisfaction (Dependent variable) on the other hand. Finall Ms the research
e

framework, which looks at the independent, dependent an
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