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CHAPTER II: REVIEW OF THE LITERATURE \i
2.0 Introduction Vz

This chapter reviews previous studies and key concepts gng '-IRM practices and

labour productivity. It reviews their indicators, the of IaMgdu&t_ivity in

\
achievement of organisational objectives, and @ soci I slpm&')in labour

4
productivity. The chapter further introduces thwerpimj@ orieﬁ‘;gc.h as human

capital theory in order to explore the rct0 RM s f ﬁour productivity
enhancement. The second part in thismer w-
Libyan economy. E ) C\A

'} Q-

This study views that CN ent prongddgs a needed window of freedom

\

for implementing effectithRq practicgs ang incr social exchange relationships. It

is important for the n@ a o\@ ec{ makers to examine the key HRM

practices identifie&vard \'@ncin ganisational outcomes. Furthermore,
hj

\ ) & | o
employees and @ S i_st'h gbo iﬂ)peratlve understanding and work in the field
as a team ir%%o’ over M p@\ﬁms and increase productivity. Towards this end,

sl 5
a proposed

nceptual frameworlq;:;v

S &t@r productivity in the
&
C‘J

i

ha

\
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e takes into consideration the existing theoretical concepts and philosophy;

e attempts to draw some focus on the relationship between the c m under
consideration; and b

e has the intention to contribute towards the Dbetter uwmnding on the

mechanisms of HRM practices influencing labor productw

Y'

Finally, the proposed HRM model in this stu sentspa rgf¥cture of some
.y
important constructs that can influence managers to aboup be * @ces. The

relationship between HRM practices and social?.ls Ia@- rol\iy'their own in

Y'

realizing that the main focus is on managin w °‘ é
t) &

2.1 Labour Productivity \ O

~,

Productivity of the organization i yais hi Yy @ed due to complex and

esul Ai yan organizations face some

problematic nature of managemm

problems such as the lackfof skiNed manggersfwhi ects negatively on productivity of

¢ &
these organizations (&%Repi

). Swever, the individual employees hardly

embrace the objec% the
e Pr G

to play in achigagdng the gogls S‘rg\q:)isation, especially in developing countries such

as Libya E@s'et 4. ). TQé\is because the spirits of employees are based on

their wi ss, confidence, di ﬁ'ine and cheerfulness to perform the tasks that can be

ion Qf)&"fhe employees have a very important role

red@ solving issues like increased conflicts. In Libyan organizations context, there

are §rious issues affecting employee’s productivity such as poor site conditions,

absenteeism, and multiple changes in contracts and imbalance in rhythm of employees.
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Therefore, inefficiency from lower productivity, increasingly over specified activities,

and poor purchasing practices are major causes of upward spiralling co@ﬁelter,

2014) ‘iﬁ

Labour productivity is defined as the new ideas that are appreciatedw the organisation

for producing the amount of goods and services. Specifically;

quantity product produced by the labour is defined as labo

This can be computed by the ratio of outputs to inpys. T

the productivity of firms, industries and even t nomy ag a olg. ‘éased on the

situation and the choice of input and output ﬂasur \Ch{
emQracing a more efficient

productivity calculation can be implie@es evekeg productivity may
suggest scrimping on the use of ingyts. |
| SIS
manufacturing process may yiel% agte. Si “arly Ci-g\reasing productivity may
a

ent mw\n‘fngs from the

Q&

also mean a rise in the output. FOMg estin{é%re resources such as utilising

more sophisticated techn imice];or apt@nay generate more output.
&

d

The general}&a\bpr@ refes&o the technical production relationships

. N .
between inputs a@@uts Howe ‘r‘lthq_ggsderlymg idea of this term may also be about
the productio@sired,lal dJas as demanded goods and services. Productivity
4
can be e &

as a ph icaf‘na??ﬁre, a monetary measure, or an index. Within this

speci ‘Neasure, inputs can be broadly defined. However, inputs are commonly defined

i of labour and capital. There are two major types of productivity:
0 Labour productivity (LP)
2

Multifactor productivity (MFP)
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Among all other types of productivity measures, labour productivity is exceptionally
important in the economic and econometric analysis of a country because @s the
dynamic measure of economic growth, competitiveness, and living staydard® within an
economy (McGuckin and Van Ark, 2003). Hence, it is the measure YNur productivity
(and all that this measure takes into account) which crucially fowe understanding of
the principal economic groundwork that is necessary for b ec?t;nic growth and social
development. \d

(3
Internal performance is operationalized in terms of | produgtivit (i]sr&@Y simply
ed_inde prQLR'Productivity

ductiaé;is a particularly
aff@%d by environmental

productivity), and external performance is operag

@h’y productive but fail to

factors (Crook et al., 2011). For ex%, a f@}ﬁ&
generate profitability given inte@et mpe |o‘h§$'trease in consumer demand,

or powerful stakeholders thwmct 1ositi ffe;é\.Of resources (Crook, Ketchen,;
(
% J

&Y

Peteraf & Barney, 2003). ver, gge

are efficiently der@and 'henc geneizén
o : N

productivity is @Me ém L'gllt @’to

increases wit rrespl'di crﬁgs in human capital inputs (e.g., hiring more

4
staff), co %reduced hié %Rl'ts are raised, thereby increasing financial slack
C-)

resou NSIack resources can hn be used to expand operations, pursue new product

uild slack resources. As production

ions, and reach new customers (Latham & Braun, 2008). Most HR managers
asize productivity because it is closely tied to HR activities and human capital while

being less influenced by factors external to the firm.
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2.1.1 The Importance of Labour Productivity

The measurement of labour productivity is essential especially in the F@Resource

Management (Fletcher, 2001). Historically, organisations have alwayS®gme out with
methods to measured performances. However, traditional performanz measures, which

are based on cost accounting information, only serve orgamgaions in little way to

determine organisation’s quality journey. This is mainly be th@aot map process
performance and improvements according to the neeg of the cugtomegs: ac\ urce of
productivity is correlated and differ based on di settings. efu’ ‘%w%y to discuss

the determinants involved is to group them into a% of hi

—h
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Figure 2.1

Productivity

Immediate sources Factors such as adopt of 1(1-' technologies
that are direct sources of ctivity.

Hierarchy of productivity determinants c\z

Underlying Factors such :nmr:"lt policies that
influences influence roximate dhrces of

productivity.

T ° Y.
Fundamental Deep factors as res x%&ants that
determinants provide thich, uhderlying

ce % uctivity.

;Y'
Source: Adopted from: Parham (201@ n; mp nceggnd determinants of

productivity. O

&.sklmmediate sources for
S

[
productivity rate. A decent sam@j bean a pﬂa&@’f another innovation to help

i Iopr@ of work efficiency results with
(

Based on the above figure %irst

Y

the production of the firms. S i

increase in labour produc%nd ca\nﬁ aj)o%ratio along with enhancement in firm
performance. Furth@‘uinm@ thes ‘&o variables uncover that innovation,

. . O . . .
economies of schhe ng o tglslcq,gdnd human capital, along with changes in
labour inputs Qtonve effeft gn t te of capital developing or MFP development.

s’

Bi&ging further ’{t 'Niyer of impacts, a shift in firm’s productivity can be

>
1. =
(¢

f

3

objectives. The attributes, significance, and effects of

resol Nshort term or long-ter
& Wéurces must be considered. Subsequently, there is need to investigate the major

inants before we have the capacity to suitably understand the fundamental impacts.
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Figure 2.2:  Proximate sources of productivity growth

Labour productivity | : %

1 1

Capital Multifa
deepening productiv
2 rF

> Physical capital

Embodied
technology

Employment

Average hours worked

Source: Adopted from Parham 4Q. (2.2

deterwi\w pro
pes i

The following determinant, which sh na

N
structure in the development of proBugtivity giSTthe ar;ong-term consequences on
'} Q—
productivity and the governN olici hzﬂé‘:’a hidden impact on such

? &
developments. ( 0,
L P P o
In this sense, ewe y' £ |gn‘ifiée%d contribution to our understanding of

productivity growgf. o) n&§odological tools developed by theorists

d

enable us to mea%he r e'of cbﬂ'i%f?nange, while the sophisticated models of the
new grovvt% ts pghdd P mte@explanation for the sources of technical change.
Broadeed investment—w@r’ includes expenditures on tangible assets, education,
traini \d other human capital accumulation, as well as research and development—
p pivotal role in both frameworks, although investments precise impact on

productivity growth differs. Benefits from investment may accrue only internally to the
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economic agent that actually makes the investment, or the benefits may spill over more
broadly to others in the economy. As a preview of the discussion, the ingbroadly
defined capital generates primarily internal and diminishing returns is tig haldnark of the

neoclassical view, differentiating it from the new growth theory’s Yﬁn external and

constant (or increasing) returns. \’
Table 2.1 i l
Measurement indicators of labour productivity \d. -

Indicator Unit  Formula What It Sigdifican ’ﬁﬂicanceof
Meas of Lfow igher
dhdic AVﬁdicator

Productivity Y)’

1 Labour $ Value or { Efficient and
anaggment effective

of | if“ utilisation and

productivity added/Number C iti
of employees employees in
ar‘gvr ther management of
C

neratjon of
value T é s which labour and other
ect the factors to

% ] @fﬁciency and  generate value
\ AQ" capabilities of  added
i~

>

labour

A
AD=|m——
QD

>

O

2

GST E y (?‘(2013)

Productivit\@tor H@theo tiveness and efficiency of a given input

|
in the generation%i put Lab wfo ‘cﬁ/ity and capital productivity are examples of

. ? Y
productivity#n ors. g f) $

ctivity is critical famMhe long-term competitiveness and profitability of
ﬂ& (&

organ *us. It can be effectively raised if it is managed holistically and systematically.
nt€grated Management of Productivity Activities (IMPACT) framework provides a

gutde to how this can be done.



39

2.1.2 Human Resource Management (HRM) Practices and Labour Prﬂ Jvity

=

According to Bowen and Ostroff (2004), human resource manageme‘r%ould consider

how it can alter the organisational environment to promote certainzaits in employees

N\

because it contributes to the organisational performance S[Ti labour productivity

Labour productivity through the HR structure magy corn®ibu M@r@aﬁonal
_ . A S
capabilities. The employees in an organisatio a v‘l'ta rofg to rmine the

de irvl\-'goal not the

organisational outcome.

7

organisational objectives. The employees helpfto a

organisation by itself which signify the ro@pl
tiQ@ngal through labour

This shows a link between HR ;&tic %T
A

productivity. ? Py y $
Labour productivity is m ed,f skilLSag well from the HR practices

\
perspective. From th gperschtiv E@ment selection process and

’ '3
decentralisations plays&im 0 \e.],g m%(;éé’s skills and motivation for working
312?

pro&ivity. These are based on the idea that an

zlowzk and Klein, 2000).

are other import fa{&inli
¢ ! (-)
employee’s peg ce gesults r(£1 @ aptitude and effort/motivation (De Grip &

Sauermann

*.
.
“

ibkbour or employee@uctivity is defined by the actions which are relevant

to @nisaﬁons desired outcomes and which are controllable by the individual
Y

ees (Campbell, McCloy, Oppler, & Sager, 1993). Competence and motivation are

the main factors of job performance.
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Motivation demonstrates the user’s decisions to utilise exertion and decisions of to
what extent to apply the effort. According to Lepak, Liao, Chung, and Har@i), an
individual’s learning, expertise, and inspiration consolidate interactin@ne another
to focus work execution. Researchers who concentrate on vital HRYﬁpressly join the
thought that both capacity and efforts are important elements owwual performance,
yet concentrate on these measurements at a higher aggreg Im irvestigation. While

the capacity of workers or the level of human capital S the OWOmmitment, a

i
@
S . i o
workforce could make to an association’s executio ployegs sh l' l@rlse have
to unde that\;m'tential.

ices‘an rganisé;'al performance
has been investigated in detail by (praet al. 2000y Ac@ng to Appelbaum et

al. (2000), employees manageme %&tice%d‘o @mony and cooperation
:;é a oy

suitable motivation and attitude with a specific

A theoretical association between

(collaboration and networkin ween ~uppery staff;®1d workforces, sharing of
knowledge, augment emplow-espo'sibi'
process, supply more (%& for g P . ilgplration and creativity. Innovative

performance of Wor@vid@)rt fo@elopment of work procedures and thus
N
improves an orgt%;s[hance 0 in}@éﬁént innovative processes or products and to

4
reach higher I@orga sati rf nce (Sun, Aryee, & Law, 2007).
4
E ﬁQ

competence, @/ation, and progressive HR practice such as

dece ied decision makinghmprove organisational productivity (De Grip &
:u ann, 2013; Fallahi, Sakineh, & Mehin Aslaninia, 2010b; Sun et al., 2007). HRM

an@ntribution in decision making
(

ces has gained in the Libyan organisation. However, acceptance by oil and gas

industry is limited of percentages when compared with statistics from organisations in
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Europe, Asia, USA, and Oceania. The application of HRM practices in construction has

its advocates and opponents. Supporters believe that HRM can be applied N fully in

construction and can generate substantial benefits. s )

There are numerous studies on effective HRM praw in oil producing
companies. Level of output depends on HRM capabi 'esznd ther assets. Early
researchers discovered that a limited number of fa ad t eWnpact on the

Y
productivity of workers. >\
(NG
L 4
¥

2.1.3 Social Skills and Labour Producti%\fwy.'i‘ \ gv
O

lays StrogOssoci d_'therpersonaI skills in the

N

enpployeed'to b@od listener and solve the

-
oye&\&ﬁ{teract with their superiors or

imp tan@ such employees to improve their

Every employee you hire already di

organisation. It is very important

£

issues pertaining to their productingy. |
s ver

external individuals regujérl zi
‘
re cOn

'3
social skills. Employee& si N e t@ural resource for the organisation that
increases producti '&ates lnd [ ve performance. There is a direct linkage

¢
between skills ctivf n p&fctr(p?nce. Unless the organisation can build on

N
reforms to #e rtméh ?rgeﬁ% improvement of skills based on the employee’s

strengtm&usiness will face di,&\u:ﬁlty to compete (Leitch, 2006).

tivity and growth have immense importance for the organisation along with the

: egccording to McKinsey Global Institute in the business and economic research,
»

evolution of global markets, the economic impacts of technology and innovation,
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urbanization and so on. Companies are now enlisting social skills as a tool for managing
various organisational activities and allowing instant communication m two
different parties. Social skills promise to extend the capabilities of mgh skilled
workers who can increasingly improve short supply by streamingYﬁwunlcation and

collaboration and lowering barriers. V

Only under certain conditions it can be expect codperatlve efforts to
increase employee’s efforts to achieve and improve the quaity of thei toonﬁiups with
their superiors and colleagues and their psych a healt eéfa?ltlons are
positive interdependence, face to face interactio IVI c unta social skills,
and group processing (Johnson & Johnso@ E cgi‘ of@fese %nts mediates the
relationship between cooperation and |ts oo e&< y_ﬁglll interrelated. Using
social skills, for example, make SS Iy ent |sc@33|t|ve interdependence. In
competitive and individualistic SitmgtI®ns mem‘ﬁ/are inappropriate.

According to Mo so Relder,& mpi 2005) in terms of embeddedness,
employees always wor, With th (f éfs of the larger organisational system.
The bonus syste mi ' |ve goals. Every employee that get
compensation is on rod |\lf:/(5(ﬁ?thermore mentioned that the organisational
policy of ti%%f'skl e m@red by their knowledge and capabilities as being
as SOCI , help |nd|V|duaI\€o\,15ecome more employable and attain higher earnings
Iewel% prove productivity and performance. Thus from the above discussion it is

ed that social skills of the employees will have mediating effect between HRM

practices and their productivity level.
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2.2  Human Resource Management (HRM)

Human resource management offers a people-management framewor%\mprove
performance, innovation and competitiveness. However few studies ha sidered how
such practices are implemented within construction industries, @nd whether they

accompany business strategies and competitive advantag% Human Resource
ch fé? i
ctics

Management (HRM) paradigm is an adequate approa a nl; people during the

last decade. HRM has been widely accepted for pgrso ovu@ent that

increases performance and employee retention ( rong andjBatPn, !OU\,S Bowen &

4 b 3
Ostroff, 2004; Snape &Redman, 2010; Tzafrir, ZR;.Va N hteil@f)ll).

Bowen and Ostroff (2004) speciNa, “Huma so@has attracted in an

enormous consideration furtherm %’as dﬁ\%es' .\tant arguments among
Vé 6 -

different stockholders, along acadegicia “an@?actitioners”. Moreover as

indicated by Ruél and Bond%ZOl,), T is@popular word that has no single
| Q
generally acknowledged @wg of the e,pt,.&o 03). In the field of administration,

human resource rer@r “all arrapged n&‘rational plan for the administration of

N
functioning in ac&ma o th ngon;%vdd together work for the achievement of
business obj @(Scot &Dpvig, 2 ;
4
20 LG | |
H characterised as, “@éthodologlcal way to deal with a formal structure in

an ass®gla®on to ensure legitimate enrolment and staffing, pay for performance, dynamic

—=

@D

(=}

inY environment, performance appraisals, career ladders, and employee motivation

for~achieving strategic and operational objectives” (Masood, 2010). Analysts have
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generally focused on the relation between HRM practices, financial performance, and
productivity (Chiu et al. 2002). Success is often driven by firm and econokx,'while
higher levels of productivity are associated with positive attitudes, kno @, and skills
of staff to effectively meet an organisation’s needs. When these poir?e areas of focus,

HR practices can effectively enhance firm performance. V

Although in the vast majority of the developing natiorg, :un('amental obstacle to
organisational development and productivity is either n ingigni ditilisation of

| N
expert HRM practices, however, the battle is g on disgovéythg th{?nost ideal
L 4

tsun\t s lik Xa have been

st es. Accordingly,

approach to utilise these practices optimally. De In

concentrating on industrial developmen@dwo

organisations are performing a pivotalm thw
Regardless of their financial sigr%a di‘f&’g
i

o

of structural and institutional SM 'ngs*m"ﬂj\av@iged their capacity to exploit
\

global opportunities and ﬁan%g HRVJ I %

pra |qes°
d F &
Despite the v@portapc
decentralized decim making,
(—@ R o
HRM practicq_ ris;y et q&practices deigned to maximize organisational

—h

a&gement of the nation.

ni@ions experience the effects

staffid, on job training, motivation and

s.is a,@se% on the efficient use of human resources.
integratio yee é) dlent@(ibility and quality of work. These practices are
A =i
explaiK eb

N

elow sub sectiOns.
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2.2.1 Staffing

The staffing process plays an essential role in the workforce. However,%\?ne of the
more difficult tasks to perform, since it has a major influence‘%rgamzatlonal

performance. Organizational performance depends on there being R right number of

workers with the required skills and motivated workers with p?w behaV|or in order to

Y.
cess fh an rqan'cggy'n which

specificatighs” k/‘?mple words,
aboﬁ e oymeé\:pportunlty for a
candidate. This process (staff selection) asa on the ar@nsmatch between job

requirements and a candidate’s sk'l%alificah}sa‘d ghxer willingness about the

improve the organization’s performance (GroRler & Zock,

Furnham (2005) mentioned that, “Staff is an importa
determines the portfolio of workers as per requi

staff selection is the process of making dew

persuasion of that position. A ¢ enrol c‘éss@y bring a balance between a
firm’s needed and its avallabIY!urce, ca | ate |t|es) (Martin-Alcazar, Romero-

Fernandez, & Sénchez-Ga ey 008). ,‘

Staff selectivify is

¢
affects organis %’oucf

apply vari pr Jo g@]ce employee competence and hence labour

R @‘( e which directly as well as indirectly

lgel@J ecker, & Beatty, 2005). Organisations can

product The skills of nem{anployees could be developed or those of existing

@ or both. The recruitment process should be designed to develop the best

éals of employees to best meet organisational goals. Selective staffing directly

effects labour productivity and hence organisational performance (Huselid et al., 2005).
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In addition, Katou and Budhwar (2007) found that staff selection and organisational
objectives such as increasing overall productivity through labour producti mroflt
margin of firms, were robustly related with each other. Research @msaﬂonal
performance in the context of Greece, Katou (2008) found tha nrolment and
organisational performance is partially mediated through employ: Y:e

According to Wilk and Cappeli (2003), not all mricesses are suitable

because some of the selection methods are costly and e are ui y for certain
organizations, such as those that focus on ious ri«%erlence
Proper choices or selection methods in the sta ctlo ar@y important

in order to collect accurate information a t dldﬂles r cor, posmons within

organizations. According to Hagan N 006), st sel %ty depends on the

understanding of the job, ensuri |C|ent Tm é, and outcomes and the
| o ﬂ L .
existence of motivated |nd|V|d n adgje sﬁ&‘bn of candidates should be
based on the compatibility wolkgragph in ,@ns of values, goals, personality,
(

behavior and skills (Lev 05) a;nQI& he managers’ selections should be

O
based on the candl perlelwces, bi Ilt@ credibility, so that they can serve the

organization’s g }llon arrlson 2010)

/

12 ﬁ tes that written tests have been introduced in

staffin ivity. The use of w@) n tests in the selection process is aimed at achieving
a high rmance workforce. In much the same way, in Germany and the UK, Tungli
an Iperl (2009) observe that structured interviews adopting references and self-

nominations are mainly used to select the suitable candidates to work in the firms. The
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behavioral assessment approach is also very useful to evaluate the candidates’ suitability
and adaptability in Western Europe. Some organizations prefer to use W e tests,

a record of accomplishments and information from the candidates (Wil Cappeli,

2003). Y.

sed to achieve firm

Staffing is the key human resource management pracg
performance through acquiring and developing human ca
that selective staffing directly and interactively influgnce i th thqeugh the

\
_ o . | &
effect on firm labor productivity, implying that g COI’I}I‘I te*o theéeneratlon of
slack resources that help buffer and then re%er

revolution. COV

-2

2.2.2 On-the-Job Training

upgrade the determinant o of dividAII peytot (De Grip & Sauermann, 2013).
E > ’ 3
Keeping in mind theaqgnd doa \sq nce tﬁ_é,oorganisational productivity, training

improves the pr@

|
¢
organisational es. d 'oﬁll@lps the employees to diminish their unease

efortb elps the employees accomplish their

Y
during WOI‘% idis & Js ZOY' . The larger gap between the abilities obliged and
those cahed by the employés',’ the more noteworthy the absence of employment

fulfilm\

of the representatives and the lesser the productivity. Organisations can

@e the quality of current employees by giving exhaustive training and improvement

exercises (Bartel, 2004).
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Training is frequently utilised as an instrument to enhance the employee’s
information, competence, and capacities in an organisation. Empmcal% igations
demonstrate that training interventions enhance the work execu hn labour
productivity (Goldsmith, Veum, & Darity, 2001). For instance, (D , Reed, & Van
Reenen, 2006) found that joining on-the-job training enhanw our productivity.
Moreover, Thang, Buyens, and Leuven (2008) reaso that tht training lead to

enhanced information, abilities, capacities, attitud nd bgh ou femployees

enhanced the financial and non-financial performa@e orgafisati ns'

Training, abilities, and training of an e oyee mor, CIency If the
workers are mismatched in terms of % e a Q‘e tlo
reduce productivity (L66f, Peters, JanZ¥ 2

fg T
enfjances Wor

o

eduirements, it will

q@ng, & Buyens, 2010).

Various studies have clarified that tr

@Jctivity thereby enhancing
13).§5 related training expands an
jtas

organisational results (De Grip\‘;

employee’s ability to per R—relate | e
: b a‘ F &
\ @)
Tharenou e OO?‘ ex ine d& relationship between training and
\

organisational le I X nam 'gl:o ences of past studies that have researched
the relatlons een ?.lyg n ﬁ'ﬁan capital, performance, and financial results.
They fou %7 studie found@ﬁmg positively relates with human outcome results

and satlonal execution but only partially related to monetary results. The

ship between training and firm performance may be mediated by employee

e and competence. Besides, training gives the impression of being all the more
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identified with organisational results when coordinated with key contextual variables such

as capital and business structure. \z

Previous empirical research shows that organizations with ‘s%sful training
programs do experience lower turnover (Fey et al., 2000), convezly, some studies
have suggested that comprehensive T&D programs canw ce staff retention,

productivity and organizational effectiveness positive re o|1-Sanchez, Barba-

Arago & Sanz-Valle, 2003). Some studies have glso aMived] at ae cqrelusmns
>
regarding the presumed positive relationship b T&‘II') nd eﬁormance of

organizations (Niazi, 2011). Y . \
Formal or informal training incr Iarnmg out es @icantly and changes

an organization’s performance. Th of tral ~é:e,[\mrate explicit and tacit
(|}
knowledge to be transmitted w@e organiza H‘ e, 2004). Training is part of
an organization’s investment se !r hlg@ returns to the organizations in
I

terms of knowledge, skl%egold QOQ@ and the quality of people working

(Groliler & Zock, 2&)\wrma‘tram gis @ored on self-reflectivity, theories and
N
concepts in actlg.\ﬁor algtra gd oq_%-He other hand, is focused on work-based

C

learning and ace eve p @i contrast, such as mentoring, coaching, job
rotatlo dowmg, roﬁa@nd assignments (Clarke, 2004). According to
Vaid 009), the knowledge "approach serves as a key factor that determines

ance According to Narteh (2008), knowledge is mostly protected and sheltered
h intellectual property rights and as such, it is not easily copied by competitors. In

a way, firms and organization ns that possess intangible resources, such as an
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employee’s knowledge, can achieve enduring competitive advantages.

T

Employee training is actually an investment for an organization @}e aim of
reducing employee turnover. The training significantly increases compet¥ive advantage
and ultimately encourages social networks between members Wimbush, 2005).

Furthermore, Castro Giovanni & Kidwell (2010) state that wW§ D organizations can

enhance workforce capabilities and improve their curre@ tre\longdterm.
Ay

Similarly, Tennant, Boonkron and Robert 2) point Ol't_t\b} training

o

has a positive impact on job performance. tra.@ﬁ] requires a
strategic approach, which links it to th ver jectives. These
results were similar to the findings of , 2®Tseng, et al. 2009).

could give different advanta\ .

s performance, increased
AN
productivity and employee meift. é\
f N
eon

’ 3
ﬁgf Sandra, Maria and Martins (2010)

argue that evaluatidn to

lmortp%ling a reliable alignment or fit between

¢
training effecti S andlstrt ic’or@(mzational goals. Tackling a similar issue,
Y
Darby (20 ieWs trah raluaf&s as emanating from the corporate world, where

ated as an issue @reat strategic value. Not surprisingly, Jorge et al.

hasize on the need for training evaluation to monitor the impact of

@g programs.
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Extensive training and development of employees are key as a source of
competitive advantage (Laursen and Foss, 2012). Training helps employee ezlop and
gain knowledge, skills and abilities enhancing current job performarge (Derchant Jr,

2010). Organisations expect employees to come with the prereQY&skllls that can

enhance and achieve organisational goals. Training as HRM s nevertheless still
important for employees to fit into the organisation and vaI able assets for the
team. Work related education and training is imp development
including interaction with supervisors and co-work owever I,y th high
levels of education are most likely to receive trai portun‘t |mpL’ e their skills.
2.2.3 Decentralised Decision Makln\ Q‘

Decentralisation is a kind of reint Y day by day operations

0

and obligations for decision m are a t mlnlstratlon to middle and
lower-level executives. ThIS t aljows ad tratlon to concentrate all the

e

I
more on important chom%bomlk J‘I ever Bloom et al. (2011) examined

the importance of d%Q*satlolw ovelthe ¢ |es with the assistance of 4000 unique

firms situated mew Spatgs, rJQbe qéaVAsna and found that decentralisation can
lca

enhance total%ency t ions. They further contended that there are
' 4
numerous S% which p rml(de@' ralisation to enhance authoritative result.

centrallsatlon is fund}ental for the arrangement of extensive firms on the

that for a CEO is impractical to experience every single little matter of the
ésatlon It can be inferred that decentralisation is identified with firm efficiency in

light of the fact that the CEO of a more incorporated firm does not settle on all choices
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due to lack of time. Decision-making becomes more decentralized, middle managers

gain authority and self-managed teams proliferate as the firm adds mN more

projects and customers (Flamholtz & Randle, 2000). ‘b
Secondly, teamwork and decentralization of decision makin tes employee
commitment participation and create a sense of attachment, thusmﬁecting firm
performance (Tata &Prasad, 2004). Several studies ident§i mn]anaged teams and
% Wand Duvall,
(3

2000). Nahm, Vonderembse & Koufteros (2003) @at decgntra e'i t have a
positive effect on two dimensions of the perfor?, ti f ibil'kt/y"Collins and

Clark (2003) examined the role of human rw in cr@organizational
competitive advantage and found that Ncagement so@%etworks (practices

such as mentoring, incentives, etc.) n@"ed the \ro‘s @Neen HR practices and
Sy

C')
firm performance. P

\T.yﬁx

decentralization as important high-performance HR

ber Iurp@nd Roman (2002) stated that,

Nonetheless, Richardwﬁand
( Q
“there had been expande%siasm t m@| ation that can be accomplished by

oy

decentralising choic@cg po'ver Iowe@el workers. The studies inspecting the
N

relationship of dtmis iog to rgdni yohal performance is both rare and obscure”
(p.217). Rich%et al.720 ) and ced that decentralisation had association with
4
work prof wand general t{sk\e,%'cution.
C-)

\% In point, Zabojnik(>002) found that decisions can improve the nature of

rformance, however it must mirror a faith in the worth and beliefs of specialised
&

ees. Without trust in the organisation and its subordinates, this concept of

decentralised decisions will be vague. Good performance obliges responsibility to
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performance objectives that remunerate the employees and the organisation.

Decentralized companies spread responsibility to different levels o %ement

rather than focusing decision-making power at the top. Because respon 'bilg is spread

so widely in a decentralized organization, it can be difficult t e out who is

responsible for which aspect of a project and to evaluate indw performance and

contribution. Successful approaches to performance meas g Witrin a decentralized

organization incorporate measurement tools for gaug esults ar%acking these
Y

iC outcofnes. | _\(}

cess{ r org@irzation, for it
{ : Fog decentralized

sul@%m the divisions in

results to the individuals and teams responsible for sp

Frequent delivery of corporate performance res

shows the current and future health ofé&ghe

r

organization it is difficult to harmonieNaasureme

time and in a secure manner. Sales i ‘qtion @;i‘e
[

delayed reactions to market ch and praplem dhldg@.’detected too late (Kalfsvel,

sine cce@nd measuring it in reference to
o~
[ ig‘ldgQ luable information for evaluating

ion. %ployee-retention provides insights into
N

e more likely to return for repeat work

(Qa Short term could lead to
C')

o

2012). Employee satisfaction tob

specific projects and res%iiity c

performance in a d(@&ed (lrga

@

satisfaction becﬁwlsf de em

increasing wity. JTo JevRlu employee satisfaction in a decentralized
4

organi atiS, emplo eb& io¥ relative to specific projects, products and services.

z
2.2.4§X}onee Motivation

otwation is employee attitude and behaviour with the compelling remuneration and the

pe s =S

/s

>
—
o

<

%

process of reward for the employee’s performance (Abozed, Melaine, & Saci, 2009;
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Kanfer, Chen, & Pritchard, 2012). This motivation increases labour productivity.
Remunerations and returns shape workers’ output and performance. RQQ ntative
abilities enhance performance of the organisation and improve adequa %efficiency
with all types of financial returns and stability. Mathis and Jackson recommended
that an adjusted, straightforward, and focused prize and paMework affect the
employee’s talent. Similarly, according to Dreher & Dou@iert¥§(2005), a reward based
methodology works as the driver of group and Ividua, fopfflance in the

(3
organisation while Chiu et al. (2002) contended tf@pens es a 'a}_/\ z-nsively
scu

influence the output and task results. From the ssiORg, i’ cl%mat rewards

NG

e bhe ards for work

organisation.

Appelbaum (2000) novhhat RM tic crucial in the organisation that
(
possess dynamic environ%(owevgr-&%!;@erts recommended that inspiration

is required for the e@ws Wi,en thg firm high production and meet customer’s

\n - - - -
emand. For e argur ICe € Ssigniticance ot exceptonally
demand. F »@gg Il gboﬁabt d the signif f exceptionall

energetic ad rs to eII;r tio is is on the grounds that the work pace in cell
m

A/

4
creation iRgI d by an #:is%%'r’s abilities, and their inspiration or responsibility
A O

IS sp wly connected to work execution, while the work pace in mechanized large
anufacturing lines is normally controlled by automated production, regardless of

ct that administrators can perform the tasks quicker than the rate set by.



Greer (2001) examined financial performance of the companies and HRM

practices, exploring the significant relationships between the varia&cuselid

(1995) studied 968 US organizations to explore the use of high ormdance work
practices and found that productivity was influenced by en?we motivation;

financial performance was influenced by employee SW motivation and
organizational structures. Although not much work has§ige donei on this issue, but
some researchers have shown significant associa& wards  and
incentives tied to organizational performance%y by Bau Po. (2007)
found that there was an association within th ation@Iyj cyc@@'specially in
the reward and incentive systems. They f%egutge?te\at ow&;\tions having a
large number of skilled and educated@es r r@d practices, both in

financial and non- financial terms, V\%he s@},@%a |étjkons with less staff could

0 )
manage to have structured extri ewardsyractiges? AQ%'

rga zati@ performance & effectiveness,

'3
ment Qéﬁhe outcome of an outstanding HRM

é"‘l

=0
D
o

>0

organizational design wh ngf
system. Commen@h t e aI&OOS) concluded that for the improvement

¢
of the various@ask{ H
and reporte% M &

and funAfrom traditional nnel administration towards Strategic HRM, having

|
irﬁic@g?s were required to be empirically measured

N
Regu&mtly, the approach would shift the HR systems

ide opportunities for an organization. It is therefore obvious that reward and

wi
@ance are closely linked with each other to increase organizational effectiveness.
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2.3 Social Skills

Y

The context of social skill is rapidly changing as organisations embrac lisation.
However, the fundamental element remains the same and are confine plexities in

human experience. For this reason, concern over what factors ha§motivated social

research scientist work. The purpose of improving HRM pracy Libyan companies

is to identify factors impeding performance and curtailin ti nl Collaboration and

networking have come in the form of improvement gfrate infa n r of iqdustries
) | | | &
(Muijs et al., 2011). Thus this study conside ol abo;at n *gnd neﬂvorkmg as

dimensions of social skills for improving labor praguctivi \

4

2.3.1 Collaboration % A\Y .’Sk
[} )

'} Q-

Collaboration as an important N f socialNgkifls er@ﬂ working together do a task
\

and achieve shared objecc' es Roth & Lee, Q6). epicts cursive steps that enables

L . 4 .
two or more orgamsatQt ci 0 r to achieve a common purpose or
shared target (Da et V\b Th@)vides a platform for cooperative and

e N, &
collective deterrr‘@ togreali

&ommoh aim that is creative in nature and supports
sharing of *edge; ‘gl

N
_ - o o _ |
collabo requires social | adgrﬁhlp within a decentralised group (Rytivaara and

—

aiéharning and developing consensus. Usually,

Kers%I 012). Teams that collaboratively work together obtains higher resources,
rétognition as well as reward and are more efficient (Daugherty et al., 2006).

CoOMaboration encourages self-analysis of behaviour and communication and this skill
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increases the success of teamwork as they collaboratively engage in solving problems.

Collaboration makes it easier to analyse problems using charts and %gand to
e udde

objectively document goal of improving performance in current and fu rtakings
(Rytivaara & Kershner, 2012). This skill is a necessity in oil comparigssigce it enhances
productivity and enables employees to share a common knoM and relates their

experiences in problem solving. Collaboration among em eg and managers helps to
exp

develop a robust network and improve their relationshi riW
Y

\
2.3.2 Networking é ’ o
4 VY’

Networking as an important social skill de%{ocigfc\\ic busess activity that

enables groups of employee to recog %wselves tea@& create and act on

opportunities. Business networking%typeﬁs%l g@brking that focuses on

N,
enhancing business networking %T e‘r‘e mm@% networking organisations

that creates model with the i iolt to !n r
co

to develop commercial re% Ips fo‘g
2001). /S\ NN Q?b
The impo \o tvy "p I&D’has prompted most organisations to adopt

modern infra@ws to facilijatd th lementation of professional service using IT
tools to %&[etworkin act'fvitjv ~Most businesses use business networking because
g

itis co\ tive method to gerﬁate new business and advertise their product as well as

@ relationships (Papachristos, 2009). This is a way of promoting products and

ar
bus@networking and allows people

l . .
h\c@smess environment (Hubert et al.,

s

s that was impossible using traditional means of communication. Networking

favourably promotes business process that reduces huge spending by companies. Guanxi
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in China, Blat in Russia, Good ol’ boy network in America, and Old boy network in the
UK are typical examples of networking groups (Hubert et al., 2001). In fo@ness
networks, members meet either weekly or monthly to exchange busWgessé#With other
fellow members. This form of social skills complement business actpwisgand build one-
to-one business relationship with other members (Hubert et al.,

Networking can be administered in local busi mmimities as well as

thergence of

L]

idin ofa$'nal tips
L

dt Mn enormous
Y

busﬁless and i@h‘;ations.
O

\ =9
2.4  Social Skills Mediating E% QAY C?

According to Hochwarter et%ﬁG) ,soci ills @er to “the ability of individual
ot
interacting successfully %Nith sQ€ al j grp& ion with others”. Employees with

higher social skills z@&ne

2004). Social skijs Mg defing
people with ople. fTheginpor of social skills is as mandatory as technical
St o

skills. It isy nfgin@ng the overall work environment and reducing the

tensi ﬁe&ds ress of the workers.Mf workers are skilled (both social and technical), they
eir organisational objectives in an easy-going way. There are numerous studies
b‘ﬁrm the relationship between social skills and personals outcomes in organisational

contexts (Jin and Park, 2013; Ledbetter, 2009).Social skills also play an important role as

nationally and globally (Papachristos, 2009). It beco viou
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a mediating variable. It has an assisting effect, which contributes towards a positive

behave or effect on labour productivity and hence the aggregate perfmx of the

organisation in the form of increased output and labour productivity (T§ongéennheuang,
2012). The mediating effect of social skills is important because?’mg social skills

not only adversely affects the individual’s personalityw their aggregate

performance as well. There is a wide support for th%ig ro‘e of social skills (

Jordan, Ashkanasy, & Hartel, 2003). Social skills an e pw for optimal
(3

performance and increased organisational objective h as ihcreaje fn _\pﬁjctivity,
output, revenue etc. Tharenou et al. (2007) dis n detdi ela@ghip between

HR practices and organisational-level outcw ar010u al. (@;'concluded that

the relationship between training and Naormance n@‘fect and it might be

mediated by employee attitudes and s% \ &\
S S
rs

-9

&

Y Q-
According to Doughertym N co@é‘faﬁon and networking are the
main dimensions of so%@. Acc[)rdin tb is (2008), “Collaboration is the
s '3
ability to jointly complgte tasks y s”. ACcgrding to Arends (2004), the members

<

of an organisationgvhO%gre ' get ust understand and have to pay respect
¢
for the sake o ncyjof 0 nfsa@and achieving its objectives. According to
Y
rso

Dougherty% W coYHs_%oration does not necessarily mean a mutual
benefick tionship between\ﬁv}é organisations but within the organisation and its
differ%\nits as well. The most common and understandable definition of
co ration is provided by (Huxham, Vangen, Huxham, & Eden, 2000). According to

them, “collaboration is the working relationship between individuals.” Networking is
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another important dimension of social skills. According to Samson and Daft (2009), it is
the ability of the entrepreneur to work effectively with and through other w mbers.
According to Leenders, Van Engelen, & Kratzer (2003), the foremom%ant aspect
of networking is to develop interpersonal relationship with all thvo are working
within the same work environment. Networking is an importa kal skill. It helps in

developing a team and interaction among the working me rs% an i)rganisation (Baron

& Shane, 2007; Eddleston, Baldridge, &Veiga, 2004). \d
(3

X
A
2.5 Literature Gap J\OJ’\’Y’
N XN w&
Recently, there have been more conceﬁymg 1a ers ﬁx‘\academicians on
\ er&Q

investigating role of HRM practices gn perf®r : ittle understanding of
| | - N |
the mechanisms that HRM practices nce erficieicy @ffectlveness. Interestingly,
o
this fails to recognize the aspect Ncesi&ﬂormance link. Organizational
mn th

performance has been weff st [ pastyDécliM E performance is the visible gap in
: ? ’
the organization due lac

IR

However, argued tiat eis

¢
practices shou %:w ol the

Although sty inft

'y
pract@! (Khalid, Rehman & llyas, 2014).

lmentéfﬂongst researchers concerning what HRM
uﬁb(ja‘ practices that can enhance performance.
pé&mance link as utilized different combination of
HR praAthere IS no standa@ semi-standard list of HR practices to be considered
Gues@ |

th improving productivity. Productivity has been determined as an important tool

). This study focuses on enhancing performance of the oil and gas industry

for measuring performance of the organization.
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Firm performance have been determined through profitability, turnover, aw uctivity
and so on Estrin (1999). However, Hom & Griffeth (1995) posited tha&h employees
are not dedicated to the firm they work for, it could lead to declineveductivity, poor

service quality provision, lost business chances, and no doubt sed administrative

burden to the companies. Furthermore, Barringer et al, Og comloared rapid-growth
com

Wargely on the

(3

abilities and efforts of their employees to maintain#rowt orie e(' s_t\ ies. The
liz

rapid-growth firms relied on training progra Q jecfQ/Ks. and placed
emphasis on employee development to a r&y.gyfat it th@e'ir slow-growth
counterparts. Thus ability of employeM}eir deve en@ery crucial for the
performance of organization. % \Y &\
N,
=~ ;': ¥
Researchers, like Boselie et a 1), ,Iso i Iigh@'\ployee motivation, satisfaction,
O
presence, retention, soci%\ate,{' i t'pn‘é involvement as being mediating
O
outcomes between @rm@niza' | performance relationships. Similarly,
. N . .
Bowen & Ostrofcm) aign thgt drg tional culture or climate constitutes a key

intervening v@vin the H pr s-organizational performance link. Katou &
4

Budhwar E%also provide Jp:r(Q)Rtﬁat the link between HRM practices of resource-
C-)

devel nt and reward-relationS and organizational performance is enabled by HR
es, such as employee skills and attitudes. Similarly, employees must be satisfied
&

and slow-growth organizations and found that rapid-g

, 2001; Boselie et al., 2001); committed (Katou, 2008), and in much the same way,

the HR in an organization must be cooperative (Park et al., 2003; Guest, 1997), retained
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within the organization (Fey et al., 2000; Boselie et al., 2001) and present, as opposed to

being absent (Boselie et al., 2001). Previous studies have includes various &QE ational

components including culture and attitude and behaviors of the emplo : ever, this

study distinguishes from previous studies by including social s an antecedent

factor improving the HRM performance relationship. V

According to the findings provide by Moncarz, Zhao a@ mpiyee- retention
(3

requirements for any organization to be successful a ggestgd th r’o‘r_\ earch in

employee-retention practices generalize abili

esearéhefi mgK’Yl"raining and

pro@s\;ity, quality of

products and services, and resource opw e), and | rce@e results in terms of
@action arising from the

improved self-confidence, high m r%nd e@*\
!é 0 )
, S

kills_and b'ﬂit'ugg(Khan, 2010). This major

acquisition of additional know,
finding lends support to Dele ot>,(19 ) \Wwho e that HRM practices influence

organizational performan evelopt gtoyeeS who are skilled and have the right

O

behavior and attitud&' I ski'ls haYe bee rowly reported in economic sociology
N

with focus on beEMal integyac rlgl( & Goldberg, 2002). However, few studies
l

has been com@on sogfal siill i@an oil companies. According to the sociologist
4
uctu

Mark GrafiQvesgr, social I,re\,ﬁ)'/ for performance, asymmetric information quality,
C-)

and ee trust are the core principles of social skills (Boxall & Purcell, 2011).

ration is a necessity and requires that individuals contribute in solving problems
ékl

| as to identify skills that other respondents can contribute. In addition to

)

establishing a pooled knowledge of skills within the group, potential differences poses
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great tendency for conflict that can weaken the network tiers (Jarvelda & Jarvenoja, 2011).
This study also confirms that social skills improves trust of employee& jtionally
solving issues within the organization. ‘b

Boxall and Purcell (2011) mentioned that, from the last thirty years, had played an
important role along with immensely contributing towardsWusatlonal success.
However, integrating HRM into organisation’s strategy mirg specific sets of
human resource (HR) policies and practices intr S corgplexitigsll in managing

L ]
al andjorga: lsgtii)\@could be
s% oye{"ﬁotivation is

~This gto circumvent

constraints associated with previous po lied ino IS&@NIth the intention to

curtail HR. This affects the level o %ctlve e\‘y i &.lhatlons where no central

employees effectively; therefore performance of ind

hampered (Farnham, 2010; Holbeche, 2009).

explored to support productivity in Libya

HRM strategy is in place. The ration f H m@d" present study provides the

opportunity to explore the povcapfllm en e labour productivity in Libyan

oil companies.
& &
In addition, Valcﬁmw lmsntl ;lth:qééwards close the gap between organizational

objectives a |du I xp}t |o®dd aspirations. Efficient organizational reward
cri r@ sufficient level of rewards to meet basic needs,

systems %Ulfl” fo
\

t: t e external labor market, equity within the organization, and treatment of
e

mber of the organization based on individual needs. A company that trains and
Q s its employees makes it known to them that their market value increases more to

their benefit than in other firms. This helps to raise employees’ productivity and
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commitment, and reduces turnover. Companies may also help their employees in career
planning. Thus, in order to effectively examine whether human resourchable of

contributing to competitive advantage, it is imperative to examine H pactlces. The

management of human capital in organizations has come to be see ritical factor in
maintaining and improving organizational performance (Bowe 4; Ostroff, 2000).
Efficient and effective human resource management wi uce quality, productive
individuals who will eventually make the best o he

rWthat confront
L ]
an Py (QX' means

\ on %ﬁﬁoyees in all
. . ;. o
spheres of the their work life. V é

organizations in their efficient human resource {™glizatio

organizational performance can be enhanced, s im@as]j

However, HRM concepts need to be %ed in a @e way to ensure the
relationship between employees an %I is all\‘ @Qrt HR practices. A clear
understanding of employee motj %an ers ﬂon@'such situations. In this way,
the present study is relevant OVI olu@s regarding employee welfare at
the work place and outlin actors m’@ groups are more productive.

The study focuses o@neral'o@we of @r productivity as the main measurement

for overall perfo N of gt r'uiatggdn their study, Katou and Budhwar (2006)
l)us tudli

observed that nume, ie e been conducted in developed countries like
Brltaln S tha te mlﬁe &h?éffect of HRM practices on overall organizational
perfo ce very few studies h}e addressed the importance of labor productivity as the
ent outcome for performance in a developing country like Libya. A review of the

s literature suggests that HRM practices significantly affect social skills (Tabassi

& Bakar, 2009). In turn, social skills have been found to significantly affect labor
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productivity (Lepak et al., 2006), which supports the assumption that a possible mediating
condition could be found between HRM and productivity of labor (Jordan @y, &
Hartel, 2003). Previous studies, however, have not examined the me 'a% effects of
social skills on HRM practices. Hence, this study contributes to th?ﬁy of knowledge
through an investigation of the relationship between HRM prw and productivity,

&.l

The main contribution of this study is to show indire ects that und between
(3

using the mediating effect of social skills, as a new contrib

HRM and productivity. Such relationship could indiregt wi |’|§I' skills.
Consequently, this will assess in understangi e@ [ H\RW and labor
productivity, which has been widely neglectdg in rev'n‘us ratur@&t;ngsennheuang,

2012; Lepak et al., 2006). In sum, this s@mpts to e @Bnd comprehensively

contribute to the issue of productivi Libz‘a\ﬁhi 2N
o . an
g Y
2.6  The Underpinning T '

s '3
While past Iiteraturedkbu mi \ﬂq qy h(s‘}éonsigned the HR function to the

implementation stgfe

’
resources and %niz ional

Y
The universgligtiC¥persp rpor‘s‘.\that all HR practices and associated outcomes are

=9
2
[®L
c
('L)'_
=
<

(2]
~—
=

rrentéiwboretical approaches argue that human

|
sénej?at develop them can generate a productivity.

univers&%ss organisations. J,Q\ﬁe HRM field this is the simplest and most straight

forwar oretical relationship. What works in one organisation is assumed to work in
an

@ organisation. As in the best practice approach, universalists look for an HR

practice or set of practices that will work in most if not all firms. In addition to the
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empirical studies aforementioned, several authors have proposed conceptual and
theoretical frameworks for further exploring this important topic. The cu‘% tatus of
theory on valuating the HRM practices may be such a complicate conc a influence
by intervening variables that it does not get fully developed. Ho several studies

have posited that there is a positive link between HRM practices firm performance.

ycie tl and effective HR

, afcom maygeompare
| &
selection processes, benefit packages, training, ensati(‘)'n, an emp@ee relations

The best practices approach attempts to identif

practices through benchmarking among firms. For gxam

practices, and package those exhibiting appropria¥ inter ‘H-v\ hus il%Fder to solidify

the conceptual and practical realm of »@’éurr
of

tested along with accumulative bod

neggs to be built on and
re the theories that are

critically examined in the context o pgactice dnd fir@utcomes in terms of labor
o

X
productivity. \ ,Ajé\so
2.6.1 Human Capital T%Y'\:JI(?

This study definesgHu C \Qioryé‘e'onditional investment on people’s skills,
¢
knowledge an alility /vit?efmejnecouping favorable returns in the near future

(Al-Ghaza 00®). T §ss of“§t~aining skills is similar to making a decision to
make a&tment. The notion@ﬁvesting in something surely includes the act of using
ex@ of the resources and in return there is some form of profit in the future
(bemfits). The investor upon rationalising that the action of investment somewhat brings

a particular benefit of interest is motivated to undertake such risk (Richardson, 2013). The
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differences in organisational outcomes may be resulted from the different range in

productivity which takes its root in the various levels of human capiNZ’lls an

education of humans). ‘b
There are several types of costs that are commonly require the individuals
who are making investment. These are psychological, moneta&sbocial costs (e.g.
| rmsion to invest when
me ,Widual making
(3

the investment probably includes rewards as the out i.e. ffhancigl 'e& . Hence,

we can produce a situation where an individual i hi@ | edu%x'on and skills
$Lb ¥

learning effort, expenditure to higher educational instit

unemployed, etc.) While in the process of planning a

to improve their productivity and finally earfnbe er ition@-of course higher

salary in a firm. This is in line Witr&aman capl
individual, in the act of making an 'r(v\ent, a\\egt &‘é’-benefit or the net costs
ﬁ% N
ﬂ% a ,
e

(Kavanagh & Doyle, 2006). It \ e nafed t theA e many other factors which

may direct an individual’s dvm to inve hog@\clude the age of the investors
(

whereby the younger an%dua% q‘lﬂg for them to invest (Kavanagh &

Doyle, 2006). '&\ Q §

The samtme ip the Case bf@%ﬁnisations whereby the expenses made on

individuals in%ﬁ)rm o,tr i sﬁ‘ﬁring various kinds of incentives, the amount
P 4

acﬁ

(budget) secgt for the vi%Y'collectively increase the aggregate skills, resulting
C-)

the@Nhich state that an

—

in hi abour productivity anh“uus increasing the benefits of organisations (Kavanagh

e, 2006). Thus, organisational benefits (increasing productivity) are based on the
[

sational cost (training, incentive offered etc.). A distinctive option for organisation

is that they also have the authority to choose individuals (the employees) to realise their
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organisational goal of increasing in productivity. A careful selection of employee (based
on the matching criteria of individual capability and job requirements) ma mise the
gap between benefits (organisational outcome) and costs (organisatiorigl exgfenses) and
thus the gap is resulted in higher marginal benefits (Kavanagh Yﬂeyle, 2006). A
variation in labour productivity to find the cause of low oil pMion with respect to
human capital theory in a selected oil company may reve@th easors to be considered
for optimal policy agenda. The simplest model of h capit bpdh presented in
Figure 2.6. It represents that knowledge and skills of §Mgyidualsfdeter i’eﬁa’%ality of
human capital which in turn determines t

0 md%ﬂﬁals. In the

organisational context, the skill and knowle min@;vel and quality
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Figure 2.3:

Model of Human Capital Theory %\

Formal education

Firm specific on-
the job-training

Increased
productivity

Other
knowledge/
vocational
qualification

Source: Adopted from awof\ S‘

S )

However, the main proposition is tpeqﬁke? orli@ed a form of human
capital. The motive behind huma %I Rw%t is

q Q—
profitability within the organizﬁ% he H apit eory posits that productivity
will emerge if there isan INgest o.ole olton & Naquin, 2002). Despite
an a

all objections on the Hm\ pi N@
&N |

ng rivate ret@ on investment in education that would

S : (J . .
later become th% of fth8 tl%‘ébtlste, 2001). Additionally, Baptiste (2001)

explains fur, &t’thef-l m ' ap@weory comprises knowledge, skills development
and attitydeo improve productivy
Y

@nprove productivity and

ﬁ.reﬁﬂl’s principles of economics include a

eofly to explain HRM practices, such as, staff selection, on job training , Decentralised

%ed on the above discussion, this study employs the use of the Human Capital

Decision Making, Employee Motivation, with social skills ( collaboration , networking )
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as mediating as a mediating variable to achieve labor productivity in the research model.

X
O
X

2.6.2 Goal setting theory

A central tenet of goal setting theory (Locke & Latham, 1990), w as been called one
of the most dominant theories in organisational behavior e and'Ambrose (2007), is
the notion that goals are precursors to actions (Latham, . Th tWtes that goals

Y
affect an individual’s direction of behaviors by focu ttenti§n &n _@; -relevant

behavior and influencing the intensity and pers\ ofe\ﬂro d to&in the goal.
Y'
There are more than 1,000 studies on the Nt? f Bﬁl seting (Migtchell & Ambrose,

2007). In many of these studies, attm as been @lven @he role of specific,

challenging goals as opposed to va %y g \V
) )

a
) u 4 .
examined outcomes, such as K anc d yob ﬁctlon, and has found that

specific, difficult goals can h@ositi’e in Intg@hese types of positive behaviors

and attitudes (Locke & Lathangy, 1990;
Organisational res&% vie i/ee @(/ation as an essential building block in the
¢

jority of these studies has

advancement mlet EORES of‘ ef\(fgtlve management practice (Steers, Mowday, &
Shapiro, 3 . erefﬁrv&erq@heories have been advanced in order to better
)

unders fundamental c uct of motivation. The traditional theories of work
mog often explain motivation with a cognitive focus or cognitive explanations for
actiOpw(llies & Judge, 2005). Examples of this type of theory relevant to the current study

are control theory (Klein, 1989) and goal-setting theory (Locke & Latham, 1990). These
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two theories help to better understand and explain the role feedback plays in influencing

people’s work motivation. \z

People are motivated by this incongruity to make plans towarﬂ&ducing it such
as changing the plans, changing the behaviour (e.g., by increasin effg), or giving up on

the plans completely (Reeve, 2014). Yet, it is one thing to cr lan but it is another

illr to making plans,
goals often motivate people by concentrating their agentiolWon fhe dj anc\vaetween
one’s current level of performance and one’s idea of pe}fo

. ll%.%ever, where
control theory is mainly concerned with this disc%ancy M

thing to be motivated towards actually carrying out this

n (I Judge, 2005),
goal theory posits that discrepancy creatjor{d im Qlti 0 the;glgtivational process.

Q

Discrepancy creation occurs when a ggal has¥e \SQQ d&\ew or more challenging
% N
goal is subsequently then set. Goal™%gitthg #heor Ips té%derstand how these new
é ‘&

S

goals are set. \
X | $
Also, Locke and m % g'esgvt at goal setting can have negative

O

consequences if the h pos‘ibilit of no ining the goal, threaten the individual’s

self-esteem. Thuc,?Mts lf-
goals and amepeergo Firth
4

attributess als and oal-se@' practices and unethical behavior sheds light on

N
qégl be a mediator of the relationship between

y

%

re, Barsky (2008) work on the link between

e

C-)
i Medlators of moral dis}gagement and ethical recognition. Much research on
alNsgtting suggests that difficult goals can lead to positive outcomes, such as higher
Qmance and job satisfaction. The current study does not dispute these findings, but it

does provide evidence that difficult goals can also lead to negative outcomes.
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Organisations using goal setting need to be cognizant of the potential “pitfalls” of giving
organisational members difficult goals (Locke & Latham, 2006). It ma% t these
n Werf

difficult goals contribute to positive outcomes, such as increases i ance and

productivity, but the current study suggests these goals may also te to negative

behaviors in organisations in the form of abusive supervision. V

2.6.3 Expectancy theory of motivation \d- X

According to Vroom’s expectancy theo Eerdd ier.L\B(~1996), when
pay is tied to some measure of individual w p pe{for nce,@ﬁgyees are more
_ 3

likely to work harder to increase the CQiual's, th ou;@)r the organisation's
performance and an increase in per

c%ce in \f*t‘e 6%5 will lead to an overall
0 S

sed oRgxpe rﬂ:y@fry (Vroom, 1964), it can be

o\
expected that, if the company

scles rgwar esir@y the employee in question, this

L QY
employee is more likely epform inp mqtdvlll bring him/her the reward. In the
words of Garibaldi, & in al1 app pria@mpensaﬁon mechanism is probably the

N
core problem oth@n espurc P‘ana&é and represents the heart of personnel
economics” @di, 2006). \(3
‘v’ $
NV

Aiing to Herzberg’{t‘heory, there are two dimensions of job satisfaction,

int@ extrinsic factors. Intrinsic factors are known as satisfiers or motivators, and

ex ic factors are known as hygiene’s or dissatisfies. Motivators are related to the job

improvement in firm performan

itself (job content) and involve achievement, responsibility, work itself and recognition.
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The hygiene’s are related to work environment (job content) and include salary,
supervision, company policy and administration, interpersonal relations& orking
conditions. The absences of motivators do not lead to dissatisfaction, b %are related
to job satisfaction when present. Hygiens are related to job satisfac en absent, but

not with satisfaction when present (Herzberg, 1966). V

Most successful HRM practices depend heavil ch nlges in employees’

attitudes and activities. HRM does not focus only ongthe p@formanc he prgyect, but

St web(ta/ are those
Y.
pr vv\nént. In theory,

also on the quality of employees. The employees re affs'ct

who are the agents of change in performance contiqu
ving&h ir satisfaction and
fe_qiveness. Indeed, many

HRM practices produce positive effects owee
commitment and by enhancing t Mag jon
&
organisations that have adoptet% -mgnagem .,t p@tes have experienced an
improvement in attitude, comm t, aneQé%'among employees (Karia &
Asaari, 2006). z , ( §
d F &

N @ g

2.6.4 Conting%\eor ¢ "l (3

&
Thi hisd i theY_ e of HRM practices towards project performance.

Contin theory has becomE;*{)ne of the dominant paradigms for research in

man@t control. As previously mentioned, the contingency approach towards

ma ment is based on the premise that there is no universally appropriate HRM system

that is applicable to all organisations, regardless of circumstances (Bowen & Ostroff,
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2004). The effectiveness of the design of a HRM system depends on its ability to adapt to
differences in external and internal factors. Management techniques constilxgt of the
overall control system of a company, which refers to the general control Rgech#isms such

as organisational structure or organisational culture and to formal covbystems such as

budgeting and, non-financial measures. V
It is argued that contingency theory is useful to e :the ljevelopment of the

HRM system. The major features and the intention Qf coing cy\dy-aryt-o guide
_ _ ] S

HRM systems. The major goal of the contingency yis to"m lu V\@cactlces and

other control systems to develop the contingew m 7\@ fe @earchers have

included this idea to include HRM practicﬁ%(e c y mQQe . Hoque (2000), is

one researcher who carried out a studyon th tﬁ(’ roduction automation

and system, and the relevant in ;|om or ing @nagerial decision in the
‘&

manufacturing organisations. \ , Aj é

(
In addition, Kee %chm%%@d the relation between HRM and
O

contingency theory@luatihg ec nomi@d production-related decision making.
T

Contingency thetNg?s shat r'ginl $@ns choose structures, including accounting

systems that %ropri
4

that all mmts of an rganis&;@ must fit well with each other if an organisation is

)

ef eirydfEcific needs. Contingency theory also suggests

ba §

to pe optimally.

A contingency theory approach has often been employed to explain the emergence

and characteristics of management control systems. Contingency theory proposes that
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efficient organisational structures, processes and competent management accounting
systems are contingent on a number of organisational and technical cha%' tics. A
range of contingency factors have influenced the need for more so mted HRM
systems in the last two decades. These contingency factors i . deregulation,
increased global competition and a fall in Information TechnolJosts, increased

privatization, increased customer demand, greater pr%&sity, higher quality and

the evolution of integrated information systems. M ecifi aWnisations are

(3
required to respond to these forces in order to su@x this gegar qg&nﬁons are

often required to invest in more accurate systemﬁ[. ius, &t K%nm'a, 2007).

However, Baird, Harrison et e@ﬂt
in

relationship between the need to inve re iStg

4

exp&su the contingency

g*s%ns and organisational

variables influenced by the new envi nt@They h oth& d that an increase in fixed
o

costs due to an investment in M -integsi chn{.@l’es influences the need for a

more sophisticated over{g€ad _aMpcationg techyfigu is is especially important where

'3
product diversity is hw\ di odu&é‘ge differential amounts of resources.
Similarly, an incregse 1Mgom } leans&/cost of mistakes is more readily exploited
¢
by competitors:i%itati the ed' f(() ore accurate systems to minimize the level of

errors.
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2.6.5 HRM practices and labour productivity (theoretical perceptive)

T

Researchers and practitioners have a perception that employee per@e exerts
influence on the firm-level growth and achievements. However, not urﬂkently, greater
focus has been placed into this belief as researcher begin to claif§that, as a whole,

N\

hard to be duplicate

b s‘d theory of firm,
Gottschalk and Solli-Seether (2005) argued that, “an gncrea$e in aM@}uc@ty may
4 N
deliver a persistent competitive benefit if four onditi"on arg tul Q}%@I ", “Firstly,
there is a need to add value for the production pigCess i ‘h’&Q and @?\dustry by the

workability of individuals. Secondly, @’nee 'ﬁf ski{;g‘%
hum ial vpthyem &es must be imitated.
i B2
Although human resources are not s toghe sam degr@f imitability as equipment

d Q-
or facilities, investments in m eT' n c‘iﬁfél can further decrease the

probability of such imitgfio R qualitgtively dif tiating a firm’s employees from
s '3

those of its competitQKFi yM’s héé% resources must not be subject to

replacement by tec ‘&g’ca

employees can provide an unique competitive edge for a firm

from other opponents. Based on Barney’s (1991) res

f the individuals.

Thirdly, combination of investment iE

or o{#/@*substitutes if they are to provide a source

|
¢
of sustainable eftive gdvan e". (j"
NS
Nevdrtpel®s, ad d @rmstrong and Taylor (2014); Rao (2014), the

human Aces are often “un Faﬁised” as they function without realising their fullest

potentl e also claims that HRM practices are beneficial as it can improve employee
f

@cy in work and their motivation. As this spreads to the whole organisational

structure, an improvement in the labour productivity is made possible as well as the
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outcome of the firm. The contribution of HRM practices is mainly concerned with the
development of excellent human capital. Such practices include decisions to% ualified
employees as well as adopting a reliable selection chart and after that to'grovide intensive
training on matters involving basic skills, and technical aspects o job that greatly

intensify the productivity of employees and convert this to the suﬁ@of the organisation.

Figure 2.4: i '

An Integrated Model Linking HRM Structure and OrgaMisatipnal O o omey.
N | &
pl(_»_\»crc Y Y..&
v = Y,
N \y
En:gl;_»_v;c A { z
Employcc Ry :
ey ) A&
(Knowlc - " &
Skl C.}
S
e 4

Foris

{

g ¥
o N
Source: Ad% m Lepdk, o,'Chbg, and Harden (2006)

’
&

Sz &
Scholars aw est lforo) @urd aspect of workforce performance. If

c : ¢
workers haveQ' pabflit é®otivated to work for the achievement of
organisati:WJecti\f;sb'Z:nisﬁs have to facilitate them with appropriate

Y
to use their skillsN\NKlthough, there is no clear explanation as what these

opporK
op%es are, scholars have inclined to highlight the structure of work and the level of

@ee participation, and empowerment. (Eriksson & Ortega, 2006; Osterman, 1994)

examined the use of teams, job rotation, quality circles, and TQM in HRM. Batt (2002)
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recommended the use of motivation structures. However, (Collins and Clark, 2003)
recommended that HR practices, such as staffing, training and developmenl&zrmance
measurement and feedback, and recognition and monetary rewash used to

accomplish four major HR tasks: managing behaviours, managing V?'ﬁtion, managing

competencies, and managing opportunities. V

Further, it is to be noted that a robust HR structu esqts inlshared perceptions
als to

and contract expectations as a result of clear and direc rw about norms,

(3
expectations and what organisations is like. A we strugture n’trl@! er hand
results in idiosyncratic perceptions of climate a cts vt org@"@ation, which

&e organisations

(Ostroff & Bowen, 2000). This will SN tly re I Wi@%riability in attitudes

and human capital development Wit?%\ orgﬁm‘ . shing the relationship to

organisational performance. \% 7

produce wide variability in perceptions of c% n

Figure 2.5: HR Prac édhr Productivity
Organisation lev HR Phpcylce
’ 'J L’ Labor
Variable . Jhap iééd Productivity
4 n Jouaining (Organisational
. Mot §fion performance)
4. ing and Y,
\ development
®
E Employee conceptions of Employees’ attitude and
employment relationship behavior (Social skills)

Individual level
Variables Adopted from (Aggarwal and Bhargava, 2009)
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HR practices can influence employee conception of employmerfyeRtionship

/Eq

which in turn influences organisational performance, firms need to judi®ousy craft their

}:r

HR toolkits based on their employment relationship strategies an ess strategies.

“

The review also suggests that involvement of employees in rmance appraisal,

£

training need identification and compensation strategy c

<«

or]g way in fostering

robust employment relationship. \d
Y

F 4 b
2.6.6 HRM practices and Social skills Y' \ N

N 4
Social skills is the ability to interac ctvely wi er gm¢tviduals to increase
partnerships and relationship With t (Wltt a ?IS 2@3) HRM practices help

reduce issues of social skills an g %etw L m ers and customers (Hurrell,
Richards, & Scholarios, 201 i%ﬁ, lal skills include interpersonal
interaction, self-managen%\ ervks ori avaIIo and Brienza (2006), relative
to technical ability aK jtive l:ah (Ro(e? an Hiel, Cornelis, & Soetens, 2008).

N
o Yl e _
Effectlve%nunl atio fls {c:r he employees and managers are especially

%— Y
important d% e inigiafist Jgof vegttire creation due (Zott and Huy, 2007). According
x

to Mar@& Baron (2003),\e§sﬂal skills play an important role toward financial

S

‘(L

Numerous findings and proposals in the literature on HRM show that employees

with social skills can affect employee performance and success. Moreover, the previous
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studies focused on relevance of each social skill to consequence in business and relevance

to work performed by employees. \z

The perception that social skills act as a mediating is consﬁ%vlth previous

theoretical arguments that emotional intelligence mediates the impact'Qf the environment

@

on work behaviour (Wang & Huang, 2009). Y.
ill

Furthermore, according to Tabassi and Bakar (2009), | n social y result from
(3

inadequate staffing and training in addition to intefratio M with

b
po

or HRM

M practices and

4

social skills. \) O<<
A,
N
2.7 Theoretical Framework [ &
'} Q-
The theoretical framewcvﬁhe Stldy 7 ess@e proposed questions within this

O
framework and investigat%scer% d.ﬁss@é ese questions. Before discussing the

framework design, VQ& d@ und@mg concepts, variables and their mutual
N

relationship. \ ¢ | (_)(J
. fo

N

Orga iqhal obfeli pre déBendent on many factors such as the stock of human

and finAcapital, the portfol@'}gf human capital, the production technique, scale of

prc@ status of technology, macroeconomic factors and political and economic

2010b; Hank, 2011). However, this study focuses on the HR practices, to gauge the cause
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of low labour productivity in the selected Libyan oil and gas companies, while the rest of
the factors such as technological, political, and macroeconomic environme\mnade
the scope of this study.

Previous studies on HRM practices and labour producWy suggests that
productivity contributes to profit growth over time due to grew urns from human
capital and the generation of resources. Numerous studi YR'I\/I practices literature
identify the fundamental role that the staffing, trainin emplQy: ipation has in
shaping the organizational utility. Thus enhancing flexiblity r’rl_b\ag'to firm

productivity and performance in turbulence enV|

Table.2.2 \%V Q‘ k

Previous studies on HRM practices

Author/s, Year

(Al-Refaie, 2015)

%egardless of the source
f motivation, it is

important for
i ﬁa’t productivity that
\ | motivation should
& always be an intentional
element in an
organisation.

Al Damoe, 20 lSeI ti Selection, staffing,
P 4 ’utm training and  training and

>

: I% nt, development,
compgsatlon and recompense and rewards,
\ rewards, performance performance appraisal
appraisal, and HR and HR planning are
planning substantially important
determinants that define
HR results in an

organisation.
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Table.2.3 (Continued)
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Author/s, Year

HRM Practice

Variables
(Dar, Bashir, Ghazanfar, &  Training and Conducting ne
Abrar, 2014) development, career

(Mtimkulu & Naranjee,

2014)

(De Grip & Sauermann,

2013)

(Huang, 2012)

devel

opment, rewards,

employee motivation

prom

leade

otion protocols,
rewards for emplsgees,

rship skill g

for manage
staff. r\

Train

of skills

perfo

ye
¥ informal @ 4

lear d hum
fearng. Aj

training, being meMeoriented,
monitoring & luating

performapce, pgpviding
comprehegw career paths
and su N planning and
gce-b sed rewards are
gemgnt to
I progucsiyity$ind

®)
ing %trans e\T{ tices that include the

five tions positively
in&o ce organisational

m rmance.

Training significantly affected
productivity. Qualities of
employees in service industries
should be considered when
hiring, because they influence
customer satisfaction. SMEs
cannot compete with large
organisations for skilled labour;
they should carry out their own
training programs to create
their own skilled human capital
base. Training, motivation can
achieve organisational goals
and increase organisational
productivity.
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Table.2.3 (Continued)

Author/s, Year

HRM Practice
Variables

Key Findin

Hafizi & Giran, 2012)

(Ali, 2011)

(Quresh, Akbar, Khan,
Sheikh, & Hijazi, 2010)

(Kalburgi, 2010)

organi
(Ibraheim Mejeriss, Z%Recr
se

N

:JQ‘
o

Training, motivation.

HR planning, staffing
processes, training and
development, rewards
and compensation
systems, labour relations

Selection system,

training, job descgiptio
performance a%cw

system, co
system, career ni HK

eMoyee participation.
the five variables of
%RM practices are found

xte

HRM intensity hds a

strong positive e on
productivity.

HRM praWwere
cIusterVyss firms,
an o8jated,with
im fir, '
rma ew
X

y practices are
, training,
sation and

to influence
performance.

There is a significant
association between
HRM practices and
labour productivity. The
study also shows that a
sound recruitment and
selection process, need
based training and
development initiatives,
and compensation
systems fosters increased
labour productivity.

S
&
S
S
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Table.2.3 (Continued)

HRM Practice
Variables

Author/s, Year

Key Findin z

(Ketkar & Sett, 2009) Motivation, productivity,
organisational
performance, such as

productivity

(Theriou & Chatzoglou,
2008)

High levels of teamwork,

internal caregr
opportunitie&

(Martin-Alcézar, Romero-
Ferndndez, & Sanchez-

Gardey, 2008)

ensgtion,

, motlvatiog. "

Economic resear@ codld

benefit by a better
understandin e
ways in whicharious
kinds of tréagigg and

trainin odologies
ve workers’
ity
HR p*sgti#will
be preferrgd, r ngtﬁq-

performance-related pay,
decentralised decisior@those RM rzf:\t;gg
making, comprehensi and policjes tat ha

een iflentifi

employee recruitme
and selection procedul§s,
extensive traini

e G%qu ni rv(\o-’mg
p?rfo anci;&

0N, \SR @ensions,such

ass g, recruitment
a lection,

pensation,

are associated with

%rformance assessment,
% ? ( 0 nd socialisation policies

L
>3
S

Camp Chiang, & Park,  hiring
2008)

, screening and

labour performance.
SHRM is the only topic
with means of over three
in the theory
building/description
phase, confirming that
HR strategy is a key
construct in models.

In firms with high levels
of R&D, HRM practices
significantly increase
labour productivity.

S
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Table.2.3 (Continued)

Author/s, Year

HRM Practice
Variables

Key Findin z

(Sahinidis & Bouris, 2008)

(Sels et al., 2006)

(Boselie, Dietz, & Boon,

2005)

(Singh, 2004)

Training, motivation, job
satisfaction and
commitment.

Training selection,
compensation careers,
participation.

Training perceivagd b
employees to be

effective, is 0
have a positivg?‘npact on
job satisw,
commTand

t18g.

under

T
‘@ess, for
mel yee

nce,ognition
wards system

A
Fo link between
o .
practices and

anizational

%rformance.
his study argues that

training and
compensation are
significantly linked to
labour performance. A
firm investing in training
and paying high
compensation is likely to
show better performance.
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Table.2.3 (Continued)

Author/s, Year HRM Practice Key Findin z
Variables
(Ahmad & Schroeder, (Selective hiring, HR practices vargwieé€ly
2003) extensive training, among countries afeto
employment insecurity, ~ some extent, n
use of teams and industrieg, con§stent
decentralisation, with instMl theory

compensation. when tNEspagiitutions are
0 %¢ a copuntry or
i 'J)nal

{gs are
differences

tion levels

oups to gain a

derstanding of

“ tragitpes’ perceptions of
@ning. Such

%ﬂormation could also

ssist in the evaluation of

training programs.
Human resources
managers should
strengthen HRM
practices mainly in
recruitment and
employee selection,
manpower planning, job
design, and training and
development.

(Elizondo, 2003)

(Cristini, Gaj, Labory, &

Leoni, 2002) &
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Table.2.3 (Continued)

X
0

Author/s, Year

HRM Practice
Variables

(Chiu, Wai-Mei Luk, & Li-
Ping Tang, 2002)

(Pao-Long & Wei-Ling,
2002)

(Boselie, Paauwe, &

Jansen, 2001)

(Fey & Bjorkman, 2001)

(T.- uang, 2000)

Extensive recruitment
and selection, T&D, and
compensation.

T&D, teamwork,
benefits, HRP and

performance appraisal $( !
X
Il

Recruitment/set
HR planning, r ,
participatiorN
consistentgpolicies,
decentr %\ of
traini rturfity fo
inte moti
o&,f

ydtea rk,
decen ed decision
mal 7 inter-

departmental
communication.

HR planning,
compensation, appraisal,
performance, staffing,
T&D

N

ormance in

uctivity.

Key FV
HRM prach ave a
signifi ecton

e{Pro

practiges sucgpas
teaghwO

performance

re@{mively associated
&b RM practice.

QD =h
Q

exists between
organisations’
performance and human
resource practices in the
context of foreign
organisations operating
in Russia.

HRM practices have a
positive association with
a firm’s performance.
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In addition, Aggarwal and Bhargava (2009); Thongsennheuang (2012 st that
organisational outcomes are a direct function of HR practices suc Qﬂing and
managerial skills which are influenced by the social skills of employYﬂocial skills play
an important role as a mediating variable. It has an assisting Mwhich contributes
towards a positive behaviour effect on labour productivi mcrarya, Gibson, and
Doty, 2005). After going through the various factors as H ctigd®, its influence

(3
on the labour productivity, and its link with labour ctivity, the t'd&&ose the

4 X
N Y\"

following theoretical framework (Figure 2.9) Y.

Figure 2.6. \
Depiction of the research’s theore i%ﬂmewo\Y !S\
u

4
s

/HRM Practices

* Staffing

+ On job training

» Decentralized
decision

KEmolove i
N
<~

herg¥is one box on the left hand side representing set of independent variables. HR

Labor
Productivity

- J

practices related variables are four (staff selection, on-the-job training, decentralised
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decision, motivation) used in the first box. Collaboration and networking variables refer
to the social skills of employees and have been then linked through an lﬁg\ ith the
dependent variable labour productivity. The relationship between mdent and

independent variables is mediated by social skills.

2.8 Chapter Summary i l

This chapter introduced key concepts as dgrived¥ro
productivity is the central theme of all productive &bo‘gr ro
me uﬁ@orker. Labour

>

tion and revenue

measured in direct units of out per worker or in t

productivity is a direct proxy of organ'swut

generation. Increasing labour productivi E&Q O\Q{ng]t in organisational

objectives. Labour productivity is m infjuenced§dy pr@'essive HR practices. HRM
9 Q-
practices for this study have beem e e s\ﬂ.ﬁy performed by Masood (2010)
staffing

who mentioned that HR%% es lik
ion.

crucial for the organi

theoretical basis. &

s p




