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ABSTRACT

The study investigated the mediating role of ethical climate (EC) on the relationship
between five (5) dimensions of HRM practices; recruitment and selection (RS), training
and development (TD), compensation practice (COMP), performance appraisal (PA),
promotion opportunity (PRO), and organizational performance (OP) in the Nigerian
public educational sector administration (PESA). The resource- based view (RBV) and
the organizational culture theory (OCT) were used to underpin the study framework. The
study was a cross sectional survey, employing the stratified sampling technique using 181
usable questionnaires from the directors of administration who represented the Nigerian
PESA. The data analysis was conducted using the Partial Least Square Structural
Equation Modeling (PLS-SEM 3.2.6). The study result supports 13 of the 16 hypotheses
tested. The findings support 4 out of the 5 direct relationship hypotheses revealing
empirical evidence on the significant relationships between RS, TD, PA, PRO and OP.
The hypotheses between RS, TD, PA, PRO and the mediating variable EC are also
statistically supported, but there is no evidence to support empirically the significant
relationships between COMP and OP as well as COMP and EC. On the mediation
relationships, the EC, as a hierarchical component model (HCM), mediates the
relationships between RS, TD, PA, PRO and OP, but not the relationships between
COMP and OP. This study contributes immensely to the current literature on how EC
mediates HRM practices and OP relationships particularly in the African context where
there are scant similar studies. The study also contributes to the literature on how to test
the reflective-formative type of hierarchical component model, which is a very
uncommon practice in the available literature. The findings suggest that the management
of PESA can improve the HRM system through the proper implementation of effective
HRM practices that will nurture EC and lead to OP. Finally, the study’s limitations,
conclusion and suggestion for future research direction were discussed.

Keywords: organizational performance, HRM practices, ethical climate, PLS,
hierarchical component model
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ABSTRAK

Kajian inimengkaji peranan iklim etika (EC) sebagai pengantara dalam hubungan antara
lima (5) dimensi amalan pengurusan sumber manusia (PSM) iaitu perekrutan dan
pemilihan (RS), latithan dan pembangunan (TD), amalan pampasan (COMP), penilaian
prestasi (PA), dan peluang kenaikan pangkat (PRO) dengan prestasi organisasi (OP)
dalam pentadbiran sektor pendidikan awam (PESA) di Nigeria. Tinjauan berasaskan
sumber dan teori budaya organisasi digunakan untuk menyokong kerangka kajian ini.
Kajian ini mengaplikasikan teknik tinjauan keratan rentas, iaitu dengan menggunakan
teknik persampelan berstrata daripada sejumlah 181 borang soal selidik yang dikumpul
daripada pengarah pentadbiran yang mewakili PESA di Nigeria. Analisis data dijalankan
dengan menggunakan Partial Least Square Structural Equation Modeling (PLS-SEM
3.2.6). Hasil kajian ini menyokong 13 daripada 16 hipotesis yang diuji. Selain itu, hasil
kajian ini juga menyokong 4 daripada 5 hipotesis hubungan langsung yang mendedahkan
bukti empirikal tentang hubungan yang signifikan antara RS, TD, PA, PRO dan OP.
Hipotesis antara RS, TD, PA, PRO dengan pemboleh ubah pengantara EC juga disokong
secara statistik. Namun, tiada bukti yang ditemui untuk menyokong secara empirikal
hubungan antara COMP dengan OP serta COMP dengan EC. Dalam hubungan
pengantara, EC sebagai model komponen berhierarki (HCM) didapati menjadi
pengantara dalam hubungan antara RS, TD, PA, PRO dan OP, tetapi tidak pada
hubungan antara COMP dan OP. Kajian ini turut memberi sumbangan yang besar kepada
literatur semasa tentang bagaimana EC menjadi pengantara kepada amalan PSM dan OP,
terutamanya dalam konteks Afrika yang mana terdapat sedikit sahaja kajian yang sama.
Kajian ini juga menyumbang kepada literatur tentang bagaimana untuk menguji model
komponen hierarki jenis reflektif-formatif yang merupakan suatu yang jarang dilakukan
dalam literatur yang sedia ada. Hasil kajian mencadangkan agar pengurusan PESA boleh
meningkatkan sistem PSM melalui pelaksanaan amalan PSM yang berkesan secara tepat
yang akan memupuk EC dan membawa kepada OP. Akhir sekali, batasan kajian ,
rumusan dan cadangan untuk kajian pada masa hadapan turut dibincangkan.

Kata Kunci: prestasi organisasi, amalan PSM, iklim etika, PLS, Model Komponen
Hierarki
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CHAPTER ONE

INTRODUCTION

1.1 Background of the study

Over the years, the importance of organizational performance (OP) for efficient
management is increasing in any given organization. The rapid changes in economic
environment is being taken over by such phenomena as the globalization and
deregulation of markets, changing customer and investor demand, and the ever-increasing
product-market competition has become the norm for most organizations (Al-Dhaafri,

Al-Swidi, & Yusoft, 2016).

Organizations require evaluation of their internal environment for opportunities and
challenges in order to remain competitive and sustain their growth (Al-Swidi & Al-
Hosam, 2012). Chen (2005) argued that organizations are looking for ways to improve
their performance and attain competitive advantage over competitors. Nevertheless, if
this performance can be improved, how and what approaches should be used towards

that, is still the issue that needs to be investigated further.

Several studies were conducted with an aim to discover factors that can influence
performance of organization. Studies from different discipline like human resource
management, strategic management, marketing, operation management, information

system as well as international business have investigated different number of variables



The contents of
the thesis is for
internal user
only



REFERENCES

Abdulkadir, D. S., Isiaka, S. B., & Adedoyin, S. L. (2012). Effects of Strategic
Performance Appraisal, Career Planning and Employee Participation on
Organizational Commitment: An Empirical Study. International Business Research,
5(4), 124—133. http://doi.org/10.5539/ibr.v5ndp124

Abdullah, A., Bilau, A., & Enegbuma, W. (2011). Small and Medium Sized Construction
Firms Job Satisfaction and Performance Evaluation in Nigeria. Ijssh.Org.
http://doi.org/10.7763/IISSH.2012.V2.65

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

Malaysia. [International Journal of Business and Management, 4(6), 65-72.
http://doi.org/10.3968/j.¢ss.1923669720120802.2256

Abdulraheem, A. (2015). Why We Must Reform Civil Service. Nigerian Pilot News
Paper, p. 14.

Aborisade, F. (2014). Preliminary research report on: labour and socio-economic rights
development and Nigeria’s commercialization and privatization policy: a descriptive
appraisal.

Abubakar, R. A., Chauhan, A., & Kura, K. M. (2014). Relationship Between Perceived
Organizational Politics, Organizational Trust, Human Resource Management
Practices and Turnover Intention Among Nigerian Nurses. International Journal of
Business and Development Studies, 6(1), 53-82.
http://doi.org/10.5267/1.ms1.2014.8.018

Abzari, M., Labbaf, H., Atafar, A., Talebi, H., Moazami, M., & Teimouri, H. (2011).
Comparative analysis of challenges of organizational culture scope in two private
and public sectors of Iran’s petrochemical industry and its impact on effectiveness of
human resources management practices. Interdisciplinary Journal of Contemporary

Research in Business, 3(3), 1480-1491.

Acedo, F. J., Barroso, C., & Galan, J. L. (2006). The resource-based theory:
Dissemination and main trends. Strategic Management Journal, 27(7), 621-636.
http://doi.org/10.1002/smj.532

Acuna, E., & Rodriguez, C. (2004). The treatment of missing values and its effect on
classifier accuracy. Classification, Clustering, and Data Mining, (1995), 1-9.
http://doi.org/10.1007/978-3-642-17103-1_60

Adamolekun, L. (2013). Education Sector in Crisis: Evidence, Causes and Possible

Remedies. Being a paper presented at the 2012/2013 Distinguished Lecture of
Joseph Ayo Babalola University (JABU), lkeji Arakeji, Osun State. Thursday,
January, 24.

282



Adeboye, G. (2015, June). Buhari should declare state of emergency on education sector.
Leadership Newspaper, pp- 2-3. Retrieved from
http://leadership.ng/news/439808/buhari-should-declare-emergency-in-education-

gbajabiamila

Adegoroye, G. (2006). Public service reform for sustainable development: The Nigerian
experience. Paper presented at the A keynote Address delivered at the
Commonwealth Advance Seminar, Wellington, New Zealand. 20th Feb-3rd March.
Bureau of Public Service Reforms. Wellington, New Zealand.

Adewuyi, J. O., & Okemakinde, T. (2013). Higher Education Financing in Nigeria:
Issues and Trends. International Journal of Educational Administration and Policy
Studies, 5(7), 121-127. http://doi.org/10.5897/IJEAPS12.033

Afthanorhan, .W. M. A. B. W. (2014). Hierarchical component using reflective-formative
measurement model in Partial Least Square Structural Equation Modeling (PLS-
SEM). International Journal of Mathematics and Statistics Invention (IJMSI), 2(2),
55-71.

Agba, G. (2015). Lack Of Vision Responsible For Civil Service Decline Retrieved
Tuesday, 8th, September 2015. Leadership Newspaper, pp. 2—4.

Agburu, J. 1. (2012). (2012). Recent Trends in Wage and Salary Administration in
Nigeria: A Synopsis on Theoretical and Empirical Challenges. International Journal
of Basic and Applied Science, 1(2), 2301-4458.

Aharoni, Y. (1992). Cultures and Organizations: Software of the Mind. Journal of
International Business Studies, 23(2), 362-365. http://doi.org/10.1057/jibs.1992.23

Ahmad, S., Schroeder, R. G., & Sinha, K. K. (2003). The role of infrastructure practices
in the effectiveness of JIT practices: Implications for plant competitiveness. Journal
of  Engineering  and  Technology =~ Management-JET-M  (Vol.  20).
http://doi.org/10.1016/S0923-4748(03)00017-1

Ahmed, N. O. A. (2016). Human Resource Management Practices and Corporate
Enterpreneurship: The Mediating Role of Organisational Commitment. International
Business Management, 10(9), 1632—1638.

Ajobe, A. T. (2015, July). Bello decries mass failure in neco exams. Daily Trust
Newspaper, pp- 2-5. Lagos- Nigeria. Retrieved from
http://www.dailytrust.com.ng/daily/index.php/news-menu/news/61371-bello-
decries-mass-failure-in-neco-exams

Akhtar, N., Azeem, S. M., & Mustafa Mir, G. (2014). Impact of HRM practices on
percieved organisational performance. International Journal of Academic Research,
6, (5).

Akhtar, S., Ding, D. Z., & Ge, G. L. (2008). Strategic HRM practices and their impact on

283



company performance in Chinese enterprises. Human Resource Management, 47(1),
15-32. http://doi.org/10.1002/hrm.20195

Al-Ansari, Y., Xu, J., & Pervan, S. (2014). A study of organisational determinants and
innovation practices in Dubai SMEs. International Journal of Innovation
Management, 18(1), 1450003 (28 pp.). http://doi.org/10.1142/S1363919614500030

Al-Bahussin, S. A., & El-garaihy, W. H. (2013). The impact of human resource
management practices, organisational culture, organisational innovation and
knowledge management on organisational performance in Large Saudi
Organisations: Structural equation modeling with conceptual framework.

International  Journal of Business and  Management, 8(22), 1-20.
http://doi.org/10.5539/ijbm.v8n22p1

Al-Dhaafri, H. S., Al-Swidi, A. K., & Yusoff, R. Z. (2016). The mediating role of total
quality management between the entrepreneurial orientation and the organizational
performance. The TOM Journal, 28(1), 89—111.
http://doi.org/10.1177/0266242610391930

Al-Swidi, A. K., & Al-Hosam, A. (2012). The Effect of Entrepreneurial Orientation on
the Organizational Performance : A Study on the Islamic Banks in Yemen Using the
Partial Least Squares Approach. Oman Chapter of Arabian Journal of Business and
Management Review, 2(1), 73—84. http://doi.org/10.12816/0002244

Alfes, K., Shantz, A., Truss, C., & Soane, E. (2013). The link between perceived human
resource management practices, engagement and employee behaviour: a moderated

mediation model. International Journal of Human Resource Management, 24(2),
330-351. http://doi.org/10.1080/09585192.2012.679950

Alfes, K., Truss, C., Soane, E. C., Rees, C., & Gatenby, M. (2013). The relationship
between line manager behavior, perceived HRM practices, and individual
performance: Examining the mediating role of engagement. Human Resource
Management, 52(6), 839-859. http://doi.org/10.1002/hrm.21512

Ali, A. (2011). Measuring soccer skill performance: A review. Scandinavian Journal of
Medicine and Science in Sports. http://doi.org/10.1111/3.1600-0838.2010.01256.x

Ali, I, Ali, J. F., & Raza, S. H. (2011). Determinants of Public Sector Employee’s
Performance in Pakistan. Far East Journal of Psychology and Business, 5(3), 23-29.

Ali, 1., Rehman, K., & Ali, S. (2010). Corporate social responsibility influences,
employee commitment and organizational performance. African Journal of Business
Management, 4(12), 2796-2801. http://doi.org/10.1007/s10551-010-0492-3

Ali, M. (2015). Impact of gender-focused human resource management on performance:

The mediating effects of gender diversity. Australian Journal of Management,
(December 2014), 1-22. http://doi.org/10.1177/0312896214565119

284



Allen, G. (1997). Antecedents and Outcomes of Promotion systems. Human Resource
Management, 36(2), 251-259.

Alsughayir, A. (2014). Human Resource Strategies as a Mediator between Leadership
and Organizational Performance. [International Business Research, 7(3), 91.
http://doi.org/10.5539/ibr.v7n3p91

Aluede, O., Idogho, P. O., & Imonikhe, J. S. (2012). Increasing Access To University
Education in Nigeria: Present Challenges and Suggestions for the Future. The

African Symposium: An Online Journal of the African Educational Research
Network, 12(1), 3—13.

Aluko, M. A. O. (2003). the Impact of Culture on Organizational Performance in
Selected Textile Firms in Nigeria. Nordic Journal of African Studies, 12(2), 164—
179. http://doi.org/10.4314/gjss.v411.22779

Amaratunga, D., Baldry, D., Sarshar, M., & Newton, R. (2002). Quantitative and
qualitative research in the built environment: application of “mixed” research
approach. Work Study, 51(1), 17-31. http://doi.org/10.1108/00438020210415488

Amin, M., Ismail, W. K. W., Rasid, S. Z. A., & Selemani, R. D. A. (2014). The impact of
human resource management practices on performance: Evidence from a Public
University. The TOM Journal, 26(2), 125-142. http://doi.org/10.1108/TQM-10-
2011-0062

Aminu, I. M., & Shariff, M. N. M. (2015). Determinants of SMEs Performance in
Nigeria: A Pilot Study. International Journal of Business and Social Science, 6(4),
55-70. http://doi.org/10.5901/mjss.2015.vonlp156

Aminu, W. (2015, January). Sokoto to declare state of emergency in education sector.
Daily Trust Newspaper, pp- 1-4. Retrieved from
http://www.ngrguardiannews.com/2015/12/sokoto-to-declare-state-of-emergency-in-
education-sector/

Amit, R., & Schoemaker, P. J. H. (1993). Strategic Assets and Organizational Rent.
Strategic Management Journal, 14(1), 33—46. http://doi.org/10.2307/2486548

Anakwe, U. P. (2002). Human resource management practices in Nigeria: challenges and
insights. The International Journal of Human Resource Management, 13(7), 1042—
1059. http://doi.org/10.1080/09585190210131285

Anazodo, R., & Okoye, J. (2012). Civil service reforms in Nigeria: The journey so far in
service delivery. American Journal of Social and Management Sciences, 3(1), 17—
29. http://doi.org/10.5251/ajsms.2012.3.1.17.29

Andersén, J. (2010). A critical examination of the EO-performance relationship.

International Journal of Entrepreneurial Behavior & Research, 16(4), 309-328.
http://doi.org/10.1108/13552551011054507

285



Andersén, J. (2011). Strategic resources and firm performance. Management Decision,
49(1), 87-98. http://doi.org/10.1108/00251741111094455

Andersson, L. M., & Bateman, T. S. (1997). Cynicism in the workplace: some causes and
effects. Journal of  Organizational  Behavior, 18(5), 449-469.
http://doi.org/10.1002/(SICI)1099-1379(199709)

André, A. de W. (2010). Performance-driven behavior as the key to improved
organizational performance. Measuring Business Excellence, 14(1), 79-95.
http://doi.org/10.1108/13683041011027472

Andrews, R., & Entwistle, T. (2010). Does cross-sectoral partnership deliver? An
empirical exploration of public service effectiveness, efficiency, and equity. Journal
of Public  Administration  Research and  Theory, 20(3), 679-701.
http://doi.org/10.1093/jopart/mup045

Ankli, R. E. (1992). Michael Porter Competitive Advantage and Business History.
Business Histrory Conference., (c), 228-236.

Antoninis, M. (2014). Tackling the largest global education challenge? Secular and
religious education in northern Nigeria. World Development, 59, 82-92.
http://doi.org/10.1016/j.worlddev.2014.01.017

Antony, J. P., & Bhattacharyya, S. (2010). Measuring organizational performance and
organizational excellence of SMEs — Part 2: An empirical study on SMEs in India.
Measuring Business Excellence, 14(3), 42-52.
http://doi.org/10.1108/13683041011047812

Apospori, E., Nikandrou, I., Brewster, C., & Papalexandris, N. (2008). HRM and
organizational performance in northern and southern Europe. The International
Journal ~ of  Human  Resource  Management, 19(7), 1187-1207.
http://doi.org/10.1080/09585190802109788

App, S., Merk, J., & Biittgen, M. (2012). Employer Branding: Sustainable HRM as a
Competitive Advantage in the Market for High-Quality Employees. Management
Revue, 23(3), 262-278. http://doi.org/10.1688/1861-9908 mrev_2012 03 App

Appelbaum, E., Bailey, T., Berg, P., Kalleberg, A. L., & Cornell, N. Y. (2000).
Manufacturing Advantage : Why High- Perlormance Work Systems Pay Oft by.
Academy of Management Review, 459—462.

Appelbaum, S. H., Deguire, K. J., & Lay, M. (2005). The relationship of ethical climate
to deviant workplace behaviour. Corporate Governance, 5(4), 43-55.
http://doi.org/10.1108/14720700510616587

Appiah Fening, F., Pesakovic, G., & Amaria, P. (2008). Relationship between quality

management practices and the performance of small and medium size enterprises
(SMEs) in Ghana. International Journal of Quality & Reliability Management,

286



25(7), 694-708. http://doi.org/10.1108/02656710810890881

Aprilliani, D., Anggaraini, R., & Anwar, C. (2014). The Effect of Organization Ethical
Culture and Ethical Climate on Ethical Decision Making of Auditor with Self

Efficacy as Moderating. Review of Integrative Business and Economic, 4(1), 226—
244,

Armstrong, E. (2005). Integrity, transparency and accountability in public administration:
Recent trends, regional and international developments and emerging issues. United
Nations, Department of Economic and Social, (August), 1-16.

Armstrong, J. S., & Overton, T. S. (1977). Estimating Nonresponse Bias in Mail Surveys.
Journal of Marketing, 14(3), 396—402. http://doi.org/10.2307/3150783

Aroge, T. S., & Hassan, A. M. (2011). The Responsibility of Human Resource
Management and Development Professionals in the Development of Low-Skilled
Workers in the Nigeria Public Sector. International Journal of Business and
Management, 6(11), 227-234. http://doi.org/10.5539/ijbm.v6n11p227

Arshad, A., Azhar, S. M., & Khawaja, K. J. (2014). Dynamics of HRM Practices and
Organizational Performance: Quest for Strategic Effectiveness in Pakistani
Organizations. International Journal of Business and Social Science, 5(9), 93—101.

Arthur, J. B. B. (1994). Effects of human resource systems on manufacturing
performance and turnover”,. Academy of Management Journal , Vol. 37 No. 3, Pp.
670-87, 37(3), 670-687. http://doi.org/10.2307/256705

Arulrajah, A. A. (2015). Contribution of Human Resource Management in Creating and
Sustaining Ethical Climate in the Organisations, 5(1), 31-44.

Ashour, A. (2004). Integrity, Transparency and Accountability in Public Sector Human
Resources Management. Alexandria University, Egypt.

Asmawi, A., & Chew, K. (2016). High Performance Work Practices ( HPWP ) in
Malaysian R & D Organizations. Journal of Advanced Management Science, 4(6),
467-470. http://doi.org/10.18178/joams.4.6.467-470

Aulakh, P. S., & Gencturk, E. F. (2000). International Principal-Agent Relationships.
Industrial Marketing Management, 29(215), 521-538. http://doi.org/10.1016/S0019-
8501(00)00126-7

Ayanda, O. J. (2011). Strategic human resource management and organizational
performance in the Nigerian manufacturing sector: An empirical investigation.
International Journal of Business and Management, 9(6), 46.

Azmi, I. A. G. (2010). Competency-based human resource practices in Malaysian public
sector organizations. African Journal of Business Management, 4(2), 235-241.

287



Babbie, E. (1973). The Practice of Social Research, Wadsworth, Thomson Learning Inc.
Belmont, CA.

Babbie, E. R. (2007). The Practice of Social Research. (Vol. 17).
http://doi.org/10.2307/1318433

Babbie, E. R. (2013). The practice of social research. Thomson Learning Inc. Belmont,
CA.

Bacon, D. R., Sauer, P. L., & Young, M. (1995). Composite Reliability in Structural
Equations Modeling. JEducational and Psychological Measurement, 55(3), 394—
406. http://doi.org/0803973233

Bagozzi, R. P., & Y1, Y. (1988). On the evaluation of structural equation models. Journal
of the Academy of Marketing Science, 16(1), 74-94.
http://doi.org/10.1007/BF02723327

Bagozzi, R. P., & Yi, Y. (1993). Multitrait-Multimethod Matrices in Consumer Research.
Journal of Consumer Research, 2(2), 143-170.
http://doi.org/10.1207/s15327663jcp0202 03

Bagozzi, R. P., Yi, Y., & Phillips, L. W. (1991). Assessing Construct Validity in
Organizational Research. Administrative Science Quarterly, 36(3), 421-458.
http://doi.org/10.2307/2393203

Bagshaw, K. B. (2014). Power supply infrastructure and government policy inconsistency
on the performance of small and medium scale manufacturing firms in Nigeria: An
empirical assessment. Aijesr, 1(2), 134-148.

Baker, B., & Cooper, J. (2000). Occupational testing and psychometric instruments: an
ethical perspective. Ethical Issues in Contemporary Human Resource Management, .
London: (MacMillan Press, London).

Baker, G. P., Jensen, M. C., & Murphy, K. J. (1988). Compensation and Incentives :
Practice vs . Theory. The Journal of Finance, 43(3).

Baker, M. J. (2000). Selecting a Research Methodology. The Marketing Review, 1, 373—
397. http://doi.org/10.1362/1469347002530736

Bakiev, E. (2013). The Influence of Interpersonal Trust and Organizational Commitment
on Perceived Organizational Performance. Journal of Applied Economics and
Business Research, 3(3), 166—180.

Bakker, A. B., & Bal, P. M. (2010). Weekly work engagement and performance: a study
among starting teachers. Journal of Occupational and Organizational Psychology,
83, 189-206. http://doi.org/10.1348/096317909X402596

Bani-Hani, J. S., & AlHawary, A. (2009). The Impact of Core Competencies on

288



Competitive Advantage: Strategic Challenge. International Bulletin of Business
Administration, 6(101), 1451-243. http://doi.org/10.2139/ssrn. 1813163

Barba Aragéon, M. L., Jiménez Jiménez, D., & Sanz Valle, R. (2014). Training and
performance: The mediating role of organizational learning. BRQ Business Research
Quarterly, 17(3), 161-173. http://doi.org/10.1016/j.cede.2013.05.003

Barclay, D., Higgins, C., & Thompson, R. (1995). The Partial Least Squares (PLS)
approach to causal modeling: Personal computer adoption and use as an illustration.
Technology Studies, 2(2), 285-309. http://doi.org/10.1017/CB0O9781107415324.004

Barney, J. B. (1991). Firm Resources and Sustained Competitive Advantage. Journal of
Management. http://doi.org/10.1177/014920639101700108

Barney, J. B. (1986a). Organizational Culture: Can It Be a Source of Sustained
Competitive Advantage ? Academy of Management Review, 11(3), 656—665.
http://doi.org/10.2307/258317

Barney, J. B. (1986b). Strategic Factor Markets: Expectations, Luck, and Business
Strategy. Management Science, 32(10), 1231-1241.
http://doi.org/10.1287/mnsc.32.10.1231

Barney, J. B. (2001). Is the resource-based “view” a useful perspective for strategic
management  research? Yes.  Academy  of  Management  Review.

http://doi.org/10.5465/AMR.2001.4011928

Barney, J. B., & Wright, P. M. (1997). On becoming a strategic partner: The Role of
Human Resources in Gaining Competitive Advantage. Human Resource
Management, 37(1), 1-31. http://doi.org/10.1002/(SICI)

Baron, R. M., & Kenny, D. A. (1986). The Moderator-Mediator Variable Distinction in
Social ~ Psychological Research: Conceptual, Strategic, and Statistical
Considerations. Journal of Personality and Social Psychology, 51(6), 1173-1182.
http://doi.org/10.1093/alcalc/34.2.197

Barrick, M. R., Mount, M. K., & Judge, T. A. (2001). Personality and performance at the
beginning of the new millennium: What do we know and where do we go next?

International  Journal of  Selection and  Assessment, 9(1/2), 9-30.
http://doi.org/10.1111/1468-2389.00160

Barrick, M. R., Thurgood, G. R., Smith, T. A., & Courtright, S. H. (2015). Collective
organizational engagement: Linking motivational antecedents, strategic
implementation, and firm performance. Academy of Management Journal, 58(1),
111-135. http://doi.org/10.5465/am;.2013.0227

Bartels, L. K., Harrick, E., Martell, K., & Strickland, D. (1998). The Relationship
between FEthical Climate and FEthical Problems within Human Resource
Management. Journal of Business Ethics, 17(7), 799-804.

289



http://doi.org/10.1023/A:1005817401688

Bartlett, J. E., Kotrlik, J. W., & Higgins, C. C. (2001). Organizational Research:
Determining Appropriate Sample Size in Survey Research. Information Technology,

Learning, and Performance Journal, 19(1), 43-50.
http://doi.org/10.1109/LPT.2009.2020494

Bature, N., Friday, O., & Mustapha, A. (2013). Manpower Training and Development : A
Tool for Higher Productivity in Zenith Bank Plc , Maitama Branch , Abuja.
European Journal of Business and Management, 5(28), 1-9.

Becker, B. E., & Huselid, M. A. (1999). Overview: Strategic human resource
management in five leading firms. Human Resource Management, 38(4), 287.
http://doi.org/10.1002/(SICI)1099-050X(199924)38:4

Becker, B. E., & Huselid, M. A. (1998). High performance work systems and firm
performance: A synthesis of research and managerial implications. Research in
Personnel and Human Resources Management, 16, 53—101.

Becker, J. M., Klein, K., & Wetzels, M. (2012). Hierarchical Latent Variable Models in
PLS-SEM: Guidelines for Using Reflective-Formative Type Models. Long Range
Planning, 45(5-6), 359-394. http://doi.org/10.1016/j.1rp.2012.10.001

Beer, M., Spector, B., Lawrence, P., Mills, D., & Walton, R. (1984). 4 conceptual view of
HRM. Managing Human Assets.

Beh, L., & Loo, L. (2013). Human resource management best practices and firm
performance: a universalistic perspective approach. Serbian Journal of
Management, 8(2), 155-167. http://doi.org/10.5937/sjm8-4573

Beniger, J. R., Barnett, V., & Lewis, T. (1980). Outliers in Statistical Data.
Contemporary Sociology, 9, 560. http://doi.org/10.2307/2066277

Bennington, L. (2004). Prime Age Recruitment: The Challenges for Age Discrimination
Legislation" [. Elder Law Review, 8(3), 27.

Bennington, L., & Wein, R. (2000). Anti-Discrimination Legislation in Australia: Fair,
Effective, Efficient or Irrelevant? International Journal of Manpower, 21(1), 21-33.
http://doi.org/10.1108/01437720010319435

Bercu, A.-M., & Grigoruta, M. V. B. (2012). Human Resource Involvement in Romanian
Public Organizations under the Financial Constraints. Procedia Economics and
Finance, 3(12), 451-456. http://doi.org/10.1016/S2212-5671(12)00179-7

Bhattacharya, M., Gibson, D. E., & Doty, D. H. (2005). The Effects of Flexibility in
Employee Skills, Employee Behaviors, and Human Resource Practices on Firm
Performance. Journal of Management, 31(4), 622—-640.
http://doi.org/10.1177/0149206304272347

290



Bhatti, M. A., Hee, H. C., & Sundram, V. P. K. (2012). Data analysis using SPSS and
AMOS (a guide fo). Kuala Lumpur: Peason Malaysia Sdn Bhd.

Bijttebier, P., Delva, D., Vanoost, S., Bobbaers, H., Lauwers, P., & Vertommen, H.
(2000). Reliability and validity of the critical care family needs inventory in a
Dutch-speaking Belgian sample. Heart and Lung: Journal of Acute and Critical
Care, 29(4), 278-286. http://doi.org/10.1067/mh1.2000.107918

Bjorkman, I., Budhwar, P., Smale, A., & Sumelius, J. (2008). Human resource
management in foreign-owned subsidiaries: China versus India. International
Journal of  Human Resource Management, 19(5), 964-978.
http://doi.org/10.1080/09585190801994180

Blau, P. M. (1964). Exchange and power in social life. Exchange Organizational
Behavior Teaching Journal. Retrieved from
http://www.amazon.com/dp/0887386288

Bloom, D., Canning, D., & Chan, K. (2006). Higher Education and Economic
Development in Africa. Africa Region Human Development Series, (February), 90.
Retrieved from http://www.arp.harvard.edu/AfricaHigherEducation/Reports

Bloom, D. E., Canning, D., Chan, K., & Luca, D. L. (2014). Higher Education and
Economic Growth in Africa. International Journal of African Higher Education,
1(1), 23-57.

Bohte, J., & Meier, K. J. (2000). Goal displacement: Assessing the motivation for
organizational cheating. Public Administration Review, 60(2), 173-182.
http://doi.org/10.1111/0033-3352.00075

Bolton, S. C., & Houlihan, M. (2007). Searching for the human in human resource
management: Theory, practice and workplace contexts. Palgrave Macmillan. (edth).

Bonavia, T., & Marin-Garcia, J. A. (2011). Integrating human resource management into
lean production and their impact on organizational performance. International
Journal of Manpower, 32(8), 923-938. http://doi.org/10.1108/01437721111181679

Bontis, N., Dragonetti, N. C., Jacobsen, K., & Roos, G. (1999). The Knowledge Toolbox:
A Review of the Tools Available to Measure and Manage Intangible Resources.
European  Management Journal, 17(4), 391-402. http://doi.org/16/S0263-
2373(99)00019-5

Bontis, N., & Fitz-enz, J. (2002). Intellectual capital ROI: a causal map of human capital
antecedents and consequents. Journal of Intellectual Capital, 3(3), 223-247.
http://doi.org/10.1108/14691930210435589

Boselie, P., Dietz, G., & Boon, C. (2005). Commonalities and contradictions in research

on human resource management and performance. Human Resource Management
Journal, 15(3), 67-94. http://doi.org/10.1111/.1748-8583.2005.tb00154.x

201



Bourne, M., Pavlov, A., Franco-Santos, M., Lucianetti, L., & Mura, M. (2013b).
Generating organisational performance: The contributing effects of performance
measurement and human resource management practices. International Journal of
Operations & Production Management, 33, 1599-1622.
http://doi.org/10.1108/IJOPM-07-2010-0200

Bowen, D. E., & Ostroff, C. (2004). Understanding HRM-firm performance linkages:
The role of the “strength” of the HRM system. Academy of Journal Management
Review, 29(2), 203-221. http://doi.org/10.5465/AMR.2004.12736076

Bowen, F. E., Rostami, M., & Steel, P. (2010). Timing is everything: A meta-analysis of
the relationships between organizational performance and innovation. Journal of
Business Research, 63(11), 1179—1185. http://doi.org/10.1016/j.jbusres.2009.10.014

Bowman, J. S., & Knox, C. C. (2008). Ethics in government: No matter how long and
dark the night. Public Administration Review. http://doi.org/10.1111/j.1540-
6210.2008.00903.x

Bowman, J. S., & West, J. P. (2009). To “re-hatch” public employees or not? An ethical
analysis of the relaxation of restrictions on political activities in civil service. Public
Administration Review, 69(1), 52-63. http://doi.org/10.1111/j.1540-
6210.2008.01940.x

Boxall, P. (2003). HR strategy and competitive advantage in the service sector. Human
Resource Management Journal, 13(3), 5-20. http://doi.org/10.1111/5.1748-
8583.2003.tb00095.x

Boxall, P.,, & MacKy, K. (2009). Research and theory on high-performance work
systems: Progressing the high-involvement stream. Human Resource Management
Journal, 19(1), 3-23. http://doi.org/10.1111/j.1748-8583.2008.00082.x

Boyne, G. A. (2003). Sources of Public Service Improvement: A Critical Review and
Research Agenda. Journal of Public Administration Research and Theory, 13(3),
367-394. http://doi.org/10.1093/jopart/mug027

Boyne, G. A., & Gould-Williams, J. (2003). Planning and performance in public
organizations An empirical analysis. Public Management Review, 5(1), 115-132.
http://doi.org/10.1080/146166702200002889

Boyne, G. A., & Walker, R. M. (2002). Total quality management and performance: An
evaluation of the evidence and lessons for research on public organizations. Public
Performance & Management Review, 26(2), 111-131.
http://doi.org/10.2307/3381273

Boyne, G., Farrell, C., Law, J., & Powell, M. (2003). Evaluating public management
reforms: Principles and practice. McGraw-Hill International.

Boyne, G., Jenkins, G., & Poole, M. (1999). Human Resource Management in the Public

292



and Private Sectors: An Empirical Comparison. Public Administration, 77(2), 407 —
420. http://doi/10.1111/1.1467-9299.

Breaugh, J. A. (2008). Employee recruitment: Current knowledge and important areas for
future research. Human Resource Management Review, 18(3), 103-118.
http://doi.org/10.1016/j.hrmr.2008.07.003

Breaugh, J. A., & Starke, M. (2000). Research on employee recruitment: so many studies,
so many remaining questions. Journal of Management, 26(3), 405-434.
http://doi.org/http://dx.doi.org/10.1016/S0149-2063(00)00045-3

Breso, E., Schaufeli, W. B., & Salanova, M. (2011). Can a self-efficacy-based
intervention decrease burnout, increase engagement, and enhance performance? A
quasi-experimental study. Higher Education, 61(4), 339-355.
http://doi.org/10.1007/s10734-010-9334-6

Brewer, G. A. (2005). In the eye of the storm: Frontline supervisors and federal agency
performance. Journal of Public Administration Research and Theory, 15(4), 505—
527. http://doi.org/10.1093/jopart/mui03 1

Brewer, G. A., & Selden, S. C. (1998). Whistle blowers in the federal civil service: New
evidence of the public service ethic. Journal of Public Administration Research &
Theory, 8(3), 413.

Brewer, G. A., & Selden, S. C. (2000). Why Elephants Gallop: Assessing and Predicting
Organizational Performance in Federal Agencies. Journal of Public Administration
Research & Theory, 10(4), 685. http://doi.org/Article

Brewster, C. (2004). European perspectives on human resource management. Human
Resource Management Review. http://doi.org/10.1016/j.hrmr.2004.10.001

Briggs, B. R. (2007). Problems of recruitment in civil service: case of the Nigerian civil
service. African Journal of Business Management, 1(6), 142—153.

Brown, J. (1995). Dialogue: capacities and stories’. Learning organizations: Developing
cultures for tomorrow’s workplace.

Brown, K., Rodwell, J. J., Teo, S. T. T., Méhaut, P., Perez, C., Waterhouse, J., Rummery,
K. (2004). Human resource management in the public sector. Public Management
Review, 6(3), 303—439. http://doi.org/10.1080/1471903042000256501

Brown, M. F., Stilwell, J., & McKinney-Gonzales, M. (2005). The Ethical Foundation Of
Performance Measurement and Management. PM. Public Management, 87(5), 22—
25.

Brown, R., & Brignall, S. (2007). Reflections on the use of a dual-methodology research

design to evaluate accounting and management practice in UK university central
administrative services. Management Accounting Research, 18(1), 32-48.

293



http://doi.org/10.1016/j.mar.2006.07.001

Browning, V. (2006). The relationship between HRM practices and service behaviour in
South African service organizations. The International Journal of Human Resource
Management, 17(7), 1321-1338. http://doi.org/10.1080/09585190600756863

Bryant, T., Raphael, D., & Rioux, M. (2010). Researching Health: Knowledge
Paradigms, Methodologies, and Methods. Staying alive: critical perspectives on
health, illness and health care.

Bryman, A. (2008). Social research methods Bryman. OXFORD University Press.
http://doi.org/10.1017/CBO9781107415324.004

Bryman, A. (2012). Social research methods Bryman. OXFORD University Press.
http://doi.org/10.1017/CBO9781107415324.004

Buckley, M. R., Beu, D. S., Frink, D. D., Howard, J. L., Berkson, H., Mobbs, T. A., &
Ferris, G. R. (2001). Ethical issues in human resources systems. Human Resource
Management Review, 11(1-2), 11-29. http://doi.org/10.1016/S1053-4822(00)00038-
3

Buhari, M. (2015, May). President Muhammadu Buhari > s 2015 Inaugural Speech.
Premium  Times Newspaper, pp. 1-7. Abuja-Nigeria. Retrieved from
http://www.premiumtimesng.com/features-and-interviews/183975-for-the-records-
president-muhammadu-buharis-2015-inaugural-speech.html

Buller, P. F., & McEvoy, G. M. (1999). Creating and sustaining ethical capability in the
multi-national corporation. Journal of World Business, 34(4), 326-343.
http://do1.org/10.1016/S1090-9516(99)00022-X

Buller, P. F., & McEvoy, G. M. (2012). Strategy, human resource management and
performance: Sharpening line of sight. Human Resource Management Review.
http://doi.org/10.1016/j.hrmr.2011.11.002

Bulutlar, F., & Oz, E. U. (2009). The effects of ethical climates on bullying behaviour in
the  workplace.  Journal  of  Business  Ethics, 86(3),  273-295.
http://doi.org/10.1007/s10551-008-9847-4

Burnett, G. (2012). Research paradigm choices made by postgraduate students with
Pacific education research interests in New Zealand. Higher Education Research &
Development, 31(4), 479—492. http://doi.org/10.1080/07294360.2011.559196

Burrell, G., & Morgan, G. (1979). Sociological Paradigms and organisational Analysis -
Elements of the Sociology of Corporate Life. Sociological Paradigms and
Organisational Analysis, 448. http://doi.org/10.1177/003803858001400219

Burtonshaw-Gunn, S., & Salameh, M. (2009). Essential tools for organisational
performance: Tools, Models and Approaches for Managers and Consultants. John

294



Wiley & Sons.

Caldwell, C., Truong, D. X., Linh, P. T., & Tuan, A. (2011). Strategic Human Resource
Management as Ethical Stewardship. Journal of Business Ethics, 98(1), 171-182.
http://doi.org/10.1007/s10551-010-0541-y

Camison, C., & Villar-Lopez, A. (2014). Organizational innovation as an enabler of
technological innovation capabilities and firm performance. Journal of Business
Research, 67(1), 2891-2902. http://doi.org/10.1016/j.jbusres.2012.06.004

Campbell, D. T., & Fiske, D. W. (1998). Convergent and discriminant validation by the
multitrait-multimehtod  matrix.  Psychological ~ Bulletin,  56(2), 81-105.
http://doi.org/10.1037/h0046016

Camps, J., & Luna-Arocas, R. (2012). A matter of learning: How human resources affect
organizational performance. British Journal of Management, 23(1), 1-21.
http://doi.org/10.1111/j.1467-8551.2010.00714.x

Carmeli, A., Schaubroeck, J., & Tishler, A. (2011). How CEO empowering leadership
shapes top management team processes: Implications for firm performance.
Leadership Quarterly, 22(2), 399—411. http://doi.org/10.1016/j.leaqua.2011.02.013

Carmona, M., & Sieh, L. (2005). Performance Measurement Innovation in English
Planning  Authorities.  Planning Theory &  Practice, 6(3), 303-333.
http://doi.org/10.1080/14649350500208944

Carson, D. E., Sharkey, J. R., McIntosh, W. A., Kubena, K. S.; & Goodson, P. (2010).
Predicting intention to eat breakfast among adolescents using the theory of planned
behavior. FASEB Journal. Conference: Experimental Biology, 24

Cassel, C., Hackl, P., & Westlund, A. H. (1999). Robustness of partial least-squares
method for estimating latent variable quality structures. Journal of Applied
Statistics, 26(4), 435-446. http://doi.org/10.1080/02664769922322

Caves, R. E. (1980). Industrial organization, corporate strategy and structure. Journal of
Economic Literature, 18(1), 64-92. http://doi.org/10.1126/science.151.3712.867-a

Chahal, H., Jyoti, J., & Rani, A. (2016). The Effect of Perceived High-performance
Human Resource Practices on Business Performance: Role of Organizational
Learning. Global Business Review, 17(3S), 1S-25S.
http://doi.org/10.1177/0972150916631193

Chand, M. (2010). The impact of HRM practices on service quality, customer satisfaction
and performance in the Indian hotel industry. The International Journal of Human
Resource Management, 21(4), 551-566. http://doi.org/10.1080/09585191003612059

Chandrasekar, K. (2011). Workplace Environment and Its Impact on Organisational
Performance in Public Sector. International Journal of Enterprise Computing and

295



Business Systems, 1(1), 1-19.

Chang, S.-J., Van Witteloostuijn, A., Eden, L., & Eden, L. (2010). From the Editors:
Common method variance in international business research. Journal of
International Business Studies, 41(2), 178—184. http://doi.org/10.1057/jibs.2009.88

Chaston, L. (1993). Performance improvement intervention: Privatized and public sector
organizations. Leadership & Organization Development Journal, 14(1), 4-8.
http://doi.org/10.1108/01437739310023854

Chatterjee, S., & Yilmaz, M. (1992). A Review of Regression Diagnostics for Behavioral
Research. Applied Psychological Measurement, 16, 209-227.
http://doi.org/10.1177/014662169201600301

Chen, H.-L. (2005). A competence-based strategic management model factoring in key
success factors and benchmarking. Benchmarking: An International Journal, 12(4),
364-382. http://doi.org/10.1108/14635770510609033

Chen, J. L. (2012). The synergistic effects of IT-enabled resources on organizational
capabilities and firm performance. Information and Management, 49(3—4), 142—150.
http://doi.org/10.1016/.im.2012.01.005

Chen, R., Wei, L., & Syme, P. D. (2003). Comparison of early and delayed respondents
to a postal health survey: A questionnaire study of personality traits and
neuropsychological symptoms. European Journal of Epidemiology, 18(3), 195-202.
http://doi.org/http://dx.doi.org/10.1023/A:1023393231234

Chen, Y. Y., & Fang, W. (2008). The moderating effect of impression management on
the organizational politics-performance relationship. Journal of Business Ethics,
79(3), 263-277. http://doi.org/10.1007/s10551-007-9379-3

Cheng, M. Y., & Wang, L. (2014). The Mediating Effect of Ethical Climate on the
Relationship Between Paternalistic Leadership and Team Identification: A Team-
Level Analysis in the Chinese Context. Journal of Business Ethics, 129(3), 639-654.
http://doi.org/10.1007/s10551-014-2189-5

Chew, L. K. H., & Sharma, B. (2005). The effects of culture and HRM practices on firm
performance - Empirical evidence from Singapore. International Journal of
Manpower, 26(6), 560-581. http://doi.org/10.1108/01437720510625467

Chiang, Y.-H., Shih, H.-A., & Hsu, C.-C. (2014). High commitment work system,
transactive memory system, and new product performance. Journal of Business
Research, 67(4), 631-640. http://doi.org/10.1016/j.jbusres.2013.01.022

Chin, W. W. (1998). The partial least squares approach to structural equation modeling.

In Modern Methods for Business Research (Vol. 295, pp. 295-336).
http://doi.org/10.1016/j.aap.2008.12.010

296



Chin, W. W., Marcolin, B. L., & Newsted, P. R. (2003). A Partial Least Squares Latent
Variable Modeling Approach for Measuring Interaction Effects: Results from a
Monte Carlo Simulation Study and an Electronic-Mail Emotion/Adoption Study.
Information Systems Research, 14(2), 189-217.
http://doi.org/10.1287/isre.14.2.189.16018

Cho, S., Woods, R. H., Jang, S., & Erdem, M. (2006). Measuring the impact of human
resource management practices on hospitality firms’ performances. International
Journal of Hospitality Management, 25(2), 262-277.
http://doi.org/10.1016/j.ijhm.2005.04.001

Choi, S., & Rainey, H. G. (2010). Managing diversity in U . S . Federal agencies: Effects
of diversity and diversity management on employee perceptions of organizational
performance. Public Administrative Review, 70(1), 109-121.
http://doi.org/10.1111/j.1540-6210.2009.02115.x

Choi, B. K., Moon, H. K., & Ko, W. (2013). An organization’s ethical climate,
innovation, and performanceEffects of support for innovation and performance
evaluation. Management Decision, 51(6), 1250-1275. http://doi.org/10.1108/MD-
Sep-2011-0334

Chow, L. H. Siu, Teo, S. T. T., & Chew, I. K. H. (2013). HRM systems and firm
performance: The mediation role of strategic orientation. Asia Pacific Journal of
Management, 30(1), 53—72. http://doi.org/10.1007/s10490-012-9288-6

Chuang, C. H., & Liao, H. (2010). Strategic human resource management in service
context: Taking care of business by taking care of employees and customers.
Personnel  Psychology, 63(1), 153-196. http://doi.org/10.1111/5.1744-
6570.2009.01165.x

Cohen, A. (2012). The relationship between social exchange variables, OCB, and
performance: What happens when you consider group characteristics? Personnel
Review, 41(6), 705—731. http://doi.org/10.1108/00483481211263638

Cohen, J. (1988). Statistical power analysis for the behavioral sciences. Statistical Power
Analysis for the Behavioral Sciences. http://doi.org/10.1234/12345678

Combs, J. G., Crook, T. R., & Shook, C. L. (2005). The dimensionality of organizational
performance and its implications for strategic management research. In Research
Methodology in Strategy and Management (pp- 259-286).
http://doi.org/10.1016/S1479-8387(05)02011-4

Combs, J. G, Liu, Y. Y., Hall, A., & Ketchen, D. (2006). How much do high-
performance work practices matter? A meta-analysis of their effects on
organizationa  performance.  Personnel  Psychology,  59(3), 501-528.
http://doi.org/10.1111/j.1744-6570.2006.00045 .x

Combs, J., Liu, Y., Hall, A., & Ketchen, D. (2006). How much do high-performance

297



work practices matter? A meta-analysis of their effects on organizational
performance. Personnel Psychology, 59(3), 501-528. http://doi.org/10.1111/.1744-
6570.2006.00045.x

Conger, J. A., & Kanungo, R. N. (1988). The Empowerment Process: Integrating Theory
and Practice. Academy of Management  Review, 13(3), 471-482.
http://doi.org/10.5465/AMR.1988.4306983

Connor, T. (2007). Market orientation and performance. Strategic Management Journal,
28(9), 957-959. http://doi.org/10.1002/smj.618

Constitution, N. (1999) Constitution of the Federal Republic of Nigeria. Abuja, Federal
Ministry of Information and National Orientation.

Conway, J. M., & Lance, C. E. (2010). What reviewers should expect from authors
regarding common method bias in organizational research. Journal of Business and
Psychology, 25(3), 325-334. http://doi.org/10.1007/s10869-010-9181-6

Cosh, A., Fu, X., & Hughes, A. (2012). Organisation structure and innovation
performance in different environments. Small Business Economics, 39(2), 301-317.
http://doi.org/10.1007/s11187-010-9304-5

Creswell, J. (2012). Qualitative Research Narrative Structure.pdf. In Qualitative Inquiry
and Research Design: Choosing Among Five Approaches, Third Edition (pp. 220—
230).

Cullen, J. B., Parboteeah, K. P., & Victor, B. (2003). The Effects of Ethical Climates on
Organizational Commitment: A Two-Study Analysis. Journal of Business Ethics,
46(2), 127-141. http://doi.org/10.1023/A:1025089819456

Cullen, J. B., Victor, B., & Bronson, J. W. (1993). The Ethical Climate Questionnaire: an
Assessment of Its Development and Validity. Psychological Reports, 73(2), 667—
674. http://doi.org/10.2466/pr0.1993.73.2.667

Cunningham, L. X. (2010). Managing human resources in SMEs in a transition economy:
evidence from China. The International Journal of Human Resource Management,
21(12),2120-2141. http://doi.org/10.1080/09585192.2010.509620

Danish, R. Q., & Usman, A. (2010). Impact of Reward and Recognition on Job
Satisfaction and Motivation: An Empirical Study from Pakistan. International
Journal of Business and Management, 5(2001), 159-167.
http://doi.org/10.5539/ijbm.v5n2P159

Darwish, T. K. (2013). Strategic HRM and Performance: Theory and Practice, 101.

Datta, D. K., Guthrie, J. P., & Wright, P. M. (2005). Human resource management
andlabor productivity: Does industry matter? Academy of Management Journal,
48(1), 135-145.

298



Daud, N. B. (2006). Human Resource Management Practices and Firm Performance: The
Moderating Roles of Strategies and Environmental Uncertainties, 1-24.

Dawes, J. (2007). Do data characteristics change according to the number of scale points
used? An experiment using S-point, 7-point and 10-point scales. International
Journal of Market Research, 50(1), 61-77. http://doi.org/Article

De Waal, A. A. (2010). Achieving high PerformAnce in the Public Sector What needs to
be Done? Public Performance & Management Review, 34(1), 81-103.
http://doi.org/10.2753/Pmr1530-9576340105

De Waal, A., & Kerklaan, L. (2010). A performance management readiness review
framework for governmental service providers. Business Horizons, 53(4), 405—412.
http://doi.org/10.1016/j.bushor.2010.03.005

DeGeest, D. S., Follmer, E. H., & Lanivich, S. E. (2016). Timing Matters: When High-
Performance Work Practices Enable New Venture Growth and Productivity. Journal
of Management, 22(10), 1-28. http://doi.org/10.1177/0149206316652481

Delaney, J. T., & Huselid, M. A. (1996). The Impact of Human Resource Management
Practices on Perceptions of Organizational Performance. Academy of Management
Journal, 39(4), 949-9609. http://doi.org/10.2307/256718

Delaney, J. T., & Sockell, D. (1992). Do company ethics training programs make a
difference? An empirical analysis. Journal of Business Ethics, 11(9), 719-727.
http://doi.org/10.1007/BF01686353

Delery, J. E., & Doty, D. H. (1996). Modes of Theorizing in Strategic Human Resource
Management: Tests of Universalistic, Contingency, and Configurations.
Performance Predictions. Academy of Management Journal, 39(4), 802-835.
http://doi.org/10.2307/256713

Demo, G., Neiva, E. R., Nunes, I, & Rozzett, K. K. (2012). Human Resources
Management Policies and Practices Scale (HRMPPS): Exploratory and
Confirmatory Factor Analysis. Brazilian Administration Review, 9(4), 395-420.
http://doi.org/10.1590/S1807-76922012005000006

Den Hartog, D. N., Boselie, P., & Paauwe, J. (2004). Performance management: A model
and research agenda. Applied Psychology. http://doi.org/10.1111/j.1464-
0597.2004.00188.x

Dewhurst, F., Martinez-Lorente, A. R., & Dale, B. G. (1999). TQM in public
organisations: an examination of the issues. Managing Service Quality, 9(4), 265—
274. http://doi.org/10.1108/09604529910273210

Dhamija, P. (2012). E-Recruitment: a Roadmap Towards E-Human Resource
Management. Journal of Arts, Science & Commerce, 3(2), 33-39.

299



Driscoll, D.-M., & Hoffman, W. M. (1998). HR plays a central role in ethics programs.
Workforce, 77(4), 121-123.

Duarte, P. A. O., & Roposo, M. L. B. (2010). A PLS model to study brand preference: an
application to the mobile phone market. In Handbook of partial least squares:
concepts, methods and applications (pp. 449—485). http://doi.org/10.1007/978-3-
642-16345-6

Duarte, P. O., Alves, H. B., & Raposo, M. B. (2010). Understanding university image: A
structural equation model approach. International Review on Public and Nonprofit
Marketing, 7(1), 21-36. http://doi.org/10.1007/s12208-009-0042-9

Dyer, L., & Reeves, T. (1995). Human resource strategies and firm performance: what do
we know and where do we need to go? The International Journal of Human
Resource Management, 6(3), 656—670. http://doi.org/10.1080/09585199500000041

Edgar, F., & Geare, A. (2005). HRM practice and employee attitudes: Different measures
— different results. Personnel Review, 34(5), 534-549.
http://doi.org/10.1108/00483480510612503

Education, N. P. (2004). National Policy on Education Nigeria, Federal Government of.
Abuja.

Ejike, E. (2015). Nigerian Education System Faulty - ICPC Boss Retrieved Thursday,
30th  July, 2015, from. Leadership = Newspaper. Retrieved from
http://leadership.ng/news/450267/nigerian-education-system-faulty-icpc-boss

Ekpe, A. N., Daniel, E. E., & Ekpe, M. A. (2013). Analysis of Performance Appraisal
System of the Nigerian Public Sector Organizations. Journals of Humanities and
Social Science, 18(3), 49-54.

El¢i, M., Sener, 1., & Alpkan, L. (2013). The impacts of ethical leadership on the
antisocial behavior of employees: the mediating role of ethical climate. Journal of
Global Strategic Management, 14(12), 57-66.

Elliott, A. C., & Woodward, W. A. (2007). Statistical Analysis Quick Reference
Guidebook: With SPSS Example. Sage Publication.
http://doi.org/10.4135/9781412985949

Elmore, P. B., & Beggs, D. L. (1975). Salience of concepts and commitment to extreme
judgments in the response patterns of teachers. Education (Vol. 95).

Erdil, O., & Giinsel, A. (2001). Relationships between human resource management
practices , business strategy fit and firm performance. Human Resource
Management, 13(4), 97-107. http://doi.org/10.1080/09585192.2010.488428

Erdlen, J. D. (1979). Ethics and the Employee Relations Function. 7he Personnel
Administrator, 24(1), 41.

300



Eskildsen, J. K., Kristensen, K., & Juhl, H. J. (2004). Private versus public sector
excellence. The TOM Magazine, 16(1), 50-56.
http://doi.org/10.1108/09544780410511489

Eta, P. (2015). (2015). President Buhari’s Inuagural speech Retrieved Friday, 29th, May,
2015,.  Daily Trust  Newspaper,  pp. 25-27. Retrieved  from
http://dailypost.ng/2015/05/29/full-text-of-president-buharis-inauguration-speech/

Evans, W. R., & Davis, D. W. (2005). High-Performance Work Systems and
Organizational Performance: The Mediating Role of Internal Social Structure.
Journal of Management, 31(5), 758—775. http://doi.org/10.1177/0149206305279370

Fahy, J., & Smithee, A. (1999). Strategic Marketing and the Resource Based View of the
Firm.  Academy  of  Marketing  Science  Review,  1999(10), 21.
http://doi.org/10.1007/s00249-009-0494-1

Fajana, S., Owoyemi, O., Elegbede, T., & Gbajumo-Sheriff, M. (2011). Human Resource
Management Practices in Nigeria. Journal of Management and Strategy, 2(2), 57—
62. http://doi.org/10.5430/jms.v2n2p57

Falk, R. F., & Miller, N. B. (1992). A primer for soft modeling. Ohio: The University of
Akron Press. The University of Akron Press.

Farouk, S., Elanain, H. M. A., Obeidat, S. M., & Al-Nahyan, M. (2015). International
Journal of Productivity and Performance Management Article information :

International Journal of Productivity and Performance Managemen, 65(6), 773—
791.

Faul, F., Edgar, E., Axel, B., & Lang, A.-G. (2009). Statistical power analyses using
G*Power 3.1: test for correlation and regression analyses. Behavioral Research
Methods, 41(4), 1149-1160. http://doi.org/10.3758/BRM.41.4.1149

Fening, F. A. (2012). Impact of Quality Management Practices on the Performance and
Growth of Small and Medium Sized Enterprises ( Smes ) in Ghana. International
Journal of Business and Social Science, 3(13), 1-13.

Ferris, G. R. B. (1992). Promotion Systems in Organizations. Human Resource Planning,
15 (4)47-68.

Fey, C. F., Bjorkman, 1., & Pavlovskaya, A. (2000). The effect of human resource
management practices on firm performance in russia. International Journal of

Human Resource Management, 11(1), 1-18.
http://doi.org/10.1080/095851900339963

Fey, C. F., Morgulis-Yakushev, S., Park, H. J., & Bjorkman, 1. (2009). Opening the black
box of the relationship between HRM practices and firm performance: A

comparison of MNE subsidiaries in the USA, Finland, and Russia. Journal of
International Business Studies, 40(4), 690—712. http://doi.org/10.1057/jibs.2008.83

301



Field, A. (2009). Discovering statistics using SPSS. Discovering statistics using SPSS
2nd ed.

Fiol, M., & Lyles, M. (1985). Organizational learning. The Academy of Management
Review, 10(4), 803—813. http://doi.org/10.2307/258048

Fleury, M. T. L. (2009). Organizational culture and the renewal of competences. BAR -
Brazilian Administration Review, 6(1),

1-14. http://doi.org/10.1590/S1807-
76922009000100002

Foote, D. (2001). The question of ethical hypocrisy in human resource management in

the UK. and Irish charity sectors. Journal of Business Ethics, 34(1), 25-38.
http://doi.org/10.1023/A:1011909904150

Foote, M. F., & Ruona, W. E. A. (2008). Institutionalizing Ethics: A Synthesis of
Frameworks and the Implications for HRD. Human Resource Development Review,
7(3), 292-308. http://doi.org/10.1177/1534484308321844

Ford, J. D., & Schellenberg, D. A. (1982). Conceptual Issues of Linkage in the

Assessment of Organizational Performance. Academy of Management Review, 7(1),
49-58. http://doi.org/10.5465/AMR.1982.4285450

Fornell, C., & Larcker, D. (1981). Evaluating structural equation models with
unobservable variables and measurement error. Journal of Marketing Research,

18(3), 39-50. http://doi.org/10.2307/3151312

Fotopoulos, C. V., & Psomas, E. L. (2010). The structural relationships between TQM

factors and organizational performance. The TOM Journal, 22(5), 539-552.
http://doi.org/10.1108/17542731011072874

Franco-Santos, M., Kennerley, M., Micheli, P., Martinez, V., Mason, S., Marr, B., Neely,
A. (2007). Towards a Defintion of a Business Performance Measurement System.

International Journal of Operations & Production Management, 27(8), 784—801.
http://doi.org/10.1108/01443570710763778

Friedmann, C. B., Holtbriigge, D., & Puck, J. F. (2008). Hrm in Foreign Firms in India .
A Resource-Based View. World, 15(15).

Fryer, K., Antony, J., & Ogden, S. (2009). Performance management in the public sector.
International  Journal of Public Sector

Management, 22(6), 478-498.
http://doi.org/10.1108/09513550910982850

Fu, N., Flood, P. C., Bosak, J., Morris, T., & O’Regan, P. (2015). How do high
performance work systems influence organizational innovation in professional

service firms? Employee Relations, 37(2), 209-231. http://doi.org/10.1108/JFM-03-
2013-0017

Gamage, A. S. (2014). Recruitment and Selection Practices in Manufacturing SMEs in

302



Japan: An analysis of the link with business performance. Ruhuna Journal of
Management and Finance, 1(1), 37-52. http://doi.org/10.4038/suslj.v1311.7668

Garcia-Morales, V. J., Jimenez-Barrionuevo, M. M., & Gutierrez-Gutierrez, L. (2012).
Transformational leadership influence on organizational performance through
organizational learning and innovation. Journal of Business Research, 65(7), 1040—
1050. http://doi.org/10.1016/j.jbusres.2011.03.005

Gberevbie, D. E. (2010). Strategies for Employee Recruitment , Retention and
Performance : Dimension of the Federal Civil Service of Nigeria. African Journal of
Business Management, 4(8), 1447-1456.

Geisser, S. (1974). A predictive approach to the random effect model. Biometrika, 61,
101-107. http://doi.org/10.1093/biomet/61.1.101

Geladi, P., & Kowalski, B. R. (1986). Partial least-squares regression: a tutorial.
Analytica Chimica Acta, 185(C), 1-17. http://doi.org/10.1016/0003-2670(86)80028-
9

Gharakhani, D., & Mousakhani, M. (2012). Knowledge management capabilities and
SMEs’ organizational performance. Journal of Chinese Entrepreneurship, 4(1), 35—
49. http://doi.org/ijerb.webs.com

Ghazanfar, F., Chuanmin, S., Khan, M., & Bashir, M. (2011). A study of relationship
between satisfaction with compensation and work motivation. International Journal
of Business and Social Science, 2(1), 120—131.

Giauque, D., Anderfuhren-Biget, S., & Varone, F. (2013). HRM Practices, Intrinsic
Motivators, and Organizational Performance in the Public Sector. Public Personnel
Management, 42(2), 123—150. http://doi.org/10.1177/0091026013487121

Giauque, D., Anderfuhren-Biget, S., & Varone, F. (2013). HRM Practices, Intrinsic
Motivators, and Organizational Performance in the Public Sector. Public Personnel
Management, 42(2), 123—150. http://doi.org/10.1177/0091026013487121

Glewwe, P., Maiga, E., & Zheng, H. (2014). The contribution of education to economic
growth: A review of the evidence, with special attention and an application to sub-
Saharan Africa. World Development, 59, 379-393.
http://doi.org/10.1016/j.worlddev.2014.01.021

Gong, Y., Chang, S., & Cheung, S. Y. (2010). High performance work system and
collective OCB: A collective social exchange perspective. Human Resource
Management  Journal, 20(2), 119-137. http://doi.org/10.1111/5.1748-
8583.2010.00123.x

Gong, Y., Law, K. S., Chang, S., & Xin, K. R. (2009). Human resources management

and firm performance: The differential role of managerial affective and continuance
commitment. The Journal of Applied Psychology, 94(1), 263-275.

303



http://doi.org/10.1037/a0013116

Gorla, N., Somers, T. M., & Wong, B. (2010). Organizational impact of system quality,
information quality, and service quality. Journal of Strategic Information Systems,
19(3), 207-228. http://doi.org/10.1016/}.jsis.2010.05.001

Gostautaite, B. (2014). Age, Work Engagement and Individual Work Performance: the
Influence of Work Design.

Gotz, O., Liehr-Gobbers, K., & Krafft, M. (2010). Evaluation of structural equation
models using the partial least squares (PLS) approach. In Handbook of Partial Least
Squares (pp. 691-711). http://doi.org/10.1007/978-3-540- 32827-8 30

Gould-Williams, J. (2003). The importance of HR practices and workplace trust in
achieving superior performance: A study of public-sector organizations. The
International Journal of Human Resource Management, 14(1), 28-54.

http://doi.org/10.1080/09585190210158501

Gould-Williams, J. S., & Mohamed, R. B. (2010). A comparative study of the effects of
“best practice” HRM on worker outcomes in Malaysia and England local

government. International Journal of Human Resource Management, 21(5), 653—
675. http://doi.org/10.1080/09585191003658821

Gravina, N. E., & Siers, B. P. (2011). Square pegs and round holes: Ruminations on the
relationship between performance appraisal and performance management. Journal
of Organizational Behavior Management, 31(4), 277-287.
http://doi.org/10.1080/01608061.2011.619418

Greene, C. N., & Organ, D. W. (1973). An Evaluation of Causal Models Linking the
Received Role with Job Satisfaction. Administrative Science Quarterly, 18(1), 95—
103. http://doi.org/10.2307/2391931

Greenwood, M. R. (2002). Ethics and HRM: A review and conceptual analysis. Journal
of Business Ethics. http://doi.org/10.1023/A:1014090411946

Gregory, B. T., Harris, S. G., Armenakis, A. A., & Shook, C. L. (2009). Organizational
culture and effectiveness: A study of values, attitudes, and organizational outcomes.
Journal of Business Research, 62(7), 673-679.
http://doi.org/10.1016/j.jbusres.2008.05.021

Groves, R. M. (2006). Nonresponse rates and nonresponse bias in household surveys.
Public Opinion Quarterly, 70(5), 646—675. http://doi.org/10.1093/poq/nfl033

Guerci, M., Radaelli, G., Siletti, E., Cirella, S., & Rami Shani, A. B. (2015). The impact
of human resource management practices and corporate sustainability on

organizational ethical climates: An employee perspective. Journal of Business
Ethics, 126(2), 325-342. http://doi.org/10.1007/s10551-013-1946-1

304



Guest, D. (2002). Human Resource Management, Corporate Performance and Employee
Wellbeing: Building the Worker Into Hrm. The Journal of Industrial Relations,
44(3), 335-358. http://doi.org/10.1111/1472-9296.00053

Guest, D. E. (2011). Human resource management and performance: Still searching for
some answers. Human Resource Management Journal, 2I(1), 3-13.
http://doi.org/10.1111/j.1748-8583.2010.00164.x

Guest, D. E., Michie, J.,, Conway, N., & Sheehan, M. (2003). Human Resource
Management and Corporate Performance in the UK. British Journal of Industrial
Relations, 41(2), 291-314. http://doi.org/10.1111/1467-8543.00273

Guidetti, G., & Mazzanti, M. (2007). Firm-level training in local economic systems. The
Journal of Socio-Economics, 36(6), 875-894.
http://doi.org/10.1016/j.socec.2007.01.021

Guo, C., Brown, W. a., Ashcraft, R. F., Yoshioka, C. F., & Dong, H.-K. D. (2011).
Strategic Human Resources Management in Nonprofit Organizations. Review of
Public Personnel Administration, 31, 248-269.
http://doi.org/10.1177/0734371X11402878

Guo, Z., & Sheffield, J. (2008). A paradigmatic and methodological examination of
knowledge management research: 2000 to 2004. Decision Support Systems, 44(3),
673—-688. http://doi.org/10.1016/j.dss.2007.09.006

Guthrie, J. P. (2001). High-involvement work practices, turnover, and productivity:
eviddence from New Zealand. Academy of Management Journal, 44(1), 180—-190.

Guthrie, J. P., Spell, C. S., & Nyamori, R. O. (2002). Correlates and consequences of
high involvement work practices: the role of competitive strategy. The International
Journal of  Human Resource Management, 13(1), 183-197.
http://doi.org/10.1080/09585190110085071

Haakonsson, D. D., Burton, R. M., Obel, B., & Lauridsen, J. (2008). How failure to align
organizational climate and leadership style affects performance. Management
Decision, 46(3), 406—432. http://doi.org/10.1108/00251740810863861

Haines, D. W. (2004). Fatal choices. The routinization of deceit, incompetence, and
corruption. Public Integrity, 6(1), 5-23.

Hair, J. F., Anderson, R. E., Tatham, R. L., & Black, W. C. (2010). Multivariate Data
Analysis (7th Edition). Uppersaddle River, New Jersey: Pearson Education
International. http://doi.org/10.1016/j.1jpharm.2011.02.019

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2006). Multivariate Data
Analysis (6th ed.). Analysis, 4-4.

Hair, J. F., Black, W. C., Babin, B. J., Anderson, R. E., & Tatham, R. L. (2010).

305



Multivariate Data Analysis. Prentice Hall, 816.
http://doi.org/10.1016/j.ijpharm.2011.02.019

Hair, J. F., Hult, G. T. M., Ringle, C., & Sarstedt, M. (2016). A primer on partial least
squares structural equation modeling (PLS-SEM). Sage Publications.

Hair, J. F. J., Hult, G. T. M., Ringle, C., & Sarstedt, M. (2014). A Primer on Partial Least
Squares Structural Equation Modeling (PLS-SEM). Long Range Planning (Vol. 46).
http://doi.org/10.1016/j.1rp.2013.01.002

Hair, J. F., Money, A. H., Samouel, P., & Page, M. (2007). Research Methods for
Business. Education + Training, 49(4), 336-337.
http://doi.org/10.1108/et.2007.49.4.336.2

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM: Indeed a Silver Bullet. The
Journal  of  Marketing  Theory  and  Practice,  19(2), 139-152.
http://doi.org/10.2753/MTP1069-6679190202

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2013). Partial Least Squares Structural
Equation Modeling: Rigorous Applications, Better Results and Higher Acceptance.
Long Range Planning, 46(1-2), 1-12. http://doi.org/10.1016/1.1rp.2013.01.001

Hair, J. F., Sarstedt, M., Ringle, C. M., & Mena, J. A. (2012). An assessment of the use
of partial least squares structural equation modeling in marketing research. Journal
of  the Academy of  Marketing Science, 40(3), 414-433.
http://doi.org/10.1007/s11747-011-0261-6

Hair Jr, F. J., Sarstedt, M., Hopkins, L., & G. Kuppelwieser, V. (2014). Partial least
squares structural equation modeling (PLS-SEM). European Business Review,
26(2), 106—121. http://doi.org/10.1108/EBR-10-2013-0128

Halford, S. (2003). Gender and Organisational Restructuring in the National Health
Service: Performance, Identity and Politics. Antipode, 35(2), 286-308.
http://doi.org/10.1111/1467-8330.00324

Hamidi, F., Ghorbandordinejad, F., Rezaee, M., & Jafari, M. (2011). A comparison of the
use of educational technology in the developed/developing countries. In Procedia
Computer Science (Vol. 3, pp. 374-377). http://doi.org/10.1016/j.procs.2010.12.063

Handler, H., Koebel, B., Reiss, P., & Schratzenstaller, M. (2004). “The size and
performance of public sector activities in Europe”. Paper draws on a background
study prepared for the European Commission’s Competitiveness Report.

Hao, S., & Song, M. (2016). Technology-driven strategy and firm performance: Are
strategic capabilities missing links? Journal of Business Research, 69(2), 751-759.
http://doi.org/10.1016/j.jbusres.2015.07.043

Harel, G. H., & Tzafrir, S. S. (2001). HRM practices in the public and private sectors:

306



Differences and similarities. Public Administration Quarterly, 25(3), 316-355.
Retrieved from http://www.jstor.org/stable/40861844

Harris, L. (2002). The devolution of HR responsibilities — perspectives from the UK’s
public sector. Journal of European Industrial Training, 26(5), 218-229.
http://doi.org/10.1108/03090590210424894

Hart, S. L. (1995). A Natural-Resource-Based View of the Firm. Academy of
Management Review, 20(4), 986-1014.
http://doi.org/10.5465/AMR.1995.9512280033

Hartog, D. N., & Verburg, R. M. (2004). High performance work systems, organisational
culture and firm effectiveness. Human Resource Management Journal, 14(1), 55—
78. http://doi.org/10.1111/j.1748-8583.2004.tb00112.x

Hashim, J. (2010). Human resource management practices on organisational
commitment: The Islamic perspective. Personnel Review, 39(6), 785-799.
http://doi.org/10.1108/00483481011075611

Haslinda, A. (2009). Evolving Terms of Human Resource Management and
Development. The Journal of International Social Research, 2/9, 180—186.

Hau-siu Chow, 1., Wing-chun Lo, T., Sha, Z., & Hong, J. (2006). The impact of
developmental experience, empowerment, and organizational support on catering

service staff performance. International Journal of Hospitality Management, 25(3),
478-495. http://doi.org/10.1016/j.ijhm.2005.03.002

Hayes, A. F. (2009). Beyond Baron and Kenny: Statistical Mediation Analysis in the
New Millennium. Communication Monographs, 76(4), 408-420.
http://doi.org/10.1080/03637750903310360

Hayes, A. F. (2012). PROCESS: A versatile computational tool for observed variable
mediation, moderation, and conditional process modeling. White Paper, 1-39.
http://doi.org/978-1-60918-230-4

Hayes, A. F., & Preacher, K. J. (2010). Quantifying and Testing Indirect Effects in
Simple Mediation Models When the Constituent Paths Are Nonlinear. Multivariate
Behavioral Research, 45(4), 627-660.
http://doi.org/10.1080/00273171.2010.498290

Heathfield, S. M. (2012, March 4). Ten Tips to Make Training and Development Work:
Four Training Transfer Tips. Retrieved from
about.com:http://www.humanresources.about.com./Ir/training_transfer/220698/1/

Helm, S., Eggert, A., & Garnefeld, 1. (2010). Modelling the impact of corporate reputaion
on customer satisfaction and loyalty usin partial least squares. In Handbook of
Partial Least Squares (pp. 171-193). http://doi.org/10.1007/978-3-540-32827-8

307



Henderson, R., & Cockburn, I. (1994). Measuring competence? Exploring firm effects in
pharmaceutical research.  Strategic =~ Management Journal, 15, 63-84.
http://doi.org/10.1016/0024-6301(95)94304-H

Henseler, J., Ringle, C. M., & Sinkovics, R. R. (2009). The use of partial least squares
path modeling in international marketing. Advances in International Marketing,
20(1), 277-319. http://doi.org/10.1016/0167-8116(92)90003-4

Herzberg, F. (2003). One More Time: How Do You Motivate Employees? Harvard
Business Review. http://doi.org/z

Herzberg, F., Mausner, B., & Snyderman, B. B. (1959). The Motivation to Work. New
York J Wiley Sons (Vol. 51 (4)).

Hijal-Moghrabi, 1., Sabharwal, M., & Berman, E. M. (2015). The Importance of Ethical
Environment to Organizational Performance in Employment at Will States. Journal
of Business Venturing, 9(1), 117-130. http://doi.org/10.2478/orga-2013-0027

Hill, R. (1998). What sample size is ““ enough ” In internet survey research ? Nterpersonal
Computing and Technology: An Electronic Journal for the 21st Century, 6(3), 1-10.

Hiltrop, J.-M. (1996). The impact of human resource management on organisational
performance: Theory and research. European Management Journal, 14(6), 628—637.
http://doi.org/10.1016/S0263-2373(96)00059-X

Hinkin, T. R. (1995). A Review of Scale Development Practices in the Study of
Organizations. Journal of Management, 21(5), 967-988.
http://doi.org/10.1177/014920639502100509

Hofstede, G., Hofstede, G. J., & Minkov, M. (2010). Cultures and Organizations,
Software of the Mind: Intercultural Cooperation and its Importance for Survival.
McGraw Hill, 3rd Edition, 1(May), 279. http://doi.org/10.1016/j.cede.2012.04.002

Holly, L. (1998). The glass ceiling in local government: A case study. Local Government
Studies, 24(1), 60—73. http://doi.org/10.1080/03003939808433896

Homburg, C., & Pflesser, C. (2000). A multiple layer model of market oriented
organizational culture: Measurement issues and performance outcomes. Journal of
Marketing Research, 37(November), 427-449.

Hsiao, Y. Y., Wu, C. H., & Yao, G. (2014). Convergent and Discriminant Validity of the
WHOQOL-BREF Using a Multitrait-Multimethod Approach. Social Indicators
Research, 116(3), 971-988. http://doi.org/10.1007/s11205-013-0313-z

Hu, J., Wang, Z., Liden, R. C., Sun, J., Garcia-Morales, V. J., Jimenez-Barrionuevo, M.
M., Frey, D. (2012). Transformational leadership influence on organizational
performance through organizational learning and innovation. Leadership Quarterly,
23(5), 860—868. http://doi.org/10.1016/j.leaqua.2012.05.004

308



Hu, Y., Smeyers-Verbeke, J., & Massart, D. L. (1990). Outlier Detection in Calibration.
Chemometrics and  Intelligent  Laboratory Systems, 9, 31-44.
http://doi.org/10.1016/0169-7439(90)80051-7

Huang, H.-L. (2014). Performance effects of aligning service innovation and the strategic
use of information technology. Service Business, 8(2), 171-195.
http://doi.org/10.1007/s11628-013-0192-z

Huang, Y. C., Wu, Y. C. J., & Rahman, S. (2012). The task environment, resource
commitment and reverse logistics performance: evidence from the Taiwanese high-
tech sector. Production Planning & Control, 23(June 2014), 851-863.
http://doi.org/10.1080/09537287.2011.642189

Huber, V. L. (1983). An Analysis of Performance Appraisal Practices in the Public
Sector: A Review and Recommendations. Public Personnel Management, 12(3),
258-267.

Hulland, J. (1999). Use of Partial Least Squares (PLS) in Strategic Management
Research: A Review of Four Recent Studies. Strategic Management Journal, 20(2),
195-204. http://doi.org/10.1002/(SICI)1097-0266(199902)20:2<195::AID-
SMJ13>3.0.CO;2-7

Hunt, S. D. (2003). A general theory of competition: resources, competences,
productivity, economic growth. Review of Austrian Economics, 16(4), 385-393.
http://doi.org/10.4135/9781452220321

Hunt, S. D. (2011). Sustainable marketing, equity, and economic growth: A resource-
advantage, economic freedom approach. Journal of the Academy of Marketing
Science, 39(1), 7-20. http://doi.org/10.1007/s11747-010-0196-3

Huselid, M. A. (1995). The impact of human resource management practices on turnover,
productivity, and corporate financial performance. Academy of Management
Journal, 38(3), 635—672. http://doi.org/10.2307/256741

Ikeda, A. A. (2009). Reflections on qualitative research in business. Revista de Gestdo
USP, 16(3), 49-64. http://doi.org/10.1080/2159676X.2011.607183

Iles, P., Mabey, C., & Robertson, 1. (1990). HRM Practices and Employee Commitment:
Possibilities, Pitfalls and Paradoxes. British Journal of Management, 1(3), 147-157.
http://doi.org/10.1111/j.1467-8551.1990.tb00003.x

Inyang, B. J., & Akaegbu, J. B. (2014). Redefining the Role of the Human Resource
Professional (HRP) in the Nigerian Public Service for Enhanced Performance.

International ~ Journal  of  Business  Administration, 5(1), 90-98.
http://doi.org/10.5430/ijba.v5n1p90

Islam, K. N. (2010). Good Governance And Bureaucratic Leadership : Can *“ Builders
and Titans ” Approach be Applicable in Public Agency Leadership? A Case of

309



Bureaucracy in Bangladesh Khandaker Nayeemul Islam Western Michigan
University, /(1), 397-404.

Islam, Z., & Siengthai, S. (2010). Human Resource Management Practices and Firm
Performance Improvement in Dhaka Export Processing Zone (Depz). Research &
Practice in Human Resource Management, 18(1), 60-77.

Ivancevich, J. M. (2010). Human resource management (11th ed.). New York: MCGraw-
Hill.

Jackson, S. E., & Schuler, R. S. (2002). Managing individual performance: A strategic
perspective. Psychological management of individual performance. Psychological
Management of Individual Performance. http://doi.org/10.1002/0470013419

James, R. Lindner & Wingenbach, J. G. (2002). Communicating the Handling of
Nonresponse Error in Journal of Extension Research in Brief Articles. Journal of
Extension Chicago, 40(6), 1-5.

James, H. S. (2000). Reinforcing Ethical Decision Making Through Organizational
Structure. Journal of Business Ethics, 28, 43-58.
http://doi.org/10.1023/A:1006261412704

Jansen, E., & Von Glinow, M. A. (1985). Ethical Ambivalence and Organizational
Reward Systems. Academy of Management Review, 10(4), 814-822.
http://doi.org/10.5465/AMR.1985.4279104

Jarad, I. A., Yusof, N., & Shafiei, M. W. M. (2010). The organizational performance of
housing developers in Peninsular Malaysia. [nternational Journal of Housing
Markets and Analysis, 3(2), 146—162. http://doi.org/10.1108/09574090910954864

Jardon, C. M., & Gonzalez-loureiro, M. (2013). Human Capital as Source for Sustained
Competitive Advantages in SMEs: A Core Competencies Approach. Economia.
Seria Management, 16(2), 255-276.

Jauhar, J., Ghani, A. B. A., Joarder, M. H. R., Subhan, M., & Islam, R. (2015). Brain
drain to Singapore: A conceptual framework of Malaysians’ diaspora. Social
Sciences (Pakistan).

Jiang, J. Y., & Liu, C.-W. (2014). High performance work systems and organizational
effectiveness: The mediating role of social capital. Human Resource Management
Review, 25(1), 126—137. http://doi.org/10.1016/j.hrmr.2014.09.001

Jiang, K., Lepak, D. P., Han, K., Hong, Y., Kim, A., & Winkler, A. L. (2012). Clarifying
the construct of human resource systems: Relating human resource management to

employee performance. Human Resource Management Review, 22(2), 73-85.
http://doi.org/10.1016/j.hrmr.2011.11.005

Jiang, K., Lepak, D. P., Jia, J. U., & Baer, J. C. (2012). How does human resource

310



management influence organizational outcomes? A meta-analytic investigation of
mediating mechanisms. Academy of Management Journal, 55(6), 1264-1294.
http://doi.org/10.5465/amj.2011.0088

Jiménez-Jiménez, D., & Sanz-Valle, R. (2011). Innovation, organizational learning, and
performance. Journal of  Business Research, 64(4), 408—417.
http://doi.org/10.1016/j.jbusres.2010.09.010

Jing, F. F., & Avery, G. C. (2011). Missing Links In Understanding The Relationship
Between Leadership And Organizational Performance. International Business &
Economics Research Journal (IBER), 7(5).

Joarder, M. H. R., & Ashraf, M. A. (2012). Work Satisfaction andd Employee Turnover
Intentions: An Empirical Study. East West Journal of Business & Social Studies, 3.

Joarder, M., & Sharif, M. (2012). Mediating Role of Organizational Commitment on Hrm
Practices and Turnover Intention Relationship: an Empirical Evidence.
Pakacademicsearch.Com, 4(2), 57-69.

Joarder, M., Sharif, M., & Ahmmed, K. (2011). Mediating Role of Affective
Commitment in HRM Practices and Turnover Intention Relationship: A Study in a
Developing Context. Business and Economics, 2(4), 135—158.

Johannessen, J.-A., Olaisen, J., & Olsen, B. (1999). Strategic use of information
technology for increased innovation and performance. /nformation Management and
Computer Security, 7(1), 5-22.

Joiner, T. A. (2007). Total quality management and performance: The role of
organization support and co-worker support. International Journal of Quality &
Reliability Management, 24(6), 617-627.
http://doi.org/10.1108/02656710710757808

Joseph, K. E., & Dai, C. (2009). HRM Practices and Organizational Performance : An
Empirical Analysis. International Journal of Business and Management, 4(8), 117—
127.

Kabir, S., Yeng, K. O. O. ., & Hazlinda, H. (2016). The Mediatory Role of Access to
Finance Between Finance Awareness and SMEs Performance in Nigeria.
International Business Management, 10(18), 4304-4310.

Kanji, G., & Moura E Sa, P. (2007). Performance Measurement andBusiness Excellence:
The Reinforcing Link for the Public Sector. Total Quality Management & Business
Excellence, 18(1-2), 49-56. http://doi.org/10.1080/14783360601043096

Karami, A., Sahebalzamani, S., & Sarabi, B. (2015). The Influence of HR Practices on
Business Strategy and Firm Performance: The Case of Banking Industry in Iran.
IUP Journal of Management Research, 14(1), 30-53.

311



Karatepe, O. M. (2013a). High-performance work practices and hotel employee
performance: The mediation of work engagement. [International Journal of
Hospitality Management, 32(1), 132—140. http://doi.org/10.1016/}.ijhm.2012.05.003

Karatepe, O. M. (2013b). Inking Perceived Ethical Climate To Performance Outcomes:
the Mediating Role of Job Embeddedness. Ekonomska Istrazivanja-Economic
Research, 26(4), 77-90.

Kathleen M. Eisenhardt, & Martin, J. A. (2000). Dynamic capabilities: what are they?
Strategic Management Journal, 21(10/11), 1105-1121.

Katou, A. A., & Budhwar, P. S. (2010). Causal relationship between HRM policies and
organisational performance: Evidence from the Greek manufacturing sector.

European Management Journal, 28(1), 25-39.
http://doi.org/10.1016/j.em;j.2009.06.001

Katou, A. A., & Chand, M. (2007). The impact of HRM practices on organisational
performance in the Indian  hotel industry. Employee  Relations.
http://doi.org/10.1108/01425450710826096

Kazlauskaite, R., & Buciuniene, I. (2008). The role of human resources and their
management in the establishment of sustainable competitive advantage. Inzinerine
Ekonomika-Engineering Economics, 5(5), 78—84.

Khademfar, M., & Amiri, S. A. (2013). The Relationship between Ethical Leadership and
Organizational Performance ( Small Review on Malaysian Studies ). International
Journal of Business and Social Science, 4(1), 114—121.

Khan, M. A. (2010). Effects of Human Resource Management Practices on
Organizational Performance — An Empirical Study of Oil and Gas Industry in
Pakistan. European Journal of Economics, Finance and Administrative Sciences,

24(24).

Khandekar, A., & Sharma, A. (2005). Managing human resource capabilities for
sustainable competitive advantage: An empirical analysis from Indian global
organisations. Education and Training, 47(8-9), 628—639.
http://doi.org/10.1108/00400910510633161

Khavul, S., Bruton, G. D., & Wood, E. (2009). Informal family business in Africa.
Entrepreneurship: Theory and Practice, 33(6), 1219-1238.
http://doi.org/10.1111/1.1540-6520.2009.00342.x

Khawaja, K. J., Azhar, P. D. S., & Arshad, A. (2014). Examining Strategic human
resource management and organizational effectiveness in Pakistani organizations.

International ~ Journal  of  Human  Resource  Studies, 4(3), 214.
http://doi.org/10.5296/ijhrs.v4i13.5992

Kim, S. (2005). Individual-level factors and organizational performance in government

312



organizations. Journal of Public Administration Research and Theory.
http://doi.org/10.1093/jopart/mui013

Kinnie, N., Hutchinson, S., Purcell, J., & Swart, J. (2006). Human resource management
and organisational performance. Contemporary Human Resource Management: Text
and Cases, 26-59. http://doi.org/10.1108/JOEPP-06-2015-0021

Kirkman, B. L., & Rosen, B. (1999). Beyond self management: Antecedents and
consequences of team empowerment. Academy of Management Journal, 42(1), 58—
74. http://doi.org/10.2307/256874

Klarner, P., Sarstedt, M., Hoeck, M., & Ringle, C. M. (2013). Disentangling the effects of
team competences, team adaptability, and client communication on the performance

of management consulting teams. Long Range Planning, 46(3), 258-286.
http://doi.org/10.1016/j.1rp.2013.03.001

Ko, J., Hur, S., & Smith-Walter, A. (2013). Family-Friendly Work Practices and Job
Satisfaction and Organizational Performance: Moderating Effects of Managerial

Support and Performance-Oriented Management. Public Personnel Management,
42(4), 545-565. http://doi.org/10.1177/0091026013505503

Ko, J., & Smith-Walter, A. (2013). The relationship between hrm practices and
organizational performance in the public sector: Focusing on mediating roles of
work attitudes. International Review of Public Administration, 18(3), 209-231.
http://doi.org/10.1080/12294659.2013.10805270

Koellinger, P. (2008). The relationship between technology, innovation, and firm
performance-Empirical evidence from e-business in Europe. Research Policy, 37(8),
1317-1328. http://doi.org/10.1016/j.respol.2008.04.024

Koh, H. C., & Boo, E. H. Y. (2001). The link between organizational ethics and job
satisfaction: A study of managers in Singapore. Journal of Business Ethics, 29(4),
309-324. http://doi.org/10.1023/A:1010741519818

Kraiger, K., & Ford, J. K. (2007). The expanding role of workplace training: Themes and
trends influencing training research and practice. Historical perspectives in
industrial and organizational psychology.

Krejcie, R. V, & Morgan, D. W. (1970). Determining Sample Size for Research
Activities Robert. Educational and Psychological Measurement, 38(1), 607-610.
http://doi.org/10.1177/001316447003000308

Kroonenberg, P. M. (1990). Latent variable path modeling with partial least squares.
Journal of the American Statistical Association, 85(411), 909-910.

Krosnick, J. A., & Fabrigar, L. R. (1997). Designing rating scales for effective
measurement in surveys. Survey measurement and process quality.

313



Kubeka, J. (2015). (2015). Nigeria’s civil servants are corrupt, lazy and Lacking in
Vision Retrieved Wednesday, 9th September, 2015. National Accord Newspaper,
pp. 1-2. Retrieved from http://nationalaccordnewspaper.com/2015/09/nigerias-civil-
servants-are-corrupt-lazy-buhari/

Kumar, B. (2012). A Theory of Planned Behaviour Approach to Understand the
Purchasing Behaviour for Environmentally Sustainable Products. IIMA. India,
Research and Publications, 12(8), 1-43.

Kura, K, M., Shamsudin, F, M., & Chauhan, A. (2014). Mediating role of self-regulatory
efficacy on the relationship between punishment certainty, punishment severity and
organizational deviance. Management Science Letters, 4(4), 651-658.
http://doi.org/10.5267/j.ms1.2014.2.029

Kura, K. M. (2016). "Re-examining the relationship between perceived workgroup
norms, self-regulatory efficacy and deviant workplace behaviour. African Journal of
Economic and Management Studies, 7(3), 1-26.
http://doi.org/http://dx.doi.org/10.1108/MRR-09-2015-0216

Kura, K. M. (2016). Linking Environmentally Specific Transformational Leadership and
Environmental Concern to Green Behaviour at Work. Global Business Review, 17(3
Suppl), 1S—148S. http://doi.org/10.1177/0972150916631069

Kura, K. M., Shamsudin, F. M., & Chauhan, A. (2015). Does Self-Regulatory Efficacy
Matter? Effects of Punishment Certainty and Punishment Severity on Organizational
Deviance. SAGE Open, 5(2), 2158244015591822-. http://doi.org/10.1177/2158244

Kura, K. M., Shamsudin, F. M., & Chauhan, A. (2016). Organisational Trust As a
Mediator Between Perceived Organisational Support and Constructive Deviance.
International Journal of Business & Society, 17(1), 1-18.

Lado, A. A., & Wilson, M. C. (1994). Human Resource Systems and Sustained
Competitive Advantage: A Competency-Based Perspective. The Academy of
Management Review, 19(4), 699—727. http://doi.org/10.2307/258742

Laitinen, E. K. (2009). Importance of performance information in managerial work.
Industrial Management & Data Systems, 109(4), 550-569.
http://doi.org/10.1108/02635570910948669

Lambert, D. M., & Harrington, T. C. (1990). Measuring nonresponse bias in customer
service mail surveys. Journal of Business Logistics, 11(2), 5-25.
http://doi.org/Article

Laratta, R. (2011). Ethical climate and Accountability in Nonprofit Organizations: A
comparative study between Japan and the UK. Public Management Review, 13(1),
43—63. http://doi.org/10.1080/14719037.2010.501620

Lawshe, C. H. (1975). A quantitative approach to content validity. Personnel Psychology,

314



28(4), 563-575. http://doi.org/10.1111/7.1744-6570.1975.TB01393.X

Lee, F.-H., Lee, T.-Z., & Wu, W.-Y. (2010). The International Journal of Human The
relationship between human resource management practices , business strategy and

firm performance: evidence from steel industry in Taiwan, 27(9), 1351-1372.
http://doi.org/10.1080/09585192.2010.488428

Lepak, D. P., Liao, H., Chung, Y., & Harden, E. E. (2006). A Conceptual Review of
Human Resource Management Systems in Strategic Human Resource Management
Research. Research in Personnel and Human Resources Management.
http://doi.org/10.1016/S0742-7301(06)25006-0

Lepak, D. P., Taylor, M. S., Tekleab, A., Jennifer A. Marrone, & Cohen, D. (2007). An
examination of the use of high-investment human resource systems for core and

support employees. Human Resource Management Summer Inter Science, 46(2),
223-246. http://doi.org/10.1002/hrm

Levin, H. (1986). Performance appraisal at work. Personnel, 63(6), 63—71.

Li-Yun, S., Aryee, S., & Law, K. S. (2007). High-performance human resource practices,
citizenship behavior, and organizational performance: a relational perspective.
Academy of Management Journal, 5003), 558-5717.
http://doi.org/10.5465/am;j.2007.25525821

Li, J., Liao, S., & Chu, C. (2006). The HRM practice of multinational enterprises in
China. Hong Kong Baptist University (Working Paper).

Li, J. (2003). Strategic human resource management and MNEs’ performance in China.
The International Journal of Human Resource Management, 14(2), 157-173.
http://doi.org/10.1080/0958519021000029063

Li, J,, Qian, G., Liao, S., & Chu, C. W. (2008). Human resource management and the
globalness of firms: An empirical study in China. The International Journal of
Human Resource Management, 19(5), 828—839.

Li, S., Ragu-Nathan, B., Ragu-Nathan, T. S., & Subba Rao, S. (2006). The impact of
supply chain management practices on competitive advantage and organizational
performance. Omega. http://doi.org/10.1016/j.omega.2004.08.002

Li, Y., Zhao, Y., Tan, J., & Liu, Y. (2008). Moderating effects of entrepreneurial
orientation on market orientation-performance linkage: Evidence from chinese small
firms.  Journal of  Small  Business = Management, 46,  113-133.
http://doi.org/10.1111/5.1540-627X.2007.00235.x

Lin, L., Huang, 1., Du, P., & Lin, T. (2012). Human capital disclosure and organizational

performance. Management Decision, 50(10), 1790-1799.
http://doi.org/10.1108/00251741211279602

315



Lindell, M. K., & Whitney, D. J. (2001). Accounting for common method variance in
cross-sectional research designs. Journal of Applied Psychology, 86(1), 114—121.
http://doi.org/10.1037/0021-9010.86.1.114

Little, R. J. A. (1988). Missing-Data Adjustments in Large Surveys. Journal of Business
& Economic Statistics, 6, 287-296. http://doi.org/10.2307/1391881

Litz, R. A. (1996). A resource-based-view of the socially responsible firm: Stakeholder
interdependence, ethical awareness, and issue responsiveness as strategic assets.
Journal of Business Ethics, 15(12), 1355—1363. http://doi.org/10.1007/BF00411820

Lo, F. Y., & Fu, P. H. (2016). The interaction of chief executive officer and top
management team on organization performance. Journal of Business Research,
69(6), 2182-2186. http://doi.org/10.1016/j.jbusres.2015.12.027

Lockwood, C. M., & MacKinnon, D. P. (1998). Bootstrapping the standard error of the
mediated effect. Proceedings of the 23rd Annual Meeting of SAS Users Group
International, 997-1002.

Lohmoller, J.-B. (1988). The PLS Program System: Latent Variables Path Analysis with
Partial Least Squares Estimation. Multivariate  Behavioral  Research.
http://doi.org/10.1207/s15327906mbr2301

Long, C. S., Kowang, T. O., Muthuveloo, R., & Ping, T. A. (2013). A Review on the
Relationship between HRM Practices and Firms’ Performance. Australian Journal
of Basic & Applied Sciences, 7(2).

Lopez-Gamero, M. D., Molina-Azorin, J. F., & Claver-Cortés, E. (2009). The whole
relationship between environmental variables and firm performance: Competitive

advantage and firm resources as mediator variables. Journal of Environmental
Management, 90(10), 3110-3121. http://doi.org/10.1016/j.jenvman.2009.05.007

Lopez, S. P., Pedn, J. M. M., & Ordés, C. J. V. (2005). Organizational learning as a
determining factor in business performance. The Learning Organization, 12(3),
227-245. http://doi.org/10.1108/09696470510592494

Lu, C.-M., Chen, S.-J., Huang, P.-C., & Chien, J.-C. (2015). Effect of diversity on human
resource management and organizational performance. Journal of Business
Research, 68(4), 857-861. http://doi.org/10.1016/j.jbusres.2014.11.041

Lyons, S. T., Duxbury, L. E., & Higgins, C. A. (2006). A comparison of the values and
commitment of private sector, public sector, and parapublic sector employees.
Public Administration Review, 66(4), 605-618. http://doi.org/10.1111/j.1540-
6210.2006.00620.x

Ma’amor, H., Ho, J. A., Munir, R. I. S., & Hashim, N. (2012). The relationship between
ethical climates and organizational commitment in manufacturing companies.
International Proceedings of Economics Development and Research, 55(36), 178—

316



183. http://doi.org/10.7763/IPEDR.

Macduffie, J. P. (1995). Human resource bundles and manufacturing performance:
Organizational logic and flexible production systems in the world auto industry.
Industrial & Labor Relations Review, 48(2), 197-221.
http://doi.org/10.2307/2524483

Maheshvarananda, D., & Branch, M. (2010). The Progressive Utilization Theory (Prout):
Alternative Economic and Spiritual Model for the Welfare of All. WorkingUSA,
13(1), 31-40. http://doi.org/10.1111/j.1743-4580.2010.00271.x

Mahmoud, M. A, Alipour, H & Alizadeh, A. (2010). Market orientation and business
performance among SMEs in Ghana. International Business Research, 4(1), p241.

Mahmoud, M. A. (2011). Market orientation and business performance among SMEs in
Ghana. International Business Research, 4(1), 241-251.
http://doi.org/10.5539/ibr.v4n1p241

Mahmoud, M. A., & Baba, Y. (2012). Market orientation, learning orientation, and the
performance of nonprofit organisations (NPOs). [International Journal of
Productivity and Performance Management, 61(6), 624-652.
http://doi.org/10.1108/17410401211249193

Malhotra, N. K., Kim, S. S., & Patil, A. (2006). Common Method Variance in IS
Research: A Comparison of Alternative Approaches and a Reanlysis of Past
Research. ManagementScience, 52(12), 1865—1883.
http://dot.org/10.1287/mnsc.1060.0597

Manroop, L., Singh, P., & Ezzedeen, S. (2014). Human Resource Systems and Ethical
Climates: A Resource-Based Perspective. Human Resource Management, 53(5),
795-816. http://doi.org/10.1002/hrm.21593

Mariappanadar, S., & Kramar, R. (2014). Sustainable HRM. Asia-Pacific Journal of
Business Administration, 6(3), 206-224. http://doi.org/10.1108/APJBA-03-2014-
0039

Markos, S., & Sridevi, S. (2010). Employee Engagement: The Key to Improving
Performance. International Journal of Business and Management, 5(12), 89-96.
http://doi.org/E-ISSN 1833-8119

Marshall, C., & Rossman, G. B. (1999). Designing qualitative research. 3rd edition.
Thousand Oaks.

Marshall, J. B., & Murtala, A. M. (2015). Public Service in Nigeria- An overview of
functions and code of conduct. Global Journal of Politics and Law Research, 3(1),
61-69.

Martin, K. D., & Cullen, J. B. (2006). Continuities and extensions of ethical climate

317



theory: A meta-analytic review. Journal of Business Ethics, 69(2), 175-194.
http://doi.org/10.1007/s10551-006-9084-7

Mathieu, J. E., Gilson, L. L., & Ruddy, T. M. (2006). Empowerment and Team
Effectiveness: An Empirical Test of an Integrated Model. Journal of Applied
Psychology, 91(1), 97-108. http://doi.org/10.1037/0021-9010.91.1.97

Mayer, D. M., Kuenzi, M., & Greenbaum, R. L. (2010). Examining the Link Between
Ethical Leadership and Employee Misconduct: The Mediating Role of Ethical
Climate. Journal of Business Ethics, 95(SUPPL.1), 7-16.
http://doi.org/10.1007/s10551-011-0794-0

McAdam, R., & Christine, S.-A. H. (2005). Performance Management in the UK Public
Sector; Addressing multiple stakeholder complexity. International Journal of Public
Administrartion, 18(3), 256-273. http://doi.org/10.1108/09513550510591542

Mcbride, J. (2008). The limits of high performance work systems in unionised craft-
based work settings. In New Technology, Work and Employment (Vol. 23, pp. 213—
228). http://doi.org/10.1111/j.1468-005X.2008.00214.x

McCrae, R. R., Kurtz, J. E., Yamagata, S., & Terracciano, A. (2011). Internal
consistency, retest reliability, and their implications for personality scale validity.
Personality and Social Psychology Review : An Olfficial Journal of the Society for
Personality and Social Psychology, Inc, 15(1), 28-50.
http://doi.org/10.1177/1088868310366253

McMahan, G. C., Virick, M., & Wright, P. (1999). Alternative theoretical perspectives
for strategic human resource management revisited: progress, problems and

prospects. In Research in Personnel and Human Resources Management (pp. 99—
122).

Meng, X. (2013). Scalable Simple Random Sampling and Stratified Sampling.
Proceedings of the 30th International Conference on Machine Learning, 28(1), 1-9.

Menon, S. T. (2012). Human resource practices, supply chain performance, and
wellbeing.  International ~ Journal  of  Manpower,  33(7),  769-785.
http://doi.org/10.1108/01437721211268311

Menzel, D. C. (2005). Research on ethics and integrity in governance. Public Integrity,
7(2), 147-168. http://doi.org/10.1080/10999922.2015.1060824

Miceli, M. P., Near, J. P., & Dworkin, T. M. (2009). A word to the wise: How managers
and policy-makers can encourage employees to report wrongdoing. Journal of
Business Ethics, 86(3), 379-396. http://doi.org/10.1007/s10551-008-9853-6

Mihaiu, D. (2014). Measuring Performance in the Public sector: between necessity and
difficulty. Studies in Business & Economics, 9(2), 40-50.

318



Mitchell, R., Obeidat, S., & Bray, M. (2013). The effect of strategic human resource
management on organizational performance: The mediating role of high-

performance human resource practices. Human Resource Management, 52(6), 899—
921. http://doi.org/10.1002/hrm.21587

Mohammad, A. A. (2014). Strategic Human Resource Management and Firm
Performance in Jordan Listed Firms. European Scientific Journal, 10(13), 402—421.

Mohammed, U. D., & Obeleagu-Nzelibe, C. G. (2014). Entrepreneurial skills and
profitability of Small and Medium Enterprises (SMEs): Resource acquisition
strategies for new ventures in Nigeria. Paper presented at the 25th International
Business Research Conference (pp. 1-25).

Moideenkutty, U., Al-Lamki, A., & Murthy, Y. S. S. R. (2011b). HRM practices and
organizational performance in Oman. Personnel Review, 40(2), 239-251.
http://doi.org/10.1108/00483481111106101

Morgan, C., & Murgatroyd, S. (1994). Total Quality Management in the Public Sector:
an international  perspective: ~ McGraw-Hill — International. ~McGraw-Hill
International.

Morris, S. S., Snell, S. A., & Wright, P. M. (2005). Resource-Based View of International
Human Resources : Toward a Framework of Integrative and Creative Capabilities.
International human resources, 1-25

Mossholder, K., Richardson, H., & Settoon, R. (2011). Human resource systems and
helping in organizations: A relational perspective. Academy of Management Review,
36(1), 33-52. http://doi.org/10.5465/AMR.2011.55662500

Moullin, M. (2007). Performance measurement definitions: linking performance
measurement and organisational excellence. International Journal of Health Care
Quality Assurance, 20(2-3), 181-3. http://doi.org/10.1108/09526860710743327

Mufti, O., Parvaiz, G. S., Wahab, M., & Durrani, M. (2015). Human Resource
Competencies and Organizational Performance: A Study on Banking Sector
Managers in. Journal of Managerial Sciences, 10(1), 83—101.

Mumby, D. K. (1988). Communication and power in organizations: Discourse, ideology,
and domination.

Mustapha, A. M., Ilesanmi, O. A, & Aremu, M. (2013). The Impacts of well Planned
Recruitment and Selection Process on Corporate Performance in Nigerian Banking
Industry (A Case Study of First Bank Plc 2004-2011). International Journal of

Academic Research in Business and Social Sciences, 3(9), 633—648.
http://doi.org/10.6007/IJARBSS/v3-i9/251

Muthuvelayutham, C., & Jeyakodeeswari, R. (2014). The moderating effect of
environemental factors and firm’s age on strategic orientations and performance of

319



indian women entrepreneurs. International Journal of Scientific Research and
Management, 2(5), 2321-3418.

Mutua, S. M., Karanja, K., & Namusonge, G. . (2013). Role of performance management
practices on the performance of financial cooperatives based in Nairobi county
Kenya. International Journal of Education and Research, 1(11), 1-10.

Namasivayam, K., Miao, L., & Zhao, X. (2007). An investigation of the relationships
between compensation practices and firm performance in the US hotel industry.
International  Journal  of  Hospitality  Management, 26(3), 574-587.
http://doi.org/10.1016/j.ijhm.2006.05.001

Narver, J. C., & Slater, S. F. (1990). The of Effect Orientation on a Market Business
Profitability. Journal of Marketing, 54, 20-35. http://doi.org/10.2307/1251757

Nasiru, E.-R. (2015). El-Rufa ’ i declares state of emergency in Kaduna State education
sector. Vanguard News Paper, pp- 24, Retrieved from
http://www.vanguardngr.com/2015/10/el-rufai-declares-state-of-emergency-in-
kaduna-state-education-sector/

Ndofor, H. A., & Priem, R. L. (2011). Immigrant Entrepreneurs, the Ethnic Enclave
Strategy, and Venture Performance. Journal of Management, 37(3), 790-818.
http://doi.org/10.1177/0149206309345020

Nelson, R., & Winter, S. (1982). An Evolutionary Theory of Economic Change. The
Belknapp Press of Harvard University Press, Cambridge.

Nemli Caliskan, E. (2010). The Impact of Strategic Human Resource Management on
Organizational Performance. Journal of Naval Science and Engineering, 6(2), 100—
116.

Newton, A. N. (2015). Executive compensation, organizational performance, and
governance quality in the absence of owners. Journal of Corporate Finance, 30,
195-222. http://doi.org/10.1016/j.jcorpfin.2014.12.016

Ngah, R., Tai, T., & Bontis, N. (2016). Knowledge Management Capabilities and
Organizational Performance in Roads and Transport Authority of Dubai: The
mediating role of Learning Organization. Knowledge and Process Management.

Nielsen, T. M., Hrivnak, G. A., & Shaw, M. (2009). Organizational Citizenship Behavior
and Performance: A Meta-Analysis of Group-Level Research. Small Group
Research, 40(5), 555-577. http://doi.org/10.1177/1046496409339630

Nonaka, . (1994). A dynamic theory of organizational knowledge creation. Organization
Science, 1(5), 14-37. http://doi.org/10.1287/orsc.5.1.14

O’Donnell-Trujillo, N., & Pacanowsky, M. E. (1983). (1983). The interpretation of
organizational cultures. Communication in transition: Issues and debates in current

320



research.

O’hEocha, C., Wang, X., & Conboy, K. (2012). The use of focus groups in complex and
pressurised IS studies and evaluation using Klein & Myers principles for interpretive
research. Information Systems Journal, 22(3), 235-256.
http://doi.org/10.1111/j.1365-2575.2011.00387.x

Obeidat, S. M., Mitchell, R., & Bray, M. (2016). The link between high performance
work practices and organizational performance Empirically validating the
conceptualization of HPWP according to the AMO model Shatha. Employee
Relations, 38(4), 578-595. http://doi.org/http://dx.doi.org/10.1108

Obi-Anike, H. O., & Ekwe, M. C. (2014). Impact of Training and Development on
Organizational Effectiveness: Evidence from Selected Public Sector Organizations

in Nigeria. European Journal of Business and ManagementOnline), 6(29), 2222—
2839.

Obielumani, 1. (2009). Resources Input as Condition for Sustainable Development in
Nigerian Universities. International Journal of Scientific Research in Education,
2(1), 35-50.

Obioma, N. (2015). Human Resources Challenges in Sustainable Transport Management
in Nigeria. /IOSR Journal Of Humanities And Social Science, 20(4), 110-114.
http://doi.org/10.9790/0837-2045110114

Obiwuru Timothy, C., Okwu, A. T., Akpa, V. O., & Nwankwere, 1. A. (2011). Effects of
leadership style on organizational performance: A survey of selected small scale
enterprises in Ikosi-Ketu council development area of Lagos State, Nigeria.
Australian Journal of Business and Management Research, 1(7), 100—111.

Odia, L. O., & Omofonmwan, S. I. (2007). Educational system in Nigeria problems and
prospects. Journal of Social Science, 14(1), 81-86.

Odunlade, R. O. (2012). Managing Employee Compensation and Benefits for Job
Satisfaction in Libraries and Information Centres in Nigeria Compensation and
Benefits for Job Satisfaction in Libraries and Information. Library Philosophy and
Practice, 3(714), 12.

Offstein, E. H., Gnyawali, D. R., & Cobb, A. T. (2005). A strategic human resource
perspective of firm competitive behavior. Human Resource Management Review,
15(4), 305-318. http://doi.org/10.1016/j.hrmr.2005.11.007

Ogbonna, E., & Harris, L. C. (2000). Leadership style, organizational culture and
performance: empirical evidence from UK companies. The International Journal of
Human Resource Management, 11(4), 766-788.
http://doi.org/10.1080/09585190050075114

Ogbonnaya, C., & Valizade, D. (2016). High performance work practices, employee

321



outcomes and organizational performance: a 2-1-2 multilevel mediation analysis.
The International Journal of Human Resource Management, 5192(August), 0-21.
http://doi.org/http://dx.doi.org/10.1080/09585192.2016.1146320

Oghojafor, B. E. A., Kuye, O. L., & Sulaimon, A. A. (2011). Corporate entrepreneurship
and firms’ performance in the manufacturing sector in Nigeria. International
Journal of Business and Globalisation, 6(2), 182.
http://doi.org/10.1504/1JBG.2011.038489

Okebukola, P. (2008). Education reform imperatives for achieving Vision 20: 2020. Paper
submitted to the National Education Summit organised by the Senate Committee on
Education Abuja, December, 10-11.

Okonjo-Iweala, N., & Osafo-Kwaako, P. (2007). Nigeria’s Economic Reforms: Progress
and Challenges. SSRN Electronic Journal. http://doi.org/10.2139/ssrn.1080251

Olson, L. L. (1998). Hospital nurses’ perceptions of the ethical climate of their work
setting. Journal of Nursing Scholarship, 30(4), 345-349.

Olugbamila, A., & Sehindemi, A. (2015, August). 61.32% fail English, maths as WAEC
stops 13 states. National Mirror Newspaper, pp. 2-5. Retrieved from
http://thenationonlineng.net/61-32-fail-english-maths-as-waec-stops-13-states/

Oluwarotimi, A. (2015, September). PMB Urged To Improve Nigeria’s Education
System. Leadership Newspaper, pp. 3-4. Retrieved from
http://leadership.ng/news/462919/pmb-urged-to-improve-nigerias-education-system

Omar, K., Scheepers, H., & Stockdale, R. (2011). eGovernment service quality assessed
through the public value lens. In Lecture Notes in Computer Science (including
subseries Lecture Notes in Artificial Intelligence and Lecture Notes in
Bioinformatics) (Vol. 6846 LNCS, pp. 431-440). http://doi.org/10.1007/978-3-642-
22878-0 36

Onah, F. O. (2012). Engaging the challenges of human resource management. Journal of
Business Studies Quarterly, 5(2), 231-257.

Organ, D. W., & Greene, C. N. (1981). The effects of formalization on professional
involvement: A compensatory process approach. Administrative Science Quarterly,
26, 237. http://doi.org/10.2307/2392471

Osman, 1., Ho, T. C. F., & Galang, M. C. (2011). The relationship between human
resource practices and firm performance: an empirical assessment of firms in
Malaysia. Business Strategy Series, 12, 41-48. http://doi.org/10.1108/17515631111

Paauwe, J. (2009). HRM and performance: Achievements, methodological issues and

prospects. Journal of  Management Studies, 46(1), 129-142.
http://doi.org/10.1111/5.1467-6486.2008.00809.x

322



Paauwe, J., & Boselie, P. (2005). HRM and performance: What next? Human Resource
Management Journal. http://doi.org/10.1111/5.1748-8583.2005.tb00296.x

Pablos, P. O. De, & Lytras, M. D. (2008). Competencies and human resource
management: implications for organizational competitive advantage. Journal of
Knowledge Management, 12(6), 48-55. http://doi.org/10.1108/13673270810913612

Paik, Y., Parboteeah, K. P., & Shim, W. (2007). The relationship between perceived
compensation, organizational commitment and job satisfaction: the case of Mexican
workers in the Korean Maquiladoras. International Journal of Human Resource
Management, 18, 1768—1781. http://doi.org/10.1080/09585190701570940

Paine, L. S. (1994). Managing for organizational integrity. Harvard Business Review,
72(2), 106-117.

Pallant, J. (2013). SPSS survival manual: a step by step guide to data analysis using
SPSS. Step by step guide to data analysis using the SPSS program.

Pang, M. S., Lee, G., & Delone, W. H. (2014). In public sector organisations: a public-
value management perspective. Journal of Information Technology, 29(3), 187-205.
http://doi.org/http://dx.doi.org/10.1057/;it.2014.2

Papaioannou, G., & Wilson, J. M. (2010). The evolution of cell formation problem
methodologies based on recent studies (1997-2008): Review and directions for
future research. European Journal of  Operational Research.
http://doi.org/10.1016/j.ejor.2009.10.020

Parboteeah, K. P., Chen, H. C., Lin, Y. T., Chen, 1. H., Lee, A. Y. P., & Chung, A.
(2010). Establishing Organizational Ethical Climates: How Do Managerial Practices
Work? Journal of Business Ethics, 97(4), 599—611. http://doi.org/10.1007/s10551-
010-0527-9

Parboteeah, K. P., & Kapp, E. A. (2008). Ethical climates and workplace safety
behaviors: An empirical investigation. Journal of Business Ethics, 80(3), 515-529.
http://doi.org/10.1007/s10551-007-9452-y

Parboteeah, K. P., Seriki, H. T., & Hoegl, M. (2013). Ethnic diversity, corruption and
ethical climates in sub-Saharan Africa: recognizing the significance of human

resource management. The International Journal of Human Resource Management,
25(7), 979-1001. http://doi.org/10.1080/09585192.2013.815251

Paul, A. K. K., & Anantharaman, R. N. N. (2003). Impact of people management
practices on organizational performance: Analysis of a causal model. The
International Journal of Human Resource Management, 14(7), 1246-1266.
http://doi.org/10.1080/0958519032000145648

Paul, D. L., & Mcdaniel, R. R. (2004). A Field Study of the Effect of Interpersonal Trust
on Virtual Collaborative Relationship Performance, 28(2), 183-227.

323



Pavlou, P. A., & El Sawy, O. A. (2011). Understanding the Elusive Black Box of
Dynamic Capabilities. Decision Sciences, 42(1), 239-273.
http://doi.org/10.1111/1.1540-5915.2010.00287.x

Pavlou, P. A., & Fygenson, M. (2006). Understanding and Predicting Electronic
Commerce Adoption: An Extension of The Theory of Planned Behavior. MIS
Quarterly, 30(1), 115-143. http://doi.org/10.2307/25148720

Pavlou, P. A., & Gefen, D. (2005). Psychological contract violation in online
marketplaces: Antecedents, consequences, and moderating role. Information Systems
Research, 16(4), 372-399. http://doi.org/10.1287/isre.1050.0065

Peng, D. X., & Lai, F. (2012). Using partial least squares in operations management
research: A practical guideline and summary of past research. Journal of Operations
Management, 30(6), 467—480. http://doi.org/10.1016/j.jom.2012.06.002

Penrose, E. T. (1959). The Theory of the Growth of the Firm. New York: John Wiley &
Sons Inc. Penrose, E. T, 1, 1-23.

Peretomode, V., & Peretomode, O. (2001). Human Resources Management: Principles.
Policies and Practice, Lagos: Onosomegbowho Ogbinaka Publishers.

Peteraf, M. A., & Barney, J. B. (2003). Unraveling the resource-based tangle. Managerial
and Decision Economics. http://doi.org/10.1002/mde.1126

Peterson, D. K. (2002). The Relationship between Unethical Behavior and the of the
Ethical Dimensions Climate Questionnaire issues. Journal of Business Ethics, 41(4),
313-326. http://doi.org/10.1023/A:1021243117958

Peterson, R. A, & Kim, Y. (2013). On the relationship between coefficient alpha and
composite reliability. The Journal of Applied Psychology, 98(1), 194-8.
http://doi.org/10.1037/a0030767

Pfeffer, J. (1994). Competitive Advantage through People. Calfornia Management
Review, 36(2), 9-28. http://doi.org/10.1016/0166-4972(95)90005-5

Pfeffer, J. (1998). Seven Practices of Successful Organizations. California Management
Review, 40(2), 96—124. http://doi.org/10.2307/41165935

Phan, A. C., Abdallah, A. B., & Matsui, Y. (2011). Quality management practices and
competitive performance: Empirical evidence from Japanese manufacturing
companies. International Journal of Production Economics, 133(2), 518-529.
http://doi.org/10.1016/j.ijpe.2011.01.024

Phelan, S. E., & Lin, Z. (2001). Promotion Systems and Organizational Performance : A

Contingency Model. Computational & Mathematical Organization Theory, 7, 207—
232.

324



Phillips, L. W. (2013). Assessing Construct Validity in Organizational Research Richard
P . Bagozzi. Science, 36(3), 421-458.

Pinho, J. C., Rodrigues, A. P., & Dibb, S. (2014). The role of corporate culture, market
orientation and organisational commitment in organisational performance: The case

of non-profit organisations. Journal of Management Development, 33(4), 374-398.
http://doi.org/10.1108/JMD-03-2013-0036

Pinnington, A. (2008). The Oxford Handbook of Human Resource Management Oxford
Handbooks in Business and Management Series — Edited by Peter Boxall, John
Purcell and Patrick Wright. [Industrial Relations Journal, 39, 78-83.
http://doi.org/10.1111/j.1468-2338.2007.00475 .x

Pitts, D. (2009). Diversity management, job satisfaction, and performance: Evidence
from U.S. federal agencies. Public Administration Review, 69(2), 328-338.
http://doi.org/10.1111/j.1540-6210.2008.01977.x

Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., & Podsakoff, N. P. (2003). Common
method variance in behavioral research: A critical review of the literature and

recommended remedies. Journal of Applied Psychology, 88(5), 879-903.
http://doi.org/10.1037/0021-9010.88.5.879

Podsakoff, P. M., MacKenzie, S. B., & Podsakoff, N. P. (2012). Sources of method bias
in social science research and recommendations on how to control it. Annual Review
of Psychology, 63, 539—-69. http://doi.org/10.1146/annurev-psych-120710-100452

Podsakoff, P. M., & Organ, D. W. (1986). Self-reports in organizational research:
problems and prospects. Journal of Management.
http://doi.org/10.1177/014920638601200408

Poole, M., & Warner, M. (1998). The IEBM handbook of human resource management.
International Thomson Business Press, London.

Powell, T. C. (2001). Competitive advantage: Logical and philosophical considerations.
Strategic Management Journal, 22(9), 875—-888. http://doi.org/10.1002/smj.173

Preacher, K. J., & Hayes, A. F. (2004). SPSS and SAS procedures for estimating indirect
effects in simple mediation models. Behavior Research Methods, Instruments, &
Computers, 36(4), 717-731. http://doi.org/10.3758/BF03206553

Preacher, K. J., & Hayes, A. F. (2008a). Asymptotic and resampling strategies for
assessing and comparing indirect effects in multiple mediator models. Behavior
Research Methods, 40(3), 879—891. http://doi.org/10.3758/BRM.40.3.879

Preacher, K. J., & Hayes, A. F. (2008b). Contemporary Approaches to Assessing
Mediation in Communication Research. The Sage Sourcebook of Advanced Data
Analysis Methods  for Communication Research, (2), 13-54.
http://doi.org/10.4135/9781452272054.n2

325



Prieto, I. M., & Pérez-Santana, M. P. (2014). Managing innovative work behavior: the
role of human resource practices. Personnel Review, 43(2), 184-208.
http://doi.org/10.1108/PR-11-2012-0199

Prieto, I. M., & Pilar Pérez Santana, M. (2012). Building ambidexterity: The role of
human resource practices in the performance of firms from Spain. Human Resource
Management, 51(2), 189-211. http://doi.org/10.1002/hrm.21463

Prowse, P., & Prowse, J. (2016). Whatever happened to human resource management
performance? International Journal of Productivity and Performance Management,
23(2), 145-162. http://doi.org/10.1108/17410401011014230

Purcell, J., & Kinnie, N. (2007). HRM and business performance. Oxford Handbook of
Human Resource Management,.

Purcell, J., & Hutchinson, S. (2007). Front-line managers as agents in the HRM-
performance causal chain: Theory, analysis and evidence. Human Resource
Management Journal, 17(1), 3-20. http://doi.org/10.1111/1.1748-8583.2007.00022.x

Quartey, S. H., & Attiogbe, E. J. (2013). Is there a link between compensation packages
and job performance in the Ghana police service?, 7(44), 4398-4406.
http://doi.org/10.5897/AJBM2013.7201

Qureshi, M. T., Ayisha, A., Mohammad, A. K., Rauf, A. S., & Syed, T. (2010). Do
human resource management practices have an impact on financial performance of
banks? African Journal of Business Management, Vol. 4(No. 7), 1281-1288.

Rabl, T., Jayasinghe, M., Gerhart, B., & Kiihlmann, T. M. (2014). A meta-analysis of
country differences in the high-performance work system—business performance

relationship: The roles of national culture and managerial discretion. Journal of
Applied Psychology, 99(6), 1011-1041. http://doi.org/10.1037/a0037712

Rafael Triguero, Pefia-Vinces, J., & Sanchez-Apellaniz, Manuel Gonzalez-Rendon, M.
(2012). Human resource management practices aimed at seeking the commitment of
employees on financial and non-financial (subjective performance in Spanish firms :
An empirical contribution. Journal of Economics, Finance and Administrative
Science, 17(32), 17-31.

Rainey, H. G. (2009). Understanding and Managing Public Organizations. Dealing with
uncertainties in  policing serious crime (Vol. 2nd). Retrieved from
http://www.amazon.com/dp/047040292X

Ramirez Solis, E. R., & Bafios Monroy, V. L. (2015). Between Love and War: the Effects
of Affective Commitment in Organizational Politics and Organizational
Performance. Journal of Organizational Culture, Communications & Conflict,

19(2), 69-92.

Randall, M. L., Cropanzano, R., Bormann, C. A, & Birjulin, A. (1999). Organizational

326



politics and organizational support as predictors of work attitudes, job performance,
and organizational citizenship behavior. Journal of Organizational Behavior, 20(2),
159-174. http://doi.org/10.1002/(SICI)1099-1379

Rashid, M. Z. A., Sambasivan, M., & Johari, J. (2003). The influence of corporate culture
and organisational commitment on performance. Journal of Management
Development, 22(8), 708—728. http://doi.org/10.1108/02621710310487873

Ray, G., Barney, J. B., & Muhanna, W. a. (2004). Capabilities , Business Processes , and
Competitive Advantage: Choosing the Dependent Variable in empirical tests of the
Resource Based View. Strategic Management Journal, 25(1), 23-37.
http://doi.org/10.1002/smj.366

Reed, R., & DeFillippi, R. J. (1990). Causal Ambiguity, Barriers to Imitation, and
Sustainable Competitive Advantage. Academy of Management Review, 15(1), 88—
102. http://doi.org/10.5465/AMR.1990.4308277

Reinartz, W., Haenlein, M., & Henseler, J. (2009). An empirical comparison of the
efficacy of covariance-based and variance-based SEM. International Journal of
Research in Marketing, 26(4), 332—344. http://doi.org/10.1016/j.ijresmar.2009.08

Remenyi, D., Williams, B., Money, A., & Swartz, E. (1998). Doing Research in Business
and Management: An Introduction to Process and Method. European Journal of

Information Systems (Vol. 9). http://doi.org/10.4135/9781446280416

Renesch, S. C. (2006). Dialogue: Capacities and stories. Learning organizations:
Developing cultures for tomorrow’s workplace.CRC Press

Ribeiro, J. L., & Gomes, D. (2016). Other Organizational Perspectives on the
Contribution of Human. Spiringer, 3(4), 63—106.

Richard, O. C., & Kirby, S. L. (1999). Organizational justice and the justification of work
force diversity programs. Journal of Business and Psychology, 14(1), 109-118.
http://doi.org/10.1023/A:1022962618674

Richey, R. G., Musgrove, C. F., Gillison, S. T., & Gabler, C. B. (2014). The effects of
environmental focus and program timing on green marketing performance and the

moderating role of resource commitment. /ndustrial Marketing Management, 43(7),
1246-1257. http://doi.org/10.1016/j.indmarman.2014.06.014

Ringle, C. M., Sarstedt, M., & Straub, D. (2012). A critical look at the use of PLS-SEM
in  MIS  Quarterly.  MIS  Quarterly  (MISQ),  36(1),  iii—xiv.
http://doi.org/10.3200/JOEB.79

Ringle, C. M., Wende, S., & Will, A. (2005). SmartPLS 2.0. Hamburg: University of
Hamburg.

Roberson, L., Kulik, C. T., & Pepper, M. B. (2003). Using Needs Assessment to Resolve

327



Controversies in Diversity Training Design. Group & Organization Management,
28(1), 148—174. http://doi.org/10.1177/1059601102250028

Robert, L. P., Dennis, A. R., & Ahuja, M. K. (2008). Social capital and knowledge
integration in digitally enabled teams. Information Systems Research, 19(3), 314—
334. http://doi.org/10.1287/isre.1080.0177

Rodrigues, A. P., & Pinho, J. C. M. R. (2010). Market orientation, job satisfaction,
commitment and organisational performance: The specific case of local public

sector. Transforming Government: People, Process and Policy, 4(2), 172—-192.
http://doi.org/10.1108/17506161011047398

Rodrigues, A. P., Pinho, J. C., & Martins, F. V. (2013). The Impact of Market Orientation
on Employee’s Satisfaction and Commitment and on Organizational Performance:

Application to the Local Public Sector. Revista Portuguesa de Marketing, 30, 18—
35.

Rogers, E. W., & Wright, P. M. (1998). Measuring organizational performance in
strategic human resource management: Problems, prospects and performance
information markets. Human Resource Management Review, 8(3), 311-331.
http://doi.org/10.1016/S1053-4822(98)90007-9

Rogg, K., Schmidt, D., Shull, C., & Schmitt, N. (2001). Human resource practices,
organizational climate, and customer satisfaction. Journal of Management, 27(4),
431.

Rose, R. C., Kumar, N., & Pak, O. G. (2011). The effect of organizational learning on
organizational commitment, job satisfaction and work performance. The Journal of
Applied Business Research, 25(6), 55—66. http://doi.org/10.1108/0143772101107

Rosete, D. (2006). The impact of organisational values and performance management
congruency on satisfaction and commitment. Asia Pacific Journal of Human
Resources, 44(1), 7-24. http://doi.org/10.1177/1038411106061508

Rousseeuw, P. J., & Hubert, M. (2011). Robust statistics for outlier detection. Wiley
Interdisciplinary Reviews: Data Mining and Knowledge Discovery, 1, 73-79.
http://doi.org/10.1002/widm.2

Rowan, J. R. (2000). The Moral Foundation of Employee Rights. Journal of Business
Ethics, 24, 355-361.

Rumelt, R. P. (1987). Theory, strategy, and entrepreneurship. In Handbook of
entrepreneurship research (pp. 11-32). http://doi.org/10.1007/0-387-23622-8 2

Rungtusanatham, M. J., Choi, T. Y., Hollingworth, D. G., Wu, Z., & Forza, C. (2003).
Survey research in operations management: Historical analyses. Journal of
Operations Management. http://doi.org/10.1016/S0272-6963(03)00020-2

328



Saad, N. (2011). Fairness perceptions and compliance behaviour: The New Zealand
evidence. New Zealand Journal of Taxation Law and Policy, 17(1), 33—66.

Sabiu, M. S., Mei, T. S., & Joarder, M. H. R. (2016). Moderating role of ethical climates
on HRM practices and organizational performance: A proposed conceptual model.
Mediterranean Journal of Social Sciences, 7(1), 291-300.
http://doi.org/10.5901/mjss.2016.v7n1p291

Sahinidis, A. G., & Bouris, J. (2008). Employee perceived training effectiveness
relationship to employee attitudes. Journal of European Industrial Training, 32(1),
63-76. http://doi.org/10.1108/03090590810846575

Saifalislam, K. M., Osman, A., & AlQudah, M. . (2014). Human Resource Management
Practices: Influence of recruitment and selection, and training and development on

the organizational performance of the Jordanian Public University. /OSR Journal of
Business and Management, 16(5), 43—46. http://doi.org/10.9790/487X-16554346

Saleem, 1., & Khurshid, A. (2014). Do Human Resource Practices affect Employee
Performance? Pakistan Business Review, 15(4), 669—688.

Salge, T. O., & Vera, A. (2009). Hospital innovativeness and organizational performance:
evidence from English public acute care. Health Care Management Review,
34(March), 54-67. http://doi.org/10.1097/01. HMR.0000342978.84307.80

Salome, E. N., & Rotimi, O. (2013). Implications of traning and development
programmes on accountants productivity in selected business organizations in
onitsha , anambra state , Nigeria. International Journal of Asian Social Science,

3(1), 266-281.

Sani, A. D. (2012). Strategic human resource management and organizational
performance in the Nigerian insurance industry: The impact of organizational
climate. Business Intelligence Journal, 5(1), 8-20.

Santos-Vijande, M. L., Lopez-Sanchez, J. A., & Trespalacios, J. A. (2012). How
organizational learning affects a firm’s flexibility, competitive strategy, and
performance.  Journal  of  Business  Research,  65(8), 1079-1089.
http://doi.org/10.1016/j.jbusres.2011.09.002

Sanusi, A., & Martadha, A. M. (2012). Good Governance as a Yardstick to Measure the
Effectiveness of E-recruitment in Nigerian Public Service. Journal of US-China
Public Administration, 9(1), 1-7.

Sarantakos, S. (2005). Social Research. International Journal of Social Research
Methodology (Vol. 3). http://doi.org/10.1080/136455700405208

Schafer, J. L. (1999). Multiple imputation: a primer. Statistical Methods in Medical
Research, 8(1), 3—15. http://doi.org/10.1191/096228099671525676

329



Schafer, J. L., & Graham, J. W. (2002). Missing data: Our view of the state of the art.
Psychological Methods, 7(2), 147-177. http://doi.org/10.1037//1082-989X.7.2.147

Schein, E. H. (1988). Innovative cultures and organizations. Information Technology and
the Corporation of the 1990s: Research Studies, 1(2), 125-146.

Schein, E. H. (1990). Organizational culture. American Psychologist, 45(2), 109-119.
http://doi.org/10.1037/0003-066X.45.2.109

Schluter, J., Winch, S., Holzhauser, K., & Henderson, A. (2008). Nurses’ moral
sensitivity and hospital ethical climate: A literature review. Nursing Ethics, 15(3),
304-321. http://doi.org/10.1177/0969733007088357

Schriesheim, C. A., Castro, S. L., Zhou, X. T., & DeChurch, L. A. (2006). An
investigation of path-goal and transformational leadership theory predictions at the
individual level of analysis. Leadership  Quarterly, 17(1), 21-38.
http://doi.org/10.1016/j.1eaqua.2005.10.008

Schuler, R. S., & Jackson, S. E. (1987). Linking Competitive Strategies with Human
Resource Management Practices. Management, 1(3), 207-219.
http://doi.org/10.5465/ame.1987.4275740

Schuman, H., Presser, S., & Ludwig, J. (1981). Context Effects on Survey Responses to
Questions About Abortion Authors: Howard Schuman , Stanley Presser and Jacob
Ludwig Source : The Public Opinion Quarterly , Oxford Journals, 45(2), 216-223.

Schwab, D. P. (2013). Research Methods for Organizational Studies (2nd ed).
Psychology Press.

Schwepker, B. C. H., & Good, D. J. (2001). Ethical Climate’s Influence on Sales
Management Practices, 8—24.

Schwepker, C. H. (2005). Managing the Ethical Climate of Customer-Contact Service
Employees. Journal of  Service Research, 7(May), 377-397.
http://doi.org/10.1177/1094670504273966

Schwepker, C. H., & Good, D. J. (2009). Ethical climate’s influence on sales
management practices. Journal of Selling and Major Account Management, 9(1), 8—
24,

Scott, T., Mannion, R., Marshall, M., & Davies, H. (2003). Does organisational culture
influence health care performance? A review of the evidence. J Health Serv Res
Policy, 8(2), 105-117. http://doi.org/10.1258/135581903321466085

Sekaran, U., & Bougie, R. (2010). Research methods for business: A skill building
approach. Wiley: London.

Sekaran, U. (2003). Research Methods for Business:A Skill Building Approach. John

330



Wiley & Son. http://doi.org/10.1017/CB0O9781107415324.004

Sekaran, U. (2006). Research method of business: A skill-building approach. Writing.
http://doi.org/http://www.slideshare

Sekaran, U., & Bougie, R. (2009). Research methods for business: a skill buiding
approach (5th ed.). West Sussex: John Wiley & Sons Ltd.

Sekaran, U., & Bougie, R. (2013). Research methods for business. In Research methods
for business (p. 436).

Sekerka, L. E. (2009). Organizational ethics education and training: a review of best
practices and their application. International Journal of Training & Development,

13(2), 77-95. http://doi.org/10.1111/5.1468-2419.2009.00319.x

Seleim, A., Ashour, A., & Bontis, N. (2007). Human capital and organizational
performance: a study of Egyptian software companies. Management Decision,
45(4), 789-801. http://doi.org/10.1108/00251740710746033

Selya, A. S., Rose, J. S., Dierker, L. C., Hedeker, D., & Mermelstein, R. J. (2012). A
practical guide to calculating Cohen’s f 2, a measure of local effect size, from PROC
MIXED. Frontiers in Psychology, 3(APR). http://doi.org/10.3389/fpsyg.2012.00111

Serrano Cinca, C., Mar Molinero, C., & Bossi Queiroz, A. (2003). The measurement of
intangible assets in public sector using scaling techniques. Journal of Intellectual
Capital, 4(2), 249-275. http://doi.org/10.1108/14691930310472857

Shafer, W. E. (2009). Ethical climate , conflict and organizational commitment A study
of Chinese auditors. Accounting, Auditing & Accountability Journal, 22(7), 1087—
1110. http://doi.org/10.1108/09513570910987385

Shafer, W. E. (2013). Ethical Climate, Social Responsibility, and Earnings Management.
Journal of Business Ethics, (January 2013), 1-18. http://doi.org/10.1007/s10551-
013-1989-3

Shahnawaz, M. G., & Juyal, R. C. (2006). Human Resource Management Practices and
Organizational Commitment in Different Organizations. Journal of the Indian
Academy of Applied Psychology, 32(3), 267-274. http://doi.org/10.6007

Shahzad, F. (2012). Impact of Organizational Culture on Organizational Performance :
An Overview. Interdisciplinary Journal of Contemporary Research in Business, 3,
975-985.

Shamsudin, F. M., Subramaniam, C., & Alshuaibi, A. S. (2012). The Effect of HR
Practices, Leadership Style on Cyberdeviance: The Mediating Role of
Organizational Commitment. Journal of Marketing and Management, 3(31), 22-48.
http://doi.org/10.1017/CB0O9781107415324.004

331



Shantz, A., Alfes, K., Truss, C., & Soane, E. C. (2013). The role of employee
engagement in the relationship between job design and task performance, citizenship

and deviant behaviours. The International Journal of Human Resource
Management, 24(13), 2608-2627. http://doi.org/10.1080/09585192.2012.744334

Sheehan, N. T., & Foss, N. J. (2007). Enhancing the prescriptiveness of the resource-
based view through Porterian activity analysis. Management Decision, 45(June
2016), 450—461. http://doi.org/10.1108/00251740710745070

Shen, J., Chanda, A., D’netto, B., & Monga, M. (2009). Managing diversity through
human resource management: an international perspective and conceptual

framework. The International Journal of Human Resource Management, 20(2),
235-251. http://doi.org/10.1080/09585190802670516

Simha, A., & Cullen, J. (2012). Ethical Climates and their Effects on Organizational
Outcomes - Implications from the Past, and Prophecies for the Future. Academy of
Management Perspectives, 20-35. http://doi.org/10.5465/amp.2011.0156

Singh, K. (2003). Strategic HR orientation and firm performance in India. The
International Journal of Human Resource Management, 14(4), 530-543.
http://doi.org/10.1080/0958519032000057574

Singh, S., Darwish, T. K., & Potocnik, K. (2016). Measuring Organizational
Performance: A Case for Subjective Measures. British Journal of Management,
27(1), 214-224. http://doi.org/10.1111/1467-8551.12126

Sink, D. S., & Tuttle, T. C., & Shin, S. (1989). Planning and measurement in your
organization of the future. Industrial engineering and management Press.

Skaggs, B. C., & Youndt, M. (2004). Strategic positioning, human capital, and
performance in service organizations: A customer interaction approach. Strategic
Management Journal, 25(1), 85-99. http://doi.org/10.1002/smj.365

Snape, E., & Redman, T. (2010). HRM Practices, Organizational Citizenship Behaviour,
and Performance: A Multi-Level Analysis. Journal of Management Studies, 47(7),
1219-1247. http://doi.org/10.1111/}.1467-6486.2009.00911.x

Snell, S. A., & Dean, J. W. (1992). Integrated Manufacturing and Human Resource
Management: a Human Capital Perspective. Academy of Management Journal,
35(3), 467-504. http://doi.org/10.2307/256484

Snell, S., & Bohlander, G. W. (2010). Principles of human resource management.: South-
Western Cengage Learning.

Soane, E., Butler, C., & Stanton, E. (2015). Followers’ personality, transformational
leadership and performance. Sport, Business and Management: An International
Journal, 5(1), 65-78. http://doi.org/10.1108/SBM-09-2011-0074

332



Spector, P. E. (2006). Method Variance in Organizational Research: Truth or Urban
Legend? Organizational Research Methods, 9(2), 221-232.
http://doi.org/10.1177/1094428105284955

Speklé, R. F., & Verbeeten, F. H. M. (2014). The use of performance measurement
systems in the public sector: Effects on performance. Management Accounting
Research, 25(2), 131-146. http://doi.org/10.1016/j.mar.2013.07.004

Spence, L. (2000). What Ethics in the Employment Interview?’. Ethical Issues in
Contemporary Human Resource Management. (Macmillan, Basingstoke).

Stavrou, E. T., Brewster, C., & Charalambous, C. (2010). Human resource management
and firm performance in Europe through the lens of business systems: best fit, best
practice or both? The International Journal of Human Resource Management, 21(7),
933-962. http://doi.org/10.1080/09585191003783371

Stirpe, L., Bonache, J., & Revilla, A. (2014). Differentiating the workforce: The
performance effects of using contingent labor in a context of high-performance work
systems. Journal of  Business Research, 67(7), 1334-1341.
http://doi.org/10.1016/j.jbusres.2013.09.001

Stone, J. R. (2002). Human Resource Management. (4th ed.) Australia. John Wiley &
Sons.

Stone, M. (1974). Cross-Validatory Choice and Assessment of Statistical Predictions.
Journal of  the Royal Statistical Society, 36(2), 111-147.
http://doi.org/10.2307/2984809

Straub, DetmarBoudreau, M., & Gefen, D. (2004). Validation Guidelines for IS Positivist
Validation Guidelines for IS Positivist. Communications of the Association for
Information Systems, 13, 380—427. http://doi.org/Article

Sturman, M. (2001). The compensation conundrum: Does the hospitality industry
shortchange its employees—and itself? The Cornell Hotel and Restaurant
Administration  Quarterly,  42(4),  70-76.  http://doi.org/10.1016/S0010-
8804(01)80047-1

Subramony, M. (2009). A meta-analytic investigation of the relationship between HRM
bundles and firm performance. Human Resource Management, 48(5), T45-768.
http://doi.org/10.1002/hrm.20315

Sudin, S. (2004). Human resource practices and organisational persormance - Review,
synthesis and research implication.pdf. In International Business Management
Conference, Universiti Tenaga Nasional (pp. 99—113).

Suhaimi, S. (2011). Fairness of and satisfaction with performance appraisal process.
Journal of Global Management, 2(1), 66—83. http://doi.org/10.1055/s-0032-1333472

333



Sun, W., Chou, C.-P., Stacy, A. W., Ma, H., Unger, J., & Gallaher, P. (2007). SAS and
SPSS macros to calculate standardized Cronbach’s alpha using the upper bound of
the phi coefficient for dichotomous items. Behavior Research Methods, 39(1), 71—
81. http://doi.org/10.3758/BF03192845

Swanson, R. A. (2001). Human resource development and its underlying theory. Human
Resource Development International, 4(3), 299-312.
http://doi.org/10.1080/13678860110059311

Tabachnick, B. G., & Fidell, L. S. (2007). Using multivariate statistics (5th ed.). Using
multivariate statistics. http://doi.org/10.1037/022267

Tabachnick, B. G., & Fidell, L. S. (2014). Using multivariate statistics (6th ed.).
http://doi.org/10.1037/022267

Tabiu, A., & Nura, A. A. (2013). Assessing the Effects of Human Resource Management
(Hrm) Practices on Employee Job Performance: a Study of Usmanu Danfodiyo
University Sokoto. Journal of Business Studies Quarterly, 5(2), 247-259.

Tabiu, A., Pangil, F., & Othman, S. Z. (2016a). Examining the link between HRM
Practices and Employees’ performance in Nigerian public sector. Management
Science Letters, 6, 395—408. http://doi.org/10.5267/j.ms1.2016.4.006

Tabiu, A., Pangil, F., & Othman, S. Z. (2016b). HRM Practices and Employee
Performance: The Mediation Effect of Ability, Motivation and Opportunity. Asian
Journal of Multidisciplinary Studies, §819(7), 95-101.

Tai, W.-T. (2006). Effects of training framing, general self-efficacy and training
motivation on trainees’ training effectiveness. Personnel Review, 35(1), 51-65.
http://doi.org/10.1108/00483480610636786

Takeuchi, R., Chen, G., & Lepak, D. P. (2009). Through the looking glass of a social
system: Cross-level effects of high-performance work systems on employees’
attitudes. Personnel Psychology, 62(1), 1-29. http://doi.org/10.1111/j.1744-
6570.2008.01127.x

Tan, C. L., & Nasurdin, A. M. (2011). Human Resource Management Practices and
Organizational Innovation: Assessing the Mediating Role of Knowledge

Management Effectiveness. Electronic Journal of Knowledge Management, 9(2),
155-167.

Tan, F. Ming. (2008). Organizational support as the mediator of career-related HRM
practices and affective commitment: Evidence from knowledge workers in
Malaysia. Research and Practice in Human Resource Management, 6(2), 8-24.

Teece, D. J., Pisano, G., & Shuen, A. (1997). Dynamic capabilities and strategic
management.  Strategic ~ Management  Journal,  18(March),  509-533.
http://doi.org/10.1002/(SICI)1097-0266(199708)18:7<509:: AID-SMJ882

334



Teeratansirikool, L., Siengthai, S., Badir, Y., & Charoenngam, C. (2013). Competitive
strategies and firm performance: the mediating role of performance measurement.

International Journal of Productivity and Performance Managemen, 62(2), 168—
184.

Terpstra, D. E., & Rozell, E. J. (1993). the Relationship of Staffing Practices To
Organizational Level Measures of Performance. Personnel Psychology, 46(1), 27—
48. http://doi.org/10.1111/j.1744-6570.1993.tb00866.x

Thang, L. (2004). Managing Human Resources in Vietnam: An empirical study of an
economy in  tranmsition. Doctoral  Dissertation. Asian Institute  of
Technology.Thailand.

Theriou, G. N., & Chatzoglou, P. D. (2014). The impact of best HRM practices on
performance — identifying enabling factors. Employee Relations, 36(5), 535-561.
http://doi.org/10.1108/ER-02-2013-0025

Theriou, G. N., Theriou, N. G., & Chatzoglou, P. (2007). the Relationship Between
Learning Capability and Organizational Performance: the Banking Sector in Greece.
Spoudai, 57(2), 9-29.

Tilak, J. B. (2005). (2005). Are we marching towards Laissez-faireism in higher
education development? Journal of International Cooperation in Education, 8(1),
153-165.

Tippins, M. J., & Sohi, R. S. (2003). IT competency and firm performance: Is
organizational learning a missing link? Strategic Management Journal, 24(8), 745—
761. http://doi.org/10.1002/smj.337

Tiwari, P., & Saxena, K. (2012). Human Resource Management Practices: A
Comprehensive Review. Pakistan Business Review, (January 2012), 669-705.

Tong, D. Y. K. (2009). A study of e-recruitment technology adoption in Malaysia.
Industrial Management & Data Systems, 109(2), 281-300.
http://doi.org/10.1108/02635570910930145

Toppo, L., & Prusty, T. (2012). From Performance Appraisal to Performance
Management. /OSR Journal of Business and Management, 3(5), 1-6.

Tosi, H. L., Klein, K., & Kozlowski, S. W. (2002). Multilevel Theory, Research, and
Methods in Organizations: Foundations, Extensions, and New Directions.
Administrative Science Quarterly, 47(2), 368. http://doi.org/10.2307/3094811

Trehan, S., & Setia, K. (2014). Human Resource Management Practices and
Organizational Performance: An Indian Perspective. Global Journal of Finance and
Management, 6(8), 789-796.

Triguero-Sanchez, R., Pefa-Vinces, J. C., & Sanchez-Apellaniz, M. (2013). Hierarchical

335



distance as a moderator of HRM practices on organizational performance.
International Journal of Manpower, 34(7), 794-812. http://doi.org/10.1108/1JM-03-
2012-0046

Triguero Sanchez, R., Pefia Vinces, J. C., & Sanchez-Apellaniz, M. (2016). To what
extent does human capital diversity moderate the relationship between HRM
practices and organizational performance: Evidence from Spanish firms. Tourism
&amp; Management Studies, 12(1), 181-187.
http://doi.org/10.18089/tms.2016.12119

Truss, C. (2001). Complexities and controversies in linking HRM with organizational
outcomes.  Journal  of  Management  Studies, 38(8), 1121-1149.
http://doi.org/10.1111/1467-6486.00275

Truss, K., Mankin, D., & Kelliher, C. (2012). Strategic Human Resource Management,
forthcoming: Oxford. Oxford University Press.

Tsai, W. (2001). Knowledge Transfer in Intraorganizational Networks: Effects of
Network Position and Absorbtive Capacity on Business Unit Innovation and
Performance. Academy of Management Journal, 44(5), 996—1004.

Tzafrir, S. S. (2006). A universalistic perspective for explaining the relationship between
HRM practices and firm performance at different points in time. Journal of
Managerial Psychology, 21(2), 109-130. http://doi.org/10.1108/0268394061065

Ubeda-Garcia, M., Marco-Lajara, B., Sabater-Sempere, V., & Garcia-Lillo, F. (2013).
Training policy and organisational performance in the Spanish hotel industry. The
International Journal of Human Resource Management, 24(15), 2851-2875.
http://doi.org/10.1080/09585192.2012.750617

Ugwuanyi, S. (2015). Mark advocates curriculum review to tackle education crisis
Retrieved Sunday, 6th July, 2015, from. Daily Post Newspaper. Retrieved from
http://dailypost.ng/2015/07/05/mark-advocates-curriculum-review-to-tackle-
education-crisis/

Unal, O. F. (2012). Relationship between organizational commitment and ethical climate:
The mediating role of job satisfaction dimensions (a study in a group of companies
in Turkey). Journal of WEI Business and Economics, 1(1), 92—105.

UNDP. (2013). United Nation Development Program African Economic Outlook 2013-
Structural Transformation and Natural Resources.

UNDP. (2015). United Nation Development Program African Economic Outlook 2015-
Structural Transformation and Natural Resources.

Urbach, N., & Ahlemann, F. (2010). Structural Equation Modeling in Information
Systems Research Using Partial Least Squares. Journal of Information Technology
Theory and  Application (JITTA), 11(2), 2. Retrieved from

336



http://aisel.aisnet.org/jitta/voll1/iss2/2/

Useem, M. (1998). The leadership moment: Nine true stories of triumph and disaster and
their lessons for us all. Crown Pub., 10.

Van Vuuren, L., & Eiselen, R. (2006). A role for HR in corporate ethics? South African
practitioners’ perspectives. SA Journal of Human Resource Management, 4, 4((3)),
22-28.

Vanhala, S., & Stavrou, E. (2013). Human resource management practices and the HRM-
performance link in public and private sector organizations in three Western societal
clusters. Baltic Journal of Management, 8(4), 416-437.
http://doi.org/http://dx.doi.org/10.1108/BJIM-12-2012-0115

Vazquez-Brust, D. A., Liston-Heyes, C., Plaza-Ubeda, J. A., & Burgos-Jiménez, J.
(2010). Stakeholders pressures and strategic prioritisation: An empirical analysis of
environmental responses in Argentinean firms. Journal of Business Ethics,

91(SUPPL 2), 171-192. http://doi.org/10.1007/s10551-010-0612-0

Verma, J. P. (2013). Data analysis in management with SPSS software. Data Analysis in
Management with SPSS Software. http://doi.org/10.1007/978-81-322-0786-3

Victor, B., & Cullen, J. B. (1987). A theory and measure of ethical climate in
organizations. Research in Corporate Social Performance and Policy, 9(1), 51-71.

Victor, B., & Cullen, J. B. (1988). The Organizational Bases of Ethical Work Climates.
Source: Administrative Science Quarterly, 33(1), 101-125.
http://doi.org/10.2307/2392857

Vigoda-Gadot, E., & Kapun, D. (2005). Perceptions of politics and perceived
performance in public and private organisations: A test of one model across two
sectors. Policy and Politics, 33(2), 251-276.
http://doi.org/10.1332/0305573053870185

Vink, J. M., & Boomsma, D. 1. (2008). (2008). A comparison of early and late
respondents in a twin-family survey study. Twin Research and Human Genetics, 11,
165-173.

Viswanathan, M., & Kayande, U. (2012). Commentary on “ Common Method Bias in
Marketing: Causes, Mechanisms, and Procedural Remedies.” Journal of Retailing.
http://doi.org/10.1016/j.jretai.2012.10.002

Vlachos, 1. (2008). The effect of human resource practices on organizational
performance: evidence from Greece. The International Journal of Human Resource
Management, 19(1), 74-97. http://doi.org/10.1080/09585190701763933

Voss, G. B., & Voss, Z. G. (2000). Strategic Orientation and Firm Performance in an
Artistic Environment. Journal of Marketing, 64, 67-83.

337



http://doi.org/10.1509/jmkg.64.1.67.17993
Vroom, V. H. (1964). Work and motivation. San Francisco, CA: Jossey-Bass.

Wade, D., & Recardo, R. J. (2001). Corporate performance management: How to build a
better organization through measurement-driven strategic alignment. Boston
Oxford, Butterworth Heinemann: Routledge.

Wade, M., & Hulland, J. (2004). Review: The resource based view and information
systems research: review, extension and suggestions for future research. MIS
Quarterly, 28(1), 107-142. http://doi.org/Article

Walker, R. M., Damanpour, F., & Devece, C. A. (2010). Management Innovation and
Organizational Performance: The Mediating Effect of Performance Management.
Journal of Public Administration Research and Theory, 21(2), 367-386.
http://doi.org/10.1093/jopart/muq043

Wall, T. D., & Wood, S. J. (2005). The romance of human resource management and
business performance, and the case for big science. Human Relations, 58(4), 429—
462. http://doi.org/10.1177/0018726705055032

Walter, A., Auer, M., & Ritter, T. (2006). The impact of network capabilities and
entrepreneurial orientation on university spin-off performance. Journal of Business
Venturing, 21(4), 541-567. http://doi.org/10.1016/j.jbusvent.2005.02.005

Wan, H. L. (2008). Current Remuneration Practices in the Multinational Companies in
Malaysia: A Case Study Analysis. Research and Practice in Human Resource
Management, 16(October 2007), 78—103.

Wang, F., Chich-Jen, S., & Mei-Ling, T. (2010). Effect of leadership style on
organizational performance as viewed from human resource management strategy.
African Journal of Business Management, 4(18), 3924-3936.

Wang, H., Tsui, A. S., & Xin, K. R. (2011). CEO leadership behaviors, organizational
performance, and employees’ attitudes. Leadership Quarterly, 22(1), 92-105.
http://doi.org/10.1016/j.leaqua.2010.12.009

Wang, M.-Y. C. (2015). The Mediating Effect of Ethical Climate on the Relationship
Between Paternalistic Leadership and Team Identification: A Team-Level Analysis
in the Chinese Context. Journal of Business Ethics, 129(3), 639-654.

Wang, N., Cao, J., & Ye, X. (2016). The impact of intellectual capital - knowledge
management strategy fit on firm performance. Management Decision.
http://doi.org/10.1108/MD-06-2015-0231

Way, S. A. (2002). High performance work systems and intermediate indicators of firm

performance within the US small business sector. Journal of Management, 28(6),
765—785. http://doi.org/10.1016/S0149-2063(02)00191-5

338



Way, S. A., & Johnson, D. E. (2005). Theorizing about the impact of strategic human
resource management. Human Resource Management Review, 15(1), 1-19.
http://doi.org/10.1016/j.hrmr.2005.01.004

Wernerfelt, B. (1984). A Resource based view of the firm. Strategic Management
Journal, 5(2), 171-180. http://doi.org/10.1002/smj.4250050207

West, M. a., & Dawson, J. F. (2012). Employee engagement and NHS performance -
employee-engagement-nhs-performance-west-dawson-leadership-review2012-
paper.pdf. The King’s Fund, 1-23.

Wetzels, M., Odekerken-Schroder, G., & van Oppen, C. (2009). Using PLS path
modeling for assessing hierarchical construct models: Guidelines and Empirical
Mlustration. MIS Quarterly, 33, 177-195. http://doi.org/Article

Wiley, C. (1993). Employment Managers’ Views on Workplace Ethics’. The EMA
Journal, 20(1), 14-24.

Wiley, C. (2000). Ethical standards for human resource management professionals: A
comparative analysis of five major codes. Journal of Business Ethics, 25(2), 93—114.

Williams, L. J., Hartman, N., & Cavazotte, F. (2010). Method Variance and Marker
Variables: A Review and Comprehensive CFA Marker Technique. Organizational
Research Methods, 13(3), 477-514. http://doi.org/10.1177/1094428110366036

Wimbush, J. C., & Shepard, J. M. (1994). Toward an understanding of ethical climate: Its
relationship to ethical behavior and supervisory influence. Journal of Business
Ethics, 13(8), 637-647. http://doi.org/10.1007/BF00871811

Winstanley, D., & Hartog, M. (2002). Ethics and human resource management:
Introduction. Business Ethics. A European Review, 11(3), 200-201.

Wood, S. (1999). Human resource management and performance. International Journal
of Management Reviews, 1(4), 367—413. http://doi.org/10.1111/1468-2370.00020

Wood, S. J., & Wall, T. D. (2007). Work enrichment and employee voice in human
resource management-performance studies. [International Journal of Human
Resource Management, 18(7), 1335-1372.
http://doi.org/10.1080/09585190701394150

Woods, A. (2012). Subjective adjustments to objective performance measures: The
influence of prior performance. Accounting, Organizations and Society, 37(6), 403—
425. http://doi.org/10.1016/j.20s.2012.06.001

WorldBank.  (2010). Human  Development Report 2010. Retrieved from
https://www.google.com/?gws_rd=ssl#q=human+development+report+2010

WorldBank. (2013). Human Development Report 2013 Retrieved 18th, Monday 20135,.

339



Wright, P. M., Dunford, B. B., & Snell, S. A. (2001). Human resources and the resource
based view of the firm. Journal of Management. http://doi.org/10.1016/S0149-
2063(01)00120-9

Wright, P. M., & Gardner, T. M. (2003). The human resource-firm performance
relationship: methodological and theoretical challenges. The New Workplace: A
Guide to the Human Impact of Modern Working Practices, 311-328.

Wright, P. M., Gardner, T. M., & Moynihan, L. M. (2003). The impact of HR practices
on the performance of business units. Human Resource Management Journal, 13(3),
21-36. http://doi.org/10.1111/j.1748-8583.2003.tb00096.x

Wright, P. M., & McMahan, G. C. (1992). Theoretical perspectives for strategic human
resource management. Journal of Management.
http://doi.org/10.1177/014920639201800205

Wright, P. M., McMahan, G. C., & Mcwilliams, A. (1994). Human Resources And
Sustained Competitive Advantage: A Resource-Based Perspective. The
International  Journal of Human  Resource Management, 5(2), 34.
http://doi.org/Article

Yen, Y.-F., Wang, H.-K., & Kao, W. (2016). High-performance work practices and
organisational performance in small firms: the role of guanxi. Total Quality
Management & Business Excellence, 27(5/6), 628-646.
http://doi.org/10.1080/14783363.2015.1032924

Youndt, M. A., Snell, S. A., Dean, Jr., J. W., & Lepak, D. P. (1996). Human Resource
Management, Manufacturing Strategy, and Firm Performance. Academy of
Management Journal, 39(4), 836—866. http://doi.org/10.2307/256714

Yousaf, M., Zafar, S., & Abi Ellahi, A. (2014). Do public service motivation, red tape
and resigned work satisfaction triangulate together? [International Journal of
Productivity and Performance Management, 63(7), 923-945.
http://doi.org/10.1108/IJPPM-06-2013-0123

Yousef, D. A. (2000). Organizational commitment: a mediator of the relationship
behavior with job satisfaction and performance in a non-western country. Journal of
Managerial Psychology, 15(1), 6-28. http://doi.org/10.1108/02656710210415703

Zajac, G., & Al-Kazemi, A. A. (2000). Administrative ethics and organizational learning
in Kuwait and the United States: An empirical approach. International Journal of
Public Administration, 23(1), 21-52. http://doi.org/10.1080/01900690008525451

Zakaria, N. (2013). Enhancing organizational perforamnce of Malaysian SMEs through
human resource management (HRM) practices and organizational innovative
capability: A proposed framework. Journal of Global Entrepreneurship, 5(1), 326—
351.

340



Zehir, C., Miiceldili, B., Altindag, E., Sehitoglu, Y., & Zehir, S. (2014). Charismatic
Leadership and Organizational Citizenship Behavior: The Mediating Role of Ethical
Climate. Social Behavior & Personality, 42(8), 1365-1376.
http://doi.org/10.2224/sbp.2014.42.8.1365

Zehir, C., Muceldili, B., & Zehir, S. (2012). The Moderating Effect of Ethical Climate on
the Relationship between Job Satisfaction and Organizational Commitment:
Evidence from Large Companies in Turkey. Procedia -Social and Behavioral
Sciences, 58, 734—743. http://doi.org/10.1016/j.sbspro.2012.09.1051

Zhao, X., Lynch Jr., J. G., & Chen, Q. (2010). Reconsidering Baron and Kenny: Myths
and Truths about Mediation Analysis. Journal of Consumer Research, 37(2), 197—
206. http://doi.org/10.1086/651257

Zheng, W., Yang, B., & McLean, G. N. (2010). Linking organizational culture, structure,
strategy, and organizational effectiveness: Mediating role of knowledge
management. Journal of  Business Research, 63(7), 763-771.
http://doi.org/10.1016/j.jbusres.2009.06.005

Zikmund, W. G. (2000). Business Research Methods: Fort Worth, 7X: Dryden Press.

Zikmund, W. G. (2013). Basic and Applied Research. Business Research Methods, 3(1),
7. Retrieved from http://amzn.com/0030350840

Zikmund, W. G., Babin, B. J., Carr, J. C., & Griffin, M. (2013). Business Research
Methods. Business Research Methods. http://doi.org/10.1.1.131.2694

Zohar, D., & Luria, G. (2005). A multilevel model of safety climate: cross-level

relationships between organization and group-level climates. The Journal of Applied
Psychology, 90(4), 616—628. http://doi.org/10.1037/0021-9010.90.4.616

341



Appendix A

SCHOOL OF BUSINESS MANAGEMENT
UNIVERSITI UTARA MALAYSIA
06010 Sintok, Kedah Darul Aman

Email: sbom@uum.edu.my

Sir / Madam

I am a Doctor of Philosophy student at Universiti Utara Malaysia, Kedah. Currently I am conducting a
reseach on ‘Human resource management (HRM) practices, Ethical climate and performance’. The
objective of this study is to examine the mediating role of ethical climate on the relationship between HRM
practices and organizational performance in Nigerian Public Educational Sector Administration.

Your help is requested in this research by completing the questionnaire survey instrument recieved. The
information you provide will remain strictly anonymous and confidential. You may receive a summary of
the results by writing “copy of results requested” at your own wish.

Your participation in completing the questionnaire is very important to the success of this research. It will
be a honour if you are able to return the completed questionnaires.

I would appreciate your returning the questionnaire at your earliest convenience. Thank you in advance for
your cooperation. Should you have any enquires, please do not hesitate to call me at
+2348035493734/+60143835667.

Sincerely,

Malam Salihu Sabiu

PhD. Research Candidate,

Universiti Utara Malaysia

06010 Sintok, Kedah

e-mail: sabiumsalihu@yahoo.com

H/P no: +2348035493734/+60143835667

‘Academic’ Supervisors
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SBM Building, College of Business SBM Building, College of Business
Universiti Utara Malaysia Universiti Utara Malaysia

06010 Sintok, Kedah 06010 Sintok, Kedah

e-mail: smtang@uum.edu.my e-mail: hasanur@uum.edu.my
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SECTION A: HUMAN RESOURCE MANAGEMENT PRACTICES

The statements in this section are related to the extent of HRM practices implemented in your
organization. Please circle the relevant number based on the rating scale provided.

1 2 3 5

Strongly Disagree Neutral Strongly agree

disagree

I. In this organization, extensive selection procedures are used inthe 1 2 3 4 5
selection of the employees (eg. use several rounds of screening).

2. In this organization, recruitment and selection system focusesonthe 1 2 3 4 5
potential of the candidates to learn and grow with the organization.

3. This organization uses structured and standardized interviews for 1 2 3 4 5
selection of the employees.

4. In this organization, senior staffs are involved in recruitment and 1 2 3 4 5
selection of the employees.

5. This organization uses work values and cultural fit as a criterionin 1 2 3 4 5
employee recruitment and selection.

6. This organization uses behavioral attitudes as a criterion in employee 1 2 3 4 5
recruitment and selection

7. This organization uses test and interviewing techniques for employee 1 2 3 4 5
selection.
8. In this organization, recruitment and selection process of potential 1 2 3 4 5

employees are often provided with a realistic picture of the job and
the organization, including the negative aspects.

9. Extensive training programs are provided for employees in this 1 2 3 4 5
organization.

10.  This organization provide training focused on team building andteam 1 2 3 4 5
work skills training.

11.  In this organization, there are formal training programs to teachnew 1 2 3 4 5
employees the skills they need to perform their jobs.

12.  Formal training programs are offered to employees in order to 1 2 3 4 5
increase their promotability in this organization.

13. This organization have a mentoring system to help develop those 1 2 3 4 5
employees.

14.  This organization offer an orientation program that trains employees 1 2 3 4 5
on the history, mission, values, and processes of the organization.
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15.

In this organization, training programs are consistently evaluated to
determine whether the training objectives are met.

16.

In this organization, employee bonuses or incentive plans (e.g., stock
option plan) are based primarily on the performance of the
organization/group.

17.

In this organization, job performance of an individuals played an
important role in determining the earning of employees.

18.

In this organization, employees are rewarded for participation in teams.

19.

This organization constantly updates & reviews the range of benefit to
meet the needs of employees.

20.

In this organization, salaries for employees are higher than those of our
competitors.

21.

In this organization, performance appraisals are based on objective,
quantifiable results.

22.

In this organization, employees regularly or at least once a year receive
a formal performance appraisal.

23.

In this organization, team played an important role in performance
appraisals.

24.

In this organization, superior officers discuss performance with
subordinate.

25.

In this organization, performance appraisals are used primarily to set
goals for personnel development.

26.

Performance appraisals are used to plan skill development and training
for future advancement within this organization.

27.

Employees in this job have clear career paths within this organization.

28.

Employees in this job have very little future within this organization.

29.

Employees’ career aspirations within this organization are known by
their immediate supervisors.

30.

Employees’ in this job who desire promotion have more than one
potential position they could be promoted.

31.

This organization, ensure that all employees in these positions are
made aware of internal promotion opportunities.

32.

In this organization, internal candidates are given consideration over
external candidates for job opening.
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33. This organization, use of performance based promotion. 1 2 3 4 5

SECTION B: ETHICAL CLIMATE

Listed below are statements describing organizational ethical standards. Please indicate the degree of your
agreement to each of the statement by circling the rating provided.

1 2 3 5

Strongly Disagree Neutral Strongly agree
disagree

In this organization, employees are mostly out for themselves. 3 5

2. The major responsibility for employees in this organization is to 1 2 3 4 5
consider efficiency first.

3. In this organization, employees are expected to follow personal and 1 2 3 4 5
moral beliefs.

4. In this organization, employees are expected to do anything to further 1 2 3 4 5
the organization’s interest.

5. In this organization, employees look out for each other’s good. 1 2 3 4 5

6. There is no room for one’s own personal morals or ethics in this 1 2 3 4 5
organization.

7. In this organization, employees strictly follow rules and procedures. 1 2 3 4 5

8. In this organization, work is considered sub-standard only when it 1 2 3 4 5

hurts the organization’s interests.

9. Each employee in this organization decides for himself what is right or 1 2 3 4 5
wrong.

10. In this organization, employees protect their own interest above other 1 2 3 4 5
considerations.

11.  The most important consideration in this organization is each employee 1 2 3 4 5
has sense of right and wrong.

12.  The most important concern is the good of all the employees in this 1 2 3 4 5
organization.

13.  In this organization, the first consideration is whether a decision violates 1 2 3 4 5
any law.

14.  In this organization, employees are expected to comply with the legaland 1 2 3 4 5
professional standards over and above other consideration.
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15.

In this organization, employees are expected to stick by organization
rules and procedures.

16.

In this organization, our major concern is always what is best for the
other people.

17.

In this organization, employees are concerned with the organization’s
interests to some extent.

18.

Successful employees in this organization go by the book.

19.

In this organization, the most efficient way is always the right way.

20.

In this organisation, employees are expected to strictly follow legal and
organisation’s standards.

21.

What is best for everyone, is the major consideration in this organization.

22.

In this organization, employees are guided by own personal ethics.

23.

Successful employees in this organization strictly obey the organization
policies.

24.

In this organization, the law and ethical code of profession is the major
consideration.

25.

In this organization, each employee is expected above all to work
efficiently.

26.

In this organization, it is expected that employees will always do what is
right for the public.
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SECTION C: ORGANIZATIONAL PERFORMANCE

Listed below are statements asks you about your organizational performance base on efficiency,
effectiveness and fairness. Please indicate the degree of your agreement to each of the statement by
circling the rating provided.

1 2 3

Strongly Disagree Neutral
disagree

5

Strongly agree

L. This organization has made good use of employee’s knowledge and skills 2 3 4
in looking for ways to become more efficient.

2. In the past 2 years, the productivity of this work unit has improved. 2 3 4

3. The work performed by this work unit provides the public a worthwhile 2 3 4
return on the organization mission.

4. People of different race/ national origin group are treated with respect in 2 3 4
this organization.

5. The quality of work performed by the current co-workers in this 2 3 4
immediate work group is satisfactory.

6. This organization provides fair and equitable treatment to the public 2 3 4

7. This organization uses performance measurement in program 2 3 4
management.

8. This organization has strong citizen orientation. 2 3 4

9. In this organization, top executive set high performance expectations for 2 3 4
employees.

10. This organization compares employee’s performance against similar 2 3 4

organization.
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SECTION D: DEMOGRAPHIC INFORMATION

Please tick (/) in the appropriate box.
MINISTRY/BOARD/PARASTATAL/AGENCIES: ...coeiiiiiiiiiiiiiiiniiiiiiiiiiiieieenrareteieneneneases

Gender
Male

Female

Marital status
Married
Single
Divorced
Widowed

Age
18-29
30-39
40-49
50-59

60-and Above

Position Grade Level
GL 07-10
GL 12-14
GL 15-17
Work Experience
Less than 2 years
2 to 5 years
6 to 9 years
10 years and above
Educational Level
Diploma/ NCE

Degree/HND

JUU 0000 000 00000 DOooo oo

Postgraduate Degree
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SECTION E : COMMENTS

The researcher would welcome any suggestion which might benefit this study.

Thank You

ALL INFORMATION WILL BE KEPT CONFIDENTIAL
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Appendix B
G*power of Analysis

File Edit WView Tests Calculator Help

Central and noncentral distributions | Pratocal of power analyses

critical F =2.25236

Test family Statistical test

| F tests LT | | Linear multiple regression: Fixed model, R2 increase

Type of power analysis

|A priori: Compute required sample size - given o, power, and effect size

Input Parameters Output Parameters ¥
m Effect size f2 8 Noncentrality parameter A r 207000000
L e ——

o err prob L Critical F | 22828562

5

Power (1 -G err prob) . Mumerator df |
L —

Number of tested predictors | Denominator df 132

Total number of predictors Total sample size 138

Actual power 0.95076543

X-Y plot for a range of values | | Calculate
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Appendix C
Normality Test

Mormal P-P Plot of Regression Standardized Residual
Dependent Wariable: ORG_PERFORMAMCE

Expected Cum Prob

T T
.o .z 0.4 o.s oS 1.0

Observed Cum Prob
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Regression Standardized Residual

Appendix C: continued......

Scatterplot
Dependent Variable: ORG_PERFORMAMNCE
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Appendix D

Harman’s Single-Factor (Common method bias)

Initial Eigenvalues Extraction Sums of Squared Loadings

Component Total % of Variance | Cumulative % Total % of Variance | Cumulative %
1 16.023 23.221 23.221 16.023 23.221 23.221
2 3.473 5.034 28.255 3.473 5.034 28.255
3 2.721 3.944 32.198 2.721 3.944 32.198
4 2.494 3.614 35.812 2.494 3.614 35.812
5 2.455 3.557 39.370 2.455 3.557 39.370
6 2.187 3.170 42.540 2.187 3.170 42.540
7 2.003 2.903 45.442 2.003 2.903 45.442
8 1.844 2.673 48.115 1.844 2.673 48.115
9 1.611 2.335 50.450 1.611 2.335 50.450
10 1.467 2.126 52.576 1.467 2.126 52.576
11 1.430 2.072 54.648 1.430 2.072 54.648
12 1.362 1.975 56.623 1.362 1.975 56.623
13 1.334 1.933 58.556 1.334 1.933 58.556
14 1.235 1.790 60.347 1.235 1.790 60.347
15 1.182 1712 62.059 1.182 1.712 62.059
16 1.168 1.692 63.751 1.168 1.692 63.751
17 1.097 1.589 65.341 1.097 1.589 65.341
18 1.077 1.561 66.902 1.077 1.561 66.902
19 1.051 1.523 68.425 1.051 1.523 68.425
20 1.025 1.486 69.911 1.025 1.486 69.911
21 978 1.417 71.328

22 936 1.357 72.685

23 902 1.307 73.992

24 .895 1.297 75.289

25 794 1.151 76.440

26 779 1.129 77.568

27 766 1.110 78.679

28 7152 1.090 79.769

29 708 1.026 80.795

30 .679 984 81.779

31 .665 963 82.742

32 .645 935 83.677

33 .633 918 84.595

34 .596 .864 85.459
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35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60
61
62
63
64
65
66
67
68
69

578
552
509
486
465
440
437
416
404
374
362
349
323
322
307
297
279
260
257
249
241
228
222
187
183
179
168
157
145
130
127
116
105
.096
082

838
801
738
705
673
637
633
603
586
543
525
505
467
466
444
430
404
376
373
361
349
331
322
272
266
259
244
228
210
189
184
169
153
140
118

86.296
87.097
87.835
88.539
89.212
89.850
90.483
91.086
91.672
92.215
92.739
93.244
93.712
94.178
94.622
95.053
95.457
95.833
96.206
96.567
96.916
97.247
97.569
97.840
98.106
98.366
98.609
98.837
99.048
99.237
99.421
99.589
99.742
99.882
100.000

Extraction Method: Principal Component Analysis.
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Appendix E
Hetetrotrait Monotrait ration (HTMT)

Constructs 1 2 3 4 5 6

RS

TD 0.642

COMP 0.522 0.696

PA 0.510 0.623 0.708

PRO 0.494 0.617 0.574 0.777

OP 0.610 0.626 0.488 0.744 0.785 0.787
Mediation Predictive Relevance out put

Constructs SSO SSE Q? (=1-SSE/SSO)

EC 543 298.095 0.451

OP 905 681.21 0.247

RS 724 724

TD 543 543

COMP 905 905

PA 905 905

PRO 1,267.00 1,267.00
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