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Abstract. The role of employees within organisations are very vital in the man-
agement and survival of any organisation; this is because their performance is
influenced by a set of human resource management (HRM) practices. Similarly,
the process of attracting, developing, and maintaining a talented and energetic
workforce to support the organisational goals and objectives is the ultimate aim
of HRM. Therefore, the aim of this study is to investigate the improvement of
construction workers productivity through an efficient Human Resource Man-
agement practices. Hence, this research identified the HRM practices and com-
prehensively evaluated the impact of these practices on productivity and em-
ployee performance. The data used in this paper was derived from both primary
and secondary sources. Twenty-eight structured questionnaires were distributed
to the HR department of a construction company that was used for the study. A
return rate of 100% was achieved since the respondents were purposively se-
lected. The data received were analysed using the Statistical Package for the
Social Science (SPSS). The result of the analysis showed certain HRM practices
enhances productivity and employee performance in a construction company.
Therefore, it is highly recommended that HRM practices are effectively imple-
mented to enhance productivity and employee performance. Thus, obtaining
and sustaining competitive advantage. Moreover, the study observed that happy
and satisfied employees have higher performance, therefore making it easy for
management to motivate them thus attaining the firm targets. The study con-
tributes to the body of knowledge on the improvement of construction workers
productivity through an efficient Human Resource Management practices.
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1 Introduction

The construction industry is a labour intensive sector and a stimuli for emerging
economies [1]. To maintain competitive advantage, firms must continually improve
their performance by reducing costs, be innovative in conceiving, designing and exe-
cuting organisational objectives, improving quality, and productivity [2] [3] [4].
Therefore, effective human resource management (HRM) has become crucial and
critical to the realisation of individual, organisational, community, national and inter-
national goals, and objectives. Byars & Rue [5] define HRM as successful manage-
ment of employees in an organisation to achieve organisational goals through a strate-
gic system of activities. However, the management of employees is a challenging task
opposed to the management of capital or managing technology, [6]. Past studies have
acknowledged that there is positive relationship between HRM practices and employ-
ee performance and organisational performance [7] [8] [9] [10] [11]. Hence, the im-
portance of effectively implementing HRM practices. HRM practices may be de-
scribed as activities directed at managing the poor human resource and ensures that
resources are employees towards the fulfilment of organizational goals [12]. Agreea-
bly, Schuler & Jackson, [13], defined HRM practices as a system that attracts, devel-
ops, motivates, and retains employees to ensure the effective implementation and the
survival of the organisation and its members.

Therefore, the aim of this paper is to investigate the improvement of productivity
and employee performance through an efficient human resource management. Hence,
this research identified the HRM practices and comprehensively evaluated the impact
of these practices on productivity and employee performance.

2 Human Resource Management

2.1  Human Resource Management Practices

Armstrong [14] described Human Resource Management (HRM) as a strategic and
logical approach to the management of an organisation’s most valued assets, which
are the employees. The employees collectively contribute to the achievement of or-
ganisational objectives. Similarly, Johanson, [15] noted that HRM is a function within
an organisation designed to maximize employee performance in service of the com-
panies’ strategic objectives. Furthermore, Collings & Wood [16] highlighted that
HRM is concerned with how people are managed within organisations, focusing on
policies and systems. Agreeably, Delery & Doty [17], conceptualises HRM as a set of
policies and practices adopted and implemented to ensure that a firm’s human capital
contributes to the achievement of its business objectives. HRM is governed by HRM
practices, such as employee recruitment, training, and development (T&D), perfor-
mance appraisal, and compensation and benefits [18]. Furthermore, HRM is deals
with industrial relations, which is, the balancing of organisational practices with regu-
lations arising from labour laws [19]. Schuler & Jackson [13] defined HRM practices
as a system that attracts, develops, motivates, and retains employees to ensure the
effective implementation and the survival of the organisation and its members. Simi-
larly, HRM practices may be viewed as a set of practices used by the organisation to



manage human resources through facilitating the development of competencies that
are firm-specific, produce complex social relation and generate organisation
knowledge to sustain competitive advantage [20]. Though there may be different def-
initions on HRM and its practices, they all relate to specific practices, and organisa-
tional policies that are designed to attract, develop, motivate, and retain employees
who ensure the effective functioning and survival of the company.

2.2 Human Resource Management Practices on Productivity and Employee
Performance

The main objective of any organisation is to make a profit and to achieve this organi-
sational goals. Hence, adequate HRM planning and development programs should be
implemented in order enhance performance [21] [22] 23]. Human Resource Manage-
ment is an essential component for an organization regarding labour turnover, produc-
tivity as well as the financial growth of an organisation. Similarly, HRM plays a piv-
otal role in employee’s retention and their productivity, [12]. There are numerous
factors that influence this aspect, like inadequate wages, salaries or allied benefits,
poor reward system and lack of H&S facilities. [24] [25]. According to Mansour [26]
and Jahanian et al. [27] employees get frustrated due to an imbalance in the work and
personal life and fail to render optimum performance. In addition, it was observed that
job stress and unfair treatment by the HRM department or manager demotivates even
the talented employees [9]. Organizations that do not evolve and implement human
resource development (HRD) often experience HRM related issues, which result in
employees not acquiring professional development through training, mentoring or
coaching. Hence, employees encounter issues like; boredom or lack of challenge in
the work environment [28] [29].

Previous literature on HRM indicates that HRM practices contribute to sustaining
competitive advantage for the corporation [30] [32] [33] [34]. Kinicki & Kreitner [35]
observed that happy and satisfied employees have higher performance, therefore mak-
ing it easy for management to motivate them thus attaining the firm targets. Likewise,
the recognition of significant training practices enables management to create a con-
ducive working environment, which ultimately improves the motivational levels as
well as the performance of its workforce. Huselid [31] noted that the effectiveness of
HRM would transfer on the behaviour of the workers as a result of human resource
management. Hence, Carlson et al. [36] suggested five HRM practices that enhance
performance that are; T&D, performance appraisals, compensation, benefits, and
employee motivation and recruitment package. Also, the study by Teseema & Soeters
[10] which was conducted on eight HRM practices revealed that recruitment and se-
lection practices, placement practices, training, compensation, employee performance
evaluation, promotion, grievance procedure and pension or social security have an
effect on employee performance. Based on existing literature it may be concluded
that, if certain HRM practices are not effectively implemented by the organisation
then employee performance would be stagnant or decline. Therefore, it is imperative
that a firm adopt and effectively implements HRM practices that will increase its
employee’s performance [37].

However, Guest [38] in his study demonstrated that the Impact of HRM on per-
formance depends upon the response of worker towards HRM practices, hence, the



impact of HRM will move in the direction of the employee perception. The research
by Armstrong [39] noted that employee performance is hormally looked at regarding
outcomes. However, it can also be seen on an employee behavioural perspective.
Thus, confirming the definition; “performance does not include the results of an em-
ployee’s behaviour, but only the behaviours themselves” [40]. Meaning that it is not
based on what employees produce or the outcomes of their work but on the employ-
ees’ behaviour. Further, Ghebregiorgis & Karstan [41] said that the perception of the
employees provides a broad evaluation of the company’s HRM functions and practic-
es such as recruitment and selection, T&D and compensation & benefits. Hence,
Huselid [30] argued that the impact of HRM on the behaviour of the employees re-
sults in the effectiveness of the employees.

A recent study by Elnaga & Imran [37] classified performance into five elements
namely: planning, monitoring, developing, rating, and rewarding. In the planning
stage, Planning means setting goals, developing strategies, and outlining tasks and
schedules to accomplish the goals. Planning entails setting goals, developing strate-
gies, and outlining tasks and schedules to accomplish the goals. Monitoring is the
phase whereby employees are continually checked to see how well they are doing to
meet the set goals and providing constant feedback to employees and work groups on
their progress toward reaching their goals. Also, monitoring assists in changing unre-
alistic or problematic standards. The developing stage helps employees improve on
any poor performance seen throughout the duration one has been working in the com-
pany. The rating gives an overview of the employee performance; this is helpful when
organisations are comparing performance over time or among its employees. During
the rewarding stage, it is imperative that employers know their best performers are
therefore rewarding them accordingly.

3 Research methodology

The study adopted a two-step approach for research data collection (primary and sec-
ondary data). The secondary data were collected through the review of the literature,
from published and unpublished articles, journals, and textbooks. Whilst the primary
data were collected using a structured questionnaire, whereby the field findings pro-
vided a general view and in-depth knowledge of the study’s objective. The question-
naire was selected because it enabled the researcher to be consistent in asking ques-
tions and data yielded were easy to analyse statistically. Twenty-eight copies of the
developed questionnaire which was part of an existing research instrument, were dis-
tributed to the HRM department of a Grade 9 (CIDB grading) South African construc-
tion company. Instructions and guidelines of how the respondents should answer the
questionnaires were stipulated on the questionnaires. All distributed questionnaires
were received back. Thus, rendering a 100% response rate. Based on the research
approach and design of this study, purposive sampling, which is a non- probability
sampling technique was most favourable the study. This sampling technique proofed
to reduce biases by ensuring that the participants are selected based on the specific
research study and not by convenience, locality, or other considerations.



3.1 Mean Item Score (MIS)

A five-point Likert scale was used to determine the HRM practices, the impact of
human resource practices on turnover, productivity, and corporate performance and
employee motivation in a South African construction company on the identified fac-
tors from the reviewed literature. The adopted scales were as follows:

1. = Strongly disagree
2. = Disagree

3. = Neutral

4, = Agree

5. = Strongly agree

The five-point scale was transformed to mean item score for each of the factors of
causes and effects of cost overruns as assessed by the respondents. The indices were
then used to determine the rank of each item. The ranking made it possible to cross
compare the relative importance of the items as perceived by the respondents. This
method was used to analyse the data collected from the questionnaires survey. The
mean item score was calculated for each item as follows;

MIS= 1ni+2n2+ 3N3+4N4+5N5 ..o Equation 1.0
>N

Where;

nl = Number of respondents for factor number 1;

n2 = Number of respondents for factor number 2;

n3 = Number of respondents for factor number 3;

nd = Number of respondents for factor number 4;

n5 = Number of respondents for factor number 5;

N = Total number of respondents

After mathematical computations, the factors were then ranked in descending order
of their mean item score (from the highest to the lowest).

4 Findings / discussions

Findings from the data analysis revealed that out of the 26 respondents, 66.61% were
female, and 33.33% were male. The majority of the respondents were Africans at
56.6%, followed by the Whites at 40.7% and the coloureds proofed to be the minority
at 3.7%. Findings relating to the respondents’ age group revealed 22.2% of the re-
spondents were in the age group 41-45 years old, 18.5% were in the age group 36-40
years old, 14.8% of the respondents were above51-55 years old, 14.8% of the re-
spondents were between 56 years and above, 11.1% of the respondents were in the
age group 26-30 years old, 7.4% were in the age group 31-35 years old, 7.4% were in
the age group 46-50 years old, and 3.7% of the respondents were in the age group of



20-25 years old. When asked the question pertaining to the respondents work experi-
ence it revealed that 29.6% had more than 20 years’ experience, 22.2% had experi-
ence that ranged from 6-10 years, 18.5% had experience in the range of 11-15 years,
14.8% had experience that ranged between 16-20 years, and 14.8% had experience
that ranged from 1-5 years in human resource management (HRM). Further, 14.8% of
the respondents had bachelor’s degrees, 37.0% of the respondents only had matric
(grade 12) certificates, 37.0% had diplomas, 7.4% of the respondents had a certificate
in Human Resource, and 3.7% of the respondents had master’s degrees.

4.1. HRM Practices on Productivity and Employee Performance

For the purpose of the data collection, HRM practices were separated into: “perfor-
mance and productivity factors”, “Human resource factors,” and “Organisational fac-
tors” respectively. However, these factors are considered contributors to the en-
hancement of productivity and employee performance in a construction company.

Results from the data analyses revealed that performance and productivity (P&P)
factors such as high morale employees, P&P increase due to the job knowledge, P&P
increase due to enhanced competency of employees, High morale employees give
better performance, P&P increase due to positive attitude of employees, and P&P
increase due to the ability of the employees. The data revealed that human resource
factors are; equity of compensation and benefits, challenging Employment Structures
and opportunities, Provision of effective training, career development, fair and equi-
table performance Management, and challenging employment opportunities. Further-
more, the organisational factors are; company policies and culture, Communication
and consultation, satisfactory working environment, organisational loyalty and pride,
and effective integration of working relationships.

The respondents were asked to rank the impact of human resource practices on per-
formance and productivity. High morale employees are more productive was ranked
first (MIS=4.22; SD=1.15); P&P increase due to the job knowledge was ranked sec-
ond (MIS=4.19; SD=0.92); P&P increase due to enhanced competency of employees
was ranked third (MIS=4.11; SD=0.89); High morale employees give better perfor-
mance was also ranked third (M1S=4.11; SD=1.22). Similarly, P&P increase due to
positive attitude of employees was ranked fourth (MI1S=4.07; SD=0.83).

Table 1. HRM Practices: Performance and productivity practices

Performance and productivity practices MIS SD R
High morale employees are more productive. 4.22 1.15 1
Job knowledge 4.19 0.92 2
Enhanced competency of employees. 411 0.89 3
High morale employees give better performance. 411 1.22 3
Positive attitude of employees. 4.07 0.83 4




The respondents were asked to rank the impact of human resource factors on the
productivity and employee performance. Equity of compensation and benefits ranked
first (MIS=3.48; SD=1.16); Challenging Employment Structures and Opportunities
ranked second (MIS=3.41; SD=0.97); Provision of effective training ranked third
(M1S=3.37; SD=1.01); Career Development ranked fourth (MIS=3.33; SD=1.11);
Fair and equitable Performance Management ranked fifth (M1S=3.26; SD=1.13).

Table 2. HRM Practices: Human resource factors

Human resource factors MIS SD R

Equity of compensation and benefits. 3.48 1.16 1
Challenging Employment Structures and Opportunities. 341 097 2
Provision of effective training. 3.37 1.01 3
Career Development. 3.33 111 4
Fair and equitable Performance management. 3.26 1.13 5

The respondents view on organisational factors. Company policies and culture was
ranked first (MI1S=3.70; SD=0.95); Communication and consultation were ranked
second (MIS=3.56; SD=1.19); and the satisfactory working environment was ranked
second as well (MIS=3.56; SD=1.09). Further, the table reveals organisational loyalty
and pride was ranked third (MI1S=3.41; SD=1.22); and effective dispute resolution
was ranked third (MI1S=3.41; SD=1.25); Effective integration of working relationships
was ranked fourth (M1S=3.30; SD=1.03).

Table 3. HRM Practices: Organisational factors

Organisational factors MIS SD R
Company policies and culture. 370 095 1
Communication and consultation. 356 119 2
Satisfactory working environment. 356 1.09 2
Organisational loyalty and pride. 341 122 3
Effective dispute resolution. 341 125 3

Mean Item Score (MIS); Standard Deviation (SD); Rank (R)

The results from the data analysis align with the study by Mansour, (2011) and Ja-
hanian et. al., (2012) who noted that employees get frustrated due to an imbalance in
the work and their personal life and fail to render optimum performance. In addition,
it was observed that job stress and unfair treatment by the HRM department or man-
ager demotivates even talented employees. (Wright et al., 2012). Organizations that
do not evolve and implement certain HRM practices often experience HRM related
issues, which result in employees not acquiring professional development through
training, mentoring or coaching. Hence, employees encounter issues like; boredom or



lack of challenge in the work environment [28] [29]. Similarly HR practices like se-
lection and training effects the performance of the employee. Moreover, the quality
and quantity of performance is associated with clear and measurable goals; and incen-
tives in most organisation. Likewise, Kinicki & Kreitner [35] observed that happy and
satisfied employees have higher performance, therefore making it easy for manage-
ment to motivate them thus attaining the firm targets. Therefore, the recognition of
significant training practices enables management to create a conducive working envi-
ronment, which ultimately improves the motivational, levels as well as the perfor-
mance of its workforce. Additionally, the adoption of HRM planning, T&D, compen-
sation, and benefits, HRIS, recruitment, and selection produces higher levels of
productivity than the more traditional approaches that involve rigid job definitions,
hourly pay, and stringent work rules. Furthermore, Ghebregiorgis & Karstan [41] said
that the perception of the employees provides a broad evaluation of the company’s
HRM functions. Thus, the argument by Huselid [31] that the impact of HRM on the
behaviour of the employees results in the effectiveness of the employees.

5 Conclusion and recommendations

Human resource management plays an important role in increasing productivity and
employee performance through the effective use of the companies’ most valueable
asset, its employees. Findings from the study was supported by work from previous
researchers and scholars. Hence, it is important that HRM practices are effectively
implemented in order to enhance productivity and employee performance. Thus, ob-
taining and sustaining competitive advantage.

The survey focused the attention on the improvement of productivity and employee
performance through an effective human resource. The data was collected through
research questionnaire. The data that was collected and was analysed using a comput-
er software, SPSS. This study identified HRM practices and their effect on productivi-
ty and employee performance and comprehensively evaluated the impact of these
practices on productivity and employee performance as compiled from an extensive
literature review.

The study revealed the importance of effectively implementing HRM practices in
order to enhance productivity and employee performance. Thus, obtaining and sus-
taining competitive advantage. Additionally, the study observed that happy and satis-
fied employees have a higher performance, therefore making it easy for management
to motivate them. Moreover, findings from the study was supported by work from
previous researchers and scholars. The findings suggest that performance and produc-
tivity (P&P) factors are High morale employees are more productive, P&P increase
due to the job knowledge, P&P increase due to enhanced competency of employees,
High morale employees give better performance, P&P increase due to positive atti-
tude of employees, and P&P increase due to the ability of the employees. The data
revealed that human resource factors are; equity of compensation and benefits,
challenging Employment Structures and opportunities, Provision of effective training,
career development, fair and equitable performance Management, and challenging
employment opportunities. Furthermore, the organisational factors are; company poli-



cies and culture, Communication and consultation, satisfactory working environment,
organisational loyalty and pride, and effective integration of working relationships.

Therefore, it is recommended that the firms’ goals and objective be effectively
communicated to all employees; recognition of significant training & development
and compensation & benefits practices which are fair and equitable enables manage-
ment to create a conducive working environment, which ultimately improves the mo-
tivational levels as well as the performance of its workforce. Likewise, challenging
employment structures and work opportunities.

References

10.

11.

12.

13.

Loosemore, M., Dainty, A., and Lingard, H. (2003). Human Resource Management in
Construction Projects: Strategic and Operation Approaches. Spon Press.

Garavan, T.N., Bamicle, B. & O'Sulleabhain, F. (1999): Management Development:
Contempo-rary trends, issues and strategies. Journal of European Industrial Train-
ing. 23(4/5):3-12.

Hodgetts, R.M., Luthans, F. & Slocum, J.W. (1999): Strategy & IHRM initiatives for
the 00s environment: Redefining roles & boundaries, linking competencies & re-
sources". Organisational Dynamics, 28(2):7-21.

Losey, M.R. (1999): Mastering the competencies of HR management. Human Re-
source Management, 38(2): 99-111.

Byars, L & Rue, L (2006). Human Resource Management. In L, Byars & L, Rue, L

(Eds.), Human resource management (8" ed, pp. 19-37). New York, NY: McGraw-

Hill/ Trwin.

Pirzada, DS, Hayat,F, Ikram, AA, Ayub, M, & Waheed, K 2013, Impact of Human
Resources Management Practices on Turnover, Productivity and Corporate Fi-
nancial Performance’. European Journal of Business and Management.5 (10).

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

Park HJ, Mitsuhashi H, Fey CF, Bjorkman | (2003). The effect of human resource
management practices on Japanese MNC subsidiary performance: a practical me-
diating model. International Journal. Human Resource Management, 14(8): 1391-
1406.

Wright, P.M, Garden, 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.

Tessema M, Soeters J (2006). Challenges and Prospects of HRM in Developing
Countries: Testing the HRM-Performance Link in Eritrean Civil Service. Interna-
tional. Journal of Human Resource Management. 17(1): 86-105.

Qureshi TM, Akbar A, Khan MA, Sheikh RA, Hijazi ST (2010). Do human resource
management practices have an impact on financial performance of banks? African.
Journal of Business. Management. 4(7): 1281-1288.

Siebers, P.O., Aickelin, U., Battisti, G., Celia, H., Clegg, C., Fu, X., Peixoto, A.
(2008). Enhancing Productivity: The Role of Management Practices. Jubilee Cam-
pus,Wollaton Road,Nottingham,NG8 1BB, UK: The University of Nottingham.

Schuler, R. S. & Jackson, S. E. (1987). Linking competitive strategies with human re-
source management practices. Academy of Management Executive, 1(3):207-219.



14,

15.

16.

17.

18.

19.

20.
21

22.

23.

24,

25.

26.

217.

28.

29.

30.

31.

32.

Armstrong, M. (2009). Handbook of Human Resource Management Practice.(11"
ed). London: Kogan Page.

Johnason, P. (2009). HRM in changing organizational contexts. In D. G. Collings &
G. Wood (Eds.), Human resource management: A critical approach (pp. 19-37).
London: Routledge.

Collings, D. G., & Wood, G. (2009). Human resource management: A critical ap-
proach. In D. G. Collings & G. Wood (Eds.), Human resource management: A crit-
ical approach (pp. 1-16). London: Routledge.

Delery, J. E., & Doty, D. H. (1996), Modes of Theorizing In Strategic Human Re-
source Management: Tests of Universalistic, Contingency, and Configurational
Performance Predictionsl. Academy Of Management Journal. 39(4):802-83.

Paauwe, J., & Boon, C. (2009). Strategic HRM: A critical review. In D. G. Collings &
G. Wood (Eds.), Human resource management: A critical approach (pp. 38-54).
London: Routledge.

Klerck, G. (2009). Industrial Relations and Human Resource Management. In D. G.
Collings & G. Wood (Eds.), Human resource management: A critical approach (pp.
238-259). London: Routledge.

Dana B. Minbaeva, (2005). HRM practices and MNC knowledge transfer. Personnel
Review, 34(1):125 - 144.

Barney, J (1991), Firm Resources and Sustained Competitive Advantage, Journal of
Management, 17, 99-120.

Jackson, S., E., & Schuler, R., S. (2000). Managing Human Resources: A Partnership
Perspective, (7th ed.), South-Western College Publishing (Thomson Learning),
Cincinnati, OH.

Pfeffer, J. (1994). Competitive Advantage through People: Unleashing the Power of
the Work Force. Boston: Harvard Business School Press.

Caliskan E.N, (2010). The Impact of Strategic Human Resource Management on Or-
ganization Reference. Journal of Naval Science and Engineering 2010. 6(2):100-
116.

Long, C.S et. al., (2012). The Impact of Human Resource Management Practices on
Employees Turnover Intention: A Conceptual Model. Interdisciplinary Journal of
Contemporary Research in Business, 4(2).

Mansour, M (2011). HR Practices Impact on Firm Performance: An Empirical Study.
King Fahd University of Petroleum and Minerals, management and Marketing De-
partment.

Jahanian, A. et. al (2012), Human Resource Management and Productivity: A Com-
parative Study Among Banks in Bahawalpur Division. European Journal of Busi-
ness and Management. 4(8).

Boohene, R et al. (2011), The Effect of Human Resource management Practices on
Corporate Performance: A Study of Graphic Communication Group Limited. In-
ternational Business Research. 4(1).

Patel, S.C et al (2012), “Human Resource Management Practices” A Comprehensive
Review,” Pakistan Business Review.

Huselid M. (1995). The Impact of Human Resource Management Practices on Turn-
ver, Productivity, and Corporate Finance Performance. Academic Management.
Journal. 38(3): 635-670.

MacDuffie, J. (1995). Human resource bundles and manufacturing performance:
Organisational logic and flexible production systems in the world auto industry. In
Industrial and Labour Relations Review, 48:197-221.

Arthur, J., (1994). Effects of human resource systems on manufacturing performance
and turnover. Academic Management Journal, 37: 670-687.



33.

34.

35.

36.

37.

38.

39.
40.

41.

Terpstra, D. E. And Rozell, E. J. (1993), The Relationship Of Staffing Practices To
Organizational Level Measures Of Performance. Personnel Psychology, 46: 27—
48.

Gerhart B. Milkovich G.T., (1992), Employee compensation: Research and practice,
In Dunette M.D. Hough L.M. (Eds.), Handbook of industrial and organizational
psychology, 3:481-569, Palo Alto, CA: Consulting Psychologists Press.

Kinicki, A. & Kreitner, R. (2007). Organisational Behaviour, New York. McGraw-
Hill.

Carlson DS, Upton N, Seaman S, (2006). The Impact of ~Human Resource Prac-
tices and Compensation Design on Performance: An Analysis of Family-Owned
SMEs. Journal of Small Business Management, 44(4): 531-543.

Elnaga, A. & Imran, A. (2013). The Effect of Training on Employee Performance. Eu-
ropean Journal of Business and Management. 4(5):137-147.

Guest, D. (2002). Human Resource Management, Corporate Performance and Em-
ployee wellbeing: Building the worker into HRM. The Journal of Industrial Rela-
tions, 44(3) 335-358.

Armstrong (2000) A Handbook of Human Resource Management Practice. (T ed)
London: Kogan Page.

Aguinis H. (2009). Performance Management. (2nd ed), Person education, Inc., pub-
lishing as Prentice Hall.

Ghebregiorgis F, Karsten L (2006), Human resource management practices in Eri-
trea: Challenges and prospect. Employee Relation. 28(2): 144-63.



