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Abstract - The basic motive of this study to explore the impact of Selected HR Practices on Employees’ Performance as 

found in faculty members of educational institutions from the private sector in Agra region of Uttar Pradesh. 

Questionnaires were circulated to 320 faculty members who are working in private educational institutions and we 

received 300 questionnaire. For data collection Survey method was used. However, factors affecting of selected HR 

Practices and employees’ performance were also explored by using factor analysis. Multiple regression tool was applied 

to understand the effect of Selected HR Practices on Employees Performance. The outcome of this study concluded that 

Employee Involvement and Training & Development have a significant role in determining the Employees 

Performance.  If employee gets the opportunity of enhancing the skills and knowledge through Training and 

Development this contribute positively in his / her performance in the organization. While Recruitment & Selection is a 

process for entering in an organization and after becoming a part of the institution and employees’ performance is not 

affected by the Recruitment & Selection process.   

Keywords- Human Resource, HR Practices, Employees’ Performance. 

I. INTRODUCTION 

This study is an attempt to explore the impact of Selected 

HR Practices (Recruitment & Selection, Employee 

Involvement, Training & Development, on Employees 

Performance. However, it is a new subject for research in 

Private Educational Institutions in Agra Region. All the 

earlier research studies completed in India shown a wide 

gap which is significant needs to be filled up by present 

study in Private Educational Institutions. 

Harrison et al., 2006; Kooij et al. (2010) recognized twelve 

practices related to human resource that researchers 

illustrate as practices related to high commitment. The 

proprietary database which has been used to access “six of 

these high commitment HR Practices: rewards and benefits 

(perception of equal opportunities in the workplace), 

information sharing (communication from management), 

working in teams (perception of teamwork as priority), 

work-life policies (ability to balance work and life), 

performance management (feelings of personal 

accomplishment; recognition for good performance) and 

training and development (level of training” received).  

Combs et al. (2006) recognized HR practices for the first 

time that investigators’ elaborate as high valuable 

commitment practices, thus leading to the Twelve practices 

of human resource which are Job Security, Staffing and 

Selection, Rewards and Benefits, Information sharing 

(including communication), Performance Management 

(performance appraisal and pay), Working in teams 

(cooperation), Participation (including empowerment and 

grievance / suggestion schemes), Work / life policies, 

Flexible work schemes, Training and development, Internal 

promotion and career development, Job enrichment.  

Boselie, Dietz, and Boon (2005), pooled a few HR practices 

connected to high commitment: The HR practice related to 

contribution consists of  empowerment practices as well as 

suggestion / grievance schemes; some HR practice of 

teamwork consists cooperation; information sharing 

includes communication, staffing includes selection; 

rewards includes benefits; training includes development; 

internal promotion consists of career development; and the 

one other HR practice of performance management consists 

both performance appraisal as well as  performance pay. 

There exist multiple “HR Practices that could be tested in 

relation with employee performance. Teseema and Soeters 

(2006) have considered the eight HR practices as well as 

the connection which they have to perceived employee 

performance. These eight HR Practices consists of 

recruitment & selection practices, training practices, 

placement practices, compensation practices, employee 

performance evaluation practices, promotion practices, 

grievance procedure and pension or social security.  
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Huselid (1995) used eleven HR practices in his study that 

consists of  recruitment efforts, personnel selection, 

employee training and promotion criteria, performance 

appraisal, , job  design, incentive compensation, grievance 

procedures, information sharing, attitude assessment, labor 

management” participation. This study deals with the 

relationship, as it exists, between these three HR practices, 

that is, compensation, promotion and performance 

evaluation and perceived employee performance. It is for 

this reason that these practices feature in this study. 

II. REVIEW OF LITERATURE 

2.1 Preferred Human Resource Practices 

There are various HRM practices as discussed by various 

researchers and academicians are given below-.  

Huselid (1995) used eleven HR Practices in his study these 

are “personnel selection, performance appraisal, incentive 

compensation, job design, grievance procedures, 

information sharing, attitude assessment, labor management 

participation, recruitment efforts, employees’ training” and 

promotion criteria. 

Lee and Lee (2007) identified “training and development, 

team work, performance appraisal, compensation / 

incentives, human resources planning and employment 

security help improve performance including increased 

employee productivity, product” quality and firm’s 

flexibility. 

Pfeffer (1998) also recognizes seven best HR Practices of 

successful organizations but vary from the earlier typology. 

These comprises of  “employment security, self-managed 

teams (autonomy), extensive training (training), and high 

compensation contingent on organizational performance 

(reward), selective hiring (recruitment), sharing of 

information (involvement), and status” differences. 

Delery and Doty (1996) recognized seven best HR 

Practices i.e. formal training systems, appraisal measures, 

internal career opportunities, profit sharing, employment 

security, voice mechanisms, and job definition. 

2.2   Employees’ Performance 

Sinha (2001) stated that performance of the employee i.e. 

(employees’ performance) is depending on the “willingness 

and openness of the employees itself on doing their job. He 

also stated that by having willingness and openness of the 

employees in doing their job, it could enhance the 

employees’ productivity which also leads to the 

performance” of the employees. 

Eysenck (1998) found that an employees’ performance can 

also be determined as an ability of a persons’ that perform 

the task, this is also consists of the “opportunity and 

willingness to perform as well. The sense of willingness to 

perform means that the desire of the employees in putting 

as much effort towards” their task. 

2.3 Selected HR Practices and Employees’ Performance     

There has been enlarging in the experimental studies that 

examine the influence of few “HR Practices on employees’ 

performance (Becker & Huselid, 2006; Bowen & Ostroff, 

2004). One can approach across different HR practices that 

can influence the performance of an organization on their 

own or when merged with others. However, the outcome 

cannot be simply interpreted (Ahmad & Schroeder, 2003). 

In order to examine the influence of HR practices on 

employees’ performance of an organization, which is also 

related to growth of the organization, it may be essential to 

know the various HR practices that are suggested by Pfeffer 

(1998) in which the literature describes that one can expect 

its influence on employee” performance. 

Qureshi and Ramay (2006) stated that few HR practices are 

significant and positively associated with the employees’ 

performance and training & selection is one of the major 

element which affecting on the employee performance 

between all the others practices. Qureshi et al. (2007) 

concluded in his study that HR practices are directly 

interconnected with employee’s performance in the 

organization. 

Ghebregiorgis & Karstan (2007) explained that the 

employees’ perception shows wider evaluation of HRM 

systems. He also assessed a positive image of HRM 

practices consisting recruitment & selection, training & 

development and compensation also plays an important role 

for overall development of the organization. 

2.3.1 Recruitment & Selection and Employees’ 

Performance      

Huselid (1995) examined one of HR practices is 

recruitment & selection, it permit the better quality of skills 

in the organization. He also stressed upon the significance 

of “training as complement of selection practices through 

which the organizational culture and employee behavior 

can be aligned to produce positive results in the 

organization. 

Smith and Lynch (2010) showed that recruitment & 

selection is the primary step in process of employee 

evaluation. This is related with identify, attract and select 

the suitable candidate to meet the requirements of the jobs 

within the organization. This process is significant to make 

sure about the results of the recruitment & selection 

process” in the organization. 

Chand & Katou (2007) explained that “recruitment & 

selection, which is a part of HRM system is strongly related 

with the profitability and suggests to the management of the 

organization to focus on these HRM practices (recruitment 

& selection) resulting in an improved organizational” 

profit. 

Lynch & Smith (2010) and Cunningham, I. (1999) stated 

that recruitment & selection is the first process to 



International Journal for Research in Engineering Application & Management (IJREAM) 

ISSN : 2454-9150    Vol-04, Issue-07, Oct 2018 

694 | IJREAMV04I0743135                        DOI : 10.18231/2454-9150.2018.1032                      © 2018, IJREAM All Rights Reserved. 

 

evaluation of the staff. It is one of the important processes 

to carry out otherwise the results of inappropriate 

recruitment & selection is extensive. 

Omolo et al (2012) in their study of the “effect of 

recruitment and selection of employees on the performance 

of small and medium enterprises in Kisumu Municipality- 

Kenya the study showed a significant effect between 

recruitment /selection and SMEs performance, that 

recruitment and selection accounts for 72.4% of the 

variance in the performance of the SMEs and the better the 

recruitment and selection, the higher the performance” of 

the SMEs. 

2.3.2 Employee Involvement and Employees’ 

Performance 

Locke et al., (1997) revealed that “employee involvement is 

making an atmosphere in which employees are empowered 

to make their decisions and take actions relevant to their 

jobs. Employee involvement supports the organization to 

retaining its employees as well as to increases ownership & 

commitment and fosters an environment” to make the 

employees motivated and contributing. Employee 

contribution influence employee’s performance in a 

positive manner. 

Mullins and Peacock (1991) stated that the employee 

involvement increase the level satisfaction of the employees 

those who are working, motivation and employees 

commitment, as employees feel themselves more concerned 

in the accomplishment of the organizational goals. 

2.3.3 Training & Development and Employees’ 

Performance 

Cardon & Stevens (2004) found that the training is one of 

the key element in hr practice which helps the employees to  

maintain a good  environment of the organization and also 

to be productive which in turn will outcome in earning 

reward and awards; it also helps the employees to increase 

the productivity. Training also plays an essential role in 

employee performance as the skills acquired during the 

training, the major part of the employee life-cycle have 

increased in the organization.  

Castilla, (2005) stated that training is one of the tool which 

helps the employees to increase his or her knowledge & 

skills and improves his or her performance in the 

organization. 

Mahadevan, A. &  Mohamed, F.A. (2014) revealed that 

employee training plays an essential role that helps to 

develop the performance of the organization, take a very 

important role in improving employee performance as well 

as increasing productivity and  helps to the organization to 

face out the competition in the market. 

Jayawarna et al (2007) revealed that the formal training in 

association with informal training is more efficient and 

significantly associated with performance of the employees 

because it support the employees to maintain the 

productivity in effective manner. 

Imran, M., & Tanveer, A. (2015) conducted a study on 

impact of Training & Develeopment on employees’ 

performance in the banks of Pakistan and found that 

Training & Development had a positive impact on their Job 

knowledge, functional skills, work quality & quantity and 

their motivation and  loyalty and these are all linked to their 

performance either strongly or moderately but in a 

supporting direction.  

III. THEORETICAL CONCEPTUAL FRAMEWORK  

Selected HR Practices 

 

Objectives of the Study 

The study has the following objectives:- 

 To identify underlying factors of Selected HR Practices and 

Employees’ Performance. 

 To study the impact of Selected HR Practices on 

Employees’ Performance. 

 To open new vista for the further researcher.  

 

Hypothesis of the Study 

In order to explore the facts, following hypothesis is 

developed:- 

 H0: There is no significant impact of Selected HR Practices 

on Employees’ Performance.     

 H01: There is no significant impact of Recruitment & 

Selection on Employees’ Performance.     

 H02: There is no significant impact of Employee 

Involvement on Employees Performance.     

 H03: There is no significant impact of Training & 

Development on Employees Performance.     

IV. RESEARCH METHODOLOGY 

This study was causal in nature, adapted and modified 

questionnaire was used as the tool for primary data 

pertaining to measure and evaluate the Impact of Selected 

HR Practices on Employees Performance with special 

reference to private educational institutions in Agra region. 

The population for the study will be the faculty members of 

private educational institutions at Agra Region (U.P). Non-

Probability - (Purposive Sampling) technique was used to 
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select sample element. The total sample size was 300 which 

will be selected from faculty members of different private 

educational institutions in Agra region. The scales of the 

study were adapted from the previous literature and 

published studies. The scale of first variable i.e. 

Recruitment and Selection, were taken from “Dessler 

(2002); Mathis and Jackson (2003); Bohlander and Snell 

(2009), Lievens and Chapman (2010). The scale of next 

variable Employee Involvement was taken from Muckinsky 

(2004); Siqueira (2008), Bohlander and Snell (2009), 

Sisson (1994), Dessler (2002); Mathis and Jackson (2003), 

Ulrich et al. (1991), Dietz et al. (2010). The scale of next 

variable Training & Development were taken from Borges-

Andrade et al. (2006); Goldstein (1996), Dutra (2001), 

Sisson (1994); Dessler” (2002), Bohlander and Snell 

(2009), Winterton (2007) and the scale of last variable 

Employees Performance was taken from Parker (2007) to 

collect data on Impact of Selected HR Practices on 

Employees’ Performance on a Likert-type scale of 1-5, 

where 1 is specify minimum agreement with the statement 

and 5 specify maximum agreement with the statement.  

1. Tools for Data Analysis: In this study, the statistical 

tools were applied to explore and ratify the related 

facts on the basis of SPSS.  

 Cronbach Alpha () reliability test: Cronbach Alpha 

() reliability test was applied to check the reliability 

of the questionnaire. 

 Factor Analysis: It was applied to identify underlying 

factors of Recruitment & Selection (RS), Employee 

Involvement (EI), Training & Development (TD) and 

Employees Performance (EP). 

 Regression Analysis: Regression Analysis was 

applied to evaluate the impact of independent variables 

(Selected HR Practices) on dependent variable 

(Employees’ Performance). 

V. RESULTS AND DISCUSSIONS  

 Reliability Test   

Cronbach’s Alpha was used to determining reliability of the 

study. Reliability test was carried out was using SPSS 

software and reliability test of measures of Recruitment & 

Selection, Employee Involvement, Training & 

Development and Employees’ Performance are as follows-   

 
Here reliability value is greater than 0.7 Nunnally (1978), 

so it is measured as a reliable. The cronbach Alpha value of 

Recruitment & Selection is .810, Employee Involvement is 

.889, Training & Development is .842 and Employees’ 

Performance is .904, so it is reliable for collecting data. 

 

Kaiser Meyer Olkin and Bartlett’s Test of Sphericity  

KMO and Bartlett’s Test of Sphericity was calculated using 

SPSS Software i.e. help to identify sampling adequacy. 
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The appropriateness of factor analysis is examined by the 

KMO that measure the sampling adequacy. The high value 

lies between (0.5 and 1.0) indicates that factor analysis is 

appropriate. Here the value of KMO is .930, so it is 

appropriate for an analysis of factor analysis. Thus the 

sample is adequate for the study. 

 

Bartlett s Test of Sphericity 

To check the hypotheses of the variables are uncorrected in 

the population, Bartlett’s Test of Sphericity is used. It was 

tested through Chi-square having value is 3252.338 which 

were significant at 1 % level of significance. So, the above 

hypothesis is rejected, and it indicates that the data for the 

study was suitable for factor analysis. 

 

Total Variance Explained 

Factor Analysis was applied on the 25 items. Principle 

Component Analysis (PCA) was used by applying varimax 

rotation for the factor extraction. The factor analysis 

converged on 4 factors which explained 55.435 of total 

variance. 

Information about factors, factor name, variable number, 

variable convergence and their Eigen value are given 

below- 

Table 3: Factor Loading for Selected HR Practices 

S. No. Factor Name Eigen 

Value 

% of 

Variance 

Explained 

 

Item Converged Item 

Loading 

1 EI 9.291 17.792 EI2 

EI3 

EI9 

EI5 

EI8 

EI1 

EI7 

EI4 

.681 

.678 

.647 

.646 

.626 

.623 

.617 

.564 

2 TD 

 

1.889 13.348 TD4 

TD6 

TD2 

TD3 

TD5 

 

.748 

.751 

.690 

.685 

.624 

3 EP 1.417 12.388 EP6 

EP5 

EP1 

EP2 

EP4 

EP3 

.722 

.687 

.664 

.650 

.634 

.618 

4 RS 1.262 11.907 RS1 

RS2 

RS4 

RS3 

RS6 

RS5 

.811 

.735 

.538 

.452 

.432 

.431 

 

The above table shows the Eigen values of all the factors and this case variables are extracted on the basis of Eigen value 

which is greater than 1for the all variables. Employee Involvement (EI) explained the highest variance i.e. 17.792, td explained 

13.348 variance, Employees’ Performance (EP) and Recruitment & Selection (RS) explained 12.388 and 11.907 variance 

respectively. 
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Multiple Regression 

 

 

 

 

The overall relationship between the independent variables 

Recruitment & Selection (RS), Employee Involvement (EI) 

and Training & Development (TD) and dependent variable 

Employees Performance (EP) indicating through adjusted R 

square was found to be .317. Regression model summary 

shows that the R, R-squared and adjusted R-squared for the 

model, and the standard error of the estimate.  Table shows 

the adjusted R-square 31.7% of the variance in EP taken as 

dependent variable has been significantly explained by 

selected HR Practices as independent variable.  

The model is having RS, EI, and TD as independent 

variables and EP as dependent variable has good fit as 

indicated by F-test. The F statistics is the mean square 

divided by the residual mean square. ANOVA table was 

used to test the goodness of fit for the model resulting in 

47.202 as the F-value which was significant at (p=0.000) 1 

% level of significance indicating that the model is good fit.  

The result from the coefficient table indicates that EI, and 

TD have significant positive effect on EP as the t-value are 

significant at 5% level of significance. The value of RS is 

not significant on EP. Therefore RS is not a significant 

predictor of EP. Table of coefficient shows the coefficients 

for each model tested.  

Regression equation showing the relationship between 

selected HR Practices and EP are-  

Y= a+ b1X1+ b2X2+b3X3 +e  

EP= 1.612+.079RS+.241EI+.264TD+e 

Here, Y=Dependent Variable, X= Independent variable, 

b=beta value of X, a= constant and e=Standard error.  

Hence, the null hypothesis that there is no significant 

impact of Employee Involvement and Training & 

Development on Employees’ Performance are rejected i.e. 

H02 and H03 and null hypothesis that there is no significant 

impact of Recruitment & Selection on Employees’ 

Performance is not rejected i.e. H01 showing the 

insignificant effect of Recruitment & Selection on 

Employees’ Performance.  

VI. CONCLUSION  

The study analyzes the impact of selected HR Practices on 

Employees Performance. On the basis of literature and the 

results concluded that Employee Involvement and Training 

& Development have a significant role in determining the 
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Employees’ Performance in Private Educational Institutions 

in Agra Region.  Every employee wants active Involvement 

in different activities in the educational Institution, if they 

get positive involvement then it affects his / her 

performance in the organization. If employee gets the 

opportunity of enhancing the skills and knowledge through 

Training and Development this contribute positively in his / 

her performance in the organization. Because Training & 

Development programs helps the faculty members to 

enhance the up-to-date knowledge and skills, these help the 

institutions to gain good quality knowledge as well as to 

survive in the competitive world in the field of academic. 

While Recruitment & Selection is a process for entering in 

an organization and after becoming a part of the institution 

an employees’ performance is not affected by the 

Recruitment & Selection process. Because Recruitment 

means searching potential candidate and Selection means to 

choose the right candidate for the right time to the right 

position. Employees’ joins the organization through 

Recruitment & Selection process, so employees’ 

performance are not affected by this variable. 

REFERENCES 

[1] Ahmad, S., & Schroeder, R. G. (2003). The impact of 

human resource management practices on operational 

performance: recognizing country and industry 

differences. Journal of operations Management, 21(1), 

19-43. 

[2] Becker, B. E., & Huselid, M. A. (2006). Strategic 

human resources management: where do we go from 

here? Journal of management, 32(6), 898-925. 

[3] Bohlander, G. W., & Snell, S. A. (2009). Managing 

Human Resources South-Western Cengage Learning. 

[4] Borges-Andrade, J. E., Abbad, G., & Mourao, L. 

(2006). Treinamento, desenvolvimento e educagao em 

organizagoes de trabalho. Porto Alegre: Artmed. 

[5] Boselie, P., Dietz, G., & Boon, C. (2005). 

Commonalities and contradictions in HRM and 

performance research. Human resource management 

journal, 15(3), 67-94. 

[6] Cardon, M. S., & Stevens, C. E. (2004). Managing 

human resources in small organizations: What do we 

know? Human resource management review, 14(3), 

295-323. 

[7] Castilla, E. J. (2005). Social networks and employee 

performance in a call center. American journal of 

sociology, 110(5), 1243-1283. 

[8] Chand, M., & Katou, A. A. (2007). The impact of 

HRM practices on organisational performance in the 

Indian hotel industry. Employee Relations, 29(6), 576-

594. 

[9] Combs, J., Liu, Y., Hall, A., & Ketchen, D. (2006). 

How much do high‐ performance work practices 

matter? A meta‐ analysis of their effects on 

organizational performance. Personnel 

psychology, 59(3), 501-528. 

[10] Cunningham, I. (1999). Human resource management 

in the voluntary sector: Challenges and 

opportunities. Public Money and Management, 19(2), 

19-25. 

[11] Delery, J. E., & Doty, D. H. (1996). Modes of 

theorizing in strategic human resource management: 

Tests of universalistic, contingency, and 

configurational performance predictions. Academy of 

management Journal, 39(4), 802-835. 

[12] Demo, G., Neiva, E. R., Nunes, I., & Rozzett, K. 

(2012). Human resources management policies and 

practices scale (HRMPPS): Exploratory and 

confirmatory factor analysis. BAR-Brazilian 

Administration Review, 9(4), 395-420. 

[13] Dessler, G. (2002). Human resource management (9th 

ed.). New Jersey: Prentice Hall. 

[14] Dietz, G., Wilkinson, A., & Redman, T. (2010). 

Involvement and participation. In A. Wilkinson, N. 

Bacon, T. Redman, & S. Snell (Eds.), The SAGE 

handbook of human resource management (pp. 245-

268). London: Sage. 

[15] Dutra, J. S. (2001). Gestapo competencies (5th ed.). 

Sao Paulo: Editora Gente. 

[16] Eysenck, M. (1998). Psychology: An integrated 

approach. New York: Addison - Wesley Longman Ltd. 

[17] Goldstein, I. L. (1996). Training in work organizations. 

In M. Dunnete, & L. M. Hough (Eds.), Handbook of 

industrial and organizational psychology (Vol. 2, pp. 

507-619). Palo Alto: Consulting Psychology Press. 

[18] 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. 

[19] Imran, M., & Tanveer, A. (2015). Impact of training & 

development on employees’ performance in banks of 

Pakistan. European Journal of Training and 

Development Studies, 3(1), 22-44. 

[20] Jayawarna, D., Macpherson, A., & Wilson, A. (2007). 

Training commitment and performance in 

manufacturing SMEs: Incidence, intensity and 

approaches. Journal of small business and enterprise 

development, 14(2), 321-338. 

[21] Kooij, D. T., Jansen, P. G., Dikkers, J. S., & De Lange, 

A. H. (2010). The influence of age on the associations 

between HR practices and both affective commitment 



International Journal for Research in Engineering Application & Management (IJREAM) 

ISSN : 2454-9150    Vol-04, Issue-07, Oct 2018 

699 | IJREAMV04I0743135                        DOI : 10.18231/2454-9150.2018.1032                      © 2018, IJREAM All Rights Reserved. 

 

and job satisfaction: A meta‐ analysis. Journal of 

Organizational Behavior, 31(8), 1111-1136. 

[22] Lee, F. H., & Lee, F. Z. (2007, November). The 

relationships between HRM practices, Leadership 

style, competitive strategy and business performance in 

Taiwanese steel industry. In Proceedings of the 13th 

Asia Pacific Management Conference, Melbourne, 

Australia (pp. 953-971). 

[23] Lievens, F., & Chapman, D. (2010). Recruitment and 

selection. In A. Wilkinson, N. Bacon, T. Redman, & S. 

Snell (Eds.), The SAGE handbook of human resource 

management (pp. 135-154). London: Sage. 

[24] Locke, E. A., Alavi, M., & Wagner III, J. A. (1997). 

Participation in decision making: An information 

exchange perspective. 

[25] Lynch, S., & Smith, K. (2009). The dilemma of 

judging unpaid workers. Personnel Review, 39(1), 80-

95. 

[26] Mahadevan, A., & Mohamed, F. A. (2014). Impact of 

Human Resource Management (HRM) Practices on 

Employee Performance. International Journal of 

Accounting and Business Management, 2(2), 15-25. 

[27] Mathis, R. L., & Jackson, J. H. (2003). Human 

resource management (10th ed.). Ohio: South Western 

/Thomson. 

[28] Muckinsky, P. M. (2004). Psicologia organizacional. 

Sao Paulo: Pioneira Thomson Learning. 

[29] Nunnally, J. C., & Bernstein, I. H. (1978). 

Psychometric Theory McGraw-Hill New York Google 

Scholar. 

[30] Omolo, J. W., Oginda, M. N., & Oso, W. Y. (2012). 

Effect of recruitment and selection of employees on the 

performance of small and medium enterprises in 

Kisumu municipality, Kenya. International Journal of 

Human Resource Studies, 2(3), 139-150. 

[31] Parker, S. K. (2007). That is my job' How employees' 

role orientation affects their job performance. Human 

Relations, 60(3), 403-434. 

[32] Pfeffer, J. (1998). The human equation. Boston: 

Harvard Business School Press. 

[33] Qureshi, M. T., Ramay, I. M., & Marwat, Z. A. (2007). 

Impact of Human Resource Management Practices on 

Employees Performance. Muhammad Ali Jinnah 

University Islamabad. 

[34] Qureshi, M. T., Ramay, I. M., & Marwat, Z. A. (2006). 

Impact of human resource management practices on 

organizational performance in Pakistan. Muhammad 

Ali Jinnah University Islamabad. 

[35] Sinha, E. S. (2001). The skills and career path of an 

effective project manager. International journal of 

project management, 19(1), 1-7. 

[36] Siqueira, M. M. M. (2008). Envolvimento com o 

trabalho. In M. M. M. Siqueira (Org.), Medidas do 

comportamento organizacional: ferramentas de 

diagndstico e de gestao (pp. 139-143). Porto Alegre: 

Artmed. 

[37] Sisson, K. (1994). Personnel management: paradigms, 

practice and prospects. In: K. Sisson (Ed.), Personnel 

management (2nd ed., pp. 3-50). Oxford: Blackwell. 

[38] Smith, R., and Lynch, D., (2010). Rethinking Teacher 

Education: Teacher education in the Knowledge Age. 

AACLM Press, Sydney. 

[39] Tessema, M., & Soeters, J. L. (2006). Challenges and 

prospects of HRM in developing countries: testing the 

HRM–performance link in the Eritrean civil 

service. The international journal of human resource 

management, 17(1), 86-105. 

[40] Ulrich, D., Halbrook, R., Meder, D., Stuchlik, M., & 

Thorpe, S. (1991). Employee and customer attachment: 

synergies for competitive. Human Resource Planning, 

14(2), 89-102. 

[41] Winterton, J. (2007). Training, development and 

competence. In P. Boxall, J. Purcell, & P. Wright 

(Eds.), The Oxford handbook of human resource 

management (pp. 324-343). New York: Oxford 

University Press. 


