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ABSTRACT 
Most HRM studies on company performance have been done in the private sector, but 

publicly listed corporations from developing countries should also be examined. 

Organisational growth, worker outcomes, and competitive strategy might lead to HRMP-

firm success, however there is no empirical proof. To fill these knowledge gaps, 

researchers researched. This study examined if HRMP affects corporate success, 

employee outcomes, and company success. Employee outcomes, corporate 

performance, and organisational learning and competitive strategy moderators were 

examined. A cross-sectional descriptive survey. Independently, 60 NSE-listed firms 

completed a survey. Surveyed 60% participated. Analyses employed descriptive 

statistics, correlation, and regression. HRMP is strongly linked to company performance, 

the studies show. Staff performance is also affected by HRM strategy. Business success 

is unaffected by employee performance. HR management strategies and employee 

outcomes are unaffected by organisational learning. The HRMP-firm performance link 

is unaffected by employee outcomes. HRM programmes, employee outcomes, & 

organisational learning enhance each other. This study clarifies the association between 

HRMP and company success and supports previous findings. 

 

KEYWORDS: HRMP, Marketing, Firm Performance, Strategic Sales, Management 

Practices.  
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INTRODUCTION 

In recent years, there has been a significant focus on the paramount importance of 

human resources. Endogenous growth theories claim that the accumulation of human 

capital plays a central role in driving economic development on a macroeconomic scale. 

According to resource-based theory, the human capital possessed by workers serves as 

a fundamental and enduring basis for establishing a competitive advantage inside 

particular firms. The economies of the western world in contemporary times are often 

characterised as knowledge-based economies. The observed phenomenon may be 

ascribed to the increasing importance of human capital, which is closely linked to 

improvements in technology for communication and information to a significant extent. 

The increasing importance of human capital is becoming more evident in both the 

demand and supply aspects of the labour market. However, it is important to note that 

just having an adequate supply of highly skilled people and a corresponding demand for 

it is not enough to guarantee economic prosperity. Instead, it is crucial to ensure that 

the demand and supply of labour or human capital are appropriately aligned for any 

specific firm. Organisations working within a knowledge-driven economy encounter 

challenges in meeting their need for proficient and trained employees within labour 

marketplaces that exhibit a scarcity of qualified persons (Audretsch and Thurik, 2000, 

2001). This is a challenge for these enterprises. The importance of human resource 

management is increasing due to the growing value of these resources. 

Small and medium-sized enterprises (SMEs) are playing an increasingly substantial role 

in the knowledge-based economy, as highlighted by Audretsch and Thurik (2000) and 

Audretsch et al. (2002). According to the findings of Barron et al. (1987) and Hornsby 

and Kuratko (1990), it has been observed that smaller organisations tend to allocate 

comparatively less time and effort towards the practice of human resource 

management (HRM). Consequently, HRM is becoming more important in the knowledge-

based economy, but despite this, fewer small and medium-sized firms (SMBs) are 

adopting HRM practices. SMBs employ more than half of the workforce. Do the many 

new breakthroughs pose a potential threat to the sustained expansion of knowledge-

based economies? Now, scholars lack a comprehensive understanding of the human 

resource management (HRM) practices used by small and medium-sized enterprises 

(SMEs), hence limiting their ability to provide a conclusive solution to this subject 

matter. According to Heneman et al. (2000), the existing body of literature has a 

notable abundance of prescriptive content, a scarcity of rigorous descriptive surveys, 

and a dearth of analytical research. This result was reached after a comprehensive 

literature evaluation including over 400 distinct articles. According to Heneman et al. 

(2000), A notable dearth of research exists, especially in the realm of quantitative 

studies, that explicitly articulates and empirically assesses assumptions pertaining to 

human resource management within small firms. 
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BACKGROUND OF THE STUDY 

Numerous empirical studies have been undertaken to examine the correlation between 

certain Human Resource Management Practices (HRMP) and the attainment of 

organisational success inside companies. Pfeffer and Viega (1999) identified seven 

unique human resource management practices (HRMP). The aforementioned factors 

include job security, focused selection processes, the implementation of workplace 

teams or decentralisation, compensation structures tied to organisational success, 

employee training initiatives, the mitigation of status disparities, and the dissemination 

of business information to workers. The implementation of these human resource 

management (HRM) practices as a whole contributes to increased income, profitability, 

market value, as well as the likelihood of organisational survival. The significance of 

workers' contributions to a business cannot be emphasised. In order to ensure the long-

term viability of organisations, it is essential to foster employee motivation, encourage 

the acquisition of knowledge-based skills, and promote the execution of tasks with 

utmost proficiency. Scholars maintain the viewpoint that a positive association exists 

between the implementation of extensive involvement human resource management 

practices (HRMP) and various indicators of company performance. These metrics 

include things like product or service quality, capital utilisation, increase in income per 

worker, rate of return on invested capital, market value, and rate of return on capital 

employed. The HRMP (Human Resource Management Practices) course that a company 

chooses to enroll in is a major choice. According to the scholarly work of Wright et al. 

(1994), the possession of expertise and intellectual capital is becoming an increasingly 

crucial determinant of success for enterprises operating in fiercely competitive global 

market environments. 

Research has demonstrated that HRMP practices are increasingly linked to 

organisational performance. Khatri (2000) & Dimba & K'Obonyo (2009) conducted 

extensive empirical research on HRMP and firm performance. K'Obonyo, Busienei, & 

Ogutu (2013) or Kidombo (2007) found that companies that strategically include HR 

practices, policies, and leadership processes (HRMP) outperform their competitors. 

Organisations may adopt and apply HRMP aspects that affect staff behaviour, 

commitment, and professional attitudes, affecting employee outcomes and company 

performance. Some researchers believe that more effective human resource 

management practices (HRMP) may turn a company's human resources into an 

advantage in strategy due to synergy between HRMP and firm resources. Turning 

employees into strategic assets may help attain this goal. 

 

PROBLEM STATEMENT 
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“Pursuing this question in the context of China's manufacturing sector, "this study aims 

to assess the association between HRM practices and firm performance, and the 

moderating effect of environmental uncertainty and business strategy”. 

This research was driven by the desire to improve HR management in businesses. Due 

to rapid manufacturing business growth, environmental uncertainty and competition, a 

severe labour shortage, or rising labour turnover or staff substitute costs, businesses 

have had to compete fiercely for employees. In order to maintain their competitive 

advantage in spite of these problems and concerns, organisations need to conduct 

frequent assessments of their in-house capabilities and processes. It is generally 

accepted that good human resource management (HRM) may boost business results 

(Dimba & K'Obonyo, 2009). 

 

LITERATURE REVIEW 

Most research reveals a statistically significant association between HRM practices and 

firm profitability. Studies showed that human resources and their management are 

valuable assets to the organisation. Companies with superior HR, recruitment, and 

selection practices have higher labour productivity. The study examined people's views 

on HR practices and corporate growth. They found that a company's compensation 

policy best predicted sales growth. According to Narware (2011), human resources 

constitute a highly effective corporate asset, so the performance of organisations 

depends on their correct use, which encourages small-scale enterprises' long-term 

success. According to Nazlina Zakaria (2013), SMEs may increase performance by 

developing HRM's internal strengths and combining HRM practices with organisational 

competencies. To encourage workers and boost organisational performance, Manisha 

Gupta (2014) that policymakers and managers support fair competitive conditions, fair 

wages, and reasonable work hours. Rajni Khosla & Sharma (2014) recommended 

considering employers' and workers' training needs. This might affect workers' long-

term attitudes and actions. (Seema Sangwan, 2015) examined how employee pay 

affects productivity and satisfaction. Seema observed that employee happiness 

increased performance among workers, which is crucial to an organization's success. 

According to (Abhishek Kumar Pandey, 2016) standardised HRM practices emphasise 

worker development and progress, which affects performance. Saira Hasan (2016) 

examined HRM practices and employee performance. This study found that HRM 

practices improve employee performance. 

 

According to the resource-based view (RBV), an organization's rare, valuable, 

distinctive, and nonsubstitutable resources may provide lasting competitive 

advantages. These needs are met by HR practices that boost organisational 

performance. Wright, Dunford, & Snell (2001) say the RBV helped form SHRM, which 
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examines how HR supports corporate strategy. SHRM is crucial to plan implementation. 

Performance evaluations, pay plans, and growth programmes were considered essential 

for strategy execution if they could elicit the right employee behaviours and help 

managers achieve long-term strategic goals. Strategic human resource management 

(SHRM) was created to help companies connect their HR operations with competitive 

strategy. One may argue that this type of collaboration boosts corporate performance. 

As said, HR rules and processes may provide a firm with an edge. In general, "HR 

practices" are business practices that organisations use to increase employee 

knowledge, skills, ability, and motivation. The organisation benefits from these 

practices since they build human resources and competencies. These HR practices are 

considered "mainstream" (Lepak, Bartol, & Erhardt, 2005) or "best" (Wright & Gardner, 

2003) in literature. This is because Western corporations have widely adopted and 

applied them. Such practices are generally perceived as collective rather than 

individual. Interior consistency is needed for rigorous training to be effective. 

Remuneration, performance evaluation, and promotion processes should be used to 

reduce staff turnover. Bowen and Ostroff (2004) cite a large body of research linking 

internally consistent HR practices to organisational performance. 

 

RESEARCH OBJECTIVES 

1. To determine the relationship between human resource management and 

strategic management process. 

2. To find out the practices of human resource management. 

3. To identify the extent of HRM practices in the Chinese manufacturing firm. 

4. To investigate the impact of HRM practices on the firm’s performance. 

5. To examine the moderating effects of environmental uncertainty and business 

strategy on the relationship between HRM practices and firm performance. 

 

 

RESEARCH METHODOLOGY 

The researcher conducted a comprehensive inquiry facilitated by the acquisition of 

quantitative data. The researcher used a standardised survey questionnaire, which was 

self-administered by the respondents, to collect primary data. The research 

questionnaire was designed to gather relevant information pertaining to the objectives 

and aspirations of the study. The researcher distributed each questionnaire either by 

personal delivery or by sending it to the human resources manager or the individual 

responsible for overseeing the HR department inside the organisation. The researcher 

obtained the questionnaires that were returned by either personal collection or 

electronic transmission via email. The researcher ensured the retrieval of the surveys 

by personally contacting the participants, using methods such as face-to-face 
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communication, mobile phone communication, or electronic mail. The researcher was 

requested to complete an additional questionnaire on many occasions. The research 

informants for this study were the managers responsible for human resources or those 

in positions of authority overseeing the HR function at firms listed on the NSE. This 

decision was made based on the expectation that these personnel would possess a 

higher degree of knowledge about the implementation protocols of the Human Resource 

Management Plan (HRMP) within their specific operational areas. Prior to initiating data 

collecting, the researcher obtained consent from the Kenyan Council of Science and 

Technology (NCST) or the University of Nairobi. The researcher primarily used a data 

collection method known as "drop & pick" to run the data-gathering equipment 

Sampling: The population for this study consisted of the 60 firms that were listed on 

the NSE. The study in question was conducted as a comprehensive census, necessitating 

the involvement of every individual within the community. The firms listed on the NSE 

may be classified into 10 distinct groups. This category encompasses a wide range of 

sectors, including agriculture, commerce, services, technology, transportation, 

finance, insurance, investments, manufacturing, construction, energy, and related 

businesses. 

Data and measurement: A questionnaire was used as the main source of information 

for the study (one-to-correspondence or google-form survey). Two distinct sections of 

the questionnaire were administered: Both online and offline channels' (A) demographic 

information, and (B) replies to the factors on a 5-point Likert scale. Secondary data was 

gathered from a variety of sites, the majority of which were found online. 

Statistical Software: MS-Excel and SPSS 25 were used for statistical analysis.  

Statistical Tools: To get a feel for the data's foundational structure, a descriptive 

analysis was performed. Descriptive analysis was applied to understand the basic nature 

of the data. Validity was tested through Cronbach alpha, factor analysis, regression, 

and ANOVA. 

 

CONCEPTUAL FRAMEWORK 
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RESULT 

 

Test for Hypothesis 

 

Human Resource Management Methods and the Performance of the Organisation: 

The primary aim of this research was to examine the correlation between Human 

Resource Management Practices (HRMP) and overall organisational performance. To 

gather data pertinent to this objective, a set of twenty-two HRMP indicators were used 

to evaluate the human resource management practices, while four items were applied 

to measure the overall performance of the organisation. The HRMP scale measures how 

much businesses apply HRM practices in seven important areas. HRM practices revolve 

in these categories. Human resource management practices fall into seven categories. 

On a scale of 1 to 5, 1 meant "Strongly Disagree" & 5 meant "Strongly Agree." They then 

evaluated how well their organisations adopted HRM practises. The corporation's 

performance received scores from 1 to 5. A score of 1 was "Very Low" and 5 was "Very 

High." This assessment used statements to evaluate their relevance to the company. 

According to the scale, one is "Very Low," while five is "Very High." The stated aim, 

relevant research, and conceptual framework led to the hypothesis. 

 

Hypothesis 1: 

H1: There is a relationship between human resource management practices and firm 

performance. 

 

 

The first hypothesis, or (H1), asked us to determine the nature of the connection that 

exists between HRMP and company performance. A linear regression analysis was used 

to examine the validity of the hypothesis.  

 

 

 

 

Table 1: Regression Results for the Effect of Human Resource Management 

Practices on Firm Performance 
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*p < 0.05  

a. Predictors: (Constant), Human Resource Management Practices  

b. Dependent Variable: Firm Performance 

 

A statistically significant association between HRMP and company productivity is shown 

in the regression analysis, which is given in Table 1. According to the results of the 

regression model, HRMP variations account for 12% of the variance in business 

performance. This association is further supported by the F statistic of 4.622, with a p-

value below 0.05. These results are shown using R-squared. The F ratio confirms the 

regression model's fit, suggesting a significant association between HRMP and company 

productivity at a p-value < 0.05. The F ratio is used to highlight the significance of a 

regression model. Nonetheless, the model was only able to explain 12% of the variance 

in performance, suggesting the existence of other unaccounted variables that are linked 

to firm outcomes. 

The beta coefficient exhibited statistical significance, as it was calculated to be 0.346, 

with a corresponding t-value of 2.15 and a p-value below the conventional threshold of 

0.05. The beta coefficient indicates a positive relationship between the implementation 

of HRM practices and company performance, with a one-unit increase in HRM practices 

resulting in a 0.346 rise in firm performance, equivalent to a 35% improvement. The 

regression analysis findings indicate that the hypothesis positing a relationship between 

HRMP, and corporate performance was not substantiated. Based on the available 

evidence, it can be inferred that this conclusion can be reached. 
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Human Resource Management Practices and Employee Outcomes 

The study's second goal was to compare HRMP practices to employee performance. Both 

empirical and theoretical research show that HRMP improves employee outcomes. This 

observation lends support to the notion that such a correlation exists. Given the 

substantial evidence supporting the alignment of HRM practices with the human needs 

of employees, it is unsurprising that these practices are appealing to workers. The 

standards include several aspects such as personal development and progress, job 

security, recognition and motivation in the workplace, and a secure, pleasant, and 

appealing working environment for employees. Two further employee expectations that 

are associated with modern Human Resource Management (HRM) practices are the 

establishment of effective channels of communication among workers and the 

promotion of employee involvement in decision-making processes. Consequently, these 

circumstances may lead to significant enhancements in an individual's mental and 

physical well-being, as well as their feeling of social connectedness. Employees that 

encounter these feelings tend to exhibit elevated levels of job satisfaction and have a 

propensity for prolonged tenure within the organisation. 

 

Based on a comprehensive review of the existing literature, the present research 

posited a hypothesis suggesting that Human Resource Management Practices (HRMP) 

would exhibit a significant association with distinct attributes of employee outcomes. 

The components included in this study were employee commitment, employee 

competency, and employee empowerment. The survey was designed with the purpose 

of capturing the respondents' perceptions of the levels of employee competence, 

commitment, and authority within their individual organisations. The workers' replies 

to several questions on their experiences were evaluated using a rating system ranging 

from 1 to 5. A score of 1 indicated a strong disagreement, while a score of 5 indicated 

a strong agreement. The hypothesis formulated in light of the aforementioned facts is 

as follows: 

 

Hypothesis 2: 

H2: There is a relationship between human resource management practices and 

employee outcomes. 

The second hypothesis (H2) proposed the possibility of a connection between HRMP & 

employee outcomes in companies that are listed on the Nairobi Securities Exchange. 

This idea was examined via the lens of linear regression analysis.  

 

Table 2: Regression Results for the Effect of Human Resource Management 

Practices on Employment Outcomes 
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*p < 0.001  

a. Predictors: (Constant), Human Resource Management Practices  

b. Dependent Variable: Employee Outcomes 

 

R Square = 0.431, F = 25.712, p < 0.001 indicates a strong positive association between 

HRMP and employee outcomes in Table 2's regression analysis. Results for employees 

are 43 percent better when HRM practices are used. The predictive accuracy of the 

regression model is shown by the considerable correlation between employee outcomes 

and HRMP, as shown by the regression model's F ratio (p < 0.001). The fact that 57% of 

the variance in employee results cannot be accounted for by the model implies, 

however, that other factors influence employee outcomes but were not included in the 

regression study. These differences are not explicable by the model, suggesting that 

other variables influence the results for employees. 

 

A statistically significant difference was seen in the betas (β = .656, t = 5.071, p < .001). 

The inclusion of one extra unit of HRM practice implementation is linked to a significant 

66% enhancement in worker outcomes, as shown by the beta coefficient. The findings 

of the regression analysis indicate a positive and statistically significant association 

between HRMP (Human Resource Management Practices) and employee outcomes. The 

aforementioned hypothesis is rejected in favor of an alternative explanation, which is 

embraced due to the lack of evidence supporting the notion of a correlation between 

HRMP and employee outcomes. 

 

CONCLUSION 
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This research evaluated how organisational studying, strategic planning, & employee 

outcomes affect the association between HRM efforts and NSE-listed company 

performance. Our research focused on HRMP's influence on company success. Thus, an 

HRMP-business success hypothesis was presented. The statistics demonstrate HRMP 

improves organisational performance. HRMP may improve corporate performance. Our 

secondary purpose was to evaluate HRMP or worker outcomes. The premise was that 

HRMP enhances worker outcomes. Statistics demonstrate HRMP improves employee 

outcomes. HRMP boosts worker output. The third goal was to study employee 

performance and company success. This led to a notion linking employee outcomes to 

business performance. According to the data, there is no correlation between employee 

results and the performance of the company. The success of a company may not depend 

on how productive its employees are. The fourth goal was to see whether organisational 

development moderates HRMP-worker outcomes. To attain this purpose, organisational 

learning was hypothesised to impact HRMP & employee outcomes. Organisational 

learning did not significantly moderate HRMP-employee outcomes. Because the study 

focused on staff outcomes, not HRMP. Our data show that organisational development 

does not alter the HRMP-employee outcomes relationship. Researchers concluded this 

from our results. Is the correlation between employee output and company success 

weaker as a consequence of competitive strategy? For this reason, we postulated that 

a competitive strategy would influence the efficiency of both the company and its 

employees. A moderating link was shown by statistical significance. A severe rivalry 

mediating employee outcomes and corporate success is plausible. The sixth purpose 

was to determine whether HRMP affects corporate performance via worker results. 

HRMP should consider employee outcomes in their interactions to boost corporate 

success. This research used Baron & Kenny's mediation testing. Results show no 

mediation relationship due to testing methods. HRMP affects corporate success 

regardless of employee results. The study's seventh purpose was to evaluate whether 

HRMP, organisational development, employee outcomes, and competitive strategy 

affected company performance more than HRMP, corporate learning, & competitive 

strategy. The sixth research goal addressed this. Human resource management 

initiatives, organisational growth, employee outcomes, & competitive strategy may 

increase an organization's success more than any other factor. This idea says the 

hypothesis was motivated by the goal. HRM practices, organisational development, 

employee outcomes, and competitive strategy boosted corporate performance more 

than any other factor, according to studies. Analyses of competitive strategy, 

organisational growth, employee outcomes, and HR leadership and planning showed 

this. HRMPs, organisational development, employee performance, & competitive 

strategy may enhance corporate results individually, but together they may be more 

effective.  

 

LIMITATION 
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The article's shortcomings must be acknowledged. Survey research is prone to prevalent 

technique bias since the same respondent provides data. Collecting information from 

two participants on key criteria reduced this bias. These results might be gathered with 

further informant data. Second, MNCs and SMEs may see human resource management 

(HRM) differently. Some Chinese companies may utilise a stricter HRM definition than 

in the West, which may distort business comparisons. Thirdly, cross-sectional data may 

have distorted causal interpretations. High-performing companies should invest more 

in HR and embrace new strategies. Longitudinal research might assist comprehend 

these interrelated processes. The study shows ownership does not affect company 

success much. Further research is needed on SHRM as well as organisational 

performance mediators and HR practices and company success. Since Chinese firms are 

always reforming, categorising them by "ownership kinds" may not provide a complete 

picture of ownership's consequences. Other ownership-related organisational issues 

may impact company operations and performance. Instead of utilising ownership 

categories as proxies, future research should isolate these critical qualities and analyse 

their influence. 
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