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ABSTRACT 

Human resource management is a strategic approach to managing people in an organisation to 

maximize employee performance. The focus of this paper is on the impact of HRM practices on 

organisational performance of Globacom Nigeria. Human resource practices can be crucial to 

an Organisation’s performance. The goal of this study is to examine the relationship between 

Globacom’s human resource management strategies and its organisational performance. It will 

ascertain the level at which the HRM practices in an organisation affect that Organisation's 

performance while using Globalcom as a case study. This study will contribute to the literature 

by examining the impact the current Human Resource Management practice at Globacom 

Nigeria has on the Organisation’s performance. The organisation involved will find the 

recommendation from this study useful and this study will be relevant to future scholars on the 

related topic. The main source of data used in the research is primary data. A questionnaire was 

used to collect information from the respondents. The information gathered from 119 

respondents was done using a simple random sampling technique. The data were analyzed using 

SPSS, and the hypotheses were tested using the Analysis of Variance (ANOVA) statistical tool at 

a significance level of 0.05. The result of the data analysis showed a significant relationship 

between HRM practices and organisational performance.  

 

Keywords: Organisational Performance, Human Resource Management, Employee, HRM 

Practices 

 

 

INTRODUCTION 

Human resource management (HRM) is the process of recruiting, selecting, hiring, training, 

compensating, and setting policies for the workforce, as well as developing retention tactics. 

Human Resource Management (HRM) refers to all of the formal processes designed to assist in 

managing employees and other stakeholders inside a business. The policies, methods, and 

systems that impact employee behavior, attitudes, and performance are referred to as human 

resource management (HRM). It is a strategic approach to managing people in an Organisation 

to maximize employee performance. It is the process of coordinating people and processes in 

business to accomplish a specific goal. Human resources management is the function within an 

Organisation that focuses on recruitment of, management of, and providing direction for the 

people who work in the Organisation (Simeons, 2011). It focuses on the effective management 

and utilization of the human material to achieve Organisational goals through the development of 

strategic processes.  

 

It is inarguable that managing humans is very difficult and every organisation needs human 

labour to function. It is this human labour that performs tasks that are geared towards achieving 

organisational goals. This is why every organisation has a human resource team to manage the 

people involved in that organisation in order to achieve specific organisational goals. Since every 

organisation is made up of people, acquiring their services, developing their skills and talents, 

motivating them to higher levels of performance, and ensuring that they continue to maintain 

their commitment is essential to accomplishing organisational goals and objectives (Aswathappa, 

2005 as cited in Uni Assignment Centre, 2020). Human Resources assists managers in using the 

combined abilities of employees in order to achieve all company goals. According to (Noe, 

2011), human resource management is critical to the success of organisations because human 
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capital has certain qualities that make it valuable. Human resource management is an essential 

job in every company. Companies would be unable to efficiently attract and retain personnel, 

improve and enhance the business, or maintain a healthy, acceptable workplace culture and 

environment without human resources management. Human Resource Management plays a 

crucial part in ensuring employee satisfaction as well as improving business efficiency and 

performance. It can also give the company a clear picture of its competitive advantage and 

contribute positively to the company's overall success. These functions include; recruitment, 

selection, hiring, training, motivating, evaluating, and retaining qualified workforce amongst 

others. Basic HRM activities include but are not limited to recruitment and selection, talent 

management, reward management, performance management, leadership, employee relationship 

management, and training & development (Ashraf, 2019). An organisation performs best when 

all of these practices are managed well. 

 

HRM system is linked to organisational outcomes and has a substantial impact on employee job 

satisfaction and motivation, as well as organizational citizenship behavior (OCB) and employee 

cooperation, and operational performance. According to Collins & Druten (2003 as cited by 

Osemeke 2012), researchers have produced compelling evidence for the causal link between how 

people are managed and organisational performance. They state that the effectiveness of Human 

Resource Management practice has an impact on organisational productivity and performance. 

HRM practices and policies that are effective enable businesses to address human resource issues 

strategically. This enables the labor force to produce high-quality services regardless of the 

company's internal and external challenges. Human resource management policies that are 

adequate help businesses prioritize their overall business strategy. HRM is also critical in that, it 

enables the company to attract a new, practical, and talented workforce while also retaining high-

performing and competent employees; it assists managers and various groups of employees in 

adapting to organisational change, and it enables the use of knowledge to determine how the job 

will be performed. Human Resource Management is an organisation's unseen asset. It adds value 

to the organisation's performance and ability to cope in a harsh business environment. Effective 

HRM aids the development of human resources into high-quality, efficient workers, allowing the 

company to gain a competitive advantage through its staff. The success of any organisation is 

highly influenced by the caliber of its human resource, which in turn, is affected by the 

organisation„s human resource management practices (Okoh, 2005 as cited by Osemeke, 2012). 

An organisation succeeds when HR effectively manages the workforce to maximize its 

productivity. HR management aids in the alignment of employee performance with the 

organisation's strategic goals. Furthermore, an effective HR management team can give 

businesses a competitive advantage.  

 

As a result of a lack of innovation and employee work satisfaction, telecom companies are 

experiencing escalating low Organisational performance and staff turnover. Gray Dessler (2003) 

as cited by Nwachukwu, et al. (2021) stated that workers leaving Organisations and jumping 

from one to another and then to another is quite typical and that the labor turnover rate in the 

service business, particularly in technologically dependent telecommunication enterprises, is 

increasing every year. This study will ascertain the level at which effective HRM practices can 

positively impact organisation‟s overall performance.   
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The objective of this study is to determine if there is a significant relationship between HRM 

practices and organisational performance. It will determine the extent to which these HRM 

practices; recruitment & selection, training & development, compensation & motivation, and 

performance appraisal & evaluation impact the performance of an organisation. 

 

LITERATURE REVIEW 

Concept of Organisational Performance 

Many HR professionals, particularly Strategic Planners, are focusing a significant portion of their 

work on improving Organisational performance. An organisation is a group of people who have 

come together to achieve a common goal. Demeke and Tao (2020) define organisation as a 

deliberately synchronized social unit, made up of a group of people, who work together on 

common goals on a relatively continuous basis. Effective Organisations function like a well-

designed, integrated and interrelated system, with each component working together to deliver 

the desired goal. The analysis of an organisation's performance in relation to its objectives and 

goals is known as Organisational performance. Alternatively, comparing the expected and actual 

outcomes. Organisational performance is concerned with a few distinct areas of an organisation's 

outcomes. The notion contrasts an Organisation's aims and objectives to its actual performance 

in these areas. Bhasin (2020) Organisational performance is defined as the actual output of a 

company measured against its intended output. It is a broad field that deals with what an 

organisation does and can accomplish when it interacts with its various constituencies. 

Organisational performance involves analyzing a company's performance in relation to its 

objectives and goals. Cherrington (1989) as cited by Demeke and Tao (2020) defined 

organisational performance as a concept of success or effectiveness of an organisation, and as an 

indication of the organisational manner that it is performing effectively to achieve its objectives 

successfully. It focuses on the ability of an organisation to effectively utilize its available 

resources to accomplish set goals. Organisation performance is all activities carried out by a 

company in order to achieve goals. The better an organisation is, the better the achievement of 

the annual targets achieved by a company (Raudeliuniene, & Kordab, 2019). 

 

Concept of Human Resources Management 

Bakke (1966) was the first to describe Human Resource Management (HRM), stating that the 

basic type of activity in any function of management is to use resources effectively for an 

organisational goal. The function is concerned with the recognition, maintenance, development, 

successful employment, and integration of human potential. Human resource management is a 

strategic approach to managing people in a company or organisation in such a way that they help 

the company acquire a competitive edge. It is created to help employers achieve their strategic 

goals by maximizing employee performance. It is the strategic approach to the management of 

an organisation‟s most valuable asset - the people who work for that organisation and who, 

individually and collectively, contribute to the achievement of the objectives of the business 

(Simeons, 2011). HRM practices are designed to improve employee job satisfaction which brings 

about an increase in productivity and overall organisational performance. “…good HR practices 

enhance the motivation and commitment of staff which in turn impacts positively on productivity 

and performance” (O‟riordan, 2017). According to Delery and Doty (1996), Human resource 

management (HRM) practices are a set of internally consistent policies and practices designed 

and implemented to ensure that a firm's human capital contributes to the achievement of its 

business objectives. HRM's ideal role is to figure out how to boost an organisation's productivity 
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through its employees. HRM policies can help an organisation's human capital pool grow by 

fostering the development of its rare, unique, and non-substitutable internal resources.  

According to Ashraf (2019),  Talented workforce directly impacts on business profits and growth 

through innovative management of human capital. 

 

HRM is defined by (Storey, 1995) as a separate approach to employment management that aims 

to achieve competitive advantage by the strategic deployment of a highly committed and capable 

staff, utilizing an integrated array of cultural, structural, and people techniques. Human resource 

management practices and policies vary, allowing businesses to address human resource issues 

strategically. This allows the workforce to contribute to providing high-quality service, even if 

the organisation faces both internal and external problems. One of the most important functions 

of HR Management is to ensure that the new company attracts a new practical, skilled 

workforce, as well as highly motivated and performing personnel who can adapt to 

organisational change and decide how the job will be conducted (Byremo, 2015).  

 

HRM Practice and Organisational Performance. 

Human resource management (HRM) refers to the policies and practices necessary to carry out 

the routines of human resources in an Organisation, such as employee staffing, staff 

development, performance management, compensation management, and encouraging employee 

involvement in decision making. Human Resources Management (HRM) functions include 

determining what staffing needs exist and whether to use independent contractors or hire 

employees to fill these needs, recruiting and training the best employees, ensuring they are high 

performers, dealing with performance issues, and ensuring your personnel and management 

practices comply with various regulations. HRM involves attracting, developing, and 

maintaining a talented and energetic workforce (Schermerhorn,  2008). The key functions of 

HRM are; Recruiting and Selection, Training, Motivating and Compensation, and Performance 

Appraisal. Human resource activities such as recruiting skilled and talented individuals, 

developing them during their time with the company, and ultimately retaining them have a 

positive impact on the overall performance of the company by connecting individuals to the 

operational, business, and strategic aspirations of the organisation, allowing for the possession, 

improvement, and retention of the brilliant workforce, who can bring higher productivity, 

flexibility, innovation, and who fit the cordial environment (Armstrong, 2009). 

 

Recruitment and Selection 

The recruitment and selection process determines which candidates will be offered positions. 

Recruitment is defined as the process of finding and hiring the best and most qualified candidate 

for a job opening in a timely and cost-effective manner. It is the process of identifying potential 

candidates for actual or anticipated organisational vacancies. The aim of this practice is to 

improve the fit between employees, the organisation, teams, and work requirements, and thus, to 

create a better work environment (Tzafrir, 2006 as cited by Absar, et al. 2010). According to 

(Armstrong, 2009), the recruitment and selection process is divided into four stages: defining 

requirements, attracting candidates, selecting candidates, and putting them to work. An effective 

recruitment process will attract qualified personnel which will bring about organisational 

effectiveness and leads to increased productivity and organisational performance. “The more 

effectively organisations recruit and select candidates, the more likely they are to hire and retain 

satisfied employees. In addition, the effectiveness of an organisation's selection system can 
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influence bottom-line business outcomes, such as productivity and financial performance” 

(Ekwoaba, et al. 2015). Recruitment and selection can have a big impact on an organisation's 

efficacy and performance if they can hire people who already have the right knowledge, skills, 

and aptitudes and make correct predictions about their future talents. Employees are an 

organisation's most valuable asset. Individual employee performance will converge to form the 

overall performance of the organisation. Oaya et al. (2017) “Organisations nowadays are more 

concentrating on acquiring appropriate human capital because the employees are the most valued 

and most precious assets of an organisation. It is the individual performance of employees that 

will converge to form the overall performance of the Organisation.” An Organisation's 

performance is based on the combined performance of each individual or group. It is the sum 

total of employee performance. Thus it is important to recruit the right workforce. This is to say 

that employee performance contributes to the overall organisational performance.  

 

Compensation and Motivation 

Compensation is a method of assigning monetary value to employees in exchange for their 

efforts. Compensation can help with recruitment, job performance, and job happiness, among 

other things. Compensation is very much important for employees because it is one of the main 

reasons for which people work. According to Absar, et al. (2010), Compensation plays a part in 

motivating employees to perform optimally, thus achieving a good level of productivity which in 

turn leads to organisational performance. Aswathappa (2008) states that compensation and 

reward systems are critical elements in determining the work attitude. If workers are well 

compensated, their job satisfaction is increased which motivates them and increases their 

performance. It can also make them loyal to the organisation without having to resign.  

Aswathappa (2013) further states that attractive compensation enables an organisation to attract, 

retain and motivate people. According to Suri (2016), “To achieve effective work performance 

calls for job satisfaction among the workers. Compensation plays a significant role in influencing 

job satisfaction. It stimulates employees to work harder, thus increasing productivity and 

enhancing job performance.” 

 

Training and Development 

Training and development can be defined as any effort to improve a present or future employee's 

ability to perform by teaching them new skills and information. Every training and development 

program has the ultimate goal of increasing the value of human resources. Training, according to 

(Armstrong 2010), is the formal and systematic modification of behavior through learning that 

occurs as a result of education, instruction, development, and planned experience. Employees 

can improve their performance, increase productivity, and become better leaders by receiving 

training. Since employee performance impacts the overall organisational performance, 

organisations should do everything in their power to ensure that employees perform at their best. 

Thang and  Buyens  (2008) as cited by Absar, et al. (2010)  through reviewing 66  studies 

conducted in different parts of the world opined that training and development lead to superior 

knowledge,  skills,  abilities, attitudes, and behaviour of employees that eventually enhance 

organisational performance. Training and development assist businesses in attracting and 

retaining top talent, increasing job satisfaction and morale, increasing productivity, and 

increasing profits. 
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Performance Appraisal and Evaluation 

A performance appraisal is a periodic and systematic process that documents and evaluates an 

employee's job performance. It is also known as a performance review, performance evaluation, 

development discussion, or employee appraisal. Performance appraisal is defined as evaluating 

employees and how well they do their jobs according to performance standards (Dessler, 2000). 

Employees are motivated to work toward organisational goals when their contributions are 

recognized. Incentives such as promotions, salary increases, employee development programs, 

rewards, and so on serve as excellent motivators during the appraisal process. Absar, et al. 

(2010) posit that “performance appraisal also influences other HR practices such as recruitment 

and selection, training and development, compensation, and employee relations. As performance 

appraisal leads to pay raise, promotion, and training; it is assumed that better performance 

appraisal can have an impact on organisational performance.”  

 

METHODOLOGY 

Using descriptive and inferential statistics, the acquired data was organized, processed, and 

evaluated. The study objectives and hypotheses were followed in the analysis. The descriptive 

analysis used frequencies, percentage denotations, mean and standard deviations to identify the 

data attributes and demonstrate the variability in replies and opinions. Also, this study adopted 

the case study method. The impact of the predictor factors on the dependent variables, as well as 

relationships when appropriate, were tested using regression and correlation analysis in the 

Statistical Package for Social Sciences (SPSS). 

 

Sampling Technique 

This study employed simple random sampling (Probability Sampling), with each element of the 

population having an equal chance of being selected.  The simple random sampling was used to 

select 119 employees, made up of junior, senior, and top management staff. The method ensures 

that a set of elements is chosen from the researched population in such a way that the statistic 

obtained from the population from which the elements were chosen is correct, and it also 

includes a mechanism for quantifying the degree of error. The target population is Globacom 

Nigeria Victoria Island Lagos. 

 

Research instrument  

Primary and secondary data were used to complete the study. A questionnaire survey method 

was used to collect primary data. The questionnaire is divided into two sections, the first of 

which contains questions about the respondents' profiles and the second of which contains a 

closed-ended question pattern. For closed-ended questions, a 5-point Likert scale is used. 

 

Data Analysis 

This offers information about the data analysis and presentation depending on the study's specific 

aims and research questions. The employees of Globacom Nigeria were the respondents, and 119 

questionnaires were successfully completed and returned. Descriptive and inferential statistics 

were used to analyze the data. The data were analyzed using the Statistical Package for Social 

Sciences (SPSS). 
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Analysis of Demographics 
 

Table  1:  Demographic Description of Gender 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid Male 59 49.6 49.6 49.6 

Female 60 50.4 50.4 100.0 

Total 119 100.0 100.0  

 

From table 1 above, it can be seen that 60 respondents (50 percent) are Female, and 59 

respondents (49.6 percent)  are  Male. This indicates that the bulk of the responders is  Female. 

 
Table 2: Demographic Description of Age 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 50 and above 12 10.1 10.1 10.1 

40 - 49 year 3 2.5 2.5 12.6 

30 – 39 year 48 40.3 40.3 52.9 

20 – 29 year 56 47.1 47.1 100.0 

Total 119 100.0 100.0  

 

From Table  2 above, it can be seen that  56 respondents (47.1 percent) are within the age bracket 

of  20 – 29, 48 respondents (40.3 percent) are within the age bracket of  30 – 39, 3 respondents 

(2.5. percent) are within the age bracket of 40 – 49 and 12 respondents (10.1 percent) are within 

the age bracket of 50 and above. This indicates that the bulk of the responders is  within the age 

bracket of 20 – 29. 
 

Table 3: Demographic Description of Marital Status 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid Single 53 44.5 44.5 44.5 

Married 66 55.5 55.5 100.0 

Total 119 100.0 100.0  

 

From table 3 above, it can be seen that 53 respondents (44.5 percent) are single, and 66 

respondents (55.5 percent)  are married. This indicates that the bulk of the responders is married. 
 

Table 4: Demographic Description of Educational Qualification 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid Master's Degree 61 51.3 51.3 51.3 

HND 2 1.7 1.7 52.9 

First Degree 56 47.1 47.1 100.0 

Total 119 100.0 100.0  

 

From table  4 above, it can be seen that 61 respondents (51.3 percent) had a master‟s degree, 56 

respondents (47 percent)  had a first degree, and 2 respondents (1.7 percent)  had an HND. This 

indicates that the bulk of the responders had a master's degree. 
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Table 5: Demographic Description of Working Experience 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

 0 – 2 years 27 22.7 22.7 22.7 

Valid 3 – 5 years 35 29.4 29.4 52.1 

6 – 10 years 26 21.8 21.8 73.9 

11 – 15 years 10 8.4 8.4 82.4 

16 and above 21 17.6 17.6 100 

Total 119 100.0 100.0  

 

From table 5 above, it can be seen that 35 respondents (29.41 percent) are within 3 – 5 years 

working experience, 27 respondents (22.7 percent) are within 0 – 2 years working experience, 26 

respondents (21.8 percent) are within 6 – 10 years working experience, 10 respondents (8.4 

percent) are within 11 – 15 years working experience and 21 respondents (17.6 percent) are 

within 16 and above working experience. This indicates that the bulk of the responders is within 

3 – 5 years of working experience. 

 

Table 6: Demographic Description of Department In The Organisation 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid Legal 8 6.7 6.7 6.7 

HR department 26 21.8 21.8 28.5 

Customer Service 81 68.1 68.1 96.6 

Business development 4 3.4 3.4 100.0 

Total 119 100.0 100.0  

 

From table 6 above, it can be seen that 4 respondents (3.36 percent) were in business 

development, 8 respondents (6.7 percent) were in the legal department, 26 respondents (21.8 

percent) were in the HR department and 81 respondents (68 percent) were in the customer service 

unit. This indicates that the bulk of the responders is in the Customer service unit. 

Table 7: Demographic Description of Status 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid Senior Manager 25 21.0 21.0 21.0 

Middle manager 48 40.3 40.3 61.3 

Junior manager 46 38.7 38.7 100.0 

Total 119 100.0 100.0  

 

From table 7 above, it can be seen that 25 respondents (21 percent) were senior managers, 46 

respondents (38.6 percent) were junior managers, and 48 respondents (40.3 percent) were middle 

managers. This indicates that the bulk of the responders is in middle management. 
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Descriptive Analysis of Research Questions 

Table 8: Descriptive Statistics of Effect of recruitment and selection on Organisational 

performance 

S/N                     STATEMENTS Mean Std. 

Deviation 

     N  

Remark  

1. The quality of products and services is improved 

when the best employees are hired 

4.61 

 

0.904 119 Agreed 

2. Effective Recruitment and selection process 

positively influences employee turnover 

 

4.57 0.953 119 Agreed 

3. Candidates are selected to fill a position based on 

merit. 

4.18 0.882 119 Agreed 

 Grand Mean 4.45 

 
The above table 8 indicates that the mean score for each of the statements above is above 4.0 while the 

grand mean estimated is 4.45 which is above the benchmark mean of 3.0. This implies that all the 

respondents agreed that recruitment and selection have an effect on Organisational performance. 

Table 9: Descriptive Statistics of Effect of  training and development have an effect on 

Organisational performance 

S/N                     STATEMENTS Mean Std. 

Deviation 

     N Remark  

4. Employees' training plays a vital role in 

improving performance as well as an increase in 

productivity 

4.74 

 

0.706 119 Agreed 

5. Training and development enhance the 

knowledge skills and attitude of workers 

necessary for future jobs. 

4.81 0.680 119 Agreed 

6. The training needs of the employees in our 

Organisation are assessed on the basis of their 

performance appraisal. 

3.97 0.943 119 Agreed 

 Grand Mean 4.51 

 

The above table 9 indicates that the mean score for each of the statements above is above 3.0 

while the grand mean estimated is 4.51 which is above the benchmark mean of 3.0. This implies 

that all the respondents agreed that training and development have an effect on Organisational  

performance. 
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Table 10: Descriptive Statistics of Effect of  performance appraisal and evaluation on 

Organisational performance 

S/N                     STATEMENTS Mean Std. 

Deviation 

     N  

Remark  

7. Performance appraisal improves motivation and 

job Satisfaction 

4.18 

 

1.295 119 Agreed 

8. Performance appraisal aims at improving 

employee performance and strengthening job 

skills. 

 

4.65 0.696 119 Agreed 

9. The output of every Organisation depends on 

how well and how much the performance of an 

employee is appraised 

4.34 0.807 119 Agreed 

 Grand Mean 4.39 

 

The above table 10 indicates that the mean score for each of the statements above is above 4.0 

while the grand mean estimated is 4.39 which is above the benchmark mean of 3.0. This implies 

that all the respondents agreed that performance appraisal and evaluation have an effect on 

Organisational performance. 

Table 11: Descriptive Statistics of Effect of compensation have on Organisational  

performance 

S/N                     STATEMENTS Mean Std. 

Deviation 

     N  

Remark  

10. Competitive pay reduces the rate of turnover. 4.53 

 

0.822  119 Agreed 

11. High-performing employees are recognized for 

their effort through promotion. 

 

4.20 0.754 119 Agreed 

12. Employees are motivated when incentives are 

attached for higher performance. 

4.75 0.704 119 Agreed 

 Grand Mean 4.49 

 

The above table 11 indicates that the mean score for each of the statements above is above 4.0 

while the grand mean estimated is 4.49 which is above the benchmark mean of 3.0. This implies 

that all the respondents agreed that compensation has an effect on Organisational performance. 
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Construct on Organisational Performance 

Table 12: Performance Index of the Organisation 

S/N                     STATEMENTS Mean Std. 

Deviation 

     N  

Remark  

13. The relationship between the management staff 

and other employees is cordial and effective 

4.56 

 

0.870 119 Agreed 

14. The quality of products and  services are   

commendable 

 

4.41 0.887 119 Agreed 

15. There is always  product and service 

satisfaction of clients  

4.39 0.825 119 Agreed 

 Grand Mean 4.45 

 

The table 12 above indicates that the mean score for each of the statements above is above 3.0 

while the grand mean estimated is 4.45 which is above the benchmark mean of 3.0. This implies 

that all the respondents agreed on the performance index of the organisation. 

 

TEST OF HYPOTHESES 

Multiple Regression Analysis 

Table  13: Output of  Multiple Regression  (Model Summary
b

) 

Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

Durbin-

Watson 
1 .711

a
 .505 .488 .44852 2.121 

a. Predictors: (Constant), Compensation, Training and Development, 

Performance Appraisal and Evaluation, Recruitment and Selection 

b. Dependent Variable: Organisational Performance 

 

According to the model summary in Table 13, R is the correlation coefficient that shows the 

relationship between the independent variables (recruitment and selection, training and 

development, performance appraisal and evaluation and compensation)  and the dependent 

variable (Organisational performance). 

 

As evidenced by the R value (0.711), there is a strong positive relationship between the 

independent variable and the dependent variable. The coefficient of determination (R
2
) describes 

the extent to which changes in the dependent variable can be explained by changes in the 

independent variables or the percentage of variation in the dependent variable, and the four 

independent variables can only explain 50.5 percent of the Organisational performance, as 

indicated by the R
2
. As a result, other factors not examined in this study account for 49.5 percent 

of Organisational success. This indicates that these variables are really important. 

The value of Durbin Watson is  2.121 which is between the range of 0-4  as indicated in table 13.  

This according to Norusis (1995) implies that there is no autocorrelation. He opined that Durbin-

Watson can be used to test the independence of error terms while adding  that the general rule of 
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thumb is that if the Durbin-Watson value is between 1.5 and 2.5, the assumption of independence 

of the terms is not violated.  

 
Table 14 :  Output of  Multiple Regression  (ANOVA

a
) 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 Regression 23.222 4 5.806 28.859 .000
b
 

Residual 22.732 113 .201   

Total 45.955 117    

a. Dependent Variable: Organisational Performance 

b. Predictors: (Constant), Compensation, Training and Development, Performance Appraisal 

and Evaluation, Recruitment and Selection 

 

From table 14 above shows the One-Way ANOVA output  of the multiple  regression  revealed 

that the p-value of 0.000 < 0.05 thus the model is statistically significance in predicting how the 

investigated data fit into the model. The F critical at a 5% level of significance was 0.000, this 

shows that the overall model was significant. 

 
Table 15 Output of  Multiple Regression  (Coefficients

a
) 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. Collinearity 

Statistics 

B Std. Error Beta Tolerance VIF 

1 (Constant) .909 .483  1.880 .063   

Recruitment and Selection -.046 .076 -.051 -.613 .541 .629 1.589 

Training and Development -.007 .071 -.007 -.101 .920 .995 1.005 

Performance Appraisal and 

Evaluation 
.459 .072 .486 6.375 .000 .754 1.327 

Compensation .395 .097 .365 4.092 .000 .549 1.822 

a. Dependent Variable: Organisational Performance 

 

The  table 15 above shows the regression coefficient output  having a Beta value which  is the  

level of impact of dependent variable, that is  change in Organisational performance when there 

is one unit change in independent variables  (recruitment & selection, training & development, 

performance appraisal & evaluation, and compensation) would change the independent variable. 

The table shows that the four independent variables made significant individual contributions to 

the prediction of Organisational performance.  The four variables that are significant are 

recruitment & selection, training & development, performance appraisal & evaluation, and 

compensation. The results indicated that the following Beta β weights, which represented the 

relative contribution of the independent variables to the prediction of organisational 

performance, were observed as follows: 

Recruitment & Selection (β =-.046, t=-.613, p > 0.05 (0.540)) indicate that Recruitment & 

Selection has   a negative insignificant effect on Organisational performance of the Globacom. It 

is also established that for every unit change in Recruitment & Selection, Organisation 

performance will decrease by 4.6%. 

Training & Development (β =-0.007, t=-0.101, p > 0.05= 0.920) show that Training & 

Development has a negative significant effect on  the Organisational  performance of the 

Globacom, and for every unit  change or increase in price strategy, Organisation performance 

will decrease by 0.07%. 
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Performance Appraisal and Evaluation (β =0.4596, t= 3.725, p < 0.05=0.000) had a positive 

significant effect on Organisational performance of the Globacom. The positive value of beta 

implies that for every unit change or increase in Performance Appraisal and Evaluation, 

Organisation performance will increase by 46%. 

Compensation (β =.395, t=4.094, p >0.05=0.000) show that compensation had a positive 

significant effect on organisational performance of Globalcom Ltd. The positive value of beta 

implies that for every unit change or increase in compensation, Organisational performance will 

increase by 39.5%. 

Furthermore, the last column in table 15 indicates the VIF (Variable Inflation Factor) for all the 

variables, being less than 10 indicating the absence of any harmful multicollinearity among the 

independent variables. 

DISCUSSION OF FINDINGS 

The findings show that recruitment & selection and training & development are insignificant to 

organisational performance while performance appraisal and evaluation are significant to 

organisational performance. 

The findings of this study are on par with the findings of Ameh and Daniel (2017) that concluded 

that the recruitment & selection process plays a significant role in Organisational performance. 

In the same vein, the findings also are in variance with the findings of  Dar; Barshir & Ghazanfar 

(2014) that training & development have a significant effect on performance, especially that of  

banks. 

This finding of this study agrees with the previous studies of Ahmad and  Shahzad (2011) and 

Hassan (2016) who found that compensation among other Human Resource practices affects 

Organisation performance. Blstakova (2010) also found out that evaluation appraisal enhances 

organisational performance as it aids in performance feedback. 

 

CONCLUSION 

The purpose of this study was to examine the impact of HRM practices on organisational 

performance. Based on the findings of this study, it is evident that human resources management 

practices positively impacts organisational performance. The independent variables that were 

examined against organisational performance were recruitment & selection, training & 

development, performance appraisal & evaluation, and compensation. This study shows that 

performance appraisal and evaluation & compensation have a significant level of impact on 

organisational performance while training and development & recruitment and selection have an 

insignificant level of impact on organisational performance. However, it proves that the sum 

total of recruitment & selection, training & development, performance appraisal & evaluation, 

and compensation contribute 50.5% to organisational performance which is at a higher level. 

Therefore, organisations are to take these HRM practices seriously. The development of 

managerial policies should be guided by activities that result in high job performance; effective 

recruitment and selection, effective training and development, employee performance appraisal 

and evaluation & adequate compensation. 
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RECOMENDATION 

Based on the findings of the study, organisations should focus on adequate training and 

development of employees as well as effective recruitment and selection of qualified employees. 

Oragnisations need to train employees regularly in order to achieve a higher organisation 

performance. To improve their performance within the organization, employees should be 

exposed to frequent professional training in areas such as foundation, career or development, 

preservice, and off-the-job training. 

Organisational also need to employ qualified candidates and use the services of expertise to 

conduct recruitment and selection. Employees need to be selected based on their qualification 

and placed within the unit where their skill will be best optimized by the organisation to achieve 

organisational performance. 
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 Frequency Percent Valid Percent Cumulative Percent 

Valid A 12 10.1 10.1 10.1 

D 11 9.2 9.2 19.3 

SA 95 79.8 79.8 99.2 

U 1 .8 .8 100.0 

Total 119 100.0 100.0  

 

 
Effective Recruitment and selection process has a positive influence on 

employees turnover 
 

 Frequency Percent Valid Percent Cumulative 
Percent 

Valid A 12 10.1 10.1 10.1 

D 13 10.9 10.9 21.0 

SA 94 79.0 79.0 100.0 

Total 119 100.0 100.0  

 

 
Candidates are selected to fill a position based on merit 

 

 Frequency Percent Valid Percent Cumulative 
Percent 

Valid A 23 19.3 19.3 19.3 

SA 59 49.6 49.6 68.9 

U 37 31.1 31.1 100.0 

Total 119 100.0 100.0  

 

 
Employees training play a vital role in improving performance as well as 

increase in productivity 
 

 Frequenc
y 

Percent Valid 
Percent 

Cumulative 
Percent 

Valid A 19 16.0 16.0 16.0 

SA 97 81.5 81.5 97.5 

SD 3 2.5 2.5 100.0 

Total 119 100.0 100.0  

 
Training and development enhances knowledge skills and attitude of 

workers necessary for future job 
 

 Frequency Percent Valid Percent Cumulative 
Percent 

Valid A 11 9.2 9.2 9.2 

SA 105 88.2 88.2 97.5 

SD 3 2.5 2.5 100.0 
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Total 119 100.0 100.0  

 

 
The training needs of the employees in our organization are assessed on 

the basis of their performance appraisal 
 

 Frequency Percent Valid Percent Cumulative 
Percent 

Valid A 29 24.4 24.4 24.4 

D 5 4.2 4.2 28.6 

SA 46 38.7 38.7 67.2 

U 39 32.8 32.8 100.0 

Total 119 100.0 100.0  

 

 
Performance appraisal improves motivation and job Satisfaction 

 

 Frequency Percent Valid Percent Cumulative 
Percent 

Valid A 37 31.1 31.1 31.1 

SA 67 56.3 56.3 87.4 

SD 15 12.6 12.6 100.0 

Total 119 100.0 100.0  

 

 
Performance appraisal aims at improving employee performance and 

strengthening job skills 
 

 Frequency Percent Valid Percent Cumulative 
Percent 

Valid A 12 10.1 10.1 10.1 

SA 92 77.3 77.3 87.4 

U 15 12.6 12.6 100.0 

Total 119 100.0 100.0  

 

 
The output of every organization depends on how well and how much the 

performance of an employee is appraised 
 

 Frequency Percent Valid Percent Cumulative 
Percent 

Valid A 28 23.5 23.5 23.5 

SA 66 55.5 55.5 79.0 

U 25 21.0 21.0 100.0 

Total 119 100.0 100.0  
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Competitive pay reduces the rate of turnover 

 

 Frequency Percent Valid Percent Cumulative 
Percent 

Valid A 21 17.6 17.6 17.6 

D 5 4.2 4.2 21.8 

SA 83 69.7 69.7 91.6 

U 10 8.4 8.4 100.0 

Total 119 100.0 100.0  

 

 
High performing employees are recognized for their effort through 

promotion 
 

 Frequency Percent Valid Percent Cumulative 
Percent 

Valid A 59 49.6 49.6 49.6 

D 4 3.4 3.4 52.9 

SA 44 37.0 37.0 89.9 

U 12 10.1 10.1 100.0 

Total 119 100.0 100.0  

 

 

 
Employees are motivated when incentives are attached for higher 

performance 
 

 Frequency Percent Valid Percent Cumulative 
Percent 

Valid A 18 15.1 15.1 15.1 

SA 98 82.4 82.4 97.5 

SD 3 2.5 2.5 100.0 

Total 119 100.0 100.0  

 

 
The relationship between the management staff and other employees are 

cordial and effective 
 

 Frequency Percent Valid Percent Cumulative 
Percent 

Valid A 30 25.2 25.2 25.2 

D 7 5.9 5.9 31.1 

SA 71 59.7 59.7 90.8 

U 11 9.2 9.2 100.0 

Total 119 100.0 100.0  
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The quality of products and  services are   commendable 
 

 Frequency Percent Valid Percent Cumulative 
Percent 

Valid A 23 19.3 19.3 19.3 

D 2 1.7 1.7 21.0 

SA 90 75.6 75.6 96.6 

SD 3 2.5 2.5 99.2 

U 1 .8 .8 100.0 

Total 119 100.0 100.0  

 

 
There is always  product and service satisfaction of  clients 

 

 Frequency Percent Valid Percent Cumulative 
Percent 

Valid A 38 31.9 31.9 31.9 

D 3 2.5 2.5 34.5 

SA 64 53.8 53.8 88.2 

SD 10 8.4 8.4 96.6 

U 4 3.4 3.4 100.0 

Total 119 100.0 100.0  

 


