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ABSTRACT  

An increasing amount of research suggests a link exists between superior efficiency or high 

commitment human resource management (HRM) practices and different metrics of 

organizational performance. However, the reason for this connection remains unknown. This 

article argues that we need to enhance our conceptual and analytical frameworks in three main 

areas in order to offer a compelling explanation for this relationship. The nature of HRM, 

particularly the reason for the specie lists of Hrm activities; the nature of organizational 

effectiveness; and the connection between Organizational culture and performance are the 

topics covered. A model is provided within which these connections may be investigated. In light 

of this approach, the current literature on HRM and performance is evaluated in order to 

identify significant knowledge gaps and assist to concentrate research objectives. The purpose of 

this article is to identify and answer a number of theoretical and operational problems related to 

HR systems. In theory, HR systems should influence (1) knowledge of employees, skill sets, and 

qualities, (2) employee motivation and hard work, and (3) possibilities for employees to 

contribute by trying to influence. 
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1. INTRODUCTION 

The effect of human resource management practices on performance has emerged as the field's 

most important study topic. There has been a rash of studies that demonstrate a positive role of 

human resource management (HRM) and achievement, providing encouragement to those who 

have long argued for a unique field of human resource management. While these research shows 

that progress is being made, statistical sophistication seems to have taken precedence over 

theoretical rigor. As a consequence, except in a very broad sense, the investigations are non-

additive(1,2)(3)(4). The purpose of this article is to propose a research plan that aims to bring 

theory into the empirical discussion while also reviewing some of the current empirical findings. 

Contribute. We need a theory about HRM, a theory about performance, and a theory about how 

they are connected if we are to enhance our knowledge of the effect of HRM on performance. 

The involvement in HRM and performance stems in part from a perception that HRM theoretical 

discussions had become too introspective and dull. Perhaps it is only when actual evidence starts 

to surface that we understand the significance of the theory. I'll start by briefly summarizing 

where we are on HRM, performing, and the connection between HRM and performance ideas. 

Then, using a basic framework, I'll go through some current literature. Finally, I'll discuss some 
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of the issues raised by this review, as well as some of the theoretical and practical developments 

that will be required if we are to enhance our understanding of HRM and performance(5)(6). 

1.1 Human Resource Management Theories:  

All empirical investigation requires a clear understanding of the independent variable. We appear 

to be in a state of disarray right now. There states that there are three main aspects of HRM 

theory, as well as a plethora of more clear and specific theories about specific law and policy 

areas, like as excellence, integrity, and performance-related compensation. Strategic, descriptive, 

and normative theories are the three types of theory(7)(8)(9)(10). 

1.1.1 Strategic theories of HRM:  

These are largely concerned with the interaction between HRM policy and practice and a variety 

of probable external factors. The goal was to identify and categorize important environmental 

factors on HRM. HRM policy and practice, in a way, becomes the dependent variable in their 

activity, graded on how well it matches the setting. The underlying yet unproven theory is that a 

good fit is linked to better performance. Rather than analyzing any link to performance, 

researchers looked at the context, establishing an inner context (inside the organization) and an 

outside context (within the wider environment), and seeing how HRM changed to changes in 

context. In the United States, increased emphasis has been placed on identifying different forms 

of HR strategy, which is frequently based on existing business strategy frameworks. They claim 

that each of four strategic sorts of firm will require a unique set of HRM rules, and they are 

rather specific about some of the differences. The idea is that businesses with a link between 

their company strategy, structure, and HRM practices and policies will perform 

better(11)(10)(12)(13). 

1.1.2 Descriptive theories of HRM:  

These aim to provide a complete description of the field, with an attempt to convey the vast 

scope and explore some of the interconnections. According to Beer and colleagues, this entails 

identifying four main areas of HRM policy and practice, as well as four key outcomes. the level-

to-level interdependencies Both are primarily purely descriptive, charting the area and 

categorizing inputs and outputs. Both can be evolved into theories, but only at a high level of 

generality. The emphasis on an open systems approach, which may properly represent an aspect 

of reality but lacks specificity, is both a strength and a drawback in this regard. These models 

provide a wide classification of the content of HRM and a range of consequences by connected 

to different maps of the discipline. Both are helpful in taking a stakeholder approach and 

identifying a variety of outcomes that are important to different stakeholders. They are, however, 

fundamentally employee relations models that focus on the manager's job in balancing opposing 

interests, stressing the scope for choice, and recognizing some of the influences on those 

decisions. Despite the writers' implied preferences, they are essentially non-prescriptive because 

they provide a range of options rather than endorsing specific ways. As a result, any examination 

of the link between HRM and performance has no obvious emphasis(14)(15)(16)(17). 

1.1.3 HRM normative theories: 

This type of models and theories takes a more prescribed stance, expressing the belief that either 

a sufficient body of information exists to provide a foundation for recommended practice or that 

a value system indicates excellent practice. These two viewpoints are frequently mixed together. 

Catch some of the essence of this method by attempting to present it inside a consistent 

framework and outlining some of the relationships so that the final model may be examined – 
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and possibly disproved(18)(19). The primary hypothesis is that greater worker performance will 

follow if a skills to be able of HRM practices is used with the purpose of fulfilling the normative 

goals of strong organizational commitment, good quality, and adaptability. This, it is assumed, 

will have a good influence on firm performance. Unlike other perspectives, this normative 

approach asserts that specific behaviors and HRM goals will always be preferable. This 

perspective on HRM has a lot of flaws. One is that it concentrates almost entirely on HRM's 

internal factors rather than larger strategic challenges(20). It is taking a significant risk in 

claiming that there is just one best approach by doing so, and by recommending a best set of 

procedures while neglecting the variety of constraints and resulting strategic plans. 

1.2 Theory about Performance:  

There is no such thing as a broad theory of success. Furthermore, we have a number of 

methodologies and models that help us better understand and classify measures of quality, many 

of which are based on specialized disciplinary views such as finance, psychology, or production 

control. This isn't a simple task. The criteria problem is a term used in the field of organizational 

behavior to express the problem of measuring performance. We might be persuaded to apply this 

to HRM research. By emphasizing a few distinctions, we can start to make sense of 

performances. First, we can concentrate on difficulties relating performance content. Second, we 

can think about the different forms of data. Third, we can evaluate linkages in the context of a 

broader understanding of performance, allowing us to begin to investigate causal relationships 

between Organizational culture and performance(21). 

1.3 The Content of Performance and Outcomes:  

The topic of what forms of data are of interest coincides with the nature of data. That are the 

investors in performance, and are they the same as the ones who care about the outcomes? 

Productivity is clearly a corporation criterion, but outcomes have the potential to be far broader. 

Environmental concerns, employment satisfaction, and participation in community activities are 

just a few examples. When looking at organizationally set performance criteria, there's a chance 

that some of these difficulties will be overlooked. It may be argued that this is irrelevant if the 

goal is solely for firm profitability. On the other hand, if the implicit premise of HRM is that 

results are accomplished via organization. Human resource management rather than exploitation, 

they could be extremely essential. Even so, this may not be sufficient, since we know from a 

slew of studies that there is only a slender correlation between job satisfaction and productivity. 

1.4 A Conceptual Framework:  

A growing number of research are attempting to establish a correlation between Organizational 

culture and performance. (Of course, there are hundreds that look into specific aspects of HRM 

and performance.) They are only additive in the broadest sense because they are not all gazing at 

the same item. Many attempts to theorize about HRM revolve around the concept of "fit" or 

"integration," so it seems like an amazing manner to go. They basically propose that the various 

varieties of HRM t can be categorized along two dimensions: Internal–External and Criteria 

particular or Guideline free. There are four basic options, one of which is further subdivided. I've 

made a number of changes to the descriptions in both of the prior papers: Fit as complex 

interplay reflects the conventional strategic approach and aims to link HR practices to the 

external situation. One of the most important points is that we have a choice in how we respond 

to and interact with the world. Once that decision has been made, Strategic plan and behavior 
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must reflect that decision. The notion is that organizations with the proper response as well as the 

right matching will outperform their competitors. 

Examining the link between the Miles and Snow strategic categories, as well as the HRM 

practices connected with each, and relating this to some measure of performance, is a common 

test. The level of theoretical specification means that financial factors will be used to assess 

performance. Fit as a condition represents the classic contingency approach, implying that firms 

with more flexible HR policies and practices to external events will perform better. The nature of 

the market, legal changes, or characteristics of the specific sector are examples of external 

variables. This approach assumes that a specific result will always be superior, but it does not 

identify the type of reaction or any class of responses, despite the fact that there is no reason why 

this could not be done. 

1.5 The Empirical Studies of HRM and Performance:  

Several research linking HRM and productivity have been released; others have been submitted 

as conference proceedings or as working papers. They are primarily cross-sectional, but not 

solely. The studies vary in quality, especially when it comes to measuring HRM policy and 

practice, but they all have a tendency to be statistically sophisticated. While some cover a wide 

range of industries, others focus on a single industry. 

2.  LITERATURE REVIEW 

David E. et al. studied about There has been a significant development in theories and practice 

about human resource management practices on performance over the last 20 years. This report 

assesses progress by recognizing a number of stages in the evolution of relevant theories and 

practice. It then identifies a number of future challenges in the areas of theory, management, and 

research approach. The review's principal conclusion is that we are still unable to address basic 

concerns concerning the relationship between human resource management practices on 

performance despite more than two decades of considerable research. This is due to the lack of 

survey design that has been able to examine the linkages between HRM and performance as well 

as investigate the administration of HR implementations(22).  

Hamid et al. discussed about Human resources are one major source of competitive advantage in 

a continually increasing market environment. Human resource systems can help a company 

maintain a competitive advantage by allowing the development of firm-specific competences. 

The construction of a relationship between the overall strategic goals of the organization and the 

human resource strategy and implementation is the focus of strategic human resource 

management. The majority of published data shows a favorable statistical association between 

increased HR practice adoption and improved business success. Because of the causal link 

between HR and organizational performance, HR managers will be able to create programs that 

will result in improved operational results, allowing them to achieve organizational 

effectiveness. After underlining the importance of human resources as a source of competitive 

advantage, strategic human resource management is defined in this study. The conclusion is that 

how an organization manages its human resources has a strong link with the organization 

effectiveness, as evidenced by specific instances from academic study on the influence of human 

resources management methods on organizational performance(23). 

Buller et al. discussed about This study relies on past theories and practice on strategy & 

management of human resources to establish key links between a company's strategy, human 

resources, and outcome variables. First, we go over the relevant literature, with a focus on the 
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role of human resources in gaining a competitive edge. We then show how human resource 

strategies can successfully match organization, team, and individual characteristics with the 

organization's strategy using a multi-level model. Line of sight is defined as the synchronization 

of organizational processes and culture, group competences and norms, and person KSAs, 

motivation, and opportunity with one other and with the organization's plan. Furthermore, we 

believe that such alignment helps to build human and social capital, both of which are required 

for achieving and maintaining outstanding performance. The report concludes with several 

recommendations for future research and practice(24). 

Paillé et al. studied about the connection between strategic human resource management, 

corporate environmental issue, citizenship behaviors for the environment, and environmental 

performance was explored in this field study. The present study was unique in that it linked 

human resource management with environment management in terms of China. 151 matching 

surveys from top members of the management team, chief executive officers, and frontline 

workers were used to compile the data. The main findings show that organizational 

environmental citizenship behavior mediates the relation between strategic human resource 

management and environmental performance, and also that internal environmental concern 

moderates the impact of human resource management on organizational environmental 

organizational citizenship behavior(25).  

3. DISCUSSION 

Human Resource Management has made several changes to Performance Management, which 

has resulted in the elimination of some Performance Management flaws. In this day of fierce 

competition, the corporation must prioritise personnel and put their requirements at the top of its 

priority list. Human Resource Management has been instrumental in putting an end to the habit 

of treating employees like machines. Setting explicit and measurable work objectives is the goal 

of performance management, which is a significant management and human resource tool. Staff 

will have clear job objectives and ample of opportunity for feedback and conversation with their 

supervisor if their performance management system is quite well. HRM ensures that an 

organization runs smoothly. Job modeling and analysis, recruiting & retention, learning & 

support, pay and reward, performance appraisal, administrative relations, and labor relations are 

some of the key functions of HRM. 

4. CONCLUSION 

Only once we've gotten a handle on measuring the independent and dependent variables can we 

start paying attention to how they're connected. The studies now show a positive relationship 

between HRM and results, but we are not yet in a position to claim cause and effect. To construct 

precise hypotheses regarding links, we need to develop theory that combines features of strategy 

and strategic integration with something like anticipation theory. Case study research can assist 

in the generation of some insights that can be further tested. Studies of certain activities or 

challenges, such as quality or dedication, might also benefit from more specialized theory. We 

also need continuous research designs to show correlations, ideally with some type of 

intervention to change HRM practices. In conclusion, we must enhance our theory and empirical 

testing on all three fronts: the character of HRM, the nature of the results, and the nature of the 

links. We'll need to find the correct mix of survey-based and case-study-based research, as usual. 

We also need to make sure that the research isn't limited to the United States. We can now 

declare with greater certainty that HRM is effective. However, because this is a skeletal 

discovery, we will need to add a lot of flesh to the bones. 
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