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Abstract 

 

This paper attempts to conceptually explain the relationship between the independent variables 

(performance appraisal, training and motivation, team work, compensation and selective 

hiring), the mediating variable (job satisfaction) and the dependent variable (job performance). 

This paper also explains job satisfaction as the mediating variable and its effect on the 

relationship between the independent variables and job performance in an organization. A 

framework is constructed to suggest the relationship between the independent variables, job 

satisfaction and job performance. There are also some suggestions on how to overcome the 

issues of the related study. The results of this study is being summarized in the conclusion of 

the term paper. 
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1.0  INTRODUCTION 

 

Strategic human resource management (SHRM) provides evident of the importance of human 

resource management (HRM) practices to the firms’ performance (Richard & Johnson, 2001). 

There is a past research focused on the relationship between the practices of individual or 

human resource (HR) and the organization performance (Richard & Johnson, 2001). There are 

researchers argued that the effective human resource (HR) practices should provide greater 

impact to the organization performances (Richard & Johnson, 2001). 

 Wei (2006) stated that strategic human resource management (SHRM) is a strategic 

method to manage an organization’s human resources. The integration of human resource 

management function with the business strategy made SHRM to have more flexible 

arrangement and human resources’ utilization to achieve the goals and helps the organization 

in gaining competitive advantage (Wei, 2006).  

 There are numbers of studies which are conducted in different contexts in investigating 

the relationship between the SHRM and the firm performance (Wei, 2006). Arthur (1994) 

argued that the firm performance may be affected by human resource management practises 

through developing. An exploratory study has been called to create better understanding on 

how human resource management practises can relate to individual performance (Atteya, 

2012).
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Few empirical researches study on strategic human resources were conducted to investigate 

the impact of human resource management (HRM) practices to the performance of an 

organization (Ahmad & Schroeder, 2003). There is very little attention on addressing the 

outcomes of human resource management (HRM) practices would be contributed to the 

organization management (Ahmad & Schroeder, 2003). 

 

 

2.0  LITERATURE REVIEW 

2.1  Human Resource (HR) Practices 

There are number of human resource (HR) practices that may affect the job performance of the 

employees. Nadarajah (2012) mentioned that a good management of HR practices are the 

important drive of employees’ performances. This research paper focus towards five human 

resource practices that influence the employees’ performance which are performance 

appraisal, training and motivation, team work, compensation (Nabi et al., 2016), and selective 

hiring (Nadarajah, 2012). By implementing these human resource practices, the employees in 

the organization would be attracted and motivated towards the achievement of organizational 

goals, mission and strategy. 

 

2.2  Performance Appraisal 

Boswell and Boudreau (2002); Judge and Ferris (1993) mentioned that performance 

appraisal (PA) is one of the most important Human Resource (HR) practices. Performance 

appraisal has increasingly become one of a strategic way in order to integrate the human 

resources (HR) activities and company policies (Fletcher, 2001). Performance appraisal now 

has been seen as a general term that covers various types of activities which the firm seek to 

develop employees’ competence, improve their performance and provide rewards to the 

employees (Fletcher, 2011).  

 According to Nabi et al. (2016), performance appraisal is a good instrument to measure 

the performance level of the employees with the standard provided that is predetermined. 

Performance appraisal also is one of the approach to compare the employees’ present 

performance and their past performance (Nabi et al., 2006). Nabi et al., (2006) also stated that 

performance appraisal is systematic, annual or periodic process and methods to access the 

value of the job performance of each employee in the organization. 

 Nabi et al. (2016) also mentioned that how the level of performance is managed and 

preserved in a firm will determine the success of the firm. Hence, performance appraisal is used 

in evaluating and justifying the level of performance to maintain each of the employees are 

able to provide the greater outcome to the organizations. Performance appraisal has been 

considered as an essential and most significant tool for a firm (Nabi et al., 2016). 

 Performance appraisal provides useful information regarding the employees’ aspects 

which include promotion criteria, measurement of the performance, awards and merit. The 

measures of performance related to gather of information and process of decision making in 

judging and evaluating the effectiveness and efficiency of the employees and the 

organizational in recruiting, selecting, training, motivation, compensation, performance 

appraisal and the other related elements (Nabi et al., 2016). 

  

2.3   Training and Motivation 

Swanson and Holton (2001) defined training and development as a process of developing 

“work-related knowledge” and “skills” in personnel in order to improve their job performance 

systematically. Training and development as the determinants in increasing the self-awareness 

and skills of the employees to performance well (Akdere, M. (2003). Training is considered as 

a systematic process for improving the job performances of the employees and organization 
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(Tabassi et al., 2012). Training should be adopted in different effective ways in order to 

develop the individuals and improve the fulfilment of the organization (Tabassi et al., 2012). 

 Training should begin with the training needs’ recognition through the assessment of 

performance, job analysis and also organizational analysis (Tabassi & Bakar, 2009). Once the 

needs for training of the particular employees have been identified, the process will be 

continued with organizing the training programs (Tabassi & Bakar, 2009). 

 There are two methods in providing training to the employees which are on-the-job 

training and off-the-job training. On-the-job training (OJT) emphasized on getting the job done 

which includes the job rotation (Tabassi & Bakar, 2009). The employees will be transferred to 

the other location to learn more knowledge which expected to apply the knowledge when they 

returned to their initial workplace. On the other hand, off- the-job training is emphasizing 

more on learning the basic facts, knowledge and skills (Tabassi & Bakar, 2009). 

 In the context of training, motivation can affect the employees’ willingness in attending 

the training (Maurer & Tarulli, 1994; Noe & Wilk, 1993). Tai (2006) mentioned that in some 

studies revealed that motivation is playing an important role compared to other individual 

determinants concerning of the training. Noe & Wilk (1993) provided a suggestion that 

elements such as attitudes and motivation are playing important role to achieve affective 

training. The employees should not be forced to attend the training but it will provide greater 

benefits if the employees attend the training voluntarily. When they employees attend to the 

training provided, they will become more motivated and able to contribute greater output to the 

organization. 

 

2.4  Team Work 

Nabi et al. (2016) mentioned that team work is very essential to the businesses and it is 

sometimes necessary for the employees in the organizations in order to work well with each 

other in achieving the firms’ goals. Team work also refers to a group of people that using their 

expertise, strength and knowledge and try to communicate, cooperate, coordinate and share 

information among them in order to achieve the firms’ goals (Nabi et al., 2016). 

 Team work also as an essential characteristic for a firm to connect the people, land, 

resources and firm (Nabi et al., 2016). The members who apply team work in an organization 

allows them to utilize their skills and the organizational resources to achieve the firm’s goals. 

Nabi et al. (2016) also stated that team work acts as a potential approach for the employees to 

utilize their expertise and apply the knowledge that they learnt in the institution to increase the 

organizational production and productivity. Therefore, this can be seen that there is positive 

relationship between team work and the production and productivity of an organization. 

 Team work also combines a group of people in an organization to stay in a harmonic 

environment in order to achieve a common goal (Nabi et al., 2016). Planning, organizing, 

leading, controlling, motivating, staffing, budgeting, reporting and making decision are the 

activities that are related to team work (Nabi et al., 2016). 

 

2.5   Compensation 

Nadarajah (2012) defined compensation as the total amount of monetary or non-monetary 

rewards that given by the organization to the employees as the return for their work performed. 

Compensation also can be expressed in other terms which is salary or wage (Nadaraja, 2012). 

Commissions, allowances, bonuses, fringe benefits and reimbursements can be considered as 

part of compensation (Nadaraja, 2012). Compensation can be considered as the basic elements 

that influence the employees’ performances and the organization performance. It is considered 

as reward or incentives payment that can attract the employees to provide maximum 

performance in long term period. 

 Compensation is one of the independent variables that will affect the job performances 
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of the employees in an organization. This is because the employees will be motivated if they are 

being awarded by financial or non-financial awards. Hence, the employers should determine on 

how much should pay to the employees as this is one of the motivator to the employees to 

attract the employees to perform well. 

 

2.6.  Selective Hiring 

Vlachos (2009) stated that the selection of the right individuals with required skills and 

knowledge to be fit in the right position in an organization is defined as selective hiring. This 

practice is one of the important practices of human resources (Vlachos, 2009). Selective hiring 

should be practices in order to choose the most suitable individuals for a particular position. 

 A successful organization is able to attract, employed and train qualified employees 

(Nadaraja, 2012). The process of selective hiring requires high cost in order to attract, employ 

and train the qualified employees. Selective hiring will provide benefits to the organization in 

terms of performances and productivity as the selected employees are qualified and with high 

quality. 

 

2.7   Job Satisfaction 

Nabi et al. (2016) defined job satisfaction as the general attitudes of the employees towards their 

job. According to Robbins & Judge (2003), job satisfaction is the feelings of the different 

individuals on the different dimensions of job. The another aspect that is related to the job 

satisfaction of employees is the satisfaction and dissatisfaction level (Spector, 1997). The 

key determinants of job satisfaction include the needs and desires of the employees, social 

relationships, work life balance, job design, and compensation (Nabi et al., 2016). The 

higher job satisfaction of the employees will contribute to an increase of the job performances 

and organization productivity. 

 Siron et al. (2016) stated that job satisfaction acts as the mediating variables in testing 

its effect towards the independent variables (performance appraisal, training and motivation, 

team work, compensation and selective hiring) and the dependent variable which is job 

performance. 

 

2.8   Job Performance 

Tabiu & Nura (2013) stated that one of the concern of researchers and firms is job 

performance of the employee. There are different methods have been seeking by researcher for 

the past ten years in order to improve the job performance of the employees (Tabiu & Nura, 

2013). McCloy et al. (1994) defined job performance as the individuals’ behaviors or their 

actions that are corresponding to the organizational goals in question. McCloy et al. (1994) 

who also defined performance refers to the multidimensional element in which each of the job 

has its different performance components. Therefore, the attitudes of the employees in doing 

their job may influence their job performance. 

 

3.0 CONCEPTUAL FRAMEWORK 

3.1   Proposed Conceptual Framework 
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Independent Variables Mediating Variable Dependent Variable 

Performance 

Appraisal 

Training and 

Motivation 

Team Work 
Job 

Satisfaction 

Job 

Performance 

Compensation 

Selective 

Hiring 

(Sources: Nabi et al., 2016; Nadarajah, 2012; Siron et al.,2016) 

 

The proposed conceptual framework is illustrated as above. There are five independent 

variables namely performance appraisal, training and motivation, team work, compensation 

and selective hiring. Job satisfaction acts as the mediating variable and job performance is the 

dependent variable in this term paper. 

 

3.1 Underlying Theory 

The theory that complements to this study is human capital theory which connect the 

independent variables of the study to the mediating variable and independent variable (Mudor, 

2011). Human capital theory suggests that when the employee skills’ investments are justifiable 

for future productivity, then only the resources internally develop by the firm (Becker, DeGroot 

& Marschak 1964; Tsang, Rumberger & Levin, 1991). The conceptual framework above 

illustrated that the human resource practises create job satisfaction and associated with job 

performance consistent with the human capital theory. 

 

 

4.0  CONCLUSION AND RECOMMENDATION  

There are various approaches that can be implemented by the human resource management 

(HRM) in order to improve the employees’ performances in an organization. Motivation plays 

an essential role in an organization management (Nurun Nabi et al., 2017). One of the important 

roles of a human resource manager is to ensure employees’ job commitment which only can 

be accomplished through motivation (Nurun Nabi et al., 2017). Nurun Nabi et al., (2017) also 

mentioned that motivation is very important in providing good performance and the action to 

know how to motivate employees in providing better performance is increasingly important. 
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First, extrinsic factors are the great element that majority think that it could provide motivation 

on employee performance (Nurun Nabi et al., 2017). Therefore, an organization should provide 

an effective monetary scheme and extrinsic rewards to the employees as the motivator for them 

to perform better at the workplace. Salary, monetary rewards and compensation are the 

elements fall under the extrinsic motivation (Nurun Nabi et al., 2017). When employees are 

being provided by these type of extrinsic rewards, they could be inspired and keep on working 

hard to receive more rewards from their superior. Therefore, provide extrinsic motivation to 

the employees is one of the way to improve their performances at the workplace. 

 Besides, Nabi et al. (2017) stated that job enrichment and performance appraisal are part 

of motivation factors that the effects are more towards psychological perspective. For example, 

in terms of job enrichment, if the environment of the workplace is good, this may influence the 

employee in order to perform well. In contrast, if the employees are working under 

uncomfortable environment or deal with excessive workload, this may cause them to be 

unmotivated and unable to perform well. In terms of performance appraisal, if the employees 

notice that their superior will appraise them on their good performances, they will tend to 

provide better performance so they will receive performance appraisal. Therefore, the top 

management of the organization should practice performance appraisal to the employees as the 

motivator to them to maximum their contributions. 

 Besides, the employees should be given authority to make decision in the organization 

If the employees are given the opportunity to be involved in decision making under the areas 

that they expertise, it may be one of the way to motivate them in order to improve their 

performances (Nabi et al., 2017). This is because they will feel being respect and valued by the 

top management as their contribution are being appreciated. Therefore, this will lead them 

tend to perform well at their workplace. 

 Last but not least, the employees should be given the growth opportunity. The 

employees will tend to contribute their maximum effort if they feel that they are being provided 

great future in the organization (Nurun Nabi et al., 2017). Growth opportunity also as a great 

motivator in motivating the employees to improve their performances in their workplace 

(Nurun Nabi., 2017). 
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