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ABSTRAK

Sejak kebelakangan ini, organisasi semakin menyedari kepentingan peranan yang
dimainkan oleh jabatan sumber manusia dalam kejayaan prestasi sesebuah organisasi.
Tujuan kajian ini adalah untuk menguji perhubungan antara amalan pengurusan
sumber manusia dan prestasi organisasi. la juga bertujuan untuk menentukan sejauh
mana kesan amalan pengurusan sumber manusia (pengambilalihan, latihan, retensi
dan pasaran tenaga kerja dalaman) terhadap prestasi organisasi. Sampel kajian
diperolehi daripada pengumpulan dari kertas kaji soal selidik yang diedarkan kepada
105 pekerja dari organisasi Intel Shared Sumber Manusia Global Services (HR SSC)
organisasi yang terlokasi di Pulau Pinang Malaysia. Sebanyak 100 kaji soal selidik
yang sah digunakan untuk tujuan analisis. Data dianalisis menggunakan statistik
Package untuk Ilmu Pengetahuan Sosial (SPSS) Versi 12,0 dengan uji reliabilitas,
analisis korelasi Pearson dan regresi linier untuk menguji hubungan antara SHRM dan
prestasi organisasi. Keputusan kajian menunjukkan bahawa di antara keempat
pembolehubah bebas, pasaran tenaga kerja dalaman dan pengambilalihan mempunyai
pengaruh paling besar terhadap prestasi organisasi. Hasil dari kajian ini boleh menjadi
satu asas cadangan yang berguna kepada pengurus dalam menggalakkan amalan
pengurusan sumber manusia dan kepada pekerja yang begitu prihatin untuk
mengekalkan kelebihan bersaing mereka untuk kejayaan jangka panjang sesebuah

organisasi.



ABSTRACT

Over the last decade, Organizations are becoming more aware of the important role
human resources play in the success of their organizations to achieve financial
performance. The purpose of this study is to examine the relationship between SHRM
and organizational performance and to determine the extent of impact of SHRM
(acquisition, training, retention and internal labor market) on organization’s
performance. The data were collected via hard copy questionnaire distributed to 105
employees within Intel Human Resource Global Shared Services (HR SSC)
organization located in Penang Malaysia. A total of 100 useable responses were
obtained and used for the purpose of analysis. Data were analyzed using Statistical
Package for Social Science (SPSS) Version 12.0 with reliability test, Pearson
correlation analysis and Linear Regression to examine the relationship between
SHRM and organizational performance. The result shown that among all four
independent variables, internal labor market and acquisition have the most influence
on the organizational performance. The findings can form the basis for useful
recommendations for managers in encouraging the practice of human resource
management and for employees who are concerned with maintaining their

competitive advantage for long-term organizational success.
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advantage in today's global market economy that provides wider access to technology,
finance and other resources. According to resource-based view (Barney, 2001),
competitive advantage of an organization lies primarily in the application of the
bundle of valuable resources at the organization’s disposal. Traditionally, sources
such as natural resources, technology and economics of scales, could create
competitive advantage for organizations, but these traditional sources have lost their
competitive edge as they could be easily imitated by the competitors. As a result, HR
has replaced them as a main source of competitive advantage. High quality HR
enables organizations to compete on the basis of market responsiveness, quality of
product and service, differentiated products, and technological innovation (Becker,
Huselid & Ulrich, 2001). Effective HRM assists in developing human resources into a
high-quality and efficient workforce, thus enabling the organization to obtain a
competitive advantage through their people. In contrast, inefficient workforce can
increase labor costs and decrease an organization’s productivity and performance. HR
strategy is an invisible asset; it creates value when embedded in the operational
system that enhances organization ability to deal with a turbulent environment.
Indeed, HR has increasingly affected organizations’ market valuations, although it

does not appear on organization’s financial statements (Lev, 2001).

The argument that suggests that organizations can gain competitive advantage through
their HR has led to increasing scholarly investigations into the impact of HRM on
organizational performance. Organizational performance can be classified into
financial performance, customer performance, internal process performance, learning
and development performance, social performance and environmental performance

etc (Mitchell, 2002). The interest in HR-performance link may be heightened by the



The contents of
the thesis is for
internal user
only



REFERENCES

Abhlstron, D., Foley, S., Young, M. N., & Chan, E. S. (2005). Human resource
strategies in post WTO China. Thunderbird International Business Review, 47,
263-325.

Amadasu D. E. (2003). Personnel and the Nigerian management crisis: Ajaokuta Iron
and Steel Mill examined. Abuja Manage, 1(4), 11-28.

Bae, J., & Lawler, J. (2000). Organizational and HRM strategies in Korea: Impact of
firm performance in an emerging economy. Academy of Management, 49(3),
502-517.

Bamberger, P., & Meshoulam, 1. (2000). Human resource strategy. Thousand Oaks,
CA: Sage Publications, Inc.

Barney, J. B. (1986). Organizational culture: Can it be a source of sustained
competitive advantage?. Academy of Management Review, 11, 656-65.

Barney, J. B. (1991). Organization resources and sustained competitive advantage.
Journal of Management, 17, 99-120.

Barney, J. B. (2001). Resource-based theories of competitive advantage: A ten-year
retrospective on the resource-based view. Journal of Management, 27, 643-
650.

Baron, J. N., & Kreps D. M. (1999). Strategic human resources: Frameworks for
general managers. New York: John Wiley and Sons, Inc.

Barrett, A., & O’Connell, P. J. (2001). Does training generally work ? The returns to
in- company training. Industrial and Labor Relations Review, 54(3), 647-662.

Bartel, A. (2004). Human resource management and organizational performance:
Evidence from retail banking. Industrial and Labor Relations Review,
57(2),181-203.

Becker, B., & Gerhart, B. (1996). The impact of human resource management on
organizational performance: Progress and prospects, Academy of Management
Journal, 39(4), 779-801.

Becker, B. E., & Huselid, M. A. (1998). High performance work systems and
organization performance: A synthesis of research and managerial
implications. Research in Personnel and HRM, 16, 53-101.

Becker, B. E., Huselid, M. A., & Ulrich, D. (2001). The HR scorecard: Linking

people, strategy, and performance. Boston, MA: Harvard Business School
Press.

49



Bird, A., & Beecher, S. (1995). Links between business strategy and human resource
management strategy in US-based Japanese subsidiaries: An empirical
investigation. Journal of International Business Studies, 26(1), 23- 46.

Cascio, W. (2000). Costing human resources: The financial impact of behavior in
organizations. Cincinnati: South-Western.

Cho, S., Woods, R. H., Liping C., & Jang, S. C. (2001). The impact of high
performance work systems on organizational performance in the lodging and

foodservice Industries. Advances in Hospitality and Tourism Research 6, 85-
90.

Colbert, B. A. (2004). The complex resource-based view: Implications for theory and
practice in strategic human resource management. Academy of Management
Review, 29, 341-358.

Collins, C. (2000). Strategic human resource management and knowledge creation
capability: Examining the black box between HR and firm performance
(Unpublished doctoral dissertation, University of Maryland).

Cucher-Gershenfeld, J. (1991). The impact on economic performance of a
transformation in industrial relations. Industrial and Labor Relations Review,
44, 241-260.

Crowley, B. D. (1999). Hiring the right person for your hospitality industry. The
Bottomline, 14(1), 13-15.

Datta, D. K., Guthrie, J. P., & Wright, P. M. (2003). HRM and firm productivity:
Does industry matter? Paper presented to the National Academy of
Management Meeting, Seattle.

Delaney, J. T., & Huselid, M. A. (1996). The impact of human resource management
practices on perceptions of organizational performance. Academy of
Management Journal, 39(4), 949-69.

Delery, J. E., & Doty, D. H. (1996). Modes of theorizing in strategic human resource
management: Tests of universalistic, contingency and configurational
performance predictions. Academy of Management Journal, 39(4), 802-835.

Dileep K. M. (2006). Strategic human resource management (SHRM): An overview.
Retrieved on 12" Dec 2010, from:
http://www.indianmba.com/Faculty Column/FC309/fc309.html

Doty D. H., & Glick W. H. (1994). Typologies as unique form of theory building:
Toward improved understanding and modeling. Academy of Management
Review, 19(2),230-251.

Dyer, L., & Reeves, T. (1995). Human resource strategies and organization
performance: what do we know and where do we need to go? International

Journal of HRM, 6(3), 656-671.

50



Frank, F. D. (2004). Introduction to the Special Issue on Employee Retention and
Engagement. Human Resource Planning, 27(3), 11-21.

Gberevbie D.E. (2008). Staff recruitment, retention strategies and performance of
selected public and private organizations in Nigeria. African Journal of
Business Management, 4(8), 1447-1456.

Goldstein, I. L., & Ford, J. K. (2002). Training in organizations: Needs assessment,
development, and evaluation (4th ed.). Belmont, CA: Wadsworth.

Gomez-Mejia, L. R., Balkin, D. B., & Cardy, R. L. (2001). Managing human
resources (3rd ed.). Upper Saddle River, NJ: Prentice-Hall.

Gratton, L., Hope-Hailey, V., Stiles, P., & Truss, C. (1999). Linking individual
performance to business strategy: The people process model. Human Resource
Management, 38(1), 17-31.

Greene, R. J. (1995). Culturally compatible HR strategies. HR Magazine, 40(6), 115-
123.

Guest, D. E. (1997). Human resource management and performance: A review and

research agenda. International Journal of Human Resource Management,
8(3), 263-76.

Guest, D. E., Michie, J., Conway, N., & Sheeman, M. (2003). Human resource
management and corporate performance in UK. British Journal of Industrial
Relations, 41(2), 291-314.

Guthrie, J. (2001). High involvement work practices, turnover, and productivity:
Evidence from New Zealand. Academy of Management Journal, 44, 180-192.

Griffeth, R. W., Hom, P. W., & Gaertner, K. N. (2000). A meta-analysis of
antecedents and correlates of employee tumover: Update, moderator tests and
research implications for the next millennium. Journal of Management, 26(3),
463-488.

Harel, G., & Tzafrir, S. (1999). The effect of human resource management practices
on the perceptions of organizational and market performance of the
organization. Human Resource Management, 38(3), 185-200.

Harris, L., & Ogbonna, E. (2001). Strategic human resource management, market
orientation, and organizational performance. Journal of Business Research,
51,157-166.

Hitt, M. A., Bierman, L., Shimizu, K., & Kochhar, R. (2001). Direct and moderating
effects of human capital on strategy and performance in professional service
organizations: A resource based perspective. Academy of Management
Journal, 44, 13-28.

51



Huselid, M. A. (1995). The impact of human resource management practices on
turnover, productivity, and corporate financial performance. Academy of
Management Journal, 38(3), 635-672.

Huselid, M. A., Jackson, S. E., & Schuler, R. S. (1997). Technical and strategic
human resource management effectiveness as determinants of organization
performance. Academy of Management Journal, 40, 171-88.

Ichniowski, C., Shaw, K., & Prennushi, G. (1997). The effects of human resource
management practices on productivity: A study of steel finishing lines.
American Economic Review, 87(3),291-313.

Izzo, J. B., & Withers. P. (2002). Winning employee-retention strategies for today's
healthcare organizations. HealthcareFinancial Management, 56(6), 52-57.

Jackson, S. E., & Schuler, R. S. (1995). Understanding human resource management
in the context of organizations and their environments. Annual Review of
Psychology, 46, 237-264.

Jike V.T. (2003). Organizational behavior and negative attitudes in Nigeria’s public
employment sector: The empirical nexus. Abuja Management, 1(4), 11-28.

Jing, W. & Huang, T. (2005) Relationship between strategic human resources
management and organization performance. International Journal of
Manpower, 29(6), 434-449.

Katou, A. A. (2008). Measuring the impact of HRM on organizational performance.
Journal of Industrial Engineering and Management ,1(2), 119-142.

Koch, M. J. & McGrath, R. G. (1996). Improving labour productivity: Human
resource management policies do matter. Strategic Management Journal, 17,
335-354.

Kochan, T. A. Dyer, L. (1993). Managing transformational change: The role of
human resource professionals. International Journal of Human Resource
Management, 4, 569 -590.

Lado, A. A., & Wilson, M. C. (1994). Human resource systems and sustained
competitive advantage: A competency based perspective. Academy of
Management Review, 19, 699-727.

Lawler, III, E. E., & Mohrman, S. A. (2003). Creating a strategic human resources
organization: An assessment of trends and new directions. Polo Alto, CA:
Stanford University Press.

Legge K. (1994). Managing culture: Fact or fiction. In Sisson, K. (Ed.), Personnel

management: A comprehensive guide to theory and practice in Britain (pp.
397 - 433).0Oxford: Blackwell.

52



Lev, B. (2001). Intangibles: management, measurement, and reporting. Washington,
DC: Brookings Institution Press.

MacDuffie, J. P. (1995). Human resource bundles and manufacturing performance:
organizational logic and flexible. Industrial & Labor Relations Review, 48,
197-221.

Mahoney, T. A. (1984). Growth accounting and productivity: Comments. In P.A.

Brief, (Ed.) Productivity research in the behavioral and social sciences.(pp.
112-133). New York: Praeger.

Manoochehri, G., & Pinkerton, T. (2003). Managing telecommuters: Opportunities
and challenges, American Business Review, 21, 9-16.

Martell, K., & Carroll, S. J. (1995). How strategic is HRM? Human Resource
Management, 34(2), 253-267.

McClelland, S. (1994). Training needs assessment data-gathering methods: Part one,
survey questionnaire. Journal of European Industrial Training, 75(1), 22-26.

McElroy, J. C. (2001). Managing workplace commitment by putting people first.
Human Resource Management Review, 2, 327-335.

Mitchell, H. (2002). Strategic worth of human resources: Driving organizational
performance. Corporate Performance Improvement Conference. Australia:
Universalia.

Ngo, H. & Tsang, A. (1998). Employment practices and organizational commitment:
Differential effects for men and women. The International Journal of
Organizational Analysis, 6(3), 251-266.

Noe, H. G, & Wright, P. M. (1997). Human resource management: Gaining a
competitive advantage. Burr Ridge, IL: Irwin.

Noe, R., Hollenbeck, J., Gerhart, B., & Wright, P. (2007). Human resources
management: Gaining a competitive advantage (5th.ed). New York: Mc-
Graw-Hill Co.

Okoh, A. O. (1998). Personnel and human resources management in Nigeria. Lagos:
Amfitop Books.

Osterman P. (1994). How common is workplace transformation and who adopts it?
Industrial Labor Review, 47, 173-188.

Pennings, J. M., Lee, K., & Witteloostuijn, A. V. (1998). Human capital, social

capital and firm dissolution. Academy of Management Journal, 41(4), 425—
440.

53



Perry-Smith J. E., & Blum T. C. (2000). Work-family resource bundles and perceived
organizational performance. Academy of Management Journal 43(6), 1107
1117.

Pfeffer, J. (1994). Competitive advantage through people: Unleashing the power of
the work force. Boston: Harvard Business Press.

Prahalad, C. K., & Hamel, G. (1990). The core competence of the corporation.
Harvard Business Review, 68(3), 79-91.

Quek, P. (2000, February). Controlling labor costs. Retrieved on December 23, 2003,
from http://www.hotel-
online.com/Trends/PKF/Special/LaborCosts Feb00.html

Riordan C. M., Vandenberg R. J., & Richardson H. A. (2005). Employee involvement
climate and organizational effectiveness. Human Resource Management,
44(4), 471-488.

Roger, E. W., & Wright, P. M. (1998). Measuring organizational performance in
strategic HRM: Problems and prospects. Working Paper 98-109, Department
of Human Resource studies School of Industrial and Labor Relations: Cornell
University.

Saks, A. M. (1996). Moderating and mediating effects of self-efficacy for the
relationship between training and newcomer adjustment. Academy of
Management Proceedings, 2, 126-131.

Schuler, R. S. (1992). Strategic human resource management: linking people with the
needs of the business. Organizational Dynamics, 21(1), 18-32.

Schuler, R. S., Jackson, S. E., & Storey, J. (2001). HRM and its link with strategic
management. In J. Storey (Ed.), Human resource management: A critical text.
(pp. 114-130). London: Thomson Learning.

Schuler, R., & Walker, J. (1990). Human resources strategy: Focusing on issues and
actions. Organizational Dynamics, Summer, 5-19.

Sekaran, U. (2003). Research methods for business: A skill building approach. New
York : John Wiley & Sons.

Snell, S. A., & Dean, J. W. (1992). Integrated manufacturing and human resources
management: A human capital perspective. Academy of Management Journal,
35,467-504.

Swanson, R. (1995). Performance is the key. Human Resource Development
Quarterly, 6(2),221-235.

Terpstra, D. E., & Rozell, E. J. (1993). The relationship of acquisition practices to
organizational level measures of performance. Personnel Psychology, 46, 27-

48.

54



Thomas, S. L., & Bretz, Jr., R. D. (1994). Research and practice in performance
appraisal: Evaluating employee performance in America’s largest companies.
SAM Advanced Management Journal, 59(1), 28-34.

Truss, C. & Gratton, L. (1994). Strategic human resource management: A conceptual
approach. International Journal of Human Resource Management, 5(3), 663-
686.

Ulrich, D. (1997). Measuring human resources: An overview of practice and a
prescription for results. HRM, 36(3), 303-320.

Ulrich, D., & Lake, D. (1990). Organizational capability. Competing from the inside
out. New York: John Wiley & Sons, Inc..

Wan, D., Kok, V. & Ong, C.H. (2002). Strategic human resource management and
organizational performance in Singapore. Compensation and Benefits Review,
34(4), 33-42.

Wright, P. M., Dunford, B. B., & Snell, S. A. (2001). Human resources and the
resource based view of the firm. Journal of Management, 27(6), 701-721.

Wright, P. M., McMahan, G. C., & McWilliams, A. (1994). Human resources and
sustained competitive advantage: A resource-based perspective. International
Journal of Human Resource Management, 5(2), 301-327.

Zupan, N., & Kase, R. (2005). Strategic human resource management in European

transition economies: Building a conceptual model on the case of Slovenia.
International Journal of Human Resource Management, 16, 882-906.

55





