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ABSTRACT 
 

The survival and success of any firm rely solely on its ability to integrate the right 
personnel at the right time and at the right place. Human resource management has been 
recognized by professionals as an important factor responsible for the competitiveness 
of firms and it assists firms to determine the key human resources management 
functional areas that are responsible for elevating the status of an organization. 
Acceptance and practices of human resources management in an organization present a 
number of role changes and bring new challenges to the professionals in this discipline. 
That is, the more establish the strategic roles or functions of HR, the more the 
expectation to partner with top management to achieve business success. However, there 
have been many criticisms to whether Strategic Human Resources can directly 
contribute to the performance of SMEs. This study hereby used a quantitative method of 
research to determine the role of SHRM in Iraq SMEs. In this research, 87 respondents 
were investigated within the SMEs industries in Baghdad, Iraq, which represents 94.56 
% of the distributed questionnaire. Statistical Package for Social Sciences version 16 
(SPSS 16.0) was used to analyze the collected data in this research. The overall findings 
of this research revealed that SHRM practices are vital to the performance of SMEs in 
Iraq. The finding further indicates that SHRM components: alignment, line manager, 
training, compensation, performance appraisal and employee participation are 
significant to SMEs performance. Based on this, the study concludes that factors such as 
alignment, line manager, training, compensation, performance appraisal and employee 
participation are very crucial in predicting SMEs performance particularly in Iraq. These 
findings are useful for managers to make better decision in relation to Human Recourse 
Management. 

 

Keywords: Strategic Human Resources Management, Training and Development, 
Compensation, SMEs’ performance  
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ABSTRAK 

Kejayaan dan kesinambungan mana-mana firma bergantung semata-mata kepada 
keupayaan untuk menggabungkan  keupayaan kakitangan  pada masa dan tempat yang 
betul.Pengurusan sumber manusia telah diiktiraf oleh profesional sebagai faktor penting 
yang menyumbang kepada daya saing firma-firma dan ia membantu firma-firma untuk 
menentukan  bidang-bidang pengurusan sumber-sumber  manusia utama berfungsi yang 
bertanggungjawab untuk mengangkat status sesebuah organisasi .Penerimaan dan 
amalan-amalan pengurusan sumber manusia dalam sesebuah organisasi membawa  
kepada beberapa perubahan peranan dan membuka cabaran baru kepada para 
profesional dalam bidang ini.Kemantapan peranan strategik atau fungsi pengurusan 
manusia meningkatkan  harapan untuk  bekerjasama dengan pengurusan atasan untuk 
mencapai kejayaan perniagaan. Walau bagaimanapun, terdapat banyak kritikan sama 
ada Pengurusan  Strategik Sumber Manusia boleh terus menyumbang  secara lansung 
kepada prestasi PKS. Kajian ini ini menggunakan kaedah penyelidikan kuantitatif untuk 
menentukan peranan Pengurusan  Strategik Sumber Manusia (SHRM) PKS di Iraq. 
Dalam kajian ini, 87 responden yang terlibat dalam industri PKS di Baghdad,Iraq telah 
di kaji  dimewakili 93.4% daripada soal selidik yang diedarkan. Pakej Statistik untuk 
versi Sains Sosial 16 (SPSS 16.0) digunakan untuk menganalisis data yang dikumpul 
dalam kajian ini.  Pada keseluruhannya,  kajian ini menunjukan  bahawa amalan SHRM  
sangat  penting kepada prestasi PKS di Iraq. Dapatan kajian  menunjukkan bahawa 
SHRM komponen SHRM  saperti : penjajaran, pengurus bahagian, latihan, pampasan, 
penilaian prestasi dan penyertaan pekerja adalah penting kepada prestasi PKS. 
Berdasarkan ini, kajian ini menyimpulkan bahawa faktor-faktor seperti: penjajaran, 
pengurus talian, latihan, pampasan, penilaian prestasi dan penyertaan pekerja yang 
sangat penting dalam meramalkan prestasi PKS terutamanya di Iraq.Dapatan kajian ini 
berguna kepada pengurus dalam membuat keputusan terutamanya berkaitan dengan isu 
pergurusan sumber manusia. 
 
 
 Keywords: pengurusan Sumber Manusia Strategik, Latihan dan Pembangunan, 
Pampasan, prestasi PKS. 
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CHAPTER ONE 

INTRODUCTION 

1.0 Introduction 

The survival and success of any firm solely rely on its ability to integrate the right 

personnel at the right time and at the right place. Human resource management has been 

recognized by professionals as an important factor responsible for the competitiveness 

of firms and it assists firms to determine the key human resources management 

functional areas that is responsible for elevating the status of organizations. Acceptance 

and practices of human resources management in an organization result in a number of 

role changes and provide new challenges to the professionals in this discipline. That is, 

the more establish the strategic roles for HR functions, the more the expectation to 

partner with top management to achieve business success. 

There have  been many questions as to  whether human resources practices can directly 

contribute to the implementation of the strategic objectives of small and medium 

enterprises (SMEs) and improve their performance (Oladipupo & Abdulkhadir, 2010). 

However, the establishment of Strategic Human Resources Management (SHRM)  

practices  in (1990) had laid  more emphasis on the strategic alignment of HRM 

practices with firm’s objectives, devolvement of responsibilities to line managers, 

training and development in organizations, compensation and reward systems, employee 

participation in decision making, performance appraisal and the value  added by all 

these practices to the performance of organizations. 



The contents of 

the thesis is for 

internal user 

only 



71 
 

References 

Alex, F. (2010). Human resources manager? Training and development relationship 
management recruitment attrittion strategy formulation. 

Al-Sabah (2007). SME role in rebuilding  economy of Iraq. Retrieved on 15th   October, 
2011 from https://tijarairaq.com/?pname=open&f=&id=1741&type=html 

American Compensation Association Objective (1992). Human resources/ 
compensation/ rewards. Texas State Auditor's Office, Methodology Manual, 2. 

Anthony, W.P., Kacmar, K.M. & Perrewe, P.L. (2002). Human resources management: 
A strategic approach (4th ed.). Harcourt College Publisher. 

Antonio, A.L., Trope, Y., & Gollwitzer, P. (2002). Inferring others’ self-evaluative 
goals: The influence of abstract and concrete representations of feedback 
situations. Paper presented at the Third Annual Meeting of the Society for 
Personality and Social Psychology, Memphis, TN. 

Armstrong, M. (2000). Strategic human resources management: A guide to action (2nd 
ed.). British Library Catalouging. 

Atyeo, J., Adamson, B., & Cant, R. (2001). Managerial skills for new practitioners in 
medical radiation sciences in australia: Implications for the tertiary education 
sector. Radiography Journal, 7, 235–247. 

Baker,  H.E. (1999). Strategies of organizational socialization: An empirical test of van 
maanenk typology of people processing tactics. Unpublished doctoral dissertation, 
University of Florida. 

Banks, M.C., Bures, A.L., & Champion, D.L. (1987). Decision making factors in small 
business: Training and development. Journal of Small Business Management, 
25(1), 19–25. 

Barack, M., Maymon, T. & Harel, G. (1999). Team work in modern organizations: 
Implications for technical education. International Journal of technology and 
Design Education, 9, 85-101. 



72 
 

Batt,  R.  (2002).  Managing customer services: Human resource practices, quit rates, 
and sales growth. Academy of Management Journal, 45(3), 587-597. 

Beamish, P.W. (1999). The roles of alliances in international entrepreneurship: The 
internationalization and growth of SMEs. Richard Ivey School of Business, 
National University of Singapore. 

Becker, B., & Huselid, M. (1998). High performance work system and firm 
performance: Asynthesis of research and managerial implications. Research in 
Personnel and Human Resources Management, 16, 53-101. 

Beer, M., Spector, B., Lawrence, P.R., Mills, D.Q., & Walton, R.E. (1984). Managing 
human assets. New York: The Free Press, Macmillan. 

Bishop, K. (2003). Training and entrepreneurship: A partnership whose time has come. 

Blyton, P. & Turnbull, P. (1998). The dynamics of employee relations. Basingstoke: 
Palgrave Macmillan. 

Bowen, D.E. & Ostroff, C. (2004). Understanding HRM-firm performance linkages: 
The role of the strength of the HRM system. Academyof Management Review, 
29(2), 203-221. 

Budhwar, P., & Khadir, N. (2001). HRM in context: Applicability of HRM models in 
India. International Journal of Cross Cultural Management, 1(3), 333-356. 

Budhwar, P. (2000). Strategic integration and development of human resources 
management in the UK manufacturing sector. British Journal of Management, 
1(4), 285-302. 

Buyens, D., & De Vos, A. (2001). Perception of the value of the HR Function. Human 
Resource Management Journal, 11(3), 70-89. 
doi:10.1111/j.17488583.2001.tb00046.x. 

Cardon, M.S. & Stevens, C.E. (2004). Managing human resources in small 
organizations: What do we know? Human Resource Management Review, 14(3), 
295-323. 

 



73 
 

Cassell, C., Nardin, S., Gray, M. & Clegg, C. (2002). Exploring human resources 
management practices in small and medium sized enterprises. Entrepreneurship 
Theory and Practices, 25(1), 43-57. 

Chang, W.A. & Huang, T.C. (2005). Relationship between strategic human resources 
management and firms performance. International Journal of Manpower, 26(5). 

Chang, W.L., Chuan, L., Hung, J., Lin, T., & Chang, K. (2003). The relationship among 
consumer vanity trait, materialism and fashion anxiety. African Journal of 
Business Management, 5(9), 3466-3471. 

Chartered Institute of Personnel and Development (CIPD) (2005). (Online  HR Survey). 
London CIPD (Accessed 23rd  October, 2011from www.cipd.co.uk 

Colakoglu, S., lepak, D.P., Hong, Y. (2006). Measuring HRM effectiveness: 
Considering multiple stakeholders in a global context. Human Resource 
Management Review, 16, 209-218. 

Collins, C.J., & Clark, K.D. (2003). Strategic human resources practices, top 
management commitment, team social networks and firms performance: The Role 
of Human Resources Practices in Creating Organizational Competitive Advantage. 
Academy of Management Journal, 46(6), 740-751. 

Currie, G. & Procter, S. (2001): Exploring the relationship between HR and middle 
managers. Personnel Review, 11(3), 53-69. 

David, W., Chin, H.O., & Victor, K. (2002). Strategic human resource management and 
organizational performance in Singapore. Compensation and Benefits
 Review, 34, 33-42. doi:10.1177/0886368702034004006,  

Delery, J.E. (1998). Issues of fit in strategic human resource management implications 
for research. Human Resources Management Review, 80, 289-310. 

Devanna, M.A., Fobrum, C., & Tichy, N. (1984). Human resources management: 
Strategic perspective. Organization Dynamic. 

Dimba B., & K’Obonyo, P. (2009). The effect of strategic human resource management 
practices on performance of manufacturing multinational companies in Kenya: 
Moderating role of employee cultural orientations and mediating role of employee 



74 
 

motivation. Proceedings of the International Conference on Human Capital 
Management in University of Nairobi, July 2224. 

Dyer, L., & Reeves, T. (1995). HR strategies and firm performance: What do we know 
and where do we need to go? International Journal of Human Resource 
Management, 6(3), 656-670. 

Farnham, D. (1997). Staff participation and employee involvement in selected public 
services in Britain: An interim report. University of Portsmouth. 

Ferris, G.R., Russ, G.S., Albanese, R., & Martocchio, J.J. (1990). Personnel/human 
resources management, unionization, and strategy determinants of organizational 
performance. Human Resource Planning, 13, 215-227. 

Ford, J.K. (1997). Advances in training research and practice: An historical perspective. 
Human Resources Management Review, 14(3), 295-323. 

Ghebegiorgis, F. & Karsten, L. (2007). Human resources management and performance 
in a developing country: The case of Eritrea. International Journal of Human 
Resources Management, 18(2), 321-332. 

Gibb, S. (2003). Line manager involvement in learning and development: Small beer or 
big deal?. Employee Relations, 25(3), 281-293. 

Guest, D., Michie, J, Conway, N., & Shehan, M. (2003). Human resource management 
and corporate performance in the UK. British Jourrnal of Industrial Relations, 
41(2), 291-304. 

Guest, D.E. (1997). Human resource management and performance: a review and 
research agenda. International Journal of Human Resource Management, 8(3), 
263-276. 

Hall, L., & Torrington, D. (1998). Letting go or holding on: The devolution of 
operational personnel activities. Human Resources Management Journal, 8, 45-
55. 

Hashim, M.K., & Abdullahi, M.S. (2002). Small and medium sized enterprises in 
Malaysia: Development issues. (Petaling Jaya: Prentice Hall). 



75 
 

Hashim, M.K. (2005). Small and medium-sized enterprisesin Malaysia: Problems and 
prospects. Universiti Utara Malaysia. 

Hornsby, J.S. & Kuratko, D.E. (1990). Human resources management in small business: 
Critical issues for the 1990s. Journal of Small Business management, 28(3), 9-18. 
http://dx.doi.org/10.1111/j.17488583.2001.tb00046.x 

Huang, T. (1998). The strategic level of human resource management and organizational 
performance: An empirical investigation. Asia Pacific Journal of Human
 Resources, 36(2), 59-72. doi:10.1177/103841119803600206. 

Hui, C.B., & Idris, K. (2009). Absortive capacity, organisational culture and innovation 
at MSC companies in Malaysia. Malaysian Management Review, 44(1), 1-21. 

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

Hutchinson, S. & Purcell, J. (2003). Bringing policies to life: The vital role of front line 
management in people management. London: CIPD. 

John, C.W. (2008). Educational research: Planning, conducting, and evaluating 
qualitative and quantitative research. Upper saddle river, NJ: Pearson/Merrill 
Education. 

Julie, P. (2007). SPSS survival manual: A step by step guide to data analysis (3rd ed.). 
Open University Press. 

Kazmi, A. & Ahmed, F. (2000). Historical evolution of strategic human resources 
management. Management Malaysian Review. June, 11-23. 

Kotey, B., & Slade (2005). Formal human resource management practices in small 
growing firms. Journal of Small Business Management, 43(1), 16-40. 

krejcie, Robert, V., Morgan, & Daryle, W. (1970). Determining sample size for research 
activities. Educational and Psychological Measurement. 

Lucky, E.O. & Minai, M.S. (2011). Re-investigating the effect individual determinat, 
external factor and firm characteristics on small firm performance during 



76 
 

economic downturn. African journal of Business management, 5(26), 10846 – 
10854. 

Martel, K. (2005). How strategic is HRM? Human Resources Management, 34(2), 253-
267. 

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

McGuirre, D., Stoner, L., & Mylona, S. (2008). The role of line manager as HRM agents 
in organizational change in public sector. 

Mello, J.A. (2006). Strategic human resources management (2nd ed.). Thomson. 

Milkovich, T. G., & Boudreau, W.J. (1998). Human resources management (8th ed.). 
Boston: Irwin. 

Muhammad, A.R. (2007). HRM sophistication and SME performance: A case of 
readymade garment manufacturer and export in Lahore, parkistan.  Project for 
Doctoral Thesis, University of Twente. 

Muhammad, F.C. (2010). Performance management practices in organizations operating 
in Bangladesh: A deeper examination. World Review of Business Research, 1(2), 
153-167. 

Nankervis, A., Compton, R., & Savery, L. (2002). Strategic human resources 
management in small and medium entreprises: A CEO’s Perspective? Asia
 Pacific journal of Human Resources, 40(2), 260-273. 

Oladipupo, J., & Abdulkhadir, D. (2011). Strategic human resources management and 
organizational performance in the manufacturing sector: An empirical 
investigation. International Journal of business and Management, 6(9). 

Oladipupo, J., & Abdulkhadir, D.S. (2010). Strategic human resource management and 
organizational effectiveness in the public sector: Some evidence from Niger State. 
International Bulletin of Business Administration. 

Rashidah, B.A. (2007). Strategic human resources practices and performance of 
manufactureing SMEs in Perak. 



77 
 

Rogers, E.W., & Wright, P.M. (1998). Measuring organizational performance in 
strategic human resources management: Problems, perspectives and performance 
information markets. Human Resources Management Review, 8(3), 311-331. 

Schuler, R.S. & Jackson, S.E. (1999). Linking competitive strategies with human 
resources management practices. The Academy of Management Executive, 1(3), 
207-219. 

Sekaran, U.  (2003). Research methodology for Business (4th ed.). Hoboken, NJ: John 
Wiley & Sons. 

Sekaran, U., Cavarna, R.Y., & Delahaye, B.L. (2001). Applied Business Research: 
Qualitative and Quantitative Methods. Milton, Qld.: John Wilry & Sons Australia. 

Shehab, M. (2008). Review and analysis of current shariah-compliant equity screening 
practices. International Journal of Islamic and Middle Eastern Finance and 
Management. doi:10.1108/17538390810919600. 

Singh, K. (2004). Impact of HR practices on perceived firm performance in India. Asian 
Pacific Journal of Human Resources, 42, 301-317. 

Siugzdinien, J. (2008). Line manager involvement in human resource development 
[online] Accessed [21 September, 2011 via 
http://www.ktu.lt/lt/mokslas/zurnalai/vpa/vpa25/VPA_Nr.25_J.Sigzdinienep 

Smith, L. (1990). Aligning human resources to business objectives: Continuous journey. 
American Productivity & Quality Center. 

Som, A. (2008). Initiative human resources management and corporate performance in 
the context of economic liberalization in India. Thunderbird International 
Business Review, 2(1). 

Teo, S. (2002). Effectiveness of a corporate HR department in an Australian public 
sector entity during commercialization and coorporatization. International 
Journal of Human Resources management, 13(1), 89-105. 

Timmons, J.A. (1999). New venture creation: Entrepreneurship for the 21st century. 
New York. In Kotey, & Slade (2005). Formal human resources management 



78 
 

practices in small growing firms. Journal of Small business Management, 43(1), 
16-40. 

U.S. office of Personnel management (1999). Strategic human resources management: 
Alingning with the mission. Office of merit System Oversigthand Effectiveness. 

Ulrich, D., & Lake, D. (1991). Organizational capability: Creating competitive 
advantage. Academy of Management Executive, 5(77). 

Verma, A. (1995). Emplyee involvement in the worplace. In research in personnel  and 
human resources management, (Eds), Gunderson, M. and Ponak, New Haven, Ct: 
JAI Press. 

Way, S.A. (2002), High performance work systems and intermediate indicators of firm 
performance within the US small business sector. Journal of Management, 28, 
765-785. 

Whittaker, S., & Marchington, M. (2003). Devolving HR responsibility to the line: 
Threat, opportunity or partnership?. Employee Relations, 25(3), 245-261. 

William, J. (2003). The craft of research. The Unioversity of Chicago Press, Chicago. 

Wright, P. M., & McMahan, G.C. (1999). Theoretical Perspectives for SHRM. In 
Strategic human resource management, (Eds.) Schuler, R., & Jackson, S. 49-72. 
Oxford: Blackwell Publishers Ltd. 

Zheng, C., Morrison, M., & O'Neill, G. (2006). An empirical study of high performance 
HRM practices in Chinese SMEs. The  International Journal of Human Resource 
Management, 17(10), 1772-1803. 

 

 

 

 

 

 




