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Abstract 

Human resource management (HRM) is a very important issue in new century and doing its 
practices in the right mood can lead organizations to success. The final goal of each HRM 
system is to achieve optimum employee performance, and this will be realized through HRM 
practices. However, there are several practices are conducted in HRM that their importance is 
not same. Therefore, in this study authors sought to estimate the share of each HRM system 



Journal of Management Research 
ISSN 1941-899X 

2013, Vol. 5, No. 3 

www.macrothink.org/jmr 96

practice in public sector employee performance. Since practices aren’t independent, their 
correlations should be considered in estimation. So analytical network process (ANP) was 
used for estimation, and it was an innovation in HRM field. The data was gathered by pair 
wise comparisons questionnaire from an experts group. Results showed the share of each 
practice of HRM system in public sector employee performance. 

Keywords: HRM practices share, Employee performance, Analytical network process, HRM 
system, Public sector 
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1. Introduction 

Management is one of the important issues in new age. Many organizations have reached to 
big success by proper management, and many other organizations have gone to lose caused to 
management mistakes. One of the most important of management field is employee 
management that is called Human Resource Management (HRM). Aim of HRM is to provide 
techniques for employee management and help to employee performance improvement in 
organization (soadat, 2007). HRM is one of the most important factors in total quality and 
productivity of public and private sector organizations, and finally is the principal of 
economic, social and cultural development (Mirsepasi, 2004). HRM is strategic and stable 
management of the most valuable resources of organization (human resources).  

HRM, generally, is a system of practices and sub-practices that seeks employees’ 
performance improvement in a way that individual, organizational and social goals achieved 
(Mirsepasi, 2004). As follows, HRM practices have a direct effect on performance. The 
central argument in the configurational perspective is that the impact of HRM on 
organizational performance is dependent on the adoption of an effective combination of 
HRM practices (Dewettinck and Remue,2011). HRM practices impacts positively on 
organizational outcomes (Gill and Meyer, 2011). HRM practices and policies promote 
competitive capacity of organization (Lengnick-Hall and et al, 2012). How the overall set of 
HRM practices may effect on organizational competitive advantage (Singh and et al. 2012). 
HRM practices can build a positive cycle of trust (Vanhala, Ahteela, 2011), that it is the most 
important item for social capital. How the HRM practices effect on employee participation, 
and it has a positive impact on performance (Menezes, 2012). 

Nevertheless, the effect of these practices and on performance is not same. However previous 
studies have not mentioned to this point. On the other hand, these practices correlate with 
each other, and the correlations should be considered in estimation. Based on these 
explanations ANP method was used for estimating the share of HRM practices in 
performance, and it is an innovation in HRM field.  

Share estimation of practices can help to plan and organizing the HRM. Information of HRM 
practices’ shares in performance can help managers to allocate resources appropriately. Then 
in this paper, authors sought to find the share of each HRM practice and sub-practice in 
employee performance. 

For this purpose at first HRM and its practices have been defined. Then used methodology 
has been provided. Afterward how the data collection, data and results have been explained. 
Finally, authors have described conclusions and results. 

2. Human resources management (HRM) and its practices 

Othman (1996) points out that there are four meanings frequently attached to HRM. The first 
is that HRM is simply just another word for personnel management and is also used to cover 
other concepts such as employee relations and people management. The second meaning 
refers to the use of specific personnel management techniques in an integrated manner. In this 
definition, HRM is seen as the unified and coherent use of policies and techniques such as 
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selection, performance appraisal, reward and training to enhance organizational performance. 
The third meaning emphasizes the importance of a business-oriented and business- integrated 
approach in the management of employees. This definition emphasizes that the way an 
organization manages its workforce should match the strategy it pursues. The term “strategic 
HRM” is often used to refer to this strategically oriented HRM practice. The fourth definition 
goes to a step further; besides the importance of integration with strategy, it also emphasizes 
the use of employee management techniques, which seek to develop employee commitment 
to certain desired outcomes. 

HRM is integrated and strategic approach to manage the most valuable capital of company. 
HR as a most valuable capital has the biggest contribution to organizational achievement.  
Attitudes to HRM are divided into three approaches)( Armstrong, 2009: 27): high 
performance management (effects on organizational performance through  employees by 
productivity, quality, levels of delivery improvement of customer services, and more value 
creation for shareholders), high commitment management (with emphasis on mutual 
commitment between individual and organization that leads to organizational goal 
achievement without formal control mechanisms), and high participation management 
(dealing with employees as partners whom they can decide issues facing related to them). 

HRM practices are the activities pursued to fulfill the core tasks of HRM (Mayrhofer et al., 
2011). HRM practices create procedures that institutionalize the building of employees’ 
knowledge, skills, and abilities throughout the organization to promote valued, unique, and 
difficult to imitate organizational competencies which support competitive advantage (Werbel 
and DeMarie, 2005). In view of Bjorkmana et al. (2008) central aspects of HRM practices are: 
recruitment and selection, training, financial compensation, and performance appraisal. 
Murphy and Murrmann (2009) use three HRM practices category:  

(1) Employee development. Organizations invest in human capital since, at the organizational 
level, employee training generates substantial gains such as increased productivity, 
profitability and market valuation. Investment in employees is sometimes even seen as a 
‘cure-all’ in turbulent environments leading to comparative advantage. Hence, calls for more 
investment into employee development abound at the level of national politics as well as at 
the organizational level. However, depending on the educational system and its impact on the 
educational level of the work force, the role of trade unions and employers' associations, or 
legal regulations concerning financing training and development measures employee 
development measures are subject to contextual variations.  

(2) Employee rewards. A key focus for organizations is the provision of monetary and 
non-monetary incentives for work, often linked to the individual's contribution to the 
organizational results. Organizational pay systems are related to a number of issues such as 
individual output, retention and voluntary turnover strategy orientation, or organizational 
performance. In line with the global tendencies towards flexibility and performance 
orientation, the use of rewarding mechanisms linked to different aspects of individual and 
organizational performance has been emphasized in academic and practitioner discourses. 
However, reward practices are affected by cultural and institutional factors. Examples include 
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culturally acceptable income differentials, norms and values about rewarding individuals or 
collectives, or legally applied minimum wages and trade union pressures.  

(3) Employee communication. The handling of the internal communication flow is crucial for 
organizations. It may take individual or collective forms. At the individual level it has, among 
others, positive effects for commitment or job satisfaction. The collective forms of employee 
communication include both union-centered and non-union mechanisms. Nevertheless, they 
point out that degree and kind of communication is strongly influenced by contextual factors 
such as culture-related communication norms or the role of trade unions or works councils. 

Researchers investigating the links among human resource management (HRM) practices, 
sustainable competitive advantage (SCA) and firm performance, including Cappelli and 
Singh (1992), Wright and McMahan (1992), Pfeffer (1994), Lado and Wilson (1994), Huselid 
(1995), Jackson and Schuler (1995), Becker and Gerhart (1996), Delaney and Huselid (1996), 
Boxall (1998), Pfeffer (1998), Schuler and Jackson (2000), Ulrich and Beatty (2001), Lepak 
and Snell (2002) have studied the effects of single or multiple HRM variables on firm 
performance. These efforts have led to the incremental development of strategic human 
resource management (SHRM) theory that stresses the relationships between the HRM 
practices and firm performance (Murphy and Murrmann, 2009). According to Pucˇe˙taite 
(2010) Previous research indicates that HRM practices such as fair and just selection and 
hiring, evaluation, rewarding, dismissal can contribute positively to organizational trust. Thus, 
it can be stated that fair and just HRM practices may enhance employees’ self-regulation and 
motivate them to act in a predictable and trustworthy way at least for economic reasons and 
this leads to better performance.  

Over the years, researchers have suggested many HRM practices that have the potential to 
improve and sustain organizational performance. These practices include emphasis on 
employee selection based on fit with the company’s culture, emphasis on behavior, attitude, 
and necessary technical skills required by the job, compensation contingent on performance, 
and employee empowerment to foster team work, among others (Ahmada and Schroeder, 
2003). The practices proposed are: (1) Employment security. (2) Selective hiring of new 
personnel. (3) Self-managed teams and decentralization of decision making as the basic 
principles of organizational design. (4) Comparatively high compensation contingent on 
organizational performance. (5) Extensive training. (6) Reduced status distinctions and 
barriers, including dress, language, office arrangements, and wage differences across levels. 
(7) Extensive sharing of financial and performance information throughout the organization. 
The literature has emphasized the need for generalizability of the relationship between HRM 
practices and organizational performance.  

HRM effects on performance more than special attention on HRM practices. In other words, 
HRM is seen as an interacting complex of components rather than as some apparent activities 
(Becker & Huselid, 1999; Huselid, 1995; Wright and Snell, 1998; Lengnick-Hall, 2009). 

Devanna, Fombrun, and Tichy (1984) believe that human resources managers make 
systematic use of strategically based selection, individual performance appraisal, individual 
performance-related rewards, and outcome-monitored training and development as means to 
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enhancing performance. Mirsepassi (2004) listed four systems for HRM. These four systems 
are: (1) absorption, preparation, and adjustment system; (2) training and development system; 
(3) maintain and protection system; and (4) application. He has considered 14 sub-practices 
for these systems that shown below, and these sub-practices are used for this study:  

Absorption, preparation, and adjustment system: Estimated manpower requirement or surplus, 
Predicted staffing or moderating methods, Employment Selection, Appointment 

Training and development system: Employees training and education, Performance 
management 

Maintain and protection system: compensation, Employees health, Insurance and retirement, 
Welfare services  

Application: Leadership, Communication and motivation, Movement quitting and discipline 

3.  Methodology and data collection  

As cited before, HRM practices correlate each other, and for accurate estimation these 
correlations should be considered. Analytical Network Process was used to estimate HRM 
practices and sub-practices share in performance. In this method, the decision maker can 
build a network instead of hierarchical structure.  Therefore, in this way, the inner relations 
between variables can be studied. In Analytical Hierarchy Process (AHP), it is assumed 
different levels of hierarchy are independent. Even so, in the real world we face with more 
complicated problems, and problems can’t be formulated as a hierarchical model because in 
many cases, factors interact with each other. In these cases, there are correlation relations 
between decision options. Saaty (1999) has provided ANP for these problems. In these issues, 
indexes and options aren’t independent thus ANP method overcomes one of the limitations of 
AHP that is the assumption of independent between options and indexes (Atayi, 2009: 
239-240). 

With these explanations, clearly many pair wise comparisons were needed for this method to 
study the inner relation between all factors. For pair wise comparisons, researcher built 
questionnaire was distributed in the experts group. Experts group was selected by snowball 
method. Because authors’ goal was to study the public sector, experts group was asked to 
their responses in relation to human resource performance in public organizations. Whereas 
in this method is not easy to create consensus among expert group members, the best way to 
combine individual judgment is to use geometric mean (Aezel and Saaty, 1983). 

4. Result 

Based on ANP method, at first, it needed to obtain matrix weights of the initial super matrix. 
For this purpose, equation 1 was used. 

 ܹ = lim௞→∞ ஺ೖ	.௘௘೅		.஺ೖ	.௘                        (1) 

In this equation: 
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W=Eigen vector.  

A=Obtained pair wise comparison matrix. 

Table1. initial super matrix 

 goal APA TD MP A EM PS S E A PM T C H IR W L CM M

APA 0.3508 0 0.4327 0.3684 0.5665 0 0 0 0 0 0 0 0 0 0 0 0 0 0

TD 0.1453 0.3914 0 0.3861 0.2621 0 0 0 0 0 0 0 0 0 0 0 0 0 0

MP 0.2538 0.2926 0.4023 0 0.1714 0 0 0 0 0 0 0 0 0 0 0 0 0 0

A 0.25 0.316 0.165 0.2455 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

EM 0 0.1623 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

PS 0 0.1615 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

S 0 0.2746 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

E 0 0.166 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

A 0 0.2355 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

PM 0 0 0.8162 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

T 0 0 0.1838 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

C 0 0 0 0.5186 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

H 0 0 0 0.1911 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

IR 0 0 0 0.1558 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

W 0 0 0 0.1345 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

L 0 0 0 0 0.5489 0 0 0 0 0 0 0 0 0 0 0 0 0 0

CM 0 0 0 0 0.2944 0 0 0 0 0 0 0 0 0 0 0 0 0 0

M 0 0 0 0 0.1567 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Table 1 shows initial super matrix that obtained from experts group views. Because of inner 
relations of factors in ANP, the sum of elements in a column is more than 1.Then the matrix 
should be weighted. It accomplished by normalization the elements of the matrix columns. 
The results of the normalized initial super matrix are shown in table 2. For final judgment and 
prioritize options and different practices and sub-practices, the limiting priorities of the 
matrix as it represents all possible interactions in the system should   be obtained. The 
limiting priorities of the matrix are achieved by equation 2 (Saaty,Vargas, 2006). 

ݔ݅ݎݐܽ݉	ݎ݁݌ݑݏ	݃݊݅ݐ݅݉݅ܮ  = lim௞→ஶ(12)෍ݓ௜௞ 

  

(2) 
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Table 2. weighted super matrix 

 goal APA TD MP A E

M

P

S

S E A P

M

T C H I

R

W L C

M

M

AP

A 

0.350

8 

0 0.2163

5 

0.1842 0.2832

5

0 0 0 0 0 0 0 0 0 0 0 0 0 0

TD 0.145

3 

0.19571 0 0.1930

5 

0.1310

5

0 0 0 0 0 0 0 0 0 0 0 0 0 0

MP 0.253

8 

0.14630

7 

0.2011

5 

0 0.0857 0 0 0 0 0 0 0 0 0 0 0 0 0 0

A 0.25 0.15800

8 

0.0825 0.1227

5 

0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

EM 0 0.08115

4 

0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

PS 0 0.08075

4 

0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

S 0 0.13730

7 

0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

E 0 0.08300

4 

0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

A0.11775 0 ا

6 

0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

PM 0 0 0.4081 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

T 0 0 0.0919 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

C 0 0 0 0.2593 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

H 0 0 0 0.0955

5 

0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

IR 0 0 0 0.0779 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

W 0 0 0 0.0672

5 

0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

L 0 0 0 0 0.2744

5

0 0 0 0 0 0 0 0 0 0 0 0 0 0

CM 0 0 0 0 0.1472 0 0 0 0 0 0 0 0 0 0 0 0 0 0

M 0 0 0 0 0.0783

5

0 0 0 0 0 0 0 0 0 0 0 0 0 0

 

Calculations have been done by using MATLAB software, and results are shown in table 
3.With normalizing the weights of items HRM the shares of each HRM sub-practice are 
characterized. It is shown in table 4. 
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Table 3. The Synthesized or Limiting super matrix 

 goa

l 

AP

A 

TD MP A EM PS S E A PM T C H IR W L CM M 

A

P

A

0.2

099 

0.2

099 

0.2

099 

0.2

099 

0.2

099 

0.2

099 

0.2

099 

0.2

099

0.2

099

0.2

099

0.2

099

0.2

099

0.2

099

0.2

099

0.2

099 

0.2

099 

0.2

099 

0.2

099

0.2

099

T

D

0.1

321 

0.1

321 

0.1

321 

0.1

321 

0.1

321 

0.1

321 

0.1

321 

0.1

321

0.1

321

0.1

321

0.1

321

0.1

321

0.1

321

0.1

321

0.1

321 

0.1

321 

0.1

321 

0.1

321

0.1

321

M

P

0.1

571 

0.1

571 

0.1

571 

0.1

571 

0.1

571 

0.1

571 

0.1

571 

0.1

571

0.1

571

0.1

571

0.1

571

0.1

571

0.1

571

0.1

571

0.1

571 

0.1

571 

0.1

571 

0.1

571

0.1

571

A 0.1

571 

0.1

571 

0.1

571 

0.1

571 

0.1

571 

0.1

571 

0.1

571 

0.1

571

0.1

571

0.1

571

0.1

571

0.1

571

0.1

571

0.1

571

0.1

571 

0.1

571 

0.1

571 

0.1

571

0.1

571

E

M

0.0

159 

0.0

159 

0.0

159 

0.0

159 

0.0

159 

0.0

159 

0.0

159 

0.0

159

0.0

159

0.0

159

0.0

159

0.0

159

0.0

159

0.0

159

0.0

159 

0.0

159 

0.0

159 

0.0

159

0.0

159

P

S

0.0

159 

0.0

159 

0.0

159 

0.0

159 

0.0

159 

0.0

159 

0.0

159 

0.0

159

0.0

159

0.0

159

0.0

159

0.0

159

0.0

159

0.0

159

0.0

159 

0.0

159 

0.0

159 

0.0

159

0.0

159

S 0.0

27 

0.0

27 

0.0

27 

0.0

27 

0.0

27 

0.0

27 

0.0

27 

0.0

27

0.0

27

0.0

27

0.0

27

0.0

27

0.0

27

0.0

27

0.0

27 

0.0

27 

0.0

27 

0.0

27

0.0

27

E 0.0

163 

0.0

163 

0.0

163 

0.0

163 

0.0

163 

0.0

163 

0.0

163 

0.0

163

0.0

163

0.0

163

0.0

163

0.0

163

0.0

163

0.0

163

0.0

163 

0.0

163 

0.0

163 

0.0

163

0.0

163

Aا 0.0

231 

0.0

231 

0.0

231 

0.0

231 

0.0

231 

0.0

231 

0.0

231 

0.0

231

0.0

231

0.0

231

0.0

231

0.0

231

0.0

231

0.0

231

0.0

231 

0.0

231 

0.0

231 

0.0

231

0.0

231

P

M

0.0

954 

0.0

954 

0.0

954 

0.0

954 

0.0

954 

0.0

954 

0.0

954 

0.0

954

0.0

954

0.0

954

0.0

954

0.0

954

0.0

954

0.0

954

0.0

954 

0.0

954 

0.0

954 

0.0

954

0.0

954

T 0.0

215 

0.0

215 

0.0

215 

0.0

215 

0.0

215 

0.0

215 

0.0

215 

0.0

215

0.0

215

0.0

215

0.0

215

0.0

215

0.0

215

0.0

215

0.0

215 

0.0

215 

0.0

215 

0.0

215

0.0

215

C 0.0

606 

0.0

606 

0.0

606 

0.0

606 

0.0

606 

0.0

606 

0.0

606 

0.0

606

0.0

606

0.0

606

0.0

606

0.0

606

0.0

606

0.0

606

0.0

606 

0.0

606 

0.0

606 

0.0

606

0.0

606

H 0.0

223 

0.0

223 

0.0

223 

0.0

223 

0.0

223 

0.0

223 

0.0

223 

0.0

223

0.0

223

0.0

223

0.0

223

0.0

223

0.0

223

0.0

223

0.0

223 

0.0

223 

0.0

223 

0.0

223

0.0

223

IR 0.0

182 

0.0

182 

0.0

182 

0.0

182 

0.0

182 

0.0

182 

0.0

182 

0.0

182

0.0

182

0.0

182

0.0

182

0.0

182

0.0

182

0.0

182

0.0

182 

0.0

182 

0.0

182 

0.0

182

0.0

182

W 0.0

157 

0.0

157 

0.0

157 

0.0

157 

0.0

157 

0.0

157 

0.0

157 

0.0

157

0.0

157

0.0

157

0.0

157

0.0

157

0.0

157

0.0

157

0.0

157 

0.0

157 

0.0

157 

0.0

157

0.0

157

L 0.0

065 

0.0

065 

0.0

065 

0.0

065 

0.0

065 

0.0

065 

0.0

065 

0.0

065

0.0

065

0.0

065

0.0

065

0.0

065

0.0

065

0.0

065

0.0

065 

0.0

065 

0.0

065 

0.0

065

0.0

065

C

M

0.0

035 

0.0

035 

0.0

035 

0.0

035 

0.0

035 

0.0

035 

0.0

035 

0.0

035

0.0

035

0.0

035

0.0

035

0.0

035

0.0

035

0.0

035

0.0

035 

0.0

035 

0.0

035 

0.0

035

0.0

035

M 0.00

19 

0.00

19 

0.00

19 

0.00

19 

0.00

19 

0.00

19 

0.00

19 

0.00

19

0.00

19

0.00

19

0.00

19

0.00

19

0.00

19

0.00

19

0.00

19 

0.00

19 

0.00

19 

0.00

19

0.00

19
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5. Conclusion  

Based on previous researches and literature review that have mentioned in this paper it is 
obviously clear that HRM practices effect on employee performance. However, previous 
studies have not focused on difference of these practices’ share in employee’s performance. 
More ever in this paper has been tried to consider the inner relations between practices, and 
for this reason the ANP method was used. Using this method for issues like this is innovative 
and this adds the value of the study. Results was shown that the performance management’ 
share was the largest share in employees performance of Iran public sector and the 
compensation was after that. The share’ sequence of other practices was respectively: 
Selection; Appointment; Employees training and education; Employees health; Estimated 
manpower requirement or surplus; Predicted staffing or moderating methods; Employment; 
Insurance and retirement; Welfare services; Leadership; Communication and motivation; 
Movement quitting and discipline. These results show managers should pay particular 
attention to performance management and compensation practices, and should invest more 
time and energy on these practices. Based on the results the share of HRM practices in 
performance are different, then future researchers should consider it in their researches and 
therefore these results can be used as the primary data by other researchers for future 
researches. On the other hand, according the literature review social, cultural and 
environmental situation effect on the importance and preferences of practices, hence 
researchers from other countries can do the same work in their countries and compare their 
results with this paper. For greater accuracy and higher reliability future researchers also can 
do the estimation with fuzzy ANP.  

Table 4. Sub-practices’ share in employee performance 

 

Note: In tables APA= Absorption, preparation, and adjustment system; TD= Training and 
development system; MP= Maintain and protection system; A= Application; EM=Estimated 
manpower requirement or surplus; PS= Predicted staffing or moderating methods; S= 
Selection; E= Employment; A= Appointment; PM= Performance management; T= 
Employees training and education; C= compensation; H= Employees health; IR= Insurance 
and retirement; W= Welfare services; L= Leadership; CM= Communication and motivation; 
M= Movement quitting and discipline. 
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