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Introduction 

esearch has proven that organizational 

continued existence hinges upon highly 

productive employee (e.g. Guerrero & 

Baraud-Didier, 2004; Way, 2002). Organization that 

has the foreknowledge of their business needs and 

their workforce needs - especially for highly 

productive workforce- will gain the decisive 

competitive advantage. Likewise, organizational 

success becomes reality via the instrumentality of 

employees because they possess the required skills, 

knowledge and competencies needed for the 

execution of organizational strategy and planning 

(Fu, 2013; Ismail, 2014; Ismail, Abdul-Halim & Joarder, 

2015a).  

E 

R 

ABSTRACT 
The 

development of 

a 

nation/organizat

ion is the major 

worry of most 

governments all 

over the world. 

Human 

resources have 

been identified 

as one the most 

important 

catalysts in the 

nation’s/organiz

ation 

development. 

This important 

and critical 

resource has not 

been fully 

developed, 

managed, and 

utilized in such a 

manner that  
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Considerable research has emphasized the significance of improving 

employee performance (Ismail, Abdul-Halim & Joarder, 2015b), because 

performance result in competitive advantage (Chang & Huang, 2005). 

However, employee performance has become an issue of concern in 

emerging countries. For example, in Ramat Polytechnics Maiduguri, poor 

employee performance has caused a setback to the industries such as 

construction and education industries (Abdullahi, Bilau, Enegbuma, Ajagbe 

& Ali, 2011; Ofoegbu, 2004).  Consequently, it becomes imperative for 

organizations to put in place strategies to enhance the performance of their 

workers. One major factor discernible from Ramat Polytechnics Maiduguri, 

occupational scenario is that the hindrances to the enhanced employee 

performance are Human Resources related.  

Furthermore, much of empirical research on the added-value of human 

resource management demonstrate evidence that HRM through HR 

practices impacts performance (Delery & Doty, 1996; Huselid, 1995; 

Pundziene, Alonderiene, & Buoziute, 2007; Buoziute- Rafanaviciene, 

Pundziene, & Turauskas, 2009). HR practices constitute a part of many 

resources that enhance sustainable competitive advantages for the 

organizations, and consequently enhance organizational performance 

would engender development especially in an emerging economy. This 

paper therefore focused on the relationship between HR practices and 

employee performance in emerging economy. The paper sought to 

establish relationship between selected functions of the HR practices (i.e., 

recruitment and selection; training and development) and employee 

performance. Based on the literature reviewed, it seems that both sets of 

HR practices under reviewed shall have direct and positive relationship on 

the employee performance. 
 

Keywords: Employee Performance, HR Practices, Recruitment and 

Selection, Training and Development, Emerging Economy 
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(Choi, 2014; Choi & Lee, 2013; Chuang & Liao, 2010; Fu, 2013; Shin & Konrad, 

2014; Seidu, 2011). Starting from Authur (1994), the first systematic empirical 

study on HRM-Performance nexus, the bulk of HRM studies are of two 

different perspectives (Edgar & Geare, 2009; Paauwe, 2009); a stream of 

HRM research solidly affirm the impacts of HRM on performance while 

some other studies cast  doubt on the nexus or even deny the nexus.  

Researchers such as Wall and Wood (2005), Guest, Michie, Conway and 

Sheehan (2003), and Wright and Gardner (2003) cast doubt or deny the 

HRM-performance nexus. For example, Guest, Michie, Conway and Sheehan 

(2003) opined that stricter tests adopted to examine the HRM-Performance 

nexus indicate little or no association between HRM and performance. Wall 

and Wood (2005) added that it is impulsive to assume that HRM will 

certainly lead to good performance. Hence, the research findings on HRM-

Performance nexus is inconclusive and, as a result, this paper attempt to 

resolve the inconsistency in the HRM research findings by focusing on 

reviewing literatures on human resources practices, particularly 

recruitment and selection, training and development and employee’s 

performance. Also, based on the literature review, a framework on the 

potential relationship as well as effect of human resources practices on 

employee performance within emerging economy’s context will be 

proposed. 

 

LITERATURE REVIEW: 

Employees are esteemed resource of the organization and success or failure 

of the organization relies on the performance of employees (Jehanzeb & 

Bashir, 2013). In every sector, the accomplishment of any organization 

tremendously rely on its employees (Jehanzeb & Bashir, 2013). While 

employee performance is one of the crucial measures emphasized by the 

top management, employees are more concerned about their own 

productivity and are increasingly aware of the accelerated obsolescence of 

knowledge and skills in their turbulent environment (Kumari, 2012). Many 

scholars have tried to come up with the best way to explain employee 

performance and some even have considered in explaining employee 
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performance (Meyer & Allen, 1991), To stress on this, Campbell (1990) 

asserts that majority of the researcher on performance are of the view that 

employee performance is multidimensional (e.g, Borman & Motowidlo, 

1993; Murphy & Shiarella, 1997). Scholars like Williams (1998) divided the 

concept of performance into two: output oriented performance and 

behavior employee performance.  

This present paper utilizes the behavioral perspective of performance. 

Campbell (1990) was the first person that defined performance as behavior. 

Employee performance is typically conceptualized on a micro level as 

“actions and behaviors that are under the control of the individual that 

contribute to the goals of the organization” (Campbell, 1990). Three notions 

accompanied the above conceptualization: firstly, employee performance 

should be defined in terms of behavior rather than results. Secondly, 

employee performance includes only those behaviors that are relevant to 

the organization’s goals, and thirdly, employee performance is 

multidimensional. 

Resources in organizational context, is defined as ‘anything that could be 

thought of as a strength or weakness of a given firm’ including tangible 

assets (Wenerself, 1984). There are main organizational resources which 

include human resources, financial resources and technological resources. 

“HRM is a districted approach to employment management which seeks to 

achieve competitive advantage through the strategic deployment of a 

highly committed and capable workforce, using on array of cultural, 

structural and personnel techniques” (Storey, 1995b). The purpose of HRM 

is to ensure that the employees of an organization are used in such a way 

that the employer obtains the greatest possible benefit from their abilities 

and the employees obtain both material and psychological rewords from 

their work (Graham 1998). 

HRM is a strategic approach to managing employment relations which 

emphasizes that leveraging peoples capabilities is critical to achieving 

competitive advantage, this being achieve through a distinctive set of 

integrated employment policies, programs and practices” (Bratton & Gold, 

2007). From this definition, it can be said that HRM is a combination of 
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people oriented management practices that views employees as assets not 

costs and its main aim is to create and maintain a skillful and committed 

workforce to gain competitive advantage. Armstrong (2005) identifies two 

key roles of HR function to include: 

➢ Ensuring that management deals effectively with everything 

concerning the employment and development of people, as well as 

employment relationships between management and the workforce. 

➢ Creating a conducive environment that enables people to make the 

best use of their capacities and to realize their potential to the benefit 

of both the organization and themselves. 

 

Considerable research has demonstrated that HRM through HR practices 

impacts performance (Delery, Doty, 1996; Huselid, 1995; Pundziene, 

Alonderiene, & Buoziute, 2007; Buoziute- Rafanaviciene, Pundziene, & 

Turauskas, 2009; Seidu, 2011). HR practices constitute a part of many 

resources that enhance sustainable competitive advantages for the 

organizations, and consequently enhance organizational performance 

(Choi, 2014; Choi & Lee, 2013; Chuang & Liao, 2010; Fu, 2013; Shin & Konrad, 

2014; Seidu, 2011). Starting from Authur (1994), the first systematic empirical 

studies of HRM-Performance nexus, the bulk of HRM studies are of two 

different perspectives (Edgar & Geare, 2009; Paauwe, 2009); a stream of 

HRM research solidly affirm the impacts of HRM on performance while the 

other stream cast  doubt on the nexus or even deny the nexus. Researchers 

such as Wall and Wood (2005), Guest, Michie, Conway and Sheehan (2003), 

and Wright and Gardner (2003) cast doubt or deny the HRM-performance 

nexus. For example, Guest, Michie, Conway and Sheehan (2003) opined that 

stricter tests adopted to examine the HRM-Performance nexus indicate 

little or no association between HRM and performance. Wall and Wood 

(2005) added that it is impulsive to assume that HRM will certainly lead to 

good performance.  

The findings that deny or cast doubt on the HRM-Performance nexus may 

not hold water, given the fact that there have been an overwhelming bulk 

of empirical studies that establish the link between HRM and performance 
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(e.g. Choi, 2014; Choi & Lee, 2013; Chuang & Liao, 2010; Demirbag, Collings, 

Tatoglu, Mellahi, & Wood, 2014; Fan, Cui, Zhang, Zhu, Charmine Härtel, & 

Nyland, 2014; Fu, 2013; Shin & Konrad, 2014; Seidu, 2011). Comb, Liu, Hall and 

Ketchen (2006) carried out a meta-analysis of the HRM – organizational 

performance relationship drawing on 92 studies conducted between 1990 

and 2005. They found that HR practices do influence organizational 

performance. 

More importantly, Posthuma, Campion, Masimova and Campion (2013) 

carried out another meta-analytic study which analyzed 193 peer-reviewed 

articles that covered numerous countries and cultures across the globe. The 

reviewed articles have been published since 1992 through 2013. The findings 

of these studies affirm the relationship between HR practices and 

performance as the former impacts the latter. All these have established 

that HRM-Performance nexus and thus debunk the claim that little or no 

relationship exist between HRM and performance. 

Furthermore, an HRM research perspective posits that HRM-performance 

nexus is direct (Schuler & Jackson, 1999). It was from this approach that 

three major approaches emerged: universalistic, contingency and 

configuration approaches. The universal, or “best practices” perspective is 

the simplest form of a theoretical model in HRM literature, and their 

researchers are micro analytical in nature. This perspective involves a direct 

relationship between HRM practices and performance (Youndt, Snell, Dean 

Jr, & Lepak, 1996) whereby some HRM practices are postulated as always 

superior to others and these best practices should be adopted by all 

organizations (Delery & Doty, 1996). The contingency perspective, on the 

other hand, posits that the impact of HRM practices on firm performance is 

conditioned by an organization’s strategic position. Researchers in the 

contingency approach argue that HRM practices that applied by any 

organization must be coherent with other aspects of the organization so as 

to be effective. They have tried to explain the interaction between various 

HRM practices and specific organization strategies as they relate to 

organizational performance (Youndt, et al., 1996).  
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In contrast to “best practice” and contingency approach, the 

configurational perspective is interested on how the pattern of multiple 

HRM practices is related to organizational performance. Wright & McMahan 

(1992) argued that there is the pattern of intended human resource 

deployments and activities that can facilitate organization in achieving their 

goals. In order to be effective, an organization must build up its HRM system 

that reaches both horizontal and vertical fit. Horizontal fit refers to the 

internal consistency of the organization’s HRM practices, and vertical fit 

refers to the congruence of the HRM system with other organizational 

characteristics such as a firm strategy.  

Consequently, in order to explain the process of examining HRM practices 

that are related to organizational performance, researchers can comply 

with either one of the approaches or a combination of the three different 

approaches. This study adopts the universalistic perspective for the reasons 

that the universalistic perspective is suggested as the primary approach 

since most of HR studies have centered on a holistic or universal view of 

HRM practices and organizational performance, highlighting set of 

practices used by all firm employees and the uniformity of these practices 

across firms. Also, this perspective enables researchers to study the 

contribution of each HRM practice on organizational performance relative.  

 

HR Practices 

Human resource practices have received increased attention for its impact 

on employees’ performance. The majority of the research in this area has 

focused on the degree to which these human resource practices can 

enhance individual and organizational performance (Joarder, Sharif & 

Ahmmed, 2011). There is a lack of information regarding dynamic nature of 

human resources in the context of countries in the emerging economy. 

Moreover, it is difficult to generalize the human resources practices of the 

western context and adopt the western concept of human resources 

practices in the emerging economy countries (Joarder et al, 2011).  

Therefore, there is need for research in the emerging economy. Budhwar 

and Debrah (2004) opined that there is a greater need to know how 
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employees in various parts of the world perceive human resource practices 

in different context. Thus, this paper is expected to fill the gap on human 

resource practices within the context of emerging economies. Two sets of 

HR practices are highlighted in this present paper that are (i) recruitment 

and selection; and (ii) training and development and it is expected that 

these two HRM practices could influence performance in the context of 

emerging economies. 

 

Recruitment and Selection 

Recruitment can be defined as any practice or activity carried on by 

organization with the primary purpose of identifying and attracting 

potential employees (Noe, Hollenbeck, Gerhart, & Wright, 2008). It is in fact 

the first requisite in human resource that sets to entice employees with 

desired competent skills and abilities which will help and guide 

organizations accomplish their desired goals and objectives. It is mainly a 

process of measuring, and evaluation of information about potential 

employees’ qualifications for specified positions in organizations (Berntha 

& Wellins, 2001). It is as well seen as an act of development and maintenance 

of enough manpower resources required in an organization that occupies 

the creation of team available labor (Flippo, 1980). All the foregoing 

interpretations explain an attempt of getting attracted applicants and a 

host of potential employees attracted to apply for a vacant position in an 

organization so that the management of the organization can choose the 

right persons to man the right available jobs, thus recruitment have been 

conceptualized from external and internal sources.   

According to Kumari (2012), selection is seen as the process of picking 

individuals who have relevant qualifications to fill jobs in an organization. 

Selection is much more than just choosing the best candidate. It is an 

attempt to strike a happy balance between what the applicant can and 

wants to do and what the organization requires.  In another word selection 

represents a process of evaluating organizational decision making on who 

to hire at a particular point in time (D’Souza, 2010). It entails an act of 

arranging several strategies to arrive at the best capable hands to handle 
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jobs. It becomes very confusing if more than the required applicants meet 

the requirement for employment. Management scholars are of the opinion 

that there is no universally acceptable procedure for selection as 

organizational sizes and goals vary so their selection strategy (Chhabra, 

2005; Graham, 1998). Selection procedure comprises of: preliminary 

interview; application form; selection test; interview; medical examination; 

reference checks; approval; employment; induction and orientation; as well 

as evaluation (Armstrong, 2005; Gupta, 2006).  

However some of the authors are of the view that better recruitment and 

selection strategies result in improved organizational outcomes (Kumari, 

2012).  In the extant literature, a link has been established between 

employee recruitment and effectiveness of managing employee 

performance in an organization (McOliver, 2005). This argument 

highlighted that once problems such as nepotism, favoritism, political 

consideration are tackled during recruitment exercise, then it becomes a 

boost to effective performance management. Consequent upon this, if an 

organization does have adequate level of recruitment efficiency,then it will 

not face greater challenge to achieve its stipulated objectives (Fox, 2011). 

Therefore, this paper proposed that: 

 

Proposition 1: Recruitment and selection will have a direct and positive 

impact on employee’s Performance 

Training and Development  

Training is the planned and systematic modification of behavior through 
learning events, programs and instruction which enable individuals to 
achieve the levels of knowledge to skill and compliance needed to carry out 
their work effectively (Armstrong, 2005). Training represents the activities 
designed to improve employee performance on their respective jobs. 
Training has been recognized as one of the important components of HR 
practices in the field of human resource management (Joarder, Sharif & 
Ahmmed, 2011). Training and development can support in sustaining 
competitive advantage to organizations, if properly organized and 
implemented (Schuler & MacMillan, 1984). This component has been 
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conclusively included in the high performance HR practices of the 
organizations (Huselid, 1995; MacDuffie, 1995).   
It is believed that organizations accomplish their stated targets simply 
because employees perform to expectations. Before employees perform to 
desired expectations, they will have to possess the required knowledge and 
skills which is only obtainable through training; being an organized process 
aimed to accomplish and attain a desired outcome that will benefit 
individual workers, their organizations as well as the environment that 
surrounds them. Joarder et al, (2011) argued that training is one of the 
important ways to assist individual employee to gain new knowledge and 
skills required to maintain the standard performance in the competitive 
changing environment. Armstrong (2005) opined that effective training 
can: 

➢ Minimize learning costs;  
➢ Improve individual, team and corporate performance;  
➢ Improve operational flexibility; 
➢ Attract high quality employees; 
➢ Increase levels of competence and enhance skills; 
➢ Obtain more job satisfaction to gain higher rewards and to progress 

within the organization,  
➢ Help to manage change by increasing understanding of the reasons 

for change and providing people with the knowledge and skills they 
need to adjust to new situations; 

➢ Help to develop a positive culture in the organization; and 
➢ Provide higher levels of service to customers.  

 

In reality, training and development increases and enriches one’s capability, 
and it guides and supports employees to achieve long-term career 
development and competency at work (Pare & Trembley, 2007). Employees 
can learn, re-learn to improve their existing knowledge and skills 
tremendously which invariably help them enhance their effectiveness at 
work. The extent to which performances are effectively managed only 
depends on how enlightened and successfully is the training. As a matter of 
fact, success depends on to what extent the employees receive training for 
their professional development (Joarder et al, 2011). 
Employee development programs are important for any organization to 
stay solvent and competitive in the market. Though it is expensive for the 
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organization to spend the money on their employees but this investment is 
positive for the organizations to hold the place in the market (Jehanzeb & 
Bashir, 2013). Organizations should be able to effectively manage their 
greatest asset employees to be able to progress and developing them to 
become more productive and effective. Jones and George (2006) pointed 
out that developing employees no matter how it is done either, mini, 
moderately or large, it would have a significant consequence.  
The rationale for development of employees in organizations is always with 
a common goal, to advance employee talent and skills and overall 
organizational capabilities. Many scholars believe that development could 
best be explained under the headings of education and training (Bersin, 
2006). Most of researchers agree that employee training is a complicated 
HR practice that can expressively influence on the accomplishment of the 
organizational goals (Jehanzeb & Bashir, 2013). While other authors have 
suggested that training is most extensive only in establishments which 
operate in complex market environments (Rowden & Conine, 2005; 
Sahinidis & Bouris, 2008). In consistence with these view, Baldwin and 
Johnson (1995) opined that lower levels of training will increase the chances 
of employee migration from one organization to another. In addition Choo 
and Bowle (2007) assert that higher degree of training increases employee 
satisfaction and loyalty towards the firm and decreases the chances of 
employee terminations and lay-offs. Thus this present paper proposes that: 
 

Proposition 2: Training and development will have direct and positive impact 

on employee performance 

Conceptual Framework 

Figure 1: Proposed Conceptual Framework 

Developed for the purposed of this study 

 
          Training and Development 

 

    

     

 

Based on the evaluation of relevant literature, it is proposed that there is 

enough evidence to show the linkage between HR practices and employee 

Employee Performance 
Recruitment and 

Selection 



 

TIMBOU-AFRICA ACADEMIC PUBLICATIONS 
FEB., 2022 EDITIONS, INTERNATIONAL JOURNAL OF: 

 

TIJFRMS 404 

FINANCIAL RESEARCH & MGT. SCIENCE VOL.8 

ISSN: 2773-1040 

performance, especially given the two reviewed sets of HR practices. This is 

illustrated in the figure above which depicts the proposed framework 

where HR practices is independent variables and employee performance is 

dependent variable. HR practices are measured through recruitment, 

selection, training and development. While employee performance could be 

measured by task and contextual performance. These are postulated to 

exist in an emerging economy, in which higher and better employee 

performances are important in ensuring organizational success as well as in 

sustaining business competitiveness. It is obvious that HR practices are 

probable variables that will affect employee performance. 

  

The proposed research framework is well supported by the Ability-

Motivation-Opportunity (AMO) model, AMO model posits that 

performance of the firm can be speed up through three factors which are 

ability, motivation and opportunity. The first factor can be achieved through 

recruiting and selecting quality personnel. Jiang Lepak, Hu, & Baer (2012) 

emphasizes that ability of the firm’s human capital can be enhanced 

through all-inclusive recruitment, rigorous selection, and broad training. 

AMO theory is commonly adopted at individual level. Thus, this theory 

ground the proposed relationships among the variables of this paper.  

 

CONCLUSION AND DISCUSSION 

This paper reviewed the relationship between HR practices, particularly 

recruitment & selection and training & development with employee 

performance. The general knowledge from the literature is that HR 

practices have impact on employees’ performance. However, this paper 

focuses merely on the conceptual perspective of the relationship between 

recruitment & selection, and training & development and employee 

performance.  The direction for future research should be to empirically test 

to what extend and how HR practices, more specifically recruitment & 

selection, training & development are related and impacting employees’ 

performance in the emerging economy. 
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