
i 
 

 

 

 

A PROJECT REPORT 

ON 

EXAMINING STRATEGIC HRM PRACTICES AND THEIR 

IMPACTS ON ORGANIZATIONAL DEVELOPMENT  

AND PERFORMANCE IN MADAYN ACADEMY 

 

 

 

By 

Shahad Khasib Mohammad Al Qurini, 18F18009 

 

 

 

 

Guided by 

Festus Odhigu 

 

A project report submitted in partial fulfillment of  

the requirements for the award of  

Bachelor of Arts (Honours) in Business Administration 

(Human Resource Management) 

 

 

 

 

Middle East College 

Knowledge Oasis Muscat, Oman 

 

 

 

 

 

 

 

 

January, 2023 
 

  

GSJ: Volume 11, Issue 2, February 2023 
ISSN 2320-9186  

889

GSJ© 2023 
www.globalscientificjournal.com



ii 
 

 

 

 

 

 

 

A PROJECT REPORT 

ON 

EXAMINING STRATEGIC HRM PRACTICES AND THEIR 

IMPACTS ON ORGANIZATIONAL DEVELOPMENT  

AND PERFORMANCE IN MADAYN ACADEMY 

 

 

 

By 

Shahad Khasib Mohammad Al.Qurini, 18F18009 

 

 

 

 

 

 

 

 

January, 2023 

 

 

 

 

 

GSJ: Volume 11, Issue 2, February 2023 
ISSN 2320-9186  

890

GSJ© 2023 
www.globalscientificjournal.com



iii 
 

DECLARATION 

 

I, “Shahad Khasib Mohammad Al.Qurini”, hereby declare that the work presented 

herein is genuine and has not been copied in part or in whole from any other source 

except where duly acknowledged. As such, all use of previously published work (from 

books, journals, magazines, internet, etc.) has been acknowledged with the main report 

to an item in the references or bibliography lists. 

Copyright Acknowledgement 

I acknowledge that the copyright of this project and report belongs to MEC. 

 

 

Student Name    Student ID    Signature 

Shahad Al.Qurini    18F18009 

 

 

 

 

 

 

 

 

 

 
 

 
 
  

GSJ: Volume 11, Issue 2, February 2023 
ISSN 2320-9186  

891

GSJ© 2023 
www.globalscientificjournal.com



iv 
 

 
 

 

APPROVAL FORM 

 

The project report entitled Examining strategic HRM practices and their impacts on 

organizational development and performance in Madayn academy submitted by Shahad 

Khasib Mohamad Al.Qurini, 18F18009 is approved in partial fulfillment of the 

requirements for Bachelor of Arts (Honours) in Business Administration with 

specialization in Human Resource Management. 

____________________ 

Supervisor 

Full name: Festus Odhigu 

Department: Management Studies 

Signature: 

Date: 

____________________ 

Examiner 

Full name: 

Department: 

Signature: 

Date: 

 

 

 

 

 

 

 

 

GSJ: Volume 11, Issue 2, February 2023 
ISSN 2320-9186  

892

GSJ© 2023 
www.globalscientificjournal.com



v 
 

 

 

ACKNOWLEDGEMENT 

 

I would like to thank my supervisor Festus Odhigu who made this work possible and 

offer my sincere thanks to him.  His guidance and advice carried me through all stages 

of writing my project.  I would also like to thank Dr. Priya Mathew her great comments 

and suggestions, thank you. I would also like to extend a special thank you to my family 

as a whole for their continued support and understanding when conducting my research 

and writing my project. Dad, it was your prayer for me that has supported me so far. 

Finally, I would like to thank God for allowing me to overcome all difficulties. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

GSJ: Volume 11, Issue 2, February 2023 
ISSN 2320-9186  

893

GSJ© 2023 
www.globalscientificjournal.com



vi 
 

 

ABSTRACT 

This study dealt with the examination of strategic human resource management 

practices and their effects on organizational development and performance at Al 

Madayn Academy. Although there is no conclusive message about examining HRM 

practices and their impact on organizational development and performance, the current 

literature has documented a lot of evidence, which is worth reviewing and may generate 

inspiration for future research. The study was applied to a sample of 38 employees, out 

of a study population of 50 employees. The researcher relied on the questionnaire as 

the main tool for data collection, and used the Excel program for analyzing the 

responses.  The study concluded through the analysis of the results that the order of 

dimensions of human resources management practices had an impact on organizational 

development among employees in Madayn Academy as follows: Training and 

development in the first place, followed by recruitment and selection and then 

evaluating the performance in terms of impact on organizational development and 

performance. There is a positive correlation between strategic HRM practices and 

organizational development and performance. In light of these results, the study 

recommended several recommendations: Try to adopt the concept of organizational 

development more broadly, which will return to the company with positive results at 

the long level. Promote interest in strategic human resource management practices 

because of their clear impact on organizational development and performance. Ensure 

the selection of experienced workers. 

 

Keywords: HRM, Organizational Development, Madayn, Oman, Recruitment, 

Performance, and Training Development. 
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CHAPTER 1: INTRODUCTION 

1.  

1.1 BACKGROUND OF THE STUDY 

Organizations always strive to achieve the common goals of survival, excellence and 

growth despite the changing stormy environment characterized by complexity in 

organizations. To achieve these goals, development of human resources is critical as it 

is one of the most important resources for the organization being the main factor 

responsible for creativity and innovation to achieve competitive advantage. 

Furthermore, this research project focuses on strategic human resource management 

practices and their impact on organizational development and performance. 

The ability to maximize the use of strengths and opportunities will eradicate all 

weaknesses, enhance readiness to face all negatively impacted changes and willingness 

to deal with threats to the success of organizational development both now and in the 

future. 

Strategic human resource management is one of the most important concepts of modern 

management, which in turn helps to adapt and respond quickly to changes in the 

organization. Strategic management enables organizations to identify their current and 

future capabilities and thus helps to make appropriate decisions that ensure that the 

organization achieves its goals despite changes and threats in the external environment.  

The most important factor in supporting the development strategy is the management 

of human resources and is responsible for the strategic responsibility in the provision 

of resources. It requires that the resources be able to achieve the required change by 

determining the quantity and type of needs of the organization in terms of human 

resources and its development and development of various activities and for all 

administrative levels for the benefit of the organization and its productivity. It should 

be noted that the strategic basis for organizational development is the function of human 

resource management  
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The strategic human resource department works to provide a link between people 

management and development techniques with the company’s goals and long-term 

results, such as reward provision, which helps determine their suitability to the 

company’s overall plan (Noe, 2015). 

According to Pongpearchan (2016), one of the factors of the organization's success is 

the management of strategic human resources. It is one of the means of reaching the 

organization's stage of excellence and success because it evaluates the skills and 

capabilities of individuals, working on organizational strategies and arranging them in 

the right place to reach competitive advantage, which supports the comprehensive 

strategy. The government took the initiative to establish the first industrial city in 1983 

within the framework of the state's efforts to develop the industrial sector as the best 

way to achieve long-term economic development goals, because of its importance in 

diversifying the sources of national income. This was done by creating an appropriate 

work environment, creating job opportunities for citizens, and using local raw 

materials. Muscat is the seat of an industrial zone known as the Rusayl Industrial Estate 

Authority "Madayn", which was established in 1985 AD. After its opening, other 

industrial cities were created. Hence, this study is an attempt to provide insight of 

strategic HRM practices and their impact on organizational development and 

performance in Madayn academy. 

1.2 STATEMENT OF THE RESEARCH PROBLEM 

The human element is the basis for achieving success and distinction for all 

organizations, so it must be taken care of by developing its performance, motivating it 

and managing it well. This study will help solve several parts of the problem facing 

Madayn Academy by defining: The role of SHRM and its impact on organizational 

development and performance. For a company to ensure its success and continuity, the 

market must be aware of the strategic relationship between human resources, their 

performance and organizational development. It is necessary to update and diversify 

the strategic practices related to human resources because of their importance and 

impact in achieving organizational development and performance for employees. It is 

necessary to know the impact that the strategic practices of human resources 

management can play in achieving the organizational development process at Madayn 

Academy.  
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Madayn Academy needs continuous updating of human resource management practices 

because of its impact on performance and organizational development. This requires 

the Academy to recognize the nature of strategic practices in terms of SHRM. This 

research aims to delve into SHRM and its impact on organizational development and 

performance in Madayn Academy. 

1.3 AIMS AND OBJECTIVES OF THE STUDY 

1.3.1 Aim and objectives of the study: 

The project’s overarching goal is to examine strategic HRM practices and their impacts 

on organizational development and performance in Madayn academy. The goal is 

achievable through the following specific objectives. 

1.3.2 Objectives of the study: 

1. To examine strategic human resource management practices and their impacts 

on organizational development and performance in Madayn Academy. 

2. To evaluate the relationships between strategic human resource management 

practices, organizational development, and performance in Madayn Academy. 

3. To analyze the factors affecting strategic human resource management 

practices. 

4. To provide a framework for effective implementation of strategic human 

resource management practices. 

1.3.3 Research questions 

1. What are the strategic human resource management practices and their impacts 

on organizational development and performance in Madayn Academy?  

2. What are the relationships between strategic human resource management 

practices, organizational development, and performance in Madayn Academy? 

3. What are the factors affecting strategic human resource management practices?  

4. What is the framework for effective implementation of strategic human resource 

management practices? 

1.4 SCOPE OF THE STUDY 

The general purpose of this research is to assess the importance of strategic human 

resource management practices on organizational development and performance, 

specifically these strategies: Recruitment strategy, compensation strategy, Training and 
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development strategy, and performance appraisal strategy. As this study is limited to 

Madayn Academy. Also, this study is only limited to those working in the human 

resources department, who have sufficient experience and knowledge in the field of 

employee organizational development. Questionnaires were distributed to collect 

primary data, and the target sample research included 30 employees out of the total 

number of employees working in the Academy. A survey questionnaire was conducted 

to support data collection methods for data collection and analysis in the fourth chapter 

of this research project. Also, this research took no more than 14 weeks to complete. 

This study covers a set of objective aspects related to the organization, namely: 

identifying the various strategic human resource management practices and their 

importance in organizational development and performance, factors affecting strategic 

human resource management practices, organizational development and performance, 

the relationship between strategic human resource management practices and their 

Organizational development and performance. 

1.5 SIGNIFICANCE OF THE STUDY 

In this study, a platform and a new vision about the strategic human resource 

management practices and their importance in organizational development and 

performance at Madayn Academy are presented.  

Researcher. 

This study will improve the skills and capabilities of the researcher in many areas of 

human resources. It will support her in enhancing planning skills, critical thinking and 

effective communication skills because of their importance in the field of human 

resources, and they are aware of matters that are related to the same and provide 

information and unique analysis. This study will also benefit of the reader by providing 

insights into SHRM aspects in Madayn. 

The organization 

This study will have a comprehensive look and will clarify the shortcomings and areas 

of improvement in it and will focus on evaluating and their impact on the employee and 

motivating the organizational performance and finding appropriate and motivating 

ways in order to solve all the difficulties and problems that cause the low productivity 

of the employee and the organization. 
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Educational institution. 

There is no doubt that the educational institution will benefit from the students’ ideas 

and provide them with assistance in order to conduct this research in a practical way in 

order to be able to obtain information, skills and experiences. 

1.6 LIMITATION OF THE STUDY 

The limits of the research are important because they allow the reader to know the 

limitations that the researcher faced while conducting the study. Initially, this study was 

limited to Madayn Academy and its employees, as the study was conducted on 30 

employees (responders). In addition, this study is based on knowledge of strategic 

human resource management practices, and data was collected from Madayn Academy 

through conducting an interview and distributing a questionnaire to employees. The 

results of this study cannot be generalized to all organizations because this data and 

information will be collected from the employees of Madayn Academy. Also, regarding 

time constraints, the researcher faced a lack of time due to the pressures that the 

researcher faced in delivering assignments for other subjects, and this research, 

therefore, will make a schedule to complete all assignments on time. 

1.7 OPERATIONAL DEFINITION OF TERMS 

1. Strategic human resource management:  

It is a distinctive approach or style for making important decisions about the distribution 

of planned activities to human resources, which in turn enables the organization to 

achieve its goals. 

2. Organizational development: 

It is an effective strategic process aimed at making a positive shift, whether in the 

structure of organizations or changing beliefs to adapt to the labor market and achieve 

continuous development. 

3. Organizational performance: 

The sum of the organization's ability to exploit all the resources for its operations, invest 

them and direct them to achieve the organization's goals. 
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4. Performance appraisal:  

A formal procedure or regular review to measure an employee's job performance and 

results based on his job responsibilities. 

1.8 STRUCTURE OF THE RESEARCH 

Chapter 1: Introduction 

This chapter is an introduction to highlight the chosen topic. The first chapter contains 

the background of the study and presents a statement of the research problems, the aim 

of the research, the research materials and research questions, limitations of the study, 

definition of operational terms, and report structure. It also contains a summary of the 

first chapter with an introduction to the second chapter. 

Chapter 2: Literature Review  

This chapter presents some literature review related to the research topic. It contains a 

critical analysis for the purpose of understanding the study and clarifying it to the 

researcher more. It also provides a summary of the second chapter with an introduction 

to the next chapter. 

Chapter 3: Research Methodology  

This chapter is called Research Methodology, and it presents a discussion about the 

research methodology chosen by the researcher, and the methods used by the researcher 

in collecting data. And information as an introduction to the chapter. Also, the design 

contains a description of the study population. All matters of sampling, research tools, 

testing of validity and reliability, techniques of data collection and analysis, and legal, 

ethical and social considerations are also included. It also provides a summary of 

chapter three with an introduction to the next chapter. 

Chapter 4: Data analysis  

This chapter presents the data and analysis of the results obtained from the 

questionnaires. It also provides a summary of Chapter 4 with an introduction to the next 

chapter. 
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Chapter 5:  Summary of Findings, Conclusion, and Recommendation 

The concluding chapter of the study consists of a summary of the results, collecting all 

the main points, and summarizing the chapter. It includes the introduction, summary of 

findings, conclusion, recommendations, limits, future research and summary of 

findings and recommendations from the research. 

1.9 SUMMARY 

This research included a number of main points of the topic, first the background, which 

focuses on strategic human resource management practices. As stated previously, this 

chapter provided the aim of conducting this study. The project’s overarching goal is to 

examine strategic HRM practices and their impacts on organizational development and 

performance in Madayn academy. The goal is achievable through the following specific 

objectives. 

 Also, in this chapter some of the problems that organizations have faced are covered 

within the research problem statement. The most important goals, objectives and 

questions related to this research were also covered, and the most important 

stakeholders who would benefit from this research were clarified. In addition, this 

research has shed light on the most important determinants that may affect the conduct 

of this research, and the scope of the study is discussed in detail. This chapter also 

includes the definition of some operational terms related to the topic, and provides a 

detailed explanation of the research structure. The next chapter will discuss literature 

reviews relevant to the impact of strategic human resource management practices on 

organizational development and performance, and specifically on Madayn Academy. 
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CHAPTER 2: LITERATURE REVIEW 

1.  

2.1 INTRODUCTION 

The term literature review can refer to the process of conducting the audit as well as the 

product resulting from the audit procedure. The product resulting from the literature 

review is of interest to this section. Literature reviews of research studies at the master's 

and doctoral levels have different definitions. According to Lambert, 2012 defines 

literature review as a critical analysis of what is known about the subject of study, topics 

related to it, and the different views expressed in relation to the subject. 

The second section of the research provides a literature review on strategic human 

resource management practices and their impact on organizational development and 

performance. To highlight different perspectives to achieve the successful 

implementation of strategic HRM practices through potential gaps that help to reach 

interpretations. Discussions and definitions will be divided into three parts of the 

speech: Strategic Human Resource Management and Organizational Development and 

Performance. 

2.2 STRATEGIC HRM PRACTICES 

The way strategic human resources management practices are applied differs from one 

organization to another. Studies have confirmed that human resource management 

strategies are important in organizational development and performance. Other studies 

have shown that it is necessary to strategically manage human resources and achieve 

organizational development. It is important to integrate each of the human resources 

management strategies with organizational development strategies in order to achieve 

a high level of performance. Studies and research on strategic human resource 

management have revealed its importance on organizational development and 

performance. 

Talented human capital is one of the reasons why the company's goals are achieved in 

light of the inclusion of strategic human resource management practices.  

According to Wright and McMahan, (1999), in order to achieve the organizational 

development and organizational goals of strategic human resource management, it is 
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necessary to choose the right human resources to put them in the right place. For this 

research, strategic HRM practices are the processes of recruitment, selection, training, 

development, and performance evaluation that must be aligned with long-term goals to 

achieve better performance. 

According to the study conducted by Sarin (2018), on the relationship between human 

resource management, strategic human resource management practices and job 

satisfaction, a number of strategic human resource management practices were used: 

selection and recruitment, training and development, performance evaluation in 

addition to rewards. All of the practices mentioned are classified as common to different 

organizations. According to Nevis et al. (2018), the goal of human resource 

management practices is to motivate employee behaviors for the benefit of the 

organization. 

2.2.1 Recruitment & selection 

Harel and Tzafrir, (2007) explained that the recruitment process consists of several 

steps, starting with research and evaluation, and finally hiring a suitable candidate for 

the vacancy. In other research work, Terpstra and Rozell's, (2011), findings are, is that 

there is a strong correlation between the recruitment and selection process and the 

overall performance of the company. The main goal of the recruitment process is to 

choose the right person in the right place to get better results for the benefit of the 

company as a whole.  

One of the most prominent results of the wrong choice is poor performance, where the 

right selection criteria help put the right person in the right place Pfeiffer, 2002. Terpsra 

and Rozell, (2011) highlighted the selection criteria as it depends on the identification 

of a workforce that has the required level of capabilities to be able to achieve 

organizational goals, as it positively affects business efficiency. 

The needs of the organization's departments and business of human resources are 

estimated in terms of type, specifications and number, and adopting ways to help choose 

the best ones who are in line with the requirements of implementing the organization's 

strategy (Blanchard, 2005). 

The Human Resources Department accurately estimates the needs of the organization's 

departments, activities and various human resources works, taking into account the 
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number, specifications, competencies and skills, then the sources of obtaining them are 

determined, followed by human resources recruitment programs, and the best selection 

among them, who can carry out the work and tasks entrusted to him and then strive to 

achieve the general strategy of the organization (Blanchard, 2005). 

2.2.2 Training & development 

 

Training and development is one of the most important practices of strategic human 

resources management as it is the means used to develop and improve the quality of 

employees. Training is classified as an investment in human assets by the organization 

(Knoke & Kalleberg, 2001). A number of researches have shown that the output of 

training and development programs is superior organizational results. In addition, the 

reason for increasing productivity and organizational effectiveness is training and 

development (Bartel, 1994; Barak et al., 1999; Knoke Kalleberg, 1994; Russell et al., 

1985). 

Peteraf (1993) explained that the training and development system in the organization 

is necessary because of its benefit achieved in the availability of skills and knowledge 

of employees and thus they will contribute to giving the competitive advantage to the 

organization by achieving the organizational strategic goals. Other researchers (Arthur, 

1994; Fey et al., 2000) have stated that the practice of training and development is a 

human resource management practice that may lead to a decrease in employee turnover, 

better performance of an individual's work and thus an increase in organizational 

development and productivity. 

In order for employees to learn everything new, training programs are required to 

improve the current performance and make it a high level.  Development programs 

qualify scientists for future jobs in order to facilitate interaction with any new candidate 

who enters the organization.   

According to previous research studies, the impact of training and development 

programs on organizational development and performance is very high; there is a strong 

link and a positive relationship between training and development and the company's 

performance. 
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2.2.3 Performance Appraisal 

Shahzad et al., (2008) explain that performance appraisal as a management tool to 

follow up on employee performance and improve employee performance and 

productivity. Performance appraisal is an effective development process for the 

employee by monitoring workers, evaluating their performance, and providing 

feedback that contributes to improving employee performance and increasing 

organizational development and performance. Through the performance appraisal 

strategy, workers' commitment to work and the quality of their performance will be 

improved (Brown & Benson, 2003). 

According to Ayanda (2010), the performance appraisal strategy contributes to 

knowing the actual performance with the target performance in terms of: size, quantity, 

speed, time, quality, cost, continuity.   

The researcher concludes that the performance appraisal strategy provides a quantity of 

information regarding the improvement of training and development practices, 

recruitment and selection. 

2.3 ORGANIZATIONAL DEVELOPMENT & 

PERFORMANCE 

2.3.1 Organizational development 
Parkb (2022), defines Organizational Development (OD) is "a complex educational 

strategy intended to change beliefs, attitudes, values, and organizational structures so 

that they can better adapt to new technologies, markets, and challenges, as well as the 

dizzying rate of change itself." Warren Bennis, who first introduced the idea of 

organizational culture in 1969. 

Organizational development efforts are not limited to individuals, but organizational 

development concerns are directed to include individuals, followed by work groups and 

then the organization itself, knowing that these efforts are long-term to improve the 

organization's ability to solve the problems it faces. Organizational development is 

concerned with improving the interaction between the organization and the private 

environment of the employees so that both parties’ benefit. Senior management 

manages and focuses on organizational development, as it includes all organization to 

increase the effectiveness of the organization. 
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Scott et al., (2016) claim that the development process aims to add social value in public 

institutions that involves measuring the following dimensions: monitoring, ease of 

information retrieval, trust in management, and participation in decision-making. 

2.3.2 Organizational performance 

Through human capital, organizations try to improve their performance to cope with 

the changing market environment.  Organizations use different techniques to measure 

performance, such as the human resource scorecard, checking the amount of value 

added to organizational performance by human resources all help in gaining 

competitive advantage. To improve human resource management practices, feedback 

from performance measurements is used. The company's vital resource is the workers 

and the business depends on them, according to the discussion above (Scott, et al., 

2016). 

Organizational performance is ensured through good organization of strategic human 

resource management practices. Many studies have shown that strategic human 

resource management practices positively affect the company's performance, (Cappelli 

et al., 2010). 

The researcher in the current study tries to measure the company's performance through 

the effectiveness of human resource management practices followed by the 

organization to achieve its goals. 

2.4 THE IMPACT OF STRATEGIC HUMAN RESOURCE 

MANAGEMENT PRACTICES ON ORGANIZATIONAL 

DEVELOPMENT AND PERFORMANCE: 

2.4.1 the relationship between strategic human resource management 

practices and organizational development: 

This relationship is considered the cornerstone of any company, since these two 

divisions work in two harmonious systems, and one does not dispense with the other. 

For example, the Human Resources Department attracts the right and qualified 

employees to fill the job in terms of experience, knowledge and familiarity with the job.  

Organizational development develops the employee in terms of establishing training 

centers and workshops to increase the employee's experience from previous experience, 
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as this is the primary work to develop employees and promote long-term goals that are 

in line with the laws and regulations of the country. This leads to increased productivity 

and competition in local and global labor markets. 

The Human Resources Department has evaluated people in terms of recruitment, 

selection, training & development, as well as performance appraisals. It has also 

developed employment policies and incentives, developed unique strategies for 

obtaining human resources, identified training needs, and used mathematical methods 

in recruitment and distribution. And this evolution in the roles played by human 

resource management provides unequivocal proof of the significance of human 

resources in the organizational development. 

Scott et al., 2016 mention that the organizational development as a process of decision-

making, goal planning, and conflict management. 

Professionals working in organizational development focus on data and research that 

will help them in their attempts to strengthen the organization's overall systems and 

procedures.  Medhat (2007) states that the organizational development is often aimed 

at: 

▪ enhancing organizational effectiveness while adhering to work principles and 

culture 

▪ Achieving better institutional performance, help people reach their full 

potential, increase their contributions, and build on their achievements. 

▪ Conducting interventions to try to achieve good and fruitful development after 

evaluating the current processes in which the individuals involved in the 

company are involved. 

▪ Aligning individual actions with organizational strategy, structures, goals, and 

other factors. 

▪ Promoting organizational principles among employees and throughout the 

workplace. 

▪ Blurring the differences between organizational growth and human resources. 

 

Since it affects every aspect of decision-making, it is difficult to overstate the 

importance of organizational development as it relates to business success. Using 

organizational resources to increase effectiveness and productivity at work is known as 
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organizational development. Employee morale can also be raised by a successful 

organization because empowered and respected employees are more productive 

employees. The value of organizational development extends to how you approach 

problems within your business and how you examine a procedure to determine the most 

effective approach to implementing it. Investing both time and money is necessary to 

carry out organizational development. 

2.5 THE RELATIONSHIP BETWEEN STRATEGIC HUMAN 

RESOURCE MANAGEMENT PRACTICES AND 

ORGANIZATIONAL PERFORMANCE: 

Noe et al., (2007) noted that employee behavior and performance are influenced by 

strategic HRM policies and practices. Strategic HRM practices such as recruitment and 

selection, training and development, and performance appraisal enhance organizational 

performance and thus enable the organization to gain competitive advantage. These 

practices are detailed as follows (Purcell et al, 2007):  

• Intensive Training. 

• Selective recruitment (for modern employees). 

• Compensation based on organizational performance. 

• Differences in pay based on level. 

Figure 2.1 illustrates the pattern of communication between HRM and performance. 

According to the model, the relationship between business strategies to organizational 

performance is measured by financial indicators. Armstrong (2006) confirmed that the 

presence of performance in this model is evidence of opportunity, ability, motivation.  

First comes the formulation of the business strategy and then the development of the 

human resources strategy. Before starting to formulate the business strategy, the 

following steps must be taken: Analyze the efficiency and skills of employees and know 

how to motivate them. It is the workforce that deserves performance indicators.  
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So, the business strategy comes after the integration of workforce opportunities. It is 

easy to track the strategic HR management and its strategies to adapt to previous 

practices that must be followed to implement performance. Implementing effective 

performance helps in achieving satisfaction with organizational performance from 

reaching and motivating employees and effective management of human resources 

through the production of quality products. 

 

 

 

 

 

 

 

Dyer and Reeves (1995), in HRM Performance Research Results, noted the main 

factors: HR-related outcomes such as absenteeism, job satisfaction, commitment, and 

turnover; Organizational outcomes such as productivity, efficiencies, quality, and 

service; Financial accounting results, such as profits, sales, return on assets and 

investment Capital results, such as growth and share price. 

HR managers will be able to build programs that will lead to better operational results 

to achieve greater organizational performance thanks to the causal relationship between 

HR and organizational performance. Understanding organizational performance 

processes and developing HR practices that have an impact on process factors and 

results should be the primary objectives of HRM. 

  

Business strategy 

HR Strategy 

HRM practices 

HRM practices 

HR Outcomes 

Employee: 

competence 

commitment 

flexibility 

HRM practices 

HRM practices 

SHRM practices 

Figure 2.1 The relationship between SHRM and performance 
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2.6 THE FACTOR AFFECTING STRATEGIC HUMAN 

RESOURCE MANAGEMENT PRACTICES: 

Several studies suggest that a number of HRM practices in SMEs are influenced by 

organizational contextual variables, such as ownership, age, and size of organizations 

(Zheng & Morrison, 2009). The use of data from Australian MSMEs reveals that human 

resource utilization rises as company size increases (Kotey & Slade, 2007).  

There are two categories of factors that influence the practice of human resources: 

internal and external: 

1. Internal factors 

• Company size  

The formalization of human resource management processes and business volume is 

positively related to the following two main reasons: First, as companies grow, there 

are greater requirements for decentralization and communication between departments 

and employees. As a result, human resource management should be standardized, 

specialized and fairly residency (Nooteboom, 1993). Second, the majority of formal 

HRM procedures require high development expenditures (Klaas et al., 2000). Since 

many small businesses have limited financial resources, this gives larger companies a 

cost advantage. 

• Organizational culture  

As they present great possibilities and challenges for business practitioners and 

policymakers, today's organizations are primarily dynamic. It is very important to 

understand this dynamic in order to achieve the organizational strategic goal. 

Organizational cultures evolve over time to cope with dynamic shifts and meet 

organizational changes in pursuit of competitive advantage in all their operations. As 

stated by Ritchie (2000), supportive culture is seen as a motivational tool that 

encourages businesses to work efficiently and ensures success in all their endeavors. 

Strategic HR practice is killed by a toxic company culture. 

2. External factors 

• Government regulations  
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The HR department is under constant pressure to follow the law as a result of the 

introduction of new compliance requirements in the workplace. All processes of HR 

departments are affected, including recruitment, training, bonuses, termination, and 

many others. Businesses that do not follow these imposed laws may incur heavy fines, 

which, in extreme cases, may force the company to close. 

• Economic conditions  

 The state of the current economy is considered one of the main external influences. 

This may also hinder the ability to hire any employees at all as well as impact the talent 

pool. Knowing what is happening in the world around you and making a plan when 

there is an economic recession are two of the most effective strategies to prepare for 

adverse economic conditions. If a company has a financial fund for difficult days or a 

strategy to deal with the difficult environment, it can survive in any economic climate. 

• Technological developments  

This is seen as an external influence because once new technologies are launched, the 

HR department may start looking at ways to cut costs and downsize. A task that 

previously required two to four people may be completed by one person. Technology 

is changing the way we run a business, not only from a consumer perspective but also 

in terms of internal cost reduction. 

• Workforce demographics 

When members of the tenth generation retire and the younger generation enters the 

workforce, the HR department must find strategies to attract this new group of 

applicants. They need to hire in a new way and provide this younger generation with 

other types of reward packages. They must also provide a workplace that suits the needs 

of this generation. 

HR managers are responsible for more than just hiring and firing; they also ensure that 

all external influences are taken into account and the correct procedures are followed 

to prevent legal action and sanctions. 
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2.7 IMPLEMENTATION OF STRATEGIC HUMAN 

RESOURCE MANAGEMENT PRACTICES 

Guest (1987) suggests that the four core objectives of human resource management—

integration, employee commitment, flexibility, and quality—must exist. According to 

the author, three of them are very important for the effective application of human 

resource management. To achieve integration, it is necessary to create coherence 

between human resources and organizational strategy plans, and coherence of human 

resources policies among them, in addition to managers understanding the importance 

of human resources, which facilitates the implementation of strategic plans. 

In order to change the workplace culture and encourage commitment, HR policies that 

emphasize compatible principles of conduct must be followed. Then, the organization 

must avoid rigid, hierarchical and bureaucratic structures in favor of organic structures 

that support project management and encourage the behavior of change agents among 

managers if they are to achieve flexibility. Another principle is the requirement of 

delegation of authority and decentralization through carefully thought-out work role 

design (Guest, 1987). 

Therefore, the operational and financial performance of an enterprise can be 

significantly improved through the effective use of strategic human resource 

management. The use of strategic HRM such as performance-based compensation is 

associated with increased productivity, reduced turnover, increased sales, and increased 

profitability (Huselid, 1995). In addition, the implementation of technical and strategic 

HR practices has already undergone pilot tests; the results show that most companies, 

such as security and clearing companies, succeed when implementing technical HR 

practices. 

Even in successful companies, there are usually discrepancies between what is expected 

and what is actually done when implementing human resource management practices 

(Truss, 2001). However, there is a greater likelihood of consistency between what is 

planned and what is successfully implemented when there is consensus among HR 

professionals to identify desired HR practices. HR coordination as seen by other 

partners leads to clearer development procedures and practices, which in turn reduces 
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this gap. Studies on the subject are still rare and often focus on line managers' sense of 

duty (Piening et al., 2014). 

2.8 SUMMARY 

This chapter presents a comprehensive review of the literature reviews on the topic of 

strategic human resource management practices and their importance on organizational 

development and performance. Many different research studies have been presented to 

give value to this research, such as: discussing a number of objective concepts such as 

strategic human resource management. in addition to other studies that indicate the 

relationship between strategic human resource management practices, organizational 

development, and organizational performance. A number of studies that present the 

factors affecting human resource management practices, implementation of strategic 

human resource management practices has also been studied. The next chapter is called 

Research Methodology, which will focus on research design, research tools, methods 

of collecting information, in addition to the study population, sampling technique and 

clarification of the method of data analysis. 
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CHAPTER 3: RESEARCH METHODOLOGY 

3 3. 

3.1 INTRODUCTION 

This research project aims to examine the strategic human resource management 

practices and their importance in organizational development and performance at 

Madayn Academy. This chapter focuses on research methodology, generally defined as 

solving the problem of scientific research in an organized manner. 

Research methodology refers in detail, as organized steps to study a topic in order to 

reach a reliable result that contributes to discussing research questions and solving the 

problem of scientific research (Janssen & Warren, 2020). The scientific research 

methodology contributes to helping the researcher to provide an organized and accurate 

research in terms of presenting in this section solutions to the problems related to the 

research. 

Additionally, it provides the foundation for understanding the most popular research 

methodologies and techniques for both the researcher and the reader. where information 

is gathered using both primary and secondary sources, and data is gathered using both 

qualitative and quantitative techniques; a variety of methodologies and techniques 

improve research exploration and verification more effectively (Pedamkar ,2020). 

The main method of collecting information is the questionnaire, as it will provide 

information related to the objectives and questions of the research. This chapter 

discusses various aspects related to research methodology, including the identification 

of the study population, sample size and methods, methods of data collection and 

analysis, the validity of various research tools, reliability testing, and legal, ethical and 

social conditions. 

3.2 RESEARCH DESIGN 

Research design is defined as a general and detailed strategy for the research process or 

a systematic procedure that ensures the answer to research questions (Sileyew, 2019). 

Research design focuses on appropriate research methods.  As indicated by Dudovskiy 

(2021), research design has several elements; types of research design, research 

strategies, and different methods of data collection and analysis. According to the 
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researcher's classification, the type of research design which is adopted for the current 

study, is exploratory research, because it depends on the existence of a problem and the 

search for a solution to it. In addition, this type of research design is based on 

hypothesis-based studies and their interpretation (Akhtar, 2016). 

The researcher should focus more on developing the research design because it helps 

in identifying the primary and secondary tasks of conducting the research as well as 

guiding the researcher in making the appropriate decision at each step of the planned 

study. 

According to Somasundaram (2021), research design contributes to finding solutions 

to the research problem as well as completing all research objectives within a specified 

period of time. Research design is based on collecting data in a quantitative manner and 

means information that can be converted into numbers, i.e., including surveys and 

questionnaires or dealing with graphs to analyze data better and more accurately. 

On the other hand, Jovancic (2021) indicates that qualitative research includes non-

numerical data to answer research questions such as individuals' opinions or 

observations. Qualitative data is often obtained from interview questions. 

3.3 POPULATION OF THE STUDY 

The study population comes in the second step after the research design; the study 

community is a scientific term in the statistical field that refers to a group of individuals, 

institutions and other elements, and a statistical sample is taken from them according 

to the research problem in order to generalize the results of the research. 

It is necessary to limit the study population due the following reason: 

• Limited to a representative sample of the study population, because its 

application to members of society as a whole requires large costs and a long 

period of time (Momoh, 2021). 

In this research, the employees of Madayn Academy will include the target group, a 

total of 50employees, the study population included all levels and categories. In 

addition, this research will focus on the Human Resources Management Department, 

and employees aged 25-55 and above in this department who have knowledge and 

experience. 
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3.4 SAMPLING TECHNIQUE AND SAMPLE SIZE 

  

 

 

 

Sampling means choosing a sample from a population. In addition to being a statistical 

process as shown in Figure 3.1, in sampling a subset of the study population is identified 

and selected in a certain way (Tuvilla, 2020). 

The sample selection process varies according to the type of technique used, such as: 

• Simple random sampling technique 

• Regular sampling technique 

Where the number of items in the sample is represented by the sample size (Singh, 

2018). The types of sampling techniques differ between two categories: Probability 

sampling and non-probability sampling. Probability sampling: The researcher 

randomly selects individuals based on specific criteria from the population. Compared 

to non-probability sampling, it is a method that does not rely on randomization but 

rather selects elements for a particular sample (Ranjit, 2018). 

 

 

 

Figure 3.1 - Sample size calculator 
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The researcher relied on the technique of simple random sampling, which is one of the 

best probabilistic sampling techniques and indicates the possibility of choosing any 

individual as a component of the sample, where each member of the population has an 

equal chance of selection. It also helps save time and resources (McCombes, 2021). 

According to what the researcher previously mentioned, it is difficult to conduct the 

study on the entire study population, due to the number of people, so the researcher 

chose to study the staff of Madayn Academy specifically in KOM 5 in the Knowledge 

Oasis. The researcher used formula to calculate the sample size. The required sample 

size is 50% of the total study population, knowing that the number of employees 

reached 50 employees. To calculate the sample size it is necessary to know the 

confidence interval which is 8, and the confidence level is 95%. The sample size was 

38 of the total number of employees as shown in figure 3.4.2. 

3.5 RESEARCH INSTRUMENTS AND VALIDITY AND 

RELIABILITY TESTING 

3.5.1 Research instruments 
There are several procedures for collecting data. Questionnaires and open interviews 

with closed and open questions constitute the majority of the tools used to collect 

information in research and studies complement each other, increasing the reliability 

and validity of the data. Closed surveys are often used to collect quantitative data, and 

questionnaires and open interviews are used to collect qualitative data. The main study 

objectives and research questions are used to build the elements of the questionnaire. 

Figure 3.2 - Simple random sampling technique 
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3.5.2 Questionnaire: 
In any research endeavor, questionnaires are the primary source of information. It is 

therefore important to ensure that its preparation is correct and reliable (Richards & 

Schmidt, 2002, p. 438). The types of questionnaires are divided into three types: 

✓ Closed end questionnaire 

✓ Open-ended questionnaire  

✓ Closed-end and open-ended questionnaires. 

Note that the closed questionnaire provides the researcher with quantitative and 

numerical data compared to the open questionnaire that provides the researcher with 

qualitative or textual information. 

Cleave (2021) acknowledged that the questionnaire is a basic research instrument, as 

the researcher uses it to collect information from the target group of a study. 

One of the most notable advantages of using the questionnaire tool for data collection 

is that: it saves the researcher a lot of time and work and helps to efficiently and 

successfully gather data from a big number of people in a short amount of time. 

Additionally, the questionnaire may be created electronically and then sent to the target 

population by email, phone, text message, and other means at a lower cost (Kikoito, 

2014). However, there are some disadvantages of questionnaires that must be 

considered when and wherever they are used (Gillham, 2000; Brown, 2001). 

✓ The accuracy and correctness of responses may vary. 

✓ Email and mail delivery usually has poor return rates. 

✓ Ambiguity and lack of clarity in some questions may lead to incorrect 

and disconnected responses. 

✓ Some queries may lead to misunderstandings. 

✓ The wording of the questions may have an impact on the respondents' 

answers. 

In general, there are different advantages and disadvantages to each ways of 

administering questionnaire. 
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3.5.3 Validity 
The principles of natural and/or qualitative research are based on the idea that 

reliability, usefulness and reliability are factors that the evaluator and many 

stakeholders place on the validity of the study. In qualitative research, reality is 

comprehensive, multifaceted and always changing, according to Miriam (2003, p. 202). 

Therefore, it is the responsibility of the researcher and the subjects of the study to make 

an effort to include validity in the various stages of research, from data collection to 

data analysis and interpretation. Validity focuses primarily on whether our study is 

credible and truthful and assesses what is intended or supposed to be evaluated. 

In this study, the results of the questionnaire will be applied to the validity test, noting 

that the impact of strategic human resource management practices and their importance 

in organizational development and performance will be studied. The validity of the 

measurement and validity increases if the questionnaire leads to a reliable diagnosis 

when analyzing the results and vice versa. 

3.5.4 Reliability 

The reliability of the data and results is one of the key criteria for any research 

procedure. The consistency, dependability, and repeatability of "the results acquired 

from a piece of study" are the key topics of reliability (Nunan, 1999, p. 14). Given the 

data are in numerical form, obtaining comparable outcomes in quantitative research is 

rather simple. However, obtaining the same results using qualitative research methods 

is quite rigorous and challenging. It is as a result of the narrative and subjective nature 

of the data. 

The researcher is also interested in the possibility of bias resulting from the process of 

formulating questions and issues of validity and reliability resulting from the 

questionnaire itself; these are fundamental and widespread issues in scientific research. 

In addition, the researcher believes that the degree of validity places limitations on the 

degree of validity that can be achieved because a scale with a low level of validity 

cannot enhance the degree of validity much, while a scale with a high level of validity 

can be expected. More accurate. The matched process is also reliable. 
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3.6 DATA COLLECTION TECHNIQUES: 

Data collection in statistics refers to the process of compiling information from all 

pertinent sources in order to resolve the study problem. Evaluating the result of the 

issue is helpful. One might get to a conclusion about the answer to the pertinent issue 

using the data collecting techniques. 

'Data' is the main source of data collection technologies. Primary data and secondary 

data are the two categories into which data can be divided. Data collection is critical for 

any study or business because it makes it possible to ascertain a number of critical 

aspects, including performance. Therefore, the data collection process is critical for all 

flows. The two types of data collection methods are separated according to the type of 

data collected: 

3.6.1 Primary sources 

A type of information known as primary data or raw data is gleaned from a first-hand 

source through trials, surveys, or observations. The main data collecting techniques are 

further divided into two categories (Jus, 2022). Those are 

✓ Quantitative Collecting Data Techniques 

✓ Qualitative Collecting Data Techniques 

Advantage:  

• The data is constantly updated and relevant to the research objectives. 

• It gives the researcher new, accurate and useful data that is relevant to 

his research problem. 

• During data collection, it helps the researcher learn new facts and 

knowledge. 

Disadvantage: 

• Expensive and time-consuming to gather 

• Sometimes it's necessary to communicate with clients directly. 
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3.6.2 Secondary sources 

Secondary data is information collected from sources other than the original user. It 

indicates that someone has previously analyzed the information and that it is already 

available. Secondary data displays general or current information that the researcher 

(original user) collects and organizes from others. Secondary data can also be collected 

through libraries, books, magazines, journals, newspapers, websites, government 

publications, research reports, and other Internet sources. 

• The advantages include: their cost is minimal, quick to assemble. 

• The disadvantage include: generating new thoughts and understanding: 

Reanalyzing previous data and producing new degrees of insight on 

particular subjects become simpler. 

 

3.7 DATA ANALYSIS TECHNIQUES: 

According to Calzon (2021), 'The process or stage of analyzing the data collected, 

organized and transformed into models to produce useful information to be used later 

in answering research questions. As stated by the researcher, the data analysis technique 

is illustrated through tables and graphs that show the number of respondents to research 

questions (Njambi, 2014). This technique is also very important for the researcher 

because he will be able to clarify the relationships between all human resource 

management practices, organizational development and performance. 

Depending on the questions asked, the type of data whether quantitative or qualitative, 

and the volume of data collected, there are a number of methods used in data analysis. 

Each focus on taking new data, analyzing it, and turning it into facts or figures that 

serve as appropriate criteria for decision-making. Descriptive analysis, logical analysis, 

statistical analysis, exploratory analysis and many other forms can be divided (William, 

2020). 

The following types of data analysis will be relied upon: 

• Descriptive data analysis  

• Statistical data analysis 

Statistical analysis of data depends on several programs to analyze and process 

data,such as: 
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• Excel  

• SAS  

• STATA  

• Python  

• SPSS 

The researcher chose the Excel tool to analyze data because of its most important 

features: The data analysis tool is multi-use, the data is processed and exported, and the 

graphs that explain the entered data are exported. 

3.8 LEGAL AND ETHICAL CONSIDERATIONS AND SOCIAL 

CONSIDERATION 

With reference to all ethical, social and legal considerations, they apply to all 

researchers and include all scientific and practical fields, also have greater importance 

in psychological sciences and behaviors because they are in direct contact with the 

samples taken to conduct this study. The researcher in this field must take into account 

a number of issues: ethical, social and legal because these issues may arise during the 

search for information and during the analysis of data. 

3.8.1 Legal 

Legal considerations refer to the regulations, rules and administrative policies of any 

scientific research, as they are issued by regulatory bodies and bind all their subsidiaries 

during work, determining ethical responsibilities and duties.  

Therefore, the researcher must abide by and obtain an approval form from the 

educational institution to which he belongs before starting the research and collecting 

data, and the researcher must also avoid social and ethical issues that may arise through 

conducting the research because they are issues related to privacy and complete 

confidentiality. 

3.8.2 Ethical 

Ethical considerations can be defined as the set of values and ethical principles of 

individuals related to the direction of the designs and practices covered by the research.  

According to any research, credibility, fairness and objectivity must be taken into 

account and adhered to. Ethical issues may include research in order to protect the rights 

and truthfulness of research participants and to maintain scientific integrity. 
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3.8.3 Social Consideration 

Each researcher is required to obtain the permission of the participants in order to give 

the respondents their information, the researcher must work honestly and transparently 

throughout the study process. However, getting them can be difficult, if not impossible. 

Other times, it may make the search completely useless. 

 

3.9 SUMMARY 

At the end of this chapter, which is included a discussion of the research methodology, 

included the following points: research design and technique of collecting data from 

primary sources such as the questionnaire, and secondary sources such as previous 

research and analyzing them using Excel, in addition to determining the sample size 

(20) of the study population. This chapter also included the identification of the research 

tool, which is the questionnaire, and the presentation of a discussion on the most 

prominent issues affecting the conduct of the research. The next chapter is the fourth 

chapter, called Data Analysis, in which the data that the researcher will collect after 

receiving the responses to the questionnaire will be analyzed. 
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CHAPTER 4: DATA ANALYSIS 

4.1 INTRODUCTION 

In this chapter, the data collected from the respondents will be analyzed through the 

poll that was shared with them by publishing the questionnaire link. The questionnaire 

targeted the employees working in the Madayn Academy and showed the extent of their 

interaction significantly. As the percentage of respondents reached about 85 %, because 

the questionnaire targeted 38 employees and answered 37 employees. In this chapter, 

the data will be analyzed after it: the charts and tables to display numerical data in 

addition to analyzing the qualitative data that the researcher reached an objective 

analysis and the quantitative data analysis is a statistical analysis to achieve the 

following research objectives 

1. To examine strategic human resource management practices and their 

impacts on organizational development and performance in Madayn 

Academy. 

2. To evaluate the relationships between strategic human resource 

management practices, organizational development, and performance in 

Madayn Academy. 

3. To analyze the factors affecting strategic human resource management 

practices. 

4. To provide a framework for effective implementation of strategic human 

resource management practices. 
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4.2 ANALYSIS OF THE QUESTIONNAIRE DATA 

4.2. 1 Gender 

 

 

 

 

 

 

The above pie chart illustrates the gender of respondent who have answered the online 

questionnaire at Madayn Academy. Figure 4.1 illustrates, that 17 out of 37 with 

percentage of 46% of the respondent are male, and 20 out of 37 with percentage of 54 

%.  Therefore, the researcher noted that the rate of females exceeds the rate of males of 

the study sample. 

 

 

 

 

 Gender Frequency of responses percentage 

1 Male 17 46% 

2 Female 20 54% 

Table 4.1 - Gender 

Category 
No. 

Figure 4.1 - Gender 
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4.2.2 Age 

 

 Age Frequency of responses Percentage 

1 Less than 25 13 30% 

2 26-35 15 65% 

3 36-45 8 4% 

4 46-55 1 1% 

5 55 and above 0 0% 

Table 4.2 – Age 

 

After collecting the data, the sample was selected from different age stages. The above 

Table and chart show that the highest percentage was 65% of respondents between the 

ages of 26 and 35 years. 30% of 13 people under the age of 25, 8 respondents aged 36-

45, or 4%, and the lowest percentage of respondents were aged 46-55%. 

  

Category 
No. 

Figure 4.2 - Age 
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4.2.3 Academic Qualifications 

 

 

 

 

 

 

 

 

According the Horizontal bar chart in Figure 4.3, 18% of the employees of Madayn 

Academy who obtained a diploma degree reached 7, and 56% of the employees 

obtained a bachelor's degree, i.e. about 21 employees. Also, 9 of the employees of 

Madayn Academy have a master's degree with a percentage of 26%. 

  

 Qualifications Frequency of responses Percentage 

1 Diploma 7 18% 

2 Bachelor’s 21 56% 

3 Masters 9 26% 

Table4.3 - Academic Qualifications of respondent 

Figure 4.3 - Academic Qualifications of respondent 

No. 
Category 
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4.2.4 Total years of experience 

 

 

 

One of the demographic questions of the questionnaire is to determine the years of 

experience of the respondents to ensure the accuracy and reliability of the responses 

related to the study. According to Table 4.5, 62% of the respondents who participated 

in this study, equivalent to 23 people out of the total number of respondents, had worked 

for less than 5 years. 30% of the respondents, 11 people, worked at Madayn Academy 

for a period of 6 to 10 years. While the percentage of respondents who worked between 

11 to 16 years was 8%, numbered 3 people out of the total number of respondents. The 

researcher noted that the more years of experience (years of work), the more accurate 

the information, because the employee is fully aware of the field of currency. And 62% 

 Years of experience Frequency of responses Percentage 

1 Less than 5 23 62% 

2 6-10 11 30% 

3 11-16 3 8% 

Table 4.4 - Total of years of experience 

No. 
Category 

Figure 4.4 - total years of experiences 
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is a good percentage for those who have experience and can be relied upon to provide 

reliable information. 

Which of the strategic human resource management practices have an impact 

more on organizational development and performance? 

 

 

 

 

 

 

 

 

The following Stanched bar chart shows that 49% of the respondents, which represents 

a percentage of those who answered that training and development are human resources 

management practices for organizational development and performance, where their 

number reached 18 compared to the lowest percentage of those who chose to evaluate 

performance, and the number of respondents was about 6.  35% responded to 

recruitment as a means of HRM practices for organizational development and 

performance.  

Therefore, according to the respondents' answers, training and development are one of 

the most important human resource management practices for organizational 

development and performance. Some researchers have discovered that employee 

 Options Frequency of responses Percentage 

1 Training & development 18 49% 

2 Recruitment 13 35% 

3 performance appraisal 6 16% 

Table 4.5 - SHRM practices 

No. 
Category 

Figure 4.5 - SHRM practices 
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training has an attractive impact on organizational development and performance, as 

Prabhu et al. (2019) conclude that a significant impact on the execution of an activity" 

or improvement in performance (Cooke et al. 2020; and Wood & Bischoff, 2020)." 

Some of these effects might be improvements in total employee productivity, where 

employers and employees are able to put out their best efforts by learning from one 

another and helping one another out. 

The company focuses on strategic HRM practices that contribute to 

organizational development 

 

 

 

 

 

 

 

The line chart shows the responses of employees and most of the answers show whether 

Madayn Academy focuses on human resource management practices for organizational 

development and the degree of their approval. About 35%, or about 13 strongly agreed 

with the previous statement, the response rate that strategic human resources practices 

are important in organizational development with all approval rates of 54%, i.e. 20 of 

employee responses out of a total of 37., and some responses indicate that there is an 

objection to the statement (11%, i.e. 4 of the responses).  

 Options Frequency of responses Percentage 

1 Strongly agree 13 35% 

2 Agree 20 54% 

3 Strongly Disagree 0 0% 

4 Disagree 4 11% 

Table 4.6 - HRM Development 

No. 
Category 

Figure 4.6 - HRM Development 
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There was no employee who strongly disagreed with this statement which indicates that 

HR management practices affect organizational development from the employees' point 

of view. Therefore, the researcher summarized through the reactions of all employees 

that strategic human resource management practices are important in organizational 

development, and indicates that it is the most important percentage of all employees 

who practice those practices, as it is the highest percentage among all responses which 

is 54%. These findings are in alignment with Chopra’s, (2022) claim that the 

organization's top performance is a direct outcome of Strategic HRM practices. 

The impact of SHRM on organization performance 

 

The line chart shows the impact of SHRM on the performance of the organization, with 

the highest 60% of those who chose 'high impact'. The proportion of those who chose 

'low impact' is 27%, about 10 of the participants. The percentage of those who chose 

'no effect' was about 11%. This is in line with Green (2006) who also concluded that 

SHRM has a direct and negative impact on employee satisfaction, organizational 

commitment, and individual performance. 

Table 4.7 - SHRM Performance 

 Options Frequency of responses Percentage 

1 High impact 23 60% 

2 Low impact 10 27% 

3 No Impact 4 11% 

Figure 4.7 - SHRM Performance 

No. 
Category 
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The company translates Human Resource Management Practices Into 

Sustainable Organizational Performance 

 

 

Referring to the findings in Table& figure 4.8, 49% indicated that they agreed that the 

company translates Human Resource Management Practices into Sustainable 

Organizational Performance, while 32% strongly agreed. On the other hand, about 8% 

disagreed that the company translates strategies into implementable programs.  From 

these results, it can be concluded that by activating human resource management 

strategies such as training and development, recruitment, and performance evaluation 

as implementable programs that may contribute to achieving organizational 

development and performance. According to Anjum A. (2018), some researchers who 

take a universalistic stance have stated that HRM practices as a whole optimize 

Sustainable Organizational Performance. 

 Options Frequency of responses Percentage 

1 Strongly agree 12 32% 

2 Agree 18 49% 

3 Strongly 

Disagree 

1 3% 

4 Disagree 2 8% 

Table 4.8 - SUSTAINABLE ORGANIZATIONAL PERFORMANCE 

No. 
Category 

Figure 4.8 - SUSTAINABLE ORGANIZATIONAL PERFORMANCE 
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The relationships between strategic human resource management practices, 

organizational development, and performance 

 

 

 

 

 

The figure shows that 85% of employees who work at Madayn Academy agree that 

human resource management practices contribute to increasing the impact on 

organizational development and performance and answered 'yes' (32 despondences). 

On the other hand, 15%, 32 of respondents who do not support this and answered 'No', 

so the use of human resource management practices has a role in increasing the impact 

on organizational development and performance, according to the responses reached 

by the researcher. 

Kadhim (2017) also appoints out that SHRM practices (recruitment and selection, 

training and development and performance appraisal) are directly linked with 

organizational performance. 

 

 Options Frequency of responses Percentage 

1 Yes 85 49% 

2 No 15 32% 

Table 4.8 - The relationships between SHRM practices, organizational development, and performance 

No. 
Category 

Figure 4.8 - The relationships between SHRM practices, organizational 

development, and performance 
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There is a positive and effective relationship between human resource 

management practices, organizational development and performance. 

 

 

 

As for the results of this question, most respondents agree. 24% agreed, 59% strongly 

agreed, 8% opposed, and 8% strongly disagreed. From this pie chart it can be concluded 

that there is a clear positive relationship between the practices of human resource 

management, organizational development and performance. Kadhim (2017) proposed 

that Strategic recruitment and performance appraisal, training as strategic management 

of human resources, are among the activities that critically affect the performance of 

the organization. 

 

 

 Options Frequency of responses Percentage 

1 Strongly agree 22 59% 

2 Agree 9 24% 

3 Strongly Disagree 3 8% 

4 Disagree 3 8% 

Table 4.9 - a positive and effective relationship between human resource management 

practices, organizational development and performance 

Figure 4.9 - a positive and effective relationship between human resource 

management practices, organizational development and performance 

No. 
Category 
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The company evaluates the level of organizational development by achieving the 

following human resource management strategy: 

 

  

 

The following bar chart shows that the company is assessing the level of organizational 

development by achieving the following HR strategy.  The highest percentage of 

training and development was about 38%, the researcher noted that the percentages are 

close, which indicates that all the mentioned practices reflect positively on the 

employees of Madayn Academy. Recruitment and selection amounted to about 30%, 

and performance appraisal to about 32%. (Mohammad et al., 2018) has approved that 

training was of high concern by managers to reach excellence, followed by performance 

appraisal, and the least evaluation was for recruitment and selection. 

 Options Frequency of responses Percentage 

1 Training and Development 14 38% 

2 Recruitment and selection 11 30% 

3 Performance appraisal 12 32% 

Table 4.11 - The level of organizational development by achieving the different of SHRM Practices 

No. 
Category 

Figure 4.11 - The level of organizational development by achieving the different of SHRM 

Practices 
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The tasks and responsibilities of every employee is clearly specified and distinct 

as well as to whom to report. 

  

 

The bar chart above shows the employee responses indicating their perceptions on the 

clarity of the tasks and responsibilities assigned to them. The percentage of responses 

from employees who agreed that all tasks and responsibilities of each employee are 

distinctly clear is 32%. The percentage of responses that were strongly approved was 

estimated at 27%, those who disagreed and had difficulties understanding their tasks 

and responsibilities at 22%, and those who strongly rejected were estimated at 19%. 

Thus, it is clear from all the responses of the employees that they did not face challenges 

in understanding their responsibilities of the company and this is evidence of the 

company's keenness to clarify all tasks related to the employee. Moreover, Ali and Ngui 

(2019) approve the HR managers need to gain a deeper understanding of SHRM in 

 Options Frequency of responses Percentage 

1 Strongly agree 10 27% 

2 Agree 12 32% 

3 Strongly Disagree 7 19% 

4 Disagree 8 22% 

Table 4.12 - The tasks and responsibilities of every employee 

No. 
Category 

Figure 4.12 - The tasks and responsibilities of every employee 
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order to be active partners in the development and implementation of company policies 

to help that employee clearly understand tasks and responsibilities. 

What is the most factors affecting strategic human resource management 

practices  

  

 

Figure 4.13 - The most factors affecting strategic human resource management practices 

The above graph shows that the most influential factor in strategic HRM practices is 

the workforce availability and quality, about 41% of respondents. While the political, 

social, cultural and economic environment was about 30%, advances in technology and 

communications were about 22%, while the lowest rate was 8% which is the employee 

 Options Frequency of responses Percentage 

1 Advance in technology and 

communication 

8 22% 

2 Workforce Availability and 

quality 

15 41% 

3 The political, social, culture and 

economic Environment 

11 30% 

4 Employee retention polices 3 8% 

Table 4.13 - The most factors affecting strategic human resource management 

practices 

No. 
Category 

8

15

11

3

22%

41%

30%

8%

05101520

Advance in technology and…

Workforce Availability and quality

The political, social, culture and…

Employee retention polices

Persentage Frequence of responses
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retention policy. Jackson (2008) believed that workforce availability and quality, which 

result in high performance work systems, which is the most important. 

Implementation of HR technology is one of the biggest factors affecting strategic 

human resource management practices in an organization. Because: 

 

From the Table, it can be found why Madayn Academy is mostly influenced by strategic 

HRM practices, with 57% of respondents choosing to enhance HR productivity and 

efficiency. The other choice is 'more effective employee management' at around 43%. 

Chenevert and Tremblay (2009) classified that only when these factors coincide: 

advances in technology and communications, availability and quality of workforce, 

strategic HRM policy and practices will produce a significant and positive impact on 

organizational performance. 

strategic HRM practices is designed to help the HR department take the right 

steps towards successful Human Resource Management. 

 

 

 

 Options Frequency of responses Percentage 

1 Advance in technology and 

communication 

16 43% 

2 Workforce Availability and quality 21 57% 

Table 4.15 - HR Technology is one of the biggest factors affecting SHRM practices 

 Options Frequency of responses Percentage 

1 Yes 24 57% 

2 No 13 43% 

Table 4.16 - SHRM practices are designed to help the HR department 

No. 
Category 

No. 
Category 
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 Referring to the findings in the bar chart above, 57% indicated that they agree with this 

statement 'Strategic HRM practices are designed to help HR management take the right 

steps towards successful HRM'. 24 replies. On the other hand, the number of 

respondents who answered 'no' reached 13 (43%). According to Emeritus (2022), the 

SHRM practices find ways for the HR staff to directly and positively contribute to the 

company's overall growth. 

  

Figure 4.16 - SHRM practices are designed to help the HR department 
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The organization having to compromise with resources that are not the best fit for 

the positions. 

Table 4.16.  

The organization having to compromise with resources that are not the best fit for the 

positions. 

. 

The graph shows that the employees' responses were reached for the extent to which 

they agreed with the statement, so the percentage of employees' responses who agreed 

was 78%, the percentage of responses that strongly agreed was estimated at 11%, those 

who disagreed at 3%, and the percentage and responses of employees who strongly 

disagreed was estimated by 8%.So it is evident from all employee responses that the 

Table 4.17 - The organization having to compromise with resources that are not the best fit 

for the positions. 

 Options Frequency of responses Percentage 

1 Strongly agree 4 11% 

2 Agree 29 78% 

3 Strongly Disagree 3 8% 

4 Disagree 1 3% 

No. 
Category 

Figure 4.17 - The organization having to compromise with resources that are not 

the best fit for the positions. 
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company is keen on retaining and training all its employees to show excellent skills and 

not compromising any employee they own at 78%. Fields et al., (2010) There are often 

compromises, and in some cases, the choice of candidate determines the type of role 

they will perform, so to compromise resources that are not best suited for positions will 

benefit saving time and money for employee training as well as benefit organizational 

development and performance by choosing the right person in the right place 

Company provides clear career path information to employee 

 

According to the graph, the responses of employees who gave their opinion on the 

subject were reached, so the percentage of employees who agreed that the company 

gives clear information about the career path was 62%; the percentage of responses that 

were strongly approved was estimated at 27%; those who did not agree that the 

company did not provide sufficient information and explain it to the employee at 8%; 

and those who strongly rejected it was estimated at 3%.  

 Options Frequency of responses Percentage 

1 Strongly agree 10 27% 

2 Agree 23 62% 

3 Strongly Disagree 1 3% 

4 Disagree 3 8% 

Table 4.18 - Company provides clear career path information to employee 

No. 
Category 

Figure 4.18 - Company provides clear career path information to 

employee 
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Thus, it is clear from all the employees' responses that Madayn Academy played its role 

and gave sufficient attention in clarifying the employee's career path in terms of 

concept, importance and subsequent information that helped the employee understand 

the career path, as it represents 62%. Susan (2022) state that One SHRM practice that 

provides an opportunity for a clear career path is the performance appraisal in some 

organization. In organizations with a formal process, career path is seen as having 

institutional support. 

Employee in each job normally go through training programs every years or 

periodically. 

 

 

According to the Table above, the responses of employees who gave their opinion on 

this topic were reached, so the percentage of responses of employees who agreed that 

employees are undergoing training courses that help them develop their skills more is 

81% (30 of respondents), the percentage of responses that were strongly approved was 

estimated at 14% (5 of the respondents), and the percentage of employees who did not 

agree that the company did not provide training opportunities was estimated at 5%.  

 

 

 

 

 

 Options Frequency of responses Percentage 

1 Strongly agree 5 14% 

2 Agree 30 81% 

3 Strongly Disagree 0 0% 

4 Disagree 2 5% 

Table 4.19 - Employee in each job normally go through training programs 

No. 
Category 
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Thus, it is clear from all responses that the company provides training programs for 

employees periodically, and this is evidence of Madayn Academy's keenness on the 

importance of employee enrollment in various training courses in the career field, due 

to what these courses contribute to developing experiences and providing those enrolled 

with new skills that keep pace with the developments of the times, as it represents 81%. 

Maryville (2023), claim that employee training and development programs are essential 

to business success worldwide. Employees who participate in training programs tend 

to feel a stronger sense of belonging, training aims to allow employees to acquire new 

skills and information. 

Various strategic human resource management practices such as performance 

appraisal can be used in the work environment to increase employee performance. 

 

 

 

 

According to the table shown above, the table shows that 85% of employees who work 

in the company agree that performance appraisal contributes to increasing employee 

performance, with 32 respondents answering 'yes'. On the other hand, 15%, of 

respondents did not support this and answered 'no', So performance appraisal has a role 

 Options Frequency of responses Percentage 

1 Yes 22 49% 

2 No 15 32% 

Table 4.20 - Performance appraisal can be used in the work environment to increase employee 

performance 

No. 
Category 

Figure 4.21 - Performance appraisal can be used in the work environment to 

increase employee performance 
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in increasing employee performance and influencing organizational development and 

performance according to the researcher's findings. Leisink and Knies (2017) found that 

evaluations may help managers refine, validate, and develop an objective basis for 

employee decisions. It can also be used to strengthen and improve employee 

performance. 
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CHAPTER 5: SUMMARY OF FINDINGS, CONCLUSION 

AND RECOMMENDATIONS 

5.1 INTRODUCTION 

The last chapter of the research will provide a summary of the main findings reached by the 

researcher through the results of the analysis of the data collected from the responses of the 

respondents to the questionnaire in the fourth chapter and the information collected based on 

the research questions in the second chapter. In addition, this chapter provides a summary of 

all the important points that are based on the objectives and questions of the research in the 

conclusion. This chapter provides general recommendations that benefit Madalyn Academy to 

avoid problems related to organizational development and performance. It also provides a 

discussion of the most prominent constraints and challenges faced by the researcher to complete 

this research. 

5.2 SUMMARY OF FINDINGS 

5.2.1 To examine strategic human resource management practices 

and their impacts on organizational development and performance in 

Madayn Academy. 

The study’s main findings based on the analysis of the questionnaire responses are that 

the practices affecting strategic human resources management practices can be ranked 

in significance as follows: recruitment and selection in the first place, then training and 

development, and then performance evaluation, which were classified according to 

their impact on: organizational development and performance. 

 

5.2.2 To evaluate the relationships between strategic human resource 

management practices, organizational development, and 

performance in Madayn Academy. 

 

The results revealed through quantitative statistics that respondents agreed that training, 

development, recruitment, selection and performance evaluation contributed to organizational 

development and performance by 82%. The results also revealed that respondents agree that 

strategic human resource management practices and their importance in organizational 

development and performance are 17%. 
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The statistical analysis of the relationship between all human resource management practices, 

organizational development and performance also found that there is a strong positive 

correlation. 

5.2.3 To analyze the factors affecting strategic human resource 

management practices. 

The factors affecting the strategic human resources management practices at Madayn 

Academy varied between: advances in technology and communications, 

implementation of human resources technology, political, social, cultural and economic 

environment, in addition to employee retention policies, as well as training and 

development among the most important factors that affected organizational 

development and performance. 

Based on an analysis of the results of this research, the results determine that each factor 

of strategic human resource management helps to improve performance and 

organizational development.  The results of this research also indicate that training and 

development are key factors that significantly affect the strategic human resource 

management in the organization, as training provides opportunities for employee 

growth. 

5.3 CONCLUSION 

The data collected from the respondents' responses to the questionnaire on strategic 

human resource management practices and their importance in organizational 

development and performance at Madayn Academy indicate that it can help address the 

shortcomings revealed by the researcher in this study. 

Strategic human resources management practices are one of the most important keys 

that lead organizations to success based on the results of this study. This study proved 

that human resources management practices significantly affect performance and 

organizational development. 

Strategic HRM practices are influenced by many factors such as advances in technology 

and communications, implementation of HR technology and others.  From the results 

of this study, it can be concluded that training and development, recruitment, selection 

and performance evaluation are strategic practices that contribute to achieving 

organizational development and performance.  Workers tend to express satisfaction 

with these practices through performance and commitment to their work.  In addition, 

the respondents thought that the productivity and effectiveness of the organization's 

performance can be improved through effective SHRM practices.  This study also 
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showed that there are many ways to provide a framework for the effective 

implementation of strategic human resource management practices. 

5.4 RECOMMENDATION 

Through effective SHRM practices.  This study also showed that there are many ways 

Through the results that were previously presented, some recommendations must be 

made to Madayn Academy because of its importance, including:  

1. It is very important to rethink the location, status and importance of the human 

resources function, it must become a strategic partner in the organization. 

2. The strategic approach and its practice must be effective, modern and 

inseparable from the reality of the strategic institution in order to facilitate its 

human resources to achieve organizational development and performance.  

3. Madayn Academy must also work to acquire human resources in order to 

improve and continue, and this is by providing experiences, skills, values, 

behaviors and knowledge, as it has a role in order to continue. 

4. It is also important to pay attention to the development of the wage and incentive 

system because of its importance to the individual. The incentives must be 

reviewed from time to time tokeep pace with the changes; not all 5. incentives 

are appropriate and suitable for that time. Incentives lose value over time and 

may not fit that period of time for the individual. 

5. Showing thanks and gratitude to the distinguished and hardworking at work 

creates a spirit of competition and dedication to the completion of work and 

enhances confidence and pride, so the employee feels his importance at work. 

6. Fairness in workers' wages and fair job titles must be ensured so that employees 

feel psychologically comfortable and more loyal to their work. If justice 

disappears, the worker will feel complacent and this is considered his right, in 

addition there will be a kind of revenge because of the lack of justice and 

fairness at work. 

7. Madayn Academy must bring those with skills, expertise and human resources 

that are qualified and specialized in the field of work, especially engineers. 
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5.5 LIMITATIONS 

This study has resulted in some of the limitations, as follows: 

• The necessary regulations imposed by the organization have greatly 

limited research on the subject of precautions that must be taken because 

of their impact on the limited interviews that are necessary to collect the 

necessary data and information. 

• Sample size: The sample size was supposed to be larger so that the 

researcher could generalize the results of the study in the sample used. 

• Scope of study: This study may be of a wide range than it looks like, as 

it may measure the level of implementation of human resource 

management practices and their impact on organizational development 

and performance for many companies. 

• Time constraints: Time was limited to complete this study and may not 

have been enough for the researcher to delve into the study to include a 

number of different aspects. 

5.6 FUTURE RESEARCH 

This study was limited to one organization (Madayn Academy); other future studies can be 

conducted for other institutions in order to verify and confirm the validity of the results of this 

study, so that the results can be generalized to other public institutions. The sample size used 

for this study is very small and enables more comprehensive information. Therefore, the 

research on human resource management practices should focus on a large sample size in order 

to generalize the results. A number of studies can be conducted human resource management 

practices and their impact on organizational development and performance, as training, 

recruitment and performance evaluation are among the most important practices affecting 

organizational development and performance. Another study can be conducted that includes 

service and commercial to study the impact of strategic human resource management practices 

because service and commercial companies depend on employee effort and mastery of work. 
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APPENDIX 2: QUESTIONNAIRE QUESTIONS  
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