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 Abstract 

Human Resources policies are increasingly recognized as drivers that leads the organization enhancing their 
effectiveness. Policies define the organizational values and philosophies conferred to staff and define the obligatory 
roles to be played by the various stakeholders in the employment relationship. Generally, the study aimed to investigate 
the influence of human resources policies on employee performance in Rwanda. This study was based on CIMERWA 
with four specific objectives which were to assess the effects of reward policy on employee’s performance  at 

CIMERWA; to establish the effects of promotion policy on employee’s performance at CIMERWA; to determine the 
influence of training and development policy on employee performance at CIMERWA and to examine effects of the 
recruitment policy on employee performance at CIMERWA. The study used mixed approach and both quantitative 
and qualitative data were used to interrogate the research questions through interviews, questionnaire and documentary 
reviews. Secondary and primary data were also applied. The target population was 140 employees of CIMERWA and 
104 respondents were selected through solvin’s sample formula. Data collection was done by requesting permission 

to the respondents to participate in the survey. Descriptive and inferential statistics were used in data analysis. The 
data of this study was also analyzed by using correlation and regression analysis, and It indicated the high positive 
correlation between HR policies and Employee performance at CIMERWA at r= 0.798*, p-value=0.000<0.05).  
 Since the findings revealed that HR policies influence Employee performance at CIMERWA, The researcher 
recommended that proper reward policy and systems should be designed to address equitable and adequate reward for 
the employees. The promotional policy and opportunities should be in place to maximize employee job satisfaction 

and efficiency at work. The recruitment policy should be fair to attract and retain competent personnel without any 
form of discrimination. The training and development policy should be designed to assess training need and fill the 
gap that can be resulted from lack of certain skills in area that need improvement.  
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INTRODUCTION 

Organizations are increasingly recognizing the capacity of the Human Resources policies and an 

organization are seen as a valuable and it benefits leading its competitors because of its commitment to the 

organization, (Cappelli, 2008). Human Resource Management shows the policies designed to enhance 

organization’s integration, employee commitment, flexibility and quality work.  

This study aimed to investigate the influence of Human resource policies on Employee performance. From 

the onset, the good way to clarify that the policies to be reviewed in upcoming project initiated from the 

human resources directorate or department, the administrative arm within businesses must be in 

formulation, implementation, monitoring and evaluation of organization. Employee performance is 

essential as it leads the institutions to accomplish its goals successfully or not. It’s therefore imperative that 

the human resource policies at any place reflect or have an input towards the expected employee 

performance for organizational success. 

Human resource management policies are one among the different approaches to the employment control 

which wants to reach to the competitive advantage via the strategic deployment with a strong committed 

employee using a union of structural, cultural and personnel techniques (Storey 1995). It is very difficult 

for a formal organization to operate without formal rules of engagement in its endeavor to manage people. 

These rules of engagement are the general guidelines that express the manner in which the management 

envisages to manage employees as well as outline the obligations expected of the employees (Armstrong, 

2006; Itika, 2011). These guidelines include those under strategies and policies of human resources and 

others that may be contained in circulars, office memos, codes of ethics and standing operation orders. 

Policies are implicitly embodied within an organization’s vision and mission statements. Alternatively, they 

can be explicitly established within the human resources strategic plan (Itika, 2011). 

Policies define the organizational values and philosophies conferred to staff and define the obligatory roles 

to be played by the various stakeholders in the employment relationship. In the absence of guiding policies, 

procedural or distributive justice issues can be handled in erratic and in inconsistent manner. Where 

informal policies have grown and become operational, every person is supposed to know, without being 

told and without knowing the origin or that kind of decision will be made in certain circumstances hence 

their establishment can’t be analyzed. According to Armstrong (2006), policies are guides of action and not 

the action but are nevertheless building blocks to the useful of procedures. It can therefore be argued that 

policies have the influence on employee performance an opinion that this study investigated.  

So important is ensuring that an organization remains competitive and that this is a process that begins with 

having in place appropriate human resource policies that countries like china, USA and Kenya have well 

documented research operational human resource policies as discussed below. 
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China as a country has increased globalization in their businesses undertaking China's leaders have 

emphasized the human resource management policies as the key for international competitiveness. It is 

concluded that China's business leaders will not replicate, but adapt foreign human resource management 

policies to the cultural conditions in China, giving them a uniquely Chinese development, (Getahun, Seble, 

Sims B, & Hummer D. 2007). 

United States of America is used to increase companies and employee performance where everyone brings 

his part as contribution to uplifting the benefits and interest of the institutional, (Ivananceich, 2004). Many 

institutions in this country typically have to make revisions and set the human resources policies on a 

regularly for employee performance.  

Kenya emphasizes that human resources policies are the systems of arranged decisions for institutions, to 

help good administrative functions, employee relations, employee performance, as well as resource 

planning (Memon, Panhwar, & Rohra, 2010). It can also be described as a set of rules, values or guiding 

principles that define how institutions address human resources-related matters (Barbeito, 2004).  

Rwanda's human resources policies are recognized guidelines that many institutions and companies set up 

to hire, train, evaluate and reward employees in the workplace to improve their performance. When these 

policies are organized in form that can be easily used, they can help to avoid any misunderstanding between 

both parties on their rights, duties, and responsibilities in the organization which affect its performance.  

It is engaging as a new business owner to focus on the concerns of the business in question and put off 

writing a human resources policy.  

All business analysts and employment lawyers will advise a new institution or company to write a policy 

on paper, even if it is a simple policy developed from different ideas from employees.  

It is important to write policies so that everyone can understand that the relevant policies are applied 

consistently and equitably in all institutions. When questions about the rights, duties and policies of the 

company are taken to court, it is common practice to assume that the company's human resources policies 

are weak, whether verbal or written, are part of an employment contract between the employee and the 

institution. Every business has different situations, so a different strategy is developed. Policies should 

reflect good practice, be documented, communicated throughout the organization and regularly reviewed 

and revised to reflect changes (Kwenin, Muathe, & Nzulwa, 2013).  

Rwanda as a country which the study took place, investigated the influence of human resources policies on 

employee performance.  
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Statement of the problem 

HR policies are an important tool in all institutions and from an organizational perception and they cannot 

exist without human resource policies. What is in contention is the practice in many organizations that has 

been to borrow existing HR policies from other successful organizations and to assume that they will have 

the same results. The HR policies should be customized to institutional need if they have to be effective. 

(Purcell and Kinnie, 2007). 

Also many organizations has practice in place which is not backed by the organization’s HR policy. In case 

of disagreement between employer and employee, it has brought many challenges as the HR policy were 

silent on those arisen matters. 

It can be inferred from many studies that it is important for organizations to have human resource 

management policies to guide both employees and the organization on how to perform to enhance 

effectiveness, Drucker, (2012). The majority of the studies found originated from human resource 

management journals, It is clear that all studies reviewed originated internationally which indicates that 

there is a gap in research from Rwandan perspective. Within the Rwandan literature, very little reference 

has been made to Human Resources policies. The only studies that related to the topic were found in public 

sector.  

It was observed that the performance of employee have been high at the beginning of employment but later 

tends decrease all together. Which begs the question, which variables affect performance? Can these 

performance variables be enhanced if HR policies are in place?  

Objectives of the study 

The study had the general objective of investigating the influence of human resources policies on employee 

performance in Rwanda with particular reference to CIMERWA. The specific objectives were: 

i. To assess the effects of reward policy on employee’s performance at CIMERWA; 

ii. To establish the effects of promotion policy on employee’s performance at CIMERWA; 

iii. To determine the influence of training and development policy on employee performance at 

CIMERWA; 

iv. To examine effects of the recruitment policy on employee performance at CIMERWA; 
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LITERATURE REVIEW 

To (Torrington et al,2008), Human resources policies are guidelines for the approach that organization 

plans to take to manage its employees. They define the organization's philosophies and values on how 

people are to be treated. From this flow the principles and values upon which managers are anticipated to 

act for approaching HR matters. Human resources policies are distinguished from procedures or practices 

in that a policy provides guidance in general on the approach taken by the organization and its employees, 

with respect to different features of employment, (Armstrong, 2006).  

Koornhof and Du Plessis (2010) took an approach to assessing the usefulness of the Human Resources 

Policies on the employee performance.  

Additionally, Different studies have been conducted on HR policies such as recruitment policy and its 

influence on performance of the employees in organizations. Zheng and Hong (2006) and Croucher (2008) 

call attention to that there is a positive and important relation between recruitment policy and performance 

of individuals in an institution. Sang (2005) also learned a positive relation and association between both 

reward strategy and organizational performance. 

Qaiser Abbas and Sara Yaqoob, 2010 highlighted that the performance of the employee is significant factor 

and building block that boost the whole performance of the organization through engaging appropriate 

training and development policies. 

Cooper and al, (2003) accepted that luck of good HR policies remains to hampering worker’s performance 

which also affects institutional performance and affect achievement of objectives;  

In evaluating organizational and employee performance, it is important to review the existing HR policies 

as they have a direct relationship with performance, Moyes and Hasan (2014). 

Similar study in manufacturing industry was conducted by Majumder (2012) to get an insight for the current 

Human resources polices and their influence on employee’s performance in private. Whole findings were 

that HR policies affect the performance.  

Different authors described some of HR policies and related it on employee performance as the following: 

Boswell, (2005) defined Recruitment Policy as the HR policy aimed of attracting, selecting and hiring 

competent employees to bring their efforts toward organizational performance,  

Organization to be competitive, the recruitment policy should be concise so that to have the best talent from 

a pool of candidates. Having a robust recruitment policy is the first demand of an efficient hiring process,  

Iftikhar Ahmad, (2011). 
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Guest,2007 defined Promotion policy as the upward movement of employees within the organization for a 

new or higher job role, tasks and responsibilities, Guest, (2007). 

Prasad,2012 engaged Promotion policy as  the important key of today’s motivation programs to many 

institutions and these bind the success factor with the employee’s performance.  

(Beardwell and Holden, 2014) elaborated that Reward policy is the policy designed to reward employees 

in a fair and consistent manner in relation with the value of these people to the organization, 

Afaq, Anwar Khan,(2012 ) defined training and development policy as a set of guidelines, guidance and 

requirements reflecting the organization’s culture and values, and is based on a set of principles to which 

the organization follows in its overall management and development of the workforce.  

The influence of human resources policies on employee and performance have ignited three perspectives. 

The universalistic perspective (Boxall and Purcell, 2003) projects a bundle of high performance “best 

practices‟ to be adopted by organizations to yield organizational performance.  

The significant of many strategies to the businesses and HRM strategy are independent of each other in 

determining organizational performance through employee performance (Katou and Budwar, 2007). The 

contingency perspective proposes that the effectiveness is achieved through created HR policies as 

consistent within companies. Rather than adopting best practices, there should be a fitness between Human 

Resources management strategies and business strategies. (Schuler and Jackson, 1987; Dany et al, 2008) 

This is also described as vertical fit‟. Purcell and Boxall (2003) discuss that both perspectives; best practice, 

best policies and best fit might be right in each in their own way. The third which takes the contingency 

perspective a step further is the configurationally perspective (Ulrich and Brockbank, 2005).  

Reward policy is there to make employees work towards achieving strategic goals through enhancing their 

productivity and performance within institutions. Reward policy is not only concerned with pay and 

employee benefits. It is also interested in non-monetary rewards like recognition, training and increasing 

professional responsibility, (Wilson,2015).  

the study conducted by Ajila and Abiola, 2014 to found out the effect of rewards policy on employee’s 

performance in different institution. 

Chruden & Sherman (2000) view promotion as the means to ensure effective utilization of skills, knowledge 

and abilities those individuals have been able to develop. Promotion creates a feeling of satisfaction with 

the present situation and conditions and encourages ambition to continue working with the company. When 

carefully planned and implemented, it enhances workers morale, increase organizational efficiency and 

provide opportunity for loyal employees. Promotion of employees has a number of benefits for both 

employees and organization. 

GSJ: Volume 9, Issue 9, September 2021 
ISSN 2320-9186 2028

GSJ© 2021 
www.globalscientificjournal.com



  
  

  

Recently training policy become the best aspect in the different institutions in the world. Training is 

significant to increase the capabilities of employees. The employees who got on job training have more 

skills to perform the job (Fakhar Ul Afaq, Anwar Khan, 2012 ). Return on Investment is also influenced by 

(Richard chang associates, INC.). To improve both employee performance and organizational, training need 

should be assessed and be provided to the employees.  

Training & development policy increase the employee performance like the researcher said in his research 

that training & development is a significant activity to increase the performance of health sector 

organization (Iftikhar Ahmad and Siraj-ud-din, 2011).  

Employee performance is influenced by different factors such as knowledge, job satisfaction and 

management however, there is association between training and performance (Chris Amisano,2010).  

Recruitment policy as key human resource management role is among activities that influence critically on 

the performance of employees and organization particularly. While it is understood and accepted that poor 

recruitment decisions continue to affect employee performance which in turn affects organizationa l 

performance and limits goal achievement, it is taking a long time for private agencies to identify and 

implement new, effective hiring strategies. Acquiring and retaining high-quality talent is critical to 

organization's success. In the recent past, due to different causes that lead to separations between employees 

and their institutions including dismissal, retirements and others, organizations are facing with the problem 

of recruiting best talent to fill the position that became vacant. 
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METHODOLOGY 

Research design  
The researcher employed descriptive and analytical research design. 

Target population  

The target population of this study were 140 employees of CIMEWA for time scope of 2017 – 

2019 and 104 respondents were selected through solvin’s sample formula which is:  

n=   N              

     1+N (e) 2 

Where,N= Total population of the study, and e= Probability of error (0.01). By using Solvin’s 

formula, sample size will be 104 participants 

 

Sources of data  
This study used primary and secondary sources of data collected from the employees using questionnaire, 

interview and documentary review. 

 

Data analysis  
Quantitative data was analyzed using descriptive statistics in form of percentages, frequencies, standard 

deviations and means. Multiple linear regression model and Pearson correlation analyses were also used to 

analyze data. The Social Package for Statistical Science (SPSS) software version 20 aided in data analysis.  

Regression Model 

Y = β0+β1x1+β2x2+β3x3 + β4x4+e 

Where the variables are defined as:  

Y = Employee performance 

X1= Reward policy 

X2 = promotion policy,  

 X3= training and development policy 

X4=Recruitment policy 
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DATA ANALYSIS, PRESENTATION AND INTERPRETATION 

 

Response rate  
There were a total of 104 questionnaires distributed to the targeted respondents and all were filled and 

returned. This means that the questionnaire response rate was 100%. 

Table 4. 1: Response rate 

Questioners           Frequency                               Percentage 

Administered                   104                                 100 

Returned unfilled                                               0                                    0 

Total                     104                                   100 

Source: Primary data, 2021 

The effects of reward policy on employee’s performance at CIMERWA 

Statements SA A D SD Total 

F % F % F % F % F % 

Employees are rewarded on the basis 
of merit they get motivate to work 

hard and that reward help to perform 

well 

60 57.6 44 42.3 - - - - 104 100 

Reward policy at CIMERWA is 

planned in form of scales, whereby 
employees are rewarded based on 
their qualifications 

- - 57 54.8 47 45.1 - - 104 100 

Employees of CIMERWA are 

rewarded based on work experience 
and particular contributions towards 
performance of organizations 

30 28.8 74 71.1 - - - - 104 100 

Reward policy at CIMERWA brings 

commitment and ownership during 
performing different duties  

 

44 42.3 50 48 10 9.6 - - 104 100 

Source: Primary data, 2021 

Results of the study show that on statement of Employees are rewarded on the basis of merit they get 

motivate to work hard and that reward help to perform, 57.6% confirmed that are strongly agreed while 

42.3% confirmed that agreed with the statement.  

On Reward policy at CIMERWA is planned in form of scales, whereby employees are rewarded based on 

their qualifications, 54.8% agreed while 45.1%disagreed with the statement. 

On statement of Employees of CIMERWA are rewarded based on work experience and particular 

contributions towards performance of organizations whereby employees are rewarded based on work 

experience and particular contributions towards performance of organizations; 28.8% strongly agreed 

while71.1% agreed with the statement; Reward policy at CIMERWA brings commitment and ownership 
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during performing different duties 42.3% strongly agreed with the statement, 48% agreed while 9.6% 

disagreed with the statement. 

 

The effects of promotion policy on employee’s performance at CIMERWA 

Statements SA A D SD Total 

F % F % F % F % F % 

Promotion policy advice to the 

rewarding of employees for their 

last performances and encourages 

them to perform better in future at 

CIMERWA 

40 38.4 50 48 14 13.4 - - 104 100 

Promotion policy at CIMERWA is 
based on qualifications and the 
principle of merit with clear career 

opportunities 

36 34.6 60 57.6 8 7.6 - - 104 100 

Promotion policy at CIMERWA 

facilitate the rewarding of 

employees for meeting the 

institution goals 

30 28.8 74 71.1 - - - - 104 100 

Promotion policy at CIMERWA 

ensures that the institution has 

enough scope for promotion so as to 

foster job satisfaction among 

employees 

44 42.3 50 48 10 9.6 - - 104 100 

Promotion policy facilitates 

employees to attain goals at a higher 

level at CIMERWA 

60 57.6 44 42.3 - - - - 104 100 

Source: Primary data, 2021 

From the findings, on statement of Promotion policy advice to the rewarding of employees for their last 

performances and encourages them to perform better in future at CIMERWA, 38.4% strongly agreed, 48% 

agreed ,while 13.4 % disagreed with the statement. 

On statement of Promotion policy at CIMERWA is based on qualifications and the principle of merit with 

clear career opportunities, 34.6% strongly agreed, 57.6% agreed while 7.6% disagreed with the statement.  

The statement of Promotion policy at CIMERWA facilitate the rewarding of employees for meeting the 

institution goals, 28.8% strongly agreed with it while 71.1% agreed. On Promotion policy at CIMERWA 

ensures that the institution has enough scope for promotion so as to foster job satisfaction among employees,  

42.3% strongly agreed, 48% agreed while 9.6% disagreed with the statement. Finally, on the statement of 

Promotion policy facilitates employees to attain goals at a higher level at CIMERWA, 57.6% strong agreed 

while 42.3% agreed. 
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The influence of training and development policy on employee performance at CIMERWA 

Statements SA A D SD Total 

F % F % F % F % F % 

Training policy at CIMERWA facilitates 

employees to obtain relevant skills 

needed to emphasize their performance 

34 

 

32.6 60 57.6 10 9.6 - - 104 100 

Training policy at CIMERWA promotes 

employees training and enhances their 

chances of meeting their personal and 

institution goals. 

40 38.4 60 57.6 4 3.8 - - 104 100 

Training policy at CIMERWA creates a 

sense of progression and purpose that 

leads to institution commitment 

49 47.1 55 52.8 - - - - 104 100 

Training policy at CIMERWA ensures 

that are given fair and adequate chances 

for training opportunities 

33 31.7 71 68.2 - - - - 104 100 

Identification of training needs is done 

by both employer and employee at 

CIMERWA 

40 38.4 50 48 14 13.4 - - 104 100 

Source: Primary data, 2021 

Results on the study indicated that on statement of Training policy at CIMERWA facilitates employees to 

obtain relevant skills needed to emphasize their performance, 32.6% strongly agreed, 57.6% agreed while 

9.6% disagreed with the statement.  

On statement of Training policy at CIMERWA promotes employees training and enhances their chances 

of meeting their personal and institution goals, 38.4% strongly agreed, 57.6% agreed while 3.8% disagreed 

with the statement. On Training policy at CIMERWA creates a sense of progression and purpose that leads 

to institution commitment, 47.1% strongly agreed while 52.8% agreed with the statement. For statement of 

Training policy at CIMERWA ensures that are given fair and adequate chances for training opportunities, 

31.7% strongly agreed, while 68.2% agreed with the statement. Finally, on the statement of Identification 

of training needs is done by both employer and employee at CIMERWA, 38.4% strongly agreed with the 

statement, 48% agreed while 13.4 % disagreed with the statement. 

 This implies that many respondents recognize the influence of training and development policy on 

employee performance at CIMERWA. Allowing both employer and employee to participate in 

identification of training needs leads to ownership and improvement in organizational and individua l 

performance. 
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The effects of the recruitment policy on employee performance at CIMERWA 

Statements SA A D SD Total 

F % F % F % F % F % 

Recruitment policy at CIMERWA 

brings qualified and competitive 

staff leads high performance of 

institution 

22 21.1 60 57.6 22 21.1 - - 104 100 

Recruitment policy at CIMERWA 

emphasize competition between 

employees of institution 

30 28.8 70 67.3 4 2.8 - - 104 100 

Recruitment policy at CIMERWA 

contribute to the successful of 

institution or efficiency in service 

delivery depends on the quality of 

its workforce 

40 38.4 64 61.5 - - - - 104 100 

Recruitment policy at CIMERWA 

involve getting the best applicant for 

a job 

28 26.9 60 57.6 16 15.3 - - 104 100 

Source: Primary data, 2021 

From the findings above, on the statement of Recruitment policy at CIMERWA brings qualified and 

competitive staff leads high performance of institution, 21.1% strongly agreed, 57.6% agreed while 21.1% 

disagreed with the statement.  On statement of Recruitment policy at CIMERWA emphasize competition 

between employees of institution, 28.8% strongly agreed, 67.3% agreed while 2.8% disagreed with the 

statement.On statement of Recruitment policy at CIMERWA contribute to the successful of institution or 

efficiency in service delivery depends on the quality of its workforce, 38.4%strongly agreed with it while 

61.5% agreed and on statement of Recruitment policy at CIMERWA involve getting the best applicant for 

a job, 26.9% strongly agreed, 57.6% agreed while 15.3% disagreed that recruitment policy at CIMERWA 

involve getting the best applicant for a job. 
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Correlation analysis 

   

HR Policies 

Employee 

performance 

Spearman's rho HR Policies Correlation 

Coefficient 
                     1.000 .798* 

Sig. (2-tailed) . .016* 

N 104 104 

Employee performance Correlation 

Coefficient 
.798* 1.000 

Sig. (2-tailed) .016* . 

N 104 104 

*. Correlation is significant at the 0.05 level (2tailed). 
 

 

 

The spearman correlation was used to determine the degree of association between HR policies and 

Employee performance at CIMERWA. The findings indicated that there is high positive correlation 

between HR policies and Employee performance at CIMERWA at r= 0.798*, p-value=0.000<0.05) and was 

found to be significant at 5% significance level suggesting the existence of high positive relationship 

between HR policies and employee performance at CIMERWA, implying that the more often HR policies 

are designed, the increase in employee performance.  

Regression analysis 

Model Summary 

Model              R R Square Adjusted R Square Std. Error of the Estimate 

1 .586a .343 .281 .21208 

a. Predictors: (Constant), Recruitment policy, Training and development policy, Promotion policy 

and Reward policy. 

The results from the above Table 4.11, the value of adjusted r squared was 0.281(28.1%) an indication that 

there was variation of 28.1% on Employee performance   was due to changes in Recruitment policy, 

Training and development policy, Promotion policy and Reward policy at 95% confidence interval. 

Additionally, this means that factors not studied in this research contributed 71.9% of Employee 

performance. 
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ANOVA  

Model Sum of Squares Df Mean Square F Sig. 

1 Regression .752 3 .251 5.571 .003a 

Residual 1.439 32 .045 
  

Total 2.191 35 
   

a. Predictors: (Constant), Recruitment policy, Training and development policy, Promotion policy and 

Reward policy 

b. Dependent Variable: Employee performance   

As indicated in the table above the F-test value was 5.571 with significance value of 0.03 at 5% level of 

significance. Since the p-value obtained was less than 0.05, the F-test was significant hence the conclusion 

that the regression model was good.  

Table 4. 2: Regression coefficients 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig.        B Std. Error Beta 

1 
(Constant) 
 

1.771* .775            
                .05 

2.286 .029 

Reward policy(X1) .376* .107       .103 3.710 .002 

 
Training and development policy (X2) 

.243* .102       .142 2.383 .023 

 
Promotion policy(X3) 
 

.267* .084          .161 3.169 
 

.003 

 

 
Recruitment policy(X4) 
 

.29* .06           .026 5.95 
 

.009 
 

a. Dependent Variable: Employee Performance of 

CIMERWA 

   

The equation (Y = β0+β1x1+β2x2+β3x3+β4x4) becomes:  

Employee performance   = 1.771+ .376X1 + .243X2 + 0.267X3 +0.29X4 

The regression equation above has established that taking all factors into account (Reward policy, Training 

and development policy, Promotion policy, Recruitment policy constant at zero. Employee performance   

will be 1.771.  
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The results of the study indicate that HR Policies (Reward policy, Training and development policy, 

Promotion policy, Recruitment policy) have positive and significant influence on employee performance 

(β1= 0.376, t= 3.710, p = 0.002<0.05; β2= 0.243, t=2.383, p =0.023<0.05; β3= 0.267, t= 3.169, p = 

0.003<0.05; β4= 0.29, t= 5.95, p = 0.009<0.05), respectively.  

CONCLUSIONS 

The current study was to investigate the influence of Human resources policies on employee performance 

in Rwanda. From the findings of this study, it can be concluded that the influence of HR policies was 

significant which automatically influenced the employee performance thus, HR policies indicated a 

contribution to Employee performance. It is seen from the findings that HR policies are essential drivers to 

employee performance, and they create a comparative advantage for organizations. Therefore it was 

concluded that if the HR policies have to be effective, they should have to be customized to fit 

organizational needs. 

RECOMMENDATIONS 

The researcher recommends that it is important for employers to know the value employees place in their 

reward policy and systems and to formulate strategies that address equitable and adequate reward for their 

employees.  

Furthermore, researcher recommends that Promotion policy should be designed to maximize employee job 

satisfaction and efficiency at work. The training and development policy should be designed to assess 

training need and fill the gap that can be resulted from lack of certain skills and knowledge in area that need 

improvement.  

Lastly, researcher recommends that the recruitment policy should be fair to attract and retain competent 

personnel without any form of discrimination. 

 

 

 

 

 

 

 

 

GSJ: Volume 9, Issue 9, September 2021 
ISSN 2320-9186 2037

GSJ© 2021 
www.globalscientificjournal.com



  
  

  

REFERENCES 

 

Armstrong M., (2006). Handbook of Practice for Human Resource Policy Management, 10th Edition, 

London, p 147 at Kogan  

Ajila C, & Abiola A., (2014). Influence of rewards on employees performance.  

Barbeito.,(2004). Exploring Factors Affecting human resource policies at Work, Journal of 

 Management and Social Sciences, Vol. 8, No. 1, pp. 31-39 Foundation, Indiana 

Beardwell I, & Holden L.,(2014). Human resource management: A Contemporary Perspective; 1997. 

Boxall and Purcell., (2003). Strategic Human Resource Management. (2nd ed.), India:  Cengage. 

 South-Western. 

Croucher. (2008). Impact of Human Resource Management in Organisation Performance. 

 Academy of Management Journal, 39 (4), 779-801.  

Creswell.,(2004). Business Research Methods. New York, NY: McGraw-Hill. 

Chris Amisano.,(2010). Impact of HR Practices on Job Satisfaction 

Drucker and al.,(2012). Linking competitive strategies with human resource management practices”,     

Academy of Management Executive, Vol.1 , No.3, pp. 207-19. 

Fakhar Ul Afaq & Anwar Khan.,( 2012). The Handbook of Human Resource Management Policies and 

Practices in Asia-Pacific Economies 

Guest, (2007). Driving Success: Human Resources and Sustainable Development. World  Business 

 Council for Sustainable Development. 

Getahun, Seble, Sims B, & Hummer D. (2007). Aligning Human Resources and Business 

 Strategy, Edition 2, Butterworth-Heinemann, Oxford, p 344. 

Iftikhar Ahmad.,(2011). The motivation to work, New York: John Wiley & Sons 

Itika, S. J, (2011). Fundamentals of human resource management: Emerging experiences from Africa. 

Ivananceich, John M., (2004). Making CSR Happen: The contribution of people management.  

Kwenin, Muathe, & Nzulwa.,(2013). Impact of reward and recognition on job satisfaction and motivation:  

Katou & Budwar., (2007). Human Resource Policies and Procedures for Non-Profit Organizations,   

Koornhof & Du Plessis., (2010). Learning and Development. 4th Edition, Chartered Institute of 

 Personnel and Development, London, p 99. 

Kinnie.,(2007). HRM practice and employee satisfaction in private sector (banking) in Bangladesh  

GSJ: Volume 9, Issue 9, September 2021 
ISSN 2320-9186 2038

GSJ© 2021 
www.globalscientificjournal.com



  
  

  

Memon, Panhwar, & Rohra.,(2010). The effectiveness of reward systems on innovative  output:An 

Empirical Analysis, Small Business Economics. 1993;261-269. 

Prasad.,( 2012). Reward Management: A handbook of remuneration strategy and practice. Revised 

 5th Edition. Kogan Page Limited. 

Qaiser Abbas.,(2010). One more time, how do you motivate employees New York: John Wiley &  Sons 

Schuler & Jackson., (1987). Managing Human Resource (3rd ed). Prentice Hall, Upper Saddle  River, 

New Jersey. 

Storey, D. (1995). Human Resource Management. London: Routledge 

Siraj-ud-din.,( 2009). Handbook of Research in International Human Resource Management, Edward Elgar 

Publishing Limited, UK, p 68. 

Torrington et al., (2008). Managing Human Resources, Edition 14, Thomson South- Western, USA. 

Ulrich & Brockbank., (2005). Exploring Factors Affecting Employees Job Satisfaction at Work,  Journal 

of Management and Social Sciences, Vol. 8, No. 1, pp. 31-39 Foundation, Indiana 

Wilson B.,(2015). Motivation as systems for the encouraging the workers on place of work. New York: 

 McGraw Hill; 2003.  

Zheng, Z., & Hong, T. (2006). Competitive advantage through people. London: Harvard  Business School 

Press  

 

 

 

 

 

 

 

 

 

 

 

 

GSJ: Volume 9, Issue 9, September 2021 
ISSN 2320-9186 2039

GSJ© 2021 
www.globalscientificjournal.com



  
  

  

CONTACT ADRESS 

 

ABOUT THE AUTHOR: 

Mr. Pacifique IRADUKUNDA  

University of Kigali, Rwanda 

Graduate student 

Tel:+250788401389 

Email:blam.pacifique@gmail.com 

A Human Resources Practitioner and Certified compensation and benefits manager (CCBM) with 5+ years 

of experience in Human resources Industry. As an open minded individual with ability to work in a multi-

cultural environment, I seek to advance and grow a career in the field of Human resources management 

through contribution towards success of institution’s Human resources, which focuses on ensuring sound 

policies to promote efficiency and effectiveness of organization. 

 

ABOUT THE CO-AUTHOR: 

Dr. Cathlynn D’Silva (Phd) 

Senior Lecturer, post graduate studies 

University of Kigali,Rwanda 

Tel:+250783842438 

Email:cathlynndsilva@yahoo.com 

A lover of knowledge creation, she has experience in teaching within Business Schools in the higher 

education sector in the Rwanda and United Kingdom. Her research interests include Intersectionality, 

Diversity and Inclusion, Gender and Migration. Her previous work engagement was in senior level Human 

Resource Management roles. She hold a PHD in Philosophy from The University of East London as one of 

the most diverse and vibrant universities in the global capital. She hold also a master’s degree in 

International Human resources management from University of Greenwich. 

 

 

 

 

GSJ: Volume 9, Issue 9, September 2021 
ISSN 2320-9186 2040

GSJ© 2021 
www.globalscientificjournal.com

tel:+250788401389

