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Abstract 
The premise of HRM practices is that an organisation's most important resource is its 
people, and that its performance depends heavily on them. For HRM to have a meaningful 
impact on organisational performance, an appropriate range of human resource policies 
and processes must be developed and effectively implemented. SHRM is an approach that 
defines how the organisation's goals are achieved by its employees through human resource 
policies and practices that are integrated with the human resource strategy. SHRM's 
growing popularity is primarily due to its clear commitment to improving organisational 
performance. However, studies on the linkage between SHRM practices and organisational 
performance that have been carried out in the African perspective, are very few especially 
in a public organisation. The purpose of this study was to examine the impact of SHRM 
practices on organisational performance. The study was conducted at the National 
Assembly of Zambia which has its presence in all the one hundred and fifty-six (156) 
Constituencies through Parliamentary Constituency Offices. The study utilised quantitative 
research method. Data was collected from the study participants using a questionnaire. 
Collected data was analysed using descriptive statistics and statistical inference (Pearson 
Correlation Coefficient and Multiple Regression Analysis). The Pearson Correlation 
Coefficient was used in order to find out the relationship between the variables and the 
Multiple Regression Analysis was used in order to find out the impact of independent 
variables on the dependent variable. The hypothesis test results revealed that there was a 
relationship between all HRM practices and organisational performance at the National 
Assembly of Zambia. However, it was revealed that organisation and resourcing had a 
negative and weak, positive impact on organisational performance, respectively. Learning 
and development, performance and reward management and employee welfare had a 
significant impact on organisational performance. The study therefore concluded that 
SHRM practices have significant impacts on performance of the Zambia National 
Assembly. The study recommended the need for institutional transparency, employee 
engagement and access to information by employees. The study also recommended that 
the Zambia National Assembly should also have a deliberate policy on continuous 
professional development as well as a succession plan policy. 
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1. Introduction 

The supposition on the practice of Human Resource Management (HRM) is that the organisation’s most important resources are 

the people working in the organisation and that organisational performance largely depends on them. For HRM to make 

meaningful impact on organisational performance, an appropriate range of human resource policies and processes
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must be developed and implemented effectively (Armstrong, 

2008) [5]. 

Lawler and Mohrman (2003) [33] also assert that HRM 

practices should be an integral part of the strategy of any large 

organisation. HRM practices are concerned with the 

management of people in an organisation from the time of 

recruitment until the time they separate from the organisation. 

Strategic human resource management (SHRM), knowledge 

management, organisation development, resourcing, 

performance management, learning and development, reward 

management and employee relations are some of the HRM 

practices (Armstrong, 2009) [6]. 

Strategic HRM is an approach that defines how the 

organisation’s goals will be achieved through people by 

means of HR strategies and integrated HR policies and 

practices” (Armstrong, 2009) [6]. Regardless of the definition 

controversy, it can be clearly stated that the development of 

the concept of SHRM has led to a significant revival of 

academic interest in HRM functions and a strengthening of 

both the theory and practice of human resource management. 

For example, in the realm of theory, SHRM provided 

intellectual support for the idea that people in an organization 

and the HRM system could provide a long-term source of 

competitive advantage (Kaufman, 2007; Handema & 

Haabazoka, 2020; Yankovskaya et al., 2021) [30, 25, 51]. 

The modern field of SHRM has received a lot of attention 

because it can affect the functioning of an organisation. The 

belief that companies need to acquire, develop and properly 

manage the skills and practices of world-class human 

resource in order to survive and compete in today's 

knowledge-based global economy is emerging. This belief 

led to research focusing on the impact of HRM / SHRM (also 

known as HRM Performance Link or HRM Performance 

Debate) on organisational performance (Darwish, 2013) [18]. 

The growing popularity of SHRM is primarily due to its clear 

commitment to improve the effectiveness of the organisation. 

This can be achieved by developing an internally consistent 

set of HR (Human Resource) practices and strategies that, 

according to the general model, are well-fitted or tailored to 

the context of an existing organisation (Dyer & Reeves, 

1994) [20]. SHRM is not just about attracting, nurturing, and 

retaining potential individuals, but also creating a system that 

aligns your organisation's strategic plans with your 

organisation's HR strategy. Basically, it involves creating a 

strategy-centric organization. A consistent and integrated 

SHRM system can only be developed if an organization 

recognizes the strategic importance involved in managing 

people within the organization and moves forward 

(Bahuguna & Kumari, 2012) [10]. 

Since the mid-1990s, numerous studies have been conducted 

in the United States and the United Kingdom to establish a 

link between SHRM and organisational performance. In 

general, these studies are very positive about the relationship 

between SHRM and organisational performance, but give 

little explaination why certain HR practices can improve 

organisational performance (Millmore et al., 2007; Handema 

& Haabazoka, 2020; Larina et al., 2021) [25, 35, 31]. Armstrong 

(2008) [5] also observed that many scholars of human resource 

management try to establish that there was an apparent 

connection between HRM practices and organisational 

performance. For that reason, much research has been done 

in order to answer questions whether HRM practices have a 

positive impact on organisational performance and how this 

impact is attained. 

Darwish (2012) [17] and Gituma and Beyene (2018) [22], made 

reference to other scholars who were of the view that most 

studies that have been carried out in order to find out the 

relationship between SHRM practices and organisational 

performance, have been carried out in developed countries 

such as the United Kingdom and the United States of 

America. “As a result, HRM researchers have commonly 

argued that it is still difficult to draw generalised conclusions 

from these results and that there was a need for further 

investigations in different contexts” (Darwish, 2012, p. 217) 
[17]. 

According to Gituma and Beyene (2018) [22] and Ilukena et 

al., (2023) [27] SHRM is at the heart of all organizations, 

especially the public sector, helping people working in the 

public sector adapt to changing government roles. The need 

for public sector skills and knowledge in the areas of policy 

making, organisational management and public service 

delivery is more needed than ever. They were also of the view 

that studies on the linkage between SHRM practices and 

organisational performance that have been carried out in the 

African perspective, are very few. Hence, at the time of 

conducting this research, the researcher did not find any 

record of a study that had been carried out in Zambia on the 

research topic and specifically in a public sector organization. 

In addition, the Zambia National Assembly of Zambia has in 

place the Human Resource Department which spearheads the 

formulation and implementation of SHRM practices at the 

Institution such as organisation, resourcing, learning and 

development, performance and reward management and 

employees’ welfare. However, the impact that these SHRM 

practices have on organisational performance at the 

Institution is not known. Therefore, the researcher tried to 

examine the impact of SHRM practices on organisational 

performance (employee commitment, employee performance 

and service delivery) by making specific reference to the 

Zambia National Assembly of Zambia. 

 

2. AIM and Objectives  

The main aim of the study was to examine the impact of 

SHRM practices on organisational performance at the 

Zambia National Assembly of Zambia. In line with the main 

aim, the study aimed to meet the following objectives: 

1. To assess the SHRM practices and their impact on 

organisational performance at the Zambia National 

Assembly 

2. To make recommendations to National Assembly 

Management on the SHRM practices inadequacy 

revealed by the research. 

 

3. Significance of the study 

This examination on the impact of SHRM practices on 

organisational performance at the Zambia National Assembly 

of Zambia is important because it may help relevant 

authorities in appraising whether SHRM practices have an 

impact on organisational performance at the Zambia National 

Assembly. The research may also be useful for informing 

relevant authorities on the effectiveness of HRM practices. 

Further, the research will provide feedback to management at 

the Zambia National Assembly which may be used for 

evaluation and control. 

Further, the study contributed to the body of knowledge on 

the topic of SHRM practices and organisational performance. 

Furthermore, the research was an academic requirement for 

the researcher, as a student of Master of Science in HRM. 
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4. Review of Related Literature 

4.1. Concept of SHRM  
According to O'riordan (2017) [42], textbooks and 
commentators have increasingly referred SHRM instead of 
HRM, Since the 1990s. One of the key characteristics of 
HRM is that, it is strategic. This means that human resource 
policies and practices are influenced by the organization's 
overall goals, which is great. However, the terms SHRM and 
HRM have often been used interchangeably and the 
difference between the two is primarily conceptual and 
academic. In essence, strategic HRM is a concept; it is a 
broad understanding of how to achieve integration or 'fit' 
between HR and business strategies, the advantages of taking 
a longer-term view of where HR should go and how to get 
there, and how to develop and implement coherent and 
mutually supportive HR strategies (Armstrong, 2014; 
Mwanaumo et al., 2020) [7]. O'riordan (2017) [42] described 
SHRM as an interface between HRM and strategic 
management. In other words, it explains how the future 
development of an organisation and the achievement of its 
goals are supported by its human resource policies and 
practices. According to Armstrong (2014) [7] and Handema & 
Haabazoka, (2020) [25], SHRM includes the application of 
policies and practices in the design and development of 
organizations, recruitment, learning and development, 
performance and compensation, and the provision of services 
that improve employee well-being. 
 

4.2. Concept of organisational performance  
Darwish, (2013) [18] cited Rogers and Wright (1998) who 
were of the view that organisational performance is one of the 
most widely used dependent variables in organizational 
studies today, but it is still one of the most imprecise and 
loosely defined. Over the years, researchers have struggled to 
find clear and concise meaning for organizational 
performance not only in the area of human resources 
management, but in many other areas as well.However, 
Universalia (2021) developed the Institutional and 
Organisational Assessment (IOA) Model which can be used 
to assess organisational performance. This model defines 
performance in the context of the organisation’s 
effectiveness, efficiency, ongoing relevance and financial 
viability. Gituma and Beyene (2018) [22] made reference to 
the International Development Research Centre (IDRC) 
(2002) which states that depending on the nature of the 
organisation, various indicators such as effectiveness, 

efficiency, customer satisfaction and finacial leverage should 
be used to evaluate organisational performance. Satyendra 
(2020) [48] states that organizational performance is the 
process of enhancing both the effectiveness of the 
organization and the well-being of its employees through 
planned interventions. It refers to the actual output or results 
of the organisation as measured against its intended outputs, 
goals and objective. Further, Satyendra (2020) [48] states that 
there are four types of organisational performance measures 
namely; human resource outcomes, organizational outcomes, 
financial accounting outcome, and capital market outcomes. 
Human resource outcomes are related to change in 
employees’ behaviour which includes employees’ 
satisfaction, turn over, and absenteeism. For this study, 
organisational performance was operationally defined as the 
human resource outcomes in terms of employee commitment, 
employee performance and service delivery. 
 

4.3. SHRM and Organisational Performance 
According to (Millmore, Lewis, Saunders, Thornhill, & 
Morrow, 2007) [35], one of the main concerns of researchers 
in the past years has been to demonstrate that there was a 
cause-link between HR and organisational performance. 
However, Armstrong (2014) [7] was of the view that many 
studies have shown a link between HRM and performance, 
but it leaves uncertainty about the cause and effect. “HR 
practices seem to matter; logic says it is so; survey findings 
confirm it. Direct relationships between performance and 
attention to HR practices are often fuzzy, however, and vary 
according to the population sampled and the measures used.” 
(Armstrong, 2014: p. 54; Ilukena et al., 2023; Larina et al., 
2021)) [7, 31, 27] “After hundreds of research studies we are still 
in no position to assert with any confidence that good HRM 
has an impact on organization performance.” (Armstrong, 
2014: p. 54; Ilukena et al., 2023; Larina et al., 2021)) [7, 31, 27]. 
There was no consensus among researchers on what HRM 
practices should be or how many practices can improve the 
performance of an organization. Almost all studies of HRM-
Performance Links use different combinations of HR 
practices. there was no standard or semi-standard list of HR 
practices that need to be considered and measured in terms of 
their relationship to organizational performance (Darwish, 
2013) [18]. 
The summary of the empirical studies on SHRM and 

organisational performance is provided in Table 1.

 

Table 1: Summary of empirical studies 
 

Author(s) Country/region Study title Study results 

Mohammad et al. 

(2017) 
Jordan Impact of HRM on organisational performance 

HRM practices such as compensation management 

practices lead to high performance 

Costas et al. 

(2013) 
Cyprus 

SHRM and organisational performance: A study 

of university administrators in Cyprus 

SHRM has strong positive effect on organisational 

performance 

Iqbal (2018) New Zealand 
The SHRM and organisational performance: The 

mediating role of creative climate 

Managers need to design SHRM policies and 

practices that are aligned with creative climate and 

organisational performance 

Al Adresi and 

Darun (2017) 
Lybia 

Determining relationship between SHRM 

practices and organizational commitment 

Employees are more committed to the organisation 

when they get best SHRM 

Hamid (2013) Tunisia 
SHRM and performance: the universalistic 

approach-case of Tunisia 

The implementation level of certain SHRM practices 

positively influences firm performance 

Subramaniam et 

al. (2011) 
Malaysia 

Linking HRM practices and organisational 

performance: Evidence from small and medium 

organisations in Malaysia 

All dimensions of SHRM practices except job 

security showed positive relationships to 

organisational performance 

Research Gap 

The studies did not analysis organisational performance in terms of employee commitment, employee performance and 

service delivery. Further, none of the studies analysed SHRM practices and Organisational 

Performance using a case of the Zambia National Assembly. It must also be noted that very few studies have been done 

on SHRM and organisation performance in the African context. Further, no evidence of such a study was found to have 

been done in Zambia. 
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5. Theoretical and conceptual framework 

5.1. Theoretical Framework 

The study was underpinned by the contingency theory. 

Contingency theories posit that for different levels of the 

critical contingency variable, the relationship between the 

relevant independent variable and the dependent variable will 

be different (Delery and Doty, 1996) [19]. Thus, the most 

important factor in the SHRM literature is considered to be 

the organizational strategy. The emphasis of the best fit 

approach is the importance of ensuring the appropriateness of 

HR strategies to the state of affairs of the organization 

including its culture, operational process and external 

environment. The needs of both the organization and its 

people have to be taken into account when formulating HR 

strategies. 

However, Darwish (2013) [18] and Yankovskaya et al., (2021) 
[57] states that the approach to contingencies is not without 

criticism. This approach poses a variety of problems when it 

comes to instrumental and systematic questions. For 

example, the problem of multiple contingencies can 

complicate measurements. HR practices can change 

continuously if the environment is very dynamic and 

complex and there are multiple inseparable contingencies. 

Another problem is that organizations are unable to treat their 

employees consistently over time. The treatment method 

changes according to the external pressure. 

 

5.2. Conceptual Framework and Hypothesis Development 

A conceptual framework in Figure 1 based on SHRM 

practices (organisation, resourcing, learning and 

development, performance and reward management and 

employee welfare) was formulated in order to examine their 

impact on organisational performance in terms of employee 

commitment, employee performance and service delivery. 

 

 
 

Fig 1: Conceptual framework for SHRM practices on organisational performance 

 

The following hypotheses were formulated using the 

conceptual framework: 

H1: Organisation has a positive impact on organisational 

performance 

H2: Resourcing has a positive impact organisational 

performance 

H3: Learning and Development has a positive impact 

organisational performance  

H4: Performance and Rewards management has an impact 

on organisational performance  

H5: Employee welfare has an impact on organisational 

performance 

H6: there was a relationship between all HRM practices and 

organisational performance 

 

6. Methodology and Research Design 

The research design used in this study was the quantitative 

survey design. The study was conducted at the Zambia 

National Assembly of Zambia main building, the Zambia 

National Assembly Motel and some selected Constituency 

Offices across the country. In this case, the study population 

for this research were the employees of the Zambia National 

Assembly of Zambia totaling 1,200. The researcher 

employed Taro Yamane’s (1967) sample size determination 

formula to estimate the sample size for this study as follows: 

 

 

Where: 

n = sample size, 

N = population of the study, 

e = margin of error percentage 

Given the population (N) of 1,200 and margin of error (e) of 

5%, the sample size for this study was found to be 174 based 

on the aforementioned formula. The study employed 

purposive and convenience sampling techniques. Primary 

data was collected using structured questionnaires rated on a 

5-point Likert scale whilst secondary data was obtained from 

books, magazines, journals and reports. Data collected was 

analysed using descriptive, correlation and multiple 

regression analyses using SPSS software. In collecting data, 

the researcher explained the purpose of the research to all the 

participants before requesting them to participate. 

Consequently, all the participants gave prior approval to 

participate in the study and they were not identified by name. 

Data collected was used only for the research purpose and it 

was treated as confidential. The research findings and the 

interpretations were done in an honest manner and objectivity 

was also exercised. Reliability and validity were enhanced 

through pre-testing the questionnaires. More so, Cronbach's 

Alpha test for reliability was used in this study. 

 

7. Results and Discussion 

7.1. Response rate 

While 174 questionnaires were distributed to selected 

employees, only 165 questionnaires were successfully 

collected, representing 95% response rate. This implied that 
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the data collected were adequate to attain the objectives of the 

research. 

 

7.2. Results for the Cronbach test for reliability  

Table 1 shows that the Cronbach’s Alpha values for all the 

independent variables (organization, resourcing, learning and 

development, performance and reward management and 

employee welfare) tested were > 0.7. The dependent variable 

also had a value of > 0.7. Ursachi et al. (2015) [55] states that 

the common accepted rule is that α of 0.6 to 0.7 indicates an 

acceptable level of reliability whilst α of 0.8 or greater 

indicated very good level of reliability. 

 
Table 2: Test of Reliability 

 

Construct 
Cronbach's 

Alpha 

N of 

Items 

Organisation .841 6 

Resourcing .732 6 

Learning and Development .709 6 

Performance and Reward Management .723 6 

Employee Welfare .785 6 

Organisational Performance Indicators .746 6 

Source: Survey Data (2022) 

 

7.3. Demographic Information for the Respondents 

Figure 2 below shows that 59% of the respondents on gender 

were male while 41% were female. 

 

 
Source: Survey data (2022) 

 

Fig 2: Gender distribution of the respondents 

 

Further, Figure 3 below indicates that 3% of the respondents 

indicated that they were divorced while 5%, 19% and 73% 

indicated that they were widowed, single and married, 

respectively.

 

 
Source: Survey Data (2022) 

 

Fig 3: Marital status of the respondents 

 

Figure 4 below shows that 9% and 33% were aged between 

21 – 30 and 31 – 40, respectively. Further, 49% and 9% were 

aged between 41 – 50 and 51 – 60, respectively.

 

 
Source: Survey Data (2022) 

 

Fig 4: Respondent's age

  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Figure 5: Marital status of the respondents 
 

Source: Survey Data (2022)  
 
 

Age 
 

   

Frequency 
 

Percentage 
 

     
     

    49%  

 33%    

    81  

9% 
54   9%      

15      15 

21-30 31-40 41-50 51-60 

 

Figure 6: Respondent's age 



International Journal of Multidisciplinary Research and Growth Evaluation www.allmultidisciplinaryjournal.com  

 
    175 | P a g e  

 

Figure 5 indicates that 5% were grade had a certificate as the 

highest level of education. Those who had a diploma were 27 

representing 16%. 99 respondents, representing 60% had a 

first degree and 30 respondents representing 18% had a 

master’s degree as highest level of education.

 

 
Source: Survey Data (2022) 

 

Fig 5: Respondent's highest level of education 

 

Further, Figure 6 shows that the type of employment for 70% 

of the respondents was permanent and 30% of the 

respondents had contractual type of employment.

 

 
Source: Survey Data (2022) 

 

Fig 6: Respondent's type of employment 

 

In Figure 7, 8% had a length of employment of less than 1 

year. 42 respondents and 110 respondents, representing 25% 

and 67% had a length of employment of 1 – 5 years and more 

than 5 years, respectively.

 

gree as highest level of education. 
 
 

Highest level of education 
 

                                Percentage        Frequency     

Masters 

 

18% 
30  

First degree 
60% 

99  

Diploma 
16% 

27  

Certificate 
5% 

8  

  

 

Figure 7: Respondent's highest level of education 
 

Source: Survey Data (2022) 
Figure 8 shows that the type of employment for 70% of the respondents was permanent and 30% of 

the respondents had contractual type of employment. 
 
 

Type of employment 
 

 Permanent   Contractual 
 
 
 
 

 

30% 
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Source: Survey Data (2022) 

 

Fig 7: Respondent's length of employment 

 

 

7.4. Correlation results for SHRM practices and 

organizational performance 

In this research, the Pearson Correlation Coefficient (r) was 

used to establish the relationship between SHRM practices 

and organizational performance. This was done in order to 

find out whether there was a correlation between the 

independent variables and the dependent variable before 

addressing the main objective of this research. The results are 

presented in Table 3. 

 
Table 3 

 

Variable 
Organisational 

Performance 

Organisation 

Pearson Correlation .056 

Sig. (2-tailed) .477 

N 165 

Resourcing 

Pearson Correlation .504** 

Sig. (2-tailed) <.001 

N 165 

Learning and 

development 

Pearson Correlation .605** 

Sig. (2-tailed) <.001 

N 165 

Performance and 

Reward 

Management 

Pearson Correlation .526** 

Sig. (2-tailed) <.001 

N 165 

Employee welfare 

Pearson Correlation .457** 

Sig. (2-tailed) <.001 

N 165 

All SHRM practices 

Pearson Correlation .611** 

Sig. (2-tailed) <.001 

N 165 

**. Correlation is significant at the 0.01 level (2-tailed). 
 

The results in Table 3 revealed a weak, positive correlation 

between organisation and organisational performance (r = 

.056, p = .477). Since the p > .05, it means that there was no 

statistically significant correlation between organisation and 

organisational performance. 

More so, Table 2 indicates that a strong, positive correlation 

between resourcing and organizational performance (r = 

.504, p = .001). Since the p < .05, it means that there was 

statistically significant correlation between resourcing and 

organisational performance. 

Table 2 shows a strong, positive correlation (r = .605, p = 

.001). With the p < .05 implying a statistically significant 

correlation between learning and development and 

organisational performance. 

Further, Table 2 shows that there was a strong, positive 

correlation (r = .526, p = .001). With the p < .05, there was 

statistically significant correlation between performance and 

reward management and organisational performance. 

The results in Table 2 indicated a strong, positive correlation 

between employee welfare and organisational performance (r 

= .457, p = .001). Since the p < .05, it means that there was 

statistically significant correlation between employee welfare 

and organisational performance. 

Lastly, Table 2 indicated that there was a strong, positive 

correlation between all SHRM practices and organisational 

performance (r = .611, p = .001). With the p < .05, there was 

statistically significant correlation between all HRM 

practices and organisational performance. 

 

7.5. Regression results for SHRM and organisational 

performance  

In order to find out the impact of SHRM practices on 

organisational performance, a multiple linear regression 

analysis was done. Table 3 presents the model summary. 
 

Table 4: Model Summary 
 

Model R R Square 
Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .663a .439 .421 .42428 

a. Predictors: (Constant), Employee Welfare, Organisation, 

Resourcing, Performance and Reward Management, Learning and 

Development 

 

Table 3 indicates an R Square of .439 which means that about 

44% of the organizational performance could be credited to 

the collective impacts of SHRM practices. Further, Table 4 

shows that this variance was highly significant as indicated 

by the ANOVA F value (F = 24.893 and P < 0.01).

 
 
 

Length of employment 
 

 Frequency    Percentage 

 

110 
 
 

 

67% 

 

42 
 

25% 
13 
8% 

 

Less than 1yr 1 - 5 years More than 5 years 

 

 

5.3 Human Resource Management Practices Knowledge and Organisational 
 

Knowledge 
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Table 5: Analysis of Variance (ANOVA) 
 

 Model Sum of Squares df Mean Square F Sig. 

 Regression 22.405 5 4.481 24.893 <.001b 

1 Residual 28.622 159 .180   

 Total 51.028 164    

a. Dependent Variable: Organisational Performance 

b. Predictors: (Constant), Employee Welfare, Organisation, Resourcing, Performance and 

Reward Management, Learning and Development 
 

The researcher proceeded in estimating the regression model where the results are presented in Table 5. 

 
Table 6: Coefficients a model 

 

   Unstandardized Standardized   

 Model  Coefficients Coefficients t Sig. 

   B Std. Error Beta   

1 (Constant)  1.274 .322  3.955 <.001 

 Organisation  -.064 .058 -.068 -1.119 .265 

 Resourcing  .100 .094 .101 1.065 .289 

 Learning and Development .326 .095 .330 3.449 <.001 

 Performance and Reward .145 .073 .172 1.982 .049 

 Management       

 Employee Welfare  .191 .058 .222 3.260 .001 

a. Dependent Variable: Organisational Performance 
 

The model also gave an explanation that if all other predictor 

variables are taken at zero, a unit decrease in organization 

would lead to -.064 decrease in Organizational Performance. 

A unit increase in resourcing would lead to .100 increase in 

Organizational Performance. Further, the model showed that 

a unit increase in the learning and development would lead to 

.326 increase in Organizational Performance. Furthermore, 

the model exhibited that a unit increase in performance and 

rewards management would lead to lead to .145 increase in 

Organizational Performance and a unit increase in Employee 

Welfare would lead to .191 increase in Organizational 

Performance at the Zambia National Assembly. Mdhlalose 

(2020) [34] also found that Training and Development has a 

positive impact on the overall. In a study on SHRM practices 

and organizational performance, Gituma and Beyene (2018) 
[22], found that performance appraisal positively influence 

performance. 

 

7.6 Summary of hypothesis results 

The hypothesis test results from the correlation and 

regression analyses are summarised in Table 6. From the 

results, all the research hypothesis except for H1 were 

accepted. 

 
Table 7: Summary of hypothesis results 

 

Hypothesis Decision at 5% level 

H1: Organisation has a positive impact on organisational performance Rejected 

H2: Resourcing has a positive impact organisational performance Accepted 

H3: Learning and Development has a positive impact organisational performance Accepted 

H4: Performance and Rewards management has an impact on organisational performance Accepted 

H5: Employee welfare has an impact on organisational performance Accepted 

H6: There was a relationship between all HRM practices and organisational performance Accepted 

 

5. Conclusions, Limitations and Recommendations 

Based on the results it can be concluded that the 

implementation of SHRM practices can effectively enhance 

performance of the Zambia National Assembly. The study 

results were adequate to attain the aim and research 

objectives. The correlation results for this study established 

that there was a weak relationship between organisation and 

organisational performance at the Zambia National 

Assembly. However, the correlation results showed a strong 

relationship between resourcing and organisational 

performance. There was also a strong relationship between 

learning and development and organisational performance. 

Further, performance and reward management as well as 

employee welfare also showed a strong relationship with 

organisational performance. In general, the correlation results 

revealed that there was a strong relationship between all 

SHRM practices and organisational performance at the 

Zambia National Assembly. 

The study therefore concluded that learning and 

development, performance and reward management and 

employee welfare have significant impacts on performance 

of National Assembly. Based on findings of the study, the 

researcher was able to formulate recommendations that may 

be useful to the management at the Zambia National 

Assembly in the implementation of SHRM practices. The 

recommended the need for institutional transparency, 

employee engagement and access to information by the 

employees at the Zambia National Assembly. The study also 

indicated the need for management at the Zambia National 

Assembly to review the organisational structure. The study 

also recommended that the Zambia National Assembly 

should also have a deliberate policy on continuous 

professional development as well as a succession plan policy. 

Numerous issues suitable for further studies arose from this 

study including the need for future studies to be conducted in 

other public Institutions in Zambia in order to validate the 
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findings of this study. 

There are usually limitations when conducting research. This 

is because a single study is not able to deal with all facets of 

the problem. This study’s limitation was that it only used 

quantitative methods for data collection. Therefore, the study 

was unable to capture people's emotions, attitudes and 

behaviours. Also, the researcher did not have an opportunity 

to ask the participants questions using an open-ended 

questionnaire which would have resulted in both qualitative 

and quantitative methods research methods. Another 

limitation was that the study focused only on the Zambia 

National Assembly of Zambia thereby the researcher not 

being able to generalised the findings to other public 

Institutions. 

 

References 

1. Abourizk R. Reward Management: Theory & 

Importance [Internet]. [cited 2021]. Available from: 

https://study.com/academy/lesson/reward-management-

theory-importance.html 

2. Al Adresi A, Darun MR. Determining relationship 

between strategic human resource management practices 

and organizational commitment. Int J Eng Bus Manag. 

2017; 9:1847979017731669. 

3. Al Adresi A, Darun MR. Determining relationship 

between SHRM practices and organizational 

commitment [Internet]. Sage journals; 2017 [cited 2021]. 

Available from: 

https://journals.sagepub.com/doi/10.1177/18479790177

31669 

4. Allen MR, Patrick W. Strategic Management and HRM. 

New York: Oxford Unversity Press Inc; 2007. 

5. Armstrong M. SHRM: A Guide to Action. 4th ed. 

London and Philadelphia: Kogan Page Limited; 2008. 

6. Armstrong M. Armstrong's Handbook on HRM Practice. 

11th ed. London and Philadelphia: Kogan Page; 2009. 

7. Armstrong M. Armstrong’s Handbook of HRM Practice. 

13th ed. London: Kogan Page Limited; 2014. 

8. Association for Talent Development. What Is Learning 

and Development? [Internet]. 2022 [cited 2022]. 

Available from: https://www.td.org/talent-development-

glossary-terms/what-is-learning-and-development 

9. Bach S, Kessler I. The Oxford Handbook of HRM. In 

HRM and the New Public Management. New York: 

Oxford University Press Inc; 2007. 

10. Bahuguna PC, Kumari P. SHRM and Organizational 

Performance. In Human Resources Management: 

Concepts, Methodologies, Tools and Applications (Vol. 

I). Business Science Reference (an imprint of IGI 

Global); 2012. 

11. Beer M. High Commitment High Performance How to 

Build a Resilient Organization for Sustained Advantage. 

San Francisco: Jossey-Bass; 2009. 

12. Boon C. HRM and fit: Survival of the fittest!? 

Rotterdam: Erasmus Research Institute of Management; 

2008. 

13. Bratton J, Gold J. HRM: Theory and Practice. 2nd ed. 

London: Macmillan Press LTD; 1999. 

14. Brauns M. Aligning SHRM To Human Resources, 

Performance And Reward. Int Bus Econ Res J. 2013; 

12(11):1-11. 

15. Costas CA. Strategic human resource management and 

oganisational performance: a study of the university 

administrators in Cyprus. In 8th International 

Conference of the Dutch HRM Network, Leuven, 

Belgium; 2013. 

16. Cummings TG, Worley CG. Organization Development 

& Change. 10th ed. Stamford: CengageLearning; 2015. 

17. Darwish TK. SHRM and Organisational Performance: 

An investigation in the Country of Jordan. London: 

Brunel University; 2012. 

18. Darwish TK. Strategic HRM and Performance: Theory 

and Practice. Newcastle: Cambrigde Scholars 

Publishing; 2013. 

19. Delery JE, Doty HD. Modes of Theorizing in SHRM: 

Tests of Universalistic, Contingency, and 

Configurational Performance Predictions. Acad Manag 

J. 1996; 39(4):802-835. 

20. Dyer L, Reeves T. Human Resource Strategies and Firm 

Performance: What Do We Know and Where Do We 

Need to Go? Center for Advanced Human Resource 

Studies; 1994. 

21. Edenborough R. Assessment Method in Recruitment 

Selection and Performance: A manager’s guide to 

psychometric testing, interviews and assessment centres. 

London: Kogan Page; 2005. 

22. Gituma M, Beyene T. SHRM Practices and 

Organizational Performance: A Case of National 

Insurance Corporation of Eritrea (Nice). Glob J Manag 

Bus Res. 2018; 18(1):1-11. 

23. Hamid J. Strategic human resource management and 

performance: the universalistic approach-case of 

Tunisia. J Bus Stud Q. 2013; 5(2):184-195. 

24. Hamid M, Maheen S, Cheem A, Yaseen R. Impact of 

HRM on Organizational Performance. J Account Mark. 

2017; VI(1). doi: 10.4172/2168-9601.1000213. 

25. Handema M, Haabazoka L. The Effect of Capital 

Structure Management on Commercial Bank Financial 

Performance: A Case of the Zambian Banking Sector. In: 

Popkova EG, Sergi BS, eds. Scientific and Technical 

Revolution: Yesterday, Today and Tomorrow. Vol 129. 

Springer International Publishing; 2020:1716–1736. 

26. Ifie K. An investigation of the antecedents of service 

delivery and organisational performance: a service 

culture perspective. Loughborough University, 

Business; 2020. 

27. Ilukena M, Haabazoka L, Chowa T. Environmental 

Factors’ Moderating Effect on Intangible Organizational 

Resources and Performance of Insurance Brokers in 

Zambia. In: Popkova EG, ed. Smart Green Innovations 

in Industry 4.0. Springer Nature Switzerland; 2023:221–

228. 

28. Iqbal A. The strategic human resource management 

approaches and organisational performance: The 

mediating role of creative climate. J Adv Manag Res. 

2018; 16(2):181-193. 

29. Johnston R, Clark G, Shulver M. Service Operations 

Management: Improving Service Delivery. 4th ed. 

Essex: Pearson Education Limited; 2012. 

30. Kaufman BE. The Development of HRM in Historical 

and International Perspective. In: Boxall P, Purcell J, 

Patrick W, eds. The Oxford Handbook of HRM. New 

York: Oxford University Press; 2007. 

31. Larina LB, Postnikova DD, Ageeva OA, Haabazoka L. 

The scientific and methodological approach to provision 

and evaluation of the digital economy’s global 

competitiveness. In: Popkova EG, Krivtsov A, Bogoviz 

AV, eds. The Institutional Foundations of the Digital 



International Journal of Multidisciplinary Research and Growth Evaluation www.allmultidisciplinaryjournal.com  

 
    179 | P a g e  

 

Economy in the 21st Century. Berlin, Boston: De 

Gruyter; 2021:173–182. 

32. Latham G, Sulsky LM, MacDonald H. Performance 

Management. In: Boxall P, Purcell J, Wright P, eds. The 

Oxford Handbook of Human Resource Managment. 

New York: Oxford Unversity Press; 2007. 

33. Lawler EE, Mohrman SA. Creating a Strategic Human 

Resources Organization: An Assessment of Trends and 

New Direction. Califonia: Stanford University Press; 

2003. 

34. Mdhlalose D. An Evaluation of the Impact of Training 

and Development on Organisational Performance: A 

Case Study of the Gauteng Provincial Department of 

Economic Development. J Hum Resour Sustain Stud. 

2020; 8:48-74. 

35. Millmore M, Lewis P, Saunders M, Thornhill A, Morrow 

T. Strategic Human Resource Managemnt: 

Contemporary Issues. Harlow: Pearson Education 

Limited; 2007. 

36. Miranda N, Fernando WR. The Impact of HRM 

Practices of the Managers on Perceived Organizational 

Performance—A Study on Ceylon Fisheries Corporation 

in Sri Lanka. Scientific research: An Academic 

Publisher. 2020; II(12):1-10. 

37. Mishra P, Pandey CM, Singh U, Gupta A, Sahu C, 

Keshri A. Descriptive Statistics and Normality Tests for 

Statistical Data. Ann Card Anaesth. 2019; 67-72. 

38. Mohammed M, Alatyat Z, Alnsour J. The impact of 

human resources management on organizational 

performance in the greater Amman municipalities, 

Jordan. Int J Appl Bus Econ Res. 2017; 13(2):869-889. 

39. Mpofu M, Hlatywayo CK. Training and development as 

a tool for improving basic service delivery; the case of a 

selected municipality. J Econ Finance Adm Sci. 2015; 

133-136. 

40. Mwanaumo EM, Chisumbe S, Mbewe N, Mambwe M, 

Haabazoka L. Suitable Infrastructure Projects for Public 

Private Partnerships in Zambia. In: Popkova EG, Sergi 

BS, Haabazoka L, Ragulina JV, eds. Supporting 

Inclusive Growth and Sustainable Development in 

Africa—Volume I. Springer International Publishing; 

2020:259–270. 

41. National Assembly of Zambia. Strategic Plan 2015 - 

2019. Lusaka; 2015. 

42. O'riordan J. The Practice of Human Resource 

Managemnt. Institute of Public Administration; 2017. 

43. Phiri K, Phiri J. SHRM Practices and Organisational 

Performance: A Case of the National Assembly of 

Zambia. Open J Bus Manag. 2022; 2461-2483. Available 

from: https://doi.org/10.4236/ojbm.2022.105124 

44. Pilbeam S, Corbridge M. People Resourcing and Talent 

Planning: HRM in Practice. 4th ed. Harlow: Pearson; 

2010. 

45. Rasool SF, Samma M, Wang M, Zhao Y, Zhang Y. Dove 

Press [Internet]. 2019 [cited 2022]. Available from: 

https://www.dovepress.com/how-human-resource-

management-practices-translate-into-sustainable-org-

peer-reviewed-fulltext-article-PRBM#CIT0029 

46. Resource Managemnt: Contemporary Issues. Harlow: 

Pearson Education Limited; 2005. 

47. Ross KN. Sample design for educational survey 

research. Paris: International Institute for Educational 

Planning/UNESCO; 2005. 

48. Satyendra KS. Organizational Performance and its 

influencing factors [Internet]. 2020 [cited 2022]. 

Available from: 

https://www.ispatguru.com/organizational-

performance-and-its-influencing-factors/ 

49. SHRM. Practicing Strategic Human Resources 

[Internet]. 2021 [cited 2021]. Available from: 

https://www.shrm.org/resourcesandtools/tools-and 

samples/toolkits/pages/practicingstrategichumanresourc

es.aspx 

50. Sinha R. What is SHRM? [Internet]. 2007 [cited 2020]. 

Available from: https://ezinearticles.com/?What-is-

Strategic-Human-Resource-Management?&id=549585 

51. Subramaniam C, Mohd Shamsudin F, Ibrahim H. 

Linking human resource practices and organisational 

performance: Evidence from small and medium 

organisations in Malaysia. J Pengurusan. 2011; 

32(2011):27-37. 

52. Subramaniam C, Shamsudin FM, Ibrahim H. Linking 

Human Resource Practices and Organisational 

Performance: Evidence from Small and Medium 

Organisations in Malaysia. J Pengurusan. 2011; 27-37. 

53. Symonds C. What is the Role of HR in Learning and 

Development (L&D)? [Internet]. 2022 [cited 2022]. 

Available from: https://factorialhr.com/blog/learning-

and-

development/#:~:text=Learning%20and%20developme

nt%2C%20also%20known,ski 

lls%20that%20drive%20increased%20performance. 

54. Thakur S. Harvard Model of HRM: Complete Detail 

with Diagram [Internet]. 2022 [cited 2022]. Available 

from: https://101hrm.com/harvard-model-of-hrm/ 

55. Ursachi G, Horodnic AI, Zait A. How reliable are 

measurement scales? External factors with indirect 

influence on reliability estimators. Elsevier B.V.; 2015. 

56. Van Vulpen E. 5 Human Resources Models Every HR 

Practitioner Should Know [Internet]. 2018 [cited 2022]. 

Available from: https://www.aihr.com/blog/human-

resources-models/ 

57. Yankovskaya VV, Osavelyuk EA, Inozemtsev MI, 

Haabazoka L. The existing and perspective international 

institutions for supporting digital transformation of 

economy. In: Popkova EG, ed. The Institutional 

Foundation of the Digital Economy in the 21st Century. 

2021:165–172. 

58. Zapata-Cantú L, Ramírez J, Pineda JL. HRM Adaptation 

to Knowledge Management Initiatives: Three Mexican 

Cases. In: Khosrow-Pour M, ed. Human Resources 

Management: Concepts, Methodologies, Tools and 

Applications. IGI Global; 2012. 


