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Strategic Human Resource Management
Practices and Organizational Performance:
A Case of National Insurance Corporation

of Eritrea (Nice)

Muriithi Gituma * & Tadesse Beyene°

Absiract- This study sought to establish the strategic human
resource management practices and their effect on perceived
organizational performance at the National Insurance
Corporation of Eritrea. The research strategy was case study.
The study population comprised all the 73 employees at the
corporation’s headquarters. Self-administered questionnaires
and interviews were used to collect primary data. Descriptive
statistics were computed to describe the characteristics of the
variables in the study. The findings revealed that the
corporation had embraced a number of SHRM practices but
their systematic implementation was impeded by lack of clear
formal policies/guidelines across the corporation and lack of a
formal (written down) strategic plan. In addition, there is the
problem of inadequate as well as lack of highly qualified
personnel — only one employee in the entire corporation had a
master's degree and none had undertaken a course in
actuarial science, which is insurance-specific; problem of staff
mobility as evidenced by the few number of employees with a
working experience of between 5-15 years at the corporation.
It was also observed that the corporation needed improvement
in the areas of motivation and performance management. It is
recommended that the management embraces the use of a
formal strategic plan; enhance capacity building by utilizing
both qualified internal staff as well as external experts; training
programs be based on training needs assessment; develop
formal policies to guide SHRM practices implementation and
institutionalization; appeal to the government through the
Commission for Higher Education to introduce a degree
course in actuarial science in the order to train insurance
experts.

Keywords.  Strategic human resource management
practices,  organizational  performance,  capacity
building, performance management, molivation &
decision making.

l. [NTRODUCTION

uman capital is considered to be one of the most
I—l important resources of contemporary firms
because people possess tacit knowledge which
the organization can us to leverage its competitive

Author a.: Department of Business Management & Marketing, College
of Business and Economics — Halhale, Erifrea. Business Management
Consultant & Trainer at Props Africa Consultants Ltd. (Kenya),
Lecturer, Business Management. email: mgituma2013@gmail.com

Author o Senior Management Trainer & Consultant at ERCOE
(Eritrea), Lecturer, Business Management. email: mnabdi@gmail.com

advantages. This attribute of human capital fulfills the
VRIN (valuable, rare, inimitable, and non-substitutable)
criteria of a competitive resource as advocated by
Barney (1991) thus making strategic management of
human resources a central feature of contemporary
competitive organizations.

Strategic Human Resource Management
(SHRM) implies a managerial orientation that ensures
that human resources are utilized in such a way that
delivers value to the organization by giving it competitive
advantages thus leading to the attainment of
organizational goals, vision, and mission (Kiiru, 2015).
The notion of SHRM evolved in the 1990s with an
amplified prominence on a proactive, integrative and
value-driven approach to human resource management
that focuses on issues such as the fit between human
resource management practices and organizational
strategic goals, the incorporation of human resource
management in  the  organizational  strategic
management, the participation of human resource role
in senior management teams, the devolvement of
human resource practices to line managers and taking
of strategic approach to employee compensation,
selection, performance appraisal and the value that is
added to the organizational performance by human
resource management (HRM) (Arthur, 1994; Huselid,
1995; MacDuffie, 1995; Schuller, 2002;Kiiru, 2015;
Begum, 2016).

Strategic Human Resource Management is
pivotal in all organizations particularly the public ones
where it facilitates those who work in the public service
in adapting to the changing role of the government. The
need for skills and knowledge in the public service in
areas of policy development, management of
organizations, public service delivery and tackling
economic crises of global magnitude are required more
than ever before. Public service leaders around the
world are looking for new approaches to inspire
integrity, accountability and motivation in public service
in order to achieve coherence and coordination between
government policies and various interests in a bid to
spur effectiveness and efficiency, which are the
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hallmarks of performance in public entities (Tompkins,
2003; Storey, 2010; Kiiru, 2015).

Globally, the transformation of systems,
structures, and processes in public services has been
well acknowledged over the past 20 years (Kiiru, 2015).
The key rationale of these changes has been to improve
the cost-effectiveness, efficiency and performance of
public organizations. Government-owned entities have
therefore been under immense pressure to follow private
sector managerial practices such as performance
management, customer orientation, and a heightened
strategic focus (Truss, 2008). Truss further observes that
improved HRM helps facilitate the acquisition, training
and retention of esteemed employees thus serving to
improve organizational cost-effectiveness and creates a
performance-driven culture via the adoption of a more
strategic HR function. However, the attendant benefits
associated with SHRM notwithstanding, the question
that begs for an answer is the extent to which public
institutions especially in developing countries have
employed SHRM practices in their operations.

Therefore, this study is an attempt to explore the
SHRM practices at the National Insurance Company of
Eritrea (NICE). The choice of this corporation was
informed by the fact NICEis well managed by a board of
directors and publicly declares its annual statements to
internal and external stakeholders. The study employs
exploratory research design as many institutes may
becharacterized by absence of clear management
policies as well as lack of formal strategic management
of organizations.

Consequently, this research paper seeks to achieve the
following objectives:

i. To explore the SHRM practices adopted by the
National Insurance Company of Eritrea.

ii. To establish the perceived effect of SHRM practices
on performance of the National Insurance Company
of Eritrea.

a) Background to the Insurance Industry

The National Insurance Corporation of Eritrea
(NICE) is a share company that was formed as an
autonomous public enterprise transacting all classes of
insurance business through Proclamation No. 20/1992
by the Government of Eritrea which led to the
establishment of the Insurance Corporation on 1 May
1992, By this proclamation, NICE became the sole
insurance corporation offering a variety of insurance
services to both individuals and companies (Rena,
2007).

NICE is a corporate company, which deals with
both life and non-life risks. The Corporation’s business
is restricted to within Eritrea and operates out of three
locations: Asmara (headquarters), Massawa and Assab.
The corporation currently underwrites life and non-life
classes of insurance including: motor, fire, accident,
livestock, engineering, marine, and aviation. However, it

© 2018 Global Journals

is reported that majority of its revenue stems from non-
life underwriting with motor insurance playing a
dominant role (Rena, 2006).

The corporation focuses on good governance
as it is managed by the Board of Directors (BoD)
comprising seven members. It espouses the core values
of transparency and openness of its transactions
through annual financial reports to shareholders
(in the annual general meetings). It operates within the
guidelines of the Board’'s Charter. In addition, the BoD
oversees operations of the corporation in liaison with the
standing committees of risk and audit, strategic
investment, and adhoc committee for HRM. NICE is
regulated by Bank of Eritrea (BoE) (Rena, 2007).

b) Strategic Human Resources Management Practices

SHRM practices are those decisions and
actions which concern the management of employees
at all levels in the business, and which are related to the
implementation of strategies directed towards sustaining
competitive advantage (Dimba, 2010). Even though
advancement in the direction of identifying precisely
which HR practices are linked with better organizational
performance has been unsatisfactory, it is recognized
that there are four main areas in which human resources
strategies may be developed. These include
recruitment, training, compensation, and performance
management (Armstrong, 2002; Foot & Hook, 2009).

Pfeffer (2000) opines that a number of HR
practices are constantly superior to others and that all
organizations ought to adopt them. He further argues
that increased utilization of management practices, for
instance  selective  recruitment, incentive  pay,
employment security, employee participation,
performance management, training and promotion from
within, results in increased output across organizations.
Likewise, Osterman (2004) noted that a number of
modern work practices, such as job rotation, job design,
total quality management, and quality circles, result in
efficiency in organizations. These practices identified by
Pfeffer and Osterman are also referred to as high
performance work practices, or simply best practices.

Stone (2005) observes that whereas the domain
of traditional HRM covers the acquisition, development,
reward and motivation, maintenance and turnover of
employees; the typical areas of concern in SHRM
include HR planning and capability audits, recruitment
and selection of employees, skill development and
training, career progression, performance appraisal,
formulating employment conditions, and compensation
and reward regardless of whether the firm is in the
public or private sector. In this study, the researchers
have focused on four categories of SHRM practices
deemed critical to overall performance of the
organization: capacity building, performance
management, motivation, and involvement in decision
making.



c) Organizational Perforrmance

According to Kaplan & Norton (1996),
organizational performance is a complex, multi-
dimensional construct that cannot be measured in the
short-run by the traditional financial measures such as
profit without taking organizational goals into
consideration. Pearson and Robinson (2002) argue that
the traditional measures of financial performance give
inadequate or inaccurate perspective to the status of the
business and its ability to keep improving and contend
that an organization should relentlessly try to find ways
to improve and enhance its qualitative measures. These
propositions are supported by Waiganjo, Mukulu &
Kahiri (2012) who have argued for a wider performance
construct that incorporates aspects of non-financial
measures such as effectiveness, efficiency, quality, and
company image.

The Institutional and Organizational Assessment
Model (IOA); a framework used for Organization
Performance Assessment (OPA), views the performance
of an organization as a multidimensional idea, which is a
balance between effectiveness, relevance, efficiency,
and financial viability of the organization (Kiiru, 2015).
The framework also posits that organizational
performance should be examined in relation to the
organization’s motivation, capacity and external
environment. Thus, organizational performance should
be evaluated using various indicators such as
effectiveness, efficiency, customer satisfaction and
financial leverage depending on the nature of the
organization (IDRC, 2002). The United Nations
Development Programme (UNDP, 2010) defines
organizational effectiveness as the extent to which a firm
achieves its immediate objectives or fulfills its mission
and Scott (2003) describes it as ameasure of
performance against a defined standard.

Organizational efficiency is the optimal
transformation of inputs into outputs: accuracy,
timeliness and value of service and program delivery,
and it's a ratio that reflects a comparison of outputs
accomplished, to the costs incurred in accomplishing
these goals (UNDP, 2010; Njuguna, 2013).
Organizational relevance denotes a firm’s ability to gain
the support of its priority stakeholders as well as meet
their needs in the past, present and future, that is, the
extent to which a firm adapts to changing conditions
and its environment. It is the firm’s ability to innovate and
create new and more effective situations as a result of
insight and new knowledge (Montalvan, 2002; Njuguna,
2013).Financial viability is the ability of a firm to raise the
capital required to meet its operational requirements in
the short, medium and long terms as well as financial
sustainability (Lusthaus, 2002).

I STATEMENT OF THE PROBLEM

Bhata and Stephanos (2000) observe that one
of the challenges facing public sector performance in

Eritrea is entrenched in its human resources’ ability to
adapt to changing business environment, the degree to
which  employees identify themselves with the
organizational goals (ownership and commitment); the
extent to which the employees possess relevant
knowledge, skills, and abilities to perform their job tasks
competently (competence); the extent to which HR
policies and practices are integrated with organizational
goals, and the level of employee motivation.

These challenges are linked to the traditional
approach of managing human resources which has an
emphasis on administrative procedures associated with
the Weberian centralized, hierarchical model of public
services, where administrative rules are determined by
national governments and implemented by public
organizations. Such an approach reduces the human
resources in public institutions to mere objects of
executing organizational policies and strategies dictated
from higher levels; to which they had no input
consequently undermining their level of ownership,
motivation, and ultimately performance (Bhata &
Stephanos, 2000; Kamoche, 2003). Lankeu and Maket
(2012) argue that modern HRM should involve the use
of strategies that will ensure the optimal utilization of
people in an organization through competitive
recruitment, capacity building through training and
development; involvement in decision making, and
providing adequate motivation, thus calling for strategic
management of human resources to improve their
performance.

However, these observations notwithstanding,
empirical literature reveals that most studies linking the
relationship between SHRM practices  and
organizational performance have mainly been carried
out in developed countries like United Kingdom and
United States (Purcell, 2003; Guest, 2003; Marchington
& Wilkinson, 2007; Grant, 2008) and mainly in the
manufacturing sector. Additionally, very few similar
studies have been carried out in the African context
(Njuguna, 2013; Kiiru, 2015). Moreover, there is no such
study that has been carried out in Eritrea and more
specifically, in the insurance sector; and hence the
focus of this study in seeking to establish the SHRM
practices and their effect on perceived performance of
parastatals with specific reference to the National
Insurance Corporation of Eritrea.

I11.  LITERATURE REVIEW

a) Theoretical Literature Review

Various theories have been used to underpin
studies on SHRM, which include but not limited to
universalistic theory, resource based view theory,
contingency theory, and configurational perspective
theory (Njuguna, 2013; Kiiru, 2015; Begum, 2016).
However, this paper adopts the postulates of
universalistic theory which was proposed by Dewar and
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Werbel (1979) and later rooted for by Delaney, Lewin,
and Ichniowski, 1989;Terp-stra  and Rozell,
1993;Huselid, 1993, 1995; Osterman, 1994; and
Pfeffer, 1994).

The universalistic theoryposits that some SHRM
practices hold across whole populations of
organizations; and are constantly better than others and
therefore all organizations should assume these best
practices. Under a universalistic approach, strategic HR
practices are regarded as those found to consistently
lead to higher organizational performance. lts
proponents contend that developing a set of “High
Performance Human Resource Practices” progressively
leads to improved organizational performance (Delaney
and Huselid, 1996). Moreover, Universalists such as
Pfeffer (1995) and Osterman (1994) argue that greater
use of “high performance” practices such as
participation and empowerment, incentive pay,
employment security, promotion from within the firm,
and training and skill development result in higher
productivity and profits across organizations. This view
is supported by Marchington and Wilkinson (2008)who
posit that certain best human resource practices would

result in  improved organizational performance,
manifested through improved worker attitudes and
behaviors, decreased levels of turnover and

absenteeism, increased skills levels and therefore
increased productivity, better quality and efficiency and
increased return on investment.

However, although universalistic arguments
simply mean that the connection between a given
independent variable and a dependent variable is
universal across the populace of organizations, it should
be acknowledged that what contributes to good results
in one organization may not result in equally good
results in another organization since it may not fit its plan
or strategy, technology or working practices and hence
the need to contextualize the study in a bid to examine
the effect of SHRM practices on performance in a
specific context.

b) Empirical Review

The postulation that organizational performance
is influenced by a set of SHRM practices has been
supported by various empirical evidences (Arthur, 1994,
Huselid, 1995; MacDuffie, 1995, Gerhart, 2005, 2007;
Kiiru, 2015 and Begum, 2016). Modern organizations
have continuously become aware of the importance of
SHRM and hence the shift from the bureaucratic model
of public services where administrative rules are
determined by national governments and implemented
by public organizations with comparatively minimum
scope for strategizing at a local level (Bach & Della
Rocca, 2000).

Under the new ways of public management, the
traditional HRM approach is seen as a liability,
undermining performance and demotivating employees

© 2018 Global Journals

(Bach & Della Rocca, 2000). According to Selden (2005)
what were once seen as best practice concepts of
employee management, resulting from the private sector
such as reducing the costs of employment; employing
performance-based rewards system for staff; improving
elasticity in order to respond to customer demands;
empowering organizations to take strategic decisions in
the HRM field; increasing individualization of the
employment relationship; and decentralization  of
decision making have since been promoted as
standards that the public sector should emulate.

Empirical evidence on the relationship between
HRM and organizational performance suggests that
labor productivity and organizational performance are
positively related to diverse features of HR management
systems such as recruitment and selection (Kochy
McGrath, 1996); training programs (Bartel, 1994);
performance evaluation (McDonald and Smith, 1995);
compensation and benefits (Gerhart and Trevor, 1996;
Gomez-Mejia, 1992); and innovative practices (Delaney
and Huselid, 1996; Huselid, 1995).

Similarly, researches by Begum (2016), Kiiru
(2015), Njuguna (2013), Barton (2004), Black and Lynch
(2001, 2004); Ichniowskiet al., (1997); have shown that
firms characterized by the use of the Strategic HR
practices outperform those that display inflexible HR
strategies within the same economic sector. Becker and
Gerhart (1996), Boxall and Purcell (2003), and Gerhart
(2005; 2007) have made comprehensive reviews of the
seminal work on the relationship between HRM
practices and firm performance as done by Arthur
(1994), MacDuffie (1995), and Ichniowskiet a/. (1997) in
manufacturing and by Batt (2002) in the service sector
and made similar conclusions.

The findings of various empirical studies seem
to converge at the conclusion that human resources
represent an asset that can be a source of competitive
advantage because they are difficult to duplicate by
competing firms and hard to substitute even within the
same firm and therefore recommend that SHRM
practices should be embraced by organizations in order
to be guaranteed of sustainable performance (Huselid,
1995; Huang, 1998; Dimba&K'Obonyo, 2009;
Abdulkadir, 2009, Njuguna, 2013; Kiiru, 2015; Begum,
2016).

¢) The Conceptual Framework

The relationship between strategic human
resource management practices and performance of
organizations is represented through the conceptual
framework below;



Capacity Building

e Traning

e Mentorship
e Coaching

e Workshops
e Seminars

e Team Building

Perfor mance M anagement
e Performance

appraisal/reviews
e Organizational goals
e Departmental targets
e Individual targets

Organizational Performance
e Effectiveness
o Efficiency
e Employee productivity
e Customer satisfaction
e Profitability

Motivation

e Incentive pay based on
performance

e Promotion on individual
performance

e Promotion on academic merit
e Certificates of merit
e Sponsorships/scholarships

Involvement in Decision Making

e Strategic planning

e Empowerment to make
decisions (decentralization)

e Consultation

e Problem solving

e New product/service
development

Figure 2.2: Conceptual Framework

[V.  RESEARCH METHODOLOGY

a) Research Design

This research was a case study of the National
Insurance Corporation of Eritrea since it is the only
insurance company in the country. The choice of this
corporation was informed by the fact that it is
considered as only corporations that declares its annual
financial statements and conducts annual general
meetings for shareholdersin Eritrea. The study employed

(Source. Researchers, 2017)

exploratory research in a bid to establish whether the
corporation had adopted SHRM practices. However,
since Saunders, Lewis and Thornhill (2007) argue that
no single design exists in isolation and further observe
that combining different designs in one study enables
triangulation and increases the validity of the findings,
this study used a combination of other research
designs; descriptive, explanatory, and cross-sectional
research design (Cooper & Schindler, 2008; Saunders,
2009).
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b) Sampling Design and Procedure

Since this was a case study, a survey was
conducted at the headquarters of NICE which is based
at Asmara. It was deemed that the responses at the
headquarters would mirror those at its two other
branches since corporate decisions are made at the
headquarters and cascaded to the branches. Since the
study population was small (73), a census survey was
employed.

c) Target Population

The target population for this study was seventy
three respondents from four departments at the National
Insurance Corporation of Eritrea at the headquarters in
Asmara. The unit of analysis therefore was the National
Insurance Corporation of Eritrea while the units of
observation were the departments: The General
Manager's Office, Administration, Technical, and
Finance.

Table 3.1: Distribution of the Study Population

Department Frequency | Number of Respondents | Percentage
General Manager's office 1 9 12.3
Administration 1 18 24.7
Technical 1 37 50.7
Finance 1 9 12.3
Total 4 73 100

d) Data Collection Instrurments

This study used questionnaires and interviews
to collect primary data. Interviews were conducted with
the general manager (CEO), administration and finance
managersin order to get their views on the role of SHRM
practices in relation to performance. Data from the
questionnaires complemented by data from interviews
are critical in enabling triangulation.

V. DISCUSSION ON THE FINDINGS

a) Analysis of the Response Rate

The researchers distributed 73 questionnaires
out of which 65 were received from the field. This
represented an overall successful response rate of 89%.
8 questionnaires representing (11%) were never
returned. According to Wimmer and Dominick (2006), a
response rate of 21% — 70% is acceptable for self-
administered questionnaires. It guarantees accuracy
and minimizes bias. Rogelberg and Stanton (2007)

(Source: Field Data, 2017)

assert that when cross-sectional studies of survey
design are conducted at the individual level, the
expected response rate is 50%. Ibid (2007) further
argues that for those studies carried out at the
organizational level, the appropriate response rate is
between 35 — 40%. Therefore, the above response rate
met this criterion hence it was appropriate for this study.

To address issues of possible variance,
Cronbach Alpha reliability test was conducted for all the
measures and its coefficients fell between 0.68 and
0.77, which is satisfactory for the exploratory study
(Nunnally, 1978). The Cronbach Alpha coefficient of the
nominal items was 0.878 indicating high reliability of the
scales used in the study thus depicting high internal
consistency among measurement items.

b) Respondents Biographic Inforrmation
For brevity and conciseness, Table 4.1 shows
the demographic characteristics of the respondents.

Table 4.1 Demographic Profiles of Respondents

Gender Frequency Percentage (%)
Male 31 47.7
Female 33 50.8
Missing 1 1.5
Total 65 100

Age
Less than 30 years 19 29.2
31-40 years 13 20.0
41-50 years 17 26.2
Above 50 years 15 23.1
Missing 1 1.5
Total 65 100
Education level

Below 12" grade 5 7.7
12" grade 20 30.8
Diploma 15 23.1
Bachelor’s degree 22 33.8
Master's degree 1 1.5
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Missing 2 3.1
Total 65 100
Department
Management 5 8.5
Finance 10 16.9
Administration 17 18.6
Technical 32 54.6
Missing 1 1.5
Total 65 100
Experience
Less than 5 years 22 37.3
5-10 years 9 153
11-15 years 4 3.4
Above 15 years 30 441
Total 65 100

The findings in Table 4.1 show the demographic
profiles of the respondents and summary statistics of
their distribution across these characteristics. In terms of
gender, the respondents were fairly distributed. There
were marginally more female respondents(50.8%) than
male (47.7%). This shows that gender parity has been
achieved in this corporation which is quite
commendable. This is consistent with the government’s
effort in promoting gender equity in all sectors of the
economy.

In terms of age, 19 (29.2%) of the respondents
were aged below 30 years while those aged between
31- 40 years were 13 (20.0%). These two age brackets
represented 49.2% of the total number of respondents
implying that the most active age of employees
comprised half of the population involved in this study.
17 respondents were aged 41-50 years representing
26.2% while those aged above 50 years were 15
representing 23.1 %. This is consistent with the public
sector career progression practices which lay emphasis
on experience and the number of years of service. The
age structure of the employees also creates an
opportunity for organizations to plan for succession so
that younger employees can take over from their
older colleagues.

Concerning the level of education, 7.7% (5) had
less than 12" grade education, 30.8% (20) had 12"
grade education, 23.1% (15)a diploma, 33.8% (22) had
a bachelor's degree while 1.5% (1) had a master’s
degree. Whereas it is appreciable that majority of the
corporations’ employees have a diploma or degree
education, it is of great concern that only one employee
has a master's degree in the entire corporation.
Strategic management of contemporary organizations
require the top management to have adequate level of
education coupled with experience in order to be able to
make complex unstructured decisions in a rapidly
changing and hypercompetitive business environment.

Source: (Survey Data, 2017)

On experience, 22 (33.8%) of the respondents
had experience of less than 5 years, 9 (13.8%) between
5-10 years, 4 (6.2%) between 11-15 years, and 30
(46.2%) over 15 years of experience at the corporation.
Whereas, almost half of the respondents had been with
the corporation for a long period (above 15 years), there
is a concern that the number of those who have worked
for the corporation for between 5-15 years is quite low,
implying a high turnover rate. It would be instructive for
the management to establish the cause of this high
turnover and come up with appropriate strategies to
encourage continuity. Otherwise, this trend, if not
checked will work to the detriment of the organization by
denying it the benefits of organizational learning, tacit
knowledge and institutional memory.

c) Objective 1. To establish the Strategic Human
Resource Management (SHRM) Practices at the
National Insurance Corporation of Eritrea (NICE).

Four SHRM practices were sampled: capacity
building, performance management, motivation, and
involvement in decision making. Since this study was
exploratory in nature, categorical data were sought with
regard to whether the corporation engages in SHRM
practices.

i. Strategic Human Resource Management practice 1.
Capacity Building

Table 4.2 shows the

respondents on capacity building:

results from the
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Table 4.2: Capacity Building

SHRM Practices Response Frequency Percentage
1 Trainin Yes o1 85
' 9 No 14 215
2 Seminars ves 32 492
) No 31 47.7
Yes 16 24.6
3. Workshops No 48 738
- . Yes 47 72.3
4, Team building Activities NG 15 53 1
. Yes 51 78.5
5. Team Working No 13 50.0
. . Yes 44 67.7
6. Sponsorship/Scholarship No 20 308
. Yes 43 66.2
7. Coaching No 20 308
. Yes 45 69.2
8. Mentoring No 18 577

From Table 4.2 above, respondents agreed that
majority of the capacity building practices are available
at the corporation except for workshops where 73.8%
indicated that workshops are not conducted. There was
mixed response on the availability of seminars as 49.2%
indicated that seminars were conducted while 47.7%
indicated that seminars were conducted. The
management ought to ensure harmony in the execution
of SHRM practices across all departments.

ii. Aesults from the Interview on Capacity Building

Under this SHRM practice, the researchers
sought to find out the policies/guidelines that are in
place with regard to capacity building and what
adjustments/improvements can be made.

It was reported that NICE used to recruit staff
from the market until 2005 when the government started
assigning workers to government organizations as part
of their requirement for national service. This direct
assignment of staff poses some challenges because the
required skills-set by the corporation may not be met.
The above challenge notwithstanding, it was noted that
once personnel are assigned to the corporation, the new
staff are taken through an orientation of the corporation
for a period of between two weeks to one month in order
to have a holistic view of the corporation. After the
orientation, they are assigned to various departments
which offer on-the-job training consequently acting as a
platform for coaching and mentorship.

In order to improve capacity building, the
corporation offers continuous training on insurance
through experienced internal staff and occasionally
invites guest trainers from outside the corporation.
Selected staff (especially from the technical department)
are sent abroad for short-term training (usually a month)
in Kenya at the National Insurance Academy - NIA) and
Indian Insurance Academy. Promising and performing
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employees are also sponsored for long-term training at
the Chartered Insurance Institute (Cll) for certificate,
diploma and advanced diploma programs.

Whereas the aforementioned practices are
commendable, a few shortcomings were also brought to
the fore: lack of clear capacity building policy (no
formalized or written policy), lack of well-designed
mentorship programs; in most cases, there is no job
description for the employees, no job rotations, no
training manuals and the absence of a strategic plan for
the corporation.

Concerning institutionalizing capacity building
at NICE, it is suggested that a more deliberate approach
requires to be embraced. This can be achieved through
developing a HR strategic plan as well as the strategic
plan for the entire organization. Moreover, training needs
ought to be assessed and identified before rolling out
training programs. Additionally, there should be
continuous evaluation of the effectiveness and efficiency
of capacity building programs in order to help achieve
corporation’s strategic goals.

iii. Strategic Human Resource Management practice 2:
Performance Managerment

Table 4.3 shows the results

respondents on performance management:

from the



Table 4.3 Performance Management

SHRM Practices Response Frequency Percentage

1. Performance Appraisals ves 45 69.2

No 17 26.2
2. Setting Organizational Goals T\lecf ?:' ?g;
3. Review of Organizational Goals Achievement T\leos :'2 ;g?
4. Setting Departmental Targets T\leos ?g ;?2
5. Review of Departmental Targets Achievement T\Ieos ;1; ;gg
6. Setting Individual Targets T\‘ej gl g;;
7. Review of Individual Targets Achievement T\‘e; 2573 gg;

On performance management, respondents
indicated that the corporation engages in a number of
SHRM practices. However, majority (52.3%) indicated
that individual targets were not a common performance
management feature with 56.9% also indicating that
individual performance reviews were not a feature of the
corporation. The almost 50-50% agreement or
disagreement on whether individual targets and reviews
of individual performance were features of the
corporation were as a result of varied responses from
different departments. Therefore, there is need for the
management to harmonize human resource practices
across all the departments in the corporation.

iv. Results from the Interview on Performance
Management

Under this SHRM practice, the researchers
sought to establish the management’'s view on
performance management practices in the corporation,
policies/guidelines that are in place with regard to
performance appraisals, frequency of performance
appraisals and the relationship between performance
management and organizational performance.

The interviews revealed that the corporation has
not done very well in performance appraisal even
though it has made some appreciable efforts. For
instance, the corporation has engaged the services of
consultants in this endeavor, the management team
puts together observations on employees’ performance
and use it as a basis for selecting best performers who
are in turn rewarded in a number of ways: Every year
employees ranging from 1 up to 5 are identified and
granted bonuses ranging from 85% to 100% of their
salary and sometimes even more. Moreover, workers
who are voted as the best performers are considered for
sponsorships or scholarships as well as for short term
training programs.

Source: (Survey Data, 2017)

Additionally, to promote  proper time
management, the management uses an attendance
register that captures the time-in and time-out which all
employees have to fill daily. Moreover, the management
doesn’t pay any overtime and therefore employees must
finish their chores within the working hours and any
overtime is at the expense of the worker. There is also a
Board of Management Charter that guides the working
relationship between the board of management and the
workers. There are also various committees and they
also have charters.

However, these performance management
practices notwithstanding, it was established that
performance management has not been institutionalized
in the corporation as the work of assessing employees’
performance is impeded by a myriad of factors which
include but not limited to inadequate qualified personnel
to conduct objective performance appraisals; the fact
that employees are deployed by the government to
institutions or organizations they may not have been
interested in and in many occasions, which they do not
have the requisite skills or background knowledge
and/or training in impedes objective performance
assessment; absence of job description owing to labor
shortage which forces the corporation to reassign staff
duties on a contingency basis. Moreover, supervisor's
leniency during performance evaluation, although they
are seldom, hampers objectivity thus rendering the
practice invalid. It was also revealed that the limited
practices of the formal performance evaluation criteria
as well as absence of formal performance appraisal
guidelines/policies  are  major  bottlenecks  to
performance management.

v. Strategic Human Resource Management practice 3:

Motivation
Table 4.4 shows
respondents on motivation:

the results from the
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Table 4.4 Motivation

SHRM Practices Response Frequency Percentage

1. | Incentive pay linked to individual performance Yes 28 43.1

No 36 55.4
2. Promotion based on academic achievement T\Ieos gg ggg
3. Motivation based on individual performance T\Ieos gg 4512;1
4, Verbal commendation T\leos gg ggg
5. Letters of appreciation T\leos li 23?
6. Certificates of Merit T\leos 3(1) ig;
7. Get-togethers T\leos 569 99028
8. Gifts during special holidays/ Occasions T\leos gg ggg

The results of Table 4.4 show that most of the
items under motivation received a NO response with
55.4% of the respondents indicating that remuneration is
not linked to individual performance, 53.4% indicated
that they never receive verbal commendation from their
bosses; 67.7% indicated that workers do not receive
letters of appreciation; 60% indicated that gifts during
special holidays/occasions/anniversaries are never
shared. There was ambivalence in terms of whether
certificates of merit are given to employees or not with
47.7% indicating that they are issued while 46.2%
indicated that they are not issued. This again is a
reflection of policy inconsistencies across departments,
an issue the management requires to expeditiously
address. Generally, the corporation is not doing well in
the area of motivation as five (5) out of eight (8) items
under motivation were answered in the negative.
Motivation is a critical component of employee
performance and it is highly recommended that the
management addresses this domain if it has to achieve
sustainable performance.

vi. Results from the Interview on Motivation

Under this SHRM practice, the researchers
sought to establish the management’s views on the
motivation practices in place, policies/guidelines that are
in place with regard to motivation, and the design and
review of the pay system.

Regarding motivation  practices, it was
established that the corporation engages in the
following: bonuses to well performing employees,
salaries are slightly higher than for other corporations or
institutions in the country, sponsorship for evening
classes and short courses, scholarships for the award of
certificate courses, diploma courses, and advanced
diploma courses that are offered by the Chartered
Insurance Institute, upgrading qualifications at the
College of Business and Economics — Halhale, a fairly
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good budget for motivation purposes, get-together
parties (retreats), and letters of appreciation at the end
of the year. Other motivation activities include selling
shares to employees, providing children’s facility for
working mothers, offering transport for working mothers
and children, and membership of workers with the
labor union.

Concerning the pay system design and the
frequency of review, it was revealed that NICE pay
system was taken over from Ethiopian Insurance after
independence and was upgraded in 2004. The salary
scale/grades puts into consideration merits, experience
and the internal (country) market situation. The salary
scale is comparable to other highly paying sectors like
mining. Salary reviews are conducted after every two
years to ensure they reflect the labor market and cost
of living.

With  regard to promotion of career
development, it was established that the opportunities
for promotion or career development are few and tight
owing to factors such as labor shortage thus making it
difficult to release staff for long periods for studies; the
challenge of brain drain to limit the number of people
going out of the country for studies. Another challenge is
the lack of expansion of the insurance industry due to
government policies restricting importation of motor
vehicles, which are the main sources of insurance cover
(currently about 60,000), few industries, and generally
very few insurance products offered to the market.

d) Strategic Human Resource Management practice 4.
Involvernent in Decision Making
Table 4.5 shows the results from the
respondents on involvement in decision making.



Table 4.5: Involvement in Decision Making

SHRM Practices Response | Frequency | Percentage
1 Employees are consulted regarding corporation’s matters ves 40 61.5
' ploy garding corp No 24 369
. - Yes 34 52.3
2. Empowerment of workers to make certain decisions No 57 5
3 Involvement in strategic plannin ves 32 49.2
' gic planning No 31 47.7
4 Involvement in corporation’s problem-solvin ves a4 67.7
' P P 9 No 20 30.8
. Yes 46 70.8
5. Engagement in new product development No 18 577

Table 4.5 above shows that the corporation
involves the employees in decision making except in
strategic planning where opinion was divided at almost
50-50% with some employees (49.2%) indicating that
they are involved in strategic planning while 47.7%
indicated that they are not involved in strategic planning.
This result can be attributed to the fact that the
corporation holds strategic planning meetings; some
even facilitated by external experts although it has never
engaged in formal strategic planning. The interview
results further revealed that strategic planning is ad hoc
and there is no documented Strategic Plan for the
corporation.

i. Results from the Interview on Involvement in
Decision Making

Under this SHRM practice, the researchers
sought to establish the management’s views on the level
of employee involvement in decision making in the
corporation  through  the  following  practices:
development and review of strategic plan, level of
centralization or decentralization of decision making,
empowerment of employees to make decisions
pertaining their respective areas, and involvement of
employees in solving organizational problems.

Decision making is divided into structured,
semi-structured and unstructured decisions. The
supervisors (line managers) make structured or routine
decisions, the middle level managers (heads of
departments) make semi-structured decisions while the
top management (CEO and the Board of Directors)
make unstructured decisions. The interview revealed
that managers at different levels of the hierarchy are
empowered to make decisions touching on their
departments.

However, cross-cutting and other critical
decisions must be vetoed and approved by the top
management.

The interview revealed the following: the
corporation doesn’'t engage in formalized strategic
planning. As a matter of fact, the corporation doesn’t
have a strategic plan and consequently there are no
strategic plan reviews. The reasons given for the
corporation not engaging in strategic planning were that

Source:  (Survey Data, 2077)

the corporation is the only insurance company in the
country and therefore did not have any competitors
(danger of monopoly). The management also appeared
not to strongly believe in the value of a written down
(formal) strategic plan. The danger of the absence of a
formal strategic plan which would otherwise focus the
organization on short- , medium-, and long-term goals
reduces the focus of management to operational or
short-term plans.

In terms of empowering employees on decision
making, NICE involves senior staff, supervisors and
professionals in solving corporation’s problems, for
instance, identifying best performing employees for the
award of bonuses. Departmental managers are
empowered and mandated to perform within defined
authority; for example, the technical manager and
agents can make independent monetary decisions
worth 10 million and 2 million Nakfas respectively.
However, monetary decisions worth 500 million Nakfas
and above require the approval of the top management.
Currently, there is an independent project team for
introducing IT in the corporation’s operations. The team
completely owns the technology and is working along
with three Indian technicians and only consults with the
management for clarification on certain pertinent issues
that require incorporation in the design of the system.
The corporation has also allowed the employees to be
unionized and consequently, the labor union is involved
in reviewing remuneration and benefits on behalf
of employees.

e) Objective 2: The Establish the Extent to which
SHRM Influences Organizational Performance
Respondents were requested to express their
opinions on the relationship between SHRM and
organizational performance by using the five-point Likert
scale with1=strongly disagree and 5=strongly agree.
Responses on scales 1-3; strongly disagree, disagree,
and somewhat agree were coded as indicators of poor
performance while responses on scales 4 and 5; agree
and strongly agree were coded as indicators of good
performance. Table 4.6 below shows the frequencies
relating to different measures of performance at NICE.
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Table 4.6: SHRM and Perceived Organizational Performance

Performance Measure Response Frequency Percentage
1 Relevance to corporation’s goals Good o4 g3.1
: P 9 Poor 10 15.4
. - o Good 53 81.5
2. Linkage to Vision and mission Poor 1 168
, o Good 49 75.4
3. Worker’s productivity Poor 6 546
o . - Good 51 78.5
4. Reduction in operation costs (efficiency) Poor 1 16
. - . Good 54 83.1
5. | Attainment of corporation’s goals (effectiveness) Poor 1 169
6 Innovativeness Good 43 €6.2
) Poor 22 33.8
. Good 52 80
7. Good customer service Poor 13 50
. Good 48 73.9
8. Quick response to customer needs Poor 17 56.1
9 Employees’ competitiveness Good 45 €9.2
- ploy P Poor 20 308
10 . . Good 47 72.3
. Adaptability to environmental changes Poor 18 577
11 N Good 54 83.1
Profitability Poor n 16.9
Good 52 80
Overall Performance Poor 15 185

Results of Table 4.6 reveal that employees
strongly agree that SHRM are critical in enhancing
organizational performance as all the measures of
organizational performance were highly scored. In the
overall performance, 80% of the respondents agreed
that SHRM practices are correlated with good
organizational performance. Owing to this finding, it is
highly recommended that the management comes up
with appropriate strategies to institutionalize SHRM
practices in its operations for sustainable performance.

i. Hesulls from the Interviews on Organizational
Performance

Under this facet, the researchers sought to
establish the management’s views on the relationship
between SHRM practices and performance of the
corporation and whether there were key performance
outcomes attributable to SHRM practices.

The interviews revealed that the corporation has
performed modestly compared to the peers in the
region. The cause of this modest performance was
attributed to lack of competition as NICE is the only
insurance company in FEritrea. Lack of qualified
employees was cited as another factor due to
government’s policy of assigning graduates from all
academic levels to organizations without matching them
with  their human resources needs. To manage
performance, the corporation benchmarks with
insurance from the region such as those in Kenya,
Ethiopia, Tanzania, and South Sudan; it considers the
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percentage of the insurance administrative costs as a
benchmark in the region which average 15%, 12%, 18%
& 35% for Kenya, Ethiopia, Tanzania, and South Sudan
respectively. The corporation also makes performance
projections on the basis of the profits for the previous
years (trend analysis).

VI.  SUMMARY OF THE FINDINGS,
CONCLUSIONS, AND RECOMMENDATIONS

This exploratory study revealed the following:
the corporation has embraced a number of SHRM
practices but they are not being implemented in a
systematic manner due to lack of clear formal
policies/guidelines on how they are supposed to be
implemented across all departments. The corporation
has attained gender parity (females (50.8%) and males
(47.7%) in terms of placement, which is quite
commendable. The corporation doesn’t have a formal
(written down) strategic plan which could be
instrumental in setting corporation-wide performance
targets as well as departmental targets and also provide
metrics for evaluating organizational performance.
Absence of a strategic plan could also be denying the
managers the impetus to vigorously implement the
SHRM practices.

The corporation requires improvement in the
area of motivation as majority of the respondents
indicated that most of the practices under motivation are
not in place. In addition, there is the problem of



inadequate as well as lack of highly qualified personnel;
only one employee in the entire corporation had a
master’s degree. Moreover, there was no employee who
had undertaken a course in actuarial science, which is
insurance-specific. It was also apparent that there was a
problem of staff mobility evidenced by the few number
of employees with a working experience of between 5-
15 years at the corporation.

a) Recommendations

Owing to the findings of this exploratory study,

the following recommendations are deemed worthy of
consideration:

1.

The management should consider the importance
of a formal strategic plan because: It clearly spells
out the vision and the mission of the corporation as
well as its core values; it sets out corporation-wide
performance targets as well as departmental
targets; it provides metrics against which to
evaluate organizational performance; it guides
budgeting and resource allocation; it prevents
managers from arbitrarily introducing new products
or programs that are not in tandem with the
corporation’s goals/objectives; and it enhances
focus, commitment and discipline in the optimal
utilization of resources; be they human, financial, or
technological in a bid to achieve both short-term
and long-term corporate objectives.

The Corporation should consider working together
with the Eritrean Centre of Organizational Excellence
(ERCOE), which can be instrumental in helping out
in developing a strategic plan as well as training.
Enhance capacity building by utilizing both qualified
internal staff as well as external experts to train staff
based on training needs assessment.

To come up with formal policies on the
implementation of SHRM practices in the entire
corporation and strategies to institutionalize them.
To address the problem of lack of insurance
experts, the management of the corporation should
consider requesting the government through the
Commission for Higher Education (CHE) to
introduce a degree course in actuarial science in the
order to train insurance experts.
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On Normalization Performance Scores Models:
An lllustrative Case Study

Mncedisi Michael Willie

Abstract- Problem Siatement: Performance Management
System (PMS) applies to all companies. It is a system that has
been in existence for decades and, yet Human Resources
professionals and managers have the difficult task of ensuring
that it produces results intended for. One of the limitations
currently is that models used to measure performance are
subjective and methodologies such as normalization of
performance scores are not applied consistently nor have
some limitations.

Methodology: This study design was a retrospective case
study on a one-year performance review data. The hypothesis
in the current study was that the modified normalization
performance scores models reduces bias and performs better
than the normalization score models. Final year-end
performance scores for individual employees were used to
assess four models.

Results: The results showed no significant differences between
the four models. Therefore, the modifying normalization
performance scores did not improve the model. These results
also revealed precincts of forced distribution such as the size
of the business unit or organization and lastly, the employee-
supervisor consequence.

Recommendations/Value.: Alternative approaches other than
normalization of performance scores need to be considered in
measuring performance. These methods need to adjust for
factors such as the supervisor or manager influence, the
complexity of the job, the variations in the job functions and
the business unit size.

Keywords.  performance management, management
education, normalization, business management and
research.

I. [NTRODUCTION

Derformance Management is a process of defining
clear organizational objectives for employees and
regularly review their actual performance against
set targets. One of the vital stages in the process is to
eventually reward high performers and also identify non-
performers with an objective of employing interventions
to help them improve. High performers are generally
rewarded in monetary or non-monetary form. Rewarding
of high performing employees is subject to policies and
performance standards that are defined at
organizational level. Effectiveness of organizations is
achieved through improving the performance of staff by
continuously developing their capabilities.
Performance  management remains  an
important aspect of connecting people management to

Author: Multinum, Post Net Suite 427, Private Bag X 32, Lynwoodridge,
0040, South Africa. e-mail: mwillie@multinum.co.za

the overall performance of the organization. There is
extensive literature that links performance management
to the overall strategy of the organization (Callaghan,
2005; Adler, 2011; Chau, 2008). According to Saravanja
(2010), Performance Management has to be
approached from an integrated perspective, where there
is synergy between the performance management
system and strategic planning. PMS is an important part
of the performance management process as these
systems consist of measuring and monitoring the
achievement of the goals through clearly defined key
performance indicators.

In recent years South African private companies
and most government entities have increasingly started
to link reward to performance (Callghan, 2005; Bhengu,
2012). On the international front, large organizations are
achieving better results and employee engagement by
linking reward directly to performance (Shah et al., 2012;
Armstrong, 2010). A study by Lawler et al. (2012) found
that bonuses and salary increases tied to performance
appraisals are associated with better organizational
performance.

O’Callaghan (2005) listed factors that are often
not addressed in organizations and eventually upshot in
a destructive performance management processes. The
author further specified that performance management
should be a process that incorporates the following:

e Planning Performance: setting Key Performance
Area’s (KPA's), objectives and standards that
include corporate strategy and development plans

e Maintaining Performance: monitoring, feedback,
coaching, mentoring and regular interactions
regarding goal achievement

e Reviewing Performance: formal feedback and

ratings to evaluate performance
e Rewarding of Performance: increases, bonuses,
incentives, etc.

Another body of literature depicts performance
management process asanintricate process due to
some reasons, one of them being that the direct reward
(or the withholding thereof) for performance may impact
on the employee’s motivation to perform better (or
worse).  Furthermore, a  performance  reward
management system that lacks objectivity might
become unsustainable or controversial.

Leneburg (2012) discussed the methods and
factors that may adversely impact the objectivity of PMS.
The four rating errors described by the author include
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strictness, leniency, central tendency, the halo effect
and, recent events. The rating scale method is the most
common method of recording and evaluating
employees and for deciding promotions and annual
increases. These methods continue to attract
controversy due to bias as well as inconsistencies when
implemented.

Normalization of scores commonly compares
and standardizes performance scores of individuals
belonging to different business functions in an
organization. A recent study by Sarkar et al (2011)
proposed a modified methodology of normalization of
scores. In an illustrative example the author found that
the modified methodology reduced bias in the form of
association between the rank of an individual and the
organization.

A study by Vaishnav and Denos (2005)
discussed limitations associated with normalization of
scores in the PMS. The authors warned that a PMS that
employs normalization of scores methodology needs to
be adjusted for supervisor or manager effect. Zewotir
(2012) argued that unless the same supervisor is
evaluating all employees in the organization, then there
is likely a bias effect that could possibly be introduced in
the process. The author further noted that the supervisor
influence were a significant factor that could not be
ignored in any employees' performance appraisal.

In the current study, we conducted a
comparison analysis between the normalization and
modified normalization of a performance score model.
The modified model was proposed by Sarkar et al.
(2011) as a better model that reduces bias.

The objective of the current research was to
assess one of the key pillars of an effective performance
management process, namely the rewarding of
performance (O’Callaghan, 2005). The hypothesis was
that the modified normalization of scores methodology
reduced bias and was not coupled with factors such as
job complexity, variances in job functions and the
supervisors’ effects. For the purpose of the current
article, factors such as job complexity and the
supervisors’ effects were not explored in detail
Therefore, the primary objective of the study was to
illustrate the use of a bell curve to assess the overall
performance of employees for the 2011 financial year,
secondary was to compare the ordinal normalization
scoring processes and the modified methodology.

[I. METHODS

a) Research Population and Sample

The investments company included in the
current study was a consulting firm that consisted of
over a 100 employees employed across 18 business
units. As a part of the performance management
assessment, employees were assessed for performance
reflecting the 2011 financial year. The study included

© 2018 Global Journals

both mid-year and final assessments and the average of
the two scores was used in the analysis.

b) Procedure

There is comprehensive literature  on
performance rating methods, a study by Stewart et al
(2010) describes a plethora of performance terms.
These include terms like forced distribution, forced
ranking system, bell curve, group ordering and normal
distribution. These are often used in performance
evaluation systems to rate and rank employees
performance. Many organizations make use of these
rating systems where performance scores of various
functions are combined, irrespective of outliers (Sarkar
et al, 2011). The -current research adapted a
methodology employed by Sarkar at al. (2011) and
considers grading range and corresponding incentive
level as depicted in table 1 below.

Table 1 further depicts that employees who
obtained scores less than 46do not meet the minimum
criteria for financial incentive reward and these were
denoted as underperformers. Employees that obtained
performance scores of more than 80 points were
regarded as outstanding performers and qualified for a
performance bonus factor of 10%.

Table 1. Performance Grading and Incentive Levels

Grading range | Incentive level
[0-45] 0%
[46-55] 7%
[56-69] 8%
[70-79] 9%
[80+] 10%

¢) Data Analysis Method

The study design was a retrospective case
study which compared four performance models, these
models followed forced (normal) distribution function.
The hypothesis in the current study was that the
modified normalization performance score models
reduced bias and performed better than the
normalization score models. In this study descriptive
statistics including frequencies and mean ratings
scores. Final year-end performance scores for individual
employees were then used to assess the three models.
Significance was at 5% level and, the analysis was
conducted on both (SAS, 9.2) and Stata 12.0 statistics
packages.

d) Model Specification

There is extensive literature on the use of a
Gaussian (Normal) distribution to measure individual
performance. These practices are particularly prevalent
in the field of human resources management,
organizational behavior, and industrial and
organizational psychology. The assumption made was
that individual performance follows a Gaussian (normal)



distribution in the form of a bell curve with the majority of
performers  clustered around the mean. This
predisposed organizational practices for a while now.
The normal distribution, sometimes denoted as a forced
distribution would assume that there would be a small
number of non-performers and a small number of high
performers. The majority of individuals would be the
average performers clustered around the mean (Stewart
et al., 2010; Harbring et al., 2010).

Box 1 below depicts an example of a forced
distribution schema.

Box 1. Forced Distribution Scheme adapted from
Grote (2005)

As per normal distribution, high performers are
selected if they scored more than the average + 'Z
times the standard deviation. The “Z' value depicts the
standardized normal variable or the Z score.

For example, to identify the top 10% of
employees, the Z score will be 1.28155 (Sakar et al,
2011). The normalization of scores was the
methodology employed in the current research and,
scores were used to determine which employees
qualified for performance incentives such as bonuses or
annual increases.

Normalization of performance scores was
denoted by Model 1 (M1). Model2, Model 3 and Model 4
[M2-M4] are modifications of M1 and are subject to

1 [
Lovel Ranklnlgl Scheme : fanic different characteristics as depicted in Equation 1.
1| Does not meet minimum requirements 5 In Table 2 below, the Z-score in Equation 1 was
2 Not yet effective 20 derived for each business unit and, the final comparable
3 Effective 50 score for the respective Models were calculated for each
a Very effective 20 employee as follows:
5 Clearly outstanding 5
Comparable score = overall average +Z score x overall standard deviation M
Table 2: Model Description
Model Adjustments
Model 1(M1) None
Model 2 (M2) | Comparative scores based on Model 2
Comparative scores based on Model 3. Re-classification of business units to attain effective size per
business unit. Desired number of business units was 5. Re-classification of business units ‘classes’
Model 3 (M3) | were purely based on the size effect. Therefore job complexity between professions and professionals
of the level of qualification were not accounted for.
Comparative scores based on Model 4. Reclassification of business units to attain effective size per
Model 4 (M4 business unit. Desired number of business units was 4. Re-classifications of ‘classes’ business units
odel 4 (M4) were purely based on the size effect. Therefore job complexity between professions and professionals
of the level of qualification was not accounted for.

[1I.  RESULTS

a) Descriptive Analysis

The final analysis included a sub-sample of 94
employees out of a sample of 95 employees from 18
business units. This represented 98.9% of all
employees. The average mean score was 70.3 with 95%
Cl (68.5, 72.1) for the sample and 70.6with 95% CI (68.9,
72.3) for the sub-sample. Table3 below also depicts a
median score of 72 for both the sample and sub-
sample.

Table 3: Descriptive statistics of the scores

. Lower 95% Upper 95%
N | Median | Mean CL for Mean | CL for Mean
95 72 70.3 68.5 721
94 72 70.6 68.9 72.3

Figure 1 below depicts a distribution function of
the total scores and, a Whisker Box plot for the sample
which also shows an outlier. The sample was also

assessed for normality and, we subsequently rejected
the null hypothesis (p-value=0.0237). Therefore,
performance scores of the total population does not
follow a normally distributed.
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Figure 1. Distribution of scores and Whisker Box Plot for the sample, n=95

The identified outliers were further removed in  subsample analysis scores followed a normal
the sub-sample data and, scores were re-tested for  distribution.
normality.
Table 4 below depicts Skewness/Kurtosis tests
for normality which were not significant; therefore the
Table 4. Skewness/Kurtosis tests for Normality, n=94
Variable n Pr(Skewness) Pr(Kurtosis) Adjchi2(2) P-value
M1 94 0.057 0.3867 4.46 0.1074

Normalization of performance denoted as M1
were compared to incentive levels given in Table 1.
Model M2 was a modification of Model 1 as outlined by
Sarkar et al. (2011). Models M3 and M4 were a
modification of M1 and were based on the re-
classification of business units ‘classes’.

Models M3 and M4 were re-classified and the
desired sample for each business unit was obtained.

Comparable score = overall average +Z score x overall standard deviation

Table 5 below depicts descriptive statistics
computed for each model. There were no significant
differences in the average scores between the four
models: 70.6 95% CI (69.1-72.1) compared to 70.6 95%
Cl (68.9-72.3), 70.6 95% CI (69.0-72.2), 70.6 95% CI
(68.9-72.3) of M1, M3 and, M4 respectively.

A noteworthy feature of the data was that there
was less variation in M2 (SD=5.93) when compared to

This was done to test the size effect between the
different business units.

In M2, M3 and M4 the Z-score for each
business unit were computed and the final comparable
score for respective Model was calculated for each
employee as follows:

(2

other models, which were significantly higher. The
average number of employees per business unit was
higher for M3 and M4, and the effect of reclassification
of the business seemed to have had an impact only on
M3. Normality tests for the four models are shown in
Table 5 below.

Table 5. Descriptive Analysis of adjusting for different models

Model Class level Total score
Number of Business | Average Number of Employees per R Mean | Std. Range
. . : ange .
functions Business function score | Dev. | (Min-Max)
M1 18 5 2-9 70.61 | 8.23 51-87
M2 18 5 2-9 70.64 | 593 57-82
M3 5 19 8-39 | 70.63 | 8.01 53-84
M4 4 24 14-36 | 70.61 | 8.07 51-87

We cannot reject the hypothesis that M1, M2
and, M4 are normally distributed but we also cannot

© 2018 Global Journals

reject the hypothesis that M3 is normally distributed at
5% level.



The kurtosis for M3 was 0.0228 with a p-value of
0.0229, which indicated that it was significantly different
from the kurtosis of a normal distribution. However, we

cannot reject the hypothesis that M3 is normally
distributed on the basis of skewness alone. Therefore,
all four models follow a normal distribution.

Table 6: Skewness/Kurtosis tests for Normality for M1-M4, n=94

Variable | Pr(Skewness) | Pr(Kurtosis) | adjchi2(2) | P-value
M1 0.057 0.3867 4.46 0.1074
M2 0.1202 0.3118 3.54 0.1703
M3 0.1122 0.0228 7.06 0.0293
M4 0.1428 0.3022 3.31 0.1914

Figure 2 below depicts the assessment between the four models.

The sub-sample data on the four models do not have outliers and, its symmetric box implied that the scores

appeared to be normally distributed.
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Figure 2: Distribution of Performance Models M1-M4

In Table 1 above and Table 7 below, we
illustrated the model matrix of sample representation of
performers per model and incentive level. The results
showed that model M2 followed a contrary outcome

when compared to the other models where only a few
ratings obtained a 10% incentive reward. Another
noteworthy feature of model M2 was that there were no
7% incentive rewards.

Table 7: Model Matrix, sample representation of performers by grading level

Incentive Level

10 12% 2%

14%

10%

The top-ranked (9% incentive) as depicted in
Table 1;Figures 3, 4 and five below shows a comparison
analysis between the four models to assess the effect
on performance incentives. These results indicated that
the interquartile range (IQR) was smaller for model M1
when compared to model M2, M3 and, M4. IQR of 11.6,
11.7 and 12.1 indicated a widening interquartile range.

The figures below indicated that they was bias
in comparison of M1 and M2, and M3 and M4. The size
effect was evident in the comparison analysis between
M1 and M2, where the modified model M2 was more
bias towards 3 of the 18 business units with an effect
rate of 0.17.

The comparison analysis between M1 and M3
was more bias towards BB4 and BB5 with an effect rate
of 0.4. Comparisons between M1 and M4 were bias
towards business BBBU3 and BBBU4 with an effect
rate of 0.5.

Overall, there were significant differences in the
mean number of performers subject to incentive: M1
and M2 with 3.45 95% Cl (2.316-4.59) vs. 3.36 95% ClI
(2.11-4.61). Comparisons between M1 and M4 yielded a
slightly higher with the average score of nearly three
times more at 8.4 95% Cl (2.28-14.52) vs. 9.0 95% ClI
(4.03-13.97).
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The average number reward increased further
between M1 and M4 with the average number of

performer: 11.25 95% CI (3.08-19.40) vs. 11.25 95% ClI
(8.31-19.19).
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Figure 4: M1 & M3
IV.  DISCUSSION

The purpose of this research was to review
performance management models by comparing
performance normalization scores to  modified
performance scores. The first approach in the analysis
was to test the data for adequate statistical distribution,
in this case is the normal distribution. Outliers were
identified and removed from the final dataset as a
results are duced sample of 94 observations followed a
normal distribution. The total sample used represented
98.9% of all the data. Overall performance scores in all
the four models followed a normal distribution.

© 2018 Global Journals

Figure 5: M1 & M4

The study showed that when adjusting for both
average and above average performers; approximately
85% of the employees were considered based on M1,
and 83%of the employees were constructed from M2,
Performance analysis between the two models
illustrated that more than two-thirds of the employee’s
performances were related to the reward system. There
were also no significant differences at business unit
levels on the number of employees who qualified for
performance rewards. Therefore, the four models
depicted similar results overall.

These results were not consistent with the
findings of the study by Sarkar et al (2011). The author
found that modification of the normalization of scores



reduced bias. Similarly, when adjusting for different
performance incentive levels as well as business units,
the data showed similar results between the models.
This particular finding was consistent with a study by
Harbringet al.(2010). The author found that the
introduction of forced distribution led to short-term
performance increase. It is important to note though that
the sample size of the study conducted by Sarkar et al.
(2011) was higher than in this research. Thus, a bigger
sample size could potentially improve the findings of this
research.

The results in this study revealed that there was
bias when comparison model M1 and M2, and M3
andM4. Size effect was noted when comparing model
M1 to model M2, where the modified model M2 was
more biased towards 3 of the 18 business units.
Comparison analysis between M1 and M3 was more
biased towards BB4 and BB5. The comparison between
M1 and M4 was biased towards business BBBU3 and
BBBUA4.

It is stated in the literature that for the
normalization of scores system to have statistical validity
there must be a large number of employees in the pool
(Stewart et al., 2010; Abelson, 2001). A sample size of
30 or more is considered appropriate; however if fewer
than that, then confidence in the predictive power of the
bell curve begins to diminish sharply according to the
central limit theorem. Therefore, smaller companies
avoid force-fitting employees to the bell curves.

The effect of size within the business units also
has an effect on the manager’s social preferences. A
study by Willie (2014) presented that business units with
a significantly small number of employees resulted in a
performance rate of 100%. This potentially indicate that
there may be a positive association between actual
performance of the team within the unit, job complexity
or to other factors such as the managers effect which
was not explored further in the current research. A study
by Harbringet al.(2010) found out that the manager’s
social preferences on ratings had a substantial impact
on the rating behaviors, these social preferences were
not picked up by forced distribution. This finding
illustrates a need to consider other factors that
introduced bias in the PMS.

Finally, the current study noted that the
normalization of scores was used across the
organization irrespective of the sample size of the
different business units. Stewartet al (2010) warned
against the use of scores across all departments, in
particular, those that differ in size and job complexity.
He further narrates that such practice might be
problematic and maybe an unfair comparison. In the
current research work, we illustrated that modification of
the normalization of performance scores did not
necessarily reduce bias. There is an existing literature on
alternative approaches to measuring performance other
than the forced distribution, Burger (2006) depicted

some of these possible alternatives. We recommend
that the use of forced distribution to assess performance
be considered in concurrence with other relevant recent
methodologies, in particular when issues of bias
may exist.

V. CONCLUSION

The current study illustrated that despite the
controversies in methodological issues such as the use
of normalization of scores; most organizations still
implement this method. This research revealed that the
modification of this model did not necessarily reduce
bias. Therefore, the modification of the bell-curve; such
as the model employed in the current study needs to
take into account factors, such as supervisor's/
manager's effect which need to be accounted for when
rewarding employees.

The complexity of the job and the size of the
organization, inter (intra)-differences between the
businesses units remain a contributing factor. The size
the business units were also noted as one of the critical
factors. Therefore, size effect of the business units need
to be adjusted for in the performance reward incentive
scheme; whether the motive is a reward based or
penalty based, this will ultimately fail in its intended
purpose of improving employees' overall performance.

A reward system for performance remains an
integrated performance management process. In the
current study we did not conduct a comprehensive
assessment of employees who underperformed.
Therefore, interventions employed by companies to
assist underperformers still need to be explored further.

Finally, alternative statistical methods can also
be applied as an alternative to normalization of
performance scores. Advanced statistical methods such
as linear mixed modelling have been applied in annual
performance evaluations. These methods have been
shown to reduce supervisor's/managers based effects.
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Organisational Culture and Dynamics

Hillary Odiakaose ODOR

Abslract- Every organisation has something unique about the
way it operates. It is that uniqueness that every other
organisation uses as a mark of distinction in describing that
organisation. The ways an organisation operates vis a vis, its
beliefs, values and assumptions is what | have conceptualized
as organisational culture. The culture of an organisation, to a
very large extent, determines the performance of the
individuals that work in that organisation and by extension, the
organisational performance. This paper takes an in-depth
review of the relationships between some organisational
culture parameters and individual performance, organisational
performance and sustainability. From the extant literature, it till
stand to reason that organisations should focus on that
aspects of their cultures that are positive in outlook and yield
the greatest positive result in terms of organisational
outcomes. On the other hand, they should do away with those
aspects of their culture, which are not adding any value to their
bottom-line. This study totally supports the evidence that
managing your organisational culture effectively will lead to a
higher organisational performance.
Keywords.:  organisational  culture,
oufcomes,  strong  organisational
organisational culture.

organizational
culture,  weak

[.  INTRODUCTION

n understanding of culture is very important for
someone who is interested in the study of

organisational growth and development because
it gives an organisation a strong competitive advantage.
The significance of culture is not being determined by
whether there is an existence of soft or complicated
culture (Alvesson, 2002); what is paramount is that there
is the existence of a corporate culture that guide
behavours and actions within a group.

Kotter and Heskett (2011) give a lucid analysis
of how organisational culture positively or negatively
affects the economic performance of an organisation. “It
is only recently that researchers and management
practitioners started looking at organisations as being
affected by an independent variable that affects
employee work attitude and behaviour” (Owoyemi, &
Ekwoaba, 2014, p.168). This paper seeks to examine
the construct of culture as it relates to organisation and
its effectiveness by looking at the various dimensions of
culture as well as the characteristics of culture. Finally,
some previous studies investigating the relationship
between organisational culture, as an independent
variable and other variables are examined.

Author: Department of Business Administration,  Faculty —of
Management Sciences, University of Benin, Benin City, Nigeria.

[I.  WHAT 1s CULTURE?

Getting a universally acceptable definition of
culture has been a very difficult exercise for both
management scholars and practitioners. In fact, one
authority summarized the predicament of having a
generally accepted definition of culture as follows:
‘Despite a century of efforts to define culture
adequately, there was in the early 1990s no agreement
among anthropologists  regarding its  nature.”
(Apte (1994, p. 2001).

According to Schein, culture is the pattern of
basic assumptions that a given group has invented,
discovered, or developed in learning to cope with its
problems of external adaptation and internal integration,
and that have worked well enough to be considered
valid, and, therefore to be taught to new members as
the correct way to perceive, think, and feel in relation to
those problems.”(As cited in Sun, 2008, p. 138).

Culture is “the collective programming of the
mind which distinguishes the members of one group or
category of people from another” (Hofstede 1994, p. 5).
“Culture consists of the derivatives of experience, more
or less organized, learned or created by the individuals
of a population, including those images or encodements
and their interpretations (meanings) transmitted from
past generations, from contemporaries, or formed by
individuals themselves.” (Spencer-Oatey, 2012, p. 2). In
another way, but flowing from similar angle, he sees
culture as “a fuzzy set of basic assumptions, values,
orientations to life, beliefs, policies, procedures and
behavioural conventions that are shared by a group of
people, which influence (but do not determine) each
member’s behaviour and his/her interpretations of the
‘meaning’ of other people’s behaviour.” (Spencer-Oatey,
2012, p. 2)

Cameron (2003) posits that “culture is an
enduring slow to change, core characteristics of an
organisation” (as cited in Owoyemi, & Ekwoaba, 2014,
p.168).

Schein (1990) went on to say that “culture is
manifested at different layers of depth: observable
artifacts, values, and basic underlying assumptions”
(p.111). According to him, artifacts include things as
dress code, physical settings of the office, and the way
and manner people address one another. One very
important common denominator in all the definitions of
culture is the fact that culture is shared and learned.
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[11. CONCEPT OF ORGANISATIONAL CULTURE

Serpa (2016) sees organisational culture as “a
shared way of being, thinking and acting in a collective
and coordinated people with reciprocal expectations.”
(p. 51).

Organisational culture is “the set of shared
values, beliefs and norms that influence the way
employees think, feel and behave in the workplace”
(Agwu, 2014, p. 1)

Collins and Porras (2000) opine that
organisational culture refers to a system of shared
meaning held by members that distinguish one
organisation from other organisations.

Organisational culture is as “an informal, shared
way of looking at an organisation and membership in
the organisation that binds members together and
influences what they think about themselves and their
work” (O’Donnel & Boyle, 2008, p.19). Schein (2009)
defines organisation culture as collective behaviour of
people in an organisation, while Gathai, Ngugi,
Waithaka and Kamingi (2012) look at organisational
culture in terms of the “leadership styles and the
dominant values and beliefs, both conscious and
unconscious, dress codes, job titles, among others in
an organisation” (as cited in Onyango, 2014, p. 205).
Maseko (2017) viewed organisational culture as “a
company’s orientation towards its internal stakeholders,
which forms the basic rules that guide employees’
behaviours, developed and shared within an
organisation” (p. 3).

Schein (2004) argued that “perhaps the most
interesting part of culture as a concept is that it points
us to phenomena that below the surface are powerful in
their impact but invisible and to a considerable degree,
unconscious to people.” (p. 8)

“Organisational culture is made up of more
‘superficial’ aspects such as patterns of behaviour and
observable symbols and ceremonies, and more deep
seated and underlying values, assumptions and
beliefs.” (O'Donnel & Boyle, 2008, p. 6)

Although there is no agreement in the literature
concerning organisational culture, one authority argued
that “there is only one consensus and that is the fact
that organisational culture has both tangible and non-
tangible aspects.” (Sokro, 2012, p. 4).

[V. CHARACTERISTICS OF ORGANISATIONAL
CULTURE

(Trice and Beyer, 2002, cited by Loisch, 2007,
and further cited by Himmer, 2013).

Collective: It is assumed that cultures are not created by
individuals alone, but as a result of collective actions.
Belonging to a culture involves believing what the group
believes and handling things the way they handle them.
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Emotional: The substance and forms of culture are filled
with emotions as well as meanings, which is why they
help to manage and overcome anxieties. Members of a
group seldom doubt the core values and attitudes of the
organisational culture.

Historic: Cultural phenomena are connected to the
history of the organisation and its traditions and cannot
be separated or changed rapidly.

Symbolic: Symbols are on the one hand a specific type
of cultural form, but on the other hand they are the most
general and persuasive form of culture. Furthermore
symbols are not directly seizable, but have to be
interpreted in order to understand their meaning.

Dynamic. Even though culture is connected to the
organisation’s history it still is not static, but rather
dynamic. Culture changes continually due to several
factors.

Diffuse: The more complex the circumstances are, the
more diffuse the elements of organisational culture
will get.

Robbins and Judge (2011) examine seven basic
characteristics of organisational culfure:

Innovation and risk taking, Attention to detail; Outcome,
People orientation; Team orientation, Aggressiveness,
and Stability.

Robbins and Judge (2000) also state that “the
aftermath from the above, sets the foundation for the
shared feelings, and how tasks should be performed in
the organisation.” (p.560). They went further to say that
each of the seven characteristics exist on a continuum
from high to low and that approaching an organisation
on the basis of the above characteristics, then gives a
composite picture of the organisational culture.

V. CONCEPT OF STRONG OR WEAK
ORGANISATIONAL CULTURE

Organisational culture can either be a strong
one or weak one (Deal & Kennedy, 1982). The type of
culture adopted by an organisation is dependent on the
extent to which members adapt to that culture.”
(Maseko, 2017, p. 5). A strong culture exists when every
member of the organisation agrees and follows the
agreed pattern of behaviour that has proven to be
beneficial, both in content and context, to the whole
organisation. According to Ashipaoloye (2014), a weak
organisational culture, refers to values and beliefs not
strongly and widely shared within the organisation.
Karlsen (2011, p.112) states that “cultures where
employees’ goals are aligned to the organisation’s goals
are often thought of as successful cultures.” In an
organisation with a weak culture, employees only
adhere to organisational rules and regulations not
because they derive satisfaction from their jobs, but
because of fear of the consequences of their inactions
(Maseko, 2017, p. 4).



In the opinion of Owoyemi and Ekwoaba (2013,
p. 175), strong culture is a “two edged sword that can
affect both management and the employees.” They
therefore advised that positive strong culture should be
encouraged while negative strong culture should be
discouraged. Alkailani, Azzam, and Athamneh (2012)
state that organisational culture can encourage
employees to give out their best for the sake of
organizational goals, or it can discourage or demoralize
them with a subsequent disadvantage to the
organisation’s survival. Several studies support the
preposition that organisations with strong cultures out-
do those with weak cultures. For instance, Onyango
(2014) states that weak cultures are usually associated
with autocratic managers whilst strong cultures are
products of collaboration that arises when employees
share certain beliefs and value systems with the
significant others.

In his own final submission, Maseko (2017)
concluded by stating that “strong organisational cultures
are more successful than weak organisational cultures
in achieving organisational goal due to the perceived
correlation  between  organisational culture and
employee motivation. This is because organisations with
strong cultures have more unity among employees as
they hold common beliefs and values.” (p. 5).
Robbins and Judge (2000) have this to say about strong
and weak culture:

“A strong culture will exert more influence on an
employee than a weak culture. Therefore, if the culture is
strong and support high ethical standard it will have a
very powerful and positive influence on employee
behaviour. On the other hand, a strong culture that
encourages pushing the limits can be a powerful force
in shaping unethical behaviour.” (p.600). For instance,
some commercial banks in Nigeria that set outrageous
deposit targets for its marketing staff are indirectly
encouraging them to go into unethical practices in order
to get the deposits. “A positive and strong culture can
make an average individual perform and achieve
brilliantly whereas a negative and weak culture may
demotivate an outstanding employee to underperform
and end up with no achievement” (Ahmed, 2012, p. 51).

Similarly, Saffold (1998) notes that “strong
culture has a powerful influence in improving the
contribution made by each employee, either working
independently or as a team. Strong culture enhances
self confidence and commitment of employees and
reduces job stress and improves the ethical behavior of
the employees” (as cited in Shazad, & Lugman,
2012, p.981).

VI. MODEL OF ORGANISATINAL CULTURE

Organisational  culture  has the following
components:  values, artifacts, symbols  and
assumptions (Hatch, 1993). When these components

interact with each other, it brings about different
outcomes. The interactions of value and assumption are
facilitated through manifestation. The interaction
between value and artifacts is facilitated through
realization. The interaction between artifacts and
symbols is done through symbolization. The interaction
of symbols and assumptions is facilitated through
interpretation.

VII. DIMENSIONS OF ORGANISATIONAL

CULTURE

From the management literature, different
classification of organisational culture has evolved.
According to Muthoni (2013, p. 204), “organisation
culture can be classified in terms of adaptability,
bureaucratic, mission, and entrepreneurial.” Onyango
(2014, p. 9) argues that “adaptability culture is flexible in
approach to the change process in meeting the
demands of the external environment, while bureaucratic
culture is centered on the rituals performed by leaders in
the organisation that leads to sustainable transformation
process.”

Another authority identifies two dimensions of
organisational culture, namely participative and
manipulative. In a manipulative culture, what the
individuals have at the back of their mind is the need to
acquire power by any possible means. On the other
hand, in a participative culture, the individuals seek to
be self actualized and be at peace with others (Trpathi,
Kapoor, & Tripathi, 2000). It may be deduced therefore
from the above that if an organisation develops a
participative culture, its members will feel proud to be
associated with that organisation and as well be
involved too. On the other hand, in an organisation that
has the characteristic of a manipulative culture, people
will be loyal towards the organisation, but there is total
lack of involvement and commitment, hence they do not
have the tendency to behave like good citizens of that
organisation. This is true since loyalty without
involvement and commitment will lead an organisation
to the path of failure.

VIII. HOFSTEDE'S CULTURAL DIMENSIONS

(Hofstede, 1980, p. 13) identified five universal
values patterns that vary as influence in each country:
individualism, masculinity, power distance, uncertainty
avoidance, and long-term orientation. He labeled the
above-mentioned dimensions as national culture values.
According to him, “national culture was primarily based
on differences in values which were learned during early
childhood. These values were strong enduring beliefs,
which were unlikely to change throughout the person’s
life” (Abu-Jarad, Yusof, and Nikbin, 2010, p.36).
According to Hofstede, history is the source of values,
identity and institutions’regulations and under condition
of relativism we can identify some cultural dimensions:
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1. Power distance is the measurement on which a
society accepts unequal distribution of power of
people and organizations.

2. Individualism/collectivism: The degree of
responsibility in actions for individuals or groups.

3. Masculinity/femininity: the extent to which the social
and emotional traits are allocated to different
gender.

4. Uncertainty avoidance: The level of acceptance
given by the threat of uncertainty and ambiguity and
as consequence avoidance in such situations.

5. Long-versus short-term orientation: The size of
social, material and emotional need from a society

to program its members to accept delayed
satisfaction”’as cited in (Vacile, & Nicolescu,
2016, p. 37).

[X. METHODS OF LEARNING CULTURE

According to Brown (1998), as cited in (Ahmed,
& Shafig, 2014, p. 23), there are nine ways of learning
an organisation’s culture:

‘Arte facts, Language, Behaviour patterns;
Norms of behaviour; Heroes; Symbols and symbolic
action; Believes, values and attitudes; Basic
assumptions; and History” (Ahmed, & Shafiq,
2014, p. 23).

X.  IMPORTANCE OF ORGANISATIONAL
CULTURE

Some researchers have discovered that there
are some cultural traits that relates with economic
performance (Denison, 1990). “Organisational culture is
one of the most important factors that impact on
organisational performance” (Ahmed, & Shafig, 2014,
p. 22). They argued further, that “the notion of
organisational performance is affiliated to the endurance
and success of any organisation.” (Ahmed, & Shafiq,
2014, p. 22).

According to Divyarajaram (2014),
organisational culture is important in promoting code of
conduct in employees, facilitates motivation though
recognition, promotes self satisfaction, and acts as a
guide to employee thinking and actions.

Schein  (2011) identified four functions of
organisational culture: providing a sense of identity to
members; improving the readiness of members and
strengthening organisational values; and shaping
behaviour through a control mechanism” as cited in
(Ahmed, & Shafig, 2014, p. 23). Organisational culture
“is not just for a competitive advantage, it has become a
sine qua non for organisational success, allowing
companies to attract and retain top employees” (Sadri &
Lees, 2001, p. 858.)

Organisational culture that is “manifested in
beliefs and assumptions, values, attitudes and
behaviours of its members is a valuable source of firm’s
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competitive advantage”
Muhammad, 2011, p. 79).

“Organisations are social glues that bond
employees together, makes them feel as part of the
organisation thereby bringing out the best in them in
terms of efficiency and effectiveness in achieving
organisational goal.” (Fakhar, 2005, p. 981).

In an empirical study on the effects of
organisational culture on change management, it was
discovered that “organisational beliefs, employee
attitude and value system, as part of organisation
culture, has an impact on change management”
(Onyango, 2014, p. 204).

He therefore recommended that organisation
should ensure that they openly support employee
attitudes and pattern of work that promotes change
management. This, according to him, will enhance the
corporate culture that sustains economic development
and prosperity of the organisation (Onyango, 2014,
p. 204)

Agrawal and Tyagi (2010) note that “a clear
understanding of organisational culture is important for
all organisational managers and leaders because it
influences the way their companies react to the dynamic
challenges faced by the business organisations.” (p. 60)
In other words, successful managers are those that
adhere strictly to the ways things are done in their
dynamic organisations. One of the key drivers to a good
knowledge management’s strategy is ensuring that an
organisation embeds rich cultural values into its vision
and mission, because knowledge management can be
used to develop an innovative culture” (Agrawal, &
Tyagi, 2010, p. 71).

(Ehtesham, Muhammad, &

Similarly, Yildiz = (2014), writing on the
relationship  between organisational culture and
organisational  performance,  demonstrated  that

knowledge management and innovative strategy, which,
according to him, are features of organisational culture,
have significant impact on organisational performance.
However, Kotter and Heskett (2011) assert that even
those cultures that work well with a company’s strategy
and business context may not promote excellent
performance in the long run, unless they are backed up
with strategies and practices that continuously respond
to the dynamic environments. However, “the literature
suggest that there is an ambiguity in terms of the link
with organisational performance as strong cultures have
been shown to hinder performance (unadaptive) and
there is also a problem of isolating the impact of
corporate culture on performance.” (O'Donnel and
Boyle (2008, p. 14).

Employees will experience a higher level of
motivation given a good organisational culture. It goes
to say therefore that when organisations have a strong
culture that appreciates the contributions of employees
through monetary and non monetary rewards, such act
will be reciprocated and lead to an increase in



motivation  and increase  in
performance.

Ahmed and Shafig (2014) concluded by saying
that “organisational culture is the most important
variable that influences organisational performance.”
(p. 22)

Awadh and Saad, (2013) state that “culture and
performance were considered competitive advantage of
an organisation, which is attained through strong
association and establishment of culture and that
organisation culture helps in internalizing joint
relationship that helps to manage effective organisation
processes” (p. 172)

According to O’Donnel and Boyle (2008), “an
understanding of organisational culture and cultural
types helps our understanding of why managerial
reforms may impact differently within and between
organisations.” (p. 10). Zalami (2005), on the other
hand, notes that an existing good culture that is properly
aligned with goals and objectives of a transformation
agenda will surely be an aid to any major institutional
transformation.

Agrawal and Tyagi, (2010), are of the opinion
that “culture can be a great attracter for talent, especially
those who are professionally qualified.” (p. 84)

It is important to understand the elements that
attract, retain and engage employees. Successful
implementation of a positive corporate culture, with
strong values can be a powerful human resource

subsequently  an

strategy, whose importance will be growing
continuously.
Jones et al. (2005) demonstrated that

organisational culture is a source of knowledge since it
enables employees to create, acquire, share and
manage knowledge. Organisational culture has a strong
bond with the competitive performance of a company.
“‘Some authors even agree that performance comes
from interdependent behavior like cooperation,
knowledge sharing and mutual assistance.” (Tseng,
2010), (as cited in Yildiz, 2014, p. 54).

The research on the impact of culture on
organisational  performance is mixed, however,
depending on how the research is done and what
variables are measured (Griffin, 2012).

Maseko (2017), in discussing the impact of
culture on employee motivation, noted that “non-
motivated employees, generally portray a dis-satisfied
attitude to work, hence are less committed, and are
more likely to quit the organisation” (p. 2)

Perters and Waterman (1982) in their write up
on the relationship between organisational culture and
performance, assert that “high performance firms could
be distinguished from low performance firms because
the former possessed certain cultural traits and
‘strong culture”

The same view was held by Deal and Kennedy,
(1982), who suggested that organisational performance

can be enhanced by strong shared value” (as cited by
Abu-Jarad, Yusuf, & Nikbin, 2010, p. 41). Furthermore,
Agwu (2014), writing on organisational culture and
employee performance in National Agency for Food,
Drug administration and Control (NAFDAC), concluded
that “there is a significant relationship between
organisational culture and increased employees’
commitment in NAFDAC” (p. 9). Based on this finding,
he advised that the agency should sustain that
prevailing culture of decentralization because it
facilitates decision making and brings about fluidity in
times of turbulence.

While investigating the effects of organisational
culture on organisational performance in the hospitality
industry, Chilla, Kibet, and Douglas (2014), note that
some components of organisational culture are
positively and significantly correlated to organisational
performance. They also observed that there is a
significant correlation and predictability of control
systems, organisation structure and rituals on
organisational performance.

Similarly, Shahzad, Igbal, and Gulzar (2013)
observe that culture of an organisation has a significant
positive impact on employees’ job performance in
selected software companies in Pakistan.

Aluko (2003), using qualitative and quantitative
techniques with a sample size of 630 employees,
investigated and found out that employees attitude and
beliefs significantly affect organisation performance, as
cited in (Onyango, 2014, p. 204).

When organisation members identify with the
culture, the work environment tends to be more
enjoyable, boosting morale. This leads to increased
levels of team work, sharing of information and
openness to new ideas.” as cited in (Agrawal, & Tyagi,
2010, p. 13).

XI. CONCLUSION

Culture has been defined as a way of life of a
group of people. It is concerned with how employees
perceive the characteristics of their organisation, not
with whether they like them or not. In a nutshell, the
importance  of  organisational  culture as an
organisational variable of analysis cannot be
overemphasised. Organisational culture plays a
significant role in motivating employees.

The question of whether a culture is strong or
not, does not arise, rather what is important is that
strong and positive cultures should be encouraged,
while strong culture, with negative consequences,
should be discouraged. In other words, we should only
encourage those aspects of the culture that will help to
shape high ethical standards among employees. This, in
turn, will bring about high productivity among
employees and on the aggregate bring about increased
organisational performance.
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Talent Management Strategies as a Ciritical
Success Factor for Effectiveness of Human
Resources Information Systems in Commercial
Banks Working in Jordan

Musa Salameh Al-Lozi * Reham Zuhier Qasim Almomani ° & Sulieman lbraheem Shelash Al-Hawary °

Abstract- This study aimed to investigate the impact of Talent
Management strategies on effectiveness Human Resources
Information Systems in commercial banks working in Jordan,
the Talent Management strategies represented by (attracting
talents strategy, Developing talents strategy, Retention of
talents strategy, and Succession strategy), and effectiveness
Human Resources Information Systems. The study population
consisted of all employees of commercial banks working in the
capital of Jordan, a random simple sample was selected from
the study population estimated (310) respondents.

To achieve the objectives of the study, the descriptive
analytical method was used through a questionnaire that used
a major tool for data collection developed at the hands of elite
researchers and writers in the field of the study variables. A
number of statistical tools and methods were used such as
Mean, Standard Deviation, one sample T-test, Multiple
Regression, and Path analysis.

The results showed that attracting talents strategy,
Developing talents strategy, Retention of talents strategy, and
Succession strategy, had a significant and positive effect on
effectiveness Human Resources Information Systems in
commercial banks working in Jordan, based on the study
results, talent management strategies may be considered as
critical success factors for effectiveness Human Resources
Information Systems in commercial banks working in Jordan,
the researcher recommends manager and decision makers to
Offer an attractive career path for different groups of talents
will also help to prevent putting people into the leadership path
that actually do not want to be leaders or do not have the right
competencies.

Keywords.  talent management Strategies, human
resources  information  sysitems, effectiveness,
commercial banks, jordan.

[ [NTRODUCTION

he rapid development of information technology
gradually shifted attention from physical capital to

intellectual and human capital. In the light of
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competitive economy and the information age, creative
and talented human capital is the true capital of
organizations; as the cornerstone of innovation and
creativity, The leader of the process of change and
creativity, and therefore organizations that are interested
in the management and development of talented people
is an organization able to transfer knowledge to value,
and then to a competitive advantage, which means that
the center of gravity in generating value has moved from
the exploitation of the Natural resources (physical) to the
exploitation of intellectual assets (intangible).

Management concepts have gone through
many factors and conditions that have led to many
changes, such as shifting from a focus on physical
capital to a focus on intellectual capital, and a focus on
quality of services, to focus on service excellence. As a
result of these changes, there is a need for excellence,
which is based on a balance between all parties
involved in the work of the Organization.

In the twenty-first century, high-speed and
highly competitive talent has become one of the most
important pillars for companies to achieve their strategic
vision. Demand has been increased by the selection of
competent and qualified employees, the discovery and
development of their talent, To achieve its goals with
ease (Makri and Yehiaoui, 2014). According to
(Schweyer, 2004) A Talent Management System puts
useful means in the hands of HR professionals that
enable them to gather, process and evaluate volumes of
data related to high potentials and other staff.

The rapid development of information systems
necessitated the wuse of efficient and effective
information systems that would achieve their objectives
and improve the management of their human resources.
The importance of these systems for their critical role in
developing the performance of the human resource, the
provision of information to facilitate decision-making,
And the development of communications and
information flow between managerial levels, all of which
would positively affect their overall performance, which
forced the institutions to seek and in various ways to
obtain the latest advanced technologies to allow them to
engage in globalization and competition in the global
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markets, and Information systems need to be developed
in a variety of ways and technologies to meet the
desires of customers in general, and the management's
desire to invest in particular (Ghalbi and Idris, 2009).
Organizations in Jordan have sought to develop their
human resources information systems in two decades
to keep abreast of the rapid developments in
international  organizations and remain  strong
competitors locally and globally. It also focused on its
performance, and attracting talents and management
them.

Organizations compete with each other for the
resources. The most important of these is the creative
human being and the outstanding competencies.
Organizations need to effectively manage talent, attract
the most talented individuals, to be more suited to
current and future employment needs, adaptive,
adaptable and productive. Talent management, with the
acceleration of information technology, the use of
sophisticated information management systems and
innovative talent, organizations seeking to compete with
international companies based on the talent of the
human element, mainly the importance of this study by
identifying the impact of talent management on the
effectiveness of human resources information systems,
And provide a theoretical framework that provides the
Arab library with new information. The organizations may
be guided by the information contained therein in
adopting new talent management strategies. This study
reveals results that benefit organizations in different
sectors in a practical way to improve their efficiency and
effectiveness. Accordingly, this study aims at revealing
the impact of talent management on the effectiveness of
human resources information systems.

[I. THEORETICAL FRAMEWORK

a) Talents Management

Qatami (2010) noted that the characteristics of
talented people are related to the manifestations of
excellence. Jarwan (2012) states that the most important
characteristics of the talented people are the cognitive
characteristics and the emotional characteristics,
studies agree that the characteristics of the talented
people are characterized by cognitive characteristics
and the emotional characteristics that distinguish them
from others. However, most talented individuals enjoy
emotional stability and self-autonomy, show leadership
in the peer group, are less prone to mental iliness, and
happier than their peers (Hallahan & Kauffman, 2011).

The importance of employing talent
management is that organizations, whether productive
or service oriented, seek to increase their revenues and
profits by increasing production, reducing costs and
improving the quality of the product or service. This
requires the creation of a highly skilled and creative staff
capable of achieving the objectives of the organization.
And reaching excellence in competition (Farley, 2005).
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Guthridge, Harttig, Komm and Lawson (2008) deduced
that the primary role of talent planning is to enhance
easy identification of future talent s which are needed at
all organizational levels.

b) Concept of Talents Managernent

The talent is considered a national wealth
distributed in the society at random, like a great raw in a
great crowd of people, no one pays attention to his
energies that exceed all the energy known to man, the
society sees him as a small, stupid, this view works to
frustrate him and push him to withdraw and retreat, Why
not provide him with a helping hand and recover the
wasted capital, the creator is our son today, our world
and our leader tomorrow, his investment is an
investment that returns to the nation with great benefits
(Qatami and Mashaal, 2007). Osinga (2009) attributes
talent in business to leadership talent, core talent, and
supporting talent: they form the support team to core
business, and there are external sources and
management activities that can motivate them. They are
also flexible, where their abilities can be invested in other
tasks As needed.

Talent management refers to the anticipation of
required human capital the organization needs at the
time then setting a plan to meet those needs (Vance,
2006). Talent management is defined as "implementing
integrated strategies or systems designed to improve
the recruitment and development of people, retain the
skills required and prepare to meet current and future
organizational needs (Li and Wang, 2010). Talent
management is defined as the process of identifying,
development, recruitment, retaining and deployment of
high potential individuals at the workplace (Wellins,
Smith & Erker, 2009)." Talent Management defined by
(Horvéathova, 2011) "a range of activities of the
organization that are concerned with owning,
developing, motivating and sustaining talented
employees to achieve the objectives of current and
future organizations. Heinen and O * Neill (2004), Talent
Management is one of the most effective ways to
achieve a durable competitive advantage.

Hartley (2004), Talent Management is an
expression that extends over a wide set of activities,
such as succession planning, HR planning, employee
performance management etc. Conningham (2007)
defined it as "high performance and a resource that
must be managed mainly by performance levels, ie, the
search for intelligent individuals should be sought,
assigned and rewarded differently regardless of their
particular roles or even the specific needs of the
organization.". Talent management can be defined as an
administrative system designed to attract and retain
talented people and to create ways to unleash their
creative potential, measured by the degree to which
potash employees receive the talent management scale
developed in this study.



c) Strategies of Talents Management

Choosing the right talent is one of the most
important factors that helps to meet the challenges and
accomplish the tasks. The success or failure of the
organization is closely linked to the decision to choose
the talented. The right choice leads to success and
excellence while the wrong selection of the talent leads
to failure and excessive cost as a result of failure
(Shuaa, 2008). Gardner (2000) finds that the wealth of
the nation consists of nothing more than the number of
talented people who work there. Haskins & Shaffer
(2010) summed up the importance of talent
management as follows: focus on critical positions and
centers of major importance in the organization, develop
a list of benchmarks for critical positions "discover
potentials", create talent pools for each organizational
level, and plan to avoid disruption of work due to
sudden departure of critical position holders,
maintaining talent and ensuring their investment in the
service of the organization, ensuring the flow of talent
across the leadership channels, and assisting
individuals in planning their career paths. Organizations
have begun to employ talent management strategies
that include the selection, development and retention of
talent as well as long-term strategic planning that takes
into account the future challenges that the organization
may face in achieving success and excellence
(Rowland, 2011).

According to  Hartley  (2004), Talent
Management is a term that extends over a wide set of
activities, such a s succession planning, employees
loyalty, employees trust, human resource planning,
employee performance management etc. Davis (2007)
Talented and ambitious people will only stay with their
current employer if they are offered positive
development, motivation and nurturing to ensure they
are given every chance of realizing their potential. or
organizations to succeed in today's rapidly changing
and increasingly competitive marketplace, intense focus
must be applied to aligning human capital with
corporate strategy and objectives. It starts with recruiting
and retaining talented people and continues by
sustaining the knowledge and competencies across the
entire workforce. With rapidly changing skill sets and job
requirements, this becomes an increasingly difficult
challenge for organizations. Collings and Mellahi (2009)
Noe (2000) identify various set of practices covered by
most talent management activities; staffing, recruitment,
training and development, succession planning and
employee retention management. It is the process of
attracting, integrating, developing and retaining highly
skilled workers to work in the organization (Anupam, and
Upasna, 2012).

Altracting Talents: The process of attraction is based on
a set of criteria, which is to take into consideration the
values of the organization and its vision. The

organization's brand is one of the most important
attractions. The talented people seek to find reputable
organizations where they expect success and provide
them with a suitable environment for creativity. These
individuals develop special conditions commensurate
with their abilities (Pruis, 2011). Rowland (2008: 38)
defines it as processes and actions taken by the
organization to attract talented people by providing
appropriate moral and material factors to generate their
desire to enroll. "The researchers define them as
strategies and actions taken by the organization to
attract talented people to work in them by providing
material and moral incentives.

Developing Talents: The organization works after
attracting talented people to develop these talents
through education, training and development to develop
their abilities, skills and knowledge to achieve high
performance for the organization (Areigat, Abdelhadi &
Tarawneh, 2010). The process of talent development
builds on the talent abilities, the organization's needs
and the job requirements of the talented, limiting their
weaknesses and working to fill these gaps with
education and training that increases their chances of
continuing productive and distinctive work that meets
the needs (Williamson, 2011).

Makri and Yehiaoui (2014: 179) defined
developing talents as "one of the of HR management
areas for selection procedures using appropriate tools
for selecting talented individuals on the basis of
competence. This stage of this process includes the
subjects Associated with learning and development.
Here employees need to clear their career development
path. Also, organizations need to invest more in the
staffs to create learning and development opportunities
S0 as to use them for responding the future expectations
and requirements (Tajaldin & Eghbali, 2008). It can be
defined by the researchers as a way for the organization
to choose talented people using appropriate testing and
interviewing tools.

Retention Talents: Financial crises contribute to a
reduction in the number of employees, whether in the
organization or globally, which motivates the talent to
seek other job opportunities. There are also
organizations that compete with the organization in
which the talented person works (Whelan & Carcary,
2011). Retention is a complex concept and there is no
single recipe for keeping employees with a company
(Chandranshu & Sinha, 2012). In order to maintain
talent, the organization must provide concessions,
benefits and compensation, and provide suitable
workplaces for talented individuals and rewards to
reduce the organization's loss of talent (Cannon and
McGee, 2011).

According to Frank, and Taylor (2004) the
concept of Employee retention says that the employer
should try to preserve his/her desirable employees and
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so they can achieve company “ s objectives. (Whelan &
Carry, 2011: 676) defines it as a set of factors that the
organization takes to prevent talented people from
looking for opportunities outside the organization and
leaving them to have offers that fit their preferences.
Herman (2005) discusses; a retention plan that
preserves redundant loss of human and intellectual
wealth this concept aims to guarantee the stability and
productivity among the workforce as well as cut the
costs of employee turnover. "The researchers define
Retention talents as actions by the organization to
create the right conditions for its talented staff, Move to
other local or international companies

Succession Strategy : This strategy is to provide a cadre
of talented people to occupy major positions in the
future. This requires the development of the
organization's staff, preparing it to receive the job when
needed and not leaving a chance to be surprised when
there is no important job in the organization (Kasmi,
2011). Collings and Mellahi (2009) Noe (2000) defines
succession planning as a process of identifying and
preparing suitable high potential employees to replace
key players within the organization defined as a set of
measures taken by the as their terms expire. (Makri and
Yehiaoui, 2014) institution to identify talented people and
provide adequate support and real opportunities to
demonstrate their talents. They are recognized by the
researchers as an organization-driven procedure to give
talented people the support and opportunities to
demonstrate their talents.

d) Human resources information systerm

The present era has witnessed major
developments in all areas of life. The most prominent
developments in the field of information which have
become so called information age. As a result of this
development, there is an urgent need for systems that
manage information in terms of processing, storage,
transport and speed of access. This development has
brought the world into a small village, and the handling
of information takes walks different from the previous
(Kanani, 2008). The system is defined as the "interaction
of components that work together to accomplish the
goal' and that "parts, elements or sections are
connected to each other by logical relationships, that is,
they are integrated and interact with one another for the
purpose of certain objectives" (Chalabi, 2005).

The system is sometimes complicated and
difficult to work, but it has helped to align the HR
practices with the organizational strategy, identify
improvement areas, and keep abreast with the current
practices. It allows an organization to assess and
evaluate any gaps or potential risks and increase the
commitment of HR professionals to continuous
improvement. The information system is defined as 'a
set of resources, means, programs, individuals, data
and procedures that allow the collection, processing
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and communication of information in the form of texts,
images, or symbols ... in the organization" (Reix, 2001).

Human resources are the mainstay of the
Organization and seek to link staff and management.
This role is difficult in traditional organizations. Examples
have emerged to help organizations overcome these
difficulties and add real value to the Organization
through record keeping, especially records of personnel
data. Through performance appraisal systems, they
provide the organization with audit lists that managers
can access for staff follow-up, and human resources
information systems serve many purposes, including
providing lists of suitable candidates to fill vacancies.
HRIS provides information and guidelines for the
operation of HR functions, HRM s still a caretaker of
employee records, and however, the existence of an
HRIS makes this information readily available and useful
for managerial decision making.

Human resource information systems are a
system of input, processing and output, whose inputs
are information, human resources and technological
means of human resources management, through
which information is processed to assist in reaching
decision-making and solving business problems. The
system is able to produce more effective and faster
outcome than that can be done on papers. HRIS can
acquire and track almost any type of data. Some of the
effects of HRIS are that it has brought about an
improvement in the overall HR functions of the
organization not only in administration work. HRIS can
be one of the powerful levels of change for the HR
Department in any organization.

Jean (2007) defined human resources
information systems as "a set of tools that allows the
recording of all historical and ephemeral information,
and is subject to processing through various processes.
"It is also known as "the system that collects, organizes,
stores and displays information in its various forms
(Macleod & Schel, 2001: 58). The human resource
information system (HRIS) is the composite of
databases, computer applications, and hardware and
software necessary to collect/record, store, manage,
deliver, present, and manipulate data for human
resources|| (Broderick an d Boudreau, 1992). Human
resources information systems are defined as formal
and informal systems that provide management with
information on their resources Human being is
predetermined, present and predictive in the form of an
identity Or written in accordance with the internal
processes of the organization and the external
environment, which helps managers and workers to
obtain the necessary information in a timely manner to
assist in decision making. It refers to software packages
that address HR needs with respect to planning,
employee information access, and employer regulatory
compliance in Ball (2001).



Human resource information (HRIS) is a system
that help an organization acquire, store, manipulate,
analyses, retrieve, and distribute information about an
organization ‘s human resources (Tannenbaum, 1990)
'"The researchers define these as planned and organized
actions followed by the Arab Potash Company in Jordan
to direct their human resources towards achieving their
objectives and facilitating the exchange of information,
Information Technology, Computers, Internet, Intranet,
Computerized Software and Communications. The level
of the Arab Potash Company employees in Jordan is
measured by the scale of the Human Resources
Information Systems In this study.

e) Talents management and HRMIS effectiveness

Studies point out the positive impact of talent
management on employee engagement (DiRomualdo et
al.,, 2009). Talent management is one of the most
important factors in ensuring sustainable organizational
success (McDonnell 2011). Additionally, companies with
established talent management capabilities achieve
improved quality and skills (Gandossy & Kao, 2004),
higher innovative ability (Kontoghior ghes & Frangou,
2009), According to Laff * s (2006) study for different
CEOs, Talent Management is the best way to secure a
competitive advantage. talent management has positive
impact on job satisfaction among employees if they are
given career and development opportunities (MacBeath,
2006) and, above all, a higher retention rate overall and
of talent in particular (Yapp, 2009). Organizations that
apply talent management practices demonstrate higher
financial performance compared to their industry peers.
Those specific talent management practices that most
distinguished financial outperformers from other
organizations are understanding and acting upon
employee engagement and aligning recognition and
performance management systems. Based on these
findings the following hypothesis is suggested:

H1. Talent Management strategies directly influence
effectiveness Human Resources Information Systems in
commercial banks working in Jordan.

More Specifically.

H7a. Recruiting talents directly influences directly
influence effectiveness Human Resources Information
Systems in commercial banks working in Jordan.

H7b. Developing talents directly influences directly
influence effectiveness Human Resources Information
Systems in commercial banks working in Jordan

Hic. Retention of talents directly influences directly
influence effectiveness Human Resources Information
Systems in commercial banks working in Jordan.

H7d. Succession strategy or career replacement
planning directly influences effectiveness Human
Resources Information Systems in commercial banks
working in Jordan.

I1I.  RESEARCH FRAMEWORK

Based on study hypothesis, the following
theoretical framework, shown in Figure 1. As can be
seen from the framework, the study investigates the
impact of Talent Management strategies on
Organizational Excellence in Arab Potash Company in
Jordan., where Talent Management strategies are the
independent variable and are positively related to
Organizational Excellence as the dependent variable.

Attracting talents

Developing talents Effectiveness

Human Resources

Retention of talents Information

Succession strategy

Fig. 1: Theoretical Model

IV. METHODOLOGY

The methodology section of the current
research depicts the sample of the study, the
measurements, the statistical analysis to test the validity
and reliability of the study tool and to test the study
hypotheses employed to test the relationship between
the study constructs (Talent Management and
effectiveness Human Resources Information Systems).

a) Data Collection

Data are collected using a questionnaire. The
questionnaire was divided into three sections: Section A
consisted of a list of questions intended to probe the
demographic variables of the respondents. Section B
contained questions aimed at gauging the respondents’
evaluation of Talent Management strategies adopted by
the commercial banks working in Jordan adopted from
previous studies, and which could possibly influence
effectiveness Human Resources Information Systems,
using a five-point Likert scale. The following practices

were focused on; Attracting talents strategy
(7 statements), Developing  talents  strategy
(8 statements), Retention of talents strategy
(11 statements), and Succession strategy

(11 statements). Section C is also adopted from
previous studies, contained questions aimed at
evaluating the effectiveness Human Resources
Information Systems in commercial banks working in
Jordan (25 statements).

b) Study Tool

The constructs in this study were developed by
using measurement scales adopted from prior studies.
Modifications were made to the scale to fit the purpose
of the study. All constructs were measured using five-
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point Likert scales with anchors strongly disagree (= 1)
and strongly agree (= 5). All items were positively
worded. Talent Management strategies consist of
Attracting talents strategy, Developing talents strategy,
Retention of talents talents strategy, and Succession
strategy were adapted from previous studies (Whelan &
Carcary, 2011; Chandranshu & Sinha, 2012; Makri and
Yehiaoui, 2014). effectiveness Human Resources
Information Systems was adapted from previous studies
(Gelard, et.al, 2014; Macleod & Schel, 2001; Broderick
an d Boudreau, 1992).

c) Sample

The study population consisted of all of the
Employees in the in commercial banks working in
capital of Jordan, a random simple sample was selected
from the study population, with reference to the sample
schedule (Bartlett et al.,, 2002), a sample of 400
employees were selected to represent the study
population, the researchers distributed  the
questionnaires to the study sample. (320)
questionnaires  retrieved.  After  reviewing  the
questionnaires show that there are (10) extremely unfit
for statistical analysis, that had the study sample
size (310).

lable 1. Sample Characteristics

Variable Frequency %
less than 30 68 22%
30- less than o
Age group 40 189 61%
40 years and 53 17%
more

Gender Male 208 67%
Female 102 33%
Diploma 31 10%
Educational Bachelor 211 68%
level Master 56 18%
PH.D 12 4%

Females make (33 percent) of the employees
on the other hand Males respondents represented
(67 percent) of the sample. The largest group of
respondents (61 percent) was aged 30- less than 40.
The next largest group (22 percent) was aged less than
30. Smaller groups of respondents were aged 40 years
and more (17 percent). With regard to educational level,
respondents with Bachelor degrees were the largest
group of respondents make (68 percent), respondents
with  Diploma degrees make (10 percent), and
respondents with Master degrees make (18 percent).
Finally, holders of PH.D degrees make (4 percent) of the
employees. The sample characteristics of the
respondents represented in Table 1.

a) Relability and validity of the survey instrurment

The survey instrument with 62 items was
developed based on two variables Talent Management
strategies as independent variables with four
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dimensions: Attracting talents strategy (ATS1-ATS7),
Developing talents strategy (DTS1-DTS8), Retention of
talents strategy (RTS1-RTS11), and Succession strategy
(8S1-SS11). Effectiveness Human Resources
Information Systems as dependent variables with one
dimension (HRIS1-HRIS25). The instrument was
evaluated for reliability and validity. Reliability refers to
the instrument's ability to provide consistent results in
repeated uses (Gatewood & Field, 1990). Validity refers
to the degree to which the instrument measures the
concept the researcher wants to measure (Bagozzi &
Phillips, 1982).



Table 2. Factor analysis of Talent Management strategies

Construct and ltem Loadings | Communalities KMO Variance | Reliability

Attracting talents strategy (RTS) 0.852 60.325 0.79

ATSH 0.55 0.61

ATS2 0.53 0.59

ATS3 0.57 0.63

ATS4 0.54 0.58

ATS5 0.59 0.64

ATS6 0.62 0.67

ATS7 0.67 0.71
Developing talents strategy (DTS) 0.789 58.347 0.81

DTS 0.56 0.58

DTS2 0.58 0.61

DTS3 0.62 0.68

DTS4 0.58 0.65

DTS5 0.57 0.63

DTS6 0.50 0.53

DTS7 0.51 0.57

DTS8 0.63 0.69
Retention talents strategy (RTSA) 0.697 60.358 0.76

RTSH 0.61 0.65

RTS2 0.62 0.67

RTS3 0.59 0.62

RTS4 0.58 0.65

RTS5 0.57 0.67

RTS6 0.50 0.53

RTS7 0.63 0.69

RTS8 0.52 0.56

RTS9 0.55 0.58

RTS10 0.59 0.63

RTS11 0.57 0.62
Succession strategy (SS) 0.815 55.361 0.84

SSH 0.53 0.59

882 0.56 0.61

SS3 0.58 0.63

Ss4 0.52 0.56

SS5 0.53 0.57

SS6 0.53 0.56

Ss7 0.63 0.68

SS8 0.56 0.62

SS9 0.53 0.56

SS10 0.61 0.67

SS11 0.58 0.65
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Table 3: Factor analysis of Effectiveness Human Resources Information Systems

Construct and item Loadings | Communalities KMO Variance | Reliability
Effectiveness Human Resources
Information Systems (HRIS) 0.776 57.361 0.79
HRIS1 0.53 0.56
HRIS2 0.51 0.53
HRIS3 0.61 0.64
HRIS4 0.63 0.68
HRIS5 0.52 0.57
HRIS6 0.55 0.59
HRIS7 0.58 0.61
HRIS8 0.50 0.52
HRIS9 0.56 0.59
HRIS10 0.57 0.60
HRIS11 0.64 0.69
HRIS12 0.66 0.68
HRIS13 0.52 0.56
HRIS14 0.59 0.63
HRIS15 0.51 0.53
HRIS16 0.53 0.57
HRIS17 0.58 0.62
HRIS18 0.54 0.58
HRIS19 0.57 0.61
HRIS20 0.63 0.67
HRIS21 0.68 0.70
HRIS22 0.51 0.53
HRIS23 0.53 0.56
HRIS24 0.61 0.68
HRIS25 0.59 0.65

Factor analysis and reliability analysis were
used in order to determine the data reliability for the
Talent Management and effectiveness Human
Resources Information Systems dimensions. A within
factor, factor analysis was performed to assess
convergent validity. The results of the factor analysis and
reliability tests are presented in Table (2) and Table (3).
All individual loadings were above the minimum of 0.5
recommended by Hair et al. (1998). For exploratory
research, a Chronbach « greater than 0.70 is generally
considerate reliable (Nunnally, 1978). Chronbach «
statistics for the study contracts are shown in Table (5)
and Table (6). Thus it can be concluded that the
measures used in this study are valid and reliable.
Kaiser-Meyer-Olkin has been used as Pre-analysis
testing for the suitability of the entire sample for factor
analysis as recommended by Comrey (1978), the value
of The Kaiser-Meyer-Olkin measure was used to assess
the suitability of the sample for each unifactorial
determination. The KMO values found (see Table 5, and
6) are generally considered acceptable (Kim and
Mueller, 1978). All factors in each unifactorial test
accounted for more than 55.361 per cent of the variance
of the respective variable sets. This suggests that only a
small amount of the total variance for each group of
variables is associated with causes other than the
factor itself.
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e) Correlation analysis. relationshjps between the
variables

The correlation matrix in Table V further
indicates that Attracting talents strategy, Developing
talents strategy, Retention talents strategy, and
Succession strategy were positively and moderately
correlated. The correlation coefficients between the
independent variables (Attracting talents strategy,
Developing talents strategy, Retention talents strategy,
and Succession strategy) were less than 0.9, indicating
that the data was not affected by a collinearity problem
(Hair et al., 1998). These correlations are also further
evidence of validity and reliability of measurement
scales used in this research (Barclay et al., 1995; Hair et
al., 1998).

Table 4: Summary of correlations among independent

variables
Variables PQ S T | BL
Attracting talents strategy 1
Developing talents strategy 362 1
Retention talents strategy 451 581 1
Succession strategy 578 324 | .319 1

Notes: Correlation is significant at the *0.05; * *0.01 levels
(two-tailed).
1) Descriptive statistics analysis

Table (5) indicates that employees of the
commercial banks working in capital of Jordan evaluate



Developing talents strategy (with the highest mean
scores, i.e. M = 369, SD = .67) to be the most
dominant and evident to a considerable extent, followed
by Attracting talents strategy (M= 3.65, SD = .78),
Succession strategy (M= 354, SD = .62), and
Retention of talents strategy (M= 3.53, SD = .55). With
regard to Effectiveness Human Resources Information
Systems, employees of the commercial banks working
in capital of Jordan evaluate Effectiveness Human
Resources Information Systems (with the mean scores,
i.e. M = 3.45, SD = .46). The standard deviations were
quite low, indicating the dispersion in a narrowly-spread
distribution. This means that the effect of Talent
Management on the effectiveness of Human Resources
Information Systems in commercial banks working in
Jordan are an approximation to a normal distribution.

Table 5. Descriptive analysis of Talent Management
strategies and Effectiveness Human Resources
Information Systems

. . Standard
Dimension Mean o

Deviation
Attracting talents strategy 3.65 0.78
Developing talents strategy 3.69 0.67
Retention of talents strategy 3.53 0.55
Succession strategy 3.54 0.62
Effectiveness of Human 345 0.46

Resources Information Systems

V.  TEST OF HYPOTHESIS

Multiple regression analysis was employed to
test the hypotheses. It is a useful technique that can be
used to analyze the relationship between a single
dependent variable and several independent variables
(Hair et al., 1998). In this model, Effectiveness of Human
Resources Information Systems acts as the dependent
variable and Talent Management strategies, as the
independent variables. From the result as shown in
Table (6), the regression model was statistically
significant (F = 51.325; R2 =.176; P =.000). The R2 is
0.176, which means that 17.6 per cent of the variation in
Effectiveness of Human Resources Information Systems
can be explained by Attracting talents strategy,
Developing talents strategy, Retention talents strategy,
and Succession strategy. The proposed model was
adequate as the F-statistic (51.325) was significant at
the 5% level (p < 0.05). This indicates that the overall
model was reasonable fit and there was a statistically
significant association between Talent Management
strategies and Effectiveness of Human Resources
Information Systems.

Table (6) also shows that Succession strategy
(B =0.413, p< 0.05), Developing talents strategy
(B =0.407; p<0,05), Attracting talents strategy
(B =0.335, p< 0.05), and Retention of talents strategy
(B =0.108, p< 0.05) had a significant and positive effect

on Effectiveness of Human Resources Information
Systems. This provides evidence to support H1a, H1b,
Hic, and H1D,. Based on the B values Succession
strategy has the highest impact on Effectiveness of
Human Resources Information Systems followed by
Developing talents strategy, Attracting talents strategy,
finally Retention of talents strategy.
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lable 6: Regression Summary of Talent Management strategies and Effectiveness of Human Resources
Information Systems (N=310)

STANDARDIZED
MODEL COEFFICIENTS T SIG. COLLINEARITY STATISTICS
B Tolerance VIF
Constant 1.315 7.159 0.000*
Attracting talents strategy 335 3.446 .001 .201 4.986
1 Developing talents strategy 407 4.673 .000 .386 2.589
Retention of talents strategy 0.108 2.664 0.008 0.837 1.195
Succession strategy 0.419 7.421 0.000 0.742 1.348
Notes: R 2 =.176; Adj. R 2 =.172; Sig. F = 0.000; F-value = 51.325; dependent variable, Effectiveness of Human Resources
Information Systems p < 0.05.

VI. DISCUSSION

In  Jordanian commercial banks, talent
Management focuses on identifying key positions and
positions that can affect the Bank's competitive
advantage. The Bank strives to attract talented people to
the benefit of its customers. Talent management begins
by identifying key locations and then identifying and
developing talented employees. The results of the
present study are in line with the results of the Sivenko
(2008) study aimed at demonstrating a methodology for
the organization, which found that talented individuals
require a completely different organization from In order
to face their shortages. Organizations that apply talent
management practices demonstrate higher financial
performance compared to their industry peers. Those
specific talent management practices that most
distinguished financial outperformers from other
organizations are understanding and acting upon
employee engagement and aligning recognition and
performance management systems.

Banks seek to formulate a strategy that focuses
on planning the immediate and future needs of the
talented and work to attract them on the one hand and
to identify the level and quality of the talents available at
all organizational levels to develop and enrich their
knowledge by adopting objective criteria and
sustainable development programs, and to maintain
and retain talented people through the provision of
conditions They are encouraged by their support and
career management, so they develop the skills of
talented employees through courses, seminars, and
conferences. Talent management includes all activities.
aimed at attracting talent, selecting For talent, talent
development, and talent retention.

The responses of managers in the commercial
banks operating in Jordan in the capital governorate can
be explained that the banks focus on the development
of managerial processes using human resources
information systems for the large number of employees
which require the use of human resources information
systems, follow up developments in information systems
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to facilitate the control of human resources Achieve its
own objectives. The study shows that On the whole,
HRIS, increases the efficiency of HR function, has
helped to contribute the potentials of HR Department
towards the organization, developed the structure,
payroll, time, and attendance, appraisal performance,
recruiting, learning management, training system,
performance record, employee self-service, scheduling,
absence management, systems, styles, reduced HR
cost, increased motivation of the HR personnel,
analyzed the problems and solved them smoothly,
provided and developed sound performance appraisal
systems, systematic job analysis, and smooth adoption
of the changing mind-set.

The results of the study showed that there is an
impact of talent management on the effectiveness of
human resources information systems in commercial
banks operating in the Capital Governorate. The HR
system requires specialized and creative skills. Many HR
programs are large in size and comprehensive of staff
data. Time, require a great deal of secrecy, and need to
be creative (Deborah, 2003). These results were similar
to the results of the study (Abdoyan, 2010).

VII.  RECOMMENDATIONS

Based on the study results the researchers
recommend decision makers and managers of
commercial banks in Jordan to:

- The managers have an important role to play in this
regard, particularly with respect to understanding
what motivates people, ensuring access to learning
opportunities, and treating employee with respect.
Instead, reflecting a reactionary approach, in many
organizations raises or other sweetening of the
compensation package are common responses
when a valued employee shows signs of leaving.

- Organizations should identify the strategic value and
competitive advantage that they can gain through
HRIS in HR planning. Strategic planning linked with
the HRIS can make the organization efficient for
merger, acquisition and takeover.



Rewarding employees according to the ir
performance. This will motivate the employees to
work harder to achieve their targets.

Talent management is arguably a compelling
approach for dealing with the impending labor crisis
as well as effective policies for enhancing the
positioning of an organization as well as its
corporation brand.

An effective HRIS solution coupled with a thoughtful
succession planning policy can rapidly boost your
organizational performance.

Offering an attractive career path for different
groups of talents will also help to prevent putting
people into the leadership path that actually do not
want to be leaders or do not have the right
competencies.

Corporate Communication through HRIS could build
up strong organization culture, which has been least
bother in the organization.

Human Resource Managers should carry out annual
salary surveys, to enable them benchmark and thus
improve on how they compensate their staffs well
and avoid losing them to their competitors after they
have invested much in them.
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Augmenting Employee Productivity through
Employee Engagement: Evidence from
Indian Banks

Dr. B. S. Patil

Abstract- Banking is a service sector, and hence the complete
health of a bank depends on the performance of its
employees, more precisely on their knowledge, skills and
motivation level; While every other resource like technology,
capital assets and even finance can be bought; the only
resource that cannot be purchased is ENGAGED human
resources, which can be developed and nurtured only through
implementation of effective HRD Policies and Practices like,
Training and Development, Career Progression, Reward and
Recognition and Perceived Organizational Support .An
effective and efficient employee who has a strong commitment
towards company and its brand will create a ripple effect that
results in a positive environment in the organization. Some of
the approaches aimed at HRD practices increase employee
engagement and in return this can have more influence on HR
variables such as retention and loyalty. Employee engagement
creates emotional bonding with the bank, where in they put
more effort voluntarily and would not like to leave the job.
Eventually this leads to development of individual productivity
as well as bank’s productivity.

Keywords. employee engagement,
productivity, banks, hurman capital practices.

employee

l. [NTRODUCTION

hange is the route through which future assault
the present and hence, it is very crucial to look at

it closely for successful coping which would
entail us to espouse a new stance and develop a new
insightful awareness to comprehend the role it plays on
our lives. As far as Indian banking scenario is
concerned, all of us are aware, that the wind of change
has radically altered the landscape compared to what it
used to be a few years ago. In the early nineties, two
aspects have brought on radial changes in our Indian
banking sector; Liberalization and Technology, which
enabled the new entrants to develop innovative and new
products and services which were differentiating from
existing services. In this connection, competition
became a buzzword for the Indian banking sector.

Since Banking is a service sector, the health of
a bank depends on the performance of its employees,
more precisely on their knowledge, skills and motivation
level; While every other resource like technology, capital
assets and even finance can be bought; the only

Author: Professor & Director-School of Research and Innovation, CMR
University, Bangalore-india. e-mail: patil.bs@cmr.edu.in

resource that cannot be brought is ENGAGED human
resources, which can be developed and nurtured only
through implementation of effective HRD Policies and
Practices.

Kevin Cruise Defines “Employee engagement is
the emotional commitment the employee has to the
organization and its goals”. According to Hewitt Model
Engaged Employees, Speak: Positively about the
organization; they would not hesitate to recommend this
organization to a friend seeking employment. Stay: They
have an intense desire to be a member of the
organization. Strive: They exert extra effort and engage
in behaviors that contribute to business success. lon
Hawalt has found that Employee Engagement in Public
Sector Banks has been reduced from 62% (2010) to
46% (2012), (Hawalt, 2013). Scarlett state that
companies with engaged workers have 6% higher net
profit margins (Scarlett, 2010).

II.  LITERATURE REVIEW

One of the most accepted studies of
engagement was carried out by Kahn (1990).
Conceptually, He began with the work of Goffman
(1961) who proposed that, “people’s attachment and
detachment to their role varies” (Kahn 1990:694).
However, Kahn argued that Goffman’s study focused on
fleeting face-to-face encounters, while a approach was
needed to fit organizational and or corporate life, which
is “ongoing, emotionally charged, and psychologically
complex” (Diamond and Allcorn 1985). For an in depth
understanding of the varying levels of attachment the
employees expressed towards their roles (Kahn 1990)
examined several disciplines. It was found that
psychologists (Freud 1922), sociologists (Goffman
1961, Merton 1957) and group theorists (Slater 1966,
Smith and Berg 1987) had all recognized the idea that
individual as employees are naturally hesitant about
being members of ongoing groups and systems. As a
result they “seek to protect themselves from both
isolation and engulfment by alternately pulling away
from and moving towards their memberships”
(Kahn 1990). The terms Kahn (1990) uses to describe
these calibrations are ‘personal engagement’ and
‘personal  disengagement’, which refer to the
“behaviours by which people bring in or leave out their
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personal selves during work role performances”
(Kahn 1990:694). These terms developed by Kahn
(1990) integrate previous ideas taken from motivation
theories that people need self-expression and self-
employment in their work lives as a matter of course
(Alderfer 1972, Maslow 1954).

In a study to empirically test Kahn's (1990)
model, May et al (2004) found that meaningfulness,
safety, and availability were significantly related to
engagement. In the only study to empirically test Kahn's
(1990) model, May et al (2004) found that
meaningfulness, safety, and availability  were
significantly related to engagement. Practitioners and
academics tend to agree that the consequences of
employee engagement are positive (Saks 2006). There
is a general belief that there is a connection between
employee engagement and business results; a meta-
analysis conducted by Harter et al (2002:272) confirms
this connection. They concluded that, “...employee
satisfaction and engagement are related to meaningful
business outcomes at a magnitude that is important to
many organizations”. However, engagement is an
individual-level construct and if it does lead to business
results, it must first impact individual-level outcomes.

Therefore, there is reason to expect employee
engagement is related to individuals’ attitudes,
intentions, and behaviours. Although neither Kahn

(1990) nor May et al (2004) included outcomes in their
studies, Kahn (1992) proposed that high levels of
engagement lead to both positive outcomes for
individuals, (eg quality of people’s work and their own
experiences of doing that work), as well as positive
organizational-level outcomes (eg. the growth and
productivity of organizations).

Gallup conducted a study on Employee
Engagement in United States and finds that only 30% of
people are engaged at work i.e. only three employees
out of ten. Of course, worldwide it's mostly worst.
According to Gallup’s study it is about only 13% of the
employees are engaged worldwide. Even though
employee engagement is so critical and a creamy sauce
to massive business results, most of the employees is
still not engaged at work. He terms it as engagement
crisis. Bharathi, N. (2009), states that the employee who
is engaged believes in organizations mission and values
through their maximum commitment. The prime
character of an engaged employee is talking positively
about his company, and that he will having sturdy desire
to stick to the company and in fact exerts more efforts
for the success of the company. Harter and others.
(2002), presumed that there is a nexus between
employee performance and employee engagement.
Employee Engagement is preferred as a tool for
success of the organization and financial soundness.
Engagement has been identified to be connected to job
performance and excess code of conduct and is
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positively connected to organizational promise and
negatively connected to purpose to quit. Employee
engagement creates emotional bonding with the bank,
where in they put more effort voluntarily and would not
like to leave the job. Eventually this leads to
development of individual productivity as well as bank’s
productivity. (Hannah and Iverson, 2004).

[1I.  RESEARCH GAPS

Literature on HRD in banking sector integrating
to Employee Engagement and Employee Productivity is
extremely limited since the concept of Employee
Engagement is new. Most of the studies concentrate on
single sector or an individual bank and very few studies
show a comparison of HRD between public and private
sector banks. Hence the present study tries to fill up the
gap by integrating HRD Practices with Employee
Engagement and Employee Productivity with specific
reference to banks.

V. STATEMENT OF THE PROBLEM

In order to sustain the challenges and constant
changes it is very important to have the employees
engaged as the engaged employees will demonstrate
an increased loyalty to the organization to reach the
heights of excellence. It is high time for the banks to
effectively utilize the human strengths by generating
positive perception and attitude among the employees
through Human Resource Development Programs.

V.  OBJECTIVES OF THE STUDY

e To assess the relationship between HRD policies
and practices with Employee Engagement.

e To find the impact of HRD Policies and Practices on
Employee Engagement.

e To suggest and recommend possible interventions
in order to enrich the existing HRD policies and
practices with a view to increase Employee
Productivity in banks.

VI. HYPOTHESIS

e Hi:There is a significant relationship between HRD
policies and practices with Employee Engagement.

e H2:HRD Policies and Practices have a significant
impact on Employee Engagement and Productivity.

The HRD Practices are divided into relationship
between HRD policies and Employee Engagement.4
parameters viz. Training and Development, Career
Progression, Reward and Recognition and Perceived
Organizational Support. The Hypothesis are framed and
tested separately for each of these parameters.

VII.  RESEARCH METHODOLOGY
The present study is Exploratory and
Descriptive in nature to find the causal relationship



between HRD Practices with Employee Engagement
and Employee Productivity in Public and Private sector
banks.

a) Sampling Design

Stratified Random Sampling technique is used
for this study, with 2 strata viz. Public Sector Banks and

Private Sector Banks. Further dividing them with sub-
strata of Rural and Urban areas.

The sample units of Public and Private Sector
Banks are:

Table 71: The Sample Distribution

i

VIII. DATA ANALYSIS AND INTERPRETATION

The primary objective of this research is to
critically analyze the relationship between the Human
Resource Development Practices and Employee

Canara Bank 77 22.8
State Bank of India 69 20.5
ICICI 85 25.2
Karnataka Bank Ltd 106 31.5

Engagement. Pearson’s Correlation analysis helps to
determine the relationship between Human Capital
Management Practices and Employee Engagement.

Table 2. Correlation Analysis for HRD practices and Employee Engagement

Factors 1 2 3 4 5
Pearson Correlation 1

DT (1) Sig. (2-tailed)
Pearson Correlation 198" 1

CPS @) I'Sig. @-tailed) 2000
Pearson Correlation .026 346" 1

HRSHC e e 000 000

POS (4) Pearson Correlation 374" 2117 -.001 594"
Sig. (2-tailed) 2000 .000 082 000

EES (5) Pearson Correlation 274" 113" 422" 326" 1
Sig. (2-tailed) .000 039 .000 .000

The above table, Karl Pearson’s correlation co-
efficient analysis shows existence of positive correlation
between Employee Engagement (Dependent Variable)
and the HRD practices (Independent Variables).

The correlation is statistically significant at 5%
significance level of (a=0.05) or at 95 percent
confidence interval. Out of four independent factors
Reward and Recognition system seems to have the
greatest influence since ‘r’ value is highest (0.422)
compared to ‘r' values of other factors and it is
significant at 99 percent confidence interval.

a) HRegression Analysis
The second objective of the study is to find the
impact of HRD Policies and Practices on Employee

[Source: Compiled from Primary Data]

Engagement. To analyse this objective regression tool
has been used.

i. Training and Development

Null Hypothesis-HO a: There is no significant impact of
Training and Development Techniques on Employee
Engagement.

Alfernate Hypothesis-H7 a: There is significant impact of
Training and Development Techniques on Employee
Engagement.

Table 3. Model Summary for Training and Development
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Table 4: One-way ANOVA Results of Training and Development

Regression 7.192 7.192 27.164 .000°
1 | Residual 88.689 335 265
Total 95.881 336

Table 5. Beta Coefficient and T-statistic Results for Training and Development

(Constant)

Training and
Development
Techniques

ii. Statistical Inference
F (1, 335) = 27.164>.000° P=0.05, Hence H, is
rejected.
T., =5.212> .000°; P=0.05, Hence H, is rejected.

ii. Theoretical Inference

The regression analysis does not support the
null hypothesis and therefore it is not accepted.
Alternate hypothesis H1 a is retained which states that
there is a positive relationship between Training and
Development and Employee Engagement. The standard
beta coefficient is .274 for Training and Development
Techniques. F-statistic at degrees of freedom 1 and 335
is 27.164 which is greater than the table value of .000° at

[Source: Compiled from Primary Data]

p= 0.05. Also the t-statistic calculated value is 5.212. It
is also higher than the table value of .000°. Hence null
hypothesis is rejected at a confidence interval of 95
percent. This implies that Employee Engagement is
significant determinant of Training and Development
Techniques.

b) B-Analysis of Career Progression System

Null Hypothesis-HO b: There is no significant impact of
Career Progression System on Employee Engagement.
Alternate Hypothesis-H7 b.: There is significant impact of
Career Progression System on Employee Engagement.

Table 6. Model Summary for Career Progression System

Table 7: One-way ANOVA Results of Career Progression System

Regression 17.060 1 17.060 72.291 .000°
1 Residual 78.583 333 .236
Total 95.642 334
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Table 8. Beta Coefficient and T-statistic Results for Career Progression System

(Constant)

Career
Progression
System

i. Statistical Inference

F (1, 335) = 72.291>.000°P=0.05, Hence H, b is
rejected
T., =8.502> .000° P=0.05, Hence Hyb is rejected

ii. Theoretical Inference

The regression analysis in Table 6, 7 and 8
does not support the null hypothesis H, and therefore it
is not accepted. Alternate hypothesis H1 is retained
which states that there is a positive significant
relationship between Career Progression System and
Employee Engagement. The standard beta coefficient is
422 for Career Progression System. F-statistic at
degrees of freedom 1 and 335 is 72.291 which is greater
than the table value of .000° at p= 0.05. Also the t-
statistic calculated value is 8.502. It is also higher than

[Source: Compiled from Primary Datal

the table value of .000°. Hence null hypothesis is
rejected at a confidence interval of 95 percent. This
implies that Employee Engagement is significant
determinant of Career Progression System. The positive
relation between the dependent and the independent
variable is significant at 95 percent confidence level as
indicated by (P<0.05).

c) Analysis of Reward and Recognition Systermn

Null Hypothesis-HO c¢: There is no significant impact
between Reward and Recognition System and
Employee Engagement.
Alternate Hypothesis-H1 ¢: There is significant impact
between Reward and Recognition System and
Employee Engagement.

Table 9: Model Summary for Reward and Recognition System

Table 10. One-way ANOVA Results of Reward and Recognition System

Regression

Residual

Total

Table 71. Beta Coefficient and T-statistic Results for Reward and Recognition System

(Constant)

Career
Progression
System

[Source: Compiled from Primary Data]
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i. Statistical Inference

F (1, 335) = 4.303>.039";,P=0.05, Hence H,, is rejected
T., =2.074> .039°; P=0.05, Hence Hy, is rejected

ii. Theoretical Inference

The regression analysis in Table 9, 10 and 11
does not support the null hypothesis H, and therefore it
is not accepted. Alternate hypothesis H1 is retained
which states that there is a positive significant
relationship between Reward and Recognition System
and Employee Engagement. The standard beta
coefficient is .113 for Reward and Recognition System.
F-statistic at degrees of freedom 1 and 335 is 4.303
which is greater than the table value of .039° at p= 0.05.
Also the t-statistic calculated value is 2.074. It is also

higher than the table value of .039°. Hence null
hypothesis is rejected at a confidence interval of 95
percent. This implies that Employee Engagement is
significant determinant of Reward and Recognition
System. The positive relation between the dependent
and the independent variable is significant at 95 percent
confidence level as indicated by (P<0.05).

d) Analysis of Perceived Organizational Support
Null Hypothesis-HO d: There is no significant impact of
Organizational Support on Employee Engagement.

Alfernate Hypothesis-H7 d: There is significant impact of
Organizational Support on Employee Engagement.

Table 12: Model Summary for Perceived Organizational Support

Table 74. Beta Coefficient and T-statistic Results for Perceived Organizational Support

(Constant)

Perceived Organizational

i. Statistical Inference
F (1, 335) = 16.817>.000°P=0.05, Hence H, d is
rejected.
T, =4.101> .000°; P=0.05, Hence H, d is rejected.

ii. Theoretical Inference

The regression analysis in Table 12, 13 and 14
does not support the null hypothesis and therefore it is
not accepted. Alternate hypothesis H1 is retained which
states that there is significant impact of Organizational
Support on Employee Engagement. The standard beta
coefficient is .219 for Organizational Support. F-statistic
at degrees of freedom 1 and 335 is 16.817 which is
greater than the table value of .000° at p= 0.05. Also the
t-statistic calculated value is 4.101. It is also higher than
the table value of .000°. Hence null hypothesis is
rejected at a confidence interval of 95 percent. This
implies that Employee Engagement is significant
determinant of Organizational Support. The positive
relation between the dependent and the independent
variable is significant at 95 percent confidence level as
indicated by (P<0.05).
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[Source: Compiled from Primary Data]

IX.  SUMMARY OF FINDINGS

» The correlation between the HRD practices and
Employee Engagement is statistically significant at
5% significance level (a=0.05). The Karl Pearson’s
co-efficient values in table 2 (in green color) are less
than the significance level of 0.05, which implies that
each of the independent parameters considered for
this study has a significant positive influence on
Employee Engagement.

» QOut of the four independent factors Reward and
Recognition System seems to have the greatest
influence since 'r’ value is higher (0.422) compared
to ‘r' values of other parameters and that it is
significant at 99 percent confidence interval. Out of
total 337 respondents from both the banks 219
respondents (65%) stated that satisfaction with
financial rewards have positive impact on employee
engagement.

» Almost 69.7% of public sector banks respondents
mentioned that they were willing to voluntarily take
up additional jobs that helps in excelling individuals



as well as organizational productivity, whereas 63%
respondents from private sector banks agreed with
the statement.
202 respondents (60%) out of total 337 responses
from both public (73) and private sector (129) banks
say that Reward and Recognition system acts as a
tool in motivating, and in excelling employee
engagement.
71% (239 respondents) of the total respondents
(837) from both the banking sectors said that they
always get motivated and engaged by the bank’s
career planning system. However the mean value
on satisfaction level is comparatively high in public
sector banks than that of private banks.
74 respondents (51%) of public sector bank
expressed that they are not encouraged to
experiment new and creative ideas, whereas in
private sector banks it was 53 respondents (28%),
who agree with the statement.
Job satisfaction and a sense of belonging is higher
in respondents of public sector banks than
compared to that of private sector ones.
68% of public sector bank’s respondents and 54%
of Private sector bank’s respondents opined that
they would stand up to protect the reputation of my
bank.
All the HRD parameters are positively correlated to
Employee Engagement. However, some of the
variables such as Training and Development
Techniques, Career Progression System, Reward
and  Recognition  System and  Perceived
Organizational Support are positively significant to
Employee Engagement at 95 percent confidence
level.
Out of four independent factors Employee
Engagement Strategies seems to have the greatest
influence on Employee Productivity since ‘'t value is
highest (0.749) compared to 't values of other
factors and it is significant at a 99 percent
confidence interval.
According to the regression analysis, it is evident
that there is positive relationship between all the
independents variables Training and Development
Techniques, Career Progression System, Reward
and Recognition system and Organizational support
along with the dependent variable employee
engagement, as the beta coefficient are 0.274,
0.422, 0.113 and 0.219 respectively and the p
values are less than 0.05 significance level.

Hence the analysis proves that all the HRD

practices selected for the study have a positive impact
on employee engagement.

X.  SUGGESTIONS

» Public Sector Bank employees with more than ten

years of experience, expressed that they have not

noticed any improvement in the training programs
conducted by the banks. Therefore, the training
programs should be improved and updated to
induce interest among the experienced employees.
Due to heavy work load the bank managers are
often reluctant to send their staff/officers for training
sessions. Hence, instead of long duration sessions
specific capsule programs must be designed so
that each participant involves himself in the session
rather being a passive listener. E-learning modules
can also be adopted by the banks which save time
and the employees need not be away from their
jobs.

ICICI bank has adopted innovative and digital
training methods, whereas Karnataka Bank, SBI and
Canara Bank are still following the traditional
Training and Development methods. To sustain this
competitive world, to retain skilled employees and
to make it innovative Learning and Development
Sessions must be implemented. Banks should shift
from  Training programmes  to Learning
Programmes, as the employees must always be
updated with new trends, technologies and issues
or else they are obsolete.

Giving an advantage to the female employees
specialized training programmes should be
designed to utilize their skills and talents in the area
of Customer Relationship Management in banks.
The public sector banks have to actively participate
in the learning programmes conducted by ‘The
Indian Banks Association’ (IBA) like Distance
Learning Programmes for bank employees through
academic institutions like National Institute of Bank
Management (NIBM), Indian Institute of Bankers
(IIB), etc...

This service industry has to traverse the feasibility to
invading into collaborative arrangements with the
universities and other institutions in India and
foreign to recognize and provide professional
training in the industry of financial service with a flow
of emerging training packages.

Private sector banks should take measures to
satisfy the employees through career management
strategies. Generally in banking sector where the
ladder is very narrow and due to more departments
and functional aspects the career path is more of
horizontal than vertical one i.e. posting to different
functional departments. Too many shifts would
actually reduce the satisfaction level of the
employees especially those who fall in the age
group of 40-50 and above 50, as this age group
seek a vertical ladder path. Horizontal departmental
transfers must be made only with the consent of the
employees so that they can give their best and their
maximum involvement can be seen, resulting in
better employee productivity.
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» Though there are enormous reward and recognition
policies to motivate the employees as stated earlier,
11% are still not clear about the selection criteria for
reward system. It is very important to retain this
group and keep them engaged. The banks should
conduct training session to the new recruits
explaining the reward system.

> |t is also observed that in all the selected banks
rewards and recognition is given mainly for the
marketing team to promote more sales and bring
new customers for the bank. Rewards are given for
increasing the profits and sale of the business and
not for performing their duties effectively and
efficiently. This aspect is demoting all the other
functional department employees, where in the
banks should overcome from this back drop
through implementing a motivational reward system
for all the departments.

» There is a clear evident that the employees who fall
in the age group of 40-50 years and above 50 years
are satisfied with recognition strategies than
financial rewards. Hence to keep these category
employees engaged they should be frequently
recognized and for the rest of the groups, E —
Certificate and monetary rewards points would be
ideal. These points can be linked to the online
shopping cites so that the employees can redeem
according to their requirements and needs.

» Employees, in public sector banks as well as in
Karnataka bank must be given freedom to the
employees to build up strategies and experiment
with new and innovative ideas which help in
improving the employee engagement.

» Since the jobs are quite routine day to day in the
banking system whether in private sector or public
sector it is very important to motivate and keep them
engaged for better performance and productivity. In
this connection Reward and Recognition system
plays a pivotal role in retaining and motivating the
employees.

» The Bank should never ignore the complaints raised
by the employee’s even though they are considered
small. In order to build up ‘My Family’ kind of
environment their problems and suggestions must
be taken care of, and this would 100% motivate the
employees to be fully engaged.

» Most of the private bank employees work on the
stress of losing the job, this thought reduces the
satisfaction level of the employees as they would be
working with the fear. Such perception reduces
employee engagement and it would spoil the
environment in long run. Therefore, the banks
should device strategies which ensure job security
and job satisfaction among the employees.

Nevertheless, it is a great strength for the public
sector banks that they have high degree of satisfaction
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than compared to private sector banks and that they are
really proud of being a part of the bank and would think
twice before quitting their job.

XI.  CONCLUSIONS

Banking sector is a service industry and hence
it is very much necessary for all the banks whether it is
private sector bank or public sector bank, to concentrate
on satisfaction of the employees, as on an average
employees spend more than 65% of their working life to
the company itself (Yattoo, 2000). Human Resources is
the back bone for the survival of any organization.
Therefore, proper Human Resource Development (HRD)
policies and practices become the key for the existence
and success of the organization. It is true that only
innovative, malleable and pragmatic approach could
effectively solve the problems relating to people, it is
also possible to trawl useful principles based on
practice to deal with human-related facets.

If the employees are engaged the performance
levels will be higher, they would sell harder, provide
better service and produce enriched quality with lesser
defects.

Employee engagement is one of the strategies
that act as a lever that can move the needle to all the
above motives.

A highly engaged employee will consistently
deliver beyond expectations (Rathi 2011, Prabha 2012,
Sharmila, 2013). A productive employee with a sense of
ownership and strong bond with the company, creating
a ripple effect resulting in positive environment. The
approaches aimed at excelling employee engagement
will significantly improve their involvement which in turn
have a quantifiable effect on human capital variables
such as retention and motivation. Hence the Human
Resource Development is the only tool that accelerates
all the above aspects and keep the employees
much satisfied.
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Portfolio Construction: A Case Study on High
Market Capitalization Stocks in Bangladesh

Syeda Mahrufa Bashar® & Jubairul Islam Shaown®

Absiract- Diversified investment of capital reduces the
unsystematic risk for an investor. Desired maximization of
return and minimization of risk can be achieved by assigning
available capital into different assets in certain weights. This
paper constructs that optimal portfolio for an investor using
stocks of 12 companies which represent 8 different industries
selected from DS30 index. After adjusting 2012-2017 monthly
price data for right share, stock dividend, stock split and cash
dividend, monthly returns are used to calculate the excess
return per unit of risk of the constructed portfolio. In the equal
weight case of all the 12 stocks, the annual excess return is
4.35% with a standard deviation of 0.22, leading to a Sharpe
Ratio of 19.49%. The extent of diversification is demonstrated
by optimizing the portfolio to maximize theta. In the optimal
portfolio case, the excess return increases to 19.37% whereas
the volatility decreases to 0.20 and this increased the Sharpe
Ratio to 98.88%. The stocks included in the optimized portfolio
are BRAC Bank Ltd, IFAD Autos Ltd., Olympic Industries Ltd.,
MJL Bangladesh Ltd., Beximco Pharmaceuticals Ltd., and
Grameenphone Ltd. The impact of diversification is further
established by constructing the global minimum variance
portfolio.

Keywords. sharpe ratio, optimal portfolio, excess return,
volatility.

[. [NTRODUCTION

aking sound investment decisions in the equity
I\/l market is a daunting task. Any rational investor

wants to maximize return while minimizing risk
of the investment he or she holds (Sarker, Optimal
Portfolio Construction: Evidence from Dhaka Stock
Exchange in Bangladesh, 2013). But selecting a set of
investments which will help achieve this objective from a
large set of available assets is a task of thorough
analysis. Constructing an optimal portfolio that
maximizes the return per unit of minimum risk can be
done applying the theoretical model proposed by Harry
Markowitz. This model optimizes the desired scenario
by giving the analyst as output the individual weights
that need to be given into the selected asset classes.
This model is applied in this study on a selected set of
stocks from Dhaka Stock Exchange.

According to Markowitz Portfolio Theory, an
investor can reduce the amount of risk he or she is
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exposed to by holding combinations of assets where the
assets are not perfectly positively co-related
(lyiola Omisore, 2012). Holding these combinations can
make it possible for the investor to gain same level of
return with reduced level of risk. Portfolio construction, in
theory, is a very efficient way of maximizing return with
reduced risk level. Although there have been many
studies on the application of this theory in the developed
markets, quite a few studies have been done on its
application in the frontier markets. This study focuses on
the applicability of this theory in a specific segment of
the Dhaka Stock Exchange (DSE), DS30, which is an
index made of high market capitalization stocks. This
study tends to construct a portfolio which is optimized
given the selected investment set. This application of the
stated theory will help Bangladeshi retail and institutional
investors realize the need and impact of portfolio
construction in the equity market and thus make them
understand the importance of passive portfolio
construction.

1. LITERATURE REVIEW

Modern Portfolio Theory or MPT is a theory of
investment attempting to maximize the retun for any
given level of risk. According to Markowitz, the portfolio
selection is a two-step process: first step is observing
and believing future performance of given stocks and
the second step is selecting a combination of securities
based on that belief of future performance (Markowitz,
1952). According to MPT, it is possible to construct an
efficient frontier which offers maximum return for a given
level of risk. In this combination of assets, it is not
enough to look at the individual returns and risks only;
the interplay or co-movement of the considered assets
play a major role in quantifying the portfolio risk. This is
a simplified model which have some assumptions made
for the MPT to hold:

1. Market is efficient

Asset Returns are normally distributed

Correlations between assets are fixed

All investors want to maximize economic utility

All investors are rational and risk averse

There is no information asymmetry

Investors are price takers

There are no taxes and transaction costs

All investors can borrow or lend any amount at the
risk-free rate

©®O®N® TR wN
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According to this theory we can find an optimal
or tangency portfolio on the efficient frontier where an
investor can receive the highest reward to risk ratio
possible.

b

-

Efficient
G Frontier

Tangency
Portfolio

Expected return

Risk free asset

Risk

Fig. 1. Optimal Portfolio according to Modern
Portfolio Theory

Studies show that the concept of optimization is
crucial in order to get the maximum reduction in non-
systematic risk diversification. This diversification
concept through optimization hold true for the
Zimbabwean equity market where the incorporation of
skewness has shown better fit to the optimization model
(Petros). There are researches done on the
performance of portfolios of assets in the form of mutual
fund. In Bangladesh, Mutual funds ensure higher returns
than the market. The popular choices made by fund
managers are high beta stocks which are currently
undervalued (Das, 2016).

For 2007-2012 period a study was done on
optimal portfolio construction where stocks from DSE
were selected. The optimal return possible from this
sample contained 33 stocks, offering an optimal return
of 6.17% with a risk of 8.76% (Sarker, Markowitz Portfolio
Model: Evidence from Dhaka Stock Exchange in
Bangladesh, 2013). Another study suggests that
although diversification of assets is achieved in the
pharmaceutical industry of Bangladesh, it is done by
sacrificing returns, which is poorer than the market
return. (Chowdhury, 2015). To get the maximum return
possible, optimization is needed combining stocks from
outside this industry as well. The application of MPT in
the real estate market of Malaysia has also been
studied. The application of MPT has caused a shift from
‘tactical and operational’ to ‘strategic and tactical’ style
of management in the real estate sector (Hishamuddin
Mohd Ali). The increasing number of REITs in Bursa
Malaysia can be further analyzed from behavioral
perspective using advanced modules of MPT.

Further work on the MPT in the later stages has
been done. It is established that avoiding the pursuit of
alpha and maintain a globally indexed savings portfolio
can lead to healthy returns by taking lower risk
(Roche, 2016).

© 2018 Global Journals

I1I.  RESEARCH METHODOLOGY

a) HResearch Purpose

The purpose of this study is to apply the
modern portfolio theory to construct an optimal portfolio
of assets from the equity market so that retail investors,
primarily, can easily replicate such a portfolio with the
assigned weights and gain the maximized return from
the constructed portfolio.

b) Objective of the Study
The broad obijective of the study is to optimize

the portfolio made of 12 selected stocks from DS30

index. Specifically, this study aims to:

1. Find out the portfolio return in an equally weighted
scenario

2. Find out the weights to be given to the stocks in
order to perform portfolio optimization

3. Maximize Sharpe Ratio restricting the short-sale of
stocks

c) Methodology

The study starts with a judgmental sampling
method where 12 stocks from a population of 30 is
selected from DS30 index. The monthly returns are
calculated as per below formula where It = month end
price of the security and It-1 = previous month end price
of the security:

Re=1[l/ 1] -1

After the monthly return data is calculated,
portfolios in two different scenarios are designed: the
first one with equal weight in all the 12 selected assets
and the later with optimized weights in selected
securities to ensure maximum return and minimum risk.

The formula used for portfolio return is:
Rp =2 wiri where w;=1

w represents the weights of each asset, and r
represents the returns on the assets. Risk of the
constructed portfolio is measured using the below

2 _ 2 2
Op = 2 Wi G + )3 WiW,CiCjpjj

stated equation:

Where pij is the correlation coefficient between
the returns on assets i and |.

Finally, the maximum return per unit of risk
attainable through portfolio optimization is calculated as
peer the stated equation:



Sharpe Ratio = (R, — Ry)/ o

The optimized portfolio’s Sharpe ratio is the
maximum given the set of 12 selected stocks.

d) Data Collection

The 12 stocks were picked according to
judgmental sampling in order to ensure that all the

industries are represented in the investment
opportunity set:
Table 1. Sample Company List
Company Name Ticker Industry
BRAC Bank Ltd. Bracbank
City Bank Ltd. Citybank Banks
IDLC Finance Ltd. Idic
BSRM Steels Ltd. Bsrmsteel : '
IFAD Autos Ltd. Ifadautos Engineering
Olympic Industries Olympic Food And Allied
Ltd. Product
Summit Power Ltd. Summitpower Fuel & Power
MJL Bangladesh Ltd. Mijlbd
Square Squrpharma
Pharmaceuticals Ltd. Pharmaceuticals
Beximco Bxpharma And Chemicals
Pharmaceuticals Ltd.
Lafarge Surma Lafsurceml Cement
Cement Ltd.
Grameenphone Ltd. Gp Telecommunication

The selected stocks are from DS30 index. DS30
is constructed with 30 leading companies which are
considered investable companies. This index reflects
about 51% of the total equity market capitalization.
These stocks on DS30 have a floated market
capitalization of more than BDT500 million.

The study is conducted using secondary data
from DSE. Data from LankaBangla Stock portal is also
collected.

e) Rationale
Bangladesh, as a frontier market has huge
potential to grow its economy. The reflection of the

economic prosperity ultimately be in the stock market
which is yet to be a mature one. There have been
numerous studies on the equity market in Bangladesh.
Also, there have been studies on the investor behavior
and stock market efficiency of this country. But there lies
a gap on the studies regarding portfolio optimization
given an investment opportunity set. For a country such
as Bangladesh where the majority of the retail investors
are yet to be educated investors, an optimization of a
portfolio of blue chip stocks is necessary. Holding this
portfolio for a long term in the assigned stock weights
may lead to higher returns than that achieved in the
current scenario.

9 Structure of the Article

The paper starts with the literature review in this
field both in national and international context. Next, the
objectives and the methodology of the study are
elaborated. After enlisting the data collection method,
findings of the study are focused on. Both the portfolio
cases are explained with the Sharpe Ratio. In the
conclusion part, the results implication of this research
is explained with focus on further scopes of study.

g) Limitations of the Stuady

In calculating the return and risk of the assets
the study uses historical rates of return. It is an
assumption that the stock prices will come back to such
prices in the future so that the historical rates are
realized in the coming periods. For this to happen, it is
to be assumed that historical prices are a better
predictor of future price movements. This assumption
may not hold true. It might be the case that in the future
a company might not give the return that it has in the
past 5 years on an average. Also, the results might
change when companies from the rest 18 in the
population are considered.

[V. ANALYSIS AND FINDINGS

Monthly price data, after adjusting for stock &
cash dividend, stock split and right share, is used to
calculate the monthly returns for the 12 companies. The
monthly price is for the period of 2012- 2017.

Table 2: Monthly Excess Return

, Bs . . Square | Beximco
City | Brac | Idlc Steel lfad | Olym | Summit | Mjl | 50 | Pharma | Lafarge | Gp
hﬁzz?lj?rl]y 0006 | 0016 | -0.006| 0.004 | 0035 | 0.015 | -0.003 | 0.008 | 0002 | 0013 | 0011 | 0.009

Using these monthly returns the excess returns
are calculated where monthly return on 30-day T-bill of
Bangladesh bank is used as the risk-free rate. In the
equal weight scenario, all the assets were given 8%
weight. The portfolio monthly excess return in this case
is 0.36% which leads to an annual excess return of
4.35%. In order to calculate portfolio variance, the study

performs a co-variance matrix utilizing all the asset
returns. The matrix using monthly returns is below:
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Table 3: Covariance Matrix

Company CITYy BRAC IDLC S'I"BESEL IFAD OLYMP SUMMI MJL SQUARE BEXIM LAFARGE GP
CITY 0.0110 0.0063 0.0070 0.0057 0.0018 0.0016 0.0062 0.0029 0.0013 0.0031 0.0029 0.0002
BRAC 0.0063 0.0087 0.0050 0.0037 -0.0002 0.0007 0.0032 0.0015 0.0009 0.0029 0.0007 0.0002
IDLC 0.0070 0.0050 0.0198 0.0103 -0.0007 0.0036 0.0103 0.0058 0.0018 0.0064 0.0041 0.0030

BS STEEI 0.0057 0.0037 0.0103 0.0140 0.0031 0.0039 0.0094 0.0062 0.0006 0.0057 0.0064 0.0050
IFAD 0.0018 -0.0002 -0.0007 0.0031 0.0145 0.0000 0.0047 -0.0016 -0.0001 0.0016 0.0058 0.0004

OLYMPIC 0.0016 0.0007 0.0036 0.0039 0.0000 0.0169 0.0010 0.0011 0.0021 0.0004 0.0037 0.0015

SUMMIT 0.0062 0.0032 0.0103 0.0094 0.0047 0.0010 0.0130 0.0054 0.0002 0.0059 0.0046 0.0019
MJL 0.0029 0.0015 0.0058 0.0062 -0.0016 0.0011 0.0054 0.0087 0.0006 0.0035 0.0055 0.0063

SQUARE 0.0013 0.0009 0.0018 0.0006 -0.0001 0.0021 0.0002 0.0006 0.0056 0.0005 0.0010 0.0015

BEXIMCO 0.0031 0.0029 0.0064 0.0057 0.0016 0.0004 0.0059 0.0035 0.0005 0.0081 0.0026 0.0017

LAFARGE 0.0029 0.0007 0.0041 0.0064 0.0058 0.0037 0.0046 0.0055 0.0010 0.0026 0.0137 0.0070

GP 0.0002 0.0002 0.0030 0.0050 0.0004 0.0015 0.0019 0.0063 0.0015 0.0017 0.0070 0.0422

The resultant portfolio standard deviation is
6.44% (monthly) leading to an annual standard deviation
of 22.32%. Annual Sharpe ratio for the equal weight
scenario is 0.19.

In the second scenario, where the study targets
to maximize the Sharpe ratio, the same formula are
used.

But in this case, the objective is to find out the
weights that has to be put to individual securities in
order to maximize the Sharpe ratio given the investment
opportunity set of 12 stocks. According to the
optimization function, the weights that need to be
assigned to the securities are:

Table 4. Weight Allocation

Company
CITY
BRAC
IDLC
BS STEEL
IFAD
OLYMPIC
SUMMIT
MJL
SQUARE PHARMA
BEXIMCO PHARMA
LAFARGE
GP

The resultant annual portfolio excess return is
19.37% and annual standard deviation of 19.59%
leading to the maximum Sharpe ratio of 0.98. The
summary Sharpe ratio in the two cases is as per the
below table:

© 2018 Global Journals

Weight
0.00%
30.00%
0.00%
0.00%
30.00%
15.52%
0.00%
13.47%
0.00%
10.23%
0.00%
0.78%



Table 5: Findings Summary

Equal Weight Portfolio

Optimized Portfolio

Monthly Data

Portfolio Excess Return 0.36% 1.49%

Portfolio Standard 6.44% 5.66%

Deviation

Theta 0.055 0.26
Annualized

Portfolio Annual Excess 4.35% 19.37%

Return

Portfolio Standard 22.32% 19.59%

Deviation

Theta (Annual) 0.19 0.98

As it can be seen from the above analysis, even
though on stand-alone basis few stocks had negative
excess returns, when combined as a portfolio, the return
turns positive. In the optimized portfolio, not only the
return increases to 19.37% but also the standard
deviation goes down to 19.59% with a resultant theta of
0.98. Thus, maximum diversification benefit is achieved.
In this case the short-sale of stocks are restricted.

V. CONCLUSION

Portfolio construction is the best way to reduce
the risk of an investment. Given this set of investment
opportunity, an investor can maximize the return while
minimizing risk. In implementing this strategy, the
investor has to keep in mind the strategy of passive
investing. Trading on a frequent basis can wash out the
level of profits suggested here. As most of the investors
of Bangladesh do not possess superior investment
prowess, this buy and hold strategy can be a solution to
increasing investor confidence in the market.
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videos and display your slides/ online slides and online research video clips at
reasonable charges, on request.
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The FARSBA is eligible to earn from sales proceeds of his/her
researches/reference/review Books or literature, while publishing with Global
Journals. The FARSBA can decide whether he/she would like to publish his/her research
in a closed manner. In this case, whenever readers purchase that individual research
paper for reading, maximum 60% of its profit earned as royalty by Global Journals, will
be credited to his/her bank account. The entire entitled amount will be credited to
his/her bank account exceeding limit of minimum fixed balance. There is no minimum time limit for
collection. The FARSC member can decide its price and we can help in making the right decision.

The FARSBA member is eligible to join as a paid peer reviewer at Global Journals 3
Incorporation (USA) and can get remuneration of 15% of author fees, taken from the L" Lo )
author of a respective paper. After reviewing 5 or more papers you can request to

transfer the amount to your bank account.

MEMBER OF ASSOCIATION OF RESEARCH SOCIETY IN BUSINESS (MARSBA)

The ' MARSBA ' title is accorded to a selected professional after the approval of the
Editor-in-Chief / Editorial Board Members/Dean.

The “MARSBA” is a dignified ornament which is accorded to a person’s name viz. Dr.
John E. Hall, Ph.D., MARSBA or William Walldroff, M.S., MARSBA.

MARSB accrediting is an honor. It authenticates your research activities. After becoming MARSBA, you
can add 'MARSBA' title with your name as you use this recognition as additional suffix to your status.
This will definitely enhance and add more value and repute to your name. You may use it on your
professional Counseling Materials such as CV, Resume, Visiting Card and Name Plate etc.

The following benefitscan be availed by you only for next three years from the date of certification.

MARSBA designated members are entitled to avail a 25% discount while publishing
their research papers (of a single author) in Global Journals Inc., if the same is
accepted by our Editorial Board and Peer Reviewers. If you are a main author or co-
author of a group of authors, you will get discount of 10%.

As MARSBA, you will be given a renowned, secure and free professional email address
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AUXILIARY MEMBERSHIPS

Institutional Fellow of Open Association of Research Society (USA)-OARS (USA)

Global Journals Incorporation (USA) is accredited by Open Association of Research
Society, U.S.A (OARS) and in turn, affiliates research institutions as “Institutional
Fellow of Open Association of Research Society” (IFOARS).

The “FARSC” is a dignified title which is accorded to a person’s name viz. Dr. John E.
Hall, Ph.D., FARSC or William Walldroff, M.S., FARSC.

The IFOARS institution is entitled to form a Board comprised of one Chairperson and three to five
board members preferably from different streams. The Board will be recognized as “Institutional
Board of Open Association of Research Society”-(IBOARS).

The Institute will be entitled to following benefits:

The IBOARS can initially review research papers of their institute and recommend
them to publish with respective journal of Global Journals. It can also review the
papers of other institutions after obtaining our consent. The second review will be
done by peer reviewer of Global Journals Incorporation  (USA)
The Board is at liberty to appoint a peer reviewer with the approval of chairperson
after consulting us.

The author fees of such paper may be waived off up to 40%.

The Global Journals Incorporation (USA) at its discretion can also refer double blind ——
peer reviewed paper at their end to the board for the verification and to get ‘fafsssa
recommendation for final stage of acceptance of publication. ;

2 The IBOARS can organize symposium/seminar/conference in their counuy uii veiian v
Global Journals Incorporation (USA)-OARS (USA). The terms and conditions can be
discussed separately.

The Board can also play vital role by exploring and giving valuable suggestions .
regarding the Standards of “Open Association of Research Society, U.S.A (OARS)” so VA
that proper amendment can take place for the benefit of entire research community.\/@/
We shall provide details of particular standard only on receipt of request from the{']

Board.

The board members can also join us as Individual Fellow with 40% discount on total

fees applicable to Individual Fellow. They will be entitled to avail all the benefits as

declared. Please visit Individual Fellow-sub menu of Globallournals.org to have more
.1, relevant details.
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We shall provide you intimation regarding launching of e-version of journal of your stream time to
time. This may be utilized in your library for the enrichment of knowledge of your students as well as it
can also be helpful for the concerned faculty members.

After nomination of your institution as “Institutional Fellow” and constantly
functioning successfully for one year, we can consider giving recognition to your
ﬁ. meminstitute to function as Regional/Zonal office on our behalf.
“F®The board can also take up the additional allied activities for betterment after our
consultation.

The following entitlements are applicable to individual Fellows:

Open Association of Research Society, U.S.A (OARS) By-laws states that an individual
Fellow may use the designations as applicable, or the corresponding initials. The
Credentials of individual Fellow and Associate designations signify that the individual
has gained knowledge of the fundamental concepts. One is magnanimous and .
proficient in an expertise course covering the professional code of conduct, and """'::Jff;f}“
follows recoenized standards of practice.

K'& -0

o Open Association of Research Society (US)/ Global Journals Incorporation (USA), as
...'( r described in Corporate Statements, are educational, research publishing and
ALt i anni= brofessional membership organizations. Achieving our individual Fellow or Associate
status is based mainly on meeting stated educational research requirements.

Disbursement of 40% Royalty earned through Global Journals : Researcher = 50%, Peer 1

Reviewer = 37.50%, Institution = 12.50% E.g. Out of 40%, the 20% benefit should be

passed on to researcher, 15 % benefit towards remuneration should be given to a |
reviewer and remaining 5% is to be retained by the institution. ﬁ:‘

We shall provide print version of 12 issues of any three journals [as per your requirement] out of our
38 journals worth $ 2376 USD.

Other:

The individual Fellow and Associate designations accredited by Open Association of Research
Society (US) credentials signify guarantees following achievements:

> The professional accredited with Fellow honor, is entitled to various benefits viz. name, fame,
honor, regular flow of income, secured bright future, social status etc.
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In addition to above, if one is single author, then entitled to 40% discount on publishing
research paper and can get 10%discount if one is co-author or main author among group of
authors.

The Fellow can organize symposium/seminar/conference on behalf of Global Journals
Incorporation (USA) and he/she can also attend the same organized by other institutes on
behalf of Global Journals.

The Fellow can become member of Editorial Board Member after completing 3yrs.

The Fellow can earn 60% of sales proceeds from the sale of reference/review
books/literature/publishing of research paper.

Fellow can also join as paid peer reviewer and earn 15% remuneration of author charges and
can also get an opportunity to join as member of the Editorial Board of Global Journals
Incorporation (USA)

e This individual has learned the basic methods of applying those concepts and techniques to
common challenging situations. This individual has further demonstrated an in—depth
understanding of the application of suitable techniques to a particular area of research
practice.

Note :

”

Vil

In future, if the board feels the necessity to change any board member, the same can be done with
the consent of the chairperson along with anyone board member without our approval.

In case, the chairperson needs to be replaced then consent of 2/3rd board members are required
and they are also required to jointly pass the resolution copy of which should be sent to us. In such
case, it will be compulsory to obtain our approval before replacement.

In case of “Difference of Opinion [if any]” among the Board members, our decision will be final and
binding to everyone. Z
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PREFERRED AUTHOR GUIDELINES

We accept the manuscript submissions in any standard (generic) format.

We typeset manuscripts using advanced typesetting tools like Adobe In Design, CorelDraw, TeXnicCenter, and TeXStudio.
We usually recommend authors submit their research using any standard format they are comfortable with, and let Global
Journals do the rest.

Alternatively, you can download our basic template from https://globaljournals.org/Template.zip

Authors should submit their complete paper/article, including text illustrations, graphics, conclusions, artwork, and tables.
Authors who are not able to submit manuscript using the form above can email the manuscript department at
submit@globaljournals.org or get in touch with chiefeditor@globaljournals.org if they wish to send the abstract before
submission.

BEFORE AND DURING SUBMISSION

Authors must ensure the information provided during the submission of a paper is authentic. Please go through the
following checklist before submitting:

1. Authors must go through the complete author guideline and understand and agree to Global Journals' ethics and code
of conduct, along with author responsibilities.

2. Authors must accept the privacy policy, terms, and conditions of Global Journals.

Ensure corresponding author’s email address and postal address are accurate and reachable.

4. Manuscript to be submitted must include keywords, an abstract, a paper title, co-author(s') names and details (email
address, name, phone number, and institution), figures and illustrations in vector format including appropriate
captions, tables, including titles and footnotes, a conclusion, results, acknowledgments and references.

5. Authors should submit paper in a ZIP archive if any supplementary files are required along with the paper.

Proper permissions must be acquired for the use of any copyrighted material.

7. Manuscript submitted must not have been submitted or published elsewhere and all authors must be aware of the
submission.

w

o

Declaration of Conflicts of Interest

It is required for authors to declare all financial, institutional, and personal relationships with other individuals and
organizations that could influence (bias) their research.

PoLiCY ON PLAGIARISM
Plagiarism is not acceptable in Global Journals submissions at all.

Plagiarized content will not be considered for publication. We reserve the right to inform authors’ institutions about
plagiarism detected either before or after publication. If plagiarism is identified, we will follow COPE guidelines:

Authors are solely responsible for all the plagiarism that is found. The author must not fabricate, falsify or plagiarize
existing research data. The following, if copied, will be considered plagiarism:

e  Words (language)

e Ideas

e  Findings

e  Writings

e Diagrams

e Graphs

e lllustrations

e |lectures
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e  Printed material

e  Graphic representations
e Computer programs

e  Electronic material

e Any other original work

AUTHORSHIP POLICIES

Global Journals follows the definition of authorship set up by the Open Association of Research Society, USA. According to
its guidelines, authorship criteria must be based on:

1. Substantial contributions to the conception and acquisition of data, analysis, and interpretation of findings.
2. Drafting the paper and revising it critically regarding important academic content.
3. Final approval of the version of the paper to be published.

Changes in Authorship

The corresponding author should mention the name and complete details of all co-authors during submission and in
manuscript. We support addition, rearrangement, manipulation, and deletions in authors list till the early view publication
of the journal. We expect that corresponding author will notify all co-authors of submission. We follow COPE guidelines for
changes in authorship.

Copyright

During submission of the manuscript, the author is confirming an exclusive license agreement with Global Journals which
gives Global Journals the authority to reproduce, reuse, and republish authors' research. We also believe in flexible
copyright terms where copyright may remain with authors/employers/institutions as well. Contact your editor after
acceptance to choose your copyright policy. You may follow this form for copyright transfers.

Appealing Decisions

Unless specified in the notification, the Editorial Board’s decision on publication of the paper is final and cannot be
appealed before making the major change in the manuscript.

Acknowledgments

Contributors to the research other than authors credited should be mentioned in Acknowledgments. The source of funding
for the research can be included. Suppliers of resources may be mentioned along with their addresses.

Declaration of funding sources

Global Journals is in partnership with various universities, laboratories, and other institutions worldwide in the research
domain. Authors are requested to disclose their source of funding during every stage of their research, such as making
analysis, performing laboratory operations, computing data, and using institutional resources, from writing an article to its
submission. This will also help authors to get reimbursements by requesting an open access publication letter from Global
Journals and submitting to the respective funding source.

PREPARING YOUR MANUSCRIPT

Authors can submit papers and articles in an acceptable file format: MS Word (doc, docx), LaTeX (.tex, .zip or .rar including
all of your files), Adobe PDF (.pdf), rich text format (.rtf), simple text document (.txt), Open Document Text (.odt), and
Apple Pages (.pages). Our professional layout editors will format the entire paper according to our official guidelines. This is
one of the highlights of publishing with Global Journals—authors should not be concerned about the formatting of their
paper. Global Journals accepts articles and manuscripts in every major language, be it Spanish, Chinese, Japanese,
Portuguese, Russian, French, German, Dutch, Italian, Greek, or any other national language, but the title, subtitle, and
abstract should be in English. This will facilitate indexing and the pre-peer review process.

The following is the official style and template developed for publication of a research paper. Authors are not required to
follow this style during the submission of the paper. It is just for reference purposes.
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Manuscript Style Instruction (Optional)

e  Microsoft Word Document Setting Instructions.

e  Font type of all text should be Swis721 Lt BT.

e Pagesize: 8.27" x 11", left margin: 0.65, right margin: 0.65, bottom margin: 0.75.

e  Paper title should be in one column of font size 24.

e Author name in font size of 11 in one column.

e  Abstract: font size 9 with the word “Abstract” in bold italics.

e  Main text: font size 10 with two justified columns.

e Two columns with equal column width of 3.38 and spacing of 0.2.

e  First character must be three lines drop-capped.

e The paragraph before spacing of 1 pt and after of 0 pt.

e Line spacing of 1 pt.

e Large images must be in one column.

e The names of first main headings (Heading 1) must be in Roman font, capital letters, and font size of 10.
e The names of second main headings (Heading 2) must not include numbers and must be in italics with a font size of 10.

Structure and Format of Manuscript

The recommended size of an original research paper is under 15,000 words and review papers under 7,000 words.
Research articles should be less than 10,000 words. Research papers are usually longer than review papers. Review papers
are reports of significant research (typically less than 7,000 words, including tables, figures, and references)

A research paper must include:

a) Atitle which should be relevant to the theme of the paper.

b) A summary, known as an abstract (less than 150 words), containing the major results and conclusions.

c) Up to 10 keywords that precisely identify the paper’s subject, purpose, and focus.

d) Anintroduction, giving fundamental background objectives.

e) Resources and techniques with sufficient complete experimental details (wherever possible by reference) to permit

repetition, sources of information must be given, and numerical methods must be specified by reference.
f)  Results which should be presented concisely by well-designed tables and figures.
g) Suitable statistical data should also be given.
h) All data must have been gathered with attention to numerical detail in the planning stage.

Design has been recognized to be essential to experiments for a considerable time, and the editor has decided that any
paper that appears not to have adequate numerical treatments of the data will be returned unrefereed.

i)  Discussion should cover implications and consequences and not just recapitulate the results; conclusions should also
be summarized.

j)  There should be brief acknowledgments.

k) There ought to be references in the conventional format. Global Journals recommends APA format.

Authors should carefully consider the preparation of papers to ensure that they communicate effectively. Papers are much
more likely to be accepted if they are carefully designed and laid out, contain few or no errors, are summarizing, and follow
instructions. They will also be published with much fewer delays than those that require much technical and editorial
correction.

The Editorial Board reserves the right to make literary corrections and suggestions to improve brevity.
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FORMAT STRUCTURE

It is necessary that authors take care in submitting a manuscript that is written in simple language and adheres to
published guidelines.

All manuscripts submitted to Global Journals should include:
Title

The title page must carry an informative title that reflects the content, a running title (less than 45 characters together with
spaces), names of the authors and co-authors, and the place(s) where the work was carried out.

Author details
The full postal address of any related author(s) must be specified.
Abstract

The abstract is the foundation of the research paper. It should be clear and concise and must contain the objective of the
paper and inferences drawn. It is advised to not include big mathematical equations or complicated jargon.

Many researchers searching for information online will use search engines such as Google, Yahoo or others. By optimizing
your paper for search engines, you will amplify the chance of someone finding it. In turn, this will make it more likely to be
viewed and cited in further works. Global Journals has compiled these guidelines to facilitate you to maximize the web-
friendliness of the most public part of your paper.

Keywords

A major lynchpin of research work for the writing of research papers is the keyword search, which one will employ to find
both library and internet resources. Up to eleven keywords or very brief phrases have to be given to help data retrieval,
mining, and indexing.

One must be persistent and creative in using keywords. An effective keyword search requires a strategy: planning of a list
of possible keywords and phrases to try.

Choice of the main keywords is the first tool of writing a research paper. Research paper writing is an art. Keyword search
should be as strategic as possible.

One should start brainstorming lists of potential keywords before even beginning searching. Think about the most
important concepts related to research work. Ask, “What words would a source have to include to be truly valuable in a
research paper?” Then consider synonyms for the important words.

It may take the discovery of only one important paper to steer in the right keyword direction because, in most databases,
the keywords under which a research paper is abstracted are listed with the paper.

Numerical Methods

Numerical methods used should be transparent and, where appropriate, supported by references.

Abbreviations

Authors must list all the abbreviations used in the paper at the end of the paper or in a separate table before using them.
Formulas and equations

Authors are advised to submit any mathematical equation using either MathJax, KaTeX, or LaTeX, or in a very high-quality
image.

Tables, Figures, and Figure Legends

Tables: Tables should be cautiously designed, uncrowned, and include only essential data. Each must have an Arabic
number, e.g., Table 4, a self-explanatory caption, and be on a separate sheet. Authors must submit tables in an editable
format and not as images. References to these tables (if any) must be mentioned accurately.
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Figures

Figures are supposed to be submitted as separate files. Always include a citation in the text for each figure using Arabic
numbers, e.g., Fig. 4. Artwork must be submitted online in vector electronic form or by emailing it.

PREPARATION OF ELETRONIC FIGURES FOR PUBLICATION

Although low-quality images are sufficient for review purposes, print publication requires high-quality images to prevent
the final product being blurred or fuzzy. Submit (possibly by e-mail) EPS (line art) or TIFF (halftone/ photographs) files only.
MS PowerPoint and Word Graphics are unsuitable for printed pictures. Avoid using pixel-oriented software. Scans (TIFF
only) should have a resolution of at least 350 dpi (halftone) or 700 to 1100 dpi (line drawings). Please give the data for
figures in black and white or submit a Color Work Agreement form. EPS files must be saved with fonts embedded (and with
a TIFF preview, if possible).

For scanned images, the scanning resolution at final image size ought to be as follows to ensure good reproduction: line
art: >650 dpi; halftones (including gel photographs): >350 dpi; figures containing both halftone and line images: >650 dpi.

Color charges: Authors are advised to pay the full cost for the reproduction of their color artwork. Hence, please note that
if there is color artwork in your manuscript when it is accepted for publication, we would require you to complete and
return a Color Work Agreement form before your paper can be published. Also, you can email your editor to remove the
color fee after acceptance of the paper.

TIPS FOR WRITING A GOOD QUALITY MANAGEMENT RESEARCH PAPER
Techniques for writing a good quality management and business research paper:

1. Choosing the topic: In most cases, the topic is selected by the interests of the author, but it can also be suggested by the
guides. You can have several topics, and then judge which you are most comfortable with. This may be done by asking
several questions of yourself, like "Will | be able to carry out a search in this area? Will | find all necessary resources to
accomplish the search? Will | be able to find all information in this field area?" If the answer to this type of question is
"yes," then you ought to choose that topic. In most cases, you may have to conduct surveys and visit several places. Also,
you might have to do a lot of work to find all the rises and falls of the various data on that subject. Sometimes, detailed
information plays a vital role, instead of short information. Evaluators are human: The first thing to remember is that
evaluators are also human beings. They are not only meant for rejecting a paper. They are here to evaluate your paper. So
present your best aspect.

2. Think like evaluators: If you are in confusion or getting demotivated because your paper may not be accepted by the
evaluators, then think, and try to evaluate your paper like an evaluator. Try to understand what an evaluator wants in your
research paper, and you will automatically have your answer. Make blueprints of paper: The outline is the plan or
framework that will help you to arrange your thoughts. It will make your paper logical. But remember that all points of your
outline must be related to the topic you have chosen.

3. Ask your guides: If you are having any difficulty with your research, then do not hesitate to share your difficulty with
your guide (if you have one). They will surely help you out and resolve your doubts. If you can't clarify what exactly you
require for your work, then ask your supervisor to help you with an alternative. He or she might also provide you with a list
of essential readings.

4. Use of computer is recommended: As you are doing research in the field of management and business then this point is
quite obvious. Use right software: Always use good quality software packages. If you are not capable of judging good
software, then you can lose the quality of your paper unknowingly. There are various programs available to help you which
you can get through the internet.

5. Use the internet for help: An excellent start for your paper is using Google. It is a wondrous search engine, where you
can have your doubts resolved. You may also read some answers for the frequent question of how to write your research
paper or find a model research paper. You can download books from the internet. If you have all the required books, place
importance on reading, selecting, and analyzing the specified information. Then sketch out your research paper. Use big
pictures: You may use encyclopedias like Wikipedia to get pictures with the best resolution. At Global Journals, you should
strictly follow here.
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6. Bookmarks are useful: When you read any book or magazine, you generally use bookmarks, right? It is a good habit
which helps to not lose your continuity. You should always use bookmarks while searching on the internet also, which will
make your search easier.

7. Revise what you wrote: When you write anything, always read it, summarize it, and then finalize it.

8. Make every effort: Make every effort to mention what you are going to write in your paper. That means always have a
good start. Try to mention everything in the introduction—what is the need for a particular research paper. Polish your
work with good writing skills and always give an evaluator what he wants. Make backups: When you are going to do any
important thing like making a research paper, you should always have backup copies of it either on your computer or on
paper. This protects you from losing any portion of your important data.

9. Produce good diagrams of your own: Always try to include good charts or diagrams in your paper to improve quality.
Using several unnecessary diagrams will degrade the quality of your paper by creating a hodgepodge. So always try to
include diagrams which were made by you to improve the readability of your paper. Use of direct quotes: When you do
research relevant to literature, history, or current affairs, then use of quotes becomes essential, but if the study is relevant
to science, use of quotes is not preferable.

10. Use proper verb tense: Use proper verb tenses in your paper. Use past tense to present those events that have
happened. Use present tense to indicate events that are going on. Use future tense to indicate events that will happen in
the future. Use of wrong tenses will confuse the evaluator. Avoid sentences that are incomplete.

11. Pick a good study spot: Always try to pick a spot for your research which is quiet. Not every spot is good for studying.

12. Know what you know: Always try to know what you know by making objectives, otherwise you will be confused and
unable to achieve your target.

13. Use good grammar: Always use good grammar and words that will have a positive impact on the evaluator; use of
good vocabulary does not mean using tough words which the evaluator has to find in a dictionary. Do not fragment
sentences. Eliminate one-word sentences. Do not ever use a big word when a smaller one would suffice.

Verbs have to be in agreement with their subjects. In a research paper, do not start sentences with conjunctions or finish
them with prepositions. When writing formally, it is advisable to never split an infinitive because someone will (wrongly)
complain. Avoid clichés like a disease. Always shun irritating alliteration. Use language which is simple and straightforward.
Put together a neat summary.

14. Arrangement of information: Each section of the main body should start with an opening sentence, and there should
be a changeover at the end of the section. Give only valid and powerful arguments for your topic. You may also maintain
your arguments with records.

15. Never start at the last minute: Always allow enough time for research work. Leaving everything to the last minute will
degrade your paper and spoil your work.

16. Multitasking in research is not good: Doing several things at the same time is a bad habit in the case of research
activity. Research is an area where everything has a particular time slot. Divide your research work into parts, and do a
particular part in a particular time slot.

17. Never copy others' work: Never copy others' work and give it your name because if the evaluator has seen it anywhere,
you will be in trouble. Take proper rest and food: No matter how many hours you spend on your research activity, if you
are not taking care of your health, then all your efforts will have been in vain. For quality research, take proper rest and
food.

18. Go to seminars: Attend seminars if the topic is relevant to your research area. Utilize all your resources.

19. Refresh your mind after intervals: Try to give your mind a rest by listening to soft music or sleeping in intervals. This
will also improve your memory. Acquire colleagues: Always try to acquire colleagues. No matter how sharp you are, if you
acquire colleagues, they can give you ideas which will be helpful to your research.

20. Think technically: Always think technically. If anything happens, search for its reasons, benefits, and demerits. Think
and then print: When you go to print your paper, check that tables are not split, headings are not detached from their
descriptions, and page sequence is maintained.
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Adding unnecessary information: Do not add unnecessary information like "I have used MS Excel to draw graphs."
Irrelevant and inappropriate material is superfluous. Foreign terminology and phrases are not apropos. One should never
take a broad view. Analogy is like feathers on a snake. Use words properly, regardless of how others use them. Remove
quotations. Puns are for kids, not grunt readers. Never oversimplify: When adding material to your research paper, never
go for oversimplification; this will definitely irritate the evaluator. Be specific. Never use rhythmic redundancies.
Contractions shouldn't be used in a research paper. Comparisons are as terrible as clichés. Give up ampersands,
abbreviations, and so on. Remove commas that are not necessary. Parenthetical words should be between brackets or
commas. Understatement is always the best way to put forward earth-shaking thoughts. Give a detailed literary review.

21. Report concluded results: Use concluded results. From raw data, filter the results, and then conclude your studies
based on measurements and observations taken. An appropriate number of decimal places should be used. Parenthetical
remarks are prohibited here. Proofread carefully at the final stage. At the end, give an outline to your arguments. Spot
perspectives of further study of the subject. Justify your conclusion at the bottom sufficiently, which will probably include
examples.

22. Upon conclusion: Once you have concluded your research, the next most important step is to present your findings.
Presentation is extremely important as it is the definite medium though which your research is going to be in print for the
rest of the crowd. Care should be taken to categorize your thoughts well and present them in a logical and neat manner. A
good quality research paper format is essential because it serves to highlight your research paper and bring to light all
necessary aspects of your research.

INFORMAL GUIDELINES OF RESEARCH PAPER WRITING
Key points to remember:

e  Submit all work in its final form.
e Write your paper in the form which is presented in the guidelines using the template.
e Please note the criteria peer reviewers will use for grading the final paper.

Final points:

One purpose of organizing a research paper is to let people interpret your efforts selectively. The journal requires the
following sections, submitted in the order listed, with each section starting on a new page:

The introduction: This will be compiled from reference matter and reflect the design processes or outline of basis that
directed you to make a study. As you carry out the process of study, the method and process section will be constructed
like that. The results segment will show related statistics in nearly sequential order and direct reviewers to similar
intellectual paths throughout the data that you gathered to carry out your study.

The discussion section:

This will provide understanding of the data and projections as to the implications of the results. The use of good quality
references throughout the paper will give the effort trustworthiness by representing an alertness to prior workings.

Writing a research paper is not an easy job, no matter how trouble-free the actual research or concept. Practice, excellent
preparation, and controlled record-keeping are the only means to make straightforward progression.

General style:

Specific editorial column necessities for compliance of a manuscript will always take over from directions in these general
guidelines.

To make a paper clear: Adhere to recommended page limits.

Mistakes to avoid:

e Insertion of a title at the foot of a page with subsequent text on the next page.

e Separating a table, chart, or figure—confine each to a single page.

e  Submitting a manuscript with pages out of sequence.

e In every section of your document, use standard writing style, including articles ("a" and "the").
e Keep paying attention to the topic of the paper.
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e Use paragraphs to split each significant point (excluding the abstract).

e Align the primary line of each section.

e Present your points in sound order.

e Use present tense to report well-accepted matters.

e Use past tense to describe specific results.

e Do not use familiar wording; don't address the reviewer directly. Don't use slang or superlatives.
e Avoid use of extra pictures—include only those figures essential to presenting results.

Title page:

Choose a revealing title. It should be short and include the name(s) and address(es) of all authors. It should not have
acronyms or abbreviations or exceed two printed lines.

Abstract: This summary should be two hundred words or less. It should clearly and briefly explain the key findings reported
in the manuscript and must have precise statistics. It should not have acronyms or abbreviations. It should be logical in
itself. Do not cite references at this point.

An abstract is a brief, distinct paragraph summary of finished work or work in development. In a minute or less, a reviewer
can be taught the foundation behind the study, common approaches to the problem, relevant results, and significant
conclusions or new questions.

Write your summary when your paper is completed because how can you write the summary of anything which is not yet
written? Wealth of terminology is very essential in abstract. Use comprehensive sentences, and do not sacrifice readability
for brevity; you can maintain it succinctly by phrasing sentences so that they provide more than a lone rationale. The
author can at this moment go straight to shortening the outcome. Sum up the study with the subsequent elements in any
summary. Try to limit the initial two items to no more than one line each.

Reason for writing the article—theory, overall issue, purpose.

e Fundamental goal.

e To-the-point depiction of the research.

e Consequences, including definite statistics—if the consequences are quantitative in nature, account for this; results of
any numerical analysis should be reported. Significant conclusions or questions that emerge from the research.

Approach:

0 Single section and succinct.

An outline of the job done is always written in past tense.

Concentrate on shortening results—limit background information to a verdict or two.

Exact spelling, clarity of sentences and phrases, and appropriate reporting of quantities (proper units, important
statistics) are just as significant in an abstract as they are anywhere else.

O O o

Introduction:

The introduction should "introduce" the manuscript. The reviewer should be presented with sufficient background
information to be capable of comprehending and calculating the purpose of your study without having to refer to other
works. The basis for the study should be offered. Give the most important references, but avoid making a comprehensive
appraisal of the topic. Describe the problem visibly. If the problem is not acknowledged in a logical, reasonable way, the
reviewer will give no attention to your results. Speak in common terms about techniques used to explain the problem, if
needed, but do not present any particulars about the protocols here.

The following approach can create a valuable beginning:

0 Explain the value (significance) of the study.

0 Defend the model—why did you employ this particular system or method? What is its compensation? Remark upon
its appropriateness from an abstract point of view as well as pointing out sensible reasons for using it.

O Present a justification. State your particular theory(-ies) or aim(s), and describe the logic that led you to choose
them.

0 Briefly explain the study's tentative purpose and how it meets the declared objectives.
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Approach:

Use past tense except for when referring to recognized facts. After all, the manuscript will be submitted after the entire job
is done. Sort out your thoughts; manufacture one key point for every section. If you make the four points listed above, you
will need at least four paragraphs. Present surrounding information only when it is necessary to support a situation. The
reviewer does not desire to read everything you know about a topic. Shape the theory specifically—do not take a broad
view.

As always, give awareness to spelling, simplicity, and correctness of sentences and phrases.

Procedures (methods and materials):

This part is supposed to be the easiest to carve if you have good skills. A soundly written procedures segment allows a
capable scientist to replicate your results. Present precise information about your supplies. The suppliers and clarity of
reagents can be helpful bits of information. Present methods in sequential order, but linked methodologies can be grouped
as a segment. Be concise when relating the protocols. Attempt to give the least amount of information that would permit
another capable scientist to replicate your outcome, but be cautious that vital information is integrated. The use of
subheadings is suggested and ought to be synchronized with the results section.

When a technique is used that has been well-described in another section, mention the specific item describing the way,
but draw the basic principle while stating the situation. The purpose is to show all particular resources and broad
procedures so that another person may use some or all of the methods in one more study or referee the scientific value of
your work. It is not to be a step-by-step report of the whole thing you did, nor is a methods section a set of orders.

Materials:
Materials may be reported in part of a section or else they may be recognized along with your measures.
Methods:

0 Report the method and not the particulars of each process that engaged the same methodology.

0 Describe the method entirely.

0 To be succinct, present methods under headings dedicated to specific dealings or groups of measures.

0 Simplify—detail how procedures were completed, not how they were performed on a particular day.

0 If well-known procedures were used, account for the procedure by name, possibly with a reference, and that's all.
Approach:

It is embarrassing to use vigorous voice when documenting methods without using first person, which would focus the
reviewer's interest on the researcher rather than the job. As a result, when writing up the methods, most authors use third
person passive voice.

Use standard style in this and every other part of the paper—avoid familiar lists, and use full sentences.
What to keep away from:

0 Resources and methods are not a set of information.
0 Skip all descriptive information and surroundings—save it for the argument.
O Leave out information that is immaterial to a third party.

Results:

The principle of a results segment is to present and demonstrate your conclusion. Create this part as entirely objective
details of the outcome, and save all understanding for the discussion.

The page length of this segment is set by the sum and types of data to be reported. Use statistics and tables, if suitable, to
present consequences most efficiently.

You must clearly differentiate material which would usually be incorporated in a study editorial from any unprocessed data
or additional appendix matter that would not be available. In fact, such matters should not be submitted at all except if
requested by the instructor.
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Content:

0 Sum up your conclusions in text and demonstrate them, if suitable, with figures and tables.

0 Inthe manuscript, explain each of your consequences, and point the reader to remarks that are most appropriate.
0 Present a background, such as by describing the question that was addressed by creation of an exacting study.
0 Explain results of control experiments and give remarks that are not accessible in a prescribed figure or table, if
appropriate.
O Examine your data, then prepare the analyzed (transformed) data in the form of a figure (graph), table, or
manuscript.
What to stay away from:

0 Do not discuss or infer your outcome, report surrounding information, or try to explain anything.

0 Do notinclude raw data or intermediate calculations in a research manuscript.
0 Do not present similar data more than once.
0 A manuscript should complement any figures or tables, not duplicate information.
0 Never confuse figures with tables—there is a difference.
Approach:

As always, use past tense when you submit your results, and put the whole thing in a reasonable order.
Put figures and tables, appropriately numbered, in order at the end of the report.

If you desire, you may place your figures and tables properly within the text of your results section.
Figures and tables:

If you put figures and tables at the end of some details, make certain that they are visibly distinguished from any attached
appendix materials, such as raw facts. Whatever the position, each table must be titled, numbered one after the other, and
include a heading. All figures and tables must be divided from the text.

Discussion:

The discussion is expected to be the trickiest segment to write. A lot of papers submitted to the journal are discarded
based on problems with the discussion. There is no rule for how long an argument should be.

Position your understanding of the outcome visibly to lead the reviewer through your conclusions, and then finish the
paper with a summing up of the implications of the study. The purpose here is to offer an understanding of your results
and support all of your conclusions, using facts from your research and generally accepted information, if suitable. The
implication of results should be fully described.

Infer your data in the conversation in suitable depth. This means that when you clarify an observable fact, you must explain
mechanisms that may account for the observation. If your results vary from your prospect, make clear why that may have
happened. If your results agree, then explain the theory that the proof supported. It is never suitable to just state that the
data approved the prospect, and let it drop at that. Make a decision as to whether each premise is supported or discarded
or if you cannot make a conclusion with assurance. Do not just dismiss a study or part of a study as "uncertain."

Research papers are not acknowledged if the work is imperfect. Draw what conclusions you can based upon the results
that you have, and take care of the study as a finished work.

0 You may propose future guidelines, such as how an experiment might be personalized to accomplish a new idea.

0 Give details of all of your remarks as much as possible, focusing on mechanisms.

0 Make a decision as to whether the tentative design sufficiently addressed the theory and whether or not it was
correctly restricted. Try to present substitute explanations if they are sensible alternatives.

0 One piece of research will not counter an overall question, so maintain the large picture in mind. Where do you go
next? The best studies unlock new avenues of study. What questions remain?

0 Recommendations for detailed papers will offer supplementary suggestions.
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Approach:

When you refer to information, differentiate data generated by your own studies from other available information. Present
work done by specific persons (including you) in past tense.

Describe generally acknowledged facts and main beliefs in present tense.

THE ADMINISTRATION RULES
Administration Rules to Be Strictly Followed before Submitting Your Research Paper to Global Journals Inc.

Please read the following rules and regulations carefully before submitting your research paper to Global Journals Inc. to
avoid rejection.

Segment draft and final research paper: You have to strictly follow the template of a research paper, failing which your
paper may get rejected. You are expected to write each part of the paper wholly on your own. The peer reviewers need to
identify your own perspective of the concepts in your own terms. Please do not extract straight from any other source, and
do not rephrase someone else's analysis. Do not allow anyone else to proofread your manuscript.

Written material: You may discuss this with your guides and key sources. Do not copy anyone else's paper, even if this is
only imitation, otherwise it will be rejected on the grounds of plagiarism, which is illegal. Various methods to avoid
plagiarism are strictly applied by us to every paper, and, if found guilty, you may be blacklisted, which could affect your
career adversely. To guard yourself and others from possible illegal use, please do not permit anyone to use or even read
your paper and file.
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Please note that following table is only a Grading of "Paper Compilation" and not on "Performed/Stated Research" whose grading
solely depends on Individual Assigned Peer Reviewer and Editorial Board Member. These can be available only on request and after

CRITERION FOR GRADING A RESEARCH PAPER (COMPILATION)
BY GLOBAL JOURNALS

decision of Paper. This report will be the property of Global Journals.

Abstract

Introduction

Methods
Procedures

Result

Discussion

References

XIX

Grades

A-B

Clear and concise with
appropriate content, Correct

format. 200 words or below

Containing all background
details with clear goal and
appropriate  details, flow
specification, no grammar
and spelling mistake, well
organized sentence and

paragraph, reference cited

Clear and to the point with
well arranged paragraph,
precision and accuracy of
facts and figures, well

organized subheads

Well organized, Clear and
specific, Correct units with
precision, correct data, well
structuring of paragraph, no
grammar and
mistake

spelling

Well organized, meaningful

specification, sound
conclusion, logical and
concise explanation, highly
structured paragraph
reference cited

Complete and correct

format, well organized

C-D

Unclear summary and no
specific data, Incorrect form

Above 200 words

Unclear and confusing data,
appropriate format, grammar
and spelling errors with
unorganized matter

Difficult to comprehend with
embarrassed text, too much
explanation but completed

Complete and embarrassed
text, difficult to comprehend

Wordy, unclear conclusion,
spurious

Beside the point, Incomplete

No specific data with ambiguous
information

Above 250 words

Out of place depth and content,
hazy format

Incorrect  and unorganized

structure with hazy meaning

Irregular format with wrong facts
and figures

Conclusion is not cited,
unorganized, difficult to

comprehend

Wrong format and structuring
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