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Abstract:

Therefore, the balance between work activities and non-work activities has to be realized in order to succeed in attaining the
optimality. The study therefore sought to establish the moderating role of work arrangements on the relationship between
human resource capabilities on sustainable organizational competitiveness of mobile phone service provider firms in Kenya.
This therefore necessitated the research using work arrangements as a moderator. The purpose of the study was to examine
the moderating role of work arrangements on the relationship between human resource capabilities on sustainable
organizational competitiveness of mobile phone service provider firms in Kenya. The study was grounded on Resource
Based View theory. Explanatory research design guided by pragmatism philosophical paradigm was adopted. Multistage
sampling design which included stratified random sampling, proportionate sampling and random sampling were used to get
the actual respondents studied. Targeted population was 1279 drawn from 3 mobile phone service provider firms in Kenya.
Self-administered questionnaires were used to collect data from 258 respondents determined using Taro and Yamane sample
size formula. Data was analyzed using descriptive and inferential statistics which included; correlation analysis and
multiple hierarchical regression analysis. The findings were analyzed at p< 0.05 which showed a positive relationship
between human resource competencies and sustainable organizational competitiveness (8 = 0.135, p < 0.05). Human
capital processes and sustainable organizational competitiveness also showed a positive relationship (f = 0.105, p < 0.05)
and between human resource management practices and sustainable organizational competitiveness (5 = 0.749, p < 0.05).
The moderator variable had a positive significant relationship (5 = 0.095, p < 0.05) on sustainable organizational
competitiveness. Subsequently, when independent variables were moderated with work arrangements the findings indicated
that human resource competencies had a positive significant effect on sustainable organizational competitiveness (f =
0.234, P < 0.05) with human resource management practices having negative significant effect on sustainable
organizational competitiveness (f = -0.214, P < 0.05). Human capital processes had a positive insignificant effect on
sustainable organizational competitiveness (6 = 0.026, P > 0.05). There was a significant effect of Human Resource
capabilities on sustainable organizational competitiveness and it was therefore concluded that there is a moderating role of
work arrangements on the relationship between human resource capabilities and sustainable organizational
competitiveness. The mobile phone service provider firms should promote interest of employees whenever undertaking
human resource management so as to win their support as this has effect on their competitiveness. Further research to be
done on other aspects of human resource capabilities, moderating role of work arrangements on human capital processes
and sustainable organizational competitiveness as it exhibited insignificant results.
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1. Introduction

The last two decades have witnessed many changes due to the influence of globalization, fewer trade barriers, and the rapid spread of
the cyber revolution. All these changes and fluctuations have changed the world of work (Redman et al., 2001). Human resource
capabilities have become more globalized over the last decade and its importance as a driver of competitiveness in economies has
increasingly grown. It involves the creation of new designs, concepts and ways of doing things, their commercial exploitation and
subsequent diffusion through the rest of the organisation and society (Wickham, 2006). Given the serious difficulties in defining
sustainable competitiveness, some authors have started to measure sustainable organisational competitiveness as that part of
competitiveness that is determined or strongly influenced by the management of environmental and social issues. According to
Aouad et al. (2010) the competitiveness of firms inevitably depends on national and regional systems of innovation, which in turn
depends on government policy. Therefore, given the constant changes and dynamism of the business environment, securing
competitiveness is therefore high on the agenda of most organizations. In this respect, securing human resource competencies, human

110 Vol 5 Issue 9 September, 2017



http://www.theijbm.com

The International Journal Of Business & Management (ISSN 2321-8916) www.theijbm.com

capital process and practices improvement is an influential lever for sustainable competitiveness. One reason for using economic

performance measures instead of indicators of competitiveness might be the difficulty of defining and measuring competitiveness in

one dimension.

According to Proenca (2012) employee turnover is expensive for a business organization at any level and thus staff retention is

critical for organisations. Accordingly, it is believed that the issue of sustainability needs to be more vigorously discussed both at the

hypothesis building stage by considering industry or other contextual factors and at the stage of developing an empirical research

design (McEvily & Chakravarthy, 2002; Priem & Butler, 2001). This means that entrepreneurial leadership and organizational values

do initiate building capabilities and deploy resources, positioning the organization in to a sustainable competitive advantage leading

further to gain competitiveness (Raduan et al., 2009; Liu & Huang, 2009). More recently, Van Jaarsveld and Liu (2015) found in a

study of call-centre workers in China that when workers experienced low involvement practices in the workplace the turnover in the

workplace was high.

The provision of work-life practices has the potential to generate improved attitudinal and behavioural outcomes among employees.

While this process is widely held to occur through social exchange, research has not yet explicitly tested this dimension (Van

Jaarsveld and Liu 2015). It has also not studied the possibility that work arrangements in Kenyan context due to varying statutory

regulations moderated the link between human resource capabilities and sustainable organizational competitiveness. In summary,

common human resource management practices may include annual performance appraisal (formal feedback on job performance

from superiors/ employers, involve formal feedback from customers/clients), reviewing vacancies in relation to business strategy

(Ashton & Sung, 2002). Formal recruitment assessment tools, Employees’ annual performance reviews, reward management,

training needs assessment and multi-skills training for performing multiple jobs constitute desirable human resource management

practices (Meyer & Herscovitch, 2001). Performance appraisal is a vital means to offer promotion, recognition, and career

development (Larsson et al., 2007).

Work arrangements involve policies laid down by an organization to regulate family or personal leave, flexible work options and

dependent care (Estes & Michael, 2005). The work place practices that support favourable work arrangements include flexible work

hours for instance flexitime, which permits workers to vary their start and finish times provided that a certain number of hours are

completed, working from home is another form of flexible working arrangement known as Telework, part time work childcare and

also standard work. Work arrangement and the flexibility accorded distinguishes one organization from the other hence the use of

performance theory. It reveals the organization culture and how human resource is being managed. In particular, work arrangements

provide the distinction between human resources in various organizations (Besa et al., 2009). Therefore, it was important to evaluate

the moderating role that work arrangements have on the relationship between human resource capabilities and sustainable

organizational competitiveness.

Accordingly, Estes and Michael (2005) argued that competing demands between work and home have assumed increased relevance
for employees in recent years. This is as a result of demographic and workplace changes such as rising numbers of women in the work
force, longer working hours and more sophisticated communications technology enabling near constant contact with the workplace
(Estes & Michael, 2005). In response to these changes and the conflict they generate among the multiple roles that individuals occupy,
organizations are increasingly pressured to implement work arrangements intended to facilitate employees’ efforts to fulfil both their
employment-related and their personal responsibilities (Chow & Keng-Howe, 2006). It has been found from research that those
employees reporting high levels of discontent in work arrangements tend to exhibit lower levels of job satisfaction and organizational
commitment (Burke & Green, 1999; Kossek & Ozeki, 1998)

Studies by Kleinknecht et al. (2014) established the relationship between the use of temporary and contract workers and the
performance of the organization. They found out that organizations that relied on firm specific knowledge as a basis for their
innovation benefited less from the flexibility afforded from having temporary workers. These practices can influence sustainable
organizational competitiveness, including enhanced social exchange processes, increased cost savings, improved productivity, and
reduced staff turnover. Furthermore, on-site childcare, financial or informational assistance with childcare services constitutes the
approval of favourable work arrangements (Bassani, 2008). Additionally, Chambel and Castanheira (2012) argued that there is a social
exchange process that underlies workers’ attachment to organizations. They found in a sample of Portuguese blue-collar workers from
a temporary help agency that when organizations provided training to these workers they reciprocated by reporting high affective
commitment to the organization.

Chattopadhyay and George (2001) also found that the lower the proportion of nonstandard workers in the workgroup was, the more
positive were the attitudes of the temporary workers in the workgroup. This they suggested was because temporary workers view the
opportunity to work with standard workers positively, while if they had more non-standard colleagues they would view their work
team as peripheral to the organization. The use of these arrangements would result in improved employee attitudes and behaviours
within the organization, and thus enhanced sustainable organizational competitiveness, however not independently as shown by the
results of past studies which are contradicting hence the use as a moderator in this study.

Beh and Loo (2013) in a study of the Malaysian insurance industry which focused on investigation of individual HRM practices
relationship to organization performance found out that there is a strong and positive correlation between performance appraisal
practices and organizational performance. They also found out that internal communication practices, career planning, training, and
development followed the performance appraisal in that order. As such, Beh and Loo (2013) concluded that performance appraisal has
greatest effect on insurance performance compared with the rest of HRM practices.

Past studies validated the link between HR capabilities and superior sustainable organizational competitiveness in United States and
Europe (Boselie et al., 2001, Hoque, 1999; from Asia, Bjorkmand & Xiucheng, 2002; and from Africa Chebregiorgis & Karsten,
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2007). Further empirical studies of several researchers indicated a strong and positive association between HR processes and
competitiveness of organizations (Cappeli, 1998; Katou & Budhwar, 2006; Kuo, 2004; Huselid et al., 1997; Youndt et al., 1996).
Sustainable organizational competitiveness is achieved when a firm is implementing a value creating strategy not simultaneously
being implemented by any competitor and when these other firms are imperfectly able to imitate the benefits of this strategy (Barney,
2010). The more favourable approach to Sustainable Organisational Competitiveness is the use of intangible (or tacit) resources that
are generally built rather than bought (Derrick & Cool, 2012).

According to Purcell et al. (2003) organizations in different sectors use different combination of human resource management
practices to achieve competitiveness. For example, business services use human resource management practices to achieve innovation
and generate new ideas therefore improving product quality. Organizations in financial services industry use a combination of high
involvement and reward and commitment practices for competitiveness. Irefin (2014) examined the effect of employee commitment
on organizational performance in Coca Cola Company in Nigeria. The focus of the study was on the influence of employee
involvement on sustainable organizational competitiveness with reference to employee turnover. The outcome of the analysis showed
that the level of employee involvement was very high. It also revealed a very high positive relationship between employee
involvements and sustainable organizational competitiveness (employee turnover).

Understanding sources of competitiveness has become a major area of research in the field of strategic management (Debra & James,
2011). Changing business environment and knowledge economy has made adoption of Human Resource Management (HRM)
imperative for sustainable organizational competitiveness. Human resource experts believe that employers which want to position
themselves as ‘employers of choice’ in an economy with limited depleted resources and tight labour markets should consider using
sustainable HR capabilities (App, Merk & Biittgen, 2012; Ehnert & Harry, 2012; Lis, 2012). According to Zaugg, (2009) and Darcy et
al. (2012) in a study found out that fostering the competitiveness of the HRM system itself is a survival strategy for organizations. It is
on this background that this research determined the effect of human resource capabilities on sustainable organizational
competitiveness of mobile phone service providers in Kenya with the moderating role of work arrangements.

It is the objective of every organization to optimize employee productivity and hence sustainable organisational competitiveness.
Therefore, the balance between work activities and non-work activities has to be realized in order to succeed in attaining the
optimality. The study therefore sought to establish the moderating role of work arrangements on the relationship between human
resource capabilities on sustainable organizational competitiveness of mobile phone service provider firms in Kenya. This therefore
necessitated the research using work arrangements as a moderator. Since there were limited study findings which have been
undertaken in Kenya to establish the effects of HR capabilities on organizations’ competitiveness in the mobile phone service provider
industry, there was therefore need for this research which addressed the identified research gap.

2. Theoretical Framework

The study used Resource Based View theory. The resource-based view (Barney, 1991) has become one of the most influential and
well-cited theories in the history of management. It aspires to explain the internal sources of a firm’s sustainable competitiveness. Its
central proposition is that if a firm is to achieve a state of sustainable competitiveness, it must acquire and control valuable, rare,
inimitable and non-substitutable (VRIN) resources and capabilities. The elementary feature of the Resource Based View is that
successful firms possess internal resources and capabilities that are valuable, rare, and inimitable and lack substitutes (Hatch & Dyer,
2004). Organization therefore, must put in place processes and practices that can absorb the competitive human resource and enable
them to apply their competencies (Barney 2002). This proposition is shared by several related analyses; core competences, dynamic
capabilities and the knowledge-based view of firm (Nick and Jac, 2002).

Researches on Resource Based View theory, largely treats value creation as exogenous and focuses on incremental opportunities to
sustain competitive advantage and defensive measures to impede the deterioration of competitive advantage. According to Wright et
al. (1994), human resources can be considered rare, as individuals usually create value for the organization with high cognitive
ability, which is distributed throughout the total labour population and is rare by definition. Furthermore, historical differences among
organizations, ambiguity of the linkage between human resource capabilities and competitiveness and social complexity of human
interactions make human resources inimitable.

In summary, Resource Based View highlights the critical role of human resources in establishing and sustainable competitiveness.
Value creation begins by delivering value to customers. Lepak et al. (2007) categorized this at three levels: individual, organization
and society. The former two are termed as micro level and fall under the scope of this thesis. When a firm’s customer services and
other related issues such as measures of values exceed those offered by competitors then value creation occurs (Sirmon et al., 2007).
Mizik and Jacobson (2003) ascertained that value creation alone is not sufficient, and that value appropriation in the form of
restricting the competitive forces helps in gaining competitiveness. The superiority of doing something better in the market place
gains competitiveness. This understanding of value creation and its linkage to competitiveness is quite central to managers’
responsibilities and their leadership. Sustaining an organization’s value is as important as creating value for competitiveness.
Resource-based view research has been criticized to give little elaboration of how firms build new capabilities (Cavusgil et al., 2007).
Also, the recent management concern has been that, value of a firm’s resources should be assessed (Barney & Hesterly, 2006), as
sustainable competitiveness of a firm has mostly been inferred from the presence of substantial resources and/or high performance
rather than direct measurements (Peteraf & Barney, 2003). This study therefore, answered their call by employing a quantitative
method to measure Human Resource capabilities for the technological firms by using Value-Rare-Costly-to-imitate-Organizationally-
supported (VRIO) framework (Barney & Hesterly, 2006; Barney et al., 2012; Peng, 2013) to evaluate the human resource capabilities
of professional service firms, affecting competitiveness.
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This helps build competencies that give one organization unique competencies that act as a source of sustainable competitiveness.
Complementarities may exist between the three theories and there is a need to explore how each complement the shortcomings of the
other (Peng, 2013). The study is of the view that an organization in an industry with no valuable, rare, heterogeneous and inimitable
resources may develop key competencies that will be a source of sustainable competitiveness for the organization. Thus, the unique
role of developing competencies while combining key resources to generate sustainable competitiveness from organizations’
processes needs consideration by theorists and researchers. In addition, while undertaking this; the existing complementarities
suggested by proponents of diverse theories explaining organization strategic behaviour also need to be given attention (Barney &
Hesterly, 2006). This theory was relevant to the study because the effect of human resource capabilities such as human resource
competencies, processes and practices on sustainable organizational competitiveness were established with the moderating role of
work arrangements.

3. Research Methodology

This research utilized Explanatory research design. Explanatory approach provides analysis and explanation why or how the
phenomenon being studied happens (Earl, 2010). Explanatory research also aimed to understand phenomena by discovering and
measuring causal relationships between variables. Explanation of why and how there is a relationship between two or more aspects of
a situation or phenomenon was established by using explanatory design Earl (2010). Information on human resource Competency,
human capital processes and HRM practices was therefore sought and its effects on sustainable organizational competitiveness
established with the use of explanatory design. The statistical analysis of the data showed that the variation in human resource
capabilities in the organizations caused variation in performance and eventual sustainable organizational competitiveness. Moderation
by work arrangement represented indirect causal link in the relationship between human resource capabilities and sustainable
organizational competitiveness as seen in the conceptual framework. The explanatory research approach was therefore used to provide
better understanding of the effects of human resource capabilities on sustainable organizational competitiveness. The objective of
explanatory research was to portray an accurate profile of persons, events or situations (Earl, 2010). Explanatory design approach
builds on the assumption that the views obtained generate vital information on the research question thus, appropriate for this study.
This approach captured subjects’ perspectives as well as perceptions of the variables studied (Creswell, 2003). Explanatory survey
design which is a mixed method approach was therefore used in the study. Surveys were helpful in learning about trends or
characteristics of individual attitudes, opinions, beliefs, practices, successes or effectiveness of a program and identification of
employees’ needs (Creswell, 2008). This basically assessed the relationship between independent, dependent and moderating variables
(Kothari, 2009). The researcher used the design to obtain information from various employees on how the use of work arrangement
options, the length of time used and any other options adopted by their organizations to enhance sustainable organizational
competitiveness.

The target population for this study was the staff of mobile phone service provider organizations in Western Region of Kenya. The
organizations included: Safaricom, Airtel, and Orange service providers. They were categorised into: Regional Sales Managers, Area
Sales Managers, Trade development representatives and Customer Care employees from these organizations and its agencies. These
were staff in Western Region. The study employed both probability and non-probability sampling designs. A stratified sampling
design was used to select strata from the hierarchies of employees in the mobile phone service provider sector and then random
sampling used to select the participants from every stratum of employees in the organizational structure. This guaranteed, in the long
run, every possible sample selected with known and equal chance of participating (Joseph, 2012). The categories: Consumer Regional
Sales Managers, Area Sales Managers, Trade development representatives, Customer Care employees (under organization) and
Customer care staff (under contract) formed the stratum. From the stratum, proportionate sample was obtained and to sample the
actual individuals as respondents to answer the questionnaire; random sampling was adopted. The researcher adopted Yamane (1973)

model for determining the sample size where the population size is known.
N

n= e 1279/ {1+1279(0.05) (0.05)}; Hence 300.61 approximately 300 Respondents.

N= population size = 1279

n= sample size

e= standard error; acceptable level is 0.05.
The sample size from each stratum was obtained using the proportionate allocation since the stratified random sampling design was
adopted. Calculation of the sample size was based on the information that the target population is 1279. For example, Regional sales
managers for sample: (300) (8/1279) =2 Respondents; the sample size calculation was applied for all the cells.
Questionnaires were used in collecting substantive data for the study. Primary data was first-hand information collected by the
researcher from the field while secondary data was obtained from records and manuscripts of the communications regulator
(Communications Authority of Kenya-CAK) and documents from sampled organizations like journals and annual reports. In addition,
documents from the sampled mobile service providers were used like the annual reports and journals to get data on adoption of new
technology (innovation) and response to changing market conditions. Questionnaires were used to collect first-hand information from
the respondents. Five-point Likert scale was used to design the questionnaire.
The survey instruments were pilot tested on 5.0% of randomly selected participants (Hair et al., 2010) representing the customer care
employees, area sales managers, and Regional sales managers of the related firms within the mobile phone service sector. As a
diagnostic rule of the thumb, (the agreed upon) the lower limit for Cronbach’s Alpha was 0.70, though it is acceptable to 0.60 in
exploratory studies (Hair et al., 1998). The goal of the pilot study was to validate the instruments through content validity, face
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validity, criterion validity and concurrent validity. The outcomes from the pilot study were discussed with lecturers and colleagues in
Moi University to validate the document.

Data from the questionnaires were recorded and descriptive analysis was performed to summarize the data. The direction and strength
of the relationship between the independent variable (Human Resource Management practices) and dependent variable (sustainable
organizational competitiveness) was examined using Pearson’s correlation analysis based on a one -tailed test at 95% level of
significance. Correlation tests were conducted to establish the relationship between the variables human resource competencies,
human capital processes, human resource management practices and work arrangement with the dependent variable sustainable
organizational competitiveness. The interpretation of the results was based on correlation analysis results were used to draw
conclusions concerning the significance of the findings.

Analytical Model involve the use of moderated regression models to analyse work arrangement moderating the effect of human
resource capabilities on sustainable organizational competitiveness of mobile phone service providers in Kenya. Regression of the
outcome, which is sustainable organizational competitiveness, with respect to the variables human resource competencies, human
capital processes and human resource management practices was conducted. This produced a model for prediction. The predictor
variables were weighted in order to form a composite variable (human resource capabilities) that aimed to maximize prediction of the
outcome variable. Regression coefficients were used to indicate the expected change in the outcome variable for an increase of one
unit of the predictor variable holding all other predictor variables constant. The regression equation was:

Y = BO + le 1+ BzX2+ BgX3+ B4X4+ [P PTPT (l)

Y= sustainable organizational competitiveness ~ (Dependent Variable)

Bo= Constant

X1= Human resource competencies (Independent Variable)

X, = Human capital Process. (Independent Variable)

X3= Human resource management practices (Independent Variable)

X4 =Work Arrangements (Moderator Variable)

3.1. Moderated Regression Equation

Y = BO + le 1+ BzXz + Bng +B4(X4) F (ll)

Y =B+ B1X 1+ BaXo + BaXs + Ba(Xa) + Ba(XKag*X 1) + v (iii)

Y =B+ B1X 1+ BaXo +P3Xz + Ba(XKa*X 1) + Bs(Xa™ X2) + € (iv)
Y= Bo + BuX1 + BoaXo + PaXs + Ba(Xa*X 1) + Ps(Xa™ X2) +P6(Xa*X3) + .
Bttt etttk h e bk £ b e £ bR R £ R R £ £ SRR e £ eh £ A b b h £ e bbb Rt R et b e bt e et v

Y= sustainable organizational competitiveness ~ (Dependent Variable)
o= constant

X1= Human resource competencies (HRC) (Independent Variable)
X, = Human capital Process. (HCP) (Independent Variable)
X3=Human resource management practices (HRMP) (Independent Variable)
X4 =Work Arrangements (WA) (Moderating Variable)

e- Error term.
4. Results

4.1. Human Resource Management Practices

The descriptive analysis on independent variable Human Resource Management practices showed that all the item means were above
3.0 except there is no connection between the work | do and the company’s strategic objectives (M= 2.84; SD= 1.122) showing that
the responses were significant. “My performance appraisal is done regularly” had the highest mean of (M=3.99; SD= 0.754) which is
an indication that performance appraisal was done regularly as shown in Table 1.

Item N =258 Mean | S.D
My performance appraisal is done regularly 3.99 | 0.754
We are rewarded in this organization based on performance 3.80 | 0.801
I’m always involved in decision making 3.72 | 0.760
There is no connection between the work | do and the company’s strategic objectives 2.84 | 1.122
Employee needs are recognised as much as their skills in our organization. 3.84 | 0.763
I’m rarely rewarded for outstanding performance. 3.11 | 0.968
Managing the complexity of change is a critical management function in our organization | 3.90 | 0.664
We work through self-managing teams. 3.90 | 0.539
Few employees in this organization are involved in most of the decision making 3.41 | 0.785
Average 3.61 | 0.80
SD = Standard deviation. Reliability; Cronbach’s Alpha = 0.742
Table 1: Descriptive Statistics for Human Resource Management Practices
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4.2. Work Arrangement

The items that measured of work arrangement had all means above 3.0 except for “we take children to day care centres for baby
nursing in the organization” (M=2.42; SD=.645) showing all the responses were significant. I like the kind of work arrangement we
have in the organization was significant since it had the highest mean of (M=3.28; SD .807) which is an indication that the employees
had a sense of satisfaction and accomplishment in the work arrangement (Table 2)

Item N =258 Mean | S.D.
We are allowed to work on flexible time provided we complete the required hours per day. | 2.94 | 0.655
This organization allows us to work for less than six days in a week. 2.68 | 0.730
I work on Part time in this organization. 253 | 0.734
I like the kind of work arrangement we have in this organization 3.28 | 0.807
My work gives me a sense of accomplishment. 3.25 | 0.745
I am proud to say | work at this organization 3.17 | 0.852
I am comfortable with the work | am expected to do. 3.17 | 0.858
I enjoy friendly working conditions in this organization. 3.18 | 0.888
I hardly leave the work place in a daily basis in this organization. 3.19 | 0.635
We take children to day care centres for baby nursing in the organization. 2.42 | 0.645
Average 3.00 | 0.755
SD = Standard deviation; Reliability Cronbach’s Alpha = 0.845

Table 2: Descriptive Statistics for work arrangement

4.3. Sustainable Organizational Competitiveness

The study also sought to get relevant data on the dependent variable. The results from analysis of data on mean and standard deviation
showed that all the variable means were above 3.0 showing that all the responses were significant. The guarantee of job security in
the organization was significant with the highest mean of (M=3.92; SD= 0.391) which is an indication that the employees had a feel of
good sense of future with the company.

Item N = 258 Mean S.D
I’m guaranteed of my Job security in this organization. 3.92 0.391
A lot of employees have left the Job in this organization recently. 3.71 0.554
I am comfortable to work in this organization in the next five to ten years 3.93 0.449
My organization rewards employees who design exemplary products. 3.88 0.395
I believe in the organization’s business future prospects 3.87 0.453
My organization has been making the changes necessary to compete effectively. | 3.72 0.552
| feel good about the future of the company. 3.79 0.492
Average 3.83 0.469
SD = Standard Deviation: Reliability; Cronbach’s Alpha = 0.700.

Table 3: Descriptive Statistics for sustainable organizational competitiveness

4.4. Correlation Analysis of Dependent, Independent and Moderator Variables

Correlation analysis was carried out to test the theoretical proposition regarding relationships among the variables. The correlation
matrix indicated that there was a positive significant correlation between Human Resource Competencies and sustainable
organizational competitiveness (r = 0.689, P < 0.01). This means that there is a strong significant relationship between human resource
competencies and sustainable organizational competitiveness. Human resource competencies positively predict sustainable
organizational competitiveness. The correlation of Human Capital Processes and sustainable organizational competitiveness was also
positively significant (r =0.722, P < 0.01).

Variables Y X3 X, X3 M
Sustainable organizational competitiveness (YY) 1
Human Resource competency (Xy1) 0.689** 1
Human Capital processes (X2) 0.722** | 0.682** 1
Human Resource management practices (Xs) 0.910** | 0.645** | 0.700** 1
Work Arrangement (M) 0.559** | 0.429** | 0.445** | 0.516** | 1
Notes: ** Correlation is significant at 0.01 level, * Correlation is significant at 0.05 level

Table 4: Correlation of Dependent, Independent and Moderator Variables
Source: Research Data (2015)

Human capital process like learning, innovation and teamwork do positively predict sustainable organizational competitiveness. The
relationship is strong and positive; meaning enhancing human capital processes in organizations would lead to positive achievement in

115 Vol 5 Issue 9 September, 2017


http://www.theijbm.com

The International Journal Of Business & Management (ISSN 2321-8916) www.theijbm.com

competitiveness. The correlation of Human Resource Management Practices was positively significant (r = 0.910, P < 0.01) and the
correlation of moderator Work arrangement and sustainable organizational competitiveness was also positively significant (r = 0.559,
P < 0.01) as shown in Table 4. It therefore implies that the independent variables together with the moderator positively influence
sustainable organizational competitiveness.

The findings support (Kaplan & Norton, 1992, 1993) claims that Human resource management practices play three major roles
namely building critical organizational capabilities, enhancing employee satisfaction and improving customer and shareholder
satisfaction. The findings also concur with Ulrich & Lake, (1990) report that many companies that attempt to align human resource
practices with business strategy, and strategic HR framework involves three components. The business strategy which represents the
business strategy of the company and defines how the company wins in the marketplace based on customer buying criteria,
competition, government regulations and supplier situation. By integrating the strategic HR framework with the business framework,
the interrelationships among components can be identified in two linkage chains. In the first chain, human resource practice can be
conceptualized as key drivers in building organizational capabilities, enhancing employee satisfaction, and more innovatively, shaping
customer satisfaction (Ulrich, 1989; Ulrich & Lake, 1990)

These findings are in tandem with (Estes & Michael, 2005) claim that the objective of every organization to optimize employee
productivity through balance between work activities and non-work activities have to be realized in order to succeed in attaining the
optimality. Work arrangements involve policies laid down by an organization to regulate family or personal leave, flexible work
options and dependent care. The findings also support Grandey & Cropanzano, (1996) assertions that provision of work-life practices
has the potential to generate improved attitudinal and behavioural outcomes among employees. Their work-family research had shown
that trying to manage demands from multiple roles such as work and family leads to reduced resources and increased strain in the form
of work-to-family conflict. These findings concur with Armstrong and Spellman (1993) that human capital is transferable across
technologies and human resources has the potential to constitute a source of sustainable competitiveness of an organization.

4.5. Multiple Hierarchical Regression Analysis

From the model summary, results of HRC" Predictors and WA interactions on SOC are shown. The findings’ independent variables
explained 85.0% (R” = 0.850) of the variance on sustainable organizational competitiveness which was statistically highly significant.
This indicated that the three independent variables predicted sustainable organizational competitiveness. Introduced work arrangement
on the other hand in model 2 explained only 85.7% (R® = 0.857) of the variance on sustainable organizational competitiveness which
contributed an addition of 0.6%. This indicates an overlap by the independent variables that constitute human resources capabilities
and work arrangement which is a moderator on the prediction of sustainable organizational competitiveness. It therefore implies that
there is some association that the human resource capabilities and work arrangement have in predicting sustainable organizational
competitiveness.

As indicated in model 3 interaction of Z score work arrangement *Z score Human Resource Competencies explained 87.6% (R? =
0.876) of the variance on sustainable organizational competitiveness which resulted in R? change of (2.0%) which was statistically
significant. In practice, Human resource competencies interact with work arrangements that are favourable to the employee’s interest
and behaviour is affected positively enhancing employee commitment and loyalty to the organization. This would in turn result in
improved product quality hence customer satisfaction. When customers are satisfied with organizations’ products repeat purchase
would be witnessed hence competitiveness due to customer loyalty to the organization.

In addition, interaction of Z score work arrangement * Z score Human Capital processes explained 88.1% (R? = 0.881) of the variance
in sustainable organizational competitiveness. This contributed an addition R? of (0.5%) which was statistically significant as shown
in model 4. The human capital processes applied by organizations may be antagonistic to work arrangements that are appealing and
favourable to employees leading to insignificant results in their contribution to sustainable organizational competitiveness. However,
interaction of Z score work arrangement *Z score Human Resource Management practices as shown in model 5 explained 90.2% (R?
=0.902) of the variance in sustainable organizational competitiveness resulting in R? change of (2.1%) which was highly statistically
significant. Human resource management practices which include staff involvement, reward management and performance appraisal
are practices that go well with generation y employees. Therefore, when interacted with work arrangements that become favourable to
the said employees would positively moderate the effect on sustainable organizational competitiveness.

Durbin-Watson statistics was used to test the presence of serial correlation among the residuals, the assumption of independence of
errors which required that the residuals or errors in prediction do not follow a pattern from case to case. The value ranges from 0 to 4
and as a rule of thumb, the residuals are not correlated if the Durbin-Watson statistic is approximately 2 and an acceptable range is
1.50-2.50 (Hair et al., 1998). Value greater than 2 indicates a negative correlation between adjacent residuals; whereas a value below 2
indicates a positive correlation. It also depends upon the number of predictors in the model and the number of observations. The
Durbin-Watson statistic for this regression was 1.842 as shown in Table 5. This falls within the acceptable range which indicated that
the residuals were positive and not correlated.
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R Adjusted R Std. Error of the Change Statistics - Durbin-
Model R Square Square Estimate R Square F dfl | df2 Sig. F Watson
q q Change Change Change
1 0.922° | 0.850 0.849 0.389 0.850 480.825 | 3 | 254 0.000
2 0.926° | 0.857 0.854 0.382 0.006 11.241 1 | 253 0.001
3 0.936° | 0.876 0.874 0.355 0.020 39.875 1 |252 0.000
4 0.939° | 0.881 0.878 0.349 0.005 9.804 1 | 251 0.002
5 0.950° | 0.902 0.899 0.317 0.021 54.583 1 | 250 0.000 1.842

Table 5: Model Summary of HRC' Predictors and WA Interactions on OC

4.6. ANOVA Model of HRC Predictors and WA Interactions on SOC

The results shown in Table 6 as indicated by the model showed good model fit as illustrated by overall test of significance with F-test
values of 480.825, 377.968, 356.811, 309.365 and 329.576 respectively with p value 0.000 < 0.05 (level of significance) were
statistically highly significant. In other words, HRC, HCP, HRMP and their interaction with work arrangement were statistically
significant predictors of SOC. The moderator WA was not related to either the predictor or the criterion variable rather it interacted
with the predictor variables to modify the form of the relationship between predictors and criterion.

Work Arrangement created an enhancing effect of HRC and HRMP while antagonistic effect of HCP. Thus, the model was fit to
predict sustainable organizational competitiveness using Human resource competencies, Human capital processes, Human resource
management practices and the moderator work arrangements. ANOVA assessed whether the model overall results were significantly
good degree of prediction of the outcome variable and it was clear that multiple hierarchical regression models of HRC', WA and their
interaction resulted in significantly better prediction of SOC. Therefore, extending the argument, it was important to fit this statistical
model to a set of actual collected data and how it fitted. From the results, it became clear that the model fitted the data well. It
provided not only a statistical test of the model’s ability to predict the SOC, but also the value of R or the corresponding R? and the
adjusted R? which indicated that the model could be used to generalize the findings.

Model Sum of Squares df Mean Square F Sig.
Regression 218.54 3 72.840 480.825 0.000°
1 Residual 38.479 254 0.151
Total 257 257
Regression 220.158 4 55.040 377.968 0.000°
2 Residual 36.842 253 0.146
Total 257 257
Regression 225.191 5 45.038 356.811 0.000°
3 Residual 31.809 252 0.126
Total 257 257
Regression 226.387 6 37.731 309.365 0.000°
4 Residual 30.613 251 0.122
Total 257 257
Regression 231.873 7 33.125 329.576 0.000"
5 Residual 25.127 250 0.101
Total 257 257

Table 6: ANOVA Model of HRC? Predictors and WA Interactions on SOC

4.7. Multiple Regression Analysis of HRC* on Sustainable organizational competitiveness

In the first step the effect of Human resource competencies, Human capital processes and Human resource management practices on
sustainable organizational competitiveness was established. The multiple regression results presented in Table 7 indicated that Human
resource competencies (f = 0.135, t = 3.848, P <0.05), Human capital processes ( = 0.105, t = 2.797, P <0.05) and Human resource
management practices (p = 0.749, t = 20.872, P <0.05) were positive and statistically highly significant predictors of sustainable
organizational competitiveness. The three variables had tolerance values of above 0.2 and VIF of less than 10 therefore multi-
collinearity was not a problem.

Unstandardized | Standardized
Model 1 Coefficients Coefficients t SIg.
B Std. Error Beta
Constant | 0.15 0.024 0.000 | 1.000
ZHRC | 0.135 0.035 0.135 3.848 | 0.000
ZHCP | 0.105 0.38 0.105 2.797 | 0.006
Z HRMP | 0.749 0.36 0.749 20.872 | 0.000

Table 7: Regression Coefficients of Independent Variables on Sustainable organizational competitiveness

Dependent Variable: Sustainable organizational competitiveness.
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Notes: Dependent Variable = Sustainable organizational competitiveness, ZHRC = Zscore Human resource competencies, ZHCP =
Zscore Human Capital Processes and ZHRMP = Zscore Human Resource Management Practices.

4.8. Regression Analysis of Independent Variables and Interaction with Work Arrangement on Sustainable Organizational
Competitiveness

Estimates of standardized regression coefficients offered an indication of the predictive ability of the independent variables.
Standardized regression coefficients range from +1 to -1 and the higher the regression coefficient (in absolute terms), the better the
prediction of the dependent variable. It therefore, follows logically that if a variable significantly predicts an outcome, then it should
have a 8 value significantly different from zero.

In this study, stepwise regression analysis model: Sustainable organizational competitiveness = o + $;ZHRC + , ZHCP + 33 ZHRMP
+ By ZWA + BsZWA*HRC + B ZWA*HCP + ; ZWA*HRMP + ¢.

Therefore, the model can significantly be used to predict sustainable organizational competitiveness.

Hierarchical regression results presented in Table 8, indicated step two of the hierarchical regression where Work arrangement (f =
0.095, t = 3.353, P < 0.05) was found to be positive and statistically significant predictor of sustainable organizational
competitiveness. This indicated that work arrangement at this stage was a moderator as it influenced the relationship without
interacting with the predictor variables and was significant. According to Wright et al. (2001) when a variable (X4) is introduced to a
regression analysis and found to have a significant relationship with dependent variable (sustainable organizational competitiveness),
the moderator hypothesis is supported. Conversely, if the interaction term was found to be insignificant, the moderator hypothesis
would not be supported (Wright el al., 2001). It should be noted that moderator variables are always at the same level as predictor
variables in regard to their roles as causal variables. This means that in any model they are antecedent or exogenous to dependent
variables. The moderator variable had tolerance value of above 0.2 and VIF of less than 10 therefore multi collinearity was not a
problem.

Unstandardized Standardized
Model 2 Coefficients Coefficients t Sig.
B Std. Error Beta
Constant | 0.15 0.024 0.000 1.000
ZHRC | 0.135 0.035 0.135 3.848 0.000
ZHCP | 0.105 0.38 0.105 2.797 0.006
ZHRMP | 0.749 0.36 0.749 20.872 | 0.000
ZWA 0.095 0.028 0.095 3.535 | 0.015**
Notes: Dependent Variable: Sustainable organizational competitiveness.
**significant at p < 0.05

Table 8: Regression Coefficients of work arrangement on Sustainable organizational competitiveness
Source: Research Data (2015)

4.9. Hierarchical Regression Interaction Results of work Arrangement and Human Resource Competencies

The interaction of work arrangement and human resource competencies was entered, the hierarchical regression coefficient of
interaction (f = 0.122, t =6.315, P <0.05) was positive and statistically highly significant as shown in Table 9. This confirmed that
work arrangement moderated the effect of Human Resource Competencies on sustainable organizational competitiveness. This
implies that competencies like knowledge, skills and abilities are being enhanced. It is also necessary to undertake arrangements to
promote work-life balance amongst the employees. However, age of employees also has some role to play (40.3%) aged between 26-
33 years and only 5% aged above 50 years of age. The two variables had tolerance values of above 0.2 and VIF of less than 10
therefore multi-collinearity was not a problem.

Unstandardized Standardized
Model 3 Coefficients Coefficients t Sig.
B Std. Error Beta
Constant | 0.052 0.124
ZHRC 0.120 0.032 0.120 3.725 | 0.000
ZHCP 0.118 0.035 0.118 3.424 | 0.001
ZHRMP | 0.665 0.035 0.665 18.973 | 0.000
ZWA 0.099 0.026 0.099 3.785 | 0.000
ZHRCWA | 0.122 0.019 0.122 6.315 | 0.000
Notes: Dependent Variable: Sustainable organizational competitiveness.

Table 9: Hierarchical Regression Coefficients of work Arrangement and Human Resource Competencies
Source: Research Data (2015)
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4.10. Hierarchical Regression Interaction Results of work Arrangement and Human Capital Processes

In this step, the interaction of work arrangement and Human Capital processes was entered. Hierarchical regression coefficient of the
interaction work arrangement and Human Capital processes (B = 0.080, t = 3.131, P <0.05) was positive and statistically highly
significant as shown in Table 10. This confirmed that work arrangement moderated the effect of Human Capital Processes on
sustainable organizational competitiveness. This shows that work arrangement is a critical aspect of sustainable organizational
competitiveness, therefore other than training, innovation and teamwork amongst the staff in an organization work arrangement is
crucial as it moderates the relationship.

Unstandardized Standardized
Model 4 Coefficients Coefficients t Sig.
B Std. Error Beta
Constant | 0.039 0.024
ZHRC 0.122 0.032 0.122 3.859 | 0.000
ZHCP 0.107 0.035 0.107 3.131 | 0.002
ZHRMP | 0.673 0.035 0.673 19.490 | 0.000
ZWA 0.099 0.026 0.099 3.832 | 0.000
ZHRCWA | 0.176 0.026 0.176 6.853 | 0.000
ZHCPWA | 0.080 0.026 0.080 3.131 | 0.002
Notes: Dependent Variable: sustainable organizational competitiveness.

Table 10: Regression Coefficients of work Arrangement and Human Capital Processes
Source: Research Data (2015)

4.11. Hierarchical Regression Interaction Results of Work Arrangement and Human Resource Management Practices

In the fifth step, the interaction of work arrangement and Human Resources Management practices was entered. Hierarchical
regression coefficient of the interaction between work arrangement and Human resource management practices (p = -0.214, t = -7.388,
P <0.05) was negative and statistically highly significant. This confirmed that work arrangement moderated the effect of Human
Resources Management practices on sustainable organizational competitiveness. It is quite imperative in HRM to consider the work-
life balance of employees so as to achieve sustainable organizational competitiveness. Apart from HRM practices like performance
appraisal, reward management and staff involvement; employees also look to activities that touch on their life outside the work place.
Employees in organizations other than being staff of firms they have other roles they play in life and this should be considered by
managers of organizations. Hence the need to consider work arrangement as it has some effect on the output resulting from HRMP on
sustainable organizational competitiveness (Table 11).

Unstandardized Standardized
Model 5 Coefficients Coefficients t Sig.
B Std. Error Beta
Constant 0.002 0.022
ZHRC 0.151 0.029 0.151 5.215 | 0.000
ZHCP 0.126 0.031 0.126 4.038 | 0.000
Z HRMP 0.697 0.037 0.697 22.116 | 0.015
ZWA 0.059 0.024 0.059 2.441 | 0.000
ZHRCWA | 0.234 0.025 0.234 9.526 | 0.000
ZHCPWA | 0.026 0.027 0.026 0.960 | 0.338
ZHRMPWA | -0.214 0.029 -0.214 -7.388 | 0.000
Notes: Dependent Variable: Sustainable organizational competitiveness.

Table 11: Regression Coefficients of work arrangement on Human Resource Management practices
Source: Research Data (2015)

5. Discussion

Hypothesis stated that work arrangements do not moderate the effect of human resource competencies on sustainable organizational
competitiveness (f = 0.122, p< 0.05) and the hypothesis was rejected. The study found that work arrangement had a positive and
statistically significant effect in moderating human resource competencies on sustainable organizational competitiveness. The
coefficient of 0.122 implied that one percent increase in interaction between work arrangement and human resource competencies was
likely to result in 0.122 percent increase in sustainable organizational competitiveness which was significant. Studies by Kleinknecht,
van Schaik and Zhou (2014) supported that there is relationship between the use of temporary and contract workers and the
competitiveness of the organizations. They found out that organizations that relied on firm specific knowledge as a basis for their
innovation benefited less from the flexibility afforded from having temporary workers. This is in line with findings of this study and
indication that though knowledge resides in the organization’s members; it is possible for an organization to loss competitiveness as
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knowledge may become redundant. There is support for this stance that use of temporary workers improved firm productivity because
of the facility it accords organizations to screen employees before hiring them and due to the numerical flexibility, it affords them
(Hirsch & Mueller, 2012).

According to Chow & Keng-Howe (2006), competing demands between work and home have assumed increased relevance for
employees in recent years, due in large part to demographic and workplace changes such as rising numbers of women in the work
force, longer working hours and more sophisticated communications technology enabling near constant contact with the workplace.
Furthermore, on-site childcare, financial or informational assistance with childcare services constitutes the approval of favourable
work arrangements (Bassani, 2008). In response to these changes and the conflict they generate among the multiple roles that
individuals occupy, organizations are increasingly pressured to implement work practices intended to facilitate employees’ efforts to
fulfil both their employment-related and their personal responsibilities (Chow & Keng-Howe, 2006).

It was further argued that organizations should have the tendency of attracting and retaining the most skilled labour as to their
competitors through an effective human resource strategy (Guan & Ma, 2003). Through this, global challenges will be dealt with and
the organization grows hence sustainable organizational competitiveness. Hypothesis (Hos,) Stated that work arrangements do not
moderate the effect of Human Capital processes on sustainable organizational competitiveness. From the study, work arrangements
were found to have positive and statistically significant effect in moderating Human capital processes on sustainable organizational
competitiveness (B = 0.080, p< 0.05) and the hypothesis was rejected. The coefficient of 0.080 implied that one percent increase in
interaction between work arrangement and Human Capital Processes was likely to result in 0.080 percent increase in sustainable
organizational competitiveness.

However, from the findings of this study it was established that Human capital processes interact with work arrangements to enhance
sustainable organizational competitiveness. Angele (2012) established that development of integrated learning programmes assist in
appraising employees’ skills and knowledge. This enables business organizations to align workers’ goals with their level of
experience. Formerly stable environments are becoming uncertain as a result of accelerating technological advancement,
globalization, industry convergence, aggressive competitive behaviour and deregulation of businesses (Huang, Dyerson, Wu and
Harindranath, 2015).

The study findings affirm this as work arrangements help to reduce and manage the harm imposed by Human capital process
activities. This harm covers three aspects: psychological, social and health aspects (Mariappanadar, 2012, 2013). In addition to
reducing harm imposed on employees, employee growth is equally important for competitiveness. Although it takes time for
organizations to see the full effect of learning and development, both are crucial to sustainable competitiveness as they create a win-
win situation for employers and employees.

The work arrangements do not moderate effect of human resource management practices on sustainable organizational
competitiveness. The moderating role of work arrangement was found in the study to be significant. The results indicated that work
arrangement negatively moderated the relationship between human resource management practices and sustainable organizational
competitiveness (f = -0.214, P < 0.05) and statistically significant. Therefore, the hypothesis was accepted. This implied that the
interaction between work arrangement and human resource management practices had some impact on sustainable organizational
competitiveness although negatively related.

The human resource management practices like performance appraisal and reward management as it relates to sustainable
competitiveness may be affected by work arrangements as management may view employees on certain arrangements as
unproductive. This may lead to organizations paying them possibly on piece rate and thus affecting organizations’ competitiveness.
Hirsch & Mueller (2012) argued that temporary workers lead to improved productivity and eventual competitiveness as this accords
organizations numerical flexibility. However, beyond a certain point, the use of temporary workers results in the organization losing
organization-specific human capital and along with the associated spill-over effects leads to loss of productivity hence unsustained
competitiveness.

For any organization to achieve its desired goals there is need for good management of physical or tangible resources as well as
intangible aspects such as human resource capabilities. Human resource management practices include human resource management
functions like staffing, performance appraisal, rewards and career planning (Bear, 2005). Further Findings by Archaize, Mogwere &
Schutte, (2014) showed that poor human resource management practices have a negative effect on psychological contracts,
organizational commitment, work engagement, motivation, job satisfaction, happiness, meaningfulness, well-being and the retention
of employees in various settings. However, appreciation of flexibility and social support varies with age and experience of employees.
The study established that majority (40.3%) were between the ages of 26-33 years and that 36.5% had served below one year.
Therefore, the support and flexibility they get from the organization may not enhance loyalty and retention.

Thus, implying that undertaking human resource management practices without regard to the work arrangements adopted by the
organization can be counterproductive as is exhibited by the study findings. When employees get involved in organizations
management and decision making, it may happen that they have issues with work-family conflict and stress sets in. Conversely,
(Bakker & Demorouti, 2007) argued that individuals with greater access to workplace social support garner additional job
psychological resources that provide a stress buffer to manage strain. When individuals feel that they are socially supported at work,
cared for by social others and have access to help they derive satisfaction from their jobs

These study findings attest to the view expressed by Stup et al. (2005) that the relationships between organizational performance and
HRM are complex and not always positive and also in technological organizations remunerations may not usually be commensurate
with output. Since organizations need to possess rare, inimitable and heterogeneous resources in order to develop a source of
sustainable competitiveness, then a challenge exists for organizations operating in an industry where resources are mobile and
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homogeneous across organizations. Whereas it is important for organizations to have valuable, rare, difficult to imitate and non-
mobile resources to develop initial sources of sustainable organizational competitiveness, for this competitiveness to be sustained, the
organization must develop core competencies that will keep on regenerating the value.

6. Conclusion

Human Resource Competencies had no significant effect of on sustainable organizational competitiveness. The Human Resource
Competencies had a strong significance to sustainable organizational competitiveness. The Human capital processes had positive
significant effect on sustainable organizational competitiveness. Work arrangements do not moderate the effect of human resource
competencies on sustainable organizational competitiveness. The work arrangement had a positive statistically significant moderating
effect on the relationship between human resource competencies and sustainable organizational competitiveness. The work
arrangements do moderate human resource competencies and sustainable organizational competitiveness, rejecting the hypothesis and
therefore the alternate one that work arrangements moderate human resource competencies and sustainable organizational
competitiveness adopted.

The work arrangements had a positive statistically highly significant moderating effect on the relationship between human capital
processes and sustainable organizational competitiveness. This revealed that work arrangement significantly moderated the effect of
human capital processes on sustainable organizational competitiveness and the null hypothesis was rejected. The work arrangements
do moderate human capital processes and sustainable organizational competitiveness.

The work arrangements do not moderate the effect of Human resource management practices on sustainable organizational
competitiveness. The results indicated that work arrangements had a negative statistically significant moderating effect on the
relationship between Human resource management practices and sustainable organizational competitiveness. This revealed that work
arrangement significantly moderated the effect of Human resource management practices on sustainable organizational
competitiveness and the null hypothesis was rejected. The work arrangements do negatively moderate the relationship between
Human resource management practices and sustainable organizational competitiveness and statistically significant.

Empirical findings of this study confirmed the significant relationship between Human Resource capabilities and sustainable
organizational competitiveness. The study also confirmed significant moderating effect of work arrangement on the relationship
between human resource capabilities and sustainable organizational competitiveness of mobile phone service providers in Kenya. It
can therefore be concluded that Human Resource Competencies had significant effect on sustainable organizational competitiveness
among mobile phone service provider firms. Most vitally, human resource practices should be designed and delivered to build these
organizational capabilities and business strategy. It can therefore be concluded that Human Resource Management Practices had
significant effect on sustainable organizational competitiveness among mobile phone service providers.

The study revealed that work arrangements significantly moderated the effect of Human resource competencies and Human resource
management practices on sustainable organizational competitiveness. However, work arrangement moderated the relationship between
Human capital processes and sustainable organizational competitiveness but not significant. On the overall it is concluded that work
arrangements do moderate the relationship between Human resource capabilities and sustainable organizational competitiveness and
statistically significant.

7. Recommendations

Mobile service provider’s management should initiate programs of training and education, innovation and team building. These
programs will help foster the acquisition and enhancement of competences and respond to the desire by the employees to have a job
that enhances their professional and personal development.

The management should create sustainable strategies to devise means on how clients can act as catalyst in the telecommunication
value chain to help foster innovation by exerting pressure on supply chain partners to improve overall performance, and also by
helping them to devise strategies to cope with unforeseen changes.

Mobile service providers’ management should adopt HR best practices and Management processes, such as participation and
involvement, effective reward management, appropriate performance appraisal, promotion from within and training and skill
development, results in higher productivity and profit across organizations and this should be effectively implemented by all
organization and stakeholders.

Management should thus evaluate the effectiveness of the systems they use in human resource management to avoid unnecessary
expenditures on processes and activities that do not add value to its staff and eventual sustainable organisational competitiveness.
Management should schedule their time appropriately to balance between work activities and non-work activities in order to succeed
in attaining the optimality. Further, mobile service provider organizations’ management should create policies to regulate family or
personal leave, flexible work options and dependent care to improve employee productivity and therefore competitiveness.

8. References
i. Akhtar, S., Ding, D.Z., and Ge, G.L. (2008). Strategic HRM practices and their impact on company performance in Chinese
enterprises. Human Resource Management, 47(1): 15-32.
ii. Adams, M. and Raisborough, J. (2010). Making a Difference: Ethical Consumption and the every day. The British Journal of
Sociology, 61 (2): 256-274.
iii. Ahmad, O. and Schroeder, R.G. (2003). The Impact of Human Resource Management Practices on Operational Performance:
Recognizing Country and industry Differences. Journal of Operations Management, 21 (19-43).

121 Vol 5 Issue 9 September, 2017


http://www.theijbm.com

The International Journal Of Business & Management (ISSN 2321-8916) www.theijbm.com

iv. Aiken, L.S., and West, S.G. (1991). Multiple Regressions: Testing and Interpreting Interactions. Sage Publications: Thousand
Oaks, CA.
v. Aitchison, D. (2007). HR transformation: Myth or reality. HROA Europe and shared expertise forums in association with
TPI. Survey Report January 2007
vi. Amable, B. (2003). The Diversity of Modern Capitalism, Oxford, Oxford University
vii. Armstrong M (2000). Strategic Human Resource Management. A guide to action. Kogan page
viii. Analoui, F. (2002). The Changing Patterns of Human Resource Management (eds Aldershot: Ashgate.
ix. Analoui, F., and Karami, A. (2003). Strategic management in small and medium enterprises. London: Thomson learning.
X. Andrew, M. (2004) Creating a Learning and Development Strategy: the Hr Business Partner's Guide to Developing People,
2nd edn, Chartered Institute of Personnel and Development, London
xi. Angele, C. (2012). Integrated Learning Programmes: Essential to Gaining that Competitive Advantage. The Malta
Independent Journal, 29 April
xii. Ang, S. and Slaughter, S.A. (2001). “Work outcomes and job design for contract versus permanent information systems
professionals on software development teams,” MIS Quarterly, 25,321.
xiii. Ann, P. (2013). Critical Human Capital Capabilities. Global Human Resource Development Newsletter, 10 February
xiv. Aouad, G., Ozorhon, B. & Abbott, C. (2010): Facilitating innovation in construction:
xv. Apgar MI. (1998.) The alternative workplace: changing where and how people work. Harvard Business Review, May-June:
121-136.
xvi. App, S., Merk, J., Biittgen, M. (2012), Employer Branding: Sustainable HRM as a Competitive Advantage in the Market for
High-Quality Employees, Management Review, 23(3): 262-278.

xvii. Akpotu.C. Asiegbu, I.LF & Jasmine, A.T. (2013). Organizational Social Asset and Firm Competitiveness in the Nigerian
Telecommunication Sector. American International Journal of Contemporary Research, 3(7), 88-98.

xviii. Armstrong, M. (2006). A hand book of Human Resource Management Practices, 10th ~ Edition, Kogan page Limited,
London.

xix. Armstrong, M., and Spellman, R. (1993). Gaining a competitive advantage in the labour market. London: Cooper and Lay
brand

xX. Arshad, A., Azhar, S. M., & Khawaja, K. J. (2014). Dynamics of HRM Practices and Organizational Performance: Quest for
Strategic Effectiveness in Pakistani Organizations. International Journal of Business and Social Science, 5(9).

xxi. Ashton, D. N and Sung, J, (2005), High Performance Work Practices: linking strategy and skills to performance outcomes .
International Journal of Training and Development 4 (1), 8-25

xxii. Ashton, D. and Sung, J. (2002) Supporting Workplace Learning for High Performance Working. Geneva: ILO.

xxiii. Audrone B. and Manuela, T. (2010). Perception of competitiveness in the context of sustainable development: Facets of
sustainable competitiveness. Journal of Business Economics and Management, 11, (2)

xxiv. Bakhsh Baloch, Q., Inam, M. (2009), Strategic Competitiveness: Creating Firm’s Future, in Journal of Managerial Sciences,
Volume 111, Number 1, January-June.

xxv. Baumast, A., and Dyllick, T. (2001). Umweltmanagement- Barometer 2001. St. Gallen: Institute for Economy and the
Environment, University of St. Gallen

xxvi. Barro R, & Lee, J. W. (2010). A new data set of educational attainment in the World, 1950- 2010. National Bureau of
Economic Research Working Paper No. 15902, Massachusetts.

xxvii. Baruch Y, Nicholson N. (1997). Home, sweet work: requirements for effective home working. Journal of General
Management 23: 15-30.

xxviii. Barkhuizen, E.N. (2014). Project talent management. In Y. du Plessis (Ed.), Project management: A behavioural perspective:
Theoretical principles, advanced practices and cases (Chapter 13, pp. 370—408). Cape Town: Pearson Education.

xxix. Barkhuizen, E.N., Mogwere, P, and Schutte, N.E. (2014). Talent management, work engagement and service quality
orientation of support staff in a higher education institution. Mediterranean Journal of Social Sciences, 5, 69-77.
http://dx.doi.org/10.5901/mjss.2014.v5n4p69

xxX. Barney, J. B, Della Corte, V., Sciarelli, M., and Arikan, A. (2012). The role of resource-based theory in strategic management
studies: managerial implications and hints for research. In G. Battista Dagnino (Ed.), Handbook of Research on Competitive
Strategy: 109-146. UK-USA: Edward Elgar.

Xxxi. Barney, J. (1991), —Form resources and sustainable competitive advantage, Journal of Management, Vol. 17 No. 1, pp. 90—
120.

xxxii. Bassani, C. (2008). The Influence of Financial, Human and Social Capital on Japanese Men’s and Women’s Health in Single-
and Two-Parent Family Structures. Social  Indicators Research, 85(2), 191-2009.

xxxiii. Batt, R. (2002). “Managing Customer Services: Human Resource Practices, Quit Rates, and Sales Growth”, Academy of
Management Journal, 45, pp. 587-97.

xxxiv. Bakker, A.B., Hakanen, J.J., Demerouti, E. and Xanthopoulou, D. (2007). Job resources boost work engagement, particularly
when job demands are high. Journal of educational Psychology, 99, 274 284.

xxxv. Be’langer F. (1999).Workers’ propensity to telecommute: an empirical study. Information & Management 35; 139-153.

xxxvi. Bear, D. J. (2005). The Evolving HR Function. An HRI Highlight Report, St. Petersburg, FL: The University of Tampa
Human Resource Institute.

122 Vol 5 Issue 9 September, 2017


http://www.theijbm.com
http://dx.doi.org/10.5901/mjss.2014.v5n4p69

The International Journal Of Business & Management (ISSN 2321-8916) www.theijbm.com

XXXVil.

XXXViil.

XXXIX.

xl.

xli.

xlii.

xliii.

xliv.
xlv.

xlvi.

xlvii.

xlviii.

xlix.

liii.
liv.

Ivi.

Ivii.

lviii.

lix.

Ixi.

Ixii.

Ixiii.

IXiv.

IXv.

IXvi.
IXvii.

Becker, B. E. and Huselid, M. A. (2006). “Strategic human resources management: Where do we go from here?” Journal of
Management, 32 (6), 898-925.

Becker, W. S. (2011), Are You Leading a Socially Responsible and Sustainable Human Resource Function?, People &
Strategy, 34(1): 18-23.

Beh, L.-S., and Loo, L.-H. (2013). Human resource management best practices and firm performance: A universalistic
perspective approach. Serbian Journal of Management, 8(2), 155-167.

Benrazavi, S. R., & Silong, A. D. (2013). Employees' job satisfaction and its influence on willingness to work in teams.
Journal of Management Policy and Practice, 14(1), 127-140.

Bettencourt Lance A., Kevin P Gwinner and Mathew L Meuter (2001), “A comparison of attitude, personality and knowledge
predictors of service oriented organizational citizenship behaviors”, Journal of applied psychology 86 (1), 29-41

Bjorkman, 1., and Xiucheng, F. (2002), ‘Human Resource Management and the Performance of Western Firms in China,’
International Journal of Human Resource Management, 13, 6, 853 — 864.

Bjorkman, I., and Budhwar, P. (2007). When in Rome . . .? Human resource management and the performance of foreign
firms operating in India, Employee Relations 29(6), pp. 595-610.

Blau, P.M. (1964). Exchange and power in social life. New York: John Wiley.

Boselie, J., Dietz, G., and Boon, C. (2005). “Commonalities and contradictions in HRM and Performance research”, Human
Resource Management Journal, 15(3), pp. 67-94.

Boselie, P., Paauwe, J. and Jansen, P.G.W. (2001). “Human resource management and performance: lessons from the
Netherlands”, The International Journal of Human Resource Management, Vol.12, No.7, pp.1107-1125. Human Resource
Function

Boudreau, J. W., and Ramstad, P. M. (2006). Talentship and Human Resource Measurement and Analysis: From ROI to
Strategic Organizational Change. Human Resource Planning, 29 (1).

Bowen, D. E. and Ostroff, C. (2004). Understanding HRM-firm performance linkages: The role of “strength” of the HRM
system. Academy of Management Review, 29, 203-221

Boxall, P. and Purcell, J. (2003), Strategy and Human Resource Management, Palgrave Macmillan, Basingstoke and New
York, NY.

Buckingham, M., and Vosburgh, R. (2001). The 21st Century Human Resources Function: It’s the Talent, Stupid!” Human
Resource Planning, 24(4): pp. 17-23.

Burke, P. J. (2005). The Sociology of Education and Work. The British Journal of Sociology, 56: 501-502.
doi:10.1111/j.1468-4446.2005.00080

Burke, R. J., and Green glass, E. R. (1999). Work-life congruence and work-life concerns among nursing staff. Canadian
Journal of Nursing Leadership, 12 (2), 21-29.

Bryman, A. and Bell, E., (2007) Business Research Methods revised edition (Oxford University Press,

Callentine, L. U. (1995). The ecology of the mobile workplace: Influence of household composition and home workspace on
satisfaction, stress, and effectiveness. Unpublished master's thesis, Cornell University, Ithaca, NY.

Campbell, J. P., McCloy, R. A., Oppler, S. H., and Sager, C. E. (1993) A theory of performance. In E. Schmitt, W. C. Borman,
& Associates (Eds.), Personnel selection in organizations (pp. 35—70). San Francisco: Jossey-Bass.

Cavusgil Erin, Seggie Steven, H. and Talay Mehmet B. (2007) Dynamic Capabilities View: Foundations and Research
Agenda, Journal of Marketing Theory and Practice, 159-166.

Chambel, M.; Castanheira, F. (2012) “Training of temporary workers and the social exchange process,” Journal of
Managerial Psychology, 27: 191-209.

Chang, W. J. A,, and Huang, T. C. (2005) Relationship between strategic human resource management and firm performance:
A contingency perspective. International Journal of Manpower, 26(5): 434-449.

Chattopadhyay, P. and George, E. (2012). “Examining the effects of work externalization through the lens of social identity
theory,” Journal of Applied Psychology, 86(4), 781-788.

CCK (2012). Quarterly Sector Statistics Report. Retrieved from: www.google.co.ke/search?q=cck+report&ie=utf-8&oe=utf
8&rls=org.mozilla:en-US: official & client=firefox-a & gws_rd=cr

Charles, O. E. (2005). Knowledge management for sustainable competitiveness in small and medium surveying practices.
Structural Survey, 23 (1), pp.7 - 21

Ghebregiogis, F., and Karsten, L. (2007). Human Resource Management Practices in Eritrea: Challenges and Prospects’,
Employee Relations, 144-163.

Chow, I. H., and Keng-Howe, I. C. (2006). The effect of alternative work schedules on employee performance. International
Journal of Employment Studies, 14(1), 105-130.

Cohen, J., and Cohen, P. (1983). Applied multiple regression/ correlation analysis for the behavioral ~science (2™ ed.).
Hillsdale,NJ: Erlbaum

Cohen, S. and Wills T A. (1985). Stress, social support, and the buffering hypothesis. Psychol. Bull. 98:310-57, Department
of Psychology, Carnegie Mellon University, Pittsburgh, PA]

Collins, J. (2001). Good to Great: Why Some Organizations Make the Leap and Others Don’t, New York: Harper Collins.
Collis, J., and Hussey, R. (2003). Business research: A practical guide for undergraduates and postgraduates students (2nd
ed.) New York: Palgrave Macmillan Publications.

123

Vol 5 Issue 9 September, 2017


http://www.theijbm.com
http://www.google.co.ke/search?q=cck+report&ie=utf-8&oe=utf

The International Journal Of Business & Management (ISSN 2321-8916) www.theijbm.com

Ixviii. Coyle-Shapiro, J. A-M., and Conway, N. (2004). The employment relationship through the lens of social exchange. In J.

Ixix. Coyle-Shapiro, L. M. Shore, M. S. Taylor and L. E. Tetrick (Eds.). The Employment Relationship: Examining Psychological
and Contextual Perspectives: 5-28. Oxford, UK: Oxford University Press.

Ixx. Coyle-Shapiro, Jacqueline; Morrow, Paula; Kessler, lan (2006). Serving two organizations: exploring the employment
relationship of contracted employees [online]. London: LSE Research Online.

Ixxi. Cooper, D. R., & Schindler, P. S. (2006). Business Research Methods (9" edition). USA: McGraw-Hill.

Ixxii. Creswell, J. W. (2003). Research design: Qualitative and Quantitative Approaches (2nd ed.). London: SAGE Publication.

Ixxiii. Creswell, J. W. (2009). Research design: Qualitative and Quantitative Approaches (3rd ed.). London: SAGE Publication.

Ixxiv. Creswell, J. W., & Plano Clark, V. L. (2011). Designing and conducting mixed Methods Research (2nd ed.). London: SAGE
Publication

Ixxv. Cropanzano, R., & Mitchell, M. S. (2005). Social exchange theory: An interdisciplinary review. Journal of Management, 31:
874-900.

Ixxvi. Crouch, Mira & McKenzie, Heather (2006). The logic of small samples in interview based qualitative research. Social
Science Information, 45(4), 483-499

Ixxvii. Curtin, R., S. Presser & E. Singer. (2005). Changes in telephone survey non response over the past quarter century. Public
Opinion Quarterly 69(1): 87-98.

Ixxviii. Dalal, R.S., Baysinger, M., Brummel, B.J. & LeBreton, J.M. (2012). The Relative Importance of Employee Engagement,
Other Job Attitudes, and Trait Affect as Predictors of Job Performance. Journal of Applied Social Psychology, 42 (1): E295-
E325. doi: 10.1111/j.1559-1816.2012.01017.x [14/02/15].

Ixxix. Danlami S. A., Sulu B. I, and Salami I.A. (2012). Effects Of Strategic Performance Appraisal, Career Planning And
Employee Participation On Organizational Commitment. An Empirical Study: International Business Research, vol 4, pp
124-133

Ixxx. Danneels, E. (2008). Organizational Antecedents of Second Order Competences. Management Journal, 29(5), 519-543.
http://dx.doi.org/10.1002/smj.684

Ixxxi. Darcy, C., McCarthy, A., Hill, J., and Grady, G. (2012). Work-life balance: One size fits all? An exploratory analysis of the
differential effects of career stage. European Management Journal, 30(2), 111-120.

Ixxxii. David, E. M. (2013). Research Methods in Public Administration and Non profit Management: Quantitative and Qualitative
Approaches, 3rd edn, M.E. Sharpe, Armonk, New York

Ixxxiii. Davis-Blake, A.; Broschak, J.P. and George, E. (2003). “Happy together? How using nonstandard workers affects exit, voice,
and loyalty among standard employees,” Academy of Management Journal, 46, 475-485.
Ixxxiv. Day, G. S. (1994). “The Capabilities of Market-Driven Organizations,” Journal of Marketing, 58 (4): 37-52.

Ixxxv. Debra, L. N., and James, C. Q. (2011). Organizational Behaviour: Science, the Real World, and You, 7th edn, South-Western

Cengage Learning, Mason, Ohio Directions and implications for research and policy. Construction Innovation.
Ixxxvi. Delaney, J.T., and Huselid, M.A. (1996). The impact of human resource management practices 31lon perceptions of
organizational performance. Academy of Management Journal, 39(4), 949-969.
Ixxxvii. Denzin, N. K., and Lincoln, Y. S. (2008). Introduction: The discipline and practice of qualitative research. In N. K. Denzin,
and Y. S. Lincoln (Eds.), Strategies of qualitative inquiry (pp.1-44). Thousand Oaks, CA: Sage.
Ixxxviii. Derrick & Cool, (2012),"The role of strategic groups in understanding Human Resource Dynamic Capability ", Personnel
Review, \ol. 41 Iss: 4 pp. 513 - 546
Ixxxix. Dessler G. (2008). Human Resource Management. New Jersey: Pearson Education International ISBN:0 13 814273 4pp
13,15,25,172,339,387 &42
xc. Dierickx, 1., Cool K. and Barney, J.B., 1989. Asset Stock Accumulation and Sustainability of Competitiveness. Management
Science 35 (12), 1504.
xci. Dreher, G.F. and Dougherty, T.W. (2005). Human Resource Strategy: A Behavioural Perspective for the General Manager.
New Delhi: Tata McGraw-Hill Publishing Company Limited.
xcii. Drucker, P. F. (1985). Innovation and Entrepreneurship, Harper and Row, New York.

xciii. Dunn, S.D. (2001). Statistics and Data analysis for the Behavioural Science: Mc Graw Hill

xciv. Du Plessis, Y., and Barkhuizen, E.N. (2012). Psychological capital: A requisite for organizational performance in South
Africa. The South African Journal of Economic and Management Sciences, 15, 16-30.

xcv. Durbin, J., and Watson, G. S. (1951). Testing for serial correlation in least squares regression, Il. Biometrika, 30, 159-
178.

xcvi. Earl, R. B. (2010). The Practice of Social Research, 12" edn, Wadsworth Cengage, Belmont, California Engineering and
Management, 124(3), 226-232.

xcvii. Easterby-Smith, M., Thorpe, R., and Lowe, A. (2003). Management Research: An Introduction (2nd ed.). London: SAGE
Publication.

xcviii.  Ehnert, 1., Harry, W. (2012), Recent Development and Future Prospects on Sustainable Human Resource Management:
Introduction to the Special Issue, Management Review, 12(3): 221-238.

xcix. Ehnert, 1. (2009), —Sustainability issues in human resource management: Linkage, theoretical approaches and outlines for an
emerging fieldl, Paper prepared for 21 EIASM SHRM Workshop, Aston, Birmingham, 28-29 March, 2006.

c. Encyclopaedia Britannica (1998), the Definition of Loyalty.
124 Vol 5 Issue 9 September, 2017


http://www.theijbm.com
http://dx.doi.org/10.1002/smj.684

The International Journal Of Business & Management (ISSN 2321-8916) www.theijbm.com

Ci.

cii.

ciii.

civ.

CV.
cvi.

cvil.

cviii.
CiX.
CX.
cXi.
CXii.
cxiii.
CXiV.
CXV.
CXVi.
CXVil.
CXViili.

CXiX.

CXX.

CXXI.

CXXil.

CXXilil.

CXXIV.

CXXV.

CXXVI.

CXXVil.

CXXViil.

CXXiX.

Ericsson, K. A., and Smith, J. (1991). Prospects and limits of the empirical study of expertise: An introduction. In K. A.
Ericsson & J. Smith (Eds.), toward a general theory of expertise: Prospects and limits. Cambridge, England: Cambridge
University Press.

Estes, S. B., and Michael, J. (2005). Work-family policies and gender inequality at work: A Sloan Work and Family
Encyclopedia entry.

Feldman, S. and Berry, W. D., &(1985). Multiple Regressions in Practice. Sage University Paper Series on Quantitative
Applications in the Social Sciences, series no. 07-050). Newbury Park, CA: Sage

Foss, N. J., and Lindenberg, S. (2012). Teams, team motivation, and the theory of the firm. Managerial and Decision
Economics, 33(5-6): 369-383.

Frank, S. (2011). The Human Skills: Elicitation & Interviewing, 2" edn, South Dakota, USA.

Frese, M., Kring, W., Soose, A., and Zempel, J. (1996). Personal initiative at work: Differences between east and West
Germany. Academy of Management Journal, 39 (1), 37-63.

Frimpong, S.K., & Fan, L. (2010). “Comparative Study on the Relationship between Employee Motivation and Team
Performance of the Banks in Ghana and China”. Proceedings of the 7th International Conference on Innovation and
Management. Wuhan: Wuhan University of Technology Press.

Frone, M.R., Russell, M, and Cooper, M.L. (1992). Antecedents and outcomes of work-family conflict: Testing a model of
the work-family interface. Journal of Applied Psychology, 77, 78.

Gajendran, R. S., and Harrison, D. A. (2007). The good, the bad, and the unknown about telecommuting: Meta-analysis of
psychological mediators and individual consequences. Journal of Applied Psychology, 92(6), 1524-1541

Gann, D. M and Salter, A. J (2010). Innovation in project-based, service-enhanced firms: the construction of complex
products and systems. Research policy 29 (7), 955-972

Garvin  D. (1993). Manufacturing Strategic Planning. California Management Review, 35(4), 85-106
http://dx.doi.org/10.2307/41166756

George, E. (2003). “External solutions and internal problems: The effects of employment externalization on internal workers'
attitudes,” Organization Science, 14, 386-402.

Gooderham, P.,, Nordhaug, O., and Ringdal, K. (2006). National embeddedness and calculative human resource management
in US subsidiaries in Europe and Australia. Human Relations, 59(11): 1491-1513.

Gouldner, A. (1960). The norm of reciprocity. American Sociological Review, 25(2), 161-178.

Ghozali, 1. (2005). Application analysis multivariate dengan Program SPSS.3 ed. Semarang: Badan Penerbit Undip.

Guan, J., Ma, N. (2003). Innovative Capability and Export Performance of Chinese Firms. Technovation, 23 (9), pp 737-747

Gupta, N., Iftekhar, S. S., and Bari, A. (2011) Fuzzy goal programming approach to solve non-linear bi-level programming
problem in stratified double sampling design in presence of non response. International Journal of Scientific & Engineering
Research, 3(10)

Grant, R. M. (1996). Toward a knowledge-based theory of the firm. Strategic Management Journal, Vol. 17(Winter Special
Issue), 109-122 (1996)

Green, W.K., Wu, C., Whitten, D., and Medlin, B. (2006), “The Impact of Strategic Human Resource Management on Firm
Performance and HR Professionals” Work Attitude and Work Performance,” International Journal of Human Resource
Management, 8, 3, 263 — 276

Greenberg, J. (1990). ‘Employee theft as a reaction to underpayment inequity: the hidden cost of pay cuts’, Journal of
Applied Psychology, Vol. 75, pp. 561-568

Guest, D. E. (2011). Human resource management and performance: still searching for some answers. Human Resource
Management Journal, 21(1): 3-13.

Hair, J.F., Black, W.C., Babin, B.J., and Anderson, R.E. (2010). Multivariate data Analysis: A global perspective (7" ed.).
New Jersey, NJ: Pearson Education Inc

Hair J. F., Anderson R. E., Tatham R. L., and Black W. C. (1998). Multivariate data analysis (5th Ed.). Englewood Cliffs, NJ:
Prentice Hall.

Hair, J. F. Jr., Anderson, R. E., Tatham, R. L., and Black, W. C. (1995). Multivariate data analysis (4th ed.). Englewood Cliffs,
New Jersey: Prentice Hall.

Hall, P. A. and Soskice, D. (Eds), (2001). Varieties of Capitalism: The Institutional Foundations of Competitive Advantage,
Oxford, Oxford University Press.

Hamel, G. and Prahalad, C. K (1994). Competing for the Future breakthrough Strategies for Seizing Control of your Industry
and Creating the Markets of Tomorrow. Harvard Business Review

Hammer, L. B, Neal, M. B., Newsom, J. T., Brockwood, K. J. and Colton, C. L. (2009). A longitudinal study of the effect on
dual earner couples' utilization of family-friendly workplace supports on work and family outcomes. Journal of Applied
Psychology, 700 - 810.

Hanson, B. (2008). OECD Measures on human Capital and Potential Use in Educational Accounts. Workshop on the
measurement of Human Capital.

Harcourt, M. and Wood, G. (2007). “The importance of employment protection for skill development in coordinated market
economies”, European Journal of Industrial Relations, 13(2), pp. 141-60.

125

Vol 5 Issue 9 September, 2017


http://www.theijbm.com
http://dx.doi.org/10.2307/41166756

The International Journal Of Business & Management (ISSN 2321-8916) www.theijbm.com

CXXX.

CXXXI.

CXXXil.

CXXXill.

CXXXIV.

CXXXV.

CXXXVI.

CXXXVil.

CXXXViil.

CXXXIX.

cxl.

cxli.

exlii.

exliii.

cxliv.
cxlv.

cxlvi.

cxlvii.

cxlviii.

cxlix.

cl.

cli.

clii.

cliii.

cliv.

clv.

clvi.

clvii.

clviii.

clix.

Harel, G.H., and Tzafrir, S.S. (1999), ‘The Effect of Human Resource Management Practices on the Perceptions of
Organizational and Market Performance of the Firm,” Human Resource Management, 38, 3, 185 — 200.

Hase, S. (2000) ‘Measuring organisational capability’, AVETRA conference,
Sydney,March.Availableat:Http://www.avetra.org.au/Conference_Archives/2000/abstracts.shtml.

Hatch, N. W. and Dyer, J. H. (2004). Establishing a Framework for Research in Strategic Human Resource Management:
Merging Resource Theory and Organizational Learning. In: Research in Personnel and Human Resource Management, 14:
61-90.

Hemalatha.N. & Savarimuthu.A. (2013). A Study on Employee Retention Techniques. Journal of Business Management and
Social sciences Research, 2(8), 45-49.

Hatch, N. W. and Dyer, J. H. (2004). Human Capital and Learning as a Source of Sustainable Competitive Advantage.
Strategic Management Journal, 25, 1155-1178.

Helfat, C. and Peteraf, M., (2003). The Dynamic Resource-Based View: Capability Lifecycles. Strategic Management Journal
24 (10), 997-1010.

Hesterly, W., and Jay B. Barney. (2006). Strategic Management and Competitive Advantage. (pp. 584). Prentice-Hall.
Teaching - other, Published, 2006.

Hirsch, B. and Mueller, S. (2012). The productivity effect of temporary agency work: Evidence from German panel data, The
Economic Journal, 122: 562-569.

Hobfoll, S.E. (2001). The influence of culture, community, and the nested-self in the stress process: advancing conservation
of resources theory, Applied Psychology: An International Review, Vol. 50, pp. 337-70.

Holtom, B.C.; Lee, T.W.; Tidd, S.T. (2002). The relationship between work status congruence and work-related attitudes and
behaviours, Journal of Applied Psychology, 87(5), 903-915.

Huang, K., Dyerson, R., Wu, L., and Harindranath, G. (2015). From Temporary Competitive Advantage to Sustainable
Competitive Advantage. British Journal of Management, 26(4), 617-636.

Hundley, G. (2001). “Why and when are the self-employed more satisfied with their work”? Industrial Relations, 40(2), 293-
316

Huselid, M. A., Becker, B .E. , Pickus. P.S., and Sprats, M. (1997). HR as a source of shareholder value: Research and
recommendations Human Resource Management, 36, 39-47

Hussain.T., Saleem.S. (2014). Do Employees’ Job Satisfaction, Involvement and Commitment Mediate Relationship between
Quality of Work Life and Employees’ Retention? World Applied Sciences Journal, 30(2), 245-252

Husynski Buchanan (2002). An introduction to organizational Behaviour; Prentice Hall Edition

Imran, H., Arif, I., Cheema, S. & Azeem, M. (2014). Relationship between Job Satisfaction, Job Performance, Attitude
towards Work, and Organizational Commitment. Entrepreneurship and Innovation Management Journal, 2(2): 135-144.
Inyang, B.J. (2010). Strategic Human Resource Management (SHRM): A Paradigm Shift for Achieving Sustained
Competitive Advantage in Organization, International Bulletin of Business Administration, 7:23-36.

Inyang, B. J. and Enuoh, R. (2009). “Entrepreneurial competencies: The missing links to successful entrepreneurship in
Nigeria”. International Business Research, 2(2), 62-71.

Inyang, B. J. (2008b). “Bridging the existing gap between human resource management function (HRMF) and enterprise
management (EM) in Nigeria”. Pakistan Journal of Social Sciences, 5 (6), 534-544.

Irefin, P., & Ali Mechanic M. (2014) “Effect of employee commitment on organizational performance in Coca Cola Nigeria
Limited Maiduguri, Borno State”. IOSR Journal of Humanities and Social Sciences. Vol 19, Issue 3, pp 33-41.

Islam, M. Z., & Siengthai, S. (2010). Human resource management practices and firm performance improvement in Dhaka
Export Processing Zone (DEPZ). Research and Practice in Human Resource Management, 18(1), 60-77.

Ismail, W. K. W. and Long, C. S. (2009). “Analyzing the strategic contributions of HR professionals:A framework for
developing future leaders”. Interdisciplinary Journal of Contemporary Research in Business, 1(1), 116-135.

Jabbour, C. J. C., and Santos, F. C. A. (2008). The central role of human resource management in the search for sustainable
organizations. The International Journal of Human Resource Management, 19(12), 2133-2154.

Janet, D. et al. (2012). How to improve the sustainable competitiveness and innovation of the EU agricultural sector: study,
Brussels, UK

Jarventaus, J. (2007). Training in a risky industry. T+D Magazine, March, available at: http://dx.doi.org/10.1111/1467-
8551.12104

Jauhar, J., Abdul Ghani, A. B., Joarder, M. H. R., Subhan, M., & Islam, R. (2015). Brain Drain to Singapore: A Conceptual
Framework of Malaysians’ Diaspora. The Social Sciences, 10: 702-711. doi: 10.3923/sscience.2015.702.711

Jayne, Richard L., (2006). Knowledge Worker: Human Resource Strategy to Achieve a Competitive Advantage, Doctorial
Dissertation, St. Ambrose University, Davenport, lowa

Jerry, N, L. (2011). Managing it Human Resources: Considerations for Organizations and Personnel, Hershey, Pennsylvania

John, P. Meyer, Lynne Herscovitch, (2001). Commitment in the Workplace Towards a general model. Human Resource
Management Review, 11,299-326

John, P. W. (2005). Human Resource Development: Learning & Training for Individuals &Organizations, 2nd edn, Kogan
Page, London

126

Vol 5 Issue 9 September, 2017


http://www.theijbm.com
http://www.avetra.org.au/Conference_Archives/2000/abstracts.shtml.
http://dx.doi.org/10.1111/1467-

The International Journal Of Business & Management (ISSN 2321-8916) www.theijbm.com

clx.

clxi.

clxii.

clxiii.
clxiv.

clxv.
clxvi.

clxvii.

clxviii.

clxix.

clxx.

clxxi.

clxxii.
clxxiii.

clxxiv.
clxxv.
clxxvi.
clxxvii.
clxxviii.
cIxxix.
CIxxx.

clxxxi.

clxxxii.

clxxxiii.

cIxxxiv.

clxxxv.

clxxxvi.

clxxxvii.

clxxxviii.

cIxxxix.

CXcC.

John, P. W, (2005). Human Resource Development: Learning & Training For Individuals &Organizations, 2" edn, Kogan
Page, London

John, E. D. and Harold D.D (1998). Modes of theorizing in strategic human resource management: tests of universalistic,
contingency and configurational performance predictions; Academy of Management Journal Vol. 39, No. 4, 802-  835.
Johnson, B. and Christensen. L (2008) Educational research: Quantitative, qualitative, and mixed approaches (3rd edition)
Review by Anita L. Carter. Thousand Oaks, CA: Sage Publications 664 pp., $84.94, (hardback), ISBN # 978-1-412954-563
Joseph, F. H. (2012). Statistics: A Tool for Social Research, 9th edn, Wadsworth, Cengage Learning, Belmont, California
Judeh, M. (2011). “An Examination of the Effect of Employee Involvement on Teamwork Effectiveness: An Empirical
Study”. International Journal of Business and Management. Vol 6, No 9, pp. 202 — 209.

Jyothi, P, and D. N. Venkatesh. (2006). Human resource management. New Delhi: Oxford University Press.

Kagioglou, M., Cooper, R., Aouad, G., Kinks, J., Sexton, M. G., & Shealth, D. M. (1998). A generic guide to the design and
construction processes protocol. UK: University of Salford.

Kaplan, R. S. and Norton, D. P. (1996). "Using the balanced scorecard as a strategic management system", Harvard Business
Review Jan — Feb pp. 75-85.

Kaplan, R. S. and Norton, D. P. (1992). "The balanced scorecard: measures that drive performance”, Harvard Business
Review Jan — Feb pp. 71-80.

Karami, A. (2001a). Strategy, HRM, and firm performance: The case of high tech SMEs in UK. The 31st European Small
Business Seminar, Dublin Institute of Technology, (13-14) September, Dublin, Ireland.

Karami, A. (2001b). Business strategy, environment analysis, and organization performance: The evidence from the UK
electronic industry. International Business and Economics Research Conference, October 8-12, 2001, Colorado, USA.

Katou, A., and Budhwar, P. (2006). “The Effect of Human Resource Management Systems on Organizational Performance:
Test of a Mediating Model”, International Journal of Human Resource Management, 17(7), pp. 1223-1253.

Kennedy, P. (1992). A Guide to Econometrics. Cambridge: MIT Press, MA

Kleinknecht, A.; Van Schaik, F. and Zhou, H. (2014). “Is flexible labour good for innovation? Evidence from firm-level
data,” Cambridge journal of economics, 38(5): 1207-1218.

Khandekar, et al (2005). Managing human resources capabilities for sustainable competitive advantage. The Emerald
Publishing Library Ltd

Kossek, E. E., and Ozeki, C. (1998) Work-family conflict, policies, and the job-life satisfaction relationship: A review and
directions for organizational behavior-Human Resources research. Journal of Applied Psychology, 83(2), 139-149.

Kossek, E. E., and Ozeki, C. (1999). Bridging the work-family policy and productivity

Kothari, C. R. (2009). Research methodology, methods and Techniques (2nd ed) New age internal Publishers

Kramar, Robin. (2014). Beyond strategic human resource management: Is sustainable human resource management the next
approach? The International Journal of Human Resource Management, 25(8): 1069-1089.

Kundu, S.C., and Malhan, D. (2007). “Human Resource Management Practices in Insurance Companies Operating in India:
A Study”, Proceedings of the 13th Asia Pacific Management Conference, Melbourne, Australia, 2007, pp. 472-488.

Kuo, H. P. (2004). The relationship between Human Resource Management practices, employee commitment, and
operational performance in the healthcare institutions. National Cheng Kung University, Tainan, Taiwan.

Lam, L. W. and White, L. P. (1998), Human resource orientation and corporate performance. Human Resource Development
Quarterly, 9:351-364. doi:10.1002/hrdqg.392009040

Lankoski, L. (2000). Determinants of environmental profit: An analysis of the firm-level relationship between environmental
performance and economic performance. Helsinki University of Technology, Institute of Strategy and International Business,
Doctoral Dissertations 2000/1. Available athttp://lib.tkk.fi/Diss/2000/isbn9512280574/ (Accessed 22.8.2016)

Larsson. R, Brousseau. K, Kling, K and Sweet, L. (2007). “Building motivational capital through career concept and culture
fit: the strategic value of developing motivation and retention”, Career Development International, 12(4), pp. 361- 381.

Lau Adeline, PhuaLianKee, (2011), "Transforming Learning Landscapes for Generation Y and Beyond", Management and
Economics, 3, 314 -319

Lawson, E., Mueller, O. J., and Shearn, J. A. (2005). A Dearth of HR Talent. The McKinsey Quarterly, 2: 13-14.

Lee, Feng-Hui, and Lee, Fzai-Zang. (2007). “The relationships between HRM practices, Leadership style, competitive
strategy and business performance in Taiwanese steel industry, Proceedings of the 13th Asia Pacific Management
Conference, Melbourne, Australia, 953-971.

Lepak, D.P., Smith, K.G., and Taylor, M.S. (2007) Value Creation and Value Capture: A Multilevel Perspective, Academy of
Management Review, 32(1):180-194.

LePine, J. A., Piccolo, R. F, Jackson, C. L., Mathieu, J. E., and Saul, J. R. (2008). A meta-analysis of teamwork processes:
tests of a multidimensional model and relationships with team effectiveness criteria. Personnel Psychology, 61(2), 273-307.
Ling, F.Y.Y. (2003), Managing the implementation of construction innovations, Construction Management and Economics,
21, pp635-649

Lis, B. (2012), The relevance of corporate social responsibility for a sustainable human resource management: An analysis of
organizational attractiveness as a determinant in employees’ selection of a (potential) employer, Management Revue, Vol. 23
No. 3

127

Vol 5 Issue 9 September, 2017


http://www.theijbm.com
http://lib.tkk.fi/Diss/2000/isbn9512280574/

The International Journal Of Business & Management (ISSN 2321-8916) www.theijbm.com

CXCl.

CXCil.

cXciii.

CXCiV.

CXCV.

CXCVi.

CXcVil.

CXcviil.

CXCiX.

CcC.

CCi.

CCil.

cciili.

CCiV.

CCv.

cevi.

cevil.

ceviii.

CCiX.

CCX.

cexi.

CceXil.

cexiii.

CCXiV.

CCXV.

CCXVi.

CCXVil.

CCXVill.

CCXiX.

Ljungquist, U. (2013). Going Practical on the Core Competence Concept: On Links, Levels, Time and Context, Knowledge
and Process Management. Knowledge and Process Management, 20(4), 223-231. http://dx.doi.org/10.1002/kpm.1425

Lydiah, W, Kabue, I. and Kilika, J. M. (2016). Firm Resources, Core Competencies and Sustainable Competitive Advantage:
An Integrative Theoretical Framework Journal of management and strategy

Li, H., Zhang, X., & Zhao, R. (2011). Investing in talents: Manager Characteristics and hedge fund performances. Journal of
Financial and Quantitative Analysis, 46(01), 59-82.

Liu, J. and Huang, J. (2009). Research on Enterprise International Competitive Advantage Sustainability, International
Journal of Business and Management, 4(2):89-99

Mafini, C., & Pooe, D.R.I. (2013). The relationship between employee satisfaction and organisational performance: Evidence
from a South African government department. SA Journal of Industrial Psychology/SA Tydskrif vir Bedryfsielkunde, 39(1)
.http://dx.doi.org/10.4102/ sajip.v39i1.1090 [11/02/15]

Magni, M., Maruping, L. M., Hoegl, M., and Proserpio, L. (2012). Managing the unexpected across space: Improvisation,
dispersion and performance in NPD teams. Journal of Product Innovation Management.

Magolego. H., Barkhuizen, E.N., and Lesenyeho, D.L. (2013). Talent management and job performance: The mediating role
of job satisfaction. In S.M. Lee & G. Roodt (Eds.), 30th Pan Pacific Conference (132-135). Johannesburg, South Africa:
PPBA. ISBN: 1-931649-27-3.

Mariappanadar, S. (2012), The harm indictors of negative externality of efficiency focused organizational practices,
International Journal of Social Economics, 9(3) 209-220.

Mariappanadar, S. (2013). Stakeholder harm index: A method to capture the costs of harm of HRM practices on stakeholders,
Proceedings of the International Network of Business and Management Journals Conference, Lisbon, Portugal, 17-19 June.
Marco, K. (2007). Human Resource Development: The Limitations of the Systematic Training Cycle, Munchen GRIN Verlag
GmbH, Munich, Germany

Marlon, F. S. (2009). Alternative Work Arrangements and Their Relationship to Work and Nonwork Outcomes: A Research
Synthesis, the Management Research on Report

MckEvily, S. K., and Chakravarthy, B. (2002). The persistence of knowledge-based advantage: An empirical test for product
performance and technological knowledge. Strategic Management Journal, 23: 285-305.

McMuillan, J. H. (2000). Educational research: Fundamentals for the consumer (4th ed.). White Plains, NY: Addison Wesley
Longman, Inc.

Meier, K. J., & O’Toole, L. J. (2013). Subjective organizational performance and measurement error: Common source bias
and spurious relationships. Journal of Public Administration Research and Theory, 23(2), 429-456

Meyerson, G., & Dewettinck, B. (2012). Effect of empowerment on employee’s performance. Advanced Research in
Economic and Management Sciences, 2, 40-46.

Menard, S. (1995). Applied logistic regression analysis. In Sage university paper series on quantitative applications in the
social sciences, 7-106. Thousand Oaks, CA: SAGE Publications Ltd.

Mertens, D. (2005). Research and Evaluation in Education and Psychology: Integrating diversity with quantitative,
qualitative, and mixed methods, (2nd edn.). Sage, Boston

Mizik, N. and Jacobson, R. (2003) Trading off between Value Creation and Value Appropriation: The Financial Implications
of Shifts in Strategic Emphasis, Journal of Marketing, 67:63-76. Model for innovation diffusion in Australian design firms.
Mohan, S. and Mark, A. Y. (2005). The Influence of Intellectual Capital on the Types of Innovative Capabilities. Academic
Management Journal, 48 (3) pp. 450-463

Morgan, D. L. (2007). Paradigm lost and paradigm regained: Methodological implications of combining qualitative and
quantitative methods. Journal of Mixed Methods Research, 1, 48-76.

Morrow, JR, Sirmon, DG, Hitt, MA and Holcomb, TR. (2007) Creating Value in the Face of Declining Performance: Firms
Strategies and Organizational Recovery, Strategic Management Journal, 28: 271-283.

Muhammad E. M., Rizwan Q. D. and Yasin M. (2012): The Impact of Pay and Promotion on Job Satisfaction: Evidence
from Higher Education Institute of Pakistan. American Journal of Economics. Special Issues, 6-9

Mtila, J., Barkhuizen, E.N., and Mokgele, R. (2013). Exploring the application of talent management practices in a local
government institution. In S.M. Lee & G. Roodt (Eds.), 30th Pan Pacific Conference (66—68). Johannesburg, South Africa:
PPBA. ISBN: 1-931649-27-3.

Neuman, W. (2006). Social Research Methods: Qualitative and quantitative approaches, (6th edn.). Pearson, Boston.

Nick, B. and Jac, F. (2002). Intellectual capital ROI: a causal map of human capital antecedents and consequents. Journal of
Intellectual Capital,3 (3), 223 — 247

Nielen, S ; Schiersch, A. (2014.) “Temporary agency work and firm competitiveness: Evidence from German manufacturing
firms,” Industrial Relations, 53(3), 365-375.

Ngozi N, H; Obianuju M. C; Igono M, N (2015) “Teamwork and Performance of Selected Transport Companies in Anambra
State” International Journal of Managerial Studies and Research (IJMSR) Volume 3, Issue 9, September 2015, PP 124-132
Odhong, A. E., Were, S. & Omolo, J. (2014). Effect of Human Capital Management Drivers on Organizational Performance
in Kenya. A Case of Investment and Mortgages Bank Ltd. European Journal of Business Management, 2(1), 341-356.
O’Donnell, D., O’Regan, P., Coates, B., Kennedy, T., Keary, B. and Berkery, G. (2003), “Human interaction: the critical
source of intangible value”, Journal of Intellectual Capital, Vol. 4 No. 1, pp. 82-99.

128

Vol 5 Issue 9 September, 2017


http://www.theijbm.com
http://dx.doi.org/10.1002/kpm.1425
http://dx.doi.org/10.4102/

The International Journal Of Business & Management (ISSN 2321-8916) www.theijbm.com

cexx.  Oltra, V. (2005), “Knowledge management effectiveness factors: the role of HRM”, Journal of Knowledge Management, \ol.
9 No. 4, pp. 70-86.
ccxxi.  Osborne, J. W. (2001). A new look at outliers and fringe liers: Their effects on statistic accuracy and Type | and Type 1l error
rates. Unpublished manuscript, Department of Educational Research and Leadership and Counselor Education, North
Carolina State University
cexxii. Osman, I, Ho, T. C.,, & Carmen Galang, M. (2011). The relationship between human resource practices and firm
performance: an empirical assessment of firms in Malaysia. Business Strategy Series, 12(1), 41-48.
cexxiii. - Oxford university press (2016); Oxford dictionaries, definition of terms
www.oxforddictionaries.com/definition/english/childcare
cexxiv.  Panuwatwanich, K., Stewart, R.A. and Mohamed, S. (2008) Validation of an empirical Pettus, M. L. 2001. The resource-
based view as a developmental growth process: Evidence from the deregulated trucking industry. Academy of Management
Journal, 44: 878-896.
cexxv.  Peel, M J. and Wilson, N (1990) "Labour Absenteeism: The Impact of Profit Sharing, Voice and Participation™, International
Journal of Manpower, Vol. 11 Iss: 7, pp.17 — 24.
ccxxvi.  Pedler, M., Burgoyne, J., and Boydell, T. (1991). The Learning Company: A Strategy for Sustainable Development. London:
McGraw-Hill
cexxvii.  Pedhazur, E. J., (1997). Multiple Regression in Behavioral Research (3rd ed.). Orlando, FL: Harcourt Brace
cexxviii.  Peng, M. (2013).Global strategy. Mason OH: Cengage Learning.
cexxix.  Pfeffer, J. (1995). Producing sustainable competitive advantage through effective management of people. Academy of
Management Executive, 9(1): 55-69.
cexxx.  Pfeffer, Jeffrey (1994). Competitive Advantage through People: Unleashing the Power of the Work Force. Boston: Harvard
Business School Press.
cexxxi.  Poutsma, E., Ligthart, P. H., and Veersma, U. (2006). The Diffusion of Calculative and Participative HRM Practices in
European Firms. Industrial Relations, 45(2), 513- 546 Press.
cexxxii.  Priem, R. L., and Butler, J. E. (2001) Is the resource-based “view” a useful perspective or strategic management research?
Academy of Management Review, 26: 22-40.
cexxxiii.  Purcell, J. (2004), ‘The HRM-Performance Link: Why, How and When does People Management Impact on Organizational
Performance?’John Lovett Memorial Lecture, University of Limerick.
cexxxiv.  Quinn, J. B. (1980). Strategies for Change: Locigal Incrementalism. Homewood: Richard D. Irwin.
cexxxv.  Raduan, C. R., Jegak, U, Haslinda, A. and Alimin, I. 1. (2009). A Conceptual Framework of the Relationship between
Organizational Resources, Capabilities, Systems, Competitive Advantage and Performance, Research Journal of International
Studies, 12:45-58.
cexxxvi.  Ravi, B., Nishtha, Amit, M., Ram, G. and Alok, G.(2013). Human Capital Investments and Employee Performance: An
Analysis of IT Services Industry, Journal of Management Science, Vol. 59, No. 3 pp641-658
cexxxvii.  Reddington, M., Williamson, M., and Withers, M. (2005).Transforming HR: Creating value through people. (HRseries).
Oxford: Elsevier Butterworth-Heinemann
cexxxviii.  Richard, O.C., and Johnson, N.B. (2001), ‘Strategic Human Resource Management Effectiveness and Firm Performance,’
International Journal of Human Resource Management, 12, 2, 299 — 310.
ccxxxix.  Riordan, C; Vandenberg, R.J and Richardson, H.A (2005) “Employee involvement and organizational effectiveness: An
organizational system perspective” journal of Human Resource Management 44(4):471 - 488
cexl.  Rizov, M., and Croucher, R. (2008). “Human resource management and performance in European firms”, Cambridge Journal
of Economics 2009, 33, 253-272.
cexli.  Roehling, P. V., Roehling, M. V., and Moen, P. (2001). The relationship between work-life policies, practices, and employee
loyalty: A life course perspective. Journal of Family and Economic Issues, 22(2), 141-170
cexlii.  Roca-Puig, V.; Beltran-Marti, 1. and Segarra Cipres, M. (2012). “Combined effect of human capital, temporary employment
and organizational size on firm performance,” Personnel Review, 41: 4-22.
cexliii.  Russell, C. D. and Jeffrey, H. E. (2009). Handbook of Families and Work: Interdisciplinary Perspectives. University Press of
America, Lanham
cexliv.  Salanova, M., Agut, S. & Peiro, J.M. (2005). Linking Organizational Resources and Work Engagement to Employee
Performance and Customer Loyalty: The Mediation of Service Climate. Journal of Applied Psychology, 90 (6):1217-1227.
DOI: 10.1037/0021-9010.90.6.1217 [10/02/15].
cexlv.  Saifullah, N., Alam, M., Zafar, M. W, & Humayon, A. A. (2015). Job satisfaction: A Contest between human and
organizational behaviour. International Journal of Economic Research, 6(1), 45-51.
cexlvi.  Samuel, M. (2009).The Transformation of East Africa’s Economy Using Mobile Phone Money Transfer Services. A
Comparative Analysis of Kenya and Uganda’s Experiences. Journal of Creative Communications 4 (2)131-146
cexlvii.  Sang, C. (2005). “Relationship between HRM practices and the perception of organizational performance, roles of
management style, social capital, and culture: comparison between manufacturing firms in Cambodia and Taiwan”, National
Cheng Kung University, Tainan, Taiwan.
cexlviii.  Sapsford, R., and Jupp, V. (2006). Data collection and analysis (2nd ed.). London: SAGE Publication.
129 Vol 5 Issue 9 September, 2017


http://www.theijbm.com
http://www.oxforddictionaries.com/definition/english/childcare

The International Journal Of Business & Management (ISSN 2321-8916) www.theijbm.com

cexlix.  Saunders, M., Lewis, P., and Thornhill, A. (2011). Research Methods for Business Students. India: Dorlington Kindersley
India Pvt.Ltd.
ccl. Saunders, M., Lewis, P, and Thornhill, A. (2009). Research methods for business students (4™ ed.). Essex: Person Education
Limited.
ccli. Scarbrough, H. (2003), “Knowledge management, HRM and the innovation process”
cclii. Sexton, M. and Barrett, P. (2005). Performance — based building and innovation: balancing client and industry needs.
Building research and information 33(2); 142-148
ccliii. Syed, N. and Yan, L. X. (2012). Impact Of High Performance Human Resource Management Practices on Employee Job
Satisfaction: An Empirical Analysis. Interdisciplinary Journal of Contemporary Research in Business, vol 4, pp 318-342
ccliv. Scholl, W., Koenig, C., Meyer, B. and Heisig, P. (2004). “The future of knowledge management: an international Delphi
study”, Journal of Knowledge Management, Vol. 8 No. 2, pp. 19-35.
cclv. Schuler, R.S. and MacMillan, 1. (1984). Gaining competitive advantage through human resource practices. Human Resource
Management, 23, 241-256.
cclvi. Shad, S. M.(2007). Relational Archetypes, Organizational Learning, and Value Creation: Extending the Human Resource
Architecture. Academic of Management Review,32 (1) pp. 236-256
cclvii. Sharma, S. and Bikhchandani, S. (2001). Herd Behavior in Financial Markets, IMF Staff Papers 47(3).
cclviii. Shee, H.K., Foley, P. and Vangramberg, B. (2008); The Relationship between Operations Capability and Firm
Competitiveness, International Journal of Global Business and Competitiveness, 3(1):19-30
cclix. Shee, H. K, Van Gramberg, B. and Foley, P. (2010). Antecedents to Firm Competitiveness: Development of a Conceptual
Framework and Future Research Directions. International Journal of Global Business and Competitiveness 5, (1), 14-24
cclx. Shimizu, T, Feng. L. and Nagata, S. (2005). Relationship between turnover and burnout among Japanese hospital Nurses.
Journal of occupational health, 47(4) 334-336.
cclxi. Shipton, H., Fay, D., West, M., Patterson, M., and Birdi, K. (2005). Managing people to promote innovation. Creativity and
Innovation Management, 14(2): 118-128.
cclxii. Sirmon, D. G., Hitt, M. A,, Ireland, R. D., & Gilbert, B. A. (2011). Resource orchestration to create competitive advantage
breadth, depth, and life cycle effects. Journal of Management, 37(5), 1390-1412.
cclxiii.  Sirmon, D. G., Hitt, MA and Ireland, RD, (2007). Managing Firm resources in Dynamic Environments to Create Value:
looking inside the Black box, Academy of Management Review, 32 (1):273-292.
cclxiv. Slaughter, E.S. (1998). Models of construction innovation. Journal of Construction
cclxv. Snedecor, G. W. & Cochran, W. G. (1989). Statistical Methods (eds.) American Educational Research Association.
cclxvi. Snell, S., and Dean, J. (1992). Advanced Manufacturing and human resource management: Conceptual model and empirical
test. Academy of Management Journal. 142.
cclxvii. Stavrou, E.T. and Brewster, C.( 2005). “The Configurational Approach to Linking Strategic Human Resource Management
Bundles with Business Performance: Myth or Reality?” Management Review, 16(2), pp. 186-201.
cclxviii. Stephen, B. (2005). Managing Human Resources: Personnel Management in Transition, 4™ edn Blackwell Pub, Oxford
cclxix. Stewart, I. and Fenn, P. (2006). Strategy: The motivation for innovation. Construction Innovation, 6, 173-85.
cclxx. Subramony, M. (2014). “Client supportiveness in contingent employment: The role of relationship quality,” European Journal
of Work and Organizational Psychology, 23: 131
cclxxi. Summers, J and Hyman, J. (2005). “Employee Participation and Company Performance. A review of literature”, Joseph
Rowntree Foundation. York, United Kingdom.
cclxxii. Sunil, M., and Henny, R. (2004). Innovation Learning, and Technological Dynamism of Developing Countries. United
Nations University Press, New York
cclxxiii. Sutia, S., Sudarma, M., Djumahir and Rofiaty (2013). Influence of Human Capital Investment, Leadership and Strategic
Orientation on Airport Performance, International Journal of Business and Management Invention, Volume 2 Issue 6, pp 26-
32
cclxxiv. Svetlik, I and Stavrou-Costea (2007): Connecting human resources management and knowledge management; International
Journal of Manpower Vol. 28 No. 3/4, 2007pp. 197-206 Emerald Group Publishing Limited 0143-7720
cclxxv. Tabachnick, B. G., and Fidell, L. S. (2007). Using multivariate statistics (5th ed.). Boston: Allyn
cclxxvi. Tabachnick, B. G. and Fidell, L. S. (1996). Using Multivariate Statistics (3rd ed.). New York: Harper Collins College
Publishers
cclxxvii. Tan, H. H. and Tan, C.P. (2002). “Temporary employees in Singapore: What drives them”? The Journal of Psychology, 1, 83-
102.
cclxxviii. Tashakkori, A. and Teddlie, C. (2003). Handbook of mixed methods in social and behavioral research. London: SAGE
Publication.
cclxxix. Teece, David; Pisano, Gary; Shuen, and Amy (1997). "Dynamic Capabilities and Strategic Management”. Strategic
Management Journal. 18 (7): 509-533.
cclxxx. Tessema, M.T., and Soeters, J.L. (2006). “Challenges and Prospects of HRM in Developing Countries: Testing the HRP-
performance Link in Eritrean Civil Service”, International Journal of Human Resource Management, 17(1), pp.86-105.
cclxxxi. Tsai, C.-J. (2006). “High Performance Work Systems and Organizational Performance: An Empirical Study of Taiwan’s
Semiconductor Design Firms”, International Journal of Human Resource Management, 17(9), 1512-1530.
130 Vol 5 Issue 9 September, 2017


http://www.theijbm.com

The International Journal Of Business & Management (ISSN 2321-8916) www.theijbm.com

cclxxxii.  Ulrich, D. (1997). Human Resource Champions: The Next Agenda for Adding Value and Delivering Results, Boston, MA:
Harvard University School Press.
cclxxxiii.  Ulrich, D. (1991). Using human resources for competitive advantage. In R. Kilmann, I. Kilmann, and Associates (Eds.)
Making Organizations Competitive. San Francisco, CA: Jossey-Bass.
cclxxxiv. Vanhala, S., and Stavrou, E. (2013). Human resource management practices and the HRM-performance link in public and
private sector organizations in three Western societal clusters. Baltic Journal of Management, 8(4), 416-437.
cclxxxv. Van Jaarsveld, D. and Liu, X. (2015). Workforce blending, human resource practices and operational evidence from call
center establishments in China, Working paper. University of British Columbia.
cclxxxvi. Vivien, M. (2006). Managing Projects in Human Resources, Training & Development, Kogan Page, London
cclxxxvii. Voudouris, 1., 2004, “The use of flexible employment arrangements: Some new evidence from Greek firms”, International
Journal of Human Resource Management, 15(1), pp.131-146
cclxxxviii. Wageman, R. and Baker, G. (1997). Incentives and Cooperation: The Joint Effects of Task and Reward Interdependence on
Group Performance. Journal of Organizational Behavior, 18(2), 139-158
cclxxxix. Wagner, B. A., Fillis, 1., and Johansson, U. (2003). E-business and e-supply strategy in small and medium-sized businesses
(SMESs). Supply Chain Management: An International Journal, 8(4), 343-354
ccxe.  Wattanasupachoke, T. (2009). Strategic human resource management and organizational performance: A study of Thai
Enterprises. Journal of Global Business Issues, 3(2): 139-148.
cexci.  Wernerfelt, B. (1984). A resource based view of the firm. Strategic Management Journal, 171-180.
cexcii.  Weingarten, R. (2009). Four generations, one workplace: A gen X-Y staff nurse’s view of team building in the emergency
department. Journal of Emergency Nursing: JEN: Official Publication of the Emergency Department Nurses Association,
35(1),27-30
cexciii.  Whitley, R. (1999). "How and Why Are International Firms Different: The Consequences of Cross-Border Managerial
Coordination for Firm Characteristics and Behaviour.” 15th EGOS Colloquium (University of Warwick, 4 Jul-6 Jul).
cexciv.  Wickham, A. P. (2006). Innovation & Entrepreneurship Strategic Entrepreneurship (4" edition)
cexev.  Williams, B., and T. Brown, et al, (2010). Exploratory factor analysis: A five-step guide for novices. Australasian Journal of
Paramedicine 8(3).
cexevi.  Wills, Mike, (1998). Managing the Training Process: Putting the Principles into Practice. Gower Publishing Ltd.
cexevii. - Wilkinson, A, Bacon. N, Redman .T, and Snell. S (2001). Control procedures to deregulation, free market competition and
notions of human resource management based on maximizing the contribution of the individual' sage publication
cexeviii.  World Economic Forum’s, (2012). The Global Competitiveness Report.
cexcix.  Wright, P, McMaham, G. and McWilliams, A., (1994). “Human Resources and Sustainable Competitive Advantage: A
Resource-Based Perspective” Int. J. of HRM, Vol.5, No 2, pp 301-326.
ccc. Wright, P.M., Gardner, T.M., Moynihan, L.M. and Allen, M.R. (2005). “The Relationship between HR Practices and Firm
Performance: Examining Causal Order”, Personnel Psychology, 58(2), pp. 409-47.
ccci.  Yamane, Taro (1973). “Statistics: an introductory analysis.” New York: Harper & Row.
cccii.  Yin, R. K. (2009). Case study research: Design and methods (4th ed.). London: SAGE Publication.
ccciii.  Yucel, 1. (2012). Examining the Relationship among Job Satisfaction, Organizational Commitment, and Turnover Intention.
An Empirical Study: International Journal of Business and Management, vol 7, pp 44-58
ccciv. Yetton, P., Sharma, R., and Crawford, J. (2007). “Common Methods Bias: Reports of its Demise Are Highly Exaggerated,” in
Proceedings of the 28" International Conference on Information Systems
cccv.  Youndt, M.A., Snell, S.A., Dean, J.W,, and Lepak, D.P. (1996). ‘Human Resource Management, Manufacturing Strategy and
Firm Performance,” Academy of Management Journal, 39, 4, 836 — 866.
ccevi.  Zacharatos, A., Barling, J., and Iverson, R. D. (2005). High-performance work systems and occupational safety. Journal of
Applied Psychology, 90: 77-93.
ccevii.  Zapf, D., Dormann, C. and Frese, M. (1996). Longitudinal studies in organizational stress research: A review of the literature
with reference to methodological issues. Journal of occupational Health Psychology, 1, 145_169.
cceviii.  Zaugg, R.J. (2009). Nachhaltiges Personal management Eine neue Perspektive und empirische Exploration des Human
Resource Management. Wiesbaden: Gabler
cccix. Zheng, C., Mark, M., and O’Neill, G. (2006). “An empirical study of high performance HRM practices in Chinese SMEs”,
International Journal of Human Resource Management, 17(10), pp. 1772-1803.
131 Vol 5 Issue 9 September, 2017


http://www.theijbm.com

